ACT Canberra Health
Government Services

Our reference: CHSFOI21-22.36

DECISION ON YOUR ACCESS APPLICATION

| refer to your application under section 30 of the Freedom of Information Act 2016 (FOI Act),
received by Canberra Health Services (CHS) on Wednesday 18 May 2022.

This application requested access to:

‘Referring to the 2021 CHS Workplace Culture Survey, | request the 'Detailed results of the
2021 Workplace Culture Survey Results' broken down for the following groups: junior medical
officers (84), senior medical officers (137), Nursing/midwifery (1093), senior management
(101), executive (18) and those respondents who did not answer or preferred not to say
(907)

I am an Information Officer appointed by the Chief Executive Officer of Canberra Health Services
(CHS) under section 18 of the FOI Act to deal with access applications made under Part 5 of the Act.
CHS was required to provide a decision on your access application by Friday 8 July 2022.

| have identified three documents holding the information within scope of your access application.
These are outlined in the schedule of documents included at Attachment A to this decision letter.

My access decisions are detailed further and the documents released to you are provided as
Attachment B to this letter.

In reaching my access decision, | have taken the following into account:
e The FOI Act;
e The contents of the documents that fall within the scope of your request;
e The views of relevant third parties; and
e The Human Rights Act 2004.

Decisions
| have decided to grant full access to all three documents.

Charges
Processing charges are not applicable to this request.

Disclosure Log
Under section 28 of the FOI Act, CHS maintains an online record of access applications called a

disclosure log. The scope of your access application, my decision and documents released to you will
be published in the disclosure log not less than three days but not more than 10 days after the date
of this decision. Your personal contact details will not be published.
https://www.health.act.gov.au/about-our-health-system/freedom-information/disclosure-log.

GPO Box 825 Canberra ACT 2601 | phone: 132281 | www.health.act.gov.au


https://www.health.act.gov.au/about-our-health-system/freedom-information/disclosure-log

Ombudsman review

My decision on your access request is a reviewable decision as identified in Schedule 3 of the FOI
Act. You have the right to seek Ombudsman review of this outcome under section 73 of the Act
within 20 working days from the day that my decision is published in ACT Health’s disclosure log, or
a longer period allowed by the Ombudsman.

If you wish to request a review of my decision you may write to the Ombudsman at:

The ACT Ombudsman

GPO Box 442

CANBERRA ACT 2601

Via email: ACTFOl@ombudsman.gov.au
Website: ombudsman.act.gov.au

ACT Civil and Administrative Tribunal (ACAT) review

Under section 84 of the Act, if a decision is made under section 82(1) on an Ombudsman review, you
may apply to the ACAT for review of the Ombudsman decision. Further information may be obtained
from the ACAT at:

ACT Civil and Administrative Tribunal
Level 4, 1 Moore St

GPO Box 370

Canberra City ACT 2601

Telephone: (02) 6207 1740
http://www.acat.act.gov.au/

Further assistance
Should you have any queries in relation to your request, please do not hesitate to contact the
FOI Coordinator on (02) 5124 9831 or email HealthFOl@act.gov.au.

Yours sincerely

Kalena Smitham
Executive Group Manager
People and Culture

6 July 2022


mailto:ACTFOI@ombudsman.gov.au
http://www.ombudsman.gov.au/
http://www.acat.act.gov.au/
mailto:HealthFOI@act.gov.au

ACT Canberra Health
Government Se rvices

FREEDOM OF INFORMATION SCHEDULE OF DOCUMENTS

Please be aware that under the Freedom of Information Act 2016, some of the information provided to you will be released to the public through the ACT
Government’s Open Access Scheme. The Open Access release status column of the table below indicates what documents are intended for release online
through open access.

Personal information or business affairs information will not be made available under this policy. If you think the content of your request would contain
such information, please inform the contact officer immediately.

Information about what is published on open access is available online at: http://www.health.act.gov.au/public-information/consumers/freedom-
information

APPLICANT NAME WHAT ARE THE PARAMETERS OF THE REQUEST FILE NUMBER
“Referring to the 2021 CHS Workplace Culture Survey, | request the 'Detailed results of
the 2021 Workplace Culture Survey Results' broken down for the following groups: CHSFOI21-22.36
junior medical officers (84), senior medical officers (137), Nursing/midwifery (1093),

senior management (101), executive (18) and those respondents who did not answer
or preferred not to say (907)’

Ref Page Description Status Factor Open Access
Number Number Decision release status
BPA Top Drawer Report -2021 Workplace Culture Survey | Data collected up
1 1-27 Full Rel YE
— Executive Management Team (CHS) until 12/11/2021 uli nelease >
BPA Top Drawer Report -2021 Workplace Culture Survey | Data collected up
2 2854 — Workforce Grouping — Medical Officer until 29/11/2021 Full Release YES
BPA Top Drawer Report -2021 Workplace Culture Survey | Data collected up
3 >5 -8l - Position: Nursing / Midwifery until 29/11/2021 Full Release YES
Total Number of Documents |
3
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Executive Management Team (CHS) 2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

Welcome

This BPA Reportis intended to help you, the manager, interpret and
use the results from the BPA survey most productively.

Your people took the time to complete the BPA survey. They want
to know they were listened to, and that something will be done

with the results. Your people drive

We all spend a lot of time at work, in our labour. Your role as strategy.
a manager is to use this information to reflect on your own
management and leadership style (after all, Organisational Culture
is leadership driven) and to get the best from your team.

We have provided you with a report that contains the very real
perceptions your employees have of their working life.

Regardless of whether these perceptions are a correct (or incorrect)
interpretation of reality, the simple and unavoidable fact is:

Your employees have these perceptions; . o
Py PEFCEp Organisational Culture

Your employees use these perceptions to frame their actions impacts on employee
and behaviours;

turnover.

Your employees’ actions and behaviours will either drive, or
limit, your department’s performance;

We hope you are able to use your BPA Report to identify 2 or 3 things
to action and make sure you do limit your Action Plan to a maximum
of 3 things. We know from experience that this will maximise your
chances of achieving a result.

Good luck! S You cant MENERE
what you don't

know... if it's not
Mm}d‘( being measured,
it's not being
/ managed.

Jacqui Parle
Director Consulting Services

BPA Analytics
Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: #31679 - Executive
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written Management Team (CHS) - Page 2 of 27
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'/// Executive Management Team (CHS) 2021 Workplace Culture Survey

/// Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

BPA

Analytics
Swneys by Design.

Your Response Rate/s

How reliably you can use the data contained in your BPA Report all starts with the response
rate. Typically, the first wave of employees responding to the survey (between 10-12%) provide
responses that are on the whole about 3-4% more positive than the entire cohort responding
to the survey. To allow for this to level out, our research has found that the response rate
needs to reach about 40%.

The higher your
response rate, the
more confidently you

can use the data to

: . , o form the basis for
In reporting units where the response rate falls below this threshold, data is indicative, not chclnge initiatives.

definitive and should be used with caution - and not to base any major decisions.

Executive Management Team (CHS)

100% 100% 100%
? 939% 94%
88%
83%
80% -
60% -
40% -
20% -
0% -
13/14 @ Oct 2015 15/18 @ Nov 2019 15/16 @ Nov 2020 17/17 @ Feb 2021 14/16 @ Jun 2021 21/21 @ Nov 2021
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Executive Management Team (CHS)

2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

Measuring Your Engagement

Measuring Engagement

BPA's years of experience and knowledge of
what works, and what doesn't work has been
instrumental in formulating BPA's signature
model of Engagement Culture -The 6 Types of
Culture Model.

This model has been used extensively by our
client organisations. It is very popular with both
executive and front-line managers, because it is
simple to follow and has a very strong intuitive
match with day-to-day lived work experiences.

Reactive end
of organisational culture

BPA 6 Types of Culture Model

Proactive end
of organisational culture

BPA's method for evaluating a group’s Engagement Culture involves 2 steps:

Step 1: Measuring the percentage of respondents who report themselves as experiencing their working life in

an Engagement Cycle.

Step 2: Plotting this Engagement Cycle against BPA Type of Culture chart in order to identify your own Type
of Culture. This is an empirical test because this chart is derived from the actual results of other
organisations contained in BPA's extensive Research Database.

Based on over 750,000 respondents, BPA observes that organisations can be broken down into 3 groups of people:

Engagement Cycle

Those who experience their working life in an Engagement Cycle

(either personally or in their work unit).
They are:
+ Openly positive, optimistic and engaged about the
organisation’s future.
+ Ready for change and ready to trust management.
+ Average of 45% of organisational employees.

Swinging Voters

Those who sit on the fence - the Swinging Voters.
They are:
+ Neither openly positive nor openly negative.
+ Inclined to just want to come to work to do their job
and not engage with
organisational purposes.
+ Average of 40% of organisational employees.

DisEngagement Cycle

Those who experience their working life in a DisEngagement
Cycle (either personally or in their work unit).
They are:
+ Openly negative, pessimistic and disengaged from the
organisation’s future.
+ Reluctant to change and distrustful of management.
+ Average of 15% of organisational employees.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written

Staff feel personally involved

Change = Better things Staff want to improve

to come

High trust

in management Can do" Mentality

Strong sense of Success/Momentum
“This is really working”

Self-Protection
“Only do what | have to do”

Alienation from work

Change = Danger “Just a job”

“Things are too hard”

Low trust :
mentality

in management

Blame
Poor Communication
Poor Leadership

The BPA Top Drawer Report for Cohort: #31679 - Executive
Management Team (CHS) - Page 4 of 27
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.// Executive Management Team (CHS) 2021 Workplace Culture Survey

/// Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

BPA

Analytics
&owysé}(r)@n,

Your Organisation's Cycles

The chart below shows the %age of your respondents who are in each Cycle - Engaged, Swinging Voter and DisEngaged. If this has been measured in any previous survey, then this chart will
also show how this is trending over time. The additional charts over the page give some comparisons from BPA Analytics' workforce database.

28% 32%

32% 33%

3% 4%

29%

Oct_2015 Nov_2019 Nov_2020 Feb_2021 Jun_2021 Nov_2021

B Engagement Cycle " Swinging Voters m DisEngagement Cycle
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‘/// Executive Management Team (CHS) 2021 Workplace Culture Survey
/// Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).
Analytics

P b D
Swweys by Uesign.

Your Type of Engagement Culture

Your Type of Engagement Culture is identified as the bubble on the chart below. The 'squiggly' line is a full series of dots - each dot is a separate organisation that BPA Analytics has
surveyed. The %age used on the chart is the %age of respondents who identified with the Engagement Cycle.

Executive Management Team (CHS)

Last 5 Readings (where available ) 1000/0
History for Type of Culture (where available)
%age Engaged + Swinging Voter + Disengaged with ToC

Nov2021 67% + 29% + 4% Success . 90%
Jun 2021 64% + 33% + 3% Success N N e
Feb 2021 67% + 32% + 1% Success L

a Y b o
Nov 2020 71% + 28% + 1% Success w B 80%
Nov 2019 64% + 32% + 4% Success B é 2

? 11

q 70%

SUCCESS

N EEEEEEEEEEEEEEENEER 60%

I8 E N EEEEEEEEEEEEEEEEEEEEEEEEEEENEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEN 400/0

NN EEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEE 300/0

BLAME

NN NN NN EEEEEENEEEEEEEEEEEEEEEEEENEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEENEEEEEEENENEENNNNNEEEEEEEEN 20%

BLAME+ .o,

Responses: 21

0%
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Executive Management Team (CHS) 2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

Types of Culture - Descriptors

* More than 60% of employees are Engaged with the organisation.

A Culture of Success

+ Large numbers of employees are optimistic about the organisation’s future. There is
a strong sense of success and achievement. Things are getting better all the time'.

+ Employees are very positive and proactive about tackling problems. There is a ‘Can
Do’ mentality.

* This Type of Culture is very close-knit, very cohesive, and very focused. Anyone who
doesn't fit in’ tends to be squeezed out by peer pressure. There is a risk of ‘Group
Think which enforces conformity to the norm and stifles self-reflection and self-
critique.

A Culture of Ambition + 50% to 60% of employees are Engaged with the organisation.

+ Organisations at this stage are not satisfied with their current level of performance
or their current way of doing business. They are ambitious for new and better ways
of moving ahead.

* An ‘Anything is Possible’ mentality is quite common. This type of organisation tends
to be very innovative - many see themselves as ‘Project City".

* There is a risk that the organisation commits to too many projects or fails to
complete projects before moving on.

* Needs a strong fiscal discipline and the ability to say ‘NO' to too many projects.

+ 40% to 50% of employees are Engaged with the organisation.

« This is often a culture in transition. It tends to be fragmented (some work units are
in low-end cultures and some in high-end cultures).

* There is pressure to consolidate the gains already made.
* Employees refer to the need for ‘a breather'.
* Not a lot of remedial action is required in this culture.

A Culture of Reaction + 30% to 40% of employees are Engaged with the organisation.
* There is a lot of organisational repair work - often on the run.

+ A lot of management time is wasted on continually putting out fires throughout the
organisation.

* Management is putting significant resources into improving communication
with employees.

A Culture of Blame + 20% to 30% of employees are Engaged with the organisation.
T » Large numbers of employees are openly pessimistic about the organisation’s future.
L;o‘“ * Itis common to hear ‘Communication is poor’, There is no leadership’, or ‘Morale is
R 20% bad"
A 30% . . . . .
* There is a Them and Us' mentality. There is an automatic assumption that

management will always have a hidden agenda.
+ No matter how bad it is, employees assume it just cannot be changed.
* Itis common for a ‘Problem Pipeline’ to exist.

A Culture of Blame+ * Less than 20% of employees are Engaged with the organisation.

* The organisation may experience a history of ‘leadership churn’ where senior leaders
come and go quickly.

 Employees perceive that the ‘ship’is rudderless and lacks direction.

* The organisation often tends to serve a difficult (and sometimes demanding) client
base.

+ Employees experience a sense of hopelessness which verges on despair.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: #31679 - Executive
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Executive Management Team (CHS)

2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

Types of Culture - Possible Action Strategies

Type of Culture

A Culture of Success

A Culture of Reaction

‘ﬁ.‘“

A Culture of Blame
or Blame +

(Blame+)

Action Strategies

Use your strengths to drive performance - make it work for you.

Innovate - look outside your current industry for new ideas.

Watch out for burn-out of key individuals.

Watch out for the signs that pride is creeping in. Pride (defined as believing your own
publicity) will kill the strength of this Type of Culture.

Watch out for ‘Group Think'. Encourage and protect divergent, even unpopular, views.

Team up project-finishers with project-initiators, otherwise you will end up with lots of good
intentions and great ideas/plans but no concrete results from them.

Control the number of projects and build budget accountability for them.

Implement a Project Management System to control implementation of new projects.

Say “No" to new projects more than you say “Yes".

Celebrate the successes, especially when something is completed.

Protect some risk-takers. Risk-taking can be a strong source of innovation.

Focus your attention on the reporting units and cohorts that are still in the low-end cultures.
Use the strengths of the units that have pushed ahead into the high-end cultures - what are
they doing that is working?

Give attention to how problems are being fixed - are the symptoms being fixed or are
people getting down to fix the root causes?

Put a ban on the jargon of Corporate-Speak in favour of the practicalities of Job-Speak.
Convert corporate-style communications into ‘how it affects people in their work".
Focus communication on answering the 3 most potent questions that employees have:

- What exactly do you want me to do?

How will I do it?

+ Why should I?
Look at how you can upgrade your Communication Strategy into a Performance
Development Strategy.

Focus on getting lots of simple, highly-visible wins that affect people in their day-to-day work.
Give credit where credit is due.

Ensure visibility of executive in order to build levels of trust. Don't lock yourself in your office
- get out and about.

Ensure stability in leadership roles. Employees in this culture often believe that they can
outlast cultural change initiatives because the leader driving them will move on before

too long.

Open up the ‘Problem Pipeline’. The simple fact is that you can't keep a ‘Problem Pipeline’
bottled up forever.

A simple way of dealing with a ‘Problem Pipeline’is to make a list on a whiteboard of any
problems you are aware of but that are not being dealt with or that you assume someone
else is dealing with. You might start with 4 or 5 problems but the list will quickly build over
the following days and weeks. The key idea is to fix each problem and then wipe it off the
whiteboard. This is a very simple idea, hard to do but extremely effective.

As problems get solved, this will build trust between managers and everyone else affected
by these problems and it will build a sense of success and momentum that things are really
starting to work. No-one likes being criticised or blamed but the ability to see and use the
truth in it makes you stronger and gives you control over difficult situations.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Executive Management Team (CHS) 2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

Summary of Benchmarking Performance against your Partners Above = 59
Executive Management Team (CHS) 2 Norm = 11
... compared with the norms for Public Hospitals & Healthcare Services Below = 13

B No of questions rated "Above the Norm"
= No of questions rated "Near the Norm"

B No of questions rated "Belowthe Norm"

About Our Culture About Our About Our About Our About Our Values ~ About How We Do~ About Our Clients ~ About Our Survey
Employees Workplaces Managers Things Actions
Executive Management Team (CHS) Above = 38

... compared with the norms for Executive & Senior Mgmt S Norm = 10

B No of questions rated "Above the Norm"
& No of questions rated "Near the Norm" Below = 35

B No of questions rated "Belowthe Norm"

About Our Culture About Our About Our About Our About Our Values ~ About How We Do~ About Our Clients ~ About Our Survey
Employees Workplaces Managers Things Actions

These graphs reveal how your organisation/work unit compares against a chosen set of BPA Analytics benchmarking partner norms (as listed at the top of the graph).

Blue bars indicate the number of quantitative questions that benchmark above the industry norms. Red bars indicate the number of questions that benchmark below the
industry norm. The number of questions that rate near the industry norm appear in yellow. The Sigma sign (%) represents the count of the number of questions above,
below and on the norm.

The quantitative questions are grouped by each of the sections used in the BPA Analytics Scorecard in this report. This Scorecard displays how each question compares
against the primary and secondary set of benchmarking partners - whether it rates above, below or near the norm.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: #31679 - Executive
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Executive Management Team (CHS)
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2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

Benchmarking Perspective

The BPA Scorecard

Throughout your BPA Report, you will see BPA Scorecards.

One of BPA's key sources of competitive edge as researchers is the company's expertise in benchmarking. When the company was

established in 1992, its core competency was benchmarking, and this is still the case today.

Benchmarking is very diagnostic... it identifies your department’s areas of strength, and opportunities for improvement. It puts your

results into perspective.

External Benchmarking compares your department's quantitative ratings against the ratings from a set of external Benchmarking

Partners.

In the BPA Scorecard (on the following pages), blue shading in boxes on the right-hand side are good - they are strengths relative to
the normal range of ratings for each question. Red shading in boxes on the left-hand side indicate relative weakness and will suggest

the need for improvements. Yellow shaded boxes indicate the rating is on the norm (average).

Below Above :
enyLow LoW Average Average G0

Very
High

In the In the blgttgfn From 40% | Inthetop | Inthe top
bottom 10% | bottom 25% 20% of to 60% of 40% of 25% of
of scores of scores ° scores scores scores

scores

In the top
10% of
scores

The bell curve helps you understand how you compare to your
benchmarking partners

Benchmarking is very diagnostic... it identifies
your department’s areas of strength, and
opportunities for improvement. It puts

your results into perspective.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: #31679 - Executive
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Executive Management Team (CHS) 2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

How to Read Your Scorecard

Percentage of respondents who Percentage of respondents who
agree (rated a 1 or 2 on the 6 point disagree (rated a 5 or 6 on the 6 point
rating scale). rating scale).
Last survey percentage of Ext iBamehmar ti
The difference between the agrees and disagrees are the respondents who rated 3 or 4. respondents who agreed. ARG GRS PEISDECHVE S,
BPA Analytics Scorecard Compared with the Bénchmarks and Norms for ...
Organisation XYZ Your Ratings Primary Secondary
... from this most .. compared with the Benchmarking Partner Benchmarking Partner
recent survey last Survey's ratings
h =5 h = .
S el i Long-Term Bell Curve Respondent Pgrtlner Long-Term Bell Curve Respondent
(iP available) Norm Normy last . Norm
3lyears P
% Yes or % Mo or Last Survey % Change + No of
- Agr r i R No of No of
IR Dis-orees (RS ;;amf;asnt?; = ~" Respondents Partners | - Respondents
Il ] (n=) (rodhded) (rourded) o VL L-AAA+HVH :Rotige ;'é’e";t_ VLL-AAA-HVH
Engagement Culture
People are very optimistic about the organisation's 286 71% 2.4% 66% 4.6% o 53% 61% m 49%
future. Mar 2020 wose0 2B FIRS 7,330
Equal 11% - 99%
There is high trust in Executive Management. 285 69% 4.9% 54% | 15.2% m 46% 54% ™ 46%
Mar 2020 1244 PTRs
320,879 7,332
Better * 9% - 98%
There is high trust in Middle Management. 286 65% 3.8% 58% 7.0% m 46% 54% u 46%
Mar 2020 087 2MPTRs 7,332
Befter * ! 9% - 98% !
There is a strong sense of success and achievement - 285 58% 4.9% 56% 2.3% ‘ u 43% 52% I u 42%
'Things are getting better all the time'. Mar 2020 30330 HBPIRS 7315
Equal 5% - 97%
People are very positive about tackling problems. 285 63% 4.2% 62% 0.8% u 49% 59% u 52%
There is a 'Can do' mentality. Mar 2020 30,776 2AOFTRS 7,326
Equal 8% - 99%
Change in the organisation = Better things to come for 285 58% 5.6% 62% -4.1% u 49% 54% [ 47%
me. Mar 2020 syzas  LeM0FTRs 7,310
Equal 14% - 91%
There is a strong sense of purpose and direction. 285 65% 5.6% 63% 1.7% m 48% 56% m 49%
Mar 2020 319,927 P2HLPTRs 7,311
Equal 7% - 100%
People want to improve the way things work in the 286 71% 3.1% 71% -0.3% 63% 70% 66%
isati Mar 2020 | 1242 PTRs ! |
organisation. 320,071 7,305
Equal 26% - 97%
I

Where possible, your department will have Peer Group (or niche) benchmarking in the
secondary partner set. This provides the ability to benchmark ‘like with like' work functions against
an external Benchmarking data set.

Difference in ratings between surveys.

Statistically better, worse, or equal (no change).

0 Action Step - Answer these three questions

1. Which attributes are relatively stronger than the norm and how can you use this strength to achieve your organisational
goals?

2. Which attributes are relatively weaker than the norm and how could this be impacting on your performance?

3. Which 1 or 2 areas (amongst all the possible questions) need attention first?

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: #31679 - Executive
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Executive Management Team (CHS)
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2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

About Our Culture

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Executive Management Team (CHS)

(*) = There is a 95% probability of correctly identifying this difference as statistically significant.

Your Ratings

... from this most
recent survey
(where n>=5)

... compared with the
last survey's ratings
(where n>=5)

Public Hospitals & Healthcare
Services

Executive & Senior Mgmt

"Equal” = There is not enough difference to be statistically significant (for this number of responses). Respondent Partner
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (i available) Long-Term Bell Curve Norm Norm - last Lng-Tam Bel Gve Responﬂga;
Partner Norms. 3 years o
9% Yes or % Noor | LastSurvey % Change + No of No of No of
Agrees  DisAgrees|  Rating Year + Stat Respgndents Part(r)\g«s Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VL L-AAA+ HVH w“:ﬁ,,";“ﬁ VL L-AAA+ HVH
Engagement Culture in Canberra Health Services - About Trust
Q#1201 There is high trust in the Executive Management Team 21 71% 48% 71% 0.0% 36% 40% 51%
o og of Canberra Health Services. Jun 2021 CICIC T T 84278  JSOPTRs LIV T 56,142
Equal 7% - 92%
QF 1184 There is high trust in Managers throughout Canberra 21 52% 48% 50% 2.4% 36% 40% =i 51%
Sxgngomet 9 9 9 ; (AT Tl | sopms | LI IREC ]
Culture Health Services. Jun 2021 284278 56,142
Equal ! 7% - 92% ’
Q# 1134 There is high trust in Frontline Supervisors/Team 71% 00% 57% 14.3% 36% 40% 51%
gh't Ofitine Sopervisors 2t ERRRRE scorms | I 1
Culture Leaders. Jun 2021 284,278 56,142
Equal ! 7% - 92% ’
Q# 1190 i i 48% 48% 57% -9.5% 0, 37% — 0,
s There is a climate of 'Trust and Respect' throqghgut 21 meEEE = 35% iy meEEEEE 46%
Culture the organisation. Jun 2021 284,396 56,021
Equal 9% - 97%
Engagement Culture in Canberra Health Services - About Forward
Momentum
Q# 1183 le ar imicti raanisation’ 67% 48% 69% -2.6% 0, 43% 0,
i People are very optimistic about the organisation's 21 T - 40% acomes | I O] 56%
Culture future. Jun 2021 285,113 57,036
Equal 7% - 2%
Q#1155 There is a strong sense of success and achievement - 21 67% 48% 57% 9.5% 31% 3% 46%
G "Things are getting better all the time'. Jun 2021 LI 284845  OPTRS LT 56,999
Equal ' 4% - 94% ’
Q# 1186 People are very positive about tackling problems. 21 62% 48% 71% -9.5% 39% 41% 51%
e There is a 'Can do' mentality. Jun 2021 LTI T w5007 OO PIRs EREEE_N 57,015
Equal 8% - 94%
Q# 1187 i ication = i 71% 48% 64% 7.1% 0, 42% 0,
- Change in the organisation = Better things to come for 21 e I 41% ot meEnEE | 53%
Culture me. u 284,431 56,958
Equal 14% - 91%
Q# 1188 There is a strong sense of purpose and direction. 21 71% 48% 64% 7.1% 37% 40% 52%
g purpo AREREE — CI I
Culture Jun 2021 284248 >/ PTRS 56,880
Equal ! 8% - 93% ’
Q# 1189 People want to improve the way things work in the 76%  48% | 79%  -2.4% 7% 59% 68%
ople want to improve the way things work in t 2 s 3 asmoms | I 1]
Cuture organisation. Jun 2021 284,505 56,900
Equal ! 28% - 96% ’
Q# 1191 I ievem 76% 48% 64%  11.9% ) 51% 0,
i People are proud of the successes and achievements 21 T - 50% e | I 1T 65%
Cultire of the organisation. Jun 2021 283,226 56,390
Equal 16% - 98%

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

13

2021 Workplace Culture Survey

About Our Employees

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Executive Management Team (CHS)

(*) = There is a 95% probability of correctly identifying this difference as statistically significant.

Your Ratings

... from this most
recent survey
(where n>=5)

... compared with the
last survey's ratings
(where n>=5)

Public Hospitals & Healthcare
Services

Executive & Senior Mgmt

"Equal” = There is not enough difference to be statistically significant (for this number of responses). Respondent Partner
ﬁfi‘;ﬁﬁ rr:q:(ms come from all respondents in a Partner Group, not just those eligible for setting (i available) Long-Term Bell Curve Norm Norrr; _y ‘Iaaas'ts Long-Term Bé“ Curve RSDODSsa;
% Yes or % Noor | LastSurvey 9% Change + No of
’ . oo 4 No of No of
i Dis-Ag bt svw_ cas,,: Respondents Partners | Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VLL-AAA+ HVH w“::;";; VLL-AAA+ HVH
Employee Satisfaction with their Organisation
Q#65%  Canberra Health Services consistently meets my most 18 46% 11.1% 49% -2.5% 43% 41% 52%
v-oLeord important expectations of it. Nov 2010 || I 1T 1T 1N 204191  COPTRs RE__REER 42,308
Equal ! 15% - 71% ’
Satisfaction with Conditions of Employment
Q# 748 Canberra Health Services provides ... Adequate 20 65% 15.0% | 73% -8.3% 59% 61% 71%
b flexibility in the hours/shifts I work. Nov 2019 EREE_NN 20go1 302 PTRs HR_BENR 45.450
Equal ! 27% - 86% ’
Q#3838 Canberra Health Services provides ... Clear reporting 19 74% 10.5% menEEEE e
lines. No benchmarking analysis No benchmarking analysis
available available
Q# 749 Canberra Health Services provides ... Workloads that 19 47% 158% | 60%  -12.6% 43% 44% — 50%
Contos are fair and equitable. Nov2oro || 11T I gy 02PTRs REE_RER 47,030
Equal 18% - 66%
Q# 734 Canberra Health Services provides ... A fair day's pay 20 60% 15.0% 73%  -13.3% 51% 58% = 58%
Condone” for a fair day's work. Nov 2019 AT T 1663 15 PTRs LIS 43186
Equal ! 17% - 82% ’
Q# 737 Canberra Health Services provides ... Good career 20 65% 10.0% | 80%  -15.0% menmEE | 39% 45% meenE = 52%
Empioyment e
Conditons opportunities. Nov 2019 120,843 142 PTRs 21,401
Equal 9% - 69%
Q# 735 Canberra Health Services provides ... Secure 19 79% 10.5% | 73% 5.6% 69% 74% 75%
Condhore. employment. Novang || 10T M w7577 2 PTRS BRRE 18,252
Equal ! 44% - 86% "’
Q# 741 Canberra Health Services provides ... Recognition of 20 55% 15.0% | 64% -9.3% 33% 37% 46%
b my achievements. Nov 2019 EEEEEN 124793  L48PTRs EEEEE N 22,005
Equal ! 12% - 60% '
The Decision to Leave the Organisation
Q# 37785 H i icati ithi 15% 85.0% 0% 15.0% 0, 5% 0,
I intend to leave this organisation within 1 year. 20 .0 O 4% vy WO 5%
52,401 11,025
Worse * 18% - 1%
Q# 37786 i i isati ithi 20% 80.0% | 21% -1.4% ) 12% 0,
I intend to leave this organisation within 2 years. 20 LA O 10% e m meEEE 12%
52,401 11,025
Equal 36% - 3%
Work where I Feel in Control
Q#2158 T have a strong sense of... Being in control of many of 21 81% 48% 79% 2.4% 61% 59% 68%
ek cheioee wovts | 0% | I o5
Equal ! 29% - 71% ’
#2158 T have a strong sense of... Being competent to do my 21 90%  00% | 93%  -2.9% 91% 91% 92%
my 2% I I sorms | [T IMCICITIT
9 41,406 9,593
Equal 81% - 98%
@#21592 T have a strong sense of... Making a difference in my 21 90% 48% 93% -2.9% 77% 77% 84%
b vence in oots | TP | I 84
Equal ! 57% - 88% !
Work where I Feel Included
Q# 36300 I feel safe at work to be the person Tam. 21 86%  48% | 100% -14.3% 76% Lk 81%
v | LI ) 76% S T
Worse  * 55% - 89%
Work where I Feel Supported
@#215% T have a strong sense of... Being supported in learning 21 76% 95% 93%  -17.1% 69% 69% — 75%
B orons [T T TMCT 9998 oo | CICCIRCICICT 728
Equal 39% - 88%
@# 21597 T have a strong sense of... Being supported to achieve 20 60% 100% | 87%  -26.7% 62% 61% 69%
pang my personal and professional goals. Nov 2019
Persoel we ¥ personal and prof | goal T Y I ey
Worse * ! 32% - 77% ’
Q# 36808 I have a strong sense of... Being supported to look 20 65% 100% | 86%  -20.7% 65% 64% 71%
ool s [JISCICICT 0% | MO 7%
Equal ! 41% - 77% '

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

About Our Employees

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Executive Management Team (CHS)

(*) = There is a 95% probability of correctly identifying this difference as statistically significant.

Your Ratings

... from this most
recent survey
(where n>=5)

... compared with the
last survey's ratings
(where n>=5)

Public Hospitals & Healthcare
Services

Executive & Senior Mgmt

"Equal” = There is not enough difference to be statistically significant (for this number of responses). Long-Term Bell Curve Respondent Partner Long-Term Bell Curve Respondent
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting if available) Norm Norm - last Norm
Partner Norms. (i ava 3 years -

9% Yes or % Noor | LastSurvey % Change + No of No of No of
Agrees  Dis-Agrees| Rating Year + Stat R&spgn Sents . n(:‘;s Respondents
nce —_—
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VLL-AAA+ HVH wmﬁ;'s‘t VLL-AAA+ HVH
Work that I Feel is Worthwhile

Q# 21713 is ... ingful. 90% 48% | 100% = -9.5% ) 89% 9

N The work I do is ... Meaningful 21 N meEE EE 89% ety mE mEEE 92%

Being ov 2019 36,723 9,013

Equal ! 77% - 97% ’

Q# 21714 The work I do is ... Purposeful. 21 90% 48% 100%  -9.5% 89% 90% 92%

po 25% |\ e | I I

Being ov 2019 36,681 9,000

Equal ! 77% - 97% !

Q# 21715 The work I do is ... Stimulating. 95%  00% | 93%  1.9% 77% 77% 82%

ulating. 21 e I mems | I 82

Being 36,606 7,352

Equal 57% - 89%

Q# 21711 is ... isina. 959% 00% 80% 15.2% 0, 67% 0,

The work Tdois ... Energising. 21 e [T 8% e | I 7%

Being 36,514 7,336

Equal 49% - 83%

Q# 37332 is ... i . 95% 50% | 100%  -5.0% 0 87% 9

- The work I do is ... Something I am proud of. 20 S0% mennEE | 87% el mEeEEE = 91%

Being 36,541 8,972

Equal 75% - 93%
Supporting Work-Life Balance

Q#700 My manager is aware of and accommodates work/life 20 65%  150% | 93%  -28.3% 59% 70% 71%

v My manag i/ nEE ww Il

Balance balance issues. Nov 2019 16050  OiPTRs 3308

Worse * ! 38% - 84% !

Q# 37718 My manager demonstr. I m 65% 20.0% 100%  -35.0%

y manager demonstrates that they caeab(;;tj)te' % 20 5.0 M O
we ing. No benchmarking analysis No benchmarking analysis
Worse * available available

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

About Our Workplaces

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Executive Management Team (CHS) Your Ratings Public Hospitals & Healthcare | Executive & Senior Mgmt
... from this most ... compared with the Services
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey ast survey's ratings
"Equal” = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (whefe n):S) Long-Term Bell Curve Respondent Partlnaer Long-Term Bell Curve Respondent
Z\j’s;:drz\:r::xms come from all respondents in a Partner Group, not just those eligible for setting (f available) Norm Norrr; _ye:s ) Norm
% Yes or % Noor | LastSurvey % Change + No of No of No of
Agrees  Dis-Agrees| Rating Y.*’.; Sr: Respondents Partners Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VLL-AAA+ HVH w“:z:nﬁ;; VLL-AAA+ HVH
Team Problem-Solving
Q# 1247 In my work team ... I feel safe in discussing work 21 95%  00% | 87%  8.6% 71% 2% 80%
P problems with other team members. Novaozo I I 1L ICICIT TR 35041 3PTRS LTI T 11,058
Saivng Equal 50% - 86%
Q# 1248 In my work team ... I feel safe in discussing work 21 67%  48% | 86%  -19.0% 71% 70% 79%
P problems with my team leader. Nov2oro (| L LTI ] 34208  OOPTRs _EERRER 10,890
Sotving Equal ' 50% - 84% '
Effectiveness of Responses to Harassment and Bullying
#3773 Over the past 12 months ... There has been a focus on 19 58%  105% | 87%  -28.8% 44% 42% 51%
By identifying and addressing bullying and harassment. Nov 2019 EEEEEE 07177  189PTRs REEE BN 15612
Worse * ! 13% - 61% '
#3724 Over the past 12 months ... There has been accessto 19 63%  53% | 73%  -10.2% 46% 43% 51%
s appropriate training activities to address bullying and Nov 2019 LI 1 105802  190PTRs (LI T 16.238
harassment. Equal 14% - 75%
#3725 Qver the past 12 months ... There has been a focus on 19 63%  53% | 100% -36.8% 42% 1% 49%
Bayng reducing bullying and harassment in the workplace. Nov 2019 LI T 100732  \79PTRs ARREEN 15,980
Worse * ! 17% - 59% '
Q#3726 Qver the past 12 months ... My manager has clearly 19 79%  53% | 87% = -7.7% 55% 57% 63%
sy demonstrated their preparedness to eliminate bullying Nov 2019 LI T 11373 207PTRs EREEEE N
and harassment. Equal 22% - 79%
Q# 37727 Over the past 12 months ... My team has clearly 19 79%  00% | 93%  -14.4% 57% 57% 63%
s demonstrated their preparedness to eliminate bullying Nov 2019 LI T 108344  206PTRs LTI T -
and harassment. Equal 22% - 72%

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).
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2021 Workplace Culture Survey

About Our Managers

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Executive Management Team (CHS)

Your Ratings

Public Hospitals & Healthcare

Executive & Senior Mgmt

... from this most .. compared with the Services
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal" = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (where n>=5) Long-Term Bell Curve Respondent Partner Long-Term Bell Curve Respondent
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting £ available: Norm Norm - last Norm
Partner Norms. (if available) 3 years -
9% Yes or % Noor | LastSurvey % Change + No of No of No of
Agrees Dis- Agrees |  Rating Year + Stat Respondents partners Respondents
ngﬁrancE —_—
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VL L-AAA+ HVH Wmﬁ;nﬁ VL L-AAA+ HVH
Manager as Coach
Q# 59 i 67% 00% 80% -13.3% 1) 66% 0,
B My manager ... Clearly communicates to me what they 21 meEE EE 64% o mE mEEE 71%
expect from me. Nov 2019 228,304 PTRs 47,332
Equal 39% - 85%
Q# 61 My manager ... Gives me constructive feedback on my 21 52% 238% | 67%  -14.3% 49% 52% 57%
Mg 2 Comcn L0100 1l 17 aems | LI A1
performance. Nov 2019 226,927 47,105
Equal ! 27% - 72% !
Q# 62 My manager ... Helps me to set realistic performance 48%  238% | 67%  -19.0% 49% 3% 55%
Vpuces MY Manag p trealistic performance 21 e LTI sepmes | | LTI
objectives. ov 225,633 45,876
Equal 27% - 75%
Q# 65 r .. Revi in achieving m 48% 28.6% | 67%  -19.0% ) 48% 0
e My manager ... Reviews my progress i aChl?) v n% y 21 o memE B 43% . mE meER 51%
objectives. 223,205 ® 44,074
Equal 19% - 68%
Q# 67 i 439% 23.8% 21% 21.4% 0 65% 0,
e . My manager Conducts annual performance reviews 21 T 7% e | WO 65%
with me. Nov 2019 213,901 43,850
Equal ’ 20% - 90% ’
Q# 72 57% 19.0% | 87%  -29.5% ) 57% 9
P My manager ... Is a role model I look up to and learn 21 memE mE 53% - e e 61%
from. Nov 2019 215,951 PTRs 44,005
Worse * 26% - 75%
Outcomes for Good and Poor Performance
Q# 68 My manager ... Provides reward and recognition for 21 62% 238% | 31%  31.1% 42% 48% 49%
coud outstanding performance. octaays [T ITICIT 1 214079 IS2PTRS EREEE_N 45.064
Pertormance Better ’ 17% - 66% '
Q# 69 i iati 71% 19.0% 87% -15.2% 0, 58% 0,
Aiming for My manager ... Provides appreciation for good 21 mEnEEE | 53% mEnEE | 61%
Goad performance. Nov 2019 217441  J06PIRs 46,276
Peromance Equal ’ 20% - 74% '
Q# 71 My manager ... Is prepared to address poor 20 60% 50% 80%  -20.0% 54% 57% — 61%
Goad performance in a constructive manner. Novzozo | I 1T T T 219425  372PTRs RER_RER 44,500
Perormance Equal ’ 26% - 73% '

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.

The BPA Top Drawer Report for Cohort: #31679 - Executive
Management Team (CHS) - Page 16 of 27



Executive Management Team (CHS)

17

2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

About Our Values

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Executive Management Team (CHS)

(*) = There is a 95% probability of correctly identifying this difference as statistically significant.

Your Ratings

... from this most
recent survey
(where n>=5)

... compared with the
last survey's ratings
(where n>=5)

Public Hospitals & Healthcare
Services

Executive & Senior Mgmt

"Equal” = There is not enough difference to be statistically significant (for this number of responses). Respondent Partner
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (i available) Long-Term Bell Curve Norm Norm - last Long-Fem Bell Cunva RSDODSsa;
Partner Norms. 3 years .
% Yes or %Noor | LastSurvey % Change + No of
Saress i Dis- Agrees | It Year + Sr: Res,;gnc:ifents Pa'rvt(rjlglfs Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VL L-AAA+ HVH Wmﬁ;nﬁ VL L-AAA+ HVH
Values-In-Action by Respondents
Q# 38387 I proudly put into practice the value... Reliable - We 21 95% 48% I mEEnEEEE
aIways do what we say. No benchmarking analysis No benchmarking analysis
available available
Q# 38388 I proudly put into practice the value... Progressive - 21 86% 48% I i
We embrace innovation. No benchmarking analysis No benchmarking analysis
available available
Q# 38389 i i - 95% 48%
I proudly put into practice the value... Reslpectful We 21 mEEERER i
value everyone. No benchmarking analysis No benchmarking analysis
available available
@#383%0 T proudly put into practice the value... Kind - We make 20 95% 00% i e
everyone feel welcome and safe. No benchmarking analysis No benchmarking analysis
available available
Values-In-Action by Work Colleagues
Q# 1369 The people I work with put into practice the value... 21 95% 00% 87% 8.6% 69% 69% 73%
Coeages Reliable - We always do what we say. Nov 2010 || I T T 1 122119  2L7PTRs ERREEE 25.860
Equal ! 37% - 96% ’
Q# 1370 The people I work with put into practice the value... 21 67% 48% 67% 0.0% 69% 69% 73%
Cotesgues Progressive - We embrace innovation. Novang || 11T 2119 27PTRS RN 25,860
Equal ! 37% - 96% ’
QF 1371 The people I work with put into practice the value... 21 76% 48% 87%  -10.5% 69% 69% 73%
Conesgues Respectful - We value everyone. Nov2oto I I 1L 1T 1T 1T 122110 27 PTRs EREE_BE 25,860
Equal 37% - 96%
Q# 1372 The people I work with put into practice the value... 21 76% 00% 80% -3.8% 69% 69% 73%
Comears Kind - We make everyone feel welcome and safe. Nov 2019 REEEE N 122119 217PTRs REEE_NN S
Equal ! 37% - 96% ’
Values-In-Action by Managers
Q#1033 My manager/supervisor puts into practice the value... 21 67% 48% | 100%  -33.3% 70% 69% 80%
e o Pl Mo practice ine value... vorots | MY 70% | MO 0%
Worse * ! 41% - 87% '
Q#1070 My manager/supervisor puts into practice the value... 21 67% 14.3% | 100%  -33.3% 70% 69% 80%
e Progressive - We embrace innovation. Novooto ||| 1L IL LT seo1g  114PTRs S EEEERN 0216
Worse  * ! 41% - 87% ’
@F 10371 My manager/supervisor puts into practice the value... 21 71% 14.3% | 100%  -28.6% 70% 69% 80%
s e Respectful - We value everyone. Novang |11 I I s6018 P B 9,216
Worse * 41% - 87%
@# 10372 My manager/supervisor puts into practice the value... 21 71% 95% | 100% -28.6% 70% 69% 80%
e Kind - We make everyone feel welcome and safe. Novaoso ||| L IEITI seo15  14PTRs B_ERRRR 0216
Worse  * ’ 41% - 87% ’
Values-In-Action by Executive
Q# 6085 Canberra Health Services' Executive Management 21 90% 95% 79%  11.9% 53% 52% 67%
e Team put into practice the value... Reliable - We Novaono |11 ILIL LT I sao43  19PTRS EREEEN 10.745
always do what we say.. Equal 19% - 80%
Q# 6086 Canberra Health Services' Executive Management 21 57% 48% 67%  -9.5% 53% 52% 67%
EUES T Team put into practice the value... Progressive - We Nov 2019 REER_RE 58243 115 PTRs B_EERNN 10,745
embrace innovation.. Equal 19% - 80%
Q# 6087 Canberra Health Services' Executive Management 21 76% 14.3% | 73% 2.9% 53% 52% 67%
SIS Team put into practice the value... Respectful - We Nov2opg || 1T I sgpa3  LISPTRs LI ] .
value everyone. Equal ' 19% - 80% ’
Q# 6053 Canberra Health Services' Executive Management 21 67% 95% | 80%  -13.3% 53% 52% = 67%
YR Team put into practice the value... Kind - We make Nov 019 || I T T 1T 1T sg243  LL9PTRS ERECEEE 10,745
everyone feel welcome and safe. Equal 19% - 80%
Responding to Behaviour Contrary to the Values
QF 10433 If I observed an employee not demonstrating Our 21 95% 00% 93% 1.9% 56% 56% 74%
Reldorced Values I would... At an appropriate time or place, Nov 2019 EEEREN 67,448 132 PTRs BEREEN 9,660
discuss with them the behaviour I saw and how it was Equal 38% - 72%
inconsistent with Our Values.
QF 10435 If I observed an employee not demonstrating Our 21 81% 00% 73% 7.6% 60% 60% 70%
Rénorced Values I would... Report this behaviour to their Nov 2019 LI T 67055  132PTRs ARRRR_R 0560
supervisor. Equal ! 45% - 81% !
QF 10434 If I observed an employee not demonstrating Our 21 52% 95% 79%  -26.2% 50% 46% 59%
Reirforced Values I would... Trust that if such behaviour was Nov 2019 LIRS 67,058 132 PTRs RE_BENR 9,565
reported, then it would be appropriately managed. Equal 24% - 75%

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).
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2021 Workplace Culture Survey

About How We Do Things

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Executive Management Team (CHS)

(*) = There is a 95% probability of correctly identifying this difference as statistically significant.

Your Ratings

... from this most
recent survey
(where n>=5)

... compared with the
last survey's ratings
(where n>=5)

Public Hospitals & Healthcare
Services

Executive & Senior Mgmt

"Equal” = There is not enough difference to be statistically significant (for this number of responses). Respondent Partner
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (i available) Long-Term Bell Curve Norm Norm - last Long-Fem Bell Cunva RSDODSsa;
Partner Norms. = 3 years -
% Yes or %Noor | LastSurvey % Change + No of No of No of
Agrees  Dis-Agrees| Rating Y.*’.; Sr: Respondents Partners Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (roundeq) (rounded) ® VLL-AAA+ HVH wmﬁ;'s‘t VLL-AAA+ HVH
The Pace & Direction of Change
@#1254  The changes that the organisation introduces are well 21 43% 95% 47% -3.8% 28% 32% = 41%
oy planned, well thought-out and client focussed. Nov 2010 || I I 11T 1T 79553  2PTRs ERE_RER 15,605
Futre Equal ' 14% - 63% '
Q#1255 The organisation introduces change quickly. It is fast, 21 14% 33.3% 13% 1.0% 20% 27% 28%
Fomuted focussed and flexible. Nov 2019 HE_ BN 79203  OPIRS RL_EERER 15,069
Equal ! 4% - 56% '
Improvements Over the Past Year
Q# 4459 Overall, the organisation has made significant 21 48% 48% 93%  -45.7% 36% 36% 54%
T improvements during the past year. Nov2ozo I 11T 1T 1T 63402  L14PTRs ER_BEER 12580
Worse * ! 8% - 74% !
@#202 Dyring the past year, there has been an improvement 21 76%  48% | 100%  -23.8% 32% 43% 43%
g in... Communication in the organisation. Nov 2019 EREREEE_ 92708  148PTRs EREEEE_ 15.472
Worse * ! 15% - 62% ’
@#205  During the past year, there has been an improvement 21 520%  95% | 80%  -27.6% 27% 37% 38%
improdg in... Motivation in the organisation. Nov 2019 REREEE 67703  102PTRs LTI 14,440
Worse * ! 5% - 61% '
@#20t During the past year, there has been an improvement 21 67%  00% | 40%  26.7% 38% 35% 58%
Inerod in... The organisation's services and facilities. Nov2o1o I I 1L ICICTT 1 s7636  JOPTRs EREE_BE 7830
Equal ! 5% - 81% '
Opportunities to Have a Positive Influence
Q# 38399 i 71% 00%
thI'n thti Ie:st week, I di t'h?l opportymty téo do 21 I i
something that was a positive influence in my team No benchmarking analyss TR AT AT
and the organisation in this time of change. available available
Management Support with Change
#1872 My manager has the skills and capability to support 21 620  143% | 100% -38.1% 63% 6% 69%
Taretion me in this time of change. Nov2o1o I I L IFSEITIE T 10126  18PTRs ER_BEEE 2082
Worse * ' 34% - 74% '
Q# 11643 i ive in this ti 67% 95% 100% -33.3% 9 65% = 0
e e My manager is supportive in this time of change. 21 : e 65% e EE 70%
Transiion ov 2019 11883 26 PTRs 4060
Worse * ! 40% - 74% !
Q# 11642 i i ive i i 76% 48% 93% -17.1% 9, 41% 0,
N The Executive Management Team is supportlve in this 21 mEnEEE | 42% menEE | 58%
Transtion time of change. Nov 2019 11063 2/ PRs 3,743
Equal ! 15% - 57% '
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./// Executive Management Team (CHS) 2021 Workplace Culture Survey

/// Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).
Analytics
Suaveys by D .
About Our Clients
BPA Analytics Scorecard Compared with the Benchmarks and Norms for ...
Executive Management Team (CHS) Your Ratings Public Hospitals & Healthcare Executive & Senior Mgmt
... from this most ... compared with the Services
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal" = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (where n>=5) R ndent Partner
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (i available) Long-Term Bell Curve esri’lgnnen Norm - last Long-Term Bell Curve Responﬂga;
Partner Norms. 3 years o
% Yes or % Noor | LastSurvey % Change + e o< No of
Agrees  DisAgrees|  Rating svwea'- :asunm Resr;gnc:ifents Pamfs Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VLL-AAA+ HVH w“:ﬁ,,";“ﬁ VLL-AAA+ HVH
Consumer Safety Measures - Preventative, Detective & Corrective
QF bue Commitment - People in my work unit are highly 20 85% 00% 93% -7.9% 87% 88% 87%
G conscious of the potential for adverse consumer safety Nov 2010 | I 1ML LT 107302  29PTRS ER_NEER 13,139
events. Equal ! 67% - 99% ’
Q# 6117 Vigilance - People in my work unit report adverse 20 85% 00% 100%  -15.0% 83% 84% = 84%
st consumer safety events and complaints quickly and Nov 2019 (I T ] w043y 230PTRS (I IC IR 12003
openly. Worse * ! 59% - 97% ’
Q¥ 6120 Learning - People in my work unit treat consumer 20 70% 00% 93%  -22.9% 79% 80% 81%
Ctre Y safety events as learning opportunities. Nov 2019 ] 105001 2B PTRs SEANEEE 12,953
Worse  * ! 53% - 96% ’
Qe 11224 Reliability - People in my work unit always follow 20 70% 00% 86%  -15.7% 77% 76% 79%
e evidence, guidelines, standards, procedures and Nov 2019 B BRN RN 76301  [HIPTRS _EERENEN 9,299
pathways no matter how difficult this might be. Equal 58% - 93%
Q# 11225 Escalation - People in my work unit exercise good 20 70% 00% | 86% -15.7% 86% 86% 86%
Gie ™ judgement about when to escalate a deterioration in a Nov 2019 ] 74017 ~ [H8PTRS _EERRER 9,067
consumer's condition. Equal 66% - 97%
#1226 perseverance - People in my work unit will persevere 20 70%  00% | 93%  -22.9% 85% 84% 85%
e in escalating concerns when they believe it's clinically Nov2oro | I0 1T 72531 ~ \ALPTRs _EERRRR 9,067
appropriate. Worse  * 64% - 97%
Commitment to Consumer Safety
Q# 38401 I am committed to doing everything I can to ensure 20 100% 00% M O
consumer Safety' No benchmarking analysis No benchmarking analysis
available available
Q# 37738 My Manager is committed to doing everything they 20 95% 00% | 100%  -5.0%
}J' i can to ensure consumer safety. Nov 2019 mb:‘m’:\m,:‘dn,?agw’s;\ QMEEDMT
ommitment Equal available available
Q# 37737 The Executive responsible for my workplace is 20 90% 00% | 100% -10.0%
Sy committed to doing everything they can to ensure Nov 2019 'EDm'h_‘an'g_ﬂ,y';‘ QMQ\EE@
consumer safety. Equal available available
Q#3773 The Executive Management Team are committed to 20 95% 00% 87% 8.3%
<" doing everything they can to ensure consumer safety. Nov 2019 ,EDNTMQEE\NQ QMQEDM:I
c—— Equal available available
Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: #31679 - Executive
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Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).
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2021 Workplace Culture Survey

About Our Survey Actions
BPA Analytics Scorecard Compared with the Benchmarks and Norms for ...
Executive Management Team (CHS) Your Ratings Public Hospitals & Healthcare Executive & Senior Mgmt
i ... from this most ... compared with the Services
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal" = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (where n>=5) Long-Term Bell Curve Respondent Partner Long-Term Bell Curve Respondent
Respondent Norms come from all respondents in a Partner Group, not just those eligible for settin y Norm Norm - last
Partner Norms, N P ? : (if available) 3 years Norm
% Yes or % Noor | LastSurvey % Change + No of
Saress i Dis- Agrees | It Year + Sr: Resggn(:ifenls Pa'r\t)\;; Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) & VL L-AAA+ HVH wmﬁ;'s‘t VLL-AAA+ HVH
Feedback on the Last Survey
@#37774 T completed the 2019 CHS Workplace Culture Survey. 15 73% 20.0% | 82% -8.5% M R EERE
Nov 2019 No benchmarking analysis No benchmarking analysis
available available
Q# 37775 I received feedback on the findings of the last 17 71% 11.8% | 78% -7.2%
employee survey ... From CHS (e.g. CEO presentation). Nov 2019 QDMTMQEE‘NQ QMQEDNS:I
Equal available available
Q# 37776 I received feedback on the findings of the last 16 69% 18.8% | 100%  -31.3%
employee survey ... from my Executive/Manager. Nov 2019 [N_OIDM[PNQEDWQ QMQEDMT
Worse  * available available
Q# 37777 Action was taken as a result of the last survey. 17 71% 11.8% | 40% 30.6% 24% 27% 35%
nov 2010 |- AL AL I I T saems | LI T
9,299 3,932
Equal 5% - 53%
Q# 37778 There was a positive impact resulting from the last 17 29% 17.6% | 30% -0.6% 17% 20% 45%
Survey. now 2010 |- I IT THET oy BPTRS mrnrnrimril o
Equal ! 1% - 40% !
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Executive Management Team (CHS) 2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

About Our Workplaces
BPA Analytics Snapshot Your Ratings (*)

Executive Management Team (CHS)

Current Survey Last Survey
(if available)
% Yes or % Middle % No or Last Survey % Change since
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. Rated Dis- Agrees - Last Survey +
) X - . Agrees Rating
"Equal" = There is not enough difference to be statistically significant (for this number of responses). . ‘_(gar +
Significance (*)
(n=)
Prevalence of Being Subjected to Bullying, Harassment, Favouritism or Discrimination in the Workplace
In the last 12 months, I have been subjected to ... Bullying in the workplace. 21 24% 76.2% 0% 238%  \orsé"
2019
In the last 12 months, I have been subjected to ... Harassment in the workplace. 21 10% 90.5% 20% 105%  Equal
2019
In the last 12 months, I have been subjected to ... Discrimination in the workplace. 21 5% 95.2% 0% 48%  Equal
2019
In the last 12 months, I have been subjected to ... Favouritism in the workplace. 21 10% 90.5% 0% 95%  Equal
2019
In the last 12 months, I have been subjected to ... Bullying or Harassment in the 21 24% 76.2% 40% 162%  Equal
workplace. 2019
In the last 12 months, I have been subjected to ... Bullying or Harassment or 21 24% 76.2% 40% 162%  Equal
Discrimination or Favouritism in the workplace. 2019
Reporting Harassment and Bullying - Experienced
When I experienced harassment or bullying I ... Reported this behaviour. 7 43% 14.3% 42.9%
When I experienced harassment or bullying I ... Knew how to go about reporting such 7 86% 0.0% 14.3%
behaviour.
When I experienced harassment or bullying I ... Trusted that, if such behaviour was 7 14% 71.4% 14.3%
reported, then it would be appropriately managed.
Reporting Harassment and Bullying - Observed
When I observed harassment or bullying I ... Reported this behaviour. 11 82% 9.1% 9.1%
When I observed harassment or bullying I ... Knew how to go about reporting such 11 91% 0.0% 9.1%
behaviour.
When I observed harassment or bullying I ... Trusted that, if such behaviour was 11 73% 18.2% 9.1%
reported, then it would be appropriately managed.
Personally Subjected to Occupational Violence
In the last 12 months, I have been subjected to Occupational Violence. 21 5% 95.2% 20% 152%  Equal
2019
Attitudes Towards Occupational Violence
Occupational Violence is generally accepted as being 'part of the job' in my workplace. 18 6% 33.3% 61.1% 0% 56%  Equal
2019
Canberra Health Services - Safety@Work
Managers always take work, health and safety seriously. 21 90% 4.8% 4.8% 93% -2.9%  Equal
2019
Managers always take action to address identified work, health and safety issues. 21 81% 14.3% 4.8% 80% L0%  Equal
2019
Employees are always consulted on decisions that impact on their work, health and 21 81% 19.0% 0.0% 60% 210%  Equal
safety. 2019
When I act safely I always receive positive support and recognition in my team. 21 71% 23.8% 4.8% 60% 11.4%  Equal
2019
In this organisation, staff safety is considered as important as patient safety. 21 90% 4.8% 4.8% 67% 238%  Equal
2019
Overall, the organisation has a strong, effective staff safety culture. 21 81% 14.3% 4.8%
Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: #31679 - Executive
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Executive Management Team (CHS) 2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

Background to the Net Promoter Scores™

The Net Promoter Scores" (NPS® Bain & Company, Inc., Satmetrix Systems, Inc., and Fred Reichheld) provides a gauge of respondent loyalty and engagement. Respondents are categorised into three types based
on their response to the key question: "On a scale of 0 to 10, how likely are you to recommend this organisation?”

LLERLLIAER S

Detractors Passives
(Not at all likely to
recommend)

Promoters
(Extremely likely to
recommend)

Promoters (score of 9 or 10):

People who feel their lives are enriched by their relationships with the organisation. Promoters typically go the extra mile for the organisation, they are loyal, and promote the organisation.

Passives (score of 7 or 8):

People who are fairly satisfied, but not loyal. They rarely talk up the organisation, and when they do, it's likely to be qualified and unenthusiastic. If a better offer comes along, they are likely to defect.

Detractors (score of 0 to 6):

People who feel their lives have been diminished by their associations with the organisation. They are dissatisfied and even dismayed by how they are treated. They frequently speak negatively about the organisation

and are likely to defect as soon as they find something better.

O
NET PROMOTER SCORE (NPS) = % Promotersi — % Detractors

References:

Bain and Co (2013). Who's responsible for employee engagement? Line supervisors, not HR, must lead the charge. Bain and Company, New York.

Net Promoter®, NPS®, NPS Prism®, and the NPS-related emoticons are registered trademarks of Bain & Company, Inc., Satmetrix Systems, Inc., and Fred Reichheld.
Net Promoter Score* and Net Promoter System* are service marks of Bain & Company, Inc., Satmetrix Systems, Inc., and Fred Reichheld.

BPA Analytics Scorecard - Net Promoter Score Compared with the Benchmarks and Norms for ...
Executive Management Team (CHS) Your Net Promoter Scores | Public Hospitals & Healthcare Executive & Senior Mgmt
... from this most ... compared with the Services
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal" = There is not enough difference to be statistically significant (for this number of responses). (where n)=5) (where n):S) Long-Term Bell Curve Respond Paml;er Long-Term Bell Curve Respondent
Eestp‘md:nf Norms come from all respondents in a Partner Group, not just those eligible for setting (i available) ent Norm  Norm - last Norm
artner Norms. 3 years
n % % Change -
g NPS Promoters Last Year + Sta: No of No of Ngo?'lm
passives | Survey Significance Respond —Parmers|
. Below the Norm Near the Norm . Above the Norm Detractors | NPS ® VLL-AAA+ HVH ents Range from VLL-AAA+ HVH
Worst to Best
Advocating for the Organisation - The Net Promoter Score
I would recommend my organisation (where appropriate) as... 20 +20.0 35% | +28.6 -8.6 +9.1 +1.9 +29.2
a good place to work. 50% Jun 2021 LILIC I ] g4627  [B4PTRs LI L] 19,357
0) Equal -62.6 to
5% +95.6
I would recommend my organisation (where appropriate) as... 21 +9.5 33% | +35.7 -26.2 +23.3 +14.9 +42.2
the best choice for the type of service provided. 43% Jun 2021 LI IO 90173 151 PTRs _ENENE. 18 556
24% Equal ' -54.3to ’
+93.4
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Executive Management Team (CHS) 2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

Now that I understand my report, what do I do next?
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2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

How do I feedback the results to my staff?

The BPA Report is a management tool. You want an engaged
workforce, where people feel motivated to come to work, to
do their best, to drive the strategy of your organisation (and
your department).

The value out of the survey process becomes real when
employees receive feedback, they feel they were listened to
and that something will be done with the results.

Receiving a report about your own management style, how you
lead your team, the level of trust, any unreasonable behaviours
at play, can sometimes be very confronting.

Sometimes managers have what | call a SARAH moment when
they receive the BPA report. SARAH is my take on Elisabeth
KUbler-Ross' stages of grieving ... a humorous take.

S stands for Shock:

00 “| can't believe anyone would say
such a thing!”
®
A stands for Anger:

.\/. “| feel outraged by this feedback!”
~~

R stands for Revenge:

e® 'l knee-cap them, slash their
~ car tyres, and...”

A stands for Acceptance:

® e 'Well, employees were asked to

‘have their say, this feedback is
all part of being a leader.”

H stands for Help:

o0 ‘I need coaching on the best
way to use this information.”

Outlined below are some commandments when
rolling out BPA results to your team.
They are grouped by thou shalt and thou shalt not.

Thou shalt

Be open and lead with the
positives at the beginning of the
discussion.

Do run the meeting by being open to the things
you may not necessarily agree with.

Do finish the meeting by focusing on making
decisions about the actions going forward, what
you are going to do as the manager and your
expectations of each member of the team as well.

Thou shalt not

Don't try and figure out
who said what

Don't mock people’s opinions as
most (perhaps not all) try sincerely to
provide genuine feedback.

Don't blame people above you. Focus
on what you can control.

Don't bury people in too much
information. Give them the highlights
and the BPA At A Glance is a good
place to start.

Don't go into your meeting
unprepared, thinking “I
can wing this” -
you will come a

gut-sal Don't shut people

down (unless they are trying
to monopolise the meeting). If so do
this respectfully.

Don't make promises you are not
prepared to keep or not able to
action.

Don't blame the team for a not-so
great result. Every culture has
strengths.

Don't hand out narrative text —
staff don't necessarily want their
comments to be front page news.
This is a high risk strategy and will
just fuel gossip.
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Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

Qand A
This section might just answer some of the questions you have about the BPA report. I
| 4
Q. The last time the BPA survey was conducted in our organisation, my department was in a Culture =
of Success, now it's in Consolidation. What happened, what can | do about that? I

A. One thing to understand is that Organisational Culture is like a bank account... sometimes you might have to spend a bit of the
bank account when you are introducing unpopular change. The key lies in knowing when to re-build. The only thing constant in
an organisation is change - it happens, it is a fact of life. Building a level of resilience in the culture is the first step. Getting your
employees focused on the fact that change is going to happen, it is going to bite us on the nose at any time and that we have to
be prepared for it. Go through the 10 Engagement questions carefully to see where you ‘lost ground’ between surveys. Was it in
trust, was it in employee’s motivation, was it in change? Then focus on one area to rebuild the level of engagement. Campaign
building trust ... build trust and it builds engagement.

Q. How do | build trust?
A. Trust is the glue that binds a team (and an organisation) together. You can't change a culture without it. The things that build trust:

* Visibility - being out there amongst your people (not checking up on them) but truly engaging with them. Walk through the
department, say hello, ask about how things are going, roll your sleeves up and do a bit of the hard labour every now and then.

@ * Predictability in your own leadership style - a moody manager is not one that people will trust or follow.

* Fairness - don't play favourites! Be transparent in your recruitment and selection processes (and give feedback to those
ﬁ who are not successful), be transparent in workload allocation, in annual leave allocation, in rewarding and recognising
individuals. Lack of fairness and favouritism are cousins!

Q. My benchmarking summary graph (the overall countsin blue, red and yellow) has lots of blue for About Our Managers
.. but lots of red for About Our Culture. What does this mean?

A. This might be a little unpalatable to hear ... but you have to be careful you aren't adopting the potential for manager disconnect
in your management and leadership style. An attribute of the best managers | have seen, is that they can win the hearts and minds
of their people to go with them and their leadership ... and to go with the organisation. They don't bunker their team down. The
signs and symptoms of a responsible manager versus a manager that might be potentially disconnected are illustrated in the next
column. Have aread ... it might be confronting ... but ask yourself‘do | do any of the disconnected behaviours’and if you are honest
in your self-evaluation you will welcome the opportunity to develop yourself and change a set of behaviours that you might not
necessarily be even aware of. But whatever you do, try not to adopt a bunker mentality to protect yourself and your employees.

The potential for Manager Disconnect is a label developed by BPA that applies to a phenomenon where managers have disconnected
their managerial responsibilities and surrendered them to the organisation. Examples of this behaviour include:

a A manager who is potentially disconnecting ... Q A responsible manager ...

Denigrates the organisation and its executive in front of their staff. Supports the organisation’s decisions in front of their staff even

if they privately disagree with them.
Tries to be everyone's friend, even when it means ignoring yp y &

performance problems. Is friendly but firm in requiring appropriate performance levels.

Doesn't want to take on the normal responsibilities of a manager, Accepts their responsibilities as a manager, even if it means
but wants the title and the pay. some discomfort in the workplace.

Q. My benchmarking summary graph (the overall counts in blue, red, and yellow) has lots of blue for About Our Culture
but not for About Our Managers. What does this mean?

A. The questions on the BPA survey are asked at 3 levels ... your employees’ working life in the organisation (the entity that employs
them), their working life in their team, their working life with you the manager, the person who guides and directs their performance.

If your employees’ evaluation of your leadership style doesn't come up rosy, then this represents an opportunity for you personally.
The best managers | have come across know themselves very well - they know their personal attributes - what they are like at their
peak, what they are like when they are stressed. They seek information about their style that will make them a better manager, and
we can always be better. It is a huge responsibility being a manager, and receiving feedback on our management and leadership
style comes with the title. Look for areas of strength in your style based on the evaluation of how others see you. Use the Leadership
profile as an opportunity to gain insight into how others see you. Drop any defensiveness - | know sometimes the evaluation can
be hard hitting, but take it on board and grow.
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2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

What Works when Changing Culture - The Power of Values

What does BPA think are the most successful forms of cultural change?

Over the past 29 years of measuring Organisational Culture, the two most powerful forms of cultural change we have observed that

work are:

1. The power of Values and the behaviours that underpin them.

2. The power of managers truly taking on the role of being a Performance Coach - holding people accountable, not only for their

performance, but their behaviours too.

If you do nothing but focus on these 2 things, hopefully you will get some traction in a positive way.

The Power of Values

There is power in a strong set of Organisational Values as Values
are the anchor that you as a manager can use during times of
major or turbulent change. They are an organisation’s moral
compass.

Your beliefs become your thoughts,
Your thoughts become your words,

Your words become your actions,
Your actions become your habits,
Your habits become your values,
Your values become your destiny.

- Mahatma Gandhi

Values do 2 things
for an organisation and a team:

1. They will guide the organisation’s decisions and priorities
- strategic and day-to-day; and

2. They will establish the boundaries for acceptable and
unacceptable behaviour.

Everything changes ... Buildings change, People change, Client’s
and Member's expectations change, Governments change,
Funding Levels change, Workload and activity change, Climates
change, Economies change, Managers and Leaders change.

The one constant that can stay the same in the midst of major
change is an organisation’s Values ... and how these are put
into practice.

Finally when it comes to Values, in the best organisations BPA
has measured, we have identified these organisations do 3
things very well with their Values, they ...

Remove by the Values

22

As a manager of a team, think about these practices.

Do you speak to your Organisation’s Values when you
are recruiting new people into your team? Do you

- ask the potential new recruit to draw on their past
experiences to find out if they will be a good fit for
your department?

Do you acknowledge great performance (rewarding

doesn't have to be materialistic).

Are there consequences for people who don't live
by the Values, for any behaviours that are contrary
to the defined set of behaviours that underpin your
organisation’s Values?

The 3 Types of Values BPA has Observed

BPA Analytics' (BPA) research into Organisation Values has found
3 broad categories of values.

1. Aspirational Values;

2. Inspirational Values; and

3. Foundational Values

> N\’ _ Aspirational Values

\. These are values that an organisation may aspire to.
Examples couldinclude Excellence, Service, Continuous
Improvement, Communication or Teamwork. In
our observation, most Company Values are of the
Aspirational kind.

Inspirational Values

These are values that have an underlying cause
that inspires its workforce and sometimes even
clients. They typically have a ‘call to action’. They
might include “to fight cancer” or “to end animal
testing on cosmetic products”. They are visionary
and motivational in a way that “excellence” or
“teamwork” is not.

Foundational Values

These are values that are practical and pragmatic.
They are values that the organisation must have on
a day-to-day basis in order to ensure it functions
smoothly. Failure to live these values will typically
see both the organisation and its members suffer.
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2021 Workplace Culture Survey

Analysis of data collected up until 12-Nov-21 from the surveys of 21 respondents (response rate of 100%).

What Works when Changing Culture - The Power of Managers

The Power of a Manager being a Performance Coach

The best managers | have come across, as mentioned earlier, know themselves very well, and they take on the role of being
a performance coach, they wear a manager’s hat.

They embrace the principles of a great coach by ...

)
® X

Clearly (and regularly) communicating the expectations
they have of each member of their team;

Guiding them on their performance;

Constructively giving feedback on their
performance;

Helping their employees to plan how to improve their
performance;

Providing appreciation for good performance;

Providing support and guidance on how to overcome
any performance shortfalls;

Addressing poor performance constructively;

Being a role model their employees look up to and
learn from;

Wrapping up all of these practices with some form
of annual review. Some do quarterly or 6 monthly
reviews. If the manager is doing all of the above, the
Performance Review process should not produce
any surprises.

The Recipe for Successful Cultural Change Has Four Essential Ingredients

o

Lk

A shared vision on what you are
trying to achieve.

£
|

The will to do it - a commitment
from you as the manager.

The resources (especially time) to
implement the changes.

D R

A plan with dates, accountabilities,
and (especially) the first step.

All four of these components are essential - not just 2 or 3.

The BPA Top Drawer Report for Cohort: #31679 - Executive
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Canberra Health Services 2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

Welcome

This BPA Reportis intended to help you, the manager, interpret and
use the results from the BPA survey most productively.

Your people took the time to complete the BPA survey. They want
to know they were listened to, and that something will be done

with the results. Your people drive

We all spend a lot of time at work, in our labour. Your role as strategy.
a manager is to use this information to reflect on your own
management and leadership style (after all, Organisational Culture
is leadership driven) and to get the best from your team.

We have provided you with a report that contains the very real
perceptions your employees have of their working life.

Regardless of whether these perceptions are a correct (or incorrect)
interpretation of reality, the simple and unavoidable fact is:

Your employees have these perceptions; . o
Py PEFCEp Organisational Culture

Your employees use these perceptions to frame their actions impacts on employee
and behaviours;

turnover.

Your employees’ actions and behaviours will either drive, or
limit, your department’s performance;

We hope you are able to use your BPA Report to identify 2 or 3 things
to action and make sure you do limit your Action Plan to a maximum
of 3 things. We know from experience that this will maximise your
chances of achieving a result.

Good luck! ®  You can't manage
what you don't

know... if it's not
Mm}d‘( being measured,
it's not being
/ managed.

Jacqui Parle
Director Consulting Services
BPA Analytics

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: - Page 2 of 27
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Canberra Health Services 2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

Your Response Rate/s

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: - Page 3 of 27
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Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

Measuring Your Engagement

Measuring Engagement

BPA's years of experience and knowledge of
what works, and what doesn't work has been
instrumental in formulating BPA's signature
model of Engagement Culture -The 6 Types of
Culture Model.

This model has been used extensively by our
client organisations. It is very popular with both
executive and front-line managers, because it is
simple to follow and has a very strong intuitive
match with day-to-day lived work experiences.

Reactive end
of organisational culture

BPA 6 Types of Culture Model

Proactive end
of organisational culture

BPA's method for evaluating a group’s Engagement Culture involves 2 steps:

Step 1: Measuring the percentage of respondents who report themselves as experiencing their working life in

an Engagement Cycle.

Step 2: Plotting this Engagement Cycle against BPA Type of Culture chart in order to identify your own Type
of Culture. This is an empirical test because this chart is derived from the actual results of other
organisations contained in BPA's extensive Research Database.

Based on over 750,000 respondents, BPA observes that organisations can be broken down into 3 groups of people:

Engagement Cycle

Those who experience their working life in an Engagement Cycle

(either personally or in their work unit).
They are:
+ Openly positive, optimistic and engaged about the
organisation’s future.
+ Ready for change and ready to trust management.
+ Average of 45% of organisational employees.

Swinging Voters

Those who sit on the fence - the Swinging Voters.
They are:
+ Neither openly positive nor openly negative.
+ Inclined to just want to come to work to do their job
and not engage with
organisational purposes.
+ Average of 40% of organisational employees.

DisEngagement Cycle

Those who experience their working life in a DisEngagement
Cycle (either personally or in their work unit).
They are:
+ Openly negative, pessimistic and disengaged from the
organisation’s future.
+ Reluctant to change and distrustful of management.
+ Average of 15% of organisational employees.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the

Staff feel personally involved

Change = Better things Staff want to improve

to come

High trust

in management Can do” Mentality

Strong sense of Success/Momentum
“This is really working”

Self-Protection
“Only do what | have to do”

Alienation from work

Change = Danger “Just a job”

“Things are too hard”

Low trust :
mentality

in management

Blame
Poor Communication
Poor Leadership

The BPA Top Drawer Report for Cohort: - Page 4 of 27
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/// Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.
BPA Workforce Grouping = Medical Officer
Analytics
Swneys by Design.

Your Organisation's Cycles

The chart below shows the %age of your respondents who are in each Cycle - Engaged, Swinging Voter and DisEngaged. If this has been measured in any previous survey, then this chart will
also show how this is trending over time. The additional charts over the page give some comparisons from BPA Analytics' workforce database.

52%

43%
45%

Mar_2012 Oct_2015 Nov_2019

Jun_2021 Nov_2021

B Engagement Cycle " Swinging Voters m DisEngagement Cycle

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
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2021 Workplace Culture Survey

Your Type of Engagement Culture

Your Type of Engagement Culture is identified as the bubble on the chart below. The 'squiggly' line is a full series of dots - each dot is a separate organisation that BPA Analytics has
surveyed. The %age used on the chart is the %age of respondents who identified with the Engagement Cycle.

Canberra Health Services

Readings

here availab

History for Type of Culture (where available)

%age Engaged + Swinging Voter + Disengaged with ToC

Nov 2021
Jun 2021
Nov 2019
Oct 2015
Mar 2012

=N D C -

27%
23%
29%
28%
29%

+ 43% + 29%

+ 45%
+ 46%
+ 46%
+ 52%

+

+
o
+

33%
25%
26%
20%

Blame
Blame
Blame
Blame
Blame

100%

90%

80%

70%

60%

50%

I8 E N EEEEEEEEEEEEEEEEEEEEEEEEEEENEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEN 400/0

NN EEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEE 300/0

BLAME

N N NN NN EEEEEEEENEEEENEEEEEEEEEEEEEEEEEEEEEENEEEEEEEEEEEEEENEEEENEEEEEEEEEEEEEEEEEEEEEEEEEEEEEENNNNNEEEEENEEREN 20%

A sub-set of respondents defined as

Responses:

240

..... Workforce Grouping = Medical Officer
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Canberra Health Services 2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

Types of Culture - Descriptors

* More than 60% of employees are Engaged with the organisation.

A Culture of Success

+ Large numbers of employees are optimistic about the organisation’s future. There is
a strong sense of success and achievement. Things are getting better all the time'.

+ Employees are very positive and proactive about tackling problems. There is a ‘Can
Do’ mentality.

* This Type of Culture is very close-knit, very cohesive, and very focused. Anyone who
doesn't fit in’ tends to be squeezed out by peer pressure. There is a risk of ‘Group
Think which enforces conformity to the norm and stifles self-reflection and self-
critique.

A Culture of Ambition + 50% to 60% of employees are Engaged with the organisation.

+ Organisations at this stage are not satisfied with their current level of performance
or their current way of doing business. They are ambitious for new and better ways
of moving ahead.

* An ‘Anything is Possible’ mentality is quite common. This type of organisation tends
to be very innovative - many see themselves as ‘Project City".

* There is a risk that the organisation commits to too many projects or fails to
complete projects before moving on.

* Needs a strong fiscal discipline and the ability to say ‘NO' to too many projects.

+ 40% to 50% of employees are Engaged with the organisation.

« This is often a culture in transition. It tends to be fragmented (some work units are
in low-end cultures and some in high-end cultures).

* There is pressure to consolidate the gains already made.
* Employees refer to the need for ‘a breather'.
* Not a lot of remedial action is required in this culture.

A Culture of Reaction + 30% to 40% of employees are Engaged with the organisation.
* There is a lot of organisational repair work - often on the run.

+ A lot of management time is wasted on continually putting out fires throughout the
organisation.

* Management is putting significant resources into improving communication
with employees.

A Culture of Blame + 20% to 30% of employees are Engaged with the organisation.
T » Large numbers of employees are openly pessimistic about the organisation’s future.
L;o‘“ * Itis common to hear ‘Communication is poor’, There is no leadership’, or ‘Morale is
R 20% bad"
A 30% . . . . .
* There is a Them and Us' mentality. There is an automatic assumption that

management will always have a hidden agenda.
+ No matter how bad it is, employees assume it just cannot be changed.
* Itis common for a ‘Problem Pipeline’ to exist.

A Culture of Blame+ * Less than 20% of employees are Engaged with the organisation.

* The organisation may experience a history of ‘leadership churn’ where senior leaders
come and go quickly.

 Employees perceive that the ‘ship’is rudderless and lacks direction.

* The organisation often tends to serve a difficult (and sometimes demanding) client
base.

+ Employees experience a sense of hopelessness which verges on despair.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: - Page 7 of 27
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Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

Types of Culture - Possible Action Strategies

Type of Culture

A Culture of Success

A Culture of Blame
or Blame +

(Blame+)

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the

Action Strategies

Use your strengths to drive performance - make it work for you.

Innovate - look outside your current industry for new ideas.

Watch out for burn-out of key individuals.

Watch out for the signs that pride is creeping in. Pride (defined as believing your own
publicity) will kill the strength of this Type of Culture.

Watch out for ‘Group Think'. Encourage and protect divergent, even unpopular, views.

Team up project-finishers with project-initiators, otherwise you will end up with lots of good
intentions and great ideas/plans but no concrete results from them.

Control the number of projects and build budget accountability for them.

Implement a Project Management System to control implementation of new projects.

Say “No" to new projects more than you say “Yes".

Celebrate the successes, especially when something is completed.

Protect some risk-takers. Risk-taking can be a strong source of innovation.

Focus your attention on the reporting units and cohorts that are still in the low-end cultures.
Use the strengths of the units that have pushed ahead into the high-end cultures - what are
they doing that is working?

Give attention to how problems are being fixed - are the symptoms being fixed or are
people getting down to fix the root causes?

Put a ban on the jargon of Corporate-Speak in favour of the practicalities of Job-Speak.
Convert corporate-style communications into ‘how it affects people in their work".
Focus communication on answering the 3 most potent questions that employees have:

- What exactly do you want me to do?

How will I do it?

+ Why should I?
Look at how you can upgrade your Communication Strategy into a Performance
Development Strategy.

Focus on getting lots of simple, highly-visible wins that affect people in their day-to-day work.
Give credit where credit is due.

Ensure visibility of executive in order to build levels of trust. Don't lock yourself in your office
- get out and about.

Ensure stability in leadership roles. Employees in this culture often believe that they can
outlast cultural change initiatives because the leader driving them will move on before

too long.

Open up the ‘Problem Pipeline’. The simple fact is that you can't keep a ‘Problem Pipeline’
bottled up forever.

A simple way of dealing with a ‘Problem Pipeline’is to make a list on a whiteboard of any
problems you are aware of but that are not being dealt with or that you assume someone
else is dealing with. You might start with 4 or 5 problems but the list will quickly build over
the following days and weeks. The key idea is to fix each problem and then wipe it off the
whiteboard. This is a very simple idea, hard to do but extremely effective.

As problems get solved, this will build trust between managers and everyone else affected
by these problems and it will build a sense of success and momentum that things are really
starting to work. No-one likes being criticised or blamed but the ability to see and use the
truth in it makes you stronger and gives you control over difficult situations.

Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Canberra Health Services 2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

Summary of Benchmarking Performance against your Partners Above = 6
Canberra Health Services > Norm = 16
... compared with the norms for Public Hospitals & Healthcare Services Below = 61

B No of questions rated "Above the Norm"
= No of questions rated "Near the Norm"

B No of questions rated "Belowthe Norm"

About Our Culture About Our About Our About Our About Our Values ~ About How We Do~ About Our Clients ~ About Our Survey
Employees Workplaces Managers Things Actions
Canberra Health Services Above =5

... compared with the norms for Medical Professionals S Norm = 14

B No of questions rated "Above the Norm"
& No of questions rated "Near the Norm" Below = 64

B No of questions rated "Belowthe Norm"

About Our Culture About Our About Our About Our About Our Values ~ About How We Do~ About Our Clients ~ About Our Survey
Employees Workplaces Managers Things Actions

These graphs reveal how your organisation/work unit compares against a chosen set of BPA Analytics benchmarking partner norms (as listed at the top of the graph).

Blue bars indicate the number of quantitative questions that benchmark above the industry norms. Red bars indicate the number of questions that benchmark below the
industry norm. The number of questions that rate near the industry norm appear in yellow. The Sigma sign (Z) represents the count of the number of questions above,
below and on the norm.

The quantitative questions are grouped by each of the sections used in the BPA Analytics Scorecard in this report. This Scorecard displays how each question compares
against the primary and secondary set of benchmarking partners - whether it rates above, below or near the norm.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: - Page 9 of 27
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Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

Benchmarking Perspective

The BPA Scorecard

Throughout your BPA Report, you will see BPA Scorecards.

One of BPA's key sources of competitive edge as researchers is the company's expertise in benchmarking. When the company was
established in 1992, its core competency was benchmarking, and this is still the case today.

Benchmarking is very diagnostic... it identifies your department’s areas of strength, and opportunities for improvement. It puts your
results into perspective.

External Benchmarking compares your department's quantitative ratings against the ratings from a set of external Benchmarking
Partners.

In the BPA Scorecard (on the following pages), blue shading in boxes on the right-hand side are good - they are strengths relative to
the normal range of ratings for each question. Red shading in boxes on the left-hand side indicate relative weakness and will suggest
the need for improvements. Yellow shaded boxes indicate the rating is on the norm (average).

Below Above : Very
enyLow LoW Average Average G0 High

In the In the blgttgfn From 40% | Inthetop [ Inthetop | Inthe top
bottom 10% | bottom 25% 20% of to 60% of 40% of 25% of 10% of
of scores of scores ’ scores scores scores scores

scores

The bell curve helps you understand how you compare to your
benchmarking partners

Benchmarking is very diagnostic... it identifies
your department’s areas of strength, and
opportunities for improvement. It puts

your results into perspective.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: - Page 10 of 27
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Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

How to Read Your Scorecard

Percentage of respondents who Percentage of respondents who
agree (rated a 1 or 2 on the 6 point disagree (rated a 5 or 6 on the 6 point
rating scale). rating scale).
Last survey percentage of Ext THEre e "
The difference between the agrees and disagrees are the respondents who rated 3 or 4. respondents who agreed. ARG GRS PEISDECHVE S,
BPA Analytics Scorecard Compared with the Bénchmarks and Norms for ...
Organisation XYZ Your Ratings Primary Secondary
... from this mosf ... cémpared with the Benchmarking Partner Benchmarking Partner
recent survey last Survey's ratings
h =5 h = .
S el i Long-Term Bell Curve Respondent Partner Long-Term Bell Curve Respondent
(iP available) Norm Norm,: last Norm
3lyears
% Yes or % Mo or Last Survey % Change + No of
- Agr r X S No of No of
Agrees Dis- Agrees | Rafing ;Zan !f;asnt?; = ~ Respondents Partners | ~ Respondents
O [. (n=) g e G, @ VLL-AAA+H VH :Rerge oﬁ;en;t_ VL L-AAA+H VH
Engagement Culture
People are very optimistic about the organisation's 286 71% 2.4% 66% 4.6% o 53% 61% m 49%
future. Mar 2020 sose0  123PTRS 5%
Equal 11% - 99%
There is high trust in Executive Management. 285 69% 4.9% 54% 15.2% m 46% 54% ™ 46%
Mar 2020 1244 PTRs
320,879 7,332
Better * 9% - 98%
There is high trust in Middle Management. 286 65% 3.8% 58% 7.0% m 46% 54% u 46%
Mar 2020 1244 PTRs
320,879 7,332
Befter * 9% - 98%
There is a strong sense of success and achievement - 285 58% 4.9% 56% 2.3% u 43% 52% m 42%
'Things are getting better all the time'. Mar 2020 —_— 1243 PTRs -
Equal 5% - 97%
People are very positive about tackling problems. 285 63% 4.2% 62% 0.8% = 49% 59% u 52%
There is a 'Can do' mentality. Mar 2020 20776 1295FTR G
Equal 8% - 99%
Change in the organisation = Better things to come for 285 58% 5.6% 62% -4.1% u 49% 54% [ 47%
me. Mar 2020 319735 1240PTRS 251
Equal 14% - 91%
There is a strong sense of purpose and direction. 285 65% 5.6% 63% 1.7% m 48% 56% m 49%
Mar 2020 319,927 P2HLPTRs 7,311
Equal 7% - 100%
People want to improve the way things work in the 286 71% 3% 71% | -0.3% 63% 70% 66%
organisation Mar 2020 u 1242 PTRs |
g - 320,071 7,305
Equal 26% - 97%
I

Where possible, your department will have Peer Group (or niche) benchmarking in the
secondary partner set. This provides the ability to benchmark ‘like with like' work functions against
an external Benchmarking data set.

Difference in ratings between surveys.

Statistically better, worse, or equal (no change).

0 Action Step - Answer these three questions

1. Which attributes are relatively stronger than the norm and how can you use this strength to achieve your organisational
goals?

2. Which attributes are relatively weaker than the norm and how could this be impacting on your performance?

3. Which 1 or 2 areas (amongst all the possible questions) need attention first?

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: - Page 11 of 27
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BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services

(*) = There is a 95% probability of correctly identifying this difference as statistically significant.
"Equal” = There is not enough difference to be statistically significant (for this number of responses).

Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting

Your Ratings

... from this most
recent survey
(where n>=5)

... compared with the
last survey's ratings
(where n>=5)

Public Hospitals & Healthcare Medical Professionals
Services

Respondent Partner

Norm Norm - last Long-Term Bell Curve Respondent

Long-Term Bell Curve

Partner Norms. (if available) /\ 3 years /\ Norm
% Yes or %Noor | LastSurvey % Change + T I—— No of
iAgreesii Dis- Agrees | Kating Y_e“".ﬁ* Sr: — = Resggn(:ifenls Pa:?\e?li = Reepondgr?ts
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) & VL L-AAA+ HVH WR:rg:nﬁ:e:t VLL-AAA+ HVH
Engagement Culture in Canberra Health Services - About Trust
Q#1201 There is high trust in the Executive Management Team 239 14%  85% | 7% 6.7% 36% 40% 38%
Egerent of Canberra Health Services. sun 2021 | ML T T 84278  JSOPTRs i 35,217
Better ’ 7% - 2% ’
Q#1184 There s high trust in Managers throughout Canberra 240 26%  304% | 19%  7.5% 36% 40% 38%
e Health Services. Jun 2021 LI T ] 284278  JO0PTRs B_REERR 35,217
Better ! 7% - 92% '
Q# 1194 There is high trust in Frontline Supervisors/Team 240 55%  125% | 51%  3.9% 36% 40% 38%
Enpoers Leaders. sun20oy LA T rirrg | HOPTRS (A0 Tl 1 oy
Equal ’ 7% - 92% '
Q# 1150 There is a climate of 'Trust and Respect' throughout 239 22% 29.7% | 17% 5.3% 35% 37% 39%
— the organisation. Jun 2021 BB RENN 284306 7/ PTRs B_BEERN 35,165
Equal ’ 9% - 97% ’
Engagement Culture in Canberra Health Services - About Forward
Momentum
Q# 1183 People are very optimistic about the organisation's 239 20%  314% | 12%  8.5% 40% 43% 44%
Exposner future. sum20oy |- I ] sy 460PTRS mrnrnrmril o0
Better ' 7% - 2% ’
Q#1185 There is a strong sense of success and achievement - 240 14%  383% | 9% 5.0% 31% 33% 32%
Somaement "Things are getting better all the time". on 201 || I ICIEIETT 2agas  DIPIRs _EERER 35,210
Better ' 4% - 94% ’
Q# 1186 People are very positive about tackling problems. 240 20%  308% | 19% = 1.4% 39% 1% 40%
o There is a 'Can do' mentality. 20 || I ICICIETET w5007 OO PIRs _EERERR 35,239
Equal 8% - 94%
Q# 1187 i ication = i 329% 24.7% 30% 2.5% 0, 42% 0,
B Change in the organisation = Better things to come for 239 o] A% asorme | [ HC T 42%
Culure me. Jun 2021 284,431 35,174
Equal ' 14% - 91% ’
Q# 1188 f irecti 20% 35.6% 16% 3.6% 0 40% 0,
i There is a strong sense of purpose and direction. 236 .o T 37% asromes | IR0 39%
Culture un 284,248 35,149
Equal 8% - 93%
Q# 1189 People want to improve the way things work in the 237 43%  2L1% | 47%  -4.0% 57% 9% 59%
e organisation. Jun 2021 _BEREEE 284505 OB PTRs _REREER 35,157
Equal ! 28% - 96% ’
e# 151 people are proud of the successes and achievements 237 35%  253% | 25%  9.3% 50% 51% 54%
Sogagemest of the organisation. Jun 2021 BB RENN 23206  OPIRS _EEEERN 35,131
Better 16% - 98%

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
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BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services

(*) = There is a 95% probability of comectly identifying this difference as statistically significant.

Your Ratings

... from this most
recent survey
(where n>=5)

... compared with the
last survey's ratings
(where n>=5)

Public Hospitals & Healthcare
Services

Medical Professionals

"Equal” = There is not enough difference to be statistically significant (for this number of responses). Respondent Partner
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (f available) Long-Term Bell Curve Norm Norm - last Long-Fem Bell Cunva R%ponﬂgg;
Partner Norms. /\ 3 years /\
% Yes or %Noor | LastSurvey % Change + No of
iAgreesii Dis- Agrees | Kating Y_e“".ﬁ* Sr: — = Resggn(:ifenls Pa:?\e?li = Reepondgr?ts
. Below the Norm Near the Norm . Above the Norm (n=) (roundeq) (rounded) ® VL L-AAA+ HVH wR:.g:nﬁ;:t VLL-AAA+ HVH
Employee Satisfaction with their Organisation
Q#6526 Canberra Health Services consistently meets my most 221 25% 4L5% | 30% -4.8% 43% 41% 45%
vl important expectations of it. Nov 2010 | M I I I 204191  COPTRs SBEREER 25,167
Equal ! 15% - 71% ’
Satisfaction with Conditions of Employment
Q# 748 Canberra Health Services provides ... Adequate 236 44% 23.3% | 51% -6.8% 59% 61% 56%
oo flexibility in the hours/shifts I work. Nov 2019 _RREEER 20go1 302 PTRs B BEREN 27.453
Equal ! 27% - 86% ’
Q# 38386 i i i 52% 16.2%
Canberra Health Services provides ... Clear repoplng 235 mEnEEEE T
Ines. No benchmarking analysis No benchmarking analysis
available available
Q# 749 Canberra Health Services provides ... Workloads that 237 24% 36.7% | 41%  -16.5% 439, 44% 45%
Condns are fair and equitable. Novooro (MM I T IICTTT 28867  S02PTRs _EERRER 27.438
Worse * ! 18% - 66% ’
Q# 734 Canberra Health Services provides ... A fair day's pay 237 46% 23.6% 51% -5.3% 51% 58% 54%
G for a fair day's work. Novayo || LT 01663 PR R 23,552
Equal ! 17% - 82% ’
Q# 737 Canberra Health Services provides ... Good career 237 41% 21.9% |  45% -4.2% =R 39% 45% R 42%
Empioyment ..
Concitons opportunities. Nov 2019 120843  [#2PTRs 13,514
Equal 9% - 69%
Q# 735 Canberra Health Services provides ... Secure 236 61% 16.9% | 60% 0.1% 69% 74% 68%
Condtore. employment. Nov 2019 BL_ERRRN 107577  127PTRs ER_BEEE 11,487
Equal ! 44% - 86% '
Q# 741 Canberra Health Services provides ... Recognition of 236 27% 30.5% | 33% -6.1% 33% 37% 34%
oo my achievements. Nov 2019 L T 124793  L48PTRs RN ENN 14,058
Equal ! 12% - 60% '
The Decision to Leave the Organisation
Q# 37785 i : ; 3 itHhi 13% 87.0% 7% 5.6% 0, 5% 0,
I intend to leave this organisation within 1 year. 230 0% O 4% vy WO 6%
52,401 7,228
Worse * 18% - 1%
Q# 37786 : i icati ithi 27% 72.6% 20% 7.3% 0, 12% 0,
I intend to leave this organisation within 2 years. 230 % O 10% e WO 16%
52,401 7,228
Worse  * 36% - 3%
Work where I Feel in Control
@#215% T have a strong sense of... Being in control of many of 237 41% 18.1% | 57%  -16.1% 61% 59% 59%
iAo} v oss [MUCICICICICT O1% - o | MO 5%
Worse * ! 29% - 71% ’
Q# 21589 i 84% 25% 87% -3.3% 0, 91% 0,
N I have a strong sense of... Being competent to do rr}y 236 3% WO 91% s WO 90%
Being role. 41,406 4,568
Equal 81% - 98%
Q# 21592 i i i 68% 7 2% 78% -9.8% (V) 77% 0,
N I have a strong sense of... Making a difference in my 237 m mEEEE 77% m mEEEE 77%
eing chosen field. Nov 2019 41249  BOFTRs 4556
Worse * ! 57% - 88% ’
Work where I Feel Included
Q# 36900 74% 11.4% 75% -1.0% 0, 75% 0,
N I feel safe at work to be the personIam. 237 Lo s 76% NN EEEEE 80%
Being ov 36,655 4,043
Equal 55% - 89%
Work where I Feel Supported
@#215% T have a strong sense of... Being supported in learning 236 59% 102% | 72%  -12.3% 69% 69% 72%
bt e e s | MY 9% L, | MO 72%
Worse * ! 39% - 88% '
@#21597 T have a strong sense of... Being supported to achieve 237 50% 17.3% | 65%  -14.5% 62% 61% 64%
B my personal and professional goals. Novzoro || 1T 41191 S9PTRs _ RN 4473
Worse * ! 32% - 77% ’
Q# 36808 I have a strong sense of... Being supported to look 236 44% 19.1% | 57%  -12.1% 65% 64% 64%
ool v ots [MUCICICICICT 89% - So | MOICICICICI) o
Worse * ! 41% - 77% '

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written

permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Canberra Health Services

Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

41

2021 Workplace Culture Survey

About Our Employees

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services

(*) = There is a 95% probability of comectly identifying this difference as statistically significant.

"Equal” = There is not enough difference to be statistically significant (for this number of responses).

Your Ratings

... from this most
recent survey
(where n>=5)

... compared with the
last survey's ratings
(where n>=5)

Public Hospitals & Healthcare
Services

Medical Professionals

. i . . h Long-Term Bell Curve Respondent Partner Long-Term Bell Curve Respondent
g:st;p::;c:;t r:.;ms come from all respondents in a Partner Group, not just those eligible for setting (i available) Norm Nom; y ‘laaas'ts - Norm
o [kl ek /\ No of No of / \ No of
Sl = == R o | = Respondents Partners = Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) & VLL-AAA+ HVH “',‘:"::Bf';'s‘t VLL-AAA+ HVH
Work that I Feel is Worthwhile
Q# 21713 is .. i X 87% 42% 94%, -6.4% 0, 89% 0,
N The work I do is ... Meaningful 238 mEnEEEE 89% mE mEEE 90%
Being Nov 2019 36723 OPIRs 4132
Worse ' 77% - 97% '
Q# 21714 The work I do is ... Purposeful. 237 88% 38% 94% -6.5% 899% 90% 919
Persosl wet- po (10 ol 00100 T 0 (10 1m0 10001 0
Being Nov 2019 o8 CPIRS 4121
Worse * ! 77% - 97% '
Q# 21715 The work I dois ... Stimulating. 238 80%  59% | 90% = -9.9% 77% 77% = 82%
9 8% |\ o e | Tl o
Being ov 36,606 4,123
Worse * 57% - 89%
Q# 21711 T is ... Energising. 7 65% 8.9% 69% -3.5% 0, 67% 0,
g he work I do is ... Energising 23 o mEEEEER 68% e mE meER 70%
Being 36,514 4,112
Equal 49% - 83%
Q# 37332 is ... i 3 84% 30% 88% -4.6% V) 87% 0,
N The work I do is ... Something I am proud of. 236 Ao mE mEEE 87% el m meEEE 88%
Being 36,541 4,121
Equal 75% - 93%
Supporting Work-Life Balance
Q# 700 My manager is aware of and accommodates work/life 227 59% 14.1% 71%  -12.5% 59% 70% — 589
My manag rk/ nEEEnER o IRl o
Balance balance issues. Nov 2019 16050  OiPTRs 3202
Worse * ! 38% - 84% ’
Q# 37718 My man r demonstr. h I m 64% 15.8% 72% -8.0%
y manager demonstrates that tl eycaeabtill:)te_ y 228 o M O
we Ing. No benchmarking analysis No benchmarking analysis
Worse * available available

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Canberra Health Services

Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

42

2021 Workplace Culture Survey

About Our Workplaces
BPA Analytics Scorecard Compared with the Benchmarks and Norms for ...
Canberra Health Services Your Ratings Public Hospitals & Healthcare Medical Professionals
... from this most ... compared with the Services
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal" = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (where n>=5) Respondent Partner
g:s;c;r:c:ﬂ;t rrf'frms come from all respondents in a Partner Group, not just those eligible for setting (f available) LW Norm Nom; y ‘laaas'ts Long-Term Bell Curve Raponﬂgg;
% Yes or % Noor | LastSurvey % Change + e < No of
P is- Agrees : oo 4 No of No of /\
D bt svw_ cas,,: = — Respondents Partners | = Rasmondnts
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VLL-AAA+ HVH w“:":*:nﬁ; VLL-AAA+ HVH
Team Problem-Solving
Q# 1247 In my work team ... I feel safe in discussing work 236 71% 93% 82%  -11.5% 71% 2% 75%
‘ problems with other team members. Nov 2019 LIRS ] 35,041 raers | | WCICIE 4014
Worse * ' 50% - 86% ’
Q# 1248 In my work team ... I feel safe in discussing work 234 66% 145% | 81%  -14.4% 71% 70% 75%
- problems with my team leader. Novz0so || 1! 1L 34208  OOPTRs R_EERNR 3,058
Sovng Worse ' 50% - 84% '
Effectiveness of Responses to Harassment and Bullying
#3723 Over the past 12 months ... There has been a focuson 223 30%  29% | 44%  -13.8% 44% 42% 37%
P identifying and addressing bullying and harassment. Nov 2019 _ BN ERE 07177  189PTRs RN ENN 8713
Worse * ! 13% - 61% '
@# 37724 Qver the past 12 months ... There has been access to 219 36% 18.7% 35% 1.4% 46% 43% = 38%
“iee  appropriate training activities to address bullying and Novzoro | |MML T I T 105802  190PTRs EER_NER 9,493
harassment. Equal ’ 14% - 75% ’
Q#3725 Qver the past 12 months ... There has been a focus on 222 36% 19.8% 41% -4.6% 42% 41% = 35%
By reducing bullying and harassment in the workplace. Novzoto (|1 1L IEITIET 10073  179PTRs ERECRER 0033
Equal ! 17% - 59% '
Q# 37726 Over the past 12 months ... My manager has clearly 223 43% 19.3% | 54%  -11.3% 55% 57% 51%
canms  demonstrated their preparedness to eliminate bullying Nov 2019 _ R RN 113732 207 PTRs B_BEERER 10.595
and harassment. Worse  * ’ 22% - 79% ’
Q# 37727 Over the past 12 months ... My team has clearly 220 45% 17.3% | 53% -7.9%

Respe

cnes  demonstrated their preparedness to eliminate bullying
and harassment.

Nov 2019
Worse *

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.

WO % | Moy 5%

108,344 10,166
22% - 72%
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Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

About Our Managers

43

2021 Workplace Culture Survey

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services

Your Ratings Public Hospitals & Healthcare Medical Professionals
... from this most ... compared with the Services
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal" = There is not enough difference to be statistically significant (for this number of responses). where n>=5 h >=5
Faue! ? 0 be staseally sgnifcent ponses) ( ) (where n>=5) Long-Term Bell Curve Respondent Partner Long-Term Bell Curve Respondent
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (i available) Norm Norm - last Norm
Partner Norms. 3 years
% Yes or %Noor | LastSurvey 9% Change + /\ Noof  Noof | /\ No of
Agrees  Dis-Agrees| Rating Year + Stat _ _ R&spgn Sents . n?\els — Respondents
Sg"ﬁQI'ICE —_—
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VLL-AAA+ HVH w“:":::';'s‘t VLL-AAA+ HVH
Manager as Coach
Q# 59 i 65% 93% | 69%  -4.4% o 66% = Ly
B My manager ... Clearly communicates to me what they 226 mEnEEEE 64% e meEEEEE 64%
expect from me. Nov 2019 228,304 26,498
Equal ! 39% - 85%
Q# 61 My manager ... Gives me constructive feedback on m 223 48% 17.5% 54% -6.8% 49% 52% =i 49%
normanan Y 9 o y 68% | NN nn mRn
perrormance. o 226,927 26,341
Equal 27% - 72%
Q# 62 My manager ... Helps me to set realistic performance 223 44% 20.6% 54%  -10.4% 49% 53% 48%
o s My manag p performa (1 ] e | I I
objectives. Nov 2019 225,633 26,139
Worse * ! 27% - 75% ’
Q# 65 m ... Revi rogress in achieving m 42% 244% | 51% -9.6% ) 48% — 0
e My manager ... Reviews my progress in ach ?) /ing my 221 oo mEEEEER 43% 1 1R R 42%
objectives. ov 223,205 25,250
Worse * 19% - 68%
Q# 67 i 47% 23.4% 63% -15.8% o, 65% 0,
s My manager ... Conducts annual performance reviews 222 mE mEEE 57% I mE mEEE 56%
with me. Nov 2019 213,901 24,584
Worse  * ! 20% - 90% '
Q# 72 52% 205% | 63%  -10.4% ) 57% 0,
P My manager ... Is a role model I look up to and I;earn 220 10.400 e EEEE 53% e e e 55%
rom. 215,951 24,126
Worse  * 26% - 75%
Outcomes for Good and Poor Performance
My manager ... Provides reward and recognition for 222 41% 27.0% | 51%  -10.6% 42% 48% = 43%
outstanding performance. Oct 2015 LR ] 214079  J92PTRs IR ] 24,052
Worse * ’ 17% - 66% !
Q# 69 i iati 5200 20.6% 64% -12.2% 0, 58% — 0,
e My manager ... Provides appreciation for good 223 e 53% M 54%
Good performance. Nov 2019 917447  J66PTRS 25,021
Percrmarce Worse * ’ 20% - 74% '
My manager ... Is prepared to address poor 218 50% 19.3% | 65%  -15.5% 54% 57% 55%
performance in a constructive manner. Nov 2019 RR_NREN 219425  372PTRs R RENN 25,680
Worse * ! 26% - 73% '

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Canberra Health Services

Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

About Our Values

44

2021 Workplace Culture Survey

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services Your Ratings Public Hospitals & Healthcare Medical Professionals
... from this most ... compared with the Services
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal" = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (where n>=5) Respondent Partner
P;:st;p‘c;cv::;t rrf'lsclnrms come from all respondents in a Partner Group, not just those eligible for setting (f available) LW Norm Norrr; y ‘laaas; Long-Fem Bell Cunva R%ponﬂgg;
% Yesor  %Noor | LastSurvey % Change + /\ No of
B = A |l s S,.: = = Resggn(:ifenls Pa:?\e?«i = Rasmondnts
. Below the Norm Near the Norm . Above the Norm (n=) (roundeq) (rounded) ® VL L-AAA+ HVH wR:.g:nﬁ;:t VLL-AAA+ HVH
Values-In-Action by Respondents
Q# 38387 I proudly put into practice the value... Reliable - We 236 94% L7% I mEEnEEEE
aIways do what we say. No benchmarking analysis No benchmarking analysis
available available
Q# 38388 I proudly put into practice the value... Progressive - 233 74% 0.9% I i
We embrace innovation. No benchmarking analysis No benchmarking analysis
available available
@#3538 T proudly put into practice the value... Respectful - We 233 96% 0.4% i i
value everyone. No benchmarking analysis No benchmarking analysis
available available
@#383% T proudly put into practice the value... Kind - We make 234 94% 0.9% i e
everyone feel welcome and safe. No benchmarking analysis No benchmarking analysis
available available
Values-In-Action by Work Colleagues
QF 1363 The people I work with put into practice the value... 233 80% 2.1% 81% -1.3% 69% 69% 73%
Cotenues Reliable - We always do what we say. Novzoto |1 111 T 122119  2L7PTRs EREE_BE —
Equal ! 37% - 96% ’
QF 1370 The people I work with put into practice the value... 232 61% 56% 62% -1.1% 69% 69% 73%
Cotenus Progressive - We embrace innovation. Novanno || 1L 2119 27PTRS W 16,435
Equal ! 37% - 96% '
QF 1371 The people I work with put into practice the value... 230 80% 26% 82% -1.9% 69% 69% 73%
Cotenes Respectful - We value everyone. Nov2o1o I I L 1T 1T 1T 122119  217PTRs EREE_BE 16.435
Equal ! 37% - 96% '
Qe 1372 The people I work with put into practice the value... 231 82% 22% 81% 0.5% 69% 69% 73%
Coeopns Kind - We make everyone feel welcome and safe. Nov 2019 REEEE N 122119 217 PTRs EEEEE N 16,435
Equal ! 37% - 96% ’
Values-In-Action by Managers
#1035 My manager/supervisor puts into practice the value... 233 68% 11.6% | 63% 5.0% 70% 69% 73%
e Reliable - We always do what we say. Nov2opo ||| /LTI seo1g 114 PTRs BEL_NERN P
Equal ! 41% - 87% ’
@ 10370 My manager/supervisor puts into practice the value... 231 53% 14.7% | 57% -4.1% 70% 69% 73%
e Progressive - We embrace innovation. Novoo1o (ML I ILIL LT seo1g  114PTRs S EEEERN 0172
Equal ! 41% - 87% ’
@# 1037t My manager/supervisor puts into practice the value... 230 69% 122% | 74% -4.9% 70% 69% 73%
B Respectful - We value everyone. Nov 2019 EEE_NEm seo1g  LLAPTRS L 9,172
Equal ! 41% - 87% !
@# 10372 My manager/supervisor puts into practice the value... 231 71% 108% | 71% 0.0% 70% 69% = 73%
R Kind - We make everyone feel welcome and safe. Nov 2019 LI IR seo1g  L14PTRs ERRERER 0172
Equal ’ 41% - 87% !
Values-In-Action by Executive
4% 6055 Canberra Health Services' Executive Management 232 29% 30.2% 18% 10.5% WO 53% 52% WO 51%
B Team put into practice the value... Reliable - We Nov 2019 sgp43  LISPTRs -
always do what we say.. Better 19% - 80%
Q# 6086 Canberra Health Services' Executive Management 232 30% 32.3% | 21% 9.6% 53% 52% 51%
EUES T Team put into practice the value... Progressive - We Nov 2019 _BEREEE 58243 115 PTRs _ RN RN 8772
embrace innovation.. Better 19% - 80%
Q# 6087 Canberra Health Services' Executive Management 231 39% 264% | 38% 0.6% 53% 52% 51%
EYES T Team put into practice the value... Respectful - We Nov20no || 1N LTI sgpa3  LISPTRs B_EEENN 8772
value everyone. Equal ! 19% - 80% '
Q# 6088 Canberra Health Services' Executive Management 230 41% 2.9% | 37% 3.6% 53% 52% 51%
“EPEE T Team put into practice the value... Kind - We make Nov 2010 | 1T sg243  LL9PTRS BL_EEEEE 8772
everyone feel welcome and safe. Equal 19% - 80%
Responding to Behaviour Contrary to the Values
QF 10493 If T observed an employee not demonstrating Our 233 51% 15.5% | 55% -3.7% 56% 56% 57%
Radced Values I would... At an appropriate time or place, Nov2ozo || 1ML LILT 67,4493  [32PTRs RR_BENR 10,154
discuss with them the behaviour I saw and how it was Equal 38% - 72%
inconsistent with Our Values.
Q# 10435 If T observed an employee not demonstrating Our 231 39% 17.7% 41% -1.5% 60% 60% 51%
Reinforced Values I would... Report this behaviour to their Nov 2019 W] 67055 132 PTRs H__NRNNN 10,089
supervisor. Equal ! 45% - 81% !
QF 10434 If T observed an employee not demonstrating Our 232 23% 42.7% | 26% -2.9% 50% 46% 48%
Reinforced Values I would... Trust that if such behaviour was Nov 2019 _BEREEE 67,058 132 PTRs _AERRNR 10,102
reported, then it would be appropriately managed. Equal 24% - 75%

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Canberra Health Services

Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer
About How We Do Things

45

2021 Workplace Culture Survey

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services

Your Ratings

Public Hospitals & Healthcare

Medical Professionals

... from this most ... compared with the Services
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal" = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (where n>=5) Long-Term Bell Curve Respondent Partner Long-Term Bell Curve Respondent
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (i available) Norm Norm - last Norm
Partner Norms. 3 years
s I N s -2 .
i Y i _
Sq‘ﬁ‘ea ’ cance = — Respondents Partners | Raspondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) & VL L-AAA+ HVH w“:":::';'s‘t VLL-AAA+ HVH
The Pace & Direction of Change
@#124  The changes that the organisation introduces are well 233 25% 35.6% 16% 9.3% 28% 32% = 26%
ot e planned, well thought-out and client focussed. Nov 2019 | LI IRRL ] rossy | T2PTRS I I o
Fture Better ' 14% - 63% '
Q#1255 The organisation introduces change quickly. It is fast, 233 16% 41.2% 8% 8.0% 20% 27% =] 18%
Foauted focussed and flexible. Nov 2019 BE_RRRN 79203  OPIRS ERE_RER 9,110
Better ! 4% - 56% '
Improvements Over the Past Year
QF 4459 Overall, the organisation has made significant 232 22% 28.0% | 22% 0.4% 36% 36% 34%
Inpeoing improvements during the past year. Nov 2019 B_EEERN 63402  L14PTRs L BEERE 7055
Equal ! 8% - 74% ’
@#206  During the past year, there has been an improvement 234 40% 256% | 36% 4.2% 32% 43% 29%
oo in... Communication in the organisation. Novzozo |11 I 1T T T 92708  MBPTRs EERER B 10,163
Equal ! 15% - 62% '
Q#2035 During the past year, there has been an improvement 233 26% 29.6% 26% -0.3% 27% 37% = 24%
oo in... Motivation in the organisation. Nov 2010 [ I LTI 6773  102PTRs LRI 6250
Equal ! 5% - 61% ’
Q# 201 During the past year, there has been an improvement 229 21% 33.6% 22% -1.4% 38% 35% 36%
ingrove in... The organisation's services and facilities. Nov2o1o (| 1ML I LTI 47636  JOFTRs B_EEEEE 5068
Equal ! 5% - 81% '
q
Opportunities to Have a Positive Influence
Q# 38399 In the last week, I had the opportunity to do 230 33% 17.0% M i
something that was a positive influence in my team VDI TN ST SRS Rl T AT S
and the organisation in this time of change. available available
Management Support with Change
QF 18972 My manager has the skills and capability to support 231 51% 14.3% | 57% -6.4% 63% 61% 61%
Tranation me in this time of change. Nov 2019 B_EEERE 10,126 18 PTRs B_EERNN 1283
Equal ! 34% - 74% !
QF 11643 My manager is supportive in this time of change. 228 59% 13.6% | 61% -2.2% 65% 65% 67%
hakint e MO % S0 DM 6
Equal ! 40% - 74% !
Q#1182 The Executive Management Team is supportive in this 228 26% 31.6% | 26% 0.7% 42% 41% 42%
Tranation " time of change. Nov 2019 B BRERN 11063 2/ PTRs B BEERR 1609
Equal ! 15% - 57% !

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

About Our Clients

46

2021 Workplace Culture Survey

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services

(*) = There is a 95% probability of comectly identifying this difference as statistically significant.

Your Ratings

... from this most
recent survey
(where n>=5)

... compared with the
last survey's ratings
(where n>=5)

Public Hospitals & Healthcare
Services

Medical Professionals

"Equal” = There is not enough difference to be statistically significant (for this number of responses). Respondent Partner
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (f available) Long-Term Bell Curve Norm Norm - last Long-Fem Bell Cunva R%ponﬂgg;
Partner Norms. = 3 years
hgees Ot Agees| Ramg Ve v ok /\ No of No of /\ el
Agrees  Dis-Agrees| Rating Y_e“".ﬁ* Sr: — == Respondents Partners | = Rasmondnts
. Below the Norm Near the Norm . Above the Norm (n=) (roundeq) (rounded) VLL-AAA+ HVH wR:'g:Dfr;; VLL-AAA+ HVH
Consumer Safety Measures - Preventative, Detective & Corrective
Q# 6116 Commitment - People in my work unit are highly 228 80% 22% 86% -5.3% 87% 88% 89%
G conscious of the potential for adverse consumer safety Nov 2019 _EEREEE 107302  29PTRS _EERRRE 11,915
events. Equal 67% - 99%
Q# 6117 Vigilance - People in my work unit report adverse 223 71% 40% 79% -8.1% 83% 84% 83%
amee Y consumer safety events and complaints quickly and Nov 2019 RN RN N w6437 20PTR NN -
openly. Worse * 59% - 97%
Q# 6120 Learning - People in my work unit treat consumer 225 69% 53% 75% -5.2% 79% 80% 79%
Qe Saety safety events as learning opportunities. Nov 2oz ML 105,001  238PTRs _REREER 11,798
Equal ! 53% - 96% ’
Q# 11224 Reliability - People in my work unit always follow 227 66% 5.7% 63% 2.8% 77% 76% 74%
anwe Y evidence, guidelines, standards, procedures and Nov 2019 _ B RENN 76301  [HIPTRS B_BEERN 7,927
pathways no matter how difficult this might be. Equal 58% - 93%
Q# 11225 Escalation - People in my work unit exercise good 226 78% 2.7% 82% -3.9% 86% 86% 86%
i judgement about when to escalate a deterioration in a Nov 2019 _HENRER 74017 148 PTRs _ B RN RN N 7,846
consumer's condition. Equal 66% - 97%
Q#1226 perseverance - People in my work unit will persevere 222 73% 5.4% 80% -6.9% 85% 84% 85%
cae " in escalating concerns when they believe it's clinically Nov 2019 _EERRRN 72,531 ~ [HPTRS _EERRRR 7,718
appropriate. Worse  * 64% - 97%
Commitment to Consumer Safety
Q# 38401 I am committed to doing everything I can to ensure 229 97% 00% mEnEEEE M
consumer Safety‘ No benchmarking analysis No benchmarking analysis
available available
¥ 37738 My Manager is committed to doing everything they 228 81% 5.7% 79% 2.3% mEnEEEE O
“"‘3:' R can to ensure consumer safety. Nov 2019 No benchmarking analysis No benchmarking analysis
o Equal available available
The Executive responsible for my workplace is 228 56% 16.7% | 57% -1.0%
committed to doing everything they can to ensure Nov 2019 ,Ebc\m,h_\mﬁn,lgwg QMQEEMT
consumer safety. Equal available available
The Executive Management Team are committed to 228 54% 184% | 49% 5.2% M T
doing everything they can to ensure consumer safety. Nov 2019 |\ b enchmarking analysis No benchmarking analyss
Equal available available

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
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Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.
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About Our Survey Actions

47

2021 Workplace Culture Survey

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services

Your Ratings

Public Hospitals & Healthcare

Medical Professionals

) ... from this most ... compared with the Services
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal” = There is not enough difference to be statistically significant (for this number of responses). (whefe n>=5) (where n>=5) Respondent Partner
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (f available) Rong-Fesm Bell Curve Norm Norm - last Long-Term Bell Curve Raponﬂgg;
Partner Norms. 3 years -
% Yes or D‘:Noor Last Survey S:Olalg:;' /\ No of No of / \ No of
) + i _
Agrees Agrees|  Rafing e | — = Respondents Partners Raspondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) & VLL-AAA+ HVH “',‘:"::Bf';'s‘t VLL-AAA+ HVH
Feedback on the Last Survey
@#37774 T completed the 2019 CHS Workplace Culture Survey. 191 69% 11.0% | 45%  23.5% I mEEnEEEE
Nov 2019 No benchmarking analysis No benchmarking analysis
available available
Q# 37775 I received feedback on the findings of the last 190 36% 21.6% | 24% = 12.6% I i
employee survey ... From CHS (e.g. CEO presentation). Nov 2019 |\ henchmarking analysis No benchmarking analysis
Better available available
Q# 37776 I received feedback on the findings of the last 189 40% 254% | 31% 9.6% i i
employee survey ... from my Executive/Manager. Nov 2019 | o benchmarking analysis No benchmarking analysis
Better available available
@377 Action was taken as a result of the last survey. 191 17%  27.2% | 13%  3.3% 24% ki 21%
3 | prms | W IIC]
9,299 1,315
Equal 5% - 53%
@#3778  There was a positive impact resulting from the last 193 9%  394% | 9%  0.1% 17% 20% 16%
survey. s W (m oy BPTRS HE [ mRRR s
Equal ' 1% - 40% '

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
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Workforce Grouping = Medical Officer

About Our Workplaces
BPA Analytics Snapshot Your Ratings (*)

Canberra Health Services

Current Survey Last Survey
A sub-set of respondents defined as ..... Workforce Grouping = Medical Officer (ravaiable)
% Yes or % Middle % Noor | ast Survey % Change since
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. Rated Dis- Agrees - Last Survey +
: ) - . . Agrees Rating
"Equal" = There is not enough difference to be statistically significant (for this number of responses). . ‘_(gar +
(n=) Significance (*)
Prevalence of Being Subjected to Bullying, Harassment, Favouritism or Discrimination in the Workplace
In the last 12 months, I have been subjected to ... Bullying in the workplace. 233 23% 77.3% 24% ‘1.3%  Equal
2019
In the last 12 months, I have been subjected to ... Harassment in the workplace. 233 20% 79.8% 23% “2.6%  Equal
2019
In the last 12 months, I have been subjected to ... Discrimination in the workplace. 233 18% 82.0% 18% 00%  Equal
2019
In the last 12 months, I have been subjected to ... Favouritism in the workplace. 234 23% 77.4% 18% 47%  Equal
2019
In the last 12 months, I have been subjected to ... Bullying or Harassment in the 228 28% 72.4% 43% 152%  Better
workplace. 2019
In the last 12 months, I have been subjected to ... Bullying or Harassment or 229 38% 62.4% 49% 110%  petter
Discrimination or Favouritism in the workplace. 2019
Reporting Harassment and Bullying - Experienced
When I experienced harassment or bullying I ... Reported this behaviour. 112 44% 30.4% 25.9%
When I experienced harassment or bullying I ... Knew how to go about reporting such 117 49% 32.5% 18.8%
behaviour.
When I experienced harassment or bullying I ... Trusted that, if such behaviour was 118 14% 36.4% 49.2%
reported, then it would be appropriately managed.
Reporting Harassment and Bullying - Observed
When I observed harassment or bullying I ... Reported this behaviour. 133 56% 24.1% 20.3%
When I observed harassment or bullying I ... Knew how to go about reporting such 139 63% 25.9% 10.8%
behaviour.
When I observed harassment or bullying I ... Trusted that, if such behaviour was 140 20% 35.0% 45.0%
reported, then it would be appropriately managed.
Personally Subjected to Occupational Violence
In the last 12 months, I have been subjected to Occupational Violence. 234 52% 48.3% 47% 44%  Equal
2019
Attitudes Towards Occupational Violence
Occupational Violence is generally accepted as being 'part of the job' in my workplace. 189 15% 25.4% 59.3% 21% -5.4%  Equal
2019
Canberra Health Services - Safety@Work
Managers always take work, health and safety seriously. 237 65% 25.3% 9.7% 69% -3.6%  Equal
2019
Managers always take action to address identified work, health and safety issues. 236 57% 32.6% 10.2% 62% 48%  Equal
2019
Employees are always consulted on decisions that impact on their work, health and 237 29% 43.5% 27.4% 42% 126%  worsé
safety. 2019
When I act safely I always receive positive support and recognition in my team. 236 34% 46.2% 19.9% 29% 44%  Equal
2019
In this organisation, staff safety is considered as important as patient safety. 237 46% 34.6% 19.4% 45% 1.2%  gqual
2019
Overall, the organisation has a strong, effective staff safety culture. 236 42% 40.3% 18.2%
Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: - Page 21 of 27
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Canberra Health Services 2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

Background to the Net Promoter Scores™

The Net Promoter Score" (NPS® Bain & Company, Inc., Satmetrix Systems, Inc., and Fred Reichheld) provides a gauge of respondent loyalty and engagement. Respondents are categorised into three types based

on their response to the key question: “On a scale of 0 to 10, how likely are you to recommend this organisation?”
® © 6 o o o o ® © .{ .{
0 8 9 10

1 2 3 4 5 7
Detractors Promoters
(Not at all likely to (Extremely likely to
recommend) recommend)

Promoters (score of 9 or 10):
People who feel their lives are enriched by their relationships with the organisation. Promoters typically go the extra mile for the organisation, they are loyal, and promote the organisation.

Passives (score of 7 or 8):
People who are fairly satisfied, but not loyal. They rarely talk up the organisation, and when they do, it's likely to be qualified and unenthusiastic. If a better offer comes along, they are likely to defect.

Detractors (score of 0 to 6):

People who feel their lives have been diminished by their associations with the organisation. They are dissatisfied and even dismayed by how they are treated. They frequently speak negatively about the organisation
and are likely to defect as soon as they find something better.

. O
NET PROMOTER SCORE (NPS) = % Promotersi — 9% Detractors

References:

Bain and Co (2013). Who's responsible for employee engagement? Line supervisors, not HR, must lead the charge. Bain and Company, New York.

Net Promoter®, NPS®, NPS Prism®, and the NPS-related emoticons are registered trademarks of Bain & Company, Inc., Satmetrix Systems, Inc., and Fred Reichheld.
Net Promoter Score™ and Net Promoter System® are service marks of Bain & Company, Inc., Satmetrix Systems, Inc., and Fred Reichheld.

BPA Analytics Scorecard - Net Promoter Score Compared with the Benchmarks and Norms for ...

Canberra Health Services Your Net Promoter Scores | Public Hospitals & Healthcare Medical Professionals
... from this most .. compared with the Services
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal" = There i h difference to be ally ificant (for this number of r : where n>=5 h >=5
Eq ere is not enougl ‘erence to be statistic; ~/ significant (fo S num| of responses) ( ) (w ere n ) ]_ong—Tenn gell Curve Respond Pa[tner Long—Telm Bell Curve Rapondent
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting ) ent Noom  Norm - last
Partner Norms. (if available) 3 years Norm
(n= % 9% Change + No of Res-
NPS | e | LaSt Year + Stat No of No of pondents
passives | SUIVEY  significance Respond _Partners|
. Below the Norm Near the Norm . Above the Norm NPS & VLL-AAA+ HVH ents wR:'v::nﬁ;; VLL -AAA+ HVH
Advocating for the Organisation - The Net Promoter Score
I would recommend my organisation (where appropriate) as... 230 -48.7 9% -52.6 3.9 +9.1 +1.9 +2.2
a good place to work. 33% Jun 2021 _EEEEEN g4627  [B4PTRs _EEEEEN 11,118
58% Equal -6392 %o
I would recommend my organisation (where appropriate) as... 238 -31.9 13% -36.6 4.7 +23.3 +14.9 +18.9
the best choice for the type of service provided. 41% Jun 2021 _ EE 90173 151 PTRs _ NN EE . 11,035
45% Equal ' -S:lég E‘o '

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
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Now that I understand my report, what do I do next?

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: - Page 23 of 27
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Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

Workforce Grouping = Medical Officer

How do I feedback the results to my staff?

The BPA Report is a management tool. You want an engaged
workforce, where people feel motivated to come to work, to
do their best, to drive the strategy of your organisation (and
your department).

The value out of the survey process becomes real when
employees receive feedback, they feel they were listened to
and that something will be done with the results.

Receiving a report about your own management style, how you
lead your team, the level of trust, any unreasonable behaviours
at play, can sometimes be very confronting.

Sometimes managers have what | call a SARAH moment when
they receive the BPA report. SARAH is my take on Elisabeth
KUbler-Ross' stages of grieving ... a humorous take.

S stands for Shock:

00 “| can't believe anyone would say
such a thing!”
®
A stands for Anger:

.\/. “| feel outraged by this feedback!”
~~

R stands for Revenge:

e® 'l knee-cap them, slash their
~ car tyres, and...”

A stands for Acceptance:

® e 'Well, employees were asked to

‘have their say, this feedback is
all part of being a leader.”

H stands for Help:

o0 ‘I need coaching on the best
way to use this information.”

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the

Outlined below are some commandments when
rolling out BPA results to your team.
They are grouped by thou shalt and thou shalt not.

Thou shalt

Be open and lead with the
positives at the beginning of the
discussion.

Do run the meeting by being open to the things
you may not necessarily agree with.

Do finish the meeting by focusing on making
decisions about the actions going forward, what
you are going to do as the manager and your
expectations of each member of the team as well.

Thou shalt not

Don't try and figure out
who said what

Don't mock people’s opinions as
most (perhaps not all) try sincerely to
provide genuine feedback.

Don't blame people above you. Focus
on what you can control.

Don't bury people in too much
information. Give them the highlights
and the BPA At A Glance is a good
place to start.

Don't go into your meeting
unprepared, thinking “I
can wing this” -
you will come a

gut-sal Don't shut people

down (unless they are trying
to monopolise the meeting). If so do
this respectfully.

Don't make promises you are not
prepared to keep or not able to
action.

Don't blame the team for a not-so
great result. Every culture has
strengths.

Don't hand out narrative text —
staff don't necessarily want their
comments to be front page news.
This is a high risk strategy and will
just fuel gossip.
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Qand A
This section might just answer some of the questions you have about the BPA report. I
| 4
Q. The last time the BPA survey was conducted in our organisation, my department was in a Culture =
of Success, now it's in Consolidation. What happened, what can | do about that? I

A. One thing to understand is that Organisational Culture is like a bank account... sometimes you might have to spend a bit of the
bank account when you are introducing unpopular change. The key lies in knowing when to re-build. The only thing constant in
an organisation is change - it happens, it is a fact of life. Building a level of resilience in the culture is the first step. Getting your
employees focused on the fact that change is going to happen, it is going to bite us on the nose at any time and that we have to
be prepared for it. Go through the 10 Engagement questions carefully to see where you ‘lost ground’ between surveys. Was it in
trust, was it in employee’s motivation, was it in change? Then focus on one area to rebuild the level of engagement. Campaign
building trust ... build trust and it builds engagement.

Q. How do | build trust?
A. Trust is the glue that binds a team (and an organisation) together. You can't change a culture without it. The things that build trust:

* Visibility - being out there amongst your people (not checking up on them) but truly engaging with them. Walk through the
department, say hello, ask about how things are going, roll your sleeves up and do a bit of the hard labour every now and then.

@ * Predictability in your own leadership style - a moody manager is not one that people will trust or follow.

* Fairness - don't play favourites! Be transparent in your recruitment and selection processes (and give feedback to those
ﬁ who are not successful), be transparent in workload allocation, in annual leave allocation, in rewarding and recognising
individuals. Lack of fairness and favouritism are cousins!

Q. My benchmarking summary graph (the overall countsin blue, red and yellow) has lots of blue for About Our Managers
.. but lots of red for About Our Culture. What does this mean?

A. This might be a little unpalatable to hear ... but you have to be careful you aren't adopting the potential for manager disconnect
in your management and leadership style. An attribute of the best managers | have seen, is that they can win the hearts and minds
of their people to go with them and their leadership ... and to go with the organisation. They don't bunker their team down. The
signs and symptoms of a responsible manager versus a manager that might be potentially disconnected are illustrated in the next
column. Have aread ... it might be confronting ... but ask yourself‘do | do any of the disconnected behaviours’and if you are honest
in your self-evaluation you will welcome the opportunity to develop yourself and change a set of behaviours that you might not
necessarily be even aware of. But whatever you do, try not to adopt a bunker mentality to protect yourself and your employees.

The potential for Manager Disconnect is a label developed by BPA that applies to a phenomenon where managers have disconnected
their managerial responsibilities and surrendered them to the organisation. Examples of this behaviour include:

a A manager who is potentially disconnecting ... Q A responsible manager ...

Denigrates the organisation and its executive in front of their staff. Supports the organisation’s decisions in front of their staff even

if they privately disagree with them.
Tries to be everyone's friend, even when it means ignoring yp y &

performance problems. Is friendly but firm in requiring appropriate performance levels.

Doesn't want to take on the normal responsibilities of a manager, Accepts their responsibilities as a manager, even if it means
but wants the title and the pay. some discomfort in the workplace.

Q. My benchmarking summary graph (the overall counts in blue, red, and yellow) has lots of blue for About Our Culture
but not for About Our Managers. What does this mean?

A. The questions on the BPA survey are asked at 3 levels ... your employees’ working life in the organisation (the entity that employs
them), their working life in their team, their working life with you the manager, the person who guides and directs their performance.

If your employees’ evaluation of your leadership style doesn't come up rosy, then this represents an opportunity for you personally.
The best managers | have come across know themselves very well - they know their personal attributes - what they are like at their
peak, what they are like when they are stressed. They seek information about their style that will make them a better manager, and
we can always be better. It is a huge responsibility being a manager, and receiving feedback on our management and leadership
style comes with the title. Look for areas of strength in your style based on the evaluation of how others see you. Use the Leadership
profile as an opportunity to gain insight into how others see you. Drop any defensiveness - | know sometimes the evaluation can
be hard hitting, but take it on board and grow.
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What Works when Changing Culture - The Power of Values

What does BPA think are the most successful forms of cultural change?

Over the past 29 years of measuring Organisational Culture, the two most powerful forms of cultural change we have observed that

work are:

1. The power of Values and the behaviours that underpin them.

2. The power of managers truly taking on the role of being a Performance Coach - holding people accountable, not only for their

performance, but their behaviours too.

If you do nothing but focus on these 2 things, hopefully you will get some traction in a positive way.

The Power of Values

There is power in a strong set of Organisational Values as Values
are the anchor that you as a manager can use during times of
major or turbulent change. They are an organisation’s moral
compass.

Your beliefs become your thoughts,
Your thoughts become your words,

Your words become your actions,
Your actions become your habits,
Your habits become your values,
Your values become your destiny.

- Mahatma Gandhi

22

Values do 2 things
for an organisation and a team:

1. They will guide the organisation’s decisions and priorities
- strategic and day-to-day; and

2. They will establish the boundaries for acceptable and
unacceptable behaviour.

Everything changes ... Buildings change, People change, Client’s
and Member's expectations change, Governments change,
Funding Levels change, Workload and activity change, Climates
change, Economies change, Managers and Leaders change.

The one constant that can stay the same in the midst of major
change is an organisation’s Values ... and how these are put
into practice.

Finally when it comes to Values, in the best organisations BPA
has measured, we have identified these organisations do 3
things very well with their Values, they ...

Remove by the Values

As a manager of a team, think about these practices.

Do you speak to your Organisation’s Values when you
are recruiting new people into your team? Do you
ask the potential new recruit to draw on their past
experiences to find out if they will be a good fit for
your department?

Do you acknowledge great performance (rewarding
doesn't have to be materialistic).

Are there consequences for people who don't live
by the Values, for any behaviours that are contrary
to the defined set of behaviours that underpin your
organisation’s Values?

The 3 Types of Values BPA has Observed

BPA Analytics' (BPA) research into Organisation Values has found
3 broad categories of values.

1. Aspirational Values;

2. Inspirational Values; and

3. Foundational Values

Aspirational Values

~ These are values that an organisation may aspire to.
Examples couldinclude Excellence, Service, Continuous
Improvement, Communication or Teamwork. In
our observation, most Company Values are of the
Aspirational kind.

Inspirational Values

These are values that have an underlying cause
that inspires its workforce and sometimes even
clients. They typically have a ‘call to action’. They
might include “to fight cancer” or “to end animal
testing on cosmetic products”. They are visionary
and motivational in a way that “excellence” or
“teamwork” is not.

Foundational Values

These are values that are practical and pragmatic.
They are values that the organisation must have on
a day-to-day basis in order to ensure it functions
smoothly. Failure to live these values will typically
see both the organisation and its members suffer.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.

The BPA Top Drawer Report for Cohort: - Page 26 of 27



Canberra Health Services

Analysis of data collected up until 29-Nov-21 from the surveys of 240 respondents.

54

2021 Workplace Culture Survey

Workforce Grouping = Medical Officer

What Works when Changing Culture - The Power of Managers

The Power of a Manager being a Performance Coach

The best managers | have come across, as mentioned earlier, know themselves very well, and they take on the role of being
a performance coach, they wear a manager’s hat.

They embrace the principles of a great coach by ...

e/
)

)
® X

Clearly (and regularly) communicating the expectations
they have of each member of their team;

Guiding them on their performance;

Constructively giving feedback on their
performance;

Helping their employees to plan how to improve their
performance;

Providing appreciation for good performance;

Providing support and guidance on how to overcome
any performance shortfalls;

Addressing poor performance constructively;

Being a role model their employees look up to and
learn from;

Wrapping up all of these practices with some form
of annual review. Some do quarterly or 6 monthly
reviews. If the manager is doing all of the above, the
Performance Review process should not produce
any surprises.

The Recipe for Successful Cultural Change Has Four Essential Ingredients

o

Lk

A shared vision on what you are
trying to achieve.

£
!

The will to do it - a commitment
from you as the manager.

The resources (especially time) to
implement the changes.

Iy

D R

A plan with dates, accountabilities,
and (especially) the first step.

All four of these components are essential - not just 2 or 3.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
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Welcome

This BPA Reportis intended to help you, the manager, interpret and
use the results from the BPA survey most productively.

Your people took the time to complete the BPA survey. They want
to know they were listened to, and that something will be done

with the results. Your people drive

We all spend a lot of time at work, in our labour. Your role as strategy.
a manager is to use this information to reflect on your own
management and leadership style (after all, Organisational Culture
is leadership driven) and to get the best from your team.

We have provided you with a report that contains the very real
perceptions your employees have of their working life.

Regardless of whether these perceptions are a correct (or incorrect)
interpretation of reality, the simple and unavoidable fact is:

Your employees have these perceptions; . ‘
Py PEFCEp Organisational Culture

Your employees use these perceptions to frame their actions impacts on employee
and behaviours;

turnover.

Your employees’ actions and behaviours will either drive, or
limit, your department’s performance;

We hope you are able to use your BPA Report to identify 2 or 3 things
to action and make sure you do limit your Action Plan to a maximum
of 3 things. We know from experience that this will maximise your
chances of achieving a result.

Good luck! ®  You can't manage
what you don't

know... if it's not
Mm}d‘( being measured,
it's not being
/ managed.

Jacqui Parle
Director Consulting Services
BPA Analytics
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Your Response Rate/s
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

Measuring Your Engagement

Measuring Engagement

BPA's years of experience and knowledge of
what works, and what doesn't work has been
instrumental in formulating BPA's signature
model of Engagement Culture -The 6 Types of
Culture Model.

This model has been used extensively by our
client organisations. It is very popular with both
executive and front-line managers, because it is
simple to follow and has a very strong intuitive
match with day-to-day lived work experiences.

Reactive end
of organisational culture

BPA 6 Types of Culture Model

Proactive end
of organisational culture

BPA's method for evaluating a group’s Engagement Culture involves 2 steps:

Step 1: Measuring the percentage of respondents who report themselves as experiencing their working life in

an Engagement Cycle.

Step 2: Plotting this Engagement Cycle against BPA Type of Culture chart in order to identify your own Type
of Culture. This is an empirical test because this chart is derived from the actual results of other
organisations contained in BPA's extensive Research Database.

Based on over 750,000 respondents, BPA observes that organisations can be broken down into 3 groups of people:

Engagement Cycle

Those who experience their working life in an Engagement Cycle

(either personally or in their work unit).
They are:
+ Openly positive, optimistic and engaged about the
organisation’s future.
+ Ready for change and ready to trust management.
+ Average of 45% of organisational employees.

Swinging Voters

Those who sit on the fence - the Swinging Voters.
They are:
+ Neither openly positive nor openly negative.
+ Inclined to just want to come to work to do their job
and not engage with
organisational purposes.
+ Average of 40% of organisational employees.

DisEngagement Cycle

Those who experience their working life in a DisEngagement
Cycle (either personally or in their work unit).
They are:
+ Openly negative, pessimistic and disengaged from the
organisation’s future.
+ Reluctant to change and distrustful of management.
+ Average of 15% of organisational employees.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the

Staff feel personally involved

Change = Better things Staff want to improve

to come

High trust

in management Can do" Mentality

Strong sense of Success/Momentum
“This is really working”

Self-Protection
“Only do what | have to do”

Alienation from work

Change = Danger “Just a job”

“Things are too hard”

Low trust :
mentality

in management

Blame
Poor Communication
Poor Leadership
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BPA Position = Nursing/Midwife
Analytics
Swneys by Design.

Your Organisation's Cycles

The chart below shows the %age of your respondents who are in each Cycle - Engaged, Swinging Voter and DisEngaged. If this has been measured in any previous survey, then this chart will
also show how this is trending over time. The additional charts over the page give some comparisons from BPA Analytics' workforce database.

40%
41%

Aug_2007 Nov_2009 Mar_2012 Oct_2015

Nov_2019 Jun_2021 Nov_2021

B Engagement Cycle " Swinging Voters m DisEngagement Cycle

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
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Analytics

Sw wielgs by @r«qﬂ

Your Type of Engagement Culture

Your Type of Engagement Culture is identified as the bubble on the chart below. The 'squiggly' line is a full series of dots - each dot is a separate organisation that BPA Analytics has
surveyed. The %age used on the chart is the %age of respondents who identified with the Engagement Cycle.

Canberra Health Services |

Last 5 Readings (where availzble) 100%
History for Type of Culture (where available)

%age Engaged + Swinging Voter + Disengaged with ToC

90%

Nov 2021 49% + 35% + 17% Consolidation
Jun 2021 39% + 40% + 21% Reaction
Nov 2019 44% + 40% + 16% Consolidation
Oct 2015  37% + 41% + 22% Reaction 80%
Mar 2012 40% + 44% + 17% Consolidation
70%
SUCCESS
JM EEEEEEEEEEEEEEEEEEEN 60%
N
o
v sE s s s ssssEsnEEnsnssnnnnnnnnnnunnnnnnnnnnnnnnnd 50%
A 0
u 9 1 B B R N N NN NN NN NN N NN NN NN NN NN NN N NN NN NN EEEEEEEEEEEENEEEEEEEEEENEEEENENEEEEEENEEEENEERERGRGR 400/0
g
0
" B R NN EEEEEEEEENEEEEEEEEEEEEEEENEEEEEEENEEEEEEEEEEEEEEEEEENEEENEEEENEEENEEEENEEEEEEENEEENEEEENEEENENEENEEENEEENEREERNGRGR 0,
7 30%
BLAME
N RN N RN NN NN NN NN NN NN NN NN NN EEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEREEREEREERmmmssmmnmmsnmmnmnnunna- 20%
BLAME+, ..

Responses: 1093

0%
A sub-set of respondents defined as ..... Position = Nursing/Midwifery ’
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

Types of Culture - Descriptors

* More than 60% of employees are Engaged with the organisation.

A Culture of Success

+ Large numbers of employees are optimistic about the organisation’s future. There is
a strong sense of success and achievement. Things are getting better all the time'.

+ Employees are very positive and proactive about tackling problems. There is a ‘Can
Do’ mentality.

* This Type of Culture is very close-knit, very cohesive, and very focused. Anyone who
doesn't fit in’ tends to be squeezed out by peer pressure. There is a risk of ‘Group
Think which enforces conformity to the norm and stifles self-reflection and self-
critique.

A Culture of Ambition + 50% to 60% of employees are Engaged with the organisation.

+ Organisations at this stage are not satisfied with their current level of performance
or their current way of doing business. They are ambitious for new and better ways
of moving ahead.

* An ‘Anything is Possible’ mentality is quite common. This type of organisation tends
to be very innovative - many see themselves as ‘Project City".

* There is a risk that the organisation commits to too many projects or fails to
complete projects before moving on.

* Needs a strong fiscal discipline and the ability to say ‘NO' to too many projects.

+ 40% to 50% of employees are Engaged with the organisation.

« This is often a culture in transition. It tends to be fragmented (some work units are
in low-end cultures and some in high-end cultures).

* There is pressure to consolidate the gains already made.
* Employees refer to the need for ‘a breather'.
* Not a lot of remedial action is required in this culture.

A Culture of Reaction + 30% to 40% of employees are Engaged with the organisation.
* There is a lot of organisational repair work - often on the run.

+ A lot of management time is wasted on continually putting out fires throughout the
organisation.

* Management is putting significant resources into improving communication
with employees.

A Culture of Blame + 20% to 30% of employees are Engaged with the organisation.
T » Large numbers of employees are openly pessimistic about the organisation’s future.
L;o‘“ * Itis common to hear ‘Communication is poor’, There is no leadership’, or ‘Morale is
R 20% bad"
A 30% . . . . .
* There is a Them and Us' mentality. There is an automatic assumption that

management will always have a hidden agenda.
+ No matter how bad it is, employees assume it just cannot be changed.
* Itis common for a ‘Problem Pipeline’ to exist.

A Culture of Blame+ * Less than 20% of employees are Engaged with the organisation.

* The organisation may experience a history of ‘leadership churn’ where senior leaders
come and go quickly.

 Employees perceive that the ‘ship’is rudderless and lacks direction.

* The organisation often tends to serve a difficult (and sometimes demanding) client
base.

+ Employees experience a sense of hopelessness which verges on despair.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: - Page 7 of 27
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

Types of Culture - Possible Action Strategies

Type of Culture

A Culture of Success

A Culture of Blame
or Blame +

(Blame+)

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the

Action Strategies

Use your strengths to drive performance - make it work for you.

Innovate - look outside your current industry for new ideas.

Watch out for burn-out of key individuals.

Watch out for the signs that pride is creeping in. Pride (defined as believing your own
publicity) will kill the strength of this Type of Culture.

Watch out for ‘Group Think'. Encourage and protect divergent, even unpopular, views.

Team up project-finishers with project-initiators, otherwise you will end up with lots of good
intentions and great ideas/plans but no concrete results from them.

Control the number of projects and build budget accountability for them.

Implement a Project Management System to control implementation of new projects.

Say “No" to new projects more than you say “Yes".

Celebrate the successes, especially when something is completed.

Protect some risk-takers. Risk-taking can be a strong source of innovation.

Focus your attention on the reporting units and cohorts that are still in the low-end cultures.
Use the strengths of the units that have pushed ahead into the high-end cultures - what are
they doing that is working?

Give attention to how problems are being fixed - are the symptoms being fixed or are
people getting down to fix the root causes?

Put a ban on the jargon of Corporate-Speak in favour of the practicalities of Job-Speak.
Convert corporate-style communications into ‘how it affects people in their work".
Focus communication on answering the 3 most potent questions that employees have:

- What exactly do you want me to do?

How will I do it?

+ Why should I?
Look at how you can upgrade your Communication Strategy into a Performance
Development Strategy.

Focus on getting lots of simple, highly-visible wins that affect people in their day-to-day work.
Give credit where credit is due.

Ensure visibility of executive in order to build levels of trust. Don't lock yourself in your office
- get out and about.

Ensure stability in leadership roles. Employees in this culture often believe that they can
outlast cultural change initiatives because the leader driving them will move on before

too long.

Open up the ‘Problem Pipeline’. The simple fact is that you can't keep a ‘Problem Pipeline’
bottled up forever.

A simple way of dealing with a ‘Problem Pipeline’is to make a list on a whiteboard of any
problems you are aware of but that are not being dealt with or that you assume someone
else is dealing with. You might start with 4 or 5 problems but the list will quickly build over
the following days and weeks. The key idea is to fix each problem and then wipe it off the
whiteboard. This is a very simple idea, hard to do but extremely effective.

As problems get solved, this will build trust between managers and everyone else affected
by these problems and it will build a sense of success and momentum that things are really
starting to work. No-one likes being criticised or blamed but the ability to see and use the
truth in it makes you stronger and gives you control over difficult situations.

Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
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Canberra Health Services 2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

Summary of Benchmarking Performance against your Partners Above = 48
Canberra Health Services > Norm = 28
... compared with the norms for Public Hospitals & Healthcare Services Below =7

B No of questions rated "Above the Norm"
= No of questions rated "Near the Norm"
B No of questions rated "Belowthe Norm"

[
7

e

About Our Culture About Our About Our About Our About Our Values ~ About How We Do~ About Our Clients ~ About Our Survey
Employees Workplaces Managers Things Actions
Canberra Health Services Above = 32

... compared with the norms for Nursing & Midwifery Professionals S Norm = 38

B No of questions rated "Above the Norm"
& No of questions rated "Near the Norm" Below = 13

B No of questions rated "Belowthe Norm"

7
— 14 e
————— 2 | 3
5 4 B ———
About Our Culture About Our About Our About Our About Our Values ~ About How We Do~ About Our Clients ~ About Our Survey
Employees Workplaces Managers Things Actions

These graphs reveal how your organisation/work unit compares against a chosen set of BPA Analytics benchmarking partner norms (as listed at the top of the graph).

Blue bars indicate the number of quantitative questions that benchmark above the industry norms. Red bars indicate the number of questions that benchmark below the
industry norm. The number of questions that rate near the industry norm appear in yellow. The Sigma sign (%) represents the count of the number of questions above,
below and on the norm.

The quantitative questions are grouped by each of the sections used in the BPA Analytics Scorecard in this report. This Scorecard displays how each question compares
against the primary and secondary set of benchmarking partners - whether it rates above, below or near the norm.
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

Benchmarking Perspective

The BPA Scorecard

Throughout your BPA Report, you will see BPA Scorecards.

One of BPA's key sources of competitive edge as researchers is the company's expertise in benchmarking. When the company was
established in 1992, its core competency was benchmarking, and this is still the case today.

Benchmarking is very diagnostic... it identifies your department’s areas of strength, and opportunities for improvement. It puts your
results into perspective.

External Benchmarking compares your department's quantitative ratings against the ratings from a set of external Benchmarking
Partners.

In the BPA Scorecard (on the following pages), blue shading in boxes on the right-hand side are good - they are strengths relative to
the normal range of ratings for each question. Red shading in boxes on the left-hand side indicate relative weakness and will suggest
the need for improvements. Yellow shaded boxes indicate the rating is on the norm (average).

Below Above : Very
enyLow LoW Average Average G0 High

In the In the blgttgfn From 40% | Inthetop [ Inthetop | Inthe top
bottom 10% | bottom 25% 20% of to 60% of 40% of 25% of 10% of
of scores of scores ’ scores scores scores scores

scores

The bell curve helps you understand how you compare to your
benchmarking partners

Benchmarking is very diagnostic... it identifies
your department’s areas of strength, and
opportunities for improvement. It puts

your results into perspective.

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: - Page 10 of 27
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.




65

Canberra Health Services 2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

How to Read Your Scorecard

Percentage of respondents who Percentage of respondents who
agree (rated a 1 or 2 on the 6 point disagree (rated a 5 or 6 on the 6 point
rating scale). rating scale).
Last survey percentage of Ext ibanehmark ti
The difference between the agrees and disagrees are the respondents who rated 3 or 4. respondents who agreed. ARG GRS PEISDECHVE S,
BPA Analytics Scorecard Compared with the Bénchmarks and Norms for ...
Organisation XYZ Your Ratings Primary Secondary
... from this mosf ... cémpared with the Benchmarking Partner Benchmarking Partner
recent survey last Survey's ratings
h =5 h = .
S el i Long-Term Bell Curve Respondent Partner Long-Term Bell Curve Respondent
(iP available) Norm Norm,: last . Norm
3lyears /
% Yes or % Mo or Last Survey % Change + No of
- Agr r 5 N No of No of
Rt Dis- dgrees | Ralng ;;%,f;as,f?; = ~" Respondents Partners | = Respondents
Il . (n=) (rofhded) (routded) W VLL-AAA+ H VH :Rotige J’é’é‘gt_ VL L-AAA+H VH
Engagement Culture
People are very optimistic about the organisation's 286 71% 2.4% 66% 4.6% o 53% 61% m 49%
future. Mar 2020 nose  12BPTR 5%
Equal 11% - 99%
There is high trust in Executive Management. 285 69% 4.9% 54% | 15.2% m 46% 54% ™ 46%
Mar 2020 1244 PTRs
320,879 7,332
Better * 9% - 98%
There is high trust in Middle Management. 286 65% 3.8% 58% 7.0% m 46% 54% u 46%
Mar 2020 1244 PTRs
320,879 7,332
Befter * 9% - 98%
There is a strong sense of success and achievement - 285 58% 4.9% 56% 2.3% u 43% 52% u 42%
'Things are getting better all the time'. Mar 2020 30330 HBPIRS 7315
Equal 5% - 97%
People are very positive about tackling problems. 285 63% 4.2% 62% 0.8% = 49% 59% u 52%
There is a 'Can do' mentality. Mar 2020 20776 1295FTR G
Equal 8% - 99%
Change in the organisation = Better things to come for 285 58% 5.6% 62% -4.1% u 49% 54% [ 47%
me. Mar2020 stgyss 2M0EMRs 7,310
Equal 14% - 91%
There is a strong sense of purpose and direction. 285 65% 5.6% 63% 1.7% m 48% 56% m 49%
Mar 2020 319,927 P2HLPTRs 7,311
Equal 7% - 100%
People want to improve the way things work in the 286 71% 3.1% 71% -0.3% o 63% 70% u 66%
organisation. Mar 2020 sw07 2PTRS ‘ 7,305
Equal 26% - 97%
I

Where possible, your department will have Peer Group (or niche) benchmarking in the
secondary partner set. This provides the ability to benchmark ‘like with like' work functions against
an external Benchmarking data set.

Difference in ratings between surveys.

Statistically better, worse, or equal (no change).

0 Action Step - Answer these three questions

1. Which attributes are relatively stronger than the norm and how can you use this strength to achieve your organisational
goals?

2. Which attributes are relatively weaker than the norm and how could this be impacting on your performance?

3. Which 1 or 2 areas (amongst all the possible questions) need attention first?
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

About Our Culture
BPA Analytics Scorecard Compared with the Benchmarks and Norms for ...
Canberra Health Services Your Ratings Public Hospitals & Healthcare Nursing & Midwifery
... from this most ... compared with the Services Professionals
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal" = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (where n>=5) Long-Term Bell Curve Respondent Partner Long-Term Bell Curve Respondent
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting i available) Norm Norm - last Norm
Partner Norms. (i ava 3 years
% Yes or '_%Noor Laﬁilvey % Change + m No of
Agrees  Dis-Agrees| Rating Y_e“".ﬁ* Sr: Respondents Partners | Respondents
*
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) & VL L-AAA+ HVH wmﬁ;'s‘t VLL-AAA+ HVH

Engagement Culture in Canberra Health Services - About Trust

Q#1201 There is high trust in the Executive Management Team 1,079 35%  259% | 24% = 11.4% 36% 40% = 38%
o of Canberra Health Services. 2021 || LI ISEIT 84278  JSOPTRs ERE_RER 226,324
Better 7% - 92%

QF 1184 There is high trust in Managers throughout Canberra 1,082 47% 18.1% | 35% 12.0% meEEE = 36% 40% R EE 38%

Engagement

o Health Services. Jun 2021 284278  OOPTRs 226,324
Better 7% - 92%

Q# 1194 There is high trust in Frontline Supervisors/Team 1,082 69% 85% | 63%  5.6% 36% 40% 38%

Engers Leaders. sun20o1 LA T v 4G0PTRS CAC I T e 12s
Better ! 7% - 92% '

‘[l:;“i" There is a climate of 'Trust and Respect' throughout 1,084 42% 21.6% | 32% 9.7% mEmE EE 35% 37% mEmEEEE 38%

b the organisation. Jun 2021 284306 7/ PIRs 226,790
Better 9% - 97%

Engagement Culture in Canberra Health Services - About Forward

Momentum

Q# 1183 People are very optimistic about the organisation's 1,084 44% 159% | 34%  10.4% 40% 43% = 44%

Exosnar fubure. 32001 A IRRCC ] iy OPTRS (I TR 11T o135
Better 7% - 92%

Q#1185 There is a strong sense of success and achievement - 1,084 40% 208% | 27% 12.4% mEEE EE 31% 33% mEEE EE 34%

G 'Things are getting better all the time'. Jun 2021 24845 OO FIRs 227,110
Better 4% - 94%

Q# 1186 People are very positive about tackling problems. 1,085 48% 167% | 36% = 12.9% 390 41% 41%

o There is a 'Can do' mentality. un 200 || I T 25,007 DOPIRs ERER_BE 227,197
Better ' 8% - 94% ’

@# 1187 Change in the organisation = Better things to come for 1,080 49% 14.4% | 40% 9.8% mnmE mE 41% 2% memE mE 44%

o og me. Jun 2021 459 PTRs

284,431 226,805
Better 14%- 91%

B There is a strong sense of purpose and direction. 1,080 45% 187% | 35% 9.5% | ) 37% 0% CIErr 1%

wgagement PTRs

Culture Jun 2021 284,248 357 226,621
Better 8% - 93%

‘[2:;‘3:’ People want to improve the way things work in the 1,082 61% 11.3% | 59% 1.7% mEmE mE 57% 59% meEEEEE 59%

Culture organisation. Jun 2021 24505  P9BPTRs 226,885
Equal 28% - 96%

Q# 1191 People are proud of the successes and achievements 1,083 54% 13.2% | 44% 9.7% mEEEEEE 50% 51% meEEEEE 52%

Sngasemest of the organisation. Jun 2021 23206  OPIRS 225,690
Better 16% - 98%
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

About Our Employees

BPA Analytics Scorecard Compared with the Benchmarks and Norms for ...
Canberra Health Services Your Ratings Public Hospitals & Healthcare Nursing & Midwifery
_ ... from this most ... compared with the Services Professionals
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. I(,e.hmt survey) last survey's ratings
"Equal" = There is not enough difference to be statistically significant (for this number of responses). where n>=5 (where n>=5) Respondent Partner
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (f available) Long-Term Bell Curve Norm Norm - last Long-Fem Bell Cunva Respongigtl
Partner Norms. 3 years
9% Yes or '?SNoDr LaﬁSlrvey % Change + m No of
Agrees  Dis-Agrees| Rating Y_e“".ﬁ* Sr: Respondents Partners | Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) & VL L-AAA+ HVH wmﬁ;'s‘t VLL-AAA+ HVH
Employee Satisfaction with their Organisation
@#65%  Canberra Health Services consistently meets my most 994 41% 24.8% | 39% 1.9% 43% 41% = 43%
v-oLeord important expectations of it. Nov 2019 || LI ISE I 204191  COPTRs ERE_NER 171,608
Equal ! 15% - 71% ’
Satisfaction with Conditions of Employment
Q# 748 Canberra Health Services provides ... Adequate 1,076 58% 13.3% | 61% -3.6% 59% 61% = 60%
b flexibility in the hours/shifts I work. Nov 2019 NRRENER 20go1 302 PTRs LR 187,843
Worse * ! 27% - 86% ’
Q# 38386 i i i 61% 10.3%
Canberra Health Services provides ... Clear repoplng 1,070 o menEEEE e
ines. No benchmarking analysis No benchmarking analysis
available available
Q# 749 : i 41% 22.6% 449% -2.6% 0, 44% — 0,
e Canberra Health Services provides ... 'Workloads', that 1,075 o mEEEEEE 43% o mEeEEEEE 40%
Conditons are fair and equitable. Nov 2019 negsy  J02PTRs 186,987
Equal ! 18% - 66% '

Q# 734 i i i ! 499% 181% | 52% -3.1% 9 58% )
Canberra Health Services provides ... A fair day's pay 1,070 =R 51% mnmE wE 44%,

Empioyment

Conditons for a fair day's work. Nov 2019 oneez ISP 120051
Equal 17% - 82%
Q# 737 i i 52% 14.6% 53% -0.8% 0, 45% 0,
= Canberra Health Services provides ... Good career 1,075 menEE = 39% meenE = 41%
Conditors opportunities. Nov 2019 120843  142PTRs 107,029
Equal ! 9% - 69% !
Q#735 ; ides ... 80% 55% 79% 0.4% o 74% 0,
. Canberra Health Services provides ... Secure 1,071 menEE = 69% meemE = 68%
Condit ons employment. Nov 2019 107577  127PTRs 97,058
Equal ! 44% - 86% !

Q# 741 Canberra Health Services provides ... Recognition of 1,071 41% 21.8% | 38% 3.3% e == 33% 37% meEw wE 33%

Emgioyment

Condit ons my achievements. Nov 2019 124,793 148 PTRs 110,201
Equal 12% - 60%
The Decision to Leave the Organisation
Q# 37785 H H H T ithi 300 97.3% 4%, -1.4% 0, 5% 0,
I intend to leave this organisation within 1 year. 1,032 LA meEE EE 4% vy mEEE EE 4%
52,401 32,720
Better 18%- 1%
Q# 37786 i i isati ithi 11% 89.3% 12% -1.3% ) 12% — 0,
I intend to leave this organisation within 2 years. 1,032 L% =R 10% e meEEEEE 10%
52,401 32,720
Equal 36% - 3%

Work where I Feel in Control
9#21555 T have a strong sense of... Being in control of many of 1,074 64% 71% | 65%  -1.4% e 1% 59% e 64%

Personal Wel

Being my work choices. Nov 2019 41,306 89 PTRs -

Equal 29% - 71%

Q#2158 T have a strong sense of... Being competenttodomy 1,076 89% 10% 90% -0.3% 91% 91% 92%
S my oo | MY 9% S | WO 2%

Equal 81% - 98%

Q# 21592 i i i 79% 35% 80% -0.5% (V) 77% — 0,
I have a strong sense of... Making a difference inmy 1,062 mEmE mE 77% mEEEEEE 80%

Personal Wel-

Being chosen field. Nov 2019 41.249 89 PTRs 26,047
Equal ! 57% - 88% !
Work where I Feel Included
Q# 36300 I feel safe at work to be the person Iam. 1,070 78%  59% | 76%  2.0% 76% Lk = 76%
R e [T 76% B0 OISO 76%
Equal ! 55% - 89% ’

Work where I Feel Supported
@#215% T have a strong sense of... Being supported in learning 1,069 74%  45% | 7% 12% | ag—] 69% 6% mEmE mE 71%

Personal Wel .
Being from my mistakes. Nov 2019 41,212 89 PTRs 26,281

Equal 39% - 88%

@#21597 T have a strong sense of... Being supported to achieve 1,066 68% 8.7% 64% 3.9% 62% 61% — 65%
b my personal and professional goals. ov 2019 || 11117 TN a1 BOPTRs IR ] 26,268

Better 32% - 77%

Q# 36808 I have a strong sense of... Being supported to look 1,067 64% 10.0% | 65% -1.1% mEEEEEE 65% 64% mEeEEEEE 66%

Personal Wel-

Being after myself. Nov 2019 36512 78 PTRs 22,030
Equal ’ 41% - 77% '
Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: - Page 13 of 27
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

About Our Employees

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services

Your Ratings

Public Hospitals & Healthcare

Nursing & Midwifery

... from this most ... compared with the Services Professionals
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal” = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (where n>=5) Long-Term gell Curve Respondent Partner Long-Term Bell Curve Respondent
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting i available) Norm Norm - last Norm
Partner Norms. (if avai 3 years
% Yes or %Noor | LastSurvey % Change + No of No of No of
Agrees Dis- Agrees |  Rating Year + Stat Respondents partners Respondents
nce —
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VLL-AAA+ HVH w“:z:nf';'s‘t VL L-AAA+ HVH
Work that I Feel is Worthwhile
Q# 21713 is .. i . 920/ 15% 91% 1.3% 0 89% — 0,
N The work I do is ... Meaningful 1,075 el meEE EE 89% ety meEEEEE 91%
Beling 36,723 23,023
Equal 77% - 97%
Q# 21714 The work I do is ... Purposeful. 1,073 92% 11% 91% 0.8% 89% 90% =i 92%
po : Aol REEE (RN somes | IR
Being 36,681 22,980
Equal 77% - 97%
Q# 21715 The work I do is ... Stimulating. 1,073 82% 3.1% 83% -0.4% 77% 77% = 82%
o 1 el RREEE N o | NI
Being 36,606 22,700
Equal 57% - 89%
Q# 21711 is ... rgising. 71% 62% 73% -1.6% 0, 67% — 0,
g The work I do is ... Energising 1,065 . memE B 68% e R 73%
Being 36,514 22,650
Equal 49% - 83%
Q# 37332 is ... i 3 90% 13% 90% 0.3% V) 87% — 0,
- The work I do is ... Something I am proud of. 1,069 O3%. meEEE = 87% . mEEEEEE 90%
Being 36,541 22,893
Equal 75% - 93%
Supporting Work-Life Balance
Q#700 My manager is aware of and accommodates work/life 1,068 72%  81% | 72%  -0.6% 59% 70% 57%
v My manag rk/ , AREEE [N AEEERE
Balance balance issues. Nov 2019 16050  OiPTRs 14731
Equal ! 38% - 84% '
Q# 37718 My manaager demonstr. I m 73% 86% 73% 0.3%
y manager demonstrates that they caeab(;;tj)te' y 1,068 o M O
we ing. No benchmarking analysis No benchmarking analysis
Equal available available

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Canberra Health Services 2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

About Our Workplaces
BPA Ana Iyt|cs Scorecard Compared with the Benchmarks and Norms for ...
Canberra Health Services Your Ratings Public Hospitals & Healthcare Nursing & Midwifery
... from this most ... compared with the Services Professionals
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal” = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (where n>=5) Lona-Term Bell Curve Respondent Partner Long-Term Bell Curve Respondent
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (i available) a Norm Norm - last Norm
Partner Norms. 3 years
9% Yes or % No or Last Survey % Change + m No of
Agrees Dis- Agrees Rating Year + Stat
Sq‘ﬁ‘ea ’ cance Respondents Partners | Respondents
*
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VLL-AAA+ HVH w“:z:nf';'s‘t VLL-AAA+ HVH
Team Problem-Solving
Q# 1247 In my work team ... I feel safe in discussing work 1,072 73% 56% 73% 0.2% 71% 2% = 73%
blem- problems with other team members. Nov 2019 LIRS ] 35,041 ners | [T 38,654
Equal 50% - 86%
QF 1248 In my work team ... I feel safe in discussing work 1,065 73% 6.9% 77% -4.3% 71% 70% =i 71%
e problems with my team leader. Nov 2019 LI TR 34,108 69 PTRs ERE_RER 38,113
Solving ’ ’
: Worse * 50% - 84%

Effectiveness of Responses to Harassment and Bullying

@# 37723 Qver the past 12 months ... There has been a focuson 1,018 46% 17.1% | 46% 1.0% 44% 2% — 46%
By identifying and addressing bullying and harassment. Nov 2019 EEEE BN 07,177 ~ \S9PTRs IR ] 53,780

Equal 13% - 61%

Q#3724 Qver the past 12 months ... There has been accessto 1,023 55% 134% | 54% 0.7% 46% 43% 47%
s appropriate training activities to address bullying and Nov2ozo | I I T I THT ] 105802 \20PTRs EEEE _BR 59,878

harassment. Equal 14% - 75%

Q#3775 OQver the past 12 months ... There has been a focus on 1,013 49% 16.2% 48% 0.1% 42% 41% 44%
Bayng reducing bullying and harassment in the workplace. Novzoto I I 11 T 100732  79PTRs L ] 57,247

Equal 17% - 59%

Q# 37726 Over the past 12 months ... My manager has clearly 1,020 56% 14.1% | 56% -0.4% =R 55% 57% R 57%

sy demonstrated their preparedness to eliminate bullying Nov 2019 207 PTRs

113,732 63,004
and harassment. Equal 22% - 79%
Q# 37727 Over the past 12 months ... My team has clearly 1,014 55% 124% | 53% 2.1% 57% 57% 58%
s demonstrated their preparedness to eliminate bullying Nov 2019 LIRS 108344 2B FPTRs AR _BEER 50,333
and harassment. Equal 22% - 72%
opyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the e op Drawer Report for Cohort: - Page 15 o
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2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

About Our Managers

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services

Your Ratings

Public Hospitals & Healthcare

Nursing & Midwifery

... from this most ... compared with the Services Professionals
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal” = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (where n>=5) Long-Term gell Curve Respondent Partner Long-Term Bell Curve Respondent
espondent Norms come from all respondents in a Partner Group, not just those eligible for setting ) -
R dent N f ] dents in a Partner G ot just those eligible for sett £ available Norm Norm - last Norm
Partner Norms. (if available) 3 years
% Yes or % Noor | LastSurvey % Change + No of No of No of
Agrees Dis- Agrees Rating Ye Stat
Sq‘ﬁ‘ea ’ :am Respondents Partners | Respondents
*
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VLL-AAA+ HVH w“:z:nf';'s‘t VLL-AAA+ HVH
Manager as Coach
@52 My manager ... Clearly communicates to me what they 1,071 73% 4.1% 73% 0.6% 64% 66% 66%
e o expect from me. nov 2019 |- I IC Tl ] o TEPTRS (AT Tl | s
Equal ! 39% - 85%
Q# 61 My manager ... Gives me constructive feedback on my 1,067 60% 11.5% 58% 1.9% meEEE = 49% 52% meEEE = 51%
Mgr as Coach
performance. Nov 2019 26,927 77 PTRs 188,311
Equal 27% - 72%
Q# 62 My manager ... Helps me to set realistic performance 1,059 58% 12.9% 60% -2.0% 49% 53% 50%
55 Mymanager .. Help performance L e [T 1] soms | [T ]
. 225,633 185,371
Equal 27% - 75%
Q# 65 r.. i r in achieving m 7 52% 15.3% | 53% -1.1% v 48% 0
. My manager ... Reviews my progress aCh(I)?) j erl%ivez 1,05 N mEEEE w 43% 1 1R meEEE = 44%
- 223,205 182,541
Equal 19% - 68%
Q# 67 My manager ... Conducts annual performance reviews 1,056 59% 15.5% | 60% -1.0% 57% 65% =i 61%
Mor as Coach with me. ov 2019 || AL LI 213001  300PTRs ERE_RER 176,082
Equal ! 20% - 90% '
Q# 72 My manager ... Is a role model I look up to and learn 1,063 61% 13.6% | 64% -2.1% I 53% 57% meEmE = 55%
Mor as Coach
from. Nov 2019 215051 201 PTRs 178,555
Equal 26% - 75%
Outcomes for Good and Poor Performance
Q# 68 My manager ... Provides reward and recognition for 1,058 52% 19.9% | 46% 5.7% 42% 48% 43%
c ) outstanding performance. Oct 2015 EEEEE N 214079  92PTRs EEEEE N 175.902
Better ' 17% - 66% !
Q# 69 My manager ... Provides appreciation for good 1,065 60% 13.2% | 64% -4.1% 53% 58% 53%
ot sl e [ soomes | I 1M
Qod 217,441 181,909
Worse * 20% - 74%
My manager ... Is prepared to address poor 1,059 59% 13.1% | 61% -1.3% 54% 57% 55%
performance in a constructive manner. Nov 2019 REEE BN 219425  372PTRs RREN BN 180,861
Equal ! 26% - 73% ’

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

About Our Values

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services

(*) = There is a 95% probability of correctly identifying this difference as statistically significant.

Your Ratings

... from this most
recent survey
(where n>=5)

... compared with the
last survey's ratings
(where n>=5)

Public Hospitals & Healthcare
Services

Nursing & Midwifery
Professionals

"Equal” = There is not enough difference to be statistically significant (for this number of responses). Respondent Partner
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (f available) Long-Term Bell Curve Norm Norm - last Long-Fem Bell Cunva Respongigtl
Partner Norms. 3 years
% Yes or %Noor | LastSurvey % Change + No of
Saress i Dis- Agrees | It Year + Sr: Resggn(:ifenls Pa'r\t)\;; Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) & VL L-AAA+ HVH wmﬁ;'s‘t VLL-AAA+ HVH
Values-In-Action by Respondents
Q# 38387 I proudly put into practice the value... Reliable - We 1,083 92% 15% I mEEnEEEE
aIways do what we say. No benchmarking analysis No benchmarking analysis
available available
Q# 38388 I proudly put into practice the value... Progressive - 1,079 87% 14% I i
We embrace innovation. No benchmarking analysis No benchmarking analysis
available available
Q# 38389 H 7 - 949 1.7%
I proudly put into practice the value... Reslpectful We 1,077 i i
value everyone. No benchmarking analysis No benchmarking analysis
available available
@#383%0 T proudly put into practice the value... Kind - We make 1,077 94% 14% i e
everyone feel welcome and safe. No benchmarking analysis No benchmarking analysis
available available
Values-In-Action by Work Colleagues
Q# 1369 The people I work with put into practice the value... 1,030 76% 20% 74% 2.2% 69% 69% 70%
Coeages Reliable - We always do what we say. Nowzoto I I 111 T 122119  2L7PTRs EREE_BE 102886
Equal ! 37% - 96% ’
Q# 1370 The people I work with put into practice the value... 1,028 72% 30% 66% 6.4% 69% 69% = 70%
Cotesgues Progressive - We embrace innovation. Novang || 101 1T 2119 27PTRS REEEENN 102,886
Better ' 37% - 96% '
QF 1371 The people I work with put into practice the value... 1,024 79% 32% 72% 6.6% 69% 69% 70%
Cateas Respectful - We value everyone. Nov 2019 EEEEE N 122119 27 PTRs REEEE N 102,886
Better 37% - 96%
Q# 1372 The people I work with put into practice the value... 1,023 81% 3.9% 75% 6.7% 69% 69% 70%
Comears Kind - We make everyone feel welcome and safe. Nov 2019 REEEE N 122119 2Y7PTRs EEEEE N —
Better ! 37% - 96% '
Values-In-Action by Managers
Q#1033 My manager/supervisor puts into practice the value... 1,032 72% 72% 66% 6.1% 70% 69% = 72%
e Reliable - We always do what we say. Novopo [ 1L LRI TL s6o18  114PTRs BRRERER 40,435
Better ! 41% - 87% ’
Q#1070 My manager/supervisor puts into practice the value... 1,024 70% 76% 66% 4.7% 70% 69% =i 72%
e Progressive - We embrace innovation. Nov2opo [ 1L L ILIL T s6o18  114PTRs ERRERER 40,435
Better ! 41% - 87% '
@# 10371 My manager/supervisor puts into practice the value... 1,021 74% 85% 71% 2.8% 70% 69% =i 72%
fas bt Respectful - We value everyone. Nov 2019 EEEE_EN seo1g  LLAPTRS R 40,435
Equal ! 41% - 87% !
@# 10372 My manager/supervisor puts into practice the value... 1,026 75% 80% 73% 2.0% 70% 69% 72%
e Kind - We make everyone feel welcome and safe. Novaoso ||| I 1T I seo1g 114 PTRs ERER_RE 40435
Equal ’ 41% - 87% '
Values-In-Action by Executive
Q# 6085 Canberra Health Services' Executive Management 1,026 46% 15.8% | 34% 12.5% 53% 52% 55%
o b Team put into practice the value... Reliable - We Nov 2019 NR_EEEN sao43  19PTRS [ 41852
always do what we say.. Better ' 19% - 80% '
Q# 6086 Canberra Health Services' Executive Management 1,019 53% 15.3% | 46% 7.2% 53% 52% — 55%
EUES T Team put into practice the value... Progressive - We Nov 2019 IR ] 58243 115 PTRs IR ] 41.852
embrace innovation.. Better 19% - 80%
Q# 6087 Canberra Health Services' Executive Management 1,012 54% 15.1% | 46% 8.5% 53% 52% — 55%
SIS Team put into practice the value... Respectful - We Nov 2019 IR se243  LISPTRs IR 41.852
value everyone. Better ' 19% - 80% '
Q# 6088 Canberra Health Services' Executive Management 1,014 57% 13.5% | 48% 9.5% 53% 52% — 55%
YR Team put into practice the value... Kind - We make Now 2010 || 11 11T I sg243  LL9PTRS ERECEEE 41,852
everyone feel welcome and safe. Better 19% - 80%
Responding to Behaviour Contrary to the Values
QF 10433 If T observed an employee not demonstrating Our 1,052 69% 6.1% 63% 5.1% 56% 56% 66%
Hadarced Values I would... At an appropriate time or place, Nov2ozo ||| I 11T I 67,4493  [32PTRs NERE_RR 44,812
discuss with them the behaviour I saw and how it was Better 38% - 72%
inconsistent with Our Values.
QF 10435 If I observed an employee not demonstrating Our 1,052 67% 55% 68% -0.6% 60% 60% = 68%
Reinforced Values I would... Report this behaviour to their Nov 2019 LTI 1] 67055  132PTRs LI IR 44323
supervisor. Equal ! 45% - 81% '
QF 10434 If I observed an employee not demonstrating Our 1,047 49% 22.7% | 50% -1.0% 50% 46% 56%
Reinforced Values I would... Trust that if such behaviour was Nov 2019 LIRS 67,058  L32PTRs RE_BENR 44,294
reported, then it would be appropriately managed. Equal 24% - 75%

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

About How We Do Things

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services

(*) = There is a 95% probability of correctly identifying this difference as statistically significant.

Your Ratings

... from this most
recent survey
(where n>=5)

... compared with the
last survey's ratings
(where n>=5)

Public Hospitals & Healthcare
Services

Nursing & Midwifery
Professionals

"Equal” = There is not enough difference to be statistically significant (for this number of responses). Respondent Partner
?fiic;",dpif rr:q:(ms come from all respondents in a Partner Group, not just those eligible for setting (f available) Long-Term Bell Curve Norm Norrg _y ‘laaas'ts Long-Term Bell Curve Respongigtl
% Yes or %Noor | LastSurvey % Change + No of
ol . oo 4 No of No of
= A== (. svw_ ;S Respondents Partners | Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) & VL L-AAA+ HVH wmﬁ;'s‘t VLL-AAA+ HVH
The Pace & Direction of Change
@# 125 The changes that the organisation introduces are well 1,075 45% 18.6% 33% 11.4% 28% 32% 33%
oy planned, well thought-out and client focussed. Nov 2019 || I 1L 11T 1T 79553  2PTRs ERREE R 76,675
Future ’ !
Better 14% - 63%
Q#1255 The organisation introduces change quickly. It is fast, 1,069 38% 19.4% 23% 14.7% 20% 27% 26%
Fomuted focussed and flexible. Nov 2019 BREERRN 79203 > PIRs LTI T 76,351
Better ! 4% - 56% ’
Improvements Over the Past Year
QF 4459 Overall, the organisation has made significant 1,062 40% 15.6% | 37% 3.4% 36% 36% = 40%
Ingebing improvements during the past year. Nov 2019 EREE_NN 63402  114PTRs ERRERER 55,108
Better ! 8% - 74% '
@#205 During the past year, there has been an improvement 1,057 50% 17.0% | 44% 6.0% 32% 43% 32%
g in... Communication in the organisation. Nov 2019 EREREN 92708  L[48PTRs EERRRE 73,280
Better ! 15% - 62% '
Q%205  During the past year, there has been an improvement 1,045 42%  184% | 41%  1.1% 27% 37% 28%
Ingeping in... Motivation in the organisation. Nov 2019 EREER_N 6773  102PTRs LI 1N 62500
Equal ! 5% - 61% '
@#201 During the past year, there has been an improvement 1,047 43% 17.5% | 40% 2.8% 38% 35% = 43%
Imgroing in... The organisation's services and facilities. Nov 2019 EREE RN 7636  JOPTRs LIV ] 42870
Equal ! 5% - 81% ’
Opportunities to Have a Positive Influence
Q# 38399 In the last week, I had the opportunity todo 1,048 33% 95%
something that was a positive influence in my team QDMTWQDEE\NQ QMQEDM:I
and the organisation in this time of change. available available
Management Support with Change
#1872 My manager has the skills and capability to support 1,050 63%  91% | 65%  -2.0% 63% 6% ml 64%
Taretion me in this time of change. Nov 2019 TR 10126  1BPTRs NEE_EEN 5743
Equal ! 34% - 74% '
Q# 11643 i e i ic ti 65% 8.9% 67% -2.5% 0, 65% = 0,
e e My manager is supportive in this time of change. 1,048 2% e 65% el e EE 63%
Transiion 11,883 9,413
Equal 40% - 74%
@# 11842 The Executive Management Team is supportive in this 1,032 42% 18.1% | 40% 1.7% 42% 41% — 43%
time of change. Novaoro | I I TEEEITIET 11963  27PTRs LIS ] 6,948
Equal ! 15% - 57% '

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

About Our Clients

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services Your Ratings Public Hospitals & Healthcare Nursing & Midwifery
} _ ... from this most ... compared with the Services Professionals
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal" = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (where n>=5) Long-Term Bell Curve Respondent Partner Long-Term Bell Curve Respondent
P;j’s;c;n(dr‘e;irzi:(ms come from all respondents in a Partner Group, not just those eligible for setting (i available) Norm Norrg —y‘laaas; Norm
% Yes or %Noor | LastSurvey % Change + No of No of No of
Agrees  Dis-Agrees| Rating Y_e“".ﬁ* Sr: Respondents Partners | Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) ® VLL-AAA+ HVH Wmﬁ;; VLL-AAA+ HVH
Consumer Safety Measures - Preventative, Detective & Corrective
Q# 6116 Commitment - People in my work unit are highly 1,043 84% 18% 84% 0.0% 87% 88% 88%
G conscious of the potential for adverse consumer safety Nov 2019 BE_RRRN 107302  29PTRS BL_ERRRE 64,238
events. Equal 67% - 99%
Q# 6117 Vigilance - People in my work unit report adverse 1,041 81% 32% 79% 1.1% 83% 84% 84%
o consumer safety events and complaints quickly and Nov 2019 (10 T I ] w043y 230PTRS HR_NNRN 63938
openly. Equal ! 59% - 97% '
Q#6120 Learning - People in my work unit treat consumer 1,045 77% 32% 72% 5.2% 79% 80% 80%
Gl safety events as learning opportunities. Nov 2019 BERERER 105001  238PTRs NN ENN 63.824
Better ! 53% - 96% '
Q# 11224 Reliability - People in my work unit always follow 1,047 76% 3.4% 74% 1.9% 77% 76% =i 77%
b evidence, guidelines, standards, procedures and Nov 2019 LTI 76301  [HIPTRS LI IS 44,672
pathways no matter how difficult this might be. Equal 58% - 93%
Q# 11225 Escalation - People in my work unit exercise good 1,041 85% 22% 87% -1.6% 86% 86% 88%
G judgement about when to escalate a deterioration in a Nov201s || 1L ISE T 74017 ~ [ABPTIRS R REER 44,390
consumer's condition. Equal 66% - 97%
Q#1126 perseverance - People in my work unit will persevere 1,035 84% 25% 86% -1.7% 85% 84% 87%
cee " in escalating concerns when they believe it's clinically ov 2019 || I ILISL I 72,531 ~ [HPTRS RE__REER 43,262
appropriate. Equal 64% - 97%
Commitment to Consumer Safety
Q# 38401 I am committed to doing everything I can to ensure 1,045 98% 00% menEEEE M
consumer Safety‘ No benchmarking analysis No benchmarking analysis
available available
¥ 37738 My Manager is committed to doing everything they 1,045 88% 2.7% 79% 8.8% menEEEE M
s can to ensure consumer safety. Nov 2019 [\ 0 tma e No benchmarking analysis
Better available available
The Executive responsible for my workplace is 1,038 71% 6.9% 63% 8.3% mEEEEEE e
committed to doing everything they can to ensure Nov 2019 |\t enchmarking analysis IR T ST
consumer safety. Better available available
o 37736 The Executive Management Team are committed to 1,039 69% 8.4% 61% 7.5% menEEEE A
doing everything they can to ensure consumer safety. Nov 2019 |\t enchmarking analysis T T T
Better available available

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the
Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.
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2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

About Our Survey Actions

BPA Analytics Scorecard

Compared with the Benchmarks and Norms for ...

Canberra Health Services

Your Ratings

Public Hospitals & Healthcare

Nursing & Midwifery

) ... from this most .. compared with the Services Professionals
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal” = There is not enough difference to be statistically significant (for this number of responses). (where n>=5) (where n>=5) Respondent Partner
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting (f available) Rong-Fesm Bell Curve Norm Norm - last Long-Term Bell Curve Responﬂsg;
Partner Norms. 3 years
% Yes or D‘:Noor Last Survey S:Olalg:;' No of No of No of
- +
Agrees Agrees|  Rating anificance Respondents_ Partners| Respondents
. Below the Norm Near the Norm . Above the Norm (n=) (rounded) (rounded) & VLL-AAA+ HVH mﬁ;'s‘t VLL-AAA+ HVH
Feedback on the Last Survey
@#3777¢ T completed the 2019 CHS Workplace Culture Survey. 891 73% 72% 57% 15.3% I mEEnEEEE
Nov 2019 No benchmarking analysis No benchmarking analysis
available available
Q# 37775 I received feedback on the findings of the last 868 32% 23.8% | 30% 1.6% I i
employee survey ... From CHS (e.g. CEO presentation). Nov 2019 |\ henchmarking analysis No benchmarking analysis
Equal available available
Q# 37776 I received feedback on the findings of the last 869 43% 19.9% | 34% 8.9% i i
employee survey ... from my Executive/Manager. Nov 2019 | o benchmarking analysis No benchmarking analysis
Better available available
Q# 37777 Action was taken as a result of the last survey. 885 17% 20.0% | 16% 0.9% 24% 27% 21%
oot I I yroms | I T
9,299 6,850
Equal 5% - 53%
@F 37778 There was a positive impact resulting from the last 885 16%  267% | 13%  3.6% 17% i 20%
survey. wov 2010 | L AL IRSE I oy BPTRS HE [ mRRR s
Better ' 1% - 40% ’
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Canberra Health Services 2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

About Our Workplaces
BPA Analytics Snapshot Your Ratings (*)

Canberra Health Services

Current Survey Last Survey
A sub-set of respondents defined as ..... Position = Nursing/Midwifery (ravaible)
% Yes or % Middle % No or Last Survey % Change since
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. Rated Dis- Agrees - Last Survey +
) X - . Agrees Rating
"Equal" = There is not enough difference to be statistically significant (for this number of responses). § ‘_(gar +
(n=) Significance (*)
Prevalence of Being Subjected to Bullying, Harassment, Favouritism or Discrimination in the Workplace
In the last 12 months, I have been subjected to ... Bullying in the workplace. 1,070 23% 76.6% 28% “43%  Better
2019
In the last 12 months, I have been subjected to ... Harassment in the workplace. 1,055 13% 86.5% 20% 6.6%  Better
2019
In the last 12 months, I have been subjected to ... Discrimination in the workplace. 1,054 15% 85.0% 18% 3.0%  Better
2019
In the last 12 months, I have been subjected to ... Favouritism in the workplace. 1,058 26% 74.5% 29% 3.4%  Better
2019
In the last 12 months, I have been subjected to ... Bullying or Harassment in the 1,061 27% 73.1% 46% 194%  getter
workplace. 2019
In the last 12 months, I have been subjected to ... Bullying or Harassment or 1,071 41% 59.4% 54% 13.9%  petter
Discrimination or Favouritism in the workplace. 2019
Reporting Harassment and Bullying - Experienced
When I experienced harassment or bullying I ... Reported this behaviour. 643 66% 18.5% 15.2%
When I experienced harassment or bullying I ... Knew how to go about reporting such 658 76% 16.6% 7.1%
behaviour.
When I experienced harassment or bullying I ... Trusted that, if such behaviour was 663 48% 22.2% 29.4%
reported, then it would be appropriately managed.
Reporting Harassment and Bullying - Observed
When I observed harassment or bullying I ... Reported this behaviour. 711 73% 17.7% 9.0%
When I observed harassment or bullying I ... Knew how to go about reporting such 729 80% 15.0% 4.8%
behaviour.
When I observed harassment or bullying I ... Trusted that, if such behaviour was 732 52% 22.4% 25.4%
reported, then it would be appropriately managed.
Personally Subjected to Occupational Violence
In the last 12 months, I have been subjected to Occupational Violence. 1,081 65% 34.9% 60% 47%  worsé"
2019
Attitudes Towards Occupational Violence
Occupational Violence is generally accepted as being 'part of the job' in my workplace. 833 32% 23.8% 44.2% 28% 42%  worse
2019
Canberra Health Services - Safety@Work
Managers always take work, health and safety seriously. 1,079 80% 15.4% 4.9% 76% 37%  Better
2019
Managers always take action to address identified work, health and safety issues. 1,078 76% 19.0% 5.4% 73% 22%  Equal
2019
Employees are always consulted on decisions that impact on their work, health and 1,079 59% 27.6% 13.5% 54% 4.6%  Better
safety. 2019
When I act safely I always receive positive support and recognition in my team. 1,079 57% 31.2% 11.6% 50% 68%  petter
2019
In this organisation, staff safety is considered as important as patient safety. 1,079 63% 23.3% 13.5% 56% 68%  Better
2019
Overall, the organisation has a strong, effective staff safety culture. 1,079 59% 26.4% 14.2%
Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the The BPA Top Drawer Report for Cohort: - Page 21 of 27

Intellectual Property of BPA Analytics Pty Ltd and may not be reproduced without prior written
permission. For full details, see the main report or the BPA Analytics website at www.bpanz.com.



.
V4

BPA

Analytics
550“”‘55 f}@“«'ﬁn,

76

Canberra Health Services 2021 Workplace Culture Survey

Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

Background to the Net Promoter Scores™

The Net Promoter Scores" (NPS® Bain & Company, Inc., Satmetrix Systems, Inc., and Fred Reichheld) provides a gauge of respondent loyalty and engagement. Respondents are categorised into three types based
on their response to the key question: "On a scale of 0 to 10, how likely are you to recommend this organisation?”

TUTTRTRE

9 10
Detractors Passives Promoters
(Not at all likely to (Extremely likely to
recommend) recommend)

Promoters (score of 9 or 10):

People who feel their lives are enriched by their relationships with the organisation. Promoters typically go the extra mile for the organisation, they are loyal, and promote the organisation.

Passives (score of 7 or 8):

People who are fairly satisfied, but not loyal. They rarely talk up the organisation, and when they do, it's likely to be qualified and unenthusiastic. If a better offer comes along, they are likely to defect.
Detractors (score of 0 to 6):

People who feel their lives have been diminished by their associations with the organisation. They are dissatisfied and even dismayed by how they are treated. They frequently speak negatively about the organisation
and are likely to defect as soon as they find something better.

. O
NET PROMOTER SCORE (NPS) = % Promotersj — 9% Detractors

References:

Bain and Co (2013). Who's responsible for employee engagement? Line supervisors, not HR, must lead the charge. Bain and Company, New York.

Net Promoter®, NPS®, NPS Prism®, and the NPS-related emoticons are registered trademarks of Bain & Company, Inc., Satmetrix Systems, Inc., and Fred Reichheld.
Net Promoter Score* and Net Promoter System* are service marks of Bain & Company, Inc., Satmetrix Systems, Inc., and Fred Reichheld.

BPA Analytics Scorecard - Net Promoter Score Compared with the Benchmarks and Norms for ...

Canberra Health Services Your Net Promoter Scores | Public Hospitals & Healthcare Nursing & Midwifery
... from this most ... compared with the Services Professionals
(*) = There is a 95% probability of correctly identifying this difference as statistically significant. recent survey last survey's ratings
"Equal" = There is not enough difference to be statistically significant (for this number of responses). (where n)=5) (where n):S) R
- espond Partner
Respondent Norms come from all respondents in a Partner Group, not just those eligible for setting ) Long-Term Bell Curve ent Noom  Norm - last Long-Term Bell Curve Responlgent
Partner Norms. (if available) 3 years orm
(n=) % % Change + —_— No of Res-
NPS | e | LaSt Year + Stat No of No of 30?1de$158
passives | SUIVEY  significance Respond _Partners|
. Below the Norm Near the Norm . Above the Norm NPS & VLL-AAA+ HVH ents wmﬁ;; VLL -AAA+ HVH
Advocating for the Organisation - The Net Promoter Score
I would recommend my organisation (where appropriate) as... 1,071 -6.1 30% -13.0 6.9 +9.1 +1.9 +14.2
a good place to work. 35% Jun 2021 EE EEEN g4627  [B4PTRs E_EEEEN 61,560
36% Better -6352 %o
I would recommend my organisation (where appropriate) as... 1,070 +6.9 35% +2.3 4.6 +23.3 +14.9 +27.9
the best choice for the type of service provided. 36% Jun 2021 LMoo 90173 151 PTRs o _EEEe. 60,653
0 Better ' -54.3to !
29% +93.4
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

Now that I understand my report, what do I do next?
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

How do I feedback the results to my staff?

The BPA Report is a management tool. You want an engaged
workforce, where people feel motivated to come to work, to
do their best, to drive the strategy of your organisation (and
your department).

The value out of the survey process becomes real when
employees receive feedback, they feel they were listened to
and that something will be done with the results.

Receiving a report about your own management style, how you
lead your team, the level of trust, any unreasonable behaviours
at play, can sometimes be very confronting.

Sometimes managers have what | call a SARAH moment when
they receive the BPA report. SARAH is my take on Elisabeth
KUbler-Ross' stages of grieving ... a humorous take.

S stands for Shock:

00 “| can't believe anyone would say
such a thing!”
®
A stands for Anger:

.\/. “| feel outraged by this feedback!”
~~

R stands for Revenge:

e® 'l knee-cap them, slash their
~ car tyres, and...”

A stands for Acceptance:

® e 'Well, employees were asked to

‘have their say, this feedback is
all part of being a leader.”

H stands for Help:

o0 ‘I need coaching on the best
way to use this information.”

Copyright for all Questions, Benchmarks, Norms and Modelling used in this report remains the

Outlined below are some commandments when
rolling out BPA results to your team.
They are grouped by thou shalt and thou shalt not.

Thou shalt

Be open and lead with the
positives at the beginning of the
discussion.

Do run the meeting by being open to the things
you may not necessarily agree with.

Do finish the meeting by focusing on making
decisions about the actions going forward, what
you are going to do as the manager and your
expectations of each member of the team as well.

Thou shalt not

Don't try and figure out
who said what

Don't mock people’s opinions as
most (perhaps not all) try sincerely to
provide genuine feedback.

Don't blame people above you. Focus
on what you can control.

Don't bury people in too much
information. Give them the highlights
and the BPA At A Glance is a good
place to start.

Don't go into your meeting
unprepared, thinking “I
can wing this” -
you will come a

gut-sal Don't shut people

down (unless they are trying
to monopolise the meeting). If so do
this respectfully.

Don't make promises you are not
prepared to keep or not able to
action.

Don't blame the team for a not-so
great result. Every culture has
strengths.

Don't hand out narrative text —
staff don't necessarily want their
comments to be front page news.
This is a high risk strategy and will
just fuel gossip.
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

Qand A
This section might just answer some of the questions you have about the BPA report. I
| 4
Q. The last time the BPA survey was conducted in our organisation, my department was in a Culture =
of Success, now it's in Consolidation. What happened, what can | do about that? I

A. One thing to understand is that Organisational Culture is like a bank account... sometimes you might have to spend a bit of the
bank account when you are introducing unpopular change. The key lies in knowing when to re-build. The only thing constant in
an organisation is change - it happens, it is a fact of life. Building a level of resilience in the culture is the first step. Getting your
employees focused on the fact that change is going to happen, it is going to bite us on the nose at any time and that we have to
be prepared for it. Go through the 10 Engagement questions carefully to see where you ‘lost ground’ between surveys. Was it in
trust, was it in employee’s motivation, was it in change? Then focus on one area to rebuild the level of engagement. Campaign
building trust ... build trust and it builds engagement.

Q. How do | build trust?
A. Trust is the glue that binds a team (and an organisation) together. You can't change a culture without it. The things that build trust:

* Visibility - being out there amongst your people (not checking up on them) but truly engaging with them. Walk through the
department, say hello, ask about how things are going, roll your sleeves up and do a bit of the hard labour every now and then.

@ * Predictability in your own leadership style - a moody manager is not one that people will trust or follow.

* Fairness - don't play favourites! Be transparent in your recruitment and selection processes (and give feedback to those
ﬁ who are not successful), be transparent in workload allocation, in annual leave allocation, in rewarding and recognising
individuals. Lack of fairness and favouritism are cousins!

Q. My benchmarking summary graph (the overall countsin blue, red and yellow) has lots of blue for About Our Managers
.. but lots of red for About Our Culture. What does this mean?

A. This might be a little unpalatable to hear ... but you have to be careful you aren't adopting the potential for manager disconnect
in your management and leadership style. An attribute of the best managers | have seen, is that they can win the hearts and minds
of their people to go with them and their leadership ... and to go with the organisation. They don't bunker their team down. The
signs and symptoms of a responsible manager versus a manager that might be potentially disconnected are illustrated in the next
column. Have aread ... it might be confronting ... but ask yourself‘do | do any of the disconnected behaviours’and if you are honest
in your self-evaluation you will welcome the opportunity to develop yourself and change a set of behaviours that you might not
necessarily be even aware of. But whatever you do, try not to adopt a bunker mentality to protect yourself and your employees.

The potential for Manager Disconnect is a label developed by BPA that applies to a phenomenon where managers have disconnected
their managerial responsibilities and surrendered them to the organisation. Examples of this behaviour include:

a A manager who is potentially disconnecting ... Q A responsible manager ...

Denigrates the organisation and its executive in front of their staff. Supports the organisation’s decisions in front of their staff even

if they privately disagree with them.
Tries to be everyone's friend, even when it means ignoring yp y &

performance problems. Is friendly but firm in requiring appropriate performance levels.

Doesn't want to take on the normal responsibilities of a manager, Accepts their responsibilities as a manager, even if it means
but wants the title and the pay. some discomfort in the workplace.

Q. My benchmarking summary graph (the overall counts in blue, red, and yellow) has lots of blue for About Our Culture
but not for About Our Managers. What does this mean?

A. The questions on the BPA survey are asked at 3 levels ... your employees’ working life in the organisation (the entity that employs
them), their working life in their team, their working life with you the manager, the person who guides and directs their performance.

If your employees’ evaluation of your leadership style doesn't come up rosy, then this represents an opportunity for you personally.
The best managers | have come across know themselves very well - they know their personal attributes - what they are like at their
peak, what they are like when they are stressed. They seek information about their style that will make them a better manager, and
we can always be better. It is a huge responsibility being a manager, and receiving feedback on our management and leadership
style comes with the title. Look for areas of strength in your style based on the evaluation of how others see you. Use the Leadership
profile as an opportunity to gain insight into how others see you. Drop any defensiveness - | know sometimes the evaluation can
be hard hitting, but take it on board and grow.
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

What Works when Changing Culture - The Power of Values

What does BPA think are the most successful forms of cultural change?
Over the past 29 years of measuring Organisational Culture, the two most powerful forms of cultural change we have observed that
work are:

1. The power of Values and the behaviours that underpin them.
2. The power of managers truly taking on the role of being a Performance Coach - holding people accountable, not only for their

performance, but their behaviours too.

If you do nothing but focus on these 2 things, hopefully you will get some traction in a positive way.

The Power of Values

There is power in a strong set of Organisational Values as Values
are the anchor that you as a manager can use during times of
major or turbulent change. They are an organisation’s moral
compass.

Your beliefs become your thoughts,
Your thoughts become your words,

Your words become your actions,
Your actions become your habits,
Your habits become your values,
Your values become your destiny.

- Mahatma Gandhi

22

Values do 2 things
for an organisation and a team:

1. They will guide the organisation’s decisions and priorities
- strategic and day-to-day; and

2. They will establish the boundaries for acceptable and
unacceptable behaviour.

Everything changes ... Buildings change, People change, Client’s
and Member's expectations change, Governments change,
Funding Levels change, Workload and activity change, Climates
change, Economies change, Managers and Leaders change.

The one constant that can stay the same in the midst of major
change is an organisation’s Values ... and how these are put
into practice.

Finally when it comes to Values, in the best organisations BPA
has measured, we have identified these organisations do 3
things very well with their Values, they ...

Remove by the Values

As a manager of a team, think about these practices.

Do you speak to your Organisation’s Values when you
are recruiting new people into your team? Do you

- ask the potential new recruit to draw on their past
experiences to find out if they will be a good fit for
your department?

Do you acknowledge great performance (rewarding

doesn't have to be materialistic).

Are there consequences for people who don't live
by the Values, for any behaviours that are contrary
to the defined set of behaviours that underpin your
organisation’s Values?

The 3 Types of Values BPA has Observed

BPA Analytics' (BPA) research into Organisation Values has found
3 broad categories of values.

1. Aspirational Values;

2. Inspirational Values; and

3. Foundational Values

N A

' _ Aspirational Values

" These are values that an organisation may aspire to.
Examples couldinclude Excellence, Service, Continuous
Improvement, Communication or Teamwork. In
our observation, most Company Values are of the
Aspirational kind.

Inspirational Values

These are values that have an underlying cause
that inspires its workforce and sometimes even
clients. They typically have a ‘call to action’. They
might include “to fight cancer” or “to end animal
testing on cosmetic products”. They are visionary
and motivational in a way that “excellence” or
“teamwork” is not.

Foundational Values

These are values that are practical and pragmatic.
They are values that the organisation must have on
a day-to-day basis in order to ensure it functions
smoothly. Failure to live these values will typically
see both the organisation and its members suffer.
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Analysis of data collected up until 29-Nov-21 from the surveys of 1,093 respondents.

Position = Nursing/Midwifery

What Works when Changing Culture - The Power of Managers

The Power of a Manager being a Performance Coach

The best managers | have come across, as mentioned earlier, know themselves very well, and they take on the role of being
a performance coach, they wear a manager’s hat.

They embrace the principles of a great coach by ...

e/
)

)
® X

Clearly (and regularly) communicating the expectations
they have of each member of their team;

Guiding them on their performance;

Constructively giving feedback on their
performance;

Helping their employees to plan how to improve their
performance;

Providing appreciation for good performance;

Providing support and guidance on how to overcome
any performance shortfalls;

Addressing poor performance constructively;

Being a role model their employees look up to and
learn from;

Wrapping up all of these practices with some form
of annual review. Some do quarterly or 6 monthly
reviews. If the manager is doing all of the above, the
Performance Review process should not produce
any surprises.

The Recipe for Successful Cultural Change Has Four Essential Ingredients

o

Lk

A shared vision on what you are
trying to achieve.

£
!

The will to do it - a commitment
from you as the manager.

The resources (especially time) to
implement the changes.

Iy

D R

A plan with dates, accountabilities,
and (especially) the first step.

All four of these components are essential - not just 2 or 3.
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