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1. Introduction

The NZ Police Workplace Survey 2012 is the third annual survey designed to provide an insight into
the health of the organisation via the perceptions and opinions of its constabulary and non-
constabulary staff. All NZ Police employees were invited to provide their feedback on a host of key
organisation and workplace attributes such as its vision, leadership, communication, teamwork, the
job itself, as well as respect and integrity within the organisation. In addition, the survey also
provided NZ Police with the opportunity to gauge prevailing levels of employee engagement within
the organisation.

The results of this comprehensive feedback exercise provides NZ Police with a valuable opportunity
to determine the types of actions needed to further engage their people and improve organisational
functioning more generally.

1.1 Survey Objectives

The 2012 Workplace Survey forms part of a systematic process of change and improvement in
individual and organisational performance of NZ Police. Any organisation that wants to improve its
performance, to succeed and grow, must continually monitor its current performance and respond
to feedback. The workplace survey is a simple and very effective means whereby staff feedback
can be captured, analysed, and then used as the basis for continuous improvement projects
designed to realise NZ Police’s vision of 'Building a Better Workplace Together’.

The following report places emphasis on understanding and improving employee engagement
within the organisation. ‘Employee engagement’ refers to the level of connectedness an employee
feels towards his or her organisation and the willingness to maximise his or her performance and
discretionary effort as a result of that connectedness.

Engaged employees are vital to an organisation’s success. Employers need employees who will go
beyond just ‘doing the job’ - rather they need people who seek to solve problems, take the
initiative, and help colleagues and customers when and where needed. Indeed, a considerable
amount of research shows that engaged employees have a strong impact on important
organisational outcomes like stakeholder and citizen satisfaction. Not surprisingly, engaging
employees in the workplace has become a strategic priority for a great number of organisations.

1.2 Questions This Report is Designed to Answer

The following report provides insight into how employees perceive and feel about working for NZ
Police generally, but also focuses on answering a small yet critical set of questions surrounding
employee engagement:

1. How do employees perceive NZ Police as a place to work?

You can quickly get a broad feel for the favourability of employee perceptions by examining
survey section scores, highest and lowest rated areas, and a more detailed insight into how
people feel about the organisation by looking at responses to each and every question in
the survey. You can also see which groups of employees within NZ Police perceive the
organisation more (or less) favourably than other groups.

2. How engaged are your employees?

Examine your Engagement Index and Engagement Profile. The Engagement Index
qguantifies your organisation’s engagement ‘score’, and is a useful index to benchmark and
track over time. Your Engagement Profile displays the proportion of staff who can be
classified as either ‘engaged’, ‘ambivalent’, or ‘disengaged’. Again, this profile can be
benchmarked and measured over time. The greatest source of potential improvement to
engagement levels comes from shifting ‘ambivalent’ employees to the ‘engaged’ category.
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1.3

What engages people the most within your organisation?

Examine the results of the Key Driver Analysis as reported on page 34. These are the
Key Drivers of engagement unique to NZ Police and are powerful predictors of
engagement. They are therefore of great importance when considering priorities for
improvement initiatives. As a rule you should focus your attention first on the ‘high
importance-low performance’ drivers (shaded red) - these key drivers have a
significant impact on engagement but their performance scores are poor relative to the
Kenexa|JRA 2012 State Sector Benchmark (see Appendix 3 for a list of the organisations
included in this benchmark). Typically the list of key drivers produced by Kenexa|JRA's
analysis will contain key themes which offer the greatest leverage for performance
improvement.

Are there areas in the organisation I should focus more attention on?

When considering your intervention priorities it can be useful to examine your key driver
performance score across particular demographic groups. This analysis may reveal
significant variation between work areas or particular functional groups, or by ethnicity for
example. Demographic groups with particularly low key driver scores may prompt urgent
attention, while highest scoring groups can provide ‘best practice’ models for your
organisation’s poorer performing groups.

Additional Reporting

In addition to this summary report each District and Service Centre will also receive its own shorter
Report of Findings. Senior staff and various project members will also have the opportunity to
supplement both the NZ Police Workplace Survey 2012 Report of Findings and their District reports
with additional on-line reporting of results available via Kenexa|JRA’s online survey reporting tool.

1.4

Understanding This Report

Key terms are defined in the Glossary on the very last page of this report. A comprehensive Survey
Methodologies document provides a complete description of scope and methodologies employed in
the 2012 NZ Police Workplace Survey.
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2. Executive Summary

2.1

2.2

2.3

Response Rate

A total of 9,393 employees participated in the 2012 Survey resulting ina 77.1%
response rate.

Accuracy of Measurement

With a response rate of almost 80% in an organisation the size of NZ Police, reported
scores are very accurate estimates of employee attitude and opinion within the
organisation. The margin of error for scores at the total organisation level is
approximately +/-0.5%.

NZ Police as a Place to Work - Key Strengths:

Before examining employee engagement within NZ Police, we first examine employee
perceptions of NZ Police as a place to work. This provides insights into the quality of
workplace (and people) management. To gauge the ‘quality’ of workplace management
within the organisation, we compare the organisation’s survey scores against the 2012
New Zealand State Sector benchmark, which contains data from 29 organisations
(detailed in Appendix 3). 46 out of 63 questions in the survey could be compared to
State Sector norms. For survey items without norms, comparisons against the scores of
similarly worded items in the benchmark are made instead.

Of the 46 items that can be compared to State Sector survey norms in New Zealand,
24 were considered meaningfully higher (more than 2.5 weighted mean points above
respective survey norms), 17 were the same as the norm, and 5 were below. This
indicates that overall NZ Police is faring better than the typical state sector
organisation.

Specific strengths include:

Strong intention to stay with the organisation. 87% of NZ Police employees
indicate they intend to remain with the organisation for at least the next 12 months.
This is the highest scoring item in the 2012 survey and is significantly higher than the
State Sector norm (where 70% of employees indicate an intention to stay with their
organisation). The score is also higher than that observed in the annual Best
Workplaces survey (where 79% of employees have indicated that they intend to remain
with their employer for at least the next 12 months). Whilst part of this high retention
score is likely due to the fact there is only one police force in New Zealand in which a
policing career can be pursued, it nonetheless serves the organisation well in terms of
workforce planning.

Dealing with poor performance. Managing poor performance is typically one of the
lowest rated items in an employee survey, for both public and private sector
organisations. Within NZ Police, just over half of all respondents (52%) believe poor
performance is managed well, which is significantly higher than both the State Sector
norm (30% level of agreement score) and Best Workplaces norm (48% level of
agreement score).

The nature of the work performed within NZ Police. Both the quantitative survey
results and employee comments point to the fact that employees derive a great sense
of fulfilment from the type of work they perform. Two of the organisation’s most
favourable scores (when compared to benchmark norms) include ‘my job gives me a
personal sense of achievement’ and ‘the work I do makes good use of my knowledge
and skills’. Similarly, when asked to state the one thing that makes NZ Police a great
place to work, the second and third most mentioned themes revolve around pride in
helping deliver safer communities and job variety.
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Supervisors behaving in alignment with NZ Police’s values. 82% of respondents
agreed with the statement ‘My supervisor behaves in a way that is consistent with the
values of NZ Police’, which compares favourably with the State Sector norm of 79%
(level of agreement score). This also provides a significant foundation for building a
strong values-based culture across the organisation, given that supervisors are the
essential conduit between desired culture and consequent frontline behaviour.

Recognition for doing good work. Statistical analyses of the 2010 NZ Police survey
data revealed one of the key engagement drivers was having a sense that one’s
contribution to the organisation was valued. In 2010 that area scored significantly
below the benchmark and was recommended as a priority area for improvement. A
contributing factor to the sense of feeling valued is receiving recognition for doing good
work. Whilst below benchmark norm in 2010, NZ Police now scores above State Sector
norms on ‘recognition for doing good work’ — and this should feed into improvements
on ‘feeling that contributions are valued’ scores in future surveys.

iii. For survey items that are unique to NZ Police and therefore do not have benchmark
norms, we look at the scores and make a judgement around ‘goodness’ or otherwise of
the results, based on knowledge of how similar items have scored in other surveys.
These include:

Post-survey change. Just 26% of respondents felt that positive change had occurred
in their workplace following the 2011 survey, though this is a significant increase from
the last survey and the pulse survey results prior to that. More detail is provided on
post-survey action and change below.

Values-aligned behaviour within the workgroup. One survey item, ‘People in my
workgroup conduct themselves in accordance with the values expected by NZ Police’,
was found to score 80% (weighted mean). This is an item located within the ‘NZ Police
as a Safe Place to Work’ section of the survey, and a separate report is devoted to
further understanding this aspect of working within NZ Police.

2.4 NZ Police as a Place to Work - Opportunities for Improvement:

i. Of the 46 items that could be compared to the 2012 State Sector benchmark, 5 were
found to be performing significantly below benchmark. These were:

Perception that NZ Police cares about the well-being of its staff. Less than half
of all respondents (47%) feel that NZ Police cares about the well-being of staff, which
is well below the State Sector norm of 62%. This level of agreement score has
improved significantly from the 2010 survey (35%), but there is clearly still significant
scope to improve. This report highlights some of the areas that are related to a sense
that one’s wellbeing is suitably protected, such as tools and resource adequacy,
physical working environment, and so on.

Tools and resource adequacy. Just over half of all respondents felt they had the
tools and resources needed to do their work (52%). This is up from 42% in 2010 and
44% in 2011 - but significantly below the State Sector norm of 66%. Resource
adequacy is also the second most frequently mentioned theme, in response to the
question ‘what is the one thing more than anything else that needs to change in order
to make NZ Police a great place to work’.

NZ Police’s interest in the views and opinions of its staff. Just 37% of employees
feel the organisation is interested in their views and opinions, which is significantly
below the State Sector norm of 69%. This is likely to be related to the last area of
opportunity below (job involvement).

Satisfaction with physical working environment. 61% of respondents agreed to

the item ‘I am satisfied with my physical working environment’, which is significantly
below the State Sector norm of 72%. Of course, the differences in working locations of
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frontline staff within NZ Police and the typical State Sector employee are likely to be
quite stark, but nonetheless it is well known that the physical work environment can
have a significant impact on employee engagement and morale more generally.

Job involvement. This refers to the question ‘I am sufficiently involved in decisions
that affect the way I do my job’, to which 54% of respondents agreed. This is a key
engagement driver within NZ Police (as identified via statistical analysis) and is one of
the key leverage points for further engaging employees within the organisation, given
NZ Police currently scores significantly below the State Sector norm of 63%. The idea
of increasing job involvement in a traditional command-and-control organisation may
appear on first glance an all-too-difficult undertaking. Indeed, the paradox of the
decision making latitude afforded to front line police officers suggests a need to further
explore what respondents are thinking about when answering the question about ‘job-
related decision making’. Either way, there is considerable international research
published and case study materials around job-related decision making within police
forces, and this is likely to be an invaluable source of guidance on how job involvement
can be increased within NZ Police.

2.5 Employee Engagement within NZ Police

Vi.

Employee engagement reflects the level of connectedness and enthusiasm an employee
feels towards their organisation and its purpose, and the resultant willingness to
expend effort to help the organisation achieve its goals.

The 2012 Survey assessed employee engagement using the following six questions:

Overall, I'm satisfied with my job

Overall, I would recommend NZ Police as a great place to work
I take an active interest in what happens in NZ Police

I feel inspired to go the extra mile to help NZ Police succeed

I feel a sense of commitment to NZ Police

NZ Police inspires me to do the best I can in my job every day

oOUuAWNE

28% of respondents generally provided positive (‘agree’ and ‘strongly agree’)
responses to the six engagement questions, compared to 21% in the 2011 survey.
These are the organisation’s highly engaged employees, the proportion of which has
increased significantly since 2011.

At the other end of the spectrum, 13% of respondents can be considered disengaged
from the organisation. These are the people who tend not to have responded positively
to any of the six engagement questions. Similar to the improvement in engagement
levels seen since the 2011 survey, there has also been a decrease in the proportion of
disengaged staff within the organisation, dropping from 16% to 13% (2011 to 2012).

The proportion of employees classified as ambivalent (in the sense of having mixed
feelings about working for NZ Police) has also decreased since the 2011 survey -
moving from 63% of all respondents in 2011 to 60% in 2012.

Overall, there is a significant and positive shift in engagement levels within the
organisation, which continues the improvement trend seen between the 2010 and 2011
surveys. This positive shift now places the engagement levels of NZ Police above the
State Sector norm for employee engagement in 2012. The continued improvement in
employee engagement levels also places NZ Police in a similar position to New Zealand
organisations entering the country’s most recognised employer of choice survey (the
Best Workplaces Survey). This should be seen as an excellent outcome for the
organisation given its size (compared to the average size of a ‘Best Workplaces’
participating organisation) and stereotyped view of a police organisation as a traditional
‘command and control’ organisation.

2.6 Key Drivers of Employee Engagement within NZ Police
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Whilst employee engagement levels within NZ Police are above the State Sector norm
and similar to that of the Best Workplaces survey norm, there is still plenty of scope for
the organisation to further engage its staff.

Key drivers of engagement within NZ Police are derived from statistical analysis of the
organisation’s survey data. Key drivers represent the things measured in the survey
that influence engagement levels the most. As such, they represent significant leverage
points for raising employee engagement within the organisation, particularly if
attention is paid to the low-scoring key engagement drivers.

At the level of the total organisation, several engagement drivers whose performance is
statistically different to the State Sector norm were identified. Those that represent
potential priority areas are not only important to engagement levels, but at the same
time are relatively low-scoring within the organisation (hence representing potentially
key leverage points in future engagement strategies). There were five such ‘high
importance-low performance’ drivers: employees’ sense that they are working for
an effective organisation; their sense of belonging to their District or Service Centre,
acceptability of work-related stress levels, job-related decision making, and adequacy
of job-related training.

2.7 Open-Ended Comments from Employees

The 2012 Survey included two questions that asked respondents to describe the one
thing that makes NZ Police a great place to work, and the one thing that needs to
change in order to make NZ Police a great place to work. Content analysis of these
comments revealed a number of key themes - themes which provide both additional
context to some of the quantitative findings, but also highlight other issues that were
not picked up by the rating scale questions.

In terms employee responses to the question “what is the one thing, more than
anything else, that makes NZ Police a great place to work”, the three key themes
(more than 10% of respondents mentioned these) were:

o Co-workers and camaraderie (66% of comments)
o Pride in helping deliver safer communities (20% of comments)
o Job variety (11% of comments)

These themes and frequency of comments from respondents remain relatively
unchanged from the 2011 survey. Further, all three themes are linked to employee
engagement levels. That is, more engaged staff are more likely to respond with the
comments above.

In terms of employee responses to the question “what is the one thing, more than
anything else, that needs to change in order to make NZ Police a great place to work”,
the five key themes were:

o Leaders and managers (25% of comments, down from 29% in 2011)

o Resourcing - Tools and Equipment (14% of comments, down from 16% in
2011)

o Staffing levels (13% of comments)

o Admin work versus front line work (11% of comments)

o Communication (10%)

The frequency with which most of these themes were mentioned remains relatively
unchanged since the 2011 survey, except for the theme related to Leaders and
managers, which has decreased from 29% to 25%. This is a good result for the
organisation — in 2011 1 in almost 3 employees made comments related to leaders and
managers, whilst in 2012 that has reduced to 1 in 4 employees.

Two of the themes mentioned above were related to employee engagement. That is,
less engaged staff were more likely to write about leaders and managers, and reward
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and recognition needing to change in order to make NZ Police a great place to work. As
such, these represent useful leverage points for further engaging staff within the
organisation.

2.8 Post-Survey Action and Change

A survey is only as effective as the action and change that follows. Most organisations
struggle with effectively implementing post-survey actions across the organisation. NZ
Police is no different. That said, it should be recognised that the organisation has seen
tremendous improvement in employee perceptions of post-survey action and change,
and this has had a clear and positive impact on both employee opinions and attitudes
related to working at NZ Police.

Two questions were included in the 2012 survey as an evaluative exercise regarding
the perceived credibility of the survey, along with the impact of post-survey actions in
the workplace. 26% of respondents reported that “changes in response to the 2011
Workplace Survey have had a positive impact on my workgroup”. Whilst low compared
to global survey norms (we typically see agreement levels of around 50% to this type
of question), NZ Police has seen a tremendous improvement from 2010 when just 10%
of respondents felt they had seen positive post-survey change in their workplace.

In terms of survey credibility, 38% of respondents felt that actions would be taken
based on the results of the survey. Again, this score is below NZ and global norms
(51% and 53%, respectively), but has significantly improved since the 2010 survey (by
21%, level of agreement score). Therefore, NZ Police is clearly making strides in terms
of embedding the survey and follow-up processes in the organisation. With the same
level of concerted effort, we expect to see the organisation reach benchmark norms
around post-survey action and credibility within two years, and to benefit enormously
as a result (i.e. impact on quality of workplace management and consequent
engagement levels).

2.9 Summary

There can be no question that NZ Police represents an organisation successfully
utilising survey results to drive significant improvements in workplace management,
and is enjoying increased employee engagement levels as a consequence. From a
position of being below State Sector norms in 2010 to now being ahead of the sector
across most of the 46 normed items in the survey, there is a clear indication that the
use of the survey is both deliberate and widespread across NZ Police. Indeed,
engagement levels within NZ Police are now almost the same as those seen in New
Zealand’s major employer of choice survey (the Best Workplaces Survey). This is an
enviable achievement for an organisation that was once performing significantly below
the State Sector benchmark.

As with any survey exercise, the organisation has been shown to have some distinct
strengths and opportunities for improvement. There is very high camaraderie within
the organisation, and its people derive a very high sense of pride and satisfaction with
the varied and beneficial type of work they do - delivering safer communities to New
Zealand. Also, NZ Police are doing some key workplace management activities very
well - from managing poor performance through to recognising good job performance.

There are also some clear areas in which improvement is warranted. Leaders and
managers receive more comments than what is normally expected for responses to the
question ‘what needs to change in order to make NZ Police a great place to work’. Also,
NZ Police needs to do more to show its people that their well-being is being looked
after. This will likely include resource adequacy as a key component. Lastly, there are
significant opportunities to improve engagement within the organisation by focussing
on low-scoring key drivers. These include highlighting instances of organisational
effectiveness, providing greater opportunity for employees to be involved in decisions
that affect the way they do their jobs, and continuing to support employees in their
career and development aspirations, including job-relevant training.
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iv. We conclude by emphasising the need to communicate widely the great successes NZ
Police has experienced since the 2010 employee survey. The organisation has clearly
worked hard on using its survey results to make improvements within the organisation,
and this has had a beneficial impact on many workplace management areas, as well as
on employee engagement as a consequence. That said, we note that the organisation
still has plenty of scope in further cementing the survey as an accepted and widely
used business tool. Whilst up from 10% in 2010, we still see only 26% of employees
reporting that changes in response to the survey have had a positive impact on their
workgroup. Analyses of the organisation’s survey data shows a clear link between post-
survey action and consequent improvements in employee engagement - indicating that
NZ Police can obtain even greater improvements in survey scores if it embeds the
survey process more widely.
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3. Detailed Results

3.1 Sample

All of NZ Police’s approximately 12,186 employees were invited to participate in the survey. A total
of 9,393 responses were obtained resulting in a response rate of 77.1%. This is considered an
excellent response rate for an organisation of this size, though it is slightly lower than the response
rate obtained in 2011 (79.2%).

3.2 Margin of Error

Based on a population size of 12,186 and the response rate attained, the maximum predicted
margin of error for the results at the 95% confidence level is approximately +/- 0.5%, indicating a
very high degree of precision in measurement at the total organisation level. Note that the actual
margin of error for an individual estimate depends on the value of the estimate itself, its associated
sample size, the size of the target population, as well as on the chosen level of statistical
confidence. The smaller the population size, for example, the greater the sample size needs to be
to maintain a low margin of error.

3.3 Highest Rated Questions

Highest Rated Questions
New Zealand Police Workplace Survey 2012

1.7: 1 intend to continue working at 853
NZ Police for at least '

3.2: | can rely on the support of | 80.0
others in my work group ’

3.7: People in my workgroup conduct 80.0
themselves in accordance... '

2.4: My supervisor treats staff with

respect LA
7.1: NZ Police expects high | 70.3
standards of performance from it... :
2.3: My supervisor behaves in a way | 79.2
that is consistent with ... ’
3.1: Staff in my work group work well
1 791
together
9.5: | feel a sense of commitment to ‘781
NZ Police ’
*4,3: My job gives me a sense of | .
personal achievement 20
2.5: My supervisor supports and -

encourages me in my job
0O 10 20 30 40 5 60 70 8 90 100
Weighted Mean Score (%)
[ Total Organisation

Six out of ten of the highest rated questions relate to the people that staff have a close working
relationship with: their workgroup and supervisor. Questions about staff commitment to NZ Police,
both in terms of continued tenure and the feeling of commitment, have also been rated highly. It is
positive to see that the key driver question (ranked second in the key driver table) related to staff
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having a sense of personal achievement from their job is among the highest rated questions in the
survey.

*= a key driver of employee engagement within NZ Police

3.4 Lowest Rated Questions

Lowest Rated Questions
New Zealand Police Workplace Survey 2012

10.2: Changes in response to the |

2011 Workplace Survey have ... T

8.5: People here are appointed to |

positions based on merit 82

1.10: NZ Police is interested in |

the views and opinions of ... B

10.1: | believe actions will be

taken based on the results o... RS

4.9: The pay and benefits | |

receive are fair for the work | ... 2R

1.11: Work groups in NZ Police |
work well together

1.4: NZ Police cares about the |

well-being of its staff 558

1.8: Communication in my District

or my Service Centre is op... 2

8.3: NZ Police has appropriate
ways of recognising outstandi...

6.1: NZ Police provides adequate |

training for the work | do =

0 10 20 30 40 50 6 70 8 90 100
Weighted Mean Score (%)
[1 Total Organisation

*= a key driver of employee engagement within NZ Police

While the two questions about taking action based on survey results are still among the lowest
rated in the survey, it is worth noting that the scores for both of these questions have increased by
at least 6.7% since 2011. Other items that received lower scores come from a range of sections
and relate to communication, merit-based promotions, pay and benefits, cooperation, staff care
and recognition.

Notably, the key driver question about the adequacy of training is among the lowest rated in the
survey, suggesting this area requires greater attention going forward.
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3.5 Question Level Results - Benchmark

Employee responses to the NZ Police Workplace Survey 2012 were benchmarked against the Kenexa|JRA 2012
State Sector Benchmark. The benchmark database consists of 29 state sector organisations that conducted a
workplace survey in the past 2 years (detailed in Appendix 3). A total of 46 questions in the survey were able to be
benchmarked. Of these, 28 questions scored significantly higher than the benchmark, 12 scored significantly lower
than the benchmark and the remainder were not significantly different.

Differences in performance scores between New Zealand Police and the Kenexa|JRA 2012 State Sector Benchmark
are presented in the following tables. The questions shown in green font are where the scores are higher than the
benchmark (reaching statistical significance); those in red font are lower than the benchmark norm (reaching
statistical significance); and those in black font are not significantly different from the benchmark norm.

Note that a statistical analysis is performed (a t-test) to identify whether any given item scores significantly above
or below benchmark scores. As mentioned earlier, the reader is reminded that the ‘statistical significance’ of
differences is influenced by sample size and with more than 9,000 respondents, even small changes can be
identified as ‘significant’. Therefore, it is important to consider both the size and statistical significance, when
looking at the differences below.

3.5.1 Biggest Positive Differences — Benchmark Comparison
The table below shows the questions with the biggest positive differences between scores for NZ Police and the

Kenexa|JRA 2012 State Sector Benchmark. As indicated by the green font colour, all of questions shown below
scored significantly above the benchmark.

Performance Score (Weighted Mean)

2012 State
Sector Difference
Benchmark

Question NZ Police
2012

1.7: T intend to continue working at NZ Police for at least the 85.8% 75 50, +10.3%
next 12 months

7.3: gPr(:)c:‘lrl:)performance is dealt with effectively in my work 60.4% 50.7% +9.7%

6.2: S'Il'(rilﬁsxvork I do makes good use of my knowledge and 71.0% 63.1% +7.9%

4.3: My job gives me a sense of personal achievement* 78.0% 70.7% +7.3%

9.6: NZ Police inspires me to do the best I can in my job 67.4% 61.3% +6.1%
every day

Note: An asterisk indicates that the item has been identified through statistical analysis as a key driver of
employee engagement.

3.5.2 Biggest Negative Differences— Benchmark Comparison
The table below shows the five questions with the biggest negative differences between scores for NZ Police

and the Kenexa|JRA 2012 State Sector Benchmark. As indicated by the red font colour, all the questions shown
below scored significantly below the benchmark.

Performance Score (Weighted Mean)

: q 2012 State
uestion
Q REIES Sector Difference
2012

Benchmark
1.4: NZ Police cares about the well-being of its staff 56.9% 64.7% -7.8%
4.4: 1 have the tools and resources I need to do my job 59.0% 65.2% -6.2%
1.10:St|:fzf Police is interested in the views and opinions of its 51.3% 56.9% 5 6%
4.6: I am satisfied with my physical work environment 63.6% 68.1% -4.5%

4.5: I am sufficiently involved in decisions that affect the o o 5 fo

way I do my job* 60.3% 62.9% 2.6%

Note: An asterisk indicates that the item has been identified through statistical analysis as a key driver of
employee engagement.
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3.5.3 Benchmark Differences - All Questions

The table below shows the results for all questions from the NZ Police Workplace Survey 2012 where there
was an equivalent in the Kenexa|JRA 2012 State Sector Benchmark. A total of 46 questions in the survey
were able to be benchmarked. Of these, 12 questions significantly below the benchmark, 28 scored
significantly above the benchmark and the remainder were not significantly different to the benchmark.

Performance Score (Weighted
Mean)

Section Question Nz 2012 State
Police Sector Difference
2012 Benchmark

1.1: NZ Police has a_c’Iear vision of where it's 67.8% 66.0% +1.8%
going and how it's going to get there
1.4: I;léfl;ohce cares about the well-being of its 56.9% 64.7% -7.8%
1.5: 'Il;gﬁzee is a sense of 'common purpose' in NZ 62.8% 62.6% +£0.2%
1.6: I feel a sense of belonging to my District or
Vision and my Service Centre 65.5% 66.4% -0.9%
Purpose + 1.7: I intend to continue working at NZ Police for
Communication at least the next 12 months 85.8% 75.5% +10.3%
and PO PR :
| 1.8: Communication in my District or my Service o o o
Cooperation Centre is open and honest >7.4% >4.3% +3.1%
1.9: L(f:(:ievlitlir:efsrmed about NZ Police and its 62.8% 62.4% +0.4%
1.10: NZ Police is interested in the views and 51.3% 56.9% 5.6%
opinions of its staff
1.11:V¥c())grlét(_r;];c:‘ups in NZ Police work well 56.0% 57.20% 1.2%
2.2: My supervisor encourages, and is willing to
act on suggestions and ideas from my work 74.7% 71.7% +3.0%
group
2.3: My supervisor behaves in a way that is o o o
consistent with the values of NZ Police 79.2% 74.3% +4.9%
My Supervisor | 2.4: My supervisor treats staff with respect 80.0% 76.5% +3.5%
2.5: mynigl%i[)wsor supports and encourages me 77.6% 74.3% +3.3%
2.7: 1 get regular feedback on my performance 68.7% 64.7% +4.0%
from my supervisor (formal/informal)
3.1: Staff in my work group work well together 79.1% 76.9% +2.2%
3.2: Iwcoarrll ;erlglugn the support of others in my 80.0% 76.1% +3.9%
3.3: Roles and responsibilities are clearly defined
My Work Group in my work group 73.5% 69.9% +3.6%
3.4: Imhya\v/viflggfrigﬁgce in the ability of others in 77.5% 75.8% £1.7%
3.5: I feel part of an effective work group 76.7% 73.9% +2.8%
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Performance Score (Weighted

Mean)
Section Question \ V4 2012 State
Police Sector Difference
2012 Benchmark
4.1: The_ responsibilities of my job are clearly 73.2% 22.3% +0.9%
defined
4.2: I know how my work contributes to the o o N 50
effectiveness of NZ Police 76.9% 77-1% 0.2%
4.3: My J_ob gives me a sense of personal 78.0% 20.7% +7.3%
achievement
4.4:1 haye the tools and resources I need to do 59.0% 65.2% 26.2%
my job
4.5: I .am sufficiently involved in decisions that 60.3% 62.9% -2.6%
affect the way I do my job
My Job 4.6:1 am satisfied with my physical work 63.6% 68.1% -4.5%
environment
4.7: The level of work-related stress I 61.6% 62.6% 1.0%
experience in my job is acceptable
4.8: I am able to maintain a balance between 69.3% 71.4% 2.1%
my personal and working life
4.9: The pay and benefits I receive are fair for 53.0% 54.1% 1.1%
the work I do
4.10: I understand how my performance is 63.9% 64.9% -1.0%
measured
4.11: My performance is fairly assessed 63.6% 63.0% +0.6%
6.2: The work I do makes good use of my 71.0% 63.1% +7.9%
knowledge and skills
6.3: I am encouraged to develop my knowledge, o o 110
skills and abilities in NZ Police 63.1% 64.2% 1.1%
Learning and 6.4:1 am encouraged to try new ways of doing 61.9% 62.1% -0.2%
Development things
6.5: There are career and personal development 62.2% 56.7% +5.59%
opportunities for me in NZ Police
6.6: I am satisfied with my learning and 59.1% 56.2% +2.9%
development opportunities in NZ Police
7.1: NZ Police expects hlgh standards of 79.3% 76.0% +3.3%
Performance performance from its people
and Feedback | 7.3: Poor performance is dealt with effectively in 60.4% 50.7% +9.7%
my work group
8.1: I get recognition when I do a good job 64.2% 59.7% +4.5%
Recognition 8.2: We celebrate success in NZ Police 59.7% 56.5% +3.2%
8.4: I feel my contribution is valued in NZ Police 59.0% 59.3% -0.3%
9.1: Overall, I'm satisfied with my job 72.9% 67.8% +5.1%
9.2: Overall, I would recommend NZ Police as a 71.4% 65.7% +5.7%
great place to work
9.3: I take an active interest in what happens in 76.7% 23.0% +3.7%
NZ Police
Final Thoughts : inspi i
g 9.4: I feel |nsp|red to go the extra mile to help 73.1% 20.1% +£3.0%
NZ Police succeed
9.5: I feel a sense of commitment to NZ Police 78.1% 72.1% +6.0%
9.6: NZ Pplice inspires me to do the best I can in 67.4% 61.3% +6.1%
my job every day
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3.6 Question Level Results — Trend

Employee responses to the NZ Police Workplace Survey 2012 were compared to those of the last survey,
conducted in 2011. All 63 questions could be trended against the 2011 survey. Of these, 62 questions showed a
significant improvement in score and the remaining question was not significantly different. This suggests that
the organisational climate within NZ Police has generally improved since 2011 - something that is definitely
worth celebrating.

Differences in performance scores between the 2012 and 2011 NZ Police Workplace Surveys are presented in the
following tables. The questions shown in green font are where the scores are significantly higher than the 2011
equivalent, while those in black font are those where there is no significant difference.

Note that a statistical analysis is performed (a t-test) to identify whether any given item scores significantly
above or below trend scores. As mentioned previously, the reader is reminded that the ‘statistical significance’ of
differences is influenced by sample size and with more than 9,000 respondents, even small changes can be
identified as ‘significant’. Therefore, it is important to consider whether the difference is also substantive.

3.6.1 Biggest Positive Differences — Trend Comparison

The table below shows the questions with the biggest positive differences between scores for the 2012 and 2011
surveys. As indicated by the green font colour, the scores of all these questions have shown statistically
significant improvement. It is particularly encouraging to see that there have been significant improvements in
employee perceptions about NZ Police’s interest in employee opinions and the actions taken based on survey
results.

Performance Score (Weighted Mean)

Question NZ Police NZ Police

2012 2011 Difference

1.1: NZ_ Police has a clear vision of where it’s going and how it’s 67.8% 60.0% +7.8%
going to get there

10.2: Changes_ in response to the 2011 Workplace Survey have 47.8% 40.8% +7.0%
had a positive impact on my workgroup

10.1:sjrt\3/:geve actions will be taken based on the results of this 51.5% 44.8% 46.7%

1.10: NZ Police is interested in the views and opinions of its staff 51.3% 45.3% +6.0%

1.2: I feel I am working for an effective organisation* 65.6% 59.7% +5.9%

Note: An asterisk indicates that the item has been identified through statistical analysis as a key driver
of employee engagement.

3.6.2 Smallest Positive Differences—- Trend Comparison
Since the scores for all questions have improved since 2011, the table below shows the questions with the

smallest positive differences between scores for the 2012 and 2011 surveys. As indicated by the font colour, all
but one of these questions have shown a statistically significant increase in score.

Performance Score (Weighted Mean)

Question NZ Police NZ Police

2012 2011 Difference

1.7: T intend to continue working at NZ Police for at least the next 85.8% 85.3% +0.5%
12 months

6.5: The_re are career and personal development opportunities for 62.2% 61.1% +1.1%
me in NZ Police*

6.6: I am sat|'sf|ed.W|th my'learnmg and development 59.1% 57 9% +1.2%
opportunities in NZ Police

4.2: E)(I)(anoew how my work contributes to the effectiveness of NZ 76.9% 75 6% +1.3%

3.7: People in my workgroup conduct themselves in accordance o o o
with the values expected by NZ Police 80.0% 78.6% +1.4%

Note: An asterisk indicates that the item has been identified through statistical analysis as a key driver
of employee engagement.
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3.6.3 Trend Comparisons - All Questions

The table below shows the results for all questions from the 2012 NZ Police Workplace Survey. All 63 questions
in the survey were able to be trended. Of these, 62 questions had significantly higher scores in 2012, while the
score of the remaining question has not significantly changed.

Performance Score (Weighted
Mean)

NZ Police  NZ Police ... . . o
__2012 2011

Section Question

1.1: NZ Police has a clear vision of where it's 67.8% 60.0% +7.8%
going and how it's going to get there ’ ' ’
1.2: Ioiztz‘lrﬁszrt?o\;vorklng for an effective 65.6% 59.7% +5.9%
1.3: NZ Police is an enjoyable place to work 71.1% 68.3% +2.8%
1.4: NZ Police cares about the well-being of its 56.9% 51.9% +5.0%
staff ' ’ '
Vision and 1.5: 'chl)ﬁ(r:ee is a sense of 'common purpose' in NZ 62.8% 58.1% 4.7%
Purpose + - —
Communication | 1-6: 1 feel a sense of belonging to my District or 65.5% 61.7% +3.8%
and my Service Centre
7 1.7: I intend to continue working at NZ Police for
Cooperation at least the next 12 monthg 85.8% 85.3% +0.5%
1.8: Communication in my District or my Service 57.4% 52.0% +5.4%
Centre is open and honest ’ ' '
1.9:1 fe_el_l_nformed about NZ Police and its 62.8% 57.1% +5.7%
activities
1.10:NZ Police is interested in the views and 51.3% 45.3% +6.0%
opinions of its staff ’ ) )
1.11: Work groups in NZ Police work well together 56.0% 51.9% +4.1%
2.1: My supervisor communicates the goals and 72.4% 68.5% +3.9%
objectives of our work group effectively ) ) )
2.2: My supervisor encourages, and is willing to
act on suggestions and ideas from my work 74.7% 70.7% +4.0%
group
2.3: My supervisor behaves in a way that is 29.2% 76.3% +2.9%
My Supervisor consistent with the values of NZ Police ’ ' '
2.4: My supervisor treats staff with respect 80.0% 77.1% +2.9%
2.5: My supervisor supports and encourages me 27.6% 74.7% +2.9%
in my job ) ' '
2.6: I have confidence in my supervisor 77.1% 74.5% +2.6%
2.7: 1 get regular fee_dback on my performance 68.7% 64.2% +4.59%
from my supervisor (formal/informal)
3.1: Staff in my work group work well together 79.1% 77.5% +1.6%
3.2: I can rely on the support of others in my 80.0% 78.3% +1.7%
work group
3.3: Roles and responsibilities are clearly defined 23.5% 71.0% +2.59%
in my work group ’ ’ ’
3.4: I have confidence in the ability of others in 27 5% 75 50, +2.0%
My Work Group my work group ’ ' ’
3.5: 1 feel part of an effective work group 76.7% 74.3% +2.4%
3.6: Ihe way work is allocated in my workgroup is 20.4% 67.7% +2.7%
air
3.7: People in my workgroup conduct themselves
in accordance with the values expected by 80.0% 78.6% +1.4%
NZ Police
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Performance Score (Weighted

. . Mean)
i LR NZ Police NZ Police Difference
2012 2011
4.1: The_ responsibilities of my job are clearly 73.2% 71.0% +2.2%
defined
4.2: I know how my work contributes to the 76.9% 75.6% +1.3%
effectiveness of NZ Police
4.3: My J_ob gives me a sense of personal 78.0% 76.1% +1.9%
achievement
4.4: 1 have t_he tools and resources I need to 59.0% 53.59 4550,
do my job
4.5: I am sufficiently involved in decisions o o o
that affect the way I do my job 60.3% 56.8% +3.5%
My Job 4.6:1 am satisfied with my physical work 63.6% 59.7% +3.9%
environment
4.7: The Ie_vel of_work-_rela_ted stress I 61.6% 58.3% +3.3%
experience in my job is acceptable
4.8: I am able to maintain a balance between 69.3% 67.0% +2.3%
my personal and working life
4.9: The pay and benefits I receive are fair 53.0% 50.8% +2.2%
for the work I do
4.10: I understand how my performance is 63.9% 60.8% +3.1%
measured
4.11: My performance is fairly assessed 63.6% 60.3% +3.3%
5.1: SFaff in my workgroup respect employee 76.2% 73.3% +2.9%
diversity
5.2: I know who to contact to report
instances of workplace harassment, 75.8% 73.4% +2.4%
bullying or discrimination
5.3: I am confident that I could raise
concerns I had related to workplace 69.3% 65.9% +3.4%
harassment, bullying or discrimination
without fear of reprisal
Respect & 5.4: I am confident that I could raise
Integrity in the concerns I had about other
Workplace inappropriate conduct in the workplace
without fear of reprisal (inappropriate 68.2% 64.8% +3.4%
conduct may include any actions or
behaviours that make you feel
uncomfortable in the workplace)
5.5: I am confident that any concerns I may
need to raise regarding harassment,
bullying, discrimination or other 66.5% 63.0% +3.5%
inappropriate conduct would be dealt
with appropriately
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Performance Score (Weighted

. . Mean)
Sl REES NZ Police NZ Police Difference
2012 2011
6.1: NZ Police provides adequate training for 58.9% 54.8% +4.1%
the work I do
6.2: The work I do makes good use of my 71.0% 68.9% +2.1%
knowledge and skills
6.3: I am encouraged to develop my
knowledge, skills and abilities in NZ 63.1% 60.2% +2.9%
Learning and Police
Development 6.4: 1 am enc_ouraged to try new ways of 61.9% 57.8% +4.1%
doing things
6.5: There are career and personal
development opportunities for me in NZ 62.2% 61.1% +1.1%
Police
6.6: I am satisfied with my learning and 59.1% 57.9% +1.2%
development opportunities in NZ Police
7.1: NZ Police expects high standards of 79.3% 77.0% +2.3%
performance from its people
Performance 7.2: People are held accountable for their o o o
and Feedback performance in my work group 68.4% 66.4% +2.0%
7.3: Poor p_erfor_mance is dealt with 60.4% 56.5% +3.9%
effectively in my work group
8.1: I get recognition when I do a good job 64.2% 60.1% +4.1%
8.2: We celebrate success in NZ Police 59.7% 54.1% +5.6%
8.3: NZ Poh_ce_ has approp_rlate ways of 58.8% 52.9% +5.9%
Recognition recognising outstanding achievement
8.4: 1 fe_el my contribution is valued in NZ 59.0% 54.59 +4.59%
Police
8.5: People here are appointed to positions 48.2% 43.7% +4.5%
based on merit
9.1: Overall, I'm satisfied with my job 72.9% 70.1% +2.8%
9.2: Overall, I would recommend NZ Police 71.4% 68.1% +3.3%
as a great place to work
9.3: I take an active interest in what happens 76.7% 74.8% +1.9%
in NZ Police
Final Thoughts | 9.4: I feel inspired to go the extra mile to 73.1% 70.3% +2.8%
help NZ Police succeed
9.5: IP(f)e“eCIea sense of commitment to NZ 78.1% 76.2% +1.9%
9.6: NZ P_ollce inspires me to do the best I 67.4% 63.4% +4.0%
can in my job every day
10.1: li bellevle acglol‘?_s will be taken based on 51.5% 44.8% +6.7%
The Survey - the results of this survey
Your Views 10.2: Changes in response to the 2011
Workplace Survey have had a positive 47.8% 40.8% +7.0%
impact on my workgroup
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3.7 Demographic Comparisons

To identify what differences exist amongst respondents according to their demographic profile
(e.g., District, Tenure, Ethnicity), a series of ANOVAs (analysis of variance) were conducted. This
statistical technique is used to test whether there are patterns of differences in the way in which
particular groups of respondents answer the survey. The value of the analysis lies in being able to
isolate particular demographic groups that are providing lower ratings (statistically significant in
magnitude), for the purpose of making improvements.

Please note that a difference in means is statistically significant if it is 95% certain that the result
would not have occurred by chance (p <.05). In other words, this statistical technique compares
the range of responses for one group against another, and signifies when a valid difference exists
and that the difference identified is real (if we did the survey again repeatedly, with other samples,
the outcome would be the same). If the difference is not statistically significant, then it can be
concluded that despite the small variation in scores, they are comparable across groups.

The analysis of employee differences in performance scores relating to the various demographic
groups revealed the following insights (see table below and on following pages).

Survey sections where
significant differences GROUP/S WITH HIGHER GROUP/S WITH LOWER

between groups are SECTION SCORES SECTION SCORES
found

o Waitemata District (My Job,
Learning and Development,
Recognition)

e Canterbury District (all sections
except Recognition, Final
Thoughts, The Survey - Your
Views)

e FEastern District (Vision and
Purpose + Communication and
Cooperation, Final Thoughts)

Statistically significant

District differences across all survey « Tasman District (Recognition o Northland District (My

sections The Survey - Your Views) Supervisor, My Work Group)

e Southern District (Respect &
Integrity in the Workplace, The
Survey - Your Views)

e Bay of Plenty District (Final
Thoughts)

e Waikato District (Performance
and Feedback)

o International Services (Vision
and Purpose + Communication
and Cooperation, My Job,
Respect & Integrity in the
Workplace, Learning and
Development, The Survey -
Your Views)

e ICT Service Centre (all sections
except My Work Group,

Statistically significant Performance and Feedback)

differences across all survey

sections

Service

Centres e Financial Crime & Assets

Recovery (My Work Group,
Performance and Feedback)

e Executive and Support (My
Work Group, Performance and
Feedback, Recognition, Final
Thoughts)

e Prevention (My Supervisor)
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Statistically significant

District Management (all survey
sections except My Supervisor
and My Job)

ICT (all survey sections except
Respect & Integrity in the
Workplace)

Function differences across all survey
sections Investigations (My Supervisor) Legal (Respect & Integrity in the
Workplace)
Overseas (My Job)
Constabulary (My Supervisor, Constabulary (My Job,
My Work Group, Respect & Recognition, Final Thoughts, The
. o Integrity in the Workplace, Survey - Your Views)
Statistically significant Learning and Development)
differences across all Employee (My Supervisor, My
Rank/Level | SYrvey sections except Authorised Officer (Performance Work Group, Learning and

Vision and Purpose +
Communication and
Cooperation

and Feedback, Recognition,
Final Thoughts)

Employee (The Survey - Your
Views, My Job)

Development, Performance and
Feedback)

Authorised Officer (Respect &
Integrity in the Workplace)

Constabulary

Statistically significant
differences across all survey
sections

Commissioned Officers (all
survey sections)

Constable (all survey sections
except My Supervisor)

Sergeant (My Supervisor)

Statistically significant

Band 1 & above (all survey

Employee d/ffe'rences across all survey sections) Band G - J (all survey sections)
sections
Male (My Supervisor, My Work Female (My Supervisor, My Work
_ S Group, Respect & Integrity in Group, Respect & Integrity in the
S.tat/st/ca//y significant the Workplace, Learning and Workplace, Learning and
differences across all
) Development, Performance and Development, Performance and
Gender survey sections except Feedback) Feedback)
Vision and Purpose +
gggnn;;;rggit/on and Female (My Job, Recognition, Male (My Job, Recognition, Final
P Final Thoughts, The Survey - Thoughts, The Survey - Your
Your Views) Views)
No reports (all survey sections
Statistically significant except My Supervisor)
f:';?"t‘rgf differences across all survey soe‘éetliwofvz )rep orts (all survey
sections Under 10 reports (My
Supervisor)
10-15 (Vision and Purpose +
d i . Communication and Cooperation,
Under 2 (all survey sections Recognition, Final Thoughts, The
except My Job, Respect & Survey - Your Views)
Integrity in the Workplace, The
Statistically significant Survey - Your Views) 2-5 (My Job, Learning and
Tenure differences across all Development, Performance and

survey sections

30-35 (Respect & Integrity in
the Workplace, The Survey -
Your Views)

Over 35 (My Job)

Feedback)

5-10 (My Work Group, Respect &
Integrity in the Workplace)

20-25 (My Supervisor)
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Time in Band

Statistically significant
differences across all survey
sections

e Under 1 year (all survey
sections)

5-10 years (Vision and Purpose
+ Communication and
Cooperation, Respect & Integrity
in the Workplace, Recognition,
Final Thoughts, The Survey -
Your Views)

3-5 years (My Work Group, My

Job, Learning and Development,
Performance and Feedback)

Over 10 years (My Supervisor)

Statistically significant

5-10 (all survey sections except

1|;Ii:‘t?‘iICI: differences across all survey | e Under 2 (all survey sections) My Supervisor)
sections Over 10 (My Supervisor)
e Over 65 (My Job, Learning and 35-40 (Vision and Purpose +
Development, Performance and Communication and Cooperation,
Feedback, Recognition, Final My Job, Learning and
Thoughts) Development, Performance and
Feedback, Final Thoughts)
e Under 25 (Vision and Purpose +
Statistically significant Communication and 30-35 (R_ecognition, The Survey
Age differences across all survey Cooperation, Respect & Integrity - Your Views)

sections

in the Workplace)

e 25-30 (My Supervisor, My Work
Group)

e 55-60 (The Survey - Your
Views)

40-45 (Respect & Integrity in the
Workplace)

60-65 (My Work Group)

Over 65 (My Supervisor)

Work Hours

Statistically significant
differences across all
survey sections except
My Job, Recognition, Final
Thoughts and The Survey -
Your Views

e Full Time (all significant survey
sections)

Part Time (all significant survey
sections)

Statistically significant

e No (all survey sections with

Yes (all survey sections with

Same differences across all significant differences except My significant differences except My
Manager Last ; Job) Job)

survey sections except

22 s Recognition

g e Yes (My Job) No (My Job)

iﬁcgfgfgeﬂsyaséggslzcjﬁt e Pakeha (My Supervisor, My Pakeha (My Job, The Survey -
survey sections except Work Group, Respect & Integrity Your Views)

Ethnicity - Vision};nd Purpose + i in the Workplace, Learning and

Y arurp Development) Non-Pakeha (My Supervisor, My
Pakeha Communication and

Cooperation, Performance
and Feedback, Recognition,
Final Thoughts

o Non-Pakeha (My Job, The
Survey - Your Views)

Work Group, Respect & Integrity
in the Workplace, Learning and
Development)
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Ethnicity -
Maori

Statistically significant
differences across all
survey sections except
Vision and Purpose +
Communication and
Cooperation Respect &
Integrity in the Workplace,
Recognition, Final Thoughts,
The Survey - Your Views

Maori (all significant survey
sections)

Non-Maori (all significant survey
sections)

Ethnicity -
Europeans

Statistically significant

differences across:

e Learning and
Development

e Final Thoughts

Non-Europeans (Learning and
Development, Final Thoughts)

Europeans (Learning and
Development, Final Thoughts)

Ethnicity -
Pacific
Peoples

Statistically significant
differences across all
survey sections except
My Supervisor

Pacific Peoples (all significant
survey sections)

Non Pacific Peoples (all
significant survey sections)

Ethnicity -
Asian Peoples

Statistically significant

differences across:

e Vision and Purpose +
Communication and
Cooperation

e Performance and
Feedback

e Final Thoughts

e The Survey - Your Views

Asian Peoples (all significant
survey sections)

Non Asian Peoples (all significant
survey sections)

Ethnicity -
Other Ethnic
Groups

No significant differences
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3.8 Engagement Levels within NZ Police

Employee engagement refers to the level of connectedness an employee feels towards his or her
organisation and the willingness to maximise his or her performance and discretionary effort as a
result of that connectedness. Engagement levels were measured in the NZ Police Survey using
Kenexa|JRA's six-item measure:

Overall, I'm satisfied with my job

Overall, I would recommend NZ Police as a great place to work
I take an active interest in what happens in NZ Police

I feel inspired to go the extra mile to help NZ Police succeed

I feel a sense of commitment to NZ Police

NZ Police inspires me to do the best I can in my job every day

oUnALNE

Kenexa|JRA has two methods of presenting employee engagement levels following a survey - the
Engagement Index and the Engagement Profile.

3.8.1 Employee Engagement Index

The Engagement Index is the average score of the six survey questions used to assess
engagement.

e NZ Police has an Employee Engagement index of 73.3%

e The Engagement Index has shown statistically significant improvement since 2011
(+2.8%)

e Compared to the 2012 Kenexa|JRA State Sector benchmark (68.4%), the NZ Police
Engagement Index is significantly higher (+4.9%)

How Is NZ Police Faring in Terms of the Engagement Index?

The graph below is designed to illustrate how NZ Police is faring in terms of engagement levels
across different Districts and Service Centres. Detailed comparisons are made for a range of
demographic variables commencing on page 40 onwards. The below graph presents the
Engagement Indices for each of the Districts and Service Centres.

e As mentioned above, the average Engagement Index for NZ Police (73.3%) is
significantly above the Kenexa|JRA 2012 State Sector Benchmark (68.4%)

e However, NZ Police’s average Engagement Index is significantly below that of the Best
Workplaces All Organisations 2011 norm (-2.7%, average of all organisations who
participated in the 2011 Best Workplaces Competition)

e The average Engagement Index for the top 25% Districts and Service Centres (80.3%)
is above that of the 2012 JRA State Sector Benchmark average (68.4%), as well as the
Best Workplaces All Organisations 2011 Benchmark average (76.0%).

e The Engagement Indices for eight Service Centres (e.g. Crime, Finance and Operations
Support) are on par with or above that of the 2011 Best Workplaces All Organisations
Benchmark. In particular, the Engagement Indices of Executive and Support,
Prevention, International Services and Human Resources are at a level that would be
expected of the top 25% of organisations that take part in Kenexa|JRA’s annual Best
Workplaces Survey

e The bottom quartile Districts/Service Centres in terms of Engagement Index score
should be considered as focus areas going forward, particularly the ones with
Engagement Indices that are below or close to the State Sector Benchmark average.
These include ICT Service Centre, Road Policing, Eastern District and Financial Crime &
Assets Recovery. These are also the Districts/Service Centres that tend to have the
lowest proportions of engaged staff within NZ Police.
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Note: The x-axis contains all Districts/Service Centres. The y-axis is the Engagement Index, expressed
as a weighted mean score.

3.9.1 Employee Engagement Profile

Employees can be classified as being either engaged, ambivalent or disengaged according to their
Engagement Index. The higher their engagement score, the more likely they are to surpass the
threshold (or ‘hurdle score’) needed to be classified as engaged. The resulting classifications of
‘engaged’, ‘ambivalent’ and ‘disengaged’ are presented in the engagement profile graphs (on the
following page), and can be compared to external benchmark norms or tracked year on year.

e There have been positive changes in the engagement profile, relative to both the
external (Kenexa|JRA State Sector Benchmark) and internal benchmarks (2011 results)

¢ Engaged Category: Within NZ Police, 1 in 4 staff (27.8%) can be described as
engaged in the workplace. The proportion of engaged staff within NZ Police is
significantly higher than that of the Kenexa|JRA State Sector Benchmark (20.4%).
Further, relative to 2011, there has been a significant increase in the proportion of
engaged staff (+6.5%).

¢ Disengaged Category: It is encouraging to see that the proportion of disengaged
staff is now significantly lower than the Kenexa|JRA State Sector Benchmark norm (-
7.6%) and has also decreased significantly since 2011 (-3.0%).

¢ Ambivalent Category: Although approximately 60% of NZ Police staff are sitting in
the ambivalent category, the significant drop in the proportion of ‘ambivalent’ staff
since 2011 is positive (-3.5%). Compared to the Kenexa|JRA State Sector Benchmark,
NZ Police has a similar proportion of ‘ambivalent’ employees. It is worth noting that
this is the group that represents the greatest source of potential performance
improvement. The aim should thus be to move as many of these employees as possible
from ‘Ambivalent’ to ‘Engaged’ category, by directing efforts toward aspects of the
workplace that are engaging to staff but are comparatively low-scoring (i.e., relative to
benchmark norms).
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3.9 Engagement Levels Across Different Parts of the Organisation

The tables below present the engagement profiles (proportion of engaged, ambivalent and
disengaged staff) and engagement indices (average score across the six engagement questions)
across the various demographic markers assessed in the NZ Police Workplace Survey 2012. The
demographic markers are District, Service Centres, Function, Rank/Level, Employee, Constabulary,
Gender, Span of Control, Tenure, Time in Band, Time in District, Previous Management and
Ethnicity.

Read down the rows to see which demographics exhibit the highest and lowest proportions of
engaged, ambivalent and disengaged employees. Red font highlights the demographic(s) with the
lowest engagement index. Green font highlights the demographic(s) with the highest
engagement index.

3.9.1 Engagement Profiles by District

When looking at the employee engagement profiles by District, Bay of Plenty, Counties/Manukau
and Canterbury are the most engaged, with the highest engagement indices and largest
proportions of engaged staff.

Compared to 2011, it is encouraging to see that the engagement indices of all Districts have
increased. In particular, the engagement indices of Bay of Plenty (+5.1%), Central (+5.0%) and
Tasman Districts (+5.3%) have all increased by at least 5%. Further, the Tasman District has
made notable improvements since 2010, with its engagement index increasing from 63.3% in 2010,
to 68.4% in 2011 and 73.7% in 2012. A similar pattern was also seen for the Canterbury District,
where the engagement index has increased from 63.6% in 2010, to 70.9% in 2011 and 75.3% in
2012.

As in 2011, the Eastern District remains the least engaged, with the lowest engagement index and
the highest proportion of disengaged staff. However, it is worth highlighting that there has been a
fairly big increase in the proportion of engaged staff (+7.8%) in the Eastern District. The Districts
with the next lowest engagement indices are Northland and Waitemata, both of which also have
comparatively high proportions of disengaged staff.

District Engaged Ambivalent Disengaged EngIangdeen;ent
Auckland City Dist 29.9% 57.0% 13.1% 74.2%
Bay Of Plenty Dist 31.8% 59.6% 8.6% 75.7%
Canterbury District 30.2% 59.7% 10.1% 75.3%
Central District 27.5% 60.3% 12.2% 73.4%
Counties/Manukau District 31.8% 57.4% 10.8% 75.4%
Eastern District 20.2% 60.2% 19.6% 67.9%
Northland District 20.7% 64.1% 15.2% 70.2%
Southern District 21.2% 67.3% 11.5% 71.1%
Tasman District 26.5% 63.2% 10.3% 73.7%
Waikato Dist 24.5% 61.8% 13.7% 71.6%
Waitemata Dist 23.6% 59.4% 17.0% 70.4%
Wellington District 25.3% 61.9% 12.8% 72.5%
Total Organisation 27.8% 59.7% 12.5% 73.3%
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3.9.2 Engagement Profiles by Service Centres

When examining the engagement profiles by Service Centres, Executive and Support and
Prevention are the most engaged, with the highest engagement indices, the largest proportions of
engaged staff and the smallest proportions of disengaged staff.

The least engaged is the ICT Service Centre, which has the lowest engagement index of 65.6% and
the smallest proportion of engaged staff. Though Road Policing does not have the lowest
engagement index, it has the highest proportion of disengaged staff, with close to a quarter of staff
being categorised in the ‘Disengaged’ group.

Since restructure has changed the composition of some Service Centres, it is not possible to
compare the 2012 and 2011 results of all Service Centres. Among those for those whom trending is
possible, the National Intelligence Centre stands out as the Service Centre that has made the
biggest improvement in its engagement index since 2011 (+3.9%), while the International

Services group has had the largest decrease (-4.1%).

Service Centres Engaged Ambivalent Disengaged Eng:ngdeegent
Communication Centres 36.3% 53.5% 10.2% 75.9%
Crime 28.8% 62.6% 8.6% 76.1%
Executive and Support 48.4% 48.4% 3.2% 83.4%
Finance 35.3% 55.9% 8.8% 77.2%
Eigfon\f;filcrime & Assets 15.2% 67.4% 17.4% 68.8%
Human Resources 46.2% 47.1% 6.7% 80.8%
ICT Service Centre 14.3% 62.8% 22.9% 65.6%
International Services 45.1% 52.9% 2.0% 81.8%
National Intelligence Centre 35.7% 57.2% 7.1% 78.1%
Operations Support 43.9% 43.9% 12.2% 77.4%
Org Financial Crime Agency Nz 31.0% 56.4% 12.6% 73.6%
Police Prosecutions 24.8% 65.4% 9.8% 72.7%
Prevention 50.0% 50.0% 0.0% 83.1%
Road Policing 22.8% 53.1% 24.1% 67.3%
Strategy, Policy & Performance 33.9% 50.0% 16.1% 74.1%
Tactical Groups 26.9% 61.2% 11.9% 72.9%
Training Service Centre 23.7% 61.8% 14.5% 71.1%
Total Organisation 27.8% 59.7% 12.5% 73.3%
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3.9.3 Engagement Profile Comparisons by Function

Across the different functional areas, District Management is the most engaged, with the highest
Engagement Index and more than half of the group being classified as ‘engaged’. ICT is the least
engaged, with the lowest Engagement Index, and close to a quarter of staff classified as
‘disengaged’.

It is also worth noting that:

e Asin 2011, Overseas has no disengaged staff, something worth celebrating

e Community Policing has had the greatest increase in its Engagement Index since 2011
(+6.0%)

e Although Legal remains one of the groups that has a lower Engagement Index, they have
halved the proportion of disengaged staff (from 33.3% to 16.7%) and doubled the
proportion of engaged staff (from 16.7% to 33.3%) since 2011

e A similar pattern was seen for Liaison, where the proportion of engaged staff has almost
doubled (from 16.7% to 31.8%) and the proportion of disengaged staff has decreased by
12.2% (from 19.0% to 6.8%)

Function Engaged Ambivalent Disengaged Eng:ngdeenx-lent
Airport 13.2% 65.7% 21.1% 69.1%
Communications 36.6% 53.1% 10.3% 75.8%
Community Policing 27.9% 60.3% 11.8% 73.6%
Corporate Support 35.9% 52.9% 11.2% 76.8%
District Management 56.0% 38.3% 5.7% 84.2%
Finance 27.3% 65.1% 7.6% 74.4%
Frontline support 25.9% 59.0% 15.1% 71.7%
General Duties 27.6% 61.0% 11.4% 73.5%
HR/ Training 29.2% 59.8% 11.0% 74.2%
ICT 15.2% 63.7% 21.1% 66.3%
Intelligence 29.5% 57.3% 13.2% 74.1%
Investigations 24.1% 62.4% 13.5% 72.1%
Legal 33.3% 50.0% 16.7% 70.6%
Liaison 31.8% 61.4% 6.8% 76.0%
Overseas 41.0% 59.0% 0.0% 80.6%
Policy 37.9% 43.2% 18.9% 74.2%
Prosecutions 24.0% 64.9% 11.1% 71.8%
Road Policing 22.9% 59.3% 17.8% 69.7%
Specialist teams 24.5% 64.9% 10.6% 72.8%
Vetting 25.0% 60.7% 14.3% 68.9%
Watchouse 27.8% 60.1% 12.1% 73.4%
Youth 20.1% 69.7% 10.2% 71.9%
Other 33.3% 58.4% 8.3% 77.2%
Total Organisation 27.8% 59.7% 12.5% 73.3%
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3.9.4 Engagement Profile Comparisons by Rank/Level

An examination of employee engagement profiles by Rank/Level reveals that the Authorised
Officers are the most engaged, with the highest Engagement Index. Interestingly, they have the
highest proportion of both engaged and disengaged staff.

Comparisons within the Employee and Constabulary groups reveal patterns that are similar to
those found in the 2010 and 2011 results.

Within the Employee group, ‘Band 1 & above’ are the most engaged, while ‘Band G-J’ are the least
engaged.

For the Constabulary group, it is worth noting that apart from the Constables, all groups have fairly
low proportions of disengaged staff. While the engagement level of Constables has improved since
2011 (3.0% increase in the Engagement Index and 6.6% increase in the proportion of engaged
staff), their results are still quite far below the others within the Constabulary group. Notably, the
engagement levels of the Sergeants have improved yet again, with their Engagement Index
increasing by 4.3% and the proportion of engaged staff increasing by 8.4%. The Commissioned
Officers are the most engaged, with close to two thirds engaged and the lowest proportion of
disengaged staff (3.3%).

Rank/Level Engaged Ambivalent Disengaged EngIangdeer;'n(ent
Constabulary 26.7% 60.8% 12.5% 72.9%
Employee 30.1% 57.4% 12.5% 74.0%
Authorised Officer 42.5% 38.7% 18.8% 75.5%

Total Organisation 27.8% 59.7% 12.5% 73.3%
3.9.4.1 Engagement Profiles by Employee
Employee Engaged Ambivalent Disengaged EngIangdeer;'n(ent ‘
Band 1 & above 46.7% 46.7% 6.6% 80.3%
Band A-F 30.2% 57.0% 12.8% 74.0%
Band G - J 27.1% 59.9% 13.0% 72.8%
Employee 30.1% 57.4% 12.5% 74.0%
Total Organisation 27.8% 59.7% 12.5% 73.3%
3.9.4.2 Engagement Profiles by Constabulary
Constabulary Engaged Ambivalent Disengaged EngIangdeeTent ‘
Senior Sergeant 43.1% 52.4% 4.5% 80.9%
Sergeant 29.1% 62.6% 8.3% 75.4%
Commissioned Officers 64.8% 31.9% 3.3% 86.5%
Constable 22.8% 62.6% 14.6% 71.0%
Constabulary 26.7% 60.8% 12.5% 72.9%
Total Organisation 27.8% 59.7% 12.5% 73.3%

*Please note: There were insufficient response to display the responses for ‘Recruit’.
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3.9.5 Engagement Profiles by Gender

As shown in the table below, while females have a higher Engagement Index, both genders have
similar engagement profiles. It is worth noting that since 2011, the Engagement Indices of both
females and males have increased, by 2.0% and 3.2% respectively.

Gender Engaged Ambivalent Disengaged Eng;ngdeen;ent ‘
Female 28.7% 59.5% 11.8% 73.9%
Male 27.4% 59.7% 12.9% 73.0%
Total Organisation 27.8% 59.7% 12.5% 73.3%

3.9.6 Engagement Profiles by Span of Control

As in 2010 and 2011, looking at the engagement profiles by Span of Control shows that those with
no reports are the least engaged while those with more than 50 reports are the most engaged. The
engagement levels appear to increase along with the number of reports a person has, which is a
common trend within other organisations as well.

Relative to 2011, while all groups now have higher Engagement Indices, those with between 10
and 50 reports have had the greatest increase (+4.1%).

Span of Control Engaged Ambivalent Disengaged EngIangdeeTent
No Reports 25.2% 61.0% 13.8% 72.0%
Under 10 reports 32.3% 58.6% 9.1% 76.1%
Between 10 and 50 reports 43.5% 52.2% 4.3% 80.7%
Over 50 reports 71.6% 25.4% 3.0% 88.6%
Total Organisation 27.8% 59.7% 12.5% 73.3%

3.9.7 Engagement Profiles by Tenure

Across the tenure groups, staff who have been with NZ Police for less than 2 years are the most
engaged, with the highest Engagement Index and smallest proportion of disengaged staff. As in
2011 and in other organisations, the engagement-tenure relationship tends to follow a U shape
pattern with high engagement levels observed at either end of the tenure categories (under 2
years, and over 30 years) and lower engagement levels for the middle tenure groups. Despite the
increases in the Engagement Indices of the '5-10" and '10-15’ groups since 2011 (2.7% and 1.7%
respectively), they remain the focus areas going forward.

Engaged Ambivalent Disengaged Eng;ngdeetent ‘
Under 2 42.8% 51.6% 5.6% 80.6%
2-5 25.7% 60.8% 13.5% 72.5%
5-10 22.6% 62.7% 14.7% 70.9%
10 - 15 22.8% 61.9% 15.3% 70.5%
15 - 20 27.1% 61.2% 11.7% 73.3%
20 - 25 29.8% 58.7% 11.5% 74.3%
25-30 32.1% 58.7% 9.2% 75.7%
30-35 39.8% 51.1% 9.1% 77.3%
Over 35 38.7% 51.3% 10.0% 77.5%
Total Organisation 27.8% 59.7% 12.5% 73.3%
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3.9.8 Engagement Profiles by Time in Band

Similar to 2011, examining the engagement profiles by Time in Band shows that engagement
levels are lower for staff that have spent a greater length of time in their current band. Unlike 2011
however, there is a reduction in the gap between the Engagement Indices of the '3-5 years’, '5-10
years’ and ‘Over 10 years’ groups. This is partly owed to the fact that the Engagement Index of
those with more than 10 years time in band has increased the most since 2011 (4.0%, relative to
the increases of 2.8% and 2.3% for the '5-10 years’ and '3-5 years’ groups respectively).

Time in Band Engaged Ambivalent Disengaged Eng:ngdeen;ent
Under 1 year 37.9% 55.5% 6.6% 78.5%
1-3 years 30.6% 59.7% 9.7% 75.6%
3-5 years 26.3% 60.9% 12.8% 72.6%
5-10 years 25.4% 59.9% 14.7% 71.6%
Over 10 years 25.7% 60.0% 14.3% 71.9%
Total Organisation 27.8% 59.7% 12.5% 73.3%

3.9.9 Engagement Profiles by Time in District

When looking at the engagement profiles by Time in District, those who have been in the District
for less than two years are the most engaged, with the highest Engagement Index and largest
proportion of engaged staff. The Engagement Indices and engagement profiles of the other groups
are fairly similar, though the '5-10" group has the lowest Engagement Index.

Time in District Engaged Ambivalent Disengaged Eng:ngdeen;ent
Under 2 36.5% 56.8% 6.7% 78.1%
2-5 26.2% 60.2% 13.6% 72.6%
5-10 23.8% 61.5% 14.7% 71.1%
Over 10 27.8% 59.2% 13.0% 73.0%
Total Organisation 27.8% 59.7% 12.5% 73.3%

3.9.10 Engagement Profiles by Previous Management

Although the Engagement Indices of both groups are fairly close, staff who have changed
managers in the last 12 months are more engaged than those who have not: the same pattern
observed in 2011.

Sami;dalla:‘gtﬁ; LEs Engaged Ambivalent Disengaged EngIangdeeTent ‘
Yes 26.4% 60.0% 13.6% 72.3%
No 29.0% 59.4% 11.6% 74.1%
Total Organisation 27.8% 59.7% 12.5% 73.3%
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3.9.11 Engagement Profiles by Ethnicity - Overall Comparison

Examining the engagement profile by ethnicity reveals that as in 2011, the Europeans are among
the least engaged. However, ‘Other Ethnic Groups’ is the only group whose Engagement Index has
decreased since 2011, and it has dropped from being one of the most engaged groups to being one
of the least engaged. Pacific Peoples remain the most engaged, with the highest Engagement
Index. This position is shared with the Asian Peoples, who have the same Engagement Index and a
similar engagement profile. Please note that the ethnicity categories are not mutually exclusive -
for instance, someone who identified themselves as ‘Pakeha’ may have also identified themselves
as ‘Maori’.

Pakeha 27.1% 61.3% 11.6% 73.3%
Maori 29.5% 58.8% 11.7% 74.1%
Europeans 26.6% 58.6% 14.8% 72.0%
Pacific Peoples 34.3% 54.7% 11.0% 76.1%
Asian Peoples 35.1% 54.4% 10.5% 76.1%
Other Ethnic Groups 30.2% 53.5% 16.3% 71.9%
Total Organisation 27.8% 59.7% 12.5% 73.3%
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3.10 The Key Drivers of Engagement Within NZ Police

While all of the questions included in the survey are important in understanding how employees
view their organisation, some are more important than others in terms of their impact on
engagement. Those that have the most impact on engagement we call the Key Drivers of
engagement. Because all organisations differ in regard to their culture, climate, and the people
they need and attract, not surprisingly the key drivers of engagement will vary from organisation
to organisation.

Key drivers are powerful predictors of engagement which, read in conjunction with your other
online reports and analyses, are of great importance when considering priorities for improvement
initiatives.

The results of the key driver analysis are presented in Table below. Key drivers are ranked in
descending order of importance, and are colour coded in terms of their scores relative to the 2012
Kenexa|JRA State Sector Benchmark. Specifically;

RED DRIVERS: These are High Importance-Low Performance drivers and are
considered priority areas for improvement, and offer the greatest leverage
for performance improvement.

High Importance-Medium Performance drivers. These have a strong
impact on employee engagement, but your organisation’s score on these
drivers are statistically equivalent to 2012 State Sector Benchmark. There
are likely performance improvements to be had from attending to these
drivers, although priority should be placed on the ‘red zone’ drivers.

GREEN DRIVERS: High Importance-High Performance drivers. Performance relative to
the benchmark is strong, with these drivers providing the organisation with
potential competitive advantage. Current efforts and initiatives in these
areas should be maintained.

BLACK DRIVERS: High Importance-Indeterminate Performance drivers. These are
drivers where no benchmark data is available, but are still significant
drivers of employee engagement.

Table 3.10.1 Key Drivers of Employee Engagement: NZ Police (Total Organisation)

Key Driver Questions New Zealand New Zealand State Sector
\ Police 2012 Police 2011 Benchmark 2012
1.3: NZ Police is an enjoyable place to work** 71.1 68.3 (+2.8) NA
4.3:_ My job g*lies me a sense of personal 78.0 76.1 (+1.9) 70.7 (+7.3)
achievement
1.6: I feel a sense of belonging to my District _
[ my Service Centre** 65.5 61.7 (+3.8) 66.4 (-0.9)
1.2: I_feell I am working for an effective 65.6 59.7 (+5.9) NA
organisation**
6.2: The work I do makes good use of my
knowledge and skills** 71.0 68.9 (+2.1) 63.1 (+7.9)
?Hidrn:glsf? encouraged to try new ways of doing 61.9 57.8 (+4.1) 62.1 (-0.2)
- 4.7: The Ie\{el of vyorK—reIated streis*l 61.6 58.3 (+3.3) 62.6 (-1.0)
experience in my job is acceptable
6.5: There are career and personal
development opportunities for me in NZ 62.2 61.1 (+1.1) 56.7 (+5.5)
Police**
4.5: I am sufficiently involved in decisions that _
| ] affect the way I do my job 60.3 56.8 (+3.5) 62.9 (-2.6)
6.1: NZ Police provides adequate training for
the work T do** 58.9 54.8 (+4.1) NA

Weighted Mean Score (%)
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Note: The questions with **next to them were also key drivers of employee engagement within NZ
Police in 2011.

The high level of similarity between the 2011 and 2012 key driver results, both in terms of the
items and ranking of the items, indicates that the areas identified through last year’s analysis
remain important to the organisation.

The one new key driver question for 2012 relates to the amount of input that staff have into
decisions that are relevant to their jobs and is one of the three key drivers that is scoring
significantly below the benchmark.

Although there are three key drivers in the table above that have no benchmark data available
(and are hence shown in black text), the Kenexa|JRA State Sector Benchmark does include similar
guestions that help gauge the relative performance levels of these key drivers.

e When compared against the benchmark, the key driver question ‘This organisation is an
enjoyable place to work’ is most similar to the benchmark question ‘This organisation is
a fun place to work’. Though the terms ‘enjoyable’ and ‘fun’ are not exact synonyms, NZ
Police’s score of 71.1% is much higher than the benchmark question score of 60.9%. Thus,
we might expect that the key driver will be a ‘green’ driver (high importance-high
performance).

e The Kenexa|JRA State Sector Benchmark also includes an item similar to ‘I feel I am
working for an effective organisation’: 'I feel I am working for a successful
organisation’. As before, the equivalence of the terms ‘effective’ and ‘successful’ is
debatable, but the score for the benchmark question (70.9%) is much higher than that of
the NZ Police question (65.6%). As such, we might expect this to be a ‘red’ key driver
(high importance-low performance) if there was an identical benchmark question.

e The key driver question ‘NZ Police provides adequate training for the work I do’ is
most closely aligned with the benchmark question ‘This organisation ensures that I am
adequately trained for the work I do’. The benchmark question has a much higher score
(64.3%) than the NZ Police question (58.9%), which suggests that this is likely to be a
‘red’ driver (high importance-low performance).

Given the likelihood that contextual features are likely to impact employee engagement across

different Districts (e.g., size, location, etc), a separate key driver analysis has been provided to
each of the Districts and Service Centres.
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3.10.1 Conclusions from Key Driver Analysis

The key drivers of engagement that NZ Police is performing most well on can be considered
strengths that need maintaining. These are the key drivers with the greatest impact upon
employee engagement and which NZ Police is performing above the benchmark on. Further, for
one of the key driver questions that is unique to NZ Police, comparisons against a similarly worded
guestion in the benchmark suggests that it is also likely to be a high-performance driver if there
had been an identical question in the benchmark. Effectively, NZ Police has four high importance-
high performance drivers, three of which relate to development opportunities.

e My job gives me a sense of personal achievement
e The work I do makes good use of my knowledge and skills
e There are career and personal development opportunities for me in NZ Police

e This organisation is an enjoyable place to work
It is likely that NZ Police would benefit from improving the key driver in which the organisation is

scoring at an average level. The key driver ‘I am encouraged to try new ways of doing things’ may
be considered a high importance-medium performance driver.

e I am encouraged to try new ways of doing things

Compared to the Kenexa|JRA State Sector Benchmark, NZ Police scored significantly below the
benchmark norm on three of the ten identified key drivers of employee engagement. The
organisation also scored low on the two key drivers that do not have exactly identical external
benchmark norms. However, based on the comparable wording of the NZ Police and benchmark
guestions, as well as the magnitude of the differences in scores, it is expected that NZ Police has in
effect five high importance-low performance drivers. These items serve as very useful focus
areas, as they have a strong link to engagement levels within NZ Police and they currently score
below what might be expected.

e I feel a sense of belonging to my District or my Service Centre
The level of work-related stress I experience in my job is acceptable
e I am sufficiently involved in decisions that affect the way I do my job

e [ feel I am working for an effective organisation
e NZ Police provides adequate training for the work I do

Although all five key driver questions shown above are considered low-performing relative to the
benchmark, it is worth noting that there have been significant and meaningful improvements of at
least 3.3% on all five questions since 2011. Given that four of these questions were also identified
as key drivers in 2011, it demonstrates that these aspects of the workplace are consistently
important for the NZ Police staff. Therefore, it is important to maintain and build on the good work
done in these areas going forward.

3.10.2 Key Driver Demographic Comparisons

The key drivers of engagement derived from our analysis reflect key drivers across the whole of NZ
Police. To identify priority areas, however, it can be useful to see how key drivers score across
different employee groups. In this section we provide an example of such an analysis to see
whether some employee groups provide examples of performance ‘excellence’ as well as other
groups which may require more focused attention in key impact areas.

The tables on the following pages present the key driver scores across the demographic variables
of: District, Service Centres, Function, Rank/Level, Constabulary, Employee, Gender, Span of
Control, Tenure, Time in Band, Time in District, Previous Management and Ethnicity.

Note that a smaller ‘Report of Findings’ is provided to each of the Districts which contains a District
level Key Driver Analysis. Typically the strongest key drivers (such as those identified in this
report) are common across the Districts. There may well also be key drivers that are unique to a
particular District that warrant District level attention.
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3.10.2.1 Key Drivers by District

The table below shows how each of the Districts within NZ Police have fared on the total organisation key driver questions and the results mirror the patterns seen
when comparing Engagement Indices and profiles across Districts. Both the Canterbury and Counties/Manukau Districts have achieved the highest scores on most of
the key driver questions, while the Eastern (particularly “sense of belonging”, where this question is scoring substantially below the other Districts), Northland and
Waitemata Districts typically have the lowest scores across the key driver questions.

Read across the rows to see which demographic scores the highest and lowest on each key driver. Red font highlights the lowest score/s for a particular survey

question. Green font highlights the highest score/s for a particular survey question.

1.3: NZ Police is an
enjoyable place to work

71.6%

63.6%

69.8%

69.4%

4.3: My job gives me a
sense of personal
achievement

80.7%

75.6%

79.1%

75.6%

1.6: I feel a sense of
belonging to my District or
my Service Centre

65.1%

69.0%

69.7%

63.1%

70.6%

55.7%

62.9%

63.0%

67.9%

64.1%

63.8%

63.5%

65.5%

1.2: I feel I am working
for an effective
organisation

64.9%

67.4%

66.1%

65.2%

68.4%

58.6%

61.4%

62.6%

66.9%

61.9%

64.0%

63.5%

65.6%

6.2: The work I do makes
good use of my knowledge
and skills

72.1%

70.8%

74.0%

73.2%

70.2%

69.5%

69.2%

67.7%

73.8%

71.0%

67.0%

70.8%

71.0%

6.4: I am encouraged to
try new ways of doing
things

61.1%

63.5%

65.6%

63.5%

64.1%

60.2%

59.3%

60.7%

64.0%

60.4%

58.3%

61.3%

61.9%

4.7: The level of work-
related stress I experience
in my job is acceptable

63.6%

61.6%

65.2%

61.6%

64.4%

56.7%

55.9%

59.1%

58.4%

59.1%

58.5%

60.0%

61.6%

6.5: There are career and
personal development
opportunities for me in NZ
Police

63.7%

64.8%

68.6%

62.9%

68.6%

61.5%

61.5%

58.5%

61.9%

63.0%

59.1%

67.2%

62.2%

4.5: T am sufficiently
involved in decisions that
affect the way I do my job

61.0%

62.4%

63.5%

61.7%

61.6%

55.3%

55.8%

57.5%

62.7%

58.5%

57.4%

58.1%

60.3%

6.1: NZ Police provides
adequate training for the
work I do

60.7%

59.5%

60.7%

56.3%

60.7%

53.8%

57.9%

55.8%

58.6%

56.3%

55.5%

58.6%

58.9%
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3.10.2.2 Key Drivers by Service Centres

The tables presented over the next two pages shows the scores for the total organisation key drivers, across the Service Centres. The International Services group
stands out with the highest scores on the majority of the key driver questions. However it is worth noting that on the questions that relate to the adequacy of
training and development opportunities, International Services staff have provided much lower ratings relative to the scores for the other key driver questions.
They still rank among the highest when comparing these question scores against the other Service Centres. As might be expected based on comparisons of the
Engagement Index scores, the ICT Service Centre has the lowest scores on nine out of ten of the key driver questions. While there will always be a lowest scoring
group in any comparison exercise, it is concerning that the ICT Service Centre’s scores on seven key driver questions are scoring around 50% (i.e. ‘Neutral) or
below. This suggests that urgent attention is required post-survey to identify ways in which this Service Centre can improve. It is worth noting other Service
Centres have low scores that have not been highlighted in red, which should be examined as well (e.g. Financial Crime & Assets Recovery’s score of 50.6% on
question 6.5).

Read across the rows to see which demographic scores the highest and lowest on each key driver. Red font highlights the lowest score/s for a particular survey
question. Green font highlights the highest score/s for a particular survey question.

. Financial . Org . .
Executive ) . Financial National - .
Key Driver Questions and chlmm e e EaE ] Crime Prevention Intelligence ST A0 Total Org
Assets Services Centres
Support R Agency Centre
ecovery Nz
1.3: NZ Police is an enjoyable place to work 78.6% 74.4% 72.3% 82.4% 72.7% 75.0% 74.1% 69.7% 71.1%
:'ci;el://lg nﬁ?}f"’“ me & sense of personal 82.3% 80.1% 70.7% 87.7% 77.6% 83.9% 77.2% 81.4% 78.0%
1.6: I feel a sense of belonging to my District ¢ 50, 65.5% 58.9% 76.5% 64.5% 76.9% 69.2% 67.6% 65.5%
or my Service Centre
éé;;rlngilolnam working for an effective 80.6% 72.2% 66.3% 80.5% 66.4% 75.0% 74.6% 70.3% 65.6%
6.2: The work I do makes good use of my 78.2% 73.0% 63.0% 81.9% 71.8% 78.6% 70.5% 73.5% 71.0%
knowledge and skills
gb?u;gl thlgé' couraged to try new ways of 74.2% 66.8% 59.2% 72.5% 64.4% 76.8% 69.2% 57.9% 61.9%
4.7: The level of work-related stress I o o o o o o o o q
experionce in my job is acceptable 73.4% 68.2% 62.0% 79.4% 69.0% 69.6% 66.8% 58.4% 61.6%
6.5: There are career and personal o o o o o o o o q
development opporsunitics for me in NZ Police  60-1% 58.1% 50.6% 66.2% 65.2% 51.8% 69.2% 58.3% 62.2%
4.5: I am sufficiently involved in decisions 77.0% 68.1% 59.4% 82.4% 61.5% 71.4% 62.1% 51.7% 60.3%
that affect the way I do my job
?Hé:w'\ézrkpflécoe provides adequate training for g 4o/, 65.3% 47.8% 68.1% 66.1% 64.3% 62.9% 65.9% 58.9%
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3.10.2.2 Key Drivers by Service Centres

Key Driver Questions S el LT et ] Finance CluED SeIr(\:l.:-ce Spt‘l;?itegg‘, -I-Sr::c:::‘g Total Or
\ Support Prosecutions Policing Groups Resources Y 9
Centre Performance Centre

1.3: NZ Police is an enjoyable place to work 77.4% 71.7% 63.8% 72.0% 69.9% 75.7% 61.9% 71.0% 68.0% 71.1%
4.3: My job gives me a sense of personal 78.7% 77.5% 70.3%  85.4% 72.8% 81.7% 69.4% 79.0% 74.6% 78.0%
achievement
1.6: I feel a sense of belonging to my District o o o o o o o o o a
o my Service Contre 72.6% 69.0% 60.1% 57.1% 71.3% 70.9% 55.8% 67.0% 57.8% 65.5%
1.2: 1 feel I am working for an effective 77.4% 70.3% 63.2%  60.8% 66.2% 77.2% 56.5% 66.5% 62.3% 65.6%
organisation
6.2: The work I do makes good use of my 69.5% 74.4% 64.9%  75.4% 75.7% 73.1% 64.5% 76.8% 68.8% 71.0%
knowledge and skills
Sgi‘r:]; t"msgm”raged to try new ways of 67.1% 60.3% 57.5%  65.7% 75.7% 70.0% 50.0% 61.6% 59.2% 61.9%
4.7: The level of work-related stress I 68.9% 62.1% 59.3%  68.3% 73.5% 72.8% 54.3% 62.1% 60.5% 61.6%
experience in my job is acceptable
6.5: There are career and personal . 62.8% 53.3% 53.2% 62.3% 54.4% 59.1% 39.8% 52.2% 51.1% 62.2%
development opportunities for me in NZ Police
4.5: I am sufficiently involved in decisions o o o o o o o o o a
that affect the way 1 do my job 72.0% 64.8% 58.6% 66.0% 72.8% 74.0% 51.1% 65.6% 58.2% 60.3%
fﬁézw'\ézrkpf'écoe provides adequate training for 65.2% 62.1% 60.8%  54.1% 63.2% 67.1% 41.5% 58.5% 57.0% 58.9%
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3.10.2.3 Key Drivers by Function

The scores for the total organisation key drivers for each of the Functions is presented over the next three pages. As per 2011, the Overseas staff have
provided the high scores on most of the key driver questions. It is worth noting that District Management, which has the highest Engagement Index among the
various Functions, has also obtained the highest scores on half the key driver questions. Conversely, ICT has generally provided the most negative ratings, with
the scores of seven key driver questions sitting at 50% (i.e. ‘Neutral’) or below. It is worth noting that it is just as important to pay attention to the low scores
have not been highlighted using red font (e.g. Legal’s score of 43.1% on question 6.5).

Read across the rows to see which demographic scores the highest and lowest on each key driver. Red font highlights the lowest score/s for a particular survey
question. Green font highlights the highest score/s for a particular survey question.

. . . . Community Corporate District . Frontline General Total
Key Driver Questions Airport Communications Policing Support Management Finance support Duties Organisation

1.3: NZ Police is an enjoyable place to work 69.7% 69.6% 71.0% 73.2% 78.6% 70.8% 67.8% 72.9% 71.1%
:'cf];e"\’/';’ nﬁfwes me a sense of personal 69.7% 81.4% 77.2% 78.8% 88.0% 69.3% 78.3% 77.6% 78.0%
;'rer;; ?:rlv?cze&saﬁt(r)g belonging to my District g, 5, 67.4% 65.1% 68.2% 76.9% 66.7% 62.4% 66.6% 65.5%
é.ré;rlnziilolnam working for an effective 62.5% 70.4% 64.5% 70.7% 77.4% 67.8% 62.6% 65.1% 65.6%
E;ﬁ) :WTlgsg‘g";r: dlsdk‘i’”?akes good use of my 63.2% 73.6% 73.0% 72.3% 81.9% 68.9% 69.8% 68.9% 71.0%
21.)?;191 fhr;:‘gegw“raged to try new ways of 52.0% 58.1% 64.1% 66.6% 74.4% 65.2% 60.1% 59.7% 61.9%
gxzemﬁc':"lﬁ' r?}i/";’ggklsr‘;fct:gt;f)rlzss I 70.4% 58.4% 64.1% 66.4% 67.7% 63.3% 61.2% 58.7% 61.6%
6.5: There are career and personal
development opportunities for me in NZ 63.2% 58.3% 66.6% 53.0% 71.0% 47.7% 52.5% 69.7% 62.2%
Police
?Hgt: ;f?enztst“rfg'f"\gr;f'ly ég"r‘]’q';’?gt;“ decisions 55.3% 51.6% 62.9% 67.8% 75.2% 64.0% 60.3% 55.8% 60.3%
tGHtle:w'\i)ZrkP?Zf)e provides adequate training for 5 5o, 66.0% 57.3% 62.3% 71.2% 58.3% 59.0% 55.2% 58.9%
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3.10.2.3 Key Drivers by Function Cont’d

Key Driver Questions T H.R( ICT Intelligence Investigations Liaison Overseas Policy To_tal .
raining Organisation

1.3: NZ Police is an enjoyable place to work 71.0% 62.1% 70.9% 71.6% 69.4% 72.2% 80.8% 70.8% 71.1%
4.3: My job gives me a sense of personal 77.8%  70.1% 72.1% 78.4% 83.3%  82.4%  87.2%  80.5% 78.0%
achievement
1.6: I feel a sense of belonging to my District o, 40, 55 g0y 66.5% 65.7% 65.3%  71.0%  75.0%  68.4% 65.5%
or my Service Centre
1.2: 1 feel I am working for an effective 66.6%  56.7% 65.0% 64.1% 69.4%  65.3%  78.9%  65.0% 65.6%
organisation
6.2: The work I do makes good use of my 69.1%  65.4% 66.7% 71.6% 83.3%  80.7%  82.7%  73.2% 71.0%
knowledge and skills
Sb?;\gl fh’}"nge:m“raged to try new ways of 62.3%  50.4% 67.5% 63.0% 63.9%  67.0%  73.7%  63.4% 61.9%
4.7: The level of work-related stress I 64.9%  55.1% 65.2% 60.0% 58.3%  68.2%  78.8%  67.4% 61.6%
experience in my job is acceptable
6.5: There are career and personal . 53.7%  40.9% 63.2% 68.7% 43.1%  61.4% 63.5% 55.0% 62.2%
development opportunities for me in NZ Police
4.5: I am sufficiently involved in decisions o o o o o o o o @
that affect the way 1 do my job 64.3%  51.6% 60.6% 61.8% 58.3%  61.9%  80.1%  69.5% 60.3%
fﬁé:w'\ézrkpf'é‘;e provides adequate training for g 4o, 42 305 59.7% 60.3% 55.6%  59.7%  67.9%  56.6% 58.9%
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3.10.2.3 Key Drivers by Function Cont’d

Key Driver Questions Prosecutions R?a.d SECIET I Vetting Watchouse Youth To_tal .
Policing teams Organisation

1.3: NZ Police is an enjoyable place to work 70.9% 67.1% 70.9% 72.3% 71.4% 68.4% 72.9% 71.1%
4.3: My job gives me a sense of personal 77.9% 75.6% 80.0% 65.2% 77.4% 81.9%  79.6% 78.0%
achievement
1.6: I feel a sense of belonging to my District 67.8% 63.0% 62.9% 59.8% 63.1% 60.6%  66.9% 65.5%
or my Service Centre
1.2: 1 feel I am working for an effective 69.6% 63.5% 63.0% 71.4% 64.7% 62.8%  72.9% 65.6%
organisation
6.2: The work I do makes good use of my 74.3% 69.1% 73.1% 60.7% 71.0% 77.5%  71.3% 71.0%
knowledge and skills
6.4: I am encouraged to try new ways of 59.9% 60.3% 64.0% 59.8% 59.6% 62.4%  65.8% 61.9%
doing things
4.7: The level of work-related stress I 61.6% 63.3% 62.8% 65.2% 58.1% 62.5%  68.3% 61.6%
experience in my job is acceptable
6.5: There are career and personal . 53.0% 59.4% 66.5% 59.8% 46.7% 61.2% 64.4% 62.2%
development opportunities for me in NZ Police
4.5: I am sufficiently involved in decisions o o o o o o o Q
that affect the way I do my job 64.5% 58.8% 62.6% 58.0% 58.0% 60.3% 67.1% 60.3%
6.1: NZ Police provides adequate training for 60.7% 60.2% 61.0% 57.1% 53.5% 50.3%  59.2% 58.9%
the work I do
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3.10.2.4 Key Drivers by Rank/Level

Looking at the key driver results by Rank/Level, the scores of the Constabulary, Employees and Authorised Officers are very similar for three of the key
driver questions. On questions where there are greater variance in scores, the Constabulary tend to provide more positive ratings, while Employees are
generally more negative. For the Authorised Officers, there is a mix of both positive and negative scores. As in 2011, employees have a much more
negative view of development opportunities, compared to the Constabulary. Notably, the Authorised Officers’ perceptions of development opportunities
are similar to the Employees.

Tables on the next two pages provide further insights into the key driver ratings across roles within the ‘Constabulary’ and ‘Employee’ categories. Similar
to 2011 and 2010 - commissioned officers and employees that are Band 1 & Above have provided the most positive ratings across the majority of key
drivers. Conversely, Constables and employees within Band G-J generally have the least positive views on the key driver questions. It is worth
highlighting that the Employees’ low average score of 49.8% for question 6.5 reflects the low scores across all three band groupings: Band 1 & Above
(52.7%), Band A-F (50.8%), Bands G-] (47.1%), suggesting that this is a commonly held perception across all levels.

Read across the rows to see which demographic scores the highest and lowest on each key driver. Red font highlights the lowest score/s for a particular survey

question. Green font highlights the highest score/s for a particular survey question.

1.3: NZ Police is an enjoyable place to work 71.3% 70.5% 69.8% 71.1%
4.3: My job gives me a sense of personal achievement 78.4% 76.9% 73.7% 78.0%
1.6: I feel a sense of belonging to my District or my Service Centre 65.6% 65.3% 67.2% 65.5%
1.2: I feel I am working for an effective organisation 64.9% 67.5% 62.2% 65.6%
6.2: The work I do makes good use of my knowledge and skills 71.5% 70.0% 65.9% 71.0%
6.4: I am encouraged to try new ways of doing things 62.3% 60.9% 62.3% 61.9%
4.7: The level of work-related stress I experience in my job is acceptable 61.4% 62.0% 62.7% 61.6%
6.5: There are career and personal development opportunities for me in NZ Police 67.1% 49.8% 52.5% 62.2%
4.5: T am sufficiently involved in decisions that affect the way I do my job 60.3% 60.2% 60.1% 60.3%
6.1: NZ Police provides adequate training for the work I do 58.7% 59.2% 64.1% 58.9%
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3.10.2.4.1 Key Drivers by Constabulary

Key Driver Questions

Senior

Sergeant

Sergeant

Commissioned
Officers

Constable Constabulary

Total Org

1.3: NZ Police is an enjoyable place to work 75.9% 72.5% 80.4% 70.2% 71.3% 71.1%
4.3: My job gives me a sense of personal achievement 83.3% 79.8% 87.8% 77.2% 78.4% 78.0%
(1:.e6n:t:efeel a sense of belonging to my District or my Service 73.9% 66.1% 80.7% 64.0% 65.6% 65.5%
1.2: I feel I am working for an effective organisation 73.7% 67.8% 79.3% 62.7% 64.9% 65.6%
6.2: The work I do makes good use of my knowledge and skills 79.2% 74.8% 81.0% 69.6% 71.5% 71.0%
6.4: I am encouraged to try new ways of doing things 72.1% 64.7% 74.5% 60.3% 62.3% 61.9%
4.7: The level of work-related stress I experience in my job is 66.0% 62.3% 71.0% 60.3% 61.4% 61.6%
acceptable

6.5: Th_ere are career and personal development opportunities 71.0% 66.2% 68.4% 66.9% 67.1% 62.2%
for me in NZ Police

365;1§/ajgwbsuff|C|ently involved in decisions that affect the way I 73.8% 64.1% 77.5% 57.4% 60.3% 60.3%
6.1: NZ Police provides adequate training for the work I do 68.3% 61.6% 70.5% 56.6% 58.7% 58.9%
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3.10.2.4.2 Key Drivers by Employee

Key Driver Questions

Band G - J

Employee

Total Org

1.3: NZ Police is an enjoyable place to work 71.4% 71.5% 68.1% 70.5% 71.1%
4.3: My job gives me a sense of personal achievement 82.8% 76.0% 77.9% 76.9% 78.0%
(1:.eGn:t:efeeI a sense of belonging to my District or my Service 71.5% 65.5% 63.7% 65.3% 65.5%
1.2: I feel I am working for an effective organisation 70.3% 68.7% 64.6% 67.5% 65.6%
6.2: The work I do makes good use of my knowledge and skills 80.7% 68.6% 71.2% 70.0% 71.0%
6.4: I am encouraged to try new ways of doing things 70.6% 61.4% 58.1% 60.9% 61.9%
4.7: The level of work-related stress I experience in my job is 65.5% 63.1% 59.1% 62.0% 61.6%
acceptable

6.5: Thfare are career and personal development opportunities 52.7% 50.8% 47.1% 49.8% 62.2%
for me in NZ Police

365;1§/ajgwbsuff|C|ently involved in decisions that affect the way I 71.4% 60.8% 56.7% 60.2% 60.3%
6.1: NZ Police provides adequate training for the work I do 62.4% 60.4% 56.0% 59.2% 58.9%
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3.10.2.5 Key Drivers by Gender

Comparing key driver scores by gender reveals that there is generally little difference between male and female staff. As in 2011, the greatest difference (5.7%)
in scores comes from the question about development opportunities within NZ Police, where females have provided a lower score.

Read across the rows to see which demographic scores the highest and lowest on each key driver. Red font highlights the lowest score/s for a particular survey
question. Green font highlights the highest score/s for a particular survey question.

Key Driver Questions Female Male Total Org
1.3: NZ Police is an enjoyable place to work 71.2% 71.0% 71.1%
4.3: My job gives me a sense of personal achievement 77.2% 78.3% 78.0%
1.6: I feel a sense of belonging to my District or my Service Centre 65.3% 65.6% 65.5%
1.2: I feel I am working for an effective organisation 66.1% 65.3% 65.6%
6.2: The work I do makes good use of my knowledge and skills 70.4% 71.3% 71.0%
6.4: I am encouraged to try new ways of doing things 62.0% 61.9% 61.9%
4.7: The level of work-related stress I experience in my job is acceptable 62.1% 61.3% 61.6%
6.5: There are career and personal development opportunities for me in NZ Police 58.3% 64.0% 62.2%
4.5: I am sufficiently involved in decisions that affect the way I do my job 59.7% 60.5% 60.3%
6.1: NZ Police provides adequate training for the work I do 59.9% 58.4% 58.9%
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3.10.2.6 Key Drivers by Span of Control

Similar to the findings from the last two years, staff with over 50 reports have provided the highest scores on all ten key drivers, while those without
reporting staff are the least positive in their ratings. These findings correspond with the comparisons of the Engagement Indices, where staff with more
than 50 reports were the most engaged and staff with no reports the least engaged.

Read across the rows to see which demographic scores the highest and lowest on each key driver. Red font highlights the lowest score/s for a particular survey
question. Green font highlights the highest score/s for a particular survey question.

Between
. . Under 10 Over 50
Key Driver Questions No Reports N 10 and 50 reports Total Org
reports
1.3: NZ Police is an enjoyable place to work 70.4% 71.9% 75.7% 81.7% 71.1%
4.3: My job gives me a sense of personal achievement 77.1% 79.5% 83.8% 91.0% 78.0%
1.6: I feel a sense of belonging to my District or my Service Centre 64.4% 67.6% 72.0% 84.9% 65.5%
1.2: I feel I am working for an effective organisation 64.6% 67.4% 72.5% 80.0% 65.6%
6.2: The work I do makes good use of my knowledge and skills 69.8% 74.2% 78.3% 83.4% 71.0%
6.4: I am encouraged to try new ways of doing things 60.4% 66.1% 70.1% 77.8% 61.9%
4.7: The level of work-related stress I experience in my job is acceptable 61.2% 62.2% 63.9% 68.6% 61.6%
?(.)?i:c‘;rhere are career and personal development opportunities for me in NZ 61.5% 62.8% 68.4% 72.9% 62.2%
4.5: I am sufficiently involved in decisions that affect the way I do my job 58.5% 65.3% 69.5% 79.5% 60.3%
6.1: NZ Police provides adequate training for the work I do 57.8% 60.9% 66.7% 71.8% 58.9%
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3.10.2.7 Key Drivers by Tenure

As might be expected from the patterns observed when comparing the Engagement Index scores and engagement profiles by tenure, staff with a tenure
at either extreme (i.e. ‘under 2’ or ‘over 35’ years) have typically provided the most positive responses to the key driver questions, while those who have
been with NZ Police for between two to 15 years are the least positive and stand out as being areas of concern. Although the '5-10’, '30-35’ and ‘over 35’
tenure groups have provided the most negative ratings on the question about career and development opportunities, it is worth noting that apart from
the ‘under 2’ group, every other group has provided similar low scores for this question. This suggests the area of career and development opportunities
is one that needs to be addressed for most staff.

Read across the rows to see which demographic scores the highest and lowest on each key driver. Red font highlights the lowest score/s for a particular survey
question. Green font highlights the highest score/s for a particular survey question.

1.3: NZ Police is an enjoyable
place to work

4.3: My job gives me a sense of
personal achievement

1.6: I feel a sense of belonging
to my District or my Service 74.6% 65.3% 63.6% 62.0% 64.6% 65.9% 66.8% 68.1% 70.5% 65.5%
Centre

1.2: I feel I am working for an
effective organisation

6.2: The work I do makes good
use of my knowledge and skills
6.4: I am encouraged to try new
ways of doing things

4.7: The level of work-related
stress I experience in my job is 66.6% 61.0% 59.9% 59.9% 61.9% 60.8% 64.8% 64.9% 63.9% 61.6%
acceptable

6.5: There are career and

personal development 73.4% 61.1% 60.2% 61.1% 62.0% 60.9% 63.8% 59.4% 60.3% 62.2%
opportunities for me in NZ Police

4.5: I am sufficiently involved in

decisions that affect the way I do 64.5% 55.8% 56.9% 58.1% 64.1% 65.0% 65.7% 67.7% 70.9% 60.3%
my job

6.1: NZ Police provides adequate
training for the work I do

80.5% 75.9% 75.7% 77.7% 78.6% 79.6% 82.6% 82.4% 84.2% 78.0%

74.7% 64.4% 62.8% 62.7% 66.0% 66.8% 68.8% 68.3% 70.5% 65.6%

70.9% 66.5% 69.4% 70.6% 73.9% 74.8% 76.3% 77.9% 79.5% 71.0%

66.5% 58.2% 59.4% 60.3% 63.3% 66.2% 67.4% 68.4% 67.4% 61.9%

61.2% 57.0% 56.7% 56.4% 61.0% 60.8% 64.5% 64.4% 66.6% 58.9%
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3.10.2.8 Key Drivers by Time in Band

When comparing key driver scores by Time in Band, it is clear that staff who have spent less than one year in their current band are the most positive.
Both the '3-5 years’ and ‘5-10 years’ groups have provided most of the lowest scores, with staff who have spent 5-10 years in their current band
providing low ratings on all key driver questions. The ‘over 10 years’ group has also given low scores on five key driver questions and there tends to only
be small differences (less than 2%) in the scores of '3-5 years’, '5-10 years’ and ‘over 10 years’ groups on most key driver questions.

Read across the rows to see which demographic scores the highest and lowest on each key driver. Red font highlights the lowest score/s for a particular survey
question. Green font highlights the highest score/s for a particular survey question.

Under 1 Over 10

Key Driver Questions year 1-3 years 3-5 years 5-10 years years Total Org
1.3: NZ Police is an enjoyable place to work 76.7% 73.6% 70.5% 69.3% 69.5% 71.1%
4.3: My job gives me a sense of personal achievement 80.8% 78.1% 77.0% 76.8% 79.0% 78.0%
é:n:t:efeel a sense of belonging to my District or my Service 71.6% 69.4% 64.5% 63.8% 63.2% 65.5%
1.2: I feel I am working for an effective organisation 71.5% 67.9% 64.2% 63.9% 64.7% 65.6%
5.2: The work I do makes good use of my knowledge and 72.7% 70.3% 69.7% 70.6% 72.6% 71.0%
6.4: I am encouraged to try new ways of doing things 65.1% 63.2% 60.0% 60.8% 62.7% 61.9%
4.7: The level of work-related stress I experience in my job 64.1% 63.6% 60.6% 60.2% 61.5% 61.6%
is acceptable
6.5: There are career and personal development 70.3% 65.0% 61.4% 59.9% 60.3% 62.2%
opportunities for me in NZ Police
4.5: I am sufficiently involved in decisions that affect the 64.1% 61.7% 57.8% 58.8% 61.5% 60.3%
way I do my job
6.1: NZ Police provides adequate training for the work I do 61.2% 61.1% 57.7% 58.0% 58.4% 58.9%
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3.10.2.9 Key Drivers by Time in District

Examining the key driver scores by Time in District reveals that the ‘under 2’ and ‘over 10’ groups have generally provided the most positive ratings.
However, it is worth noting that staff who have been in their Districts for more than 10 years have also provided low scores on two key driver questions
(*NZ Police is an enjoyable place to work’ and ‘There are career and personal development opportunities for me in NZ Police’), which suggests that these
areas should be investigated. While the '5-10" group has the lowest scores on most of the key driver questions, the ‘2-5’ group has similarly low scores

on half the key driver questions.

Read across the rows to see which demographic scores the highest and lowest on each key driver. Red font highlights the lowest score/s for a particular

survey question. Green font highlights the highest score/s for a particular survey question.

Key Driver Questions Under 2 2-5 5-10 Over 10 Total Org
1.3: NZ Police is an enjoyable place to work 77.2% 71.2% 69.0% 69.4% 71.1%
4.3: My job gives me a sense of personal achievement 79.4% 77.1% 76.2% 79.5% 78.0%
éfn:t:efeel a sense of belonging to my District or my Service 71.7% 65.3% 63.0% 64.6% 65.5%
1.2: I feel I am working for an effective organisation 71.0% 64.9% 63.1% 65.4% 65.6%
Sl.(ﬁl:sThe work I do makes good use of my knowledge and 20.4% 68.9% 70.0% 74.2% 71.0%
6.4: I am encouraged to try new ways of doing things 64.1% 60.1% 59.7% 64.2% 61.9%
_4.7: The level of work-related stress I experience in my job 65.1% 61.7% 59.9% 61.0% 61.6%
is acceptable
6.5: There are career and personal development 70.5% 61.2% 60.0% 60.4% 62.2%
opportunities for me in NZ Police
4.5: I am sufficiently involved in decisions that affect the 63.1% 57.7% 58.1% 62.7% 60.3%
way I do my job
6.1: NZ Police provides adequate training for the work I do 60.3% 57.8% 57.4% 60.3% 58.9%
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3.10.2.10 Key Drivers by Previous Management

Examining the key driver results by previous management shows that there is generally little difference between staff that have changed managers and
staff that have not changed managers in the last 12 months. As with comparisons of the Engagement Index scores and Engagement Profiles, on
questions where there is a greater difference between the two groups, those who have been working with the same manager are less positive. The
greatest difference (6.6%) between the two groups comes from question 6.5, which relates to career and personal development opportunities.

Read across the rows to see which demographic scores the highest and lowest on each key driver. Red font highlights the lowest score/s for a particular survey
question. Green font highlights the highest score/s for a particular survey question.

Key Driver Questions Yes No Total Org
1.3: NZ Police is an enjoyable place to work 70.1% 71.9% 71.1%
4.3: My job gives me a sense of personal achievement 77.8% 78.2% 78.0%
1.6: I feel a sense of belonging to my District or my Service Centre 64.2% 66.7% 65.5%
1.2: I feel I am working for an effective organisation 64.9% 66.2% 65.6%
6.2: The work I do makes good use of my knowledge and skills 71.4% 70.7% 71.0%
6.4: I am encouraged to try new ways of doing things 61.5% 62.2% 61.9%
4.7: The level of work-related stress I experience in my job is acceptable 61.6% 61.6% 61.6%
6.5: There are career and personal development opportunities for me in NZ Police 58.6% 65.2% 62.2%
4.5: I am sufficiently involved in decisions that affect the way I do my job 60.6% 60.0% 60.3%
6.1: NZ Police provides adequate training for the work I do 59.1% 58.7% 58.9%
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3.10.2.11 Key Drivers by Ethnicity — Overall Ethnicity Comparisons

As in 2011, when comparing the key driver scores across the different ethnic groups, the Pacific Peoples have provided the most positive ratings across
the majority of the key drivers, while the Europeans are the least positive. Notably, all ethnic groups have fairly similar scores on the questions about the
sense of personal achievement and work-related stress.

Please note that the ethnicity categories are not mutually exclusive - that is, someone who identified themselves as ‘Pakeha’ may have also identified
themselves as ‘Maori’.

Read across the rows to see which demographic scores the highest and lowest on each key driver. Red font highlights the lowest score/s for a particular survey

question. Green font highlights the highest score/s for a particular survey question.

Pacific Asian Other
Key Driver Questions Pakeha Europeans Ethnic Total Org
Peoples Peoples Groups
1.3: NZ Police is an enjoyable place to work 71.2% 72.0% 69.6% 73.4% 72.2% 68.0% 71.1%
4.3: My job gives me a sense of personal 78.4% 79.9% 77.7% 80.2% 79.5% 79.7% 78.0%
achievement
1.6: I feel a sense of belonging to my District 65.5% 66.6% 65.5% 68.6% 68.0% 62.2% 65.5%
or my Service Centre
1.2: 1 feel I am working for an effective 65.2% 65.4% 64.5% 71.3% 66.7% 70.2% 65.6%
organisation
6.2: The work I do makes good use of my 71.8% 72.7% 69.1% 73.5% 72.8% 73.3% 71.0%
knowledge and skills
fﬁ?r:glsam encouraged to try new ways of doing 62.2% 64.1% 60.6% 67.8% 62.7% 64.0% 61.9%
4.7: The level of work-related stress I 61.0% 63.4% 62.2% 63.6% 62.0% 62.8% 61.6%
experience in my job is acceptable
6.5: There are career and personal . 64.0% 67.9% 61.9% 69.7% 65.6% 61.3% 62.2%
development opportunities for me in NZ Police
4.5: Tam sufficiently involved in decisions that 59.6% 62.7% 60.5% 67.4% 65.6% 66.3% 60.3%
affect the way I do my job
6.1: NZ Police provides adequate training for 58.7% 59.2% 58.4% 62.9% 62.4% 64.5% 58.9%
the work I do
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3.11 ‘Anatomy of a Great Workplace’ Model

To further aid the diagnostic process, Kenexa|JRA has conducted numerous years of research to
determine what characterises a ‘Great Workplace’ in New Zealand. Undoubtedly workplaces come in
different shapes and sizes. Managers use many a different and varied approach in their attempts to
motivate employees and achieve effective organisational functioning. However, our research,
involving data from the annual ‘Best Workplaces’ survey and interviews with CEOs from New Zealand’s
leading organisations, suggests Great Workplaces tend to share four common characteristics. These
characteristics are illustrated in the Anatomy of a Great Workplace Model below.

Table 3.11.1 Anatomy of a Great Workplace™

Key Characteristics of Leading Organisations

e Provide clear direction and unifying vision

Align Staff to the ¢ Align employees to strategic goals
Organisation’s Vision and e Communicate regularly about things that matter
Values  Inspire people
e Show leadership
Develop a Sense of e Develop people’s sense of belonging
Community within the e Maintain a fun and enjoyable workplace
Organisation e Encourage cooperation

¢ Invest in training and development

¢ Provide challenging and rewarding jobs

e Provide a career path for people

e Plan for future leaders

e Develop a culture of performance

e Incorporate health and wellness into the culture

e Measure and celebrate success continuously

e Reward and recognise to elicit high performance and desired
behaviours

Commitment to Developing
People to Realise their Full
Potential

Pursue a Culture of
Performance
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When the Kenexa|JRA ‘Anatomy of a Great Workplace™ is used to categorise the NZ Police Key
Drivers of Employee Engagement, it becomes possible to gauge the broad areas where NZ Police can
derive performance gains using a ‘best practice’ approach. With half of the key driver questions falling
under the Development column, it remains a key priority area. Further, since four of these
‘Development’ key driver questions are scoring on par with or significantly above the 2012 State
Sector Benchmark (as indicated by the orange and green colour coding), these are strengths that NZ
Police should keep building on.

Going forward, NZ Police should direct most efforts toward addressing the low-performing (or red) key
drivers, which relate to staff input into decisions relevant to their jobs, sense of belonging and work-
related stress levels. Although some of the key driver questions are unique to NZ Police, comparisons
against similarly worded questions in the 2012 State Sector Benchmark suggest that two of these
questions (adequacy of training and perceptions of organisational effectiveness) are likely to be
performing significantly below the benchmark. Therefore, both these items should be included as part
of NZ Police’s improvement efforts too.

Vision and Values Community [ Development Performance Culture

4.5: Tam 1.3: NZ Police is an 6.4: 1 am encouraged to try |1.2: I feel I am working
;uff|C|ent!y enjoyable place to new ways of doing things for an effective
involved in work organisation

decisions that
affect the way I
do my job

1.6: I feel a sense
of belonging to my
District/Service
Centre

4.3: My job gives me a
sense of personal
achievement

6.2: The work I do makes
good use of my knowledge

4.7: The level of work-
related stress I
experience in my job is
acceptable

and skills

6.5: There are career and
personal development
opportunities for me in NZ
Police

6.1: NZ Police provides
adequate training for the
work I do
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Appendix 1: Profile of Respondents

Note: To protect the confidentiality of survey respondents, survey scores will not be reported for
any demographic with less than 5 responses (highlighted in blue).

District/Area

Total Organisation 9393
Executive and Support 62
Crime 199
Financial Crime & Assets Recovery 46
International Services 51
Org Financial Crime Agency Nz 87
Prevention 14
Bay Of Plenty Dist 595
Central District 610
Eastern District 374
Waikato Dist 584
Wellington District 687
National Intelligence Centre 56
Communication Centres 481
Operations Support 41
Police Prosecutions 267
Road Policing 159
Tactical Groups 67
Finance 34
Human Resources 104
Ict Service Centre 210
Strategy, Policy & Performance 56
Training Service Centre 207
Canterbury District 759
Southern District 471
Tasman District 339
Auckland City Dist 749
Counties/Manukau District 1115
Northland District 291
Waitemata Dist 678
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Function

Function Number of Responses

Total Organisation 9393
Airport 38
Communications 479
Community Policing 262
Corporate Support 768
District Management 209
Finance 66
Frontline support 419
General Duties 2222
HR/ Training 336
ICT 204
Intelligence 349
Investigations 1510
Legal 18
Liaison 44
Overseas 39
Policy 95
Prosecutions 280
Road Policing 898
Specialist teams 433
Vetting 28
Watchouse 281
Youth 355
Other 60

Span of Control

Span of Control Number of Responses

Total Organisation 9393
No Reports 7604
Under 10 reports 1080
Between 10 and 50 reports 575
Over 50 reports 134
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Rank/Level

Total Organisation 9393
Constabulary 6726
Senior Sergeant 378
Sergeant 1146
Commissioned Officers 273
Constable 4929
Recruit 0
Employee 2587
Band 1 & above 137
Band A - F 1682
Band G - J 768
Authorised Officer 80
Tenure
Total Organisation 9393
Under 5 2668
Under 2 909
2-5 1759
5-10 2334
10 - 15 1565
15-20 1002
20 - 25 745
25 - 30 478
30 -35 329
Over 35 272

Time in Band

Time in Band

Number of Responses

Total Organisation 9393
Under 1 year 943
1-3 years 1612
3-5 years 1980
5-10 years 2609
Over 10 years 2249

Time in District

Time in District

Number of Responses

Total Organisation 9393
Under 2 1587
2-5 2456
5-10 2491
Over 10 2859

Gender

Gender

Number of Responses

Total Organisation 9393
Female 2965
Male 6428
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Same Manager Last 12 Months

Same Manager Last 12 Months

Number of Responses

Total Organisation 9393
Yes 4295
No 5098

Ethnicity - Pakeha

Pakeha Number of Responses
Total Organisation 9393
Pakeha 5377
No 4016

Ethnicity - Maori

Maori Number of Responses
Total Organisation 9393
Maori 760
No 8633

Ethnicity — Europeans

Europeans Number of Responses
Total Organisation 9393
Europeans 1197
No 8196

Ethnicity — Pacific Peoples

Pacific Peoples

Number of Responses

Total Organisation 9393
Pacific Peoples 358
No 9035

Ethnicity - Asian Peoples

Asian Peoples

Number of Responses

Total Organisation 9393
Asian Peoples 173
No 9220

Ethnicity - Other Ethnic Groups

Other Ethnic Groups

Number of Responses

Total Organisation 9393
Other Ethnic Groups 43
No 9350
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Appendix 2: Questionnaire

The NZ Police Workplace Survey 2012 is made up of 63 rating scale questions grouped into ten
sections, one drop-down box (yes/no) question, as well as 3 open-ended questions at the end of
survey. The questions are presented below. Please note that the questionnaire is a copyrighted
instrument.

1. Vision and Purpose + Communication and Cooperation

1.1 NZ Police has a clear vision of where it’s going and how it’s going to get there

1.2 1Ifeel I am working for an effective organisation

1.3 NZ Police is an enjoyable place to work

1.4 NZ Police cares about the well-being of its staff

1.5 There is a sense of '‘common purpose' in NZ Police

1.6 I feel a sense of belonging to my District or my Service Centre

1.7 I intend to continue working at NZ Police for at least the next 12 months

1.8 Communication in my District or my Service Centre is open and honest

1.9 I feel informed about NZ Police and its activities

1.10 NZ Police is interested in the views and opinions of its staff

1.11 Work groups in NZ Police work well together

2. My Supervisor

3.1 My supervisor communicates the goals and objectives of our work group effectively
3.2 My supervisor encourages, and is willing to act on suggestions and ideas from my work group
3.3 My supervisor behaves in a way that is consistent with the values of NZ Police

3.4 My supervisor treats staff with respect

3.5 My supervisor supports and encourages me in my job

3.6 I have confidence in my supervisor

3.7 I get regular feedback on my performance from my supervisor (formal/informal)

3. My Work Group

4.1 Staff in my work group work well together

4.2 1 can rely on the support of others in my work group

4.3 Roles and responsibilities are clearly defined in my work group

4.4 1 have confidence in the ability of others in my work group

4.5 1 feel part of an effective work group

4.6 The way work is allocated in my workgroup is fair

4.7 People in my workgroup conduct themselves in accordance with the values expected by NZ
Police

4. My Job

4.1 The responsibilities of my job are clearly defined

4.2 I know how my work contributes to the effectiveness of NZ Police
4.3 My job gives me a sense of personal achievement

4.4 1 have the tools and resources I need to do my job

4.5 I am sufficiently involved in decisions that affect the way I do my job
4.6 I am satisfied with my physical work environment

4.7 The level of work-related stress I experience in my job is acceptable
4.8 I am able to maintain a balance between my personal and working life
4.9 The pay and benefits I receive are fair for the work I do

4.10 I understand how my performance is measured

4.11 My performance is fairly assessed
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Respect & Integrity in the Workplace

.1 Staff in my workgroup respect employee diversity

.2 I know who to contact to report instances of workplace harassment, bullying or

discrimination

5.3 I am confident that I could raise concerns I had related to workplace harassment, bullying or
discrimination without fear of reprisal

5.4 I am confident that I could raise concerns I had about other inappropriate conduct in the
workplace without fear of reprisal (inappropriate conduct may include any actions or
behaviours that make you feel uncomfortable in the workplace)

5.5 I am confident that any concerns I may need to raise regarding harassment, bullying,
discrimination or other inappropriate conduct would be dealt with appropriately

5.6 If you have witnessed or experienced some form of harassment, discrimination or bullying in

the workplace in the last 12 months, do you believe it has been dealt with effectively? (Drop

Down Box - Yes/No/Not Applicable)

vuon

Learning and Development
NZ Police provides adequate training for the work I do
The work I do makes good use of my knowledge and skills
I am encouraged to develop my knowledge, skills and abilities in NZ Police
I am encouraged to try new ways of doing things
There are career and personal development opportunities for me in NZ Police

6.
6.
6.
6.
6.
6.
6. I am satisfied with my learning and development opportunities in NZ Police

U hWNEH

7. Performance and Feedback

7.1 NZ Police expects high standards of performance from its people
7.2 People are held accountable for their performance in my work group
7.3 Poor performance is dealt with effectively in my work group

8. Recognition

I get recognition when I do a good job

We celebrate success in NZ Police

NZ Police has appropriate ways of recognising outstanding achievement
I feel my contribution is valued in NZ Police

People here are appointed to positions based on merit

@ 0 00 0 ®
U WN R

9. Final Thoughts (Engagement)

9.1 Overall, I'm satisfied with my job

9.2 Overall, I would recommend NZ Police as a great place to work
9.3 I take an active interest in what happens in NZ Police

9.4 I feel inspired to go the extra mile to help NZ Police succeed
9.5 I feel a sense of commitment to NZ Police

9.6 NZ Police inspires me to do the best I can in my job every day

10. The Survey - Your Views

10.1 I believe actions will be taken based on the results of this survey

10.2 Changes in response to the 2011 Workplace Survey have had a positive impact on my
workgroup

11. Open Ended Questions
11.1 The one thing, MORE THAN ANYTHING ELSE, that makes NZ Police a great place to work is:

11.2 The one thing, MORE THAN ANYTHING ELSE, that needs to change within NZ Police to make
it a great place to work is:

11.3 Please use the space below to add any further comments you wish to make:
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Appendix 3: Kenexa|JRA State Sector Benchmark

The following 29 New Zealand State Sector organisations made up the 2012 Kenexa|JRA State
Sector Benchmark. These organisations have conducted their workplace/employee survey with
Kenexa|JRA within the last 2 years.

Airways New Zealand

Careers New Zealand

Charities Commission

Civil Aviation Authority / Aviation Security Service
Commerce Commission

Creative New Zealand

Department of Building and Housing
Department of Corrections
Department of Internal Affairs
Earthquake Commission

Electricity Authority

Energy Efficiency and Conservation Authority - EECA
Kiwibank Limited

Maritime New Zealand

Ministry for Culture and Heritage
Ministry of Defence

Ministry of Foreign Affairs & Trade
Ministry of Justice

New Zealand Customs

New Zealand Post Group

New Zealand Qualifications Authority
New Zealand Trade & Enterprise
Pharmac

Serious Fraud Office

Standards New Zealand

Statistics New Zealand

Te Puni Kokiri

The Quit Group

Tourism New Zealand
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Glossary

Anatomy of a Great Workplace: Research carried out by Kenexa|JRA over many years into the
nature of great workplaces has revealed that best-practice organisations all share four common
characteristics. We call these the ‘four pillars’ of Kenexa|JRA’s Anatomy of a Great Workplace™.
The four pillars are enduring organisational qualities that are the product of a variety of practices,
each of which has been crafted by local leadership according to their organisation’s unique
circumstances. This model serves as a useful diagnostic and planning tool. In the Anatomy table,
each of the key drivers of employee engagement within a particular demographic variable has been
shown assigned to its applicable ‘Pillar’. By examining the concentration of key drivers in each
Pillar it is possible to gain further insight into areas where intervention strategies are most likely to
deliver significant performance gains.

Employee Engagement: is a multi-dimensional concept that describes the extent to which
employees mentally, emotionally and physically apply themselves at work. Engagement is
measured by six questions in the survey and includes job satisfaction, organisational commitment,
and willingness to recommend the organisation as a great place to work, discretionary effort,
taking an active interest in the organisation, and general effort.

Engagement Index: The average score across the six engagement questions, across all
employees.

Engagement Profile: Employees are categorised as engaged, ambivalent or disengaged according
to their Engagement Index. Employees who score above 87.5% (weighted mean score) are
classified as engaged given they respond very positively to most of the engagement questions.
Employees above 50% but below 87.5% are classified as ambivalent given they respond with
mostly ‘neutral’ or ‘agree’ questions (i.e., not strong responses to the engagement questions).
Disengaged employees are those that score 50% or below. These employees are not sufficiently
motivated by the organisation to respond positive to any of the engagement questions.

Key Driver Analysis: A statistical technique (multiple regression) that helps in the interpretation
of survey data and enables an organisation to put together actionable responses to survey results.
It is essentially a tool that allows us to identify what specific dimensions of organisational climate
(assessed in a survey) have the greatest impact on engagement levels. By knowing this, managers
can prioritise improvement opportunities and prepare a focused number of strategies that will
maximise future employee engagement.

Statistical Significance: A statistically significant result indicates that we can be confident that
95 times out of a hundred the result would not have occurred by chance. In other words, there is
certainly ‘something going on’ in the data and is something worth paying attention to (e.g., people
see things ‘significantly’ more positively than the rest of the organisation). Whenever something is
statistically significant, consider also whether it is meaningfully significant. A difference of 3% may
be ‘statistically significant’, but a difference of 10% means something really quite influential is
going on and perhaps worth more of your attention.

The Questionnaire: The 2012 New Zealand Workplace Survey contained 63 statements designed
to measure a workplace on a range of issues in the organisation. Respondents were asked to
indicate how much they agreed or disagreed with each statement using a five point rating system.
This rating system ranged from Strongly Disagree to Strongly Agree. Questions were separated
into 10 sections according to statements that naturally cluster together and measure similar issues.

Weighted Mean Score: The survey scores reported herein are known as ‘weighted mean scores’.
They range between 0% and 100% and represent a ‘strength of agreement’ score. The weighted
mean score is calculated by first converting each response option into a weighting (strongly agree
= 100%, agree = 75%, neutral = 50%, disagree = 25%, and strongly disagree = 0%). All
weighted responses are added together, and then divided by the total humber of valid respondents
(i.e., excluding all ‘do not know’ responses). A perfect score of 100% is achieved if respondents
strongly agree with the statement, while 0% is scored if respondents strongly disagree. A score of
around 75% is often desirable given that means most people have responded to a question with an
‘agree’. But questions do vary and comparisons to your organisation’s benchmark norms (the
typical score) should be made.
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