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The People Matter Survey continues to be a 
cornerstone of valid and integral workforce data 
for the Northern Territory Public Sector. Since its 
inception in 2014 (following generic employee 
surveys in 2009 and 2011) a significant and ongoing 
body of work has been undertaken to refine many 
aspects of this biennial whole of sector employee 
survey. Through a partnership with the Victorian 
Public Service Commission, we have been able to 
improve the delivery, structure and analysis of the 
survey, resulting in the survey’s most robust and 
accurate data set to date. The 2016 People Matter 
Survey received not only the sector’s highest 
response rate across all previous surveys, but the 
highest response rate nationally. This is testament to 
the growing trust and confidence from employees in 
not only the capturing and reporting of information, 
but the real and meaningful action taken by agencies 
and leaders as a result.

The information shared by employees gives insight 
into employee engagement, job satisfaction, views 
on leadership, change management and a number 
of other important areas. This information is 
then used by agencies and workgroups to target 
positive aspects of their organisation which can be 
capitalised on to improve employees’ experience of 
their workplace, and also those areas which require 
improvement and action.

I encouraged all Chief Executive Officers to 
carefully consider their departmental data and take 
appropriate action. I am pleased to report that, all 
agencies have completed, or are taking significant 
steps to develop Agency Response Plans. These plans 
outline the actions agencies have committed to as a 
result of their survey data. My office is developing 
a Sector Wide Response Plan, addressing systemic 
workforce issues at a whole of sector strategic level.

As part of the refinement of the survey instrument 
and reporting template in 2016, direct data 
comparability with previous years is not possible 
across most measures. While this presents a 
frustration for trending data across years, it was 
a necessary step to further refine the survey 
instrument. Nevertheless where direct comparison is 
possible, commentary to this effect is included in this 
report. My office is working with agencies to measure 
the success of their 2014 Agency Response Plans. 
There is a significant focus on data comparability 
moving towards 2018.

In previous reports, inter-jurisdictional comparison 
has been a focus for the Northern Territory, as well 
as a number of other jurisdictions. There was an aim 
to have some measures comparable for inclusion in 
this report however, the complexities of this project 
and the continuous refinement process across all 
jurisdictions has meant that this was not possible. 
Inter-jurisdictional comparisons across employee 
surveys are still being explored, with an update of 
progress expected towards the release date of the 
2018 survey.

I value the information employees have shared 
through this survey, both positive and negative.  
This honest feedback positions us to take  
appropriate action to improve the working 
environment, efficiency and experience of all 
employees and ultimately will result in better 
outcomes for Territorians.

Craig Allen 
NT Commissioner 
for Public Employment
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EXECUTIVE
SUMMARY

The 2016 People Matter Survey ran from 18 May  
to 8 June 2016 and received the strongest response 
rate of any Northern Territory Public Sector 
Employee Survey, as well as the highest response 
rate nationally, 42% (or 8070 employees).

The measurement of employee perceptions 
regarding the alignment of behaviours and 
practices with the Employment Principles and the 
NTPS Code of Conduct (outlined in the Public Sector 
Employment and Management Act (PSEMA)) are not 
simply an indicator of legislative compliance but 
also provide valuable insight into the productivity 
and the sustainability of our workforce.

In addition, the survey provides an opportunity 
to collect information about the expectations, 
intentions and demographic characteristics of 
the NTPS workforce. This information serves 
to inform management of strategic workforce 
planning issues; particularly around managing 
an ageing workforce and projected capability 
gaps. While the survey itself does not directly 

measure the capabilities of respondents, it can in 
some instances, provide insight into cohorts of a 
particular professional type.

The survey provides NTPS leaders with an 
opportunity to benchmark the views of their 
workforce	and	track	progress	against	specific	issues	
over time. Those with an interest in maintaining or 
improving workforce capacity and capability will 
also	find	the	data	useful	in	their	efforts	to	balance	
sustainable levels of employee engagement with an 
appropriate focus on wellbeing.

The	profile	of	survey	respondents	is	representative	
of the NTPS workforce at large, meaning it can be 
used	to	confidently	inform	workforce	planning	
initiatives and policies.

NORTHERN TERRITORY PUBLIC SECTOR

PEOPLE MATTER REPORT 2016
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2.2 Introduction

The NTPS delivers a biennial employee survey 
through the People Matter format, which is used by 
the Victorian, New South Wales, Australian Capital 
Territory, Tasmanian and Queensland governments. 
It is an opinion-based survey that aims to measure 
employees’ experiences in their job/profession, work 
area, agency and the NTPS as a whole. 

People Matter is neither an ‘engagement survey’ 
nor an ‘employee satisfaction survey’, and differs 
considerably from surveys designed specifically for 
this purpose. People Matter has a broad scope and 
provides a rare opportunity for leaders to improve 
their organisational awareness of the following: 

 § The extent to which the NTPS Values and 
Principles are valued and applied 

 § The nature of teamwork and leadership in practice 

 § Levels of employee engagement 

 § Job satisfaction 

 § Workplace wellbeing 

 § The application of performance management

 § Effectiveness of change management processes 

 § The extent to which employees feel bullied and by 
whom (e.g peers, direct managers etc)

The measurement of employee perceptions 
regarding the alignment of behaviours and practices 
with the General Principles and the NTPS Code of 
Conduct (outlined in the PSEMA) are not simply 
an indicator of legislative compliance but also 
provide valuable insight into the productivity and 
the sustainability of our workforce. In addition, the 
survey provides an opportunity to collect information 
about the expectations, intentions and demographic 
characteristics of the NTPS workforce.

The 2016 survey ran from 18 May to 8 June 
2016, receiving more than 8,000 responses – a 
participation rate of 42%. This is the highest 
participation rate of any state or territory and is 
by far the strongest result the survey has achieved 

since its introduction in 2009. Due to improvements 
made to the survey instrument in 2016, most results 
cannot be directly compared to previous years 
however; response plans will build on the areas 
identified in previous surveys. Data acquired from all 
future surveys will be comparable to 2016.

Survey data serves to inform management of 
strategic workforce planning issues and provides 
NTPS leaders with an opportunity to benchmark the 
views of their workforce and track progress against 
specific issues over time. Those with an interest 
in maintaining or improving workforce capacity 
and capability will also find the data useful in their 
efforts to balance sustainable levels of employee 
engagement with an appropriate focus on wellbeing. 

2.3 Machinery of Government  
 Changes

The NT election held in August of 2016 resulted  
in a change of Government.  The incoming 
Government made significant Machinery of 
Government changes in merging a number of 
agencies and creating agency ‘clusters’. Chief 
Executives under the new Administrative 
Arrangement Orders were provided with all 
the reports for their newly structured agency. 
For example, an agency that inherited a number 
of divisions from a former agency would have 
been provided all available divisional reports for 
incoming sections to their agency. The survey data, 
despite being run prior to these changes, provides 
a significant point-in-time perspective. Agencies 
inheriting divisions/sections can use divisional 
reports to gain an understanding of the culture  
they are adopting and what area of performance 
can be either cultivated in the broader agency or 
improved upon. 

5

2.1 Purpose of this Report

This report provides a detailed look at the 
whole of sector data available from the 2016 
People Matter Survey (the survey). This report 
builds on previous years reports, which are 
available at www.ocpe.nt.gov.au.
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2.4 Changes on 2014 Key Areas

There has been a 1 point increase to the  
Engagement Index. While this is a numerically 
insignificant figure, this movement indicates 
substantial cultural change across the sector as 
the Index is gauged across a number of measures 
including, pride, advocacy, attachment, inspiration 
and motivation.

There has been a 3 percentage points increase 
overall in the supporting measure ‘feedback1’.   
Of note is that fixed-term respondents reported  
6 percentage points above the average score 
(61 per cent) and 3 percentage points above the 
response of ongoing employees (58 per cent), 
indicating that despite the finite nature  
of employment, managers are investing in 
performance conversations with employees  
on contract with the NTPS. 

The sector has reportedly had no movement, 
negatively or positively, in the area of experienced 
bullying. This statistic has been relatively stable  
since the first NTPS employee survey in 2009. The 
level of witnessed bullying was again significantly 
higher than that of experienced bullying, 34 per cent 
(32 per cent in 2014). 

Overall job satisfaction has dropped 3 percentage 
points from 2014. The advent of an additional 
measure of ‘neither agree nor disagree’ in 2016 
allows a look into levels of uncertainty. Seventeen  
per cent of respondents answered neither negatively 
or positively to overall satisfaction, in contrast,  
16 per cent responded negatively to this measure. 

1 For more information on question groupings, refer section 5.1.1.1
2 NOTE: Bullying was incorrectly reported in the ‘2016 Summary Report’  

as 21 per cent in both 2014 & 2016. The Correct figure for both years  
is 22 per cent.

FIGURE 1: Key Changes on 20142

Engagement
Engagement Index

Feedback
Average ‘yes’ %

Experienced Bullying2

Level of Satisfaction
Average Positive Agreement

  2016        2014

65

55

22

66

64

52

22

69
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In addition to the above, there has been a substantial increase in the number of staff receiving both 
formal and informal feedback (+6 percentage points and +3 percentage points respectively). 

Effort in the areas of role clarity, commitment to service and intrinsic reward has resulted in positive 
outcomes, with each area trending upwards. Despite these positive results, efforts should continue.  
It is important that these results are celebrated but equally important is continuing actions to maintain 
quality outcomes. 

2.5 Key Positive Findings

There are a number of positive results from the 2016 survey, including;

EXECUTIVE SUMMARY

of respondents believe 
that the work they do is 
important

have a clear 
understanding of how 
their own job contributes 
to their workgroup’s role

believe that, in their 
organisation, earning and 
sustaining a high level of 
public trust is important

feel that their workgroup 
strives to achieve 
customer satisfaction

agreed that their 
organisation provides 
high quality services to 
the Northern Territory 
community

Engagement has increased  
1 point from 2014 to 65

94% 85% 84%

83% 83% +1

2014
64

2016
65



There are clear consultation processes when 
change in my organisation is proposed
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2.6 Opportunities for Improvement

2.6.1 Leading Change:

Respondents have voiced concerns regarding change management in all NTPS employee surveys.  
For the first time, in 2016 a specific module was included in the survey instrument to gain a more complete 
understanding of the systemic issues in this area. More information is available in 4.7 ‘Leading Change’.

The following statements regarding change management received the most negative response 
(the percent of staff that either disagreed or strongly disagreed).

EXECUTIVE SUMMARY

Communications about change 
from senior managers are timely

In times of change, senior managers provide sufficient 
information about the purpose of the change

I believe that my organisation will take action 
as a result of this survey

29%

28%

32%

27%
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2.6.2 Intention to Leave

respondents disagreed with the statement 
‘I rarely think about leaving my organisation’

While there are a number of reasons an 
individual may consider leaving an  
organisation, the above statement was  
asked in context of a series of questions 
pertaining to engagement and suggests a 
link between pride, advocacy, attachment, 
inspiration and motivation and an employee’s 
desire to stay with an organisation long term.

2.6.3 Bullying

of respondents experienced bullying 
in the 12 months prior to the survey

witnessed bullying 
in the workplace

30%

Bullying statistics have been relatively stable across all surveys. 2016 survey data has however, shown 
an increase in both the number of formal complaints and the overall satisfaction with the handling of 
those complaints. This may indicate that employees are being provided with more information about 
the policies and processes for addressing bullying in the workplace. More information on bullying is 
available in 4.5 ‘Bullying’.

Bullying at any level is not tolerated in the NTPS and will be a point of focus in the 2016 Whole of Sector 
Response Plan.

22%

34%
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2.7 Case Study – ATSI Staff

People Matter data can be used to identify  
workforce issues and at risk groups. When used  
in conjunction with other data sets (for example, 
State of the Service, Workforce Metrics etc.) it  
can also provide the strong evidence base for 
developing impactful and targeted policy approaches. 
The following is a case study demonstrating how 
survey data has been able to identify, react to and 
track a workforce issue regarding ATSI employees 
in the NTPS.

Survey data from 2009, 2011 and 2014 has 
consistently shown that employees from  
Equal Employment Opportunity (EEO) groups 
respond less positively overall than the NTPS 
average across most questions and domains,  
this includes ATSI employees.

FIGURE 2

2014 Survey Domain ATSI employees

+ / - positive than NTPS 
average

Values/Principles -2

Merit +2

EEO -4

Engagement +1

Respect -2

Ethical practice -4

10
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However, 2016 survey data demonstrates a remarkable overall positive increase in perceptions of ATSI 
employees across the majority of survey measures that can be compared.

FIGURE 3

2016 Survey Domain ATSI employees

+ / - positive than NTPS average Change from 2014

Values/Principles +2 +4

Merit +6 +4

EEO +1 +5

Engagement +4 +5

Respect +2 +4

Ethical practice +2 +6

This significant improvement in the perceptions  
of ATSI employees about their employment over 
such a short period of time (less than 18 months 
between surveys) can be attributed to substantial 
high level commitment and considerable work in 
2015 and 2016:

1. Implementation of the Indigenous Employment
and Career Development Strategy, which is
supported by an appropriately funded and
resourced Indigenous Employment and Career
Development Division within the OCPE to drive
implementation of the strategy across the NTPS;

2. The introduction of ATSI employment targets –
both global and agency specific; and

3. Implementation of Simplified Recruitment and
Special Measures in Recruitment.

The positive improvements in ATSI perceptions 
clearly indicates that the measures implemented  
in relation to Indigenous employment in the  
NTPS are making inroads into addressing  
systemic cultural issues in the NTPS. While further 
data analysis is required, the improvements in 
perception can be attributed to both whole-sector 
policy disruption, and an overall (positive) change  
in NTPS organisational culture in terms of 
Indigenous employment. 

Future surveys will provide an avenue to monitor this 
trend and also provide an evidence base to develop 
similar polices across other EEO groups. 
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2.8 Next Steps

2.8.1 Communication and Accountability

The biggest challenge following an employee survey 
is planning and communicating actions across the 
sector. Agencies are required to develop ‘Response 
Plans’ highlighting the areas of focus for the agency 
and the actions it intends to take to celebrate, 
maintain or improve those areas. All response 
plans are being developed under the new agency 
structures, taking into account data from all newly 
merged divisions. OCPE will produce a whole of 
sector response plan to address significant areas 
with sector wide implications.

The next survey will run in 2018, with planning 
already underway to further refine the process and 
ensure results are built on in a way that produces 
real change.
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3.1 Public Sector Employment 
and Management Act

The NTPS People Matter Survey provides an 
opportunity to gain insights into agency performance 
(or, more accurately, perceptions of performance) 
including whether employees, their colleagues and 
managers are delivering their business in accordance 
with their responsibilities under PSEMA according to 
the NTPS Values.

PSEMA is the Act for the regulation of the NTPS 
and HR administration and management of agencies 
established for government and public purposes.

Among other things, PSEMA sets out the powers, 
functions and responsibilities of the Commissioner 
for Public Employment and Chief Executives.

Through this regulatory framework, PSEMA sets 
out the principles of public administration and 
management, human resource management and 
performance and conduct. These, together with  
the Code of Conduct (Employment Instruction 
Number 13), are intrinsic elements of the 
employment arrangements established by PSEMA.

Whilst the Employment Principles are expressed 
in general terms, they establish a framework that 
informs employees of their obligations and rights. 
At a different level, the principles also constitute a 
set of standards against which agency HR policies, 
procedures and other initiatives can be measured.

Similarly, the Code of Conduct provides specific 
guidance on a range of ethical and practical issues 
that may impact on employees during their service 
to the NT community. NTPS employees are in a rare 
position of trust requiring standards of behaviour 
that reflect community expectations.

The Employment Principles and Code of Conduct are 
part of the terms and conditions of the employment 
relationship. As such they are binding on all 
employees and must be observed by all, including 
Chief Executives and the Commissioner for Public 
Employment. The Employment Principles and the 
Code of Conduct inform the focus of research for 
the survey including the concepts of  community  
service  and  fairness;  accountable for actions 
and performance; employment based on merit; 
application for employment open to all; managing 
performance; equity in employment; flexible 
workplace; fair internal review system; rewarding 
workplace; apolitical, impartial and ethical; quality 
leadership; discrimination-free and diversity 
recognised; employee consultation and input 
recognised; and a safe workplace.

It should be noted that not all public servants are 
bound by PSEMA (including, sworn police officers, 
public prosecutors, the judiciary and the heads of 
statutory authorities).
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3.2 Survey Methodology

The People Matter Survey was developed by the 
Victorian State Service Authority (now the Victorian 
Public Sector Commission) and represents the  
most widely adopted survey instrument amongst  
the Australian state and territory jurisdictions.  
The standard People Matter Survey instrument  
has been revised to meet the needs of the NTPS  
and in particular to assess performance against the 
NTPS Values, PSEMA, Employment Principles and 
Code of Conduct.

The People Matter Survey seeks the opinions of 
public sector employees about the performance of 
their organisation in terms of organisational culture, 
values and well-being.

In addition to questions about the NTPS Values 
PSEMA Employment Principles and Code of 
Conduct, the survey asks questions about:

 § Learning and Development

 § Change Management

 § Effective Promotion of Policies and Procedures

 § Feedback

 § Level of Satisfaction

 § Engagement

 § Leading Change

 § Role Clarity

 § Role Enabler

 § Intrinsic Reward

 § Bullying

 § Transition to Retirement

Essentially, the survey provides employees with an 
opportunity to tell senior managers what it is like to 
work in their organisation, with additional benefit 
accruing to OCPE which uses whole-of-sector data 
to inform the direction of workforce planning as well 
as reporting obligations to the Minister for Public 
Employment. The survey instrument is available 
upon request to people.matter@nt.gov.au.

Although the survey collects data from individuals, 
this is collated and stored external to the NTPS 
within a secure server that can only report data in  
an aggregated form.

For example, reports were produced which provided 
the average scores for all questions relating to the 
NTPS Values and PSEMA Employment Principles, 
as answered  by  a  number  of  demographic  sub-
groups,  giving a snapshot of the average experience 
of those identifying as belonging to these groups. 
Where there were less than 10 respondents 
matching the search query, business rules precluded 
the generation of a report. This prevents access 
to data pertaining to individuals or small groups; 
safeguarding participant privacy.

While many survey questions are similar to those 
used in previous NTPS employee surveys, the order 
of the questions and the way in which indices are 
grouped, varies substantially.

In accordance with best practice, direct comparisons 
are generally only made where the item or category 
content is identical. There were some exceptions 
made in areas where it was considered that the 
historical comparison data was of such significance 
that it is referenced alongside the 2016 data, despite 
minor changes in wording.

In terms of predicting trends since the survey was 
introduced, the adoption of a new instrument, and 
subsequent necessary iterations largely frustrates 
this, however where comparisons were possible 
it was observed that participant responses have 
generally remained consistent.
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3.3 Scoring of Responses

The primary score used to report employees’ 
confidence in the application of the concepts is the 
percentage of employees who agreed or strongly 
agreed with the statements regarding the concepts. 
For example, the percentage agreement score for 
the statement ‘My job allows me to utilise my skills, 
knowledge and abilities’ is 80 per cent, indicating that 
80 per cent of employees answered either ‘agree’ 
or ‘strongly agree’ with this particular statement. 
It should be noted that this result does not mean 
that 20 per cent of employees disagreed – for this 
particular statement, 10 per cent of employees 
answered ‘neither agree nor disagree’ and 11 per 
cent of employees answered ‘disagree’ or ‘strongly 
disagree’. Employees who provided a neutral 
response (‘neither agree nor disagree’ or ‘don’t 
know’, depending on the question) are not included in 
calculations of the percentage agreement score.

The numerical values presented have been  
rounded to the nearest integer. These may,  
therefore, differ from the actual value by up to 
0.49 per cent. This does not affect the results  
in any meaningful way and has simply been 
introduced to improve their legibility.

Questions asked in the survey are grouped across 
‘questions benchmarks3’ which represents a concept 
that is either central to agency obligations under 
PSEMA or which explore a particular aspect of 
organisational practice that is significant to its 
effective operation. It is important to note that 
a small number of agencies are not governed by 
PSEMA but rather their own Act. In such cases it 
should be considered that the PSEMA Principles are 
indicative of good administrative practice rather than 
adherence to this legislation.

3 For more information on question groupings, refer section 5.1.1.1
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4.1 Response Rate and Demographics

More than 20,000 NTPS employees were invited to participate in the 2016 survey with 8070 completed 
responses received. This equates to a response rate of 42 per cent, compared to 38 per cent in 2014.

FIGURE 4

All employees with a current employment  
contract at any point over a three month period 
leading up to the survey launch date were given 
an opportunity to participate, this included 
inoperative and casual employees.

However, the reality of inoperative employees is 
that very few of these staff would have completed 
the survey as, by definition, they are staff who were 
on leave for a period of 12 weeks or more. For 
the purpose of determining final headcount (and 
therefore response rates), the number of inoperative 
employees were removed. Similarly casual employees 
were reviewed at the close of the survey period.  
The original list of casuals (who worked at some  
point in the three months leading up to the survey 
live period) was cross referenced with those who 
then went on to work during the survey period  
(18 May to 8 June). Only those casuals who worked 

during both periods (and therefore had access  
to their emails for both the initial invitation and 
survey period) were included in the final headcount. 

This method provides the most accurate response 
rate possible, taking into account a number of  
fluid factors. Through this method, a direct 
comparison of response rates across years is  
possible and will be the standard calculation of 
response rates moving forward. 

As is shown in the following figures, the demographic 
profile of the employees who completed the survey 
matches the demographic profile of the overall 
workforce - as captured in the 2015-16 State of the 
Service Report. Given the strong response rate and 
the representativeness of the survey sample, the 
results can be assumed to represent the broader 
NTPS population. 

RESPONSE RATE

0

10

20

30

40

50

2009 2011 2014 2016

25

31

38
42



19

NORTHERN TERRITORY PUBLIC SECTOR

PEOPLE MATTER REPORT 2016 SURVEY FINDINGS

FIGURE 5: Response rates for the NTPS workforce and individual agencies - with comparison  
to previous years where available

 2009  2011  2014  2016

Aboriginal Areas Protection Authority

Auditor-General’s Office

Department of Arts and Museums (including MAGNT)

Department of Business

Department of Children and Families

Department of Corporate and Information Services

Department of Correctional Services

Department of Education

Department of Health

Department of Housing

Department of Infrastructure

Department of Land Resource Management

Department of Lands, Planning and the Environment

Department of Local Government and Community Services

Department of Mines and Energy

Department of Primary Industry and Fisheries

Department of Sport and Recreation

Department of the Attorney General and Justice

Department of the Chief Minister

Department of the Legislative Assembly

Department of Transport

Department of Treasury and Finance

Jacana Energy

Land Development Corporation

NT Electoral Commission

NT Police, Fire and Emergency Services

Office of the Commissioner for Public Employment

Office of the Ombudsman

Parks and Wildlife Commission NT

Power and Water Corporation

Territory Generation

Tourism NT

63%31% 47% 85%

100%100%

20%

66% 79%
39%35%

66%66%
38% 47%51%

64%66%

40%42%
18% 23% 28%32%

30%25% 32%

52% 62%

61%60%

68%66%

55% 63%

78%69%

59%

66%66%

80%76%

66%65%
30%

38% 45% 61%63%
48% 64%

92%70%

67%60%

69%61% 93%

81%

80%
83%

100%100%63%

33%
91%

83% 100%93%
71% 80%60% 86%

74%67%
22%4% 34% 39%

52%
42% 66%65% 76%
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FIGURE 6: Proportion of the overall workforce within each agency compared to the survey sample

Workforce Survey Response

Aboriginal Areas Protection Authority

Auditor General’s Office

Departmentntnt of Arts and Museums

Departmentnt of Treasury and Finance

Departmentnt of Attorney-General and Justice

Department of Business

Department of Children and Families

Department of Corporate and Information Services

Department of Correctional Services

Department of Education

Department of Health

Department of Housing

Department of Infrastructure

Department of Land Resource Management

Department of Lands, Planning and Environment

Department of Legislative Assembly

Department of Local Governmeand Community Services

Department of Mines and Energy

Department of Primary Industry and Fisheries

Department of Sport and Recreation

Department of the Chief Minister

Department of Transport

Electoral Commission

Jacana Energy

Land Development Corporation

Office of Commissioner for Public Employment

Ombudsman’s Office

Parks and Wildlife Commission of the Northern Territory

Police, Fire and Emergency Services

Power and Water Corporation

Territory Generation

Tourism NT

0.15%
0.3%

0.02%
0.1%

0.6%

0.7%

2.4%

1.7%

3.1%

2.9%

4.8%

1.1%

1.5%

3.9%

2.9%

3.8%

4.8%

5.1%

20.1%

31.9%

1.8%

1.7%

1.3%

1.4%

0.5%

1.2%

0.8%

1.7%

0.27%

1.6%

1.1%

0.09%

0.3%

0.09%

0.15%

0.06%

1.4%

10.2%

4.6%

1.0%

0.4%

15.4%

23.7%

2.7%

2.5%

2.2%

2.2%

0.4%

1.5%

1.3%

2.6%

0.5%

1.7%

1.6%

0.2%

0.5%

0.2%

0.3%

0.1%

2.0%

8.6%

4.4%

1.3%

0.7%
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FIGURE 7: Geographic distribution of respondents as a percentage of the response sample,  
compared	to	workforce	profile

FIGURE 8: Comparison	of	the	workforce	profile	against	the	survey	sample	profile	for	age,	
gender, ATSI, disability, caring responsibility, Country of Birth, LOTE

Workforce Survey Respondents

Darwin City (Including Palmerston)

Alice Springs Town (incl. AS Region Other)

Katherine Region

Darwin Region Other

East Arnhem Region

Barkly Region

Outside the Northern Territory

Workforce Survey Respondents

65.6%
66.2%

55+ years

35-54 years

15-34 Years

Other

Prefer not to say
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Male

Aboriginal or Torres Strait Islander

Prefer not to say

Born in Australia

Born overseas in other country

Born overseas in a country where 
English is a primary language
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FIGURE 9: Comparison	of	the	workforce	profile	against	the	survey	sample	profile	by	employment	type,	
manger responsibility and education

Workforce Survey Respondents

Less than year 12 or equivalent

Year 12 or equivalent (VCE/Leaving certificate)

Certificate level, including trade

Advanced Diploma or Diploma level

Bachelor Degree level incl. honours degrees
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FIGURE 10: Sample characteristics for organisation tenure, years in NTPS, work-life intentions NTPS,  
work-life intentions in the NT, retirement intentions

Workforce Survey Respondents
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Values enhance our existing ethical framework.  
In the Northern Territory this ethical framework  
is underpinned in our PSEMA and the Code 
of Conduct which in turn support resource 
management and service delivery. These Values 
embody the behaviours that are expected of each  
of us within our workplaces and how we interact  
with others at work. Importantly, it is the discretion 
that one has in administering rules and legislation 
that rely not only on judgment, but on a person’s 
ethics and values. NTPS Values apply to all public 
sector employee regardless of:

 § Agency

 § Nature and level of employment

 § Employment status (permanent, temporary,  
casual, traineeship, apprenticeship)

 § Nature of organisation (administrative, public 
corporation, statutory authority, public school or 
hospital etc.)

Some public sector employees (e.g. health 
professionals, teachers, police and lawyers) are 
also bound by codes of conduct relevant to their 
profession. The NTPS Values, PSEMA and Code 
of Conduct do not take precedence nor replace 
professional standards, but rather employees must 
have regard to their professional codes alongside 
NTPS Values, Code of Conduct and ethics.

The below figures show the percentage of employees 
who reported seeing or hearing communication 
about the NTPS Values and Code of Conduct in the 
12 months preceding the survey. This data speaks 
to relatively low levels of ongoing communications 
about core NTPS frameworks. Agencies are 
encouraged to include the NTPS Values and Code 
of Conduct into regular communications to ensure 
ongoing relevance for employees.

FIGURE 11: Seen/heard communication about 
NTPS Values in the past 12 months

FIGURE 12: Seen/heard communication about  
the Code of Conduct in the past 12 months

4.2 NTPS Values and PSEMA Principles

YES
59%

NO
41%

YES
71%

NO
29%
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The following chart shows the average percentage agreement to question groups relating to each NTPS Value 
and Employment Principles4, with an average positive agreement for each section 69% and 62% respectively.

FIGURE 13: Average percentage agreeement to questions relating to NTPS Values  
and Employment Principles 

4 For more information on question groupings, refer section 5.1.1.1

Percentage Agreement

Performance and  
conduct Principle

Administrative  
management principle

HR management principle  
- resolving issues fairly

HR management principle  
- equal employment

HR management principle  
- merit

Ethical practice

Diversity

Respect

Accountability

Impartiality

Commitment to service

63%

71%

56%

68%

50%

66%

67%

69%

64%

67%

80%
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4.3 Engagement

Employee engagement can be defined as: “a positive attitude held by the employee towards the organisation 
and its values. An engaged employee is aware of the business context, and works with colleagues to improve 
performance within the job for the benefit of the organisation. The organisation must work to develop and 
nurture engagement, which requires a two-way relationship between employee and employer”5

The 2016 NTPS survey measures employee engagement using five questions. These are the same questions 
used by the UK government to measure the Civil Service’s employee engagement. These questions were 
developed from reviews of academic literature on employee engagement as well as consultations with 
analysts, managers and HR practitioners across the UK Civil Service. 

FIGURE 14

Engagement Questions6 Aspect Measured Rational

I would recommend my organisation 
as a good place to work

Advocacy An engaged employee will be an advocate of their 
organisation and the way it works

I am proud to tell others I work  
for my organisation

Pride An engaged employee feels proud to be 
associated with their organisation, by feeling part 
of it rather than just “working for” it

I feel a strong personal attachment 
to my organisation

Attachment An engaged employee has a strong, and emotional, 
sense of belonging to their organisation

My organisation motivates me  
to help achieve its objectives

Motivation An engaged employee is committed to ensuring 
their organisation is successful in what it sets out 
to do

My organisation inspires me to  
do the best in my job

Inspiration An engaged employee will contribute their best, 
and it is important that their organisation plays a 
role in inspiring this

These questions are also used in public sector employee surveys conducted by other Australian jurisdictions 
including Victoria, New South Wales, the Australian Capital Territory and the Australian Public Service.

The questions use a five-point agreement scale. An engagement score is calculated for each question  
where strongly disagree is assigned a score of 0, disagree a score of 25, neither agree nor disagree a score  
of 50, agree a score of 75 and strongly agree a score of 100. An engagement index is then calculated from  
the average score of the five engagement questions. The engagement index has values between 0 and 100.

The engagement questions in the NTPS People Matter Survey indicate the extent to which staff are committed 
to their agency and its business or, conversely, have withdrawn from it.

5 Robinson, D., Perryman, S. and Hayday,S. (2004). The Drivers of Employee Engagement. Institute of Employment Studies, Report 408.
6 Cabined Office (2013). Civil Service People Survey 2012 – Summary of Findings. Page 8.. Also at http://resources.civilservice.gov.uk/wp-content/ 

 uploads/2013/01/csps2012_summary-of-findings_final.pdf.  Accessed  14  January 2015.
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Employee engagement is considered in human management literature to be a useful measure of a combination 
of concepts relating to advocacy, willingness to contribute to the goals of the agency, commitment and job 
satisfaction. 

High engagement suggests increased potential for the organisation to deal with challenging times, such 
as change or increased complexity of work. Low engagement may indicate an increased risk of the various 
phenomena identified in the commentary about job satisfaction.

The employee engagement index provides an indication of employee commitment to the organisation’s goals 
and values and their motivation to contribute to the organisation’s success.

It is worth noting that (at the whole-of-sector level) employee engagement appears to be in balance with 
attested levels of job satisfaction and employee wellbeing. When engagement exceeds both satisfaction and 
wellbeing, performance demands on individuals may become unsustainable. This can lead to an acceleration of 
staff turnover, which in turn, affects productive output.

The below table presents results for each of the five engagement questions and the five-question average 
from the NTPS. The highest engagement score of 70 was achieved for the question ‘I am proud to tell others 
I work for my agency’, which is an improvement of two points from 2014. The average engagement score, the 
engagement index, for all five questions is 65, up one point from 2014.

FIGURE 15

ENGAGEMENT
Strongly 
Disagree Disagree

Neither 
agree nor 
disagree Agree

Strongly 
Agree

Engagement 
Score

I would recommend my organisation 
as a good place to work

4 9 20 46 20 67

I am proud to tell others I work for 
my organisation

3 7 21 45 23 70

I feel a strong personal attachment 
to my organisation

4 10 25 40 21 66

My organisation motivates me to 
help achieve its objectives

5 13 27 37 17 62

My organisation inspires me to do 
the best in my job

6 13 27 36 18 62

Average Engagement Score 65
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FIGURE 16: Average response to overall  
job satisfaction

FIGURE 17: Average response to ‘I enjoy the work 
in my current job’

FIGURE 18: Average response to ‘I would 
recommend my organisation as a good place to work’

FIGURE 19: Average response to ‘I am confident 
that my leaders have the appropriate capabilities 
and skills to lead my organisation’

4.4 Work Environment  
 and Job Satisfaction

The term work environment is broader than an  
office, lobby and tea room. Policies, resources, 
professional relationships and company culture  
all contribute to the overall work environment.  
Most employees spend a substantial portion of  
their lives at work, so it is not surprising that 
relationships formed between colleagues,  
managers and clients contributes significantly to  
an individual’s sense of social connection and 
wellbeing. NTPS leaders should look to create 
environments that are viewed by their employees 
as safe; an environment where appropriate and 
productive behaviours are encouraged.

Positive feelings about work can help employees 
engage with the goals of their agency as well as 
remain focused and productive in times of change. 
The People Matter Survey Report includes three 
measures, (change management, intrinsic reward  
and level of satisfaction) built from a range of 
questions relating to agency processes as well as 
employee perceptions of colleagues, managers  
and self. These measures provide a snapshot of  
how the workforce views work environments  
across the sector. Research indicates that job 
satisfaction may be positively linked to an agency’s 
performance and negatively linked to absenteeism 
and employee turnover.
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Please change the color of these charts to reflect negative and 
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shades of red, 'neither disagree or agree' orange, 'dont know' blue) 



4.4.1 Views on Management

Management Indices have been developed  
to summarise employees’ views on their  
immediate manager and senior manager.  
Each of the below indices are an average score 
formed by amalgamating responses to a series  
of questions7  which sought views from  
respondents about the different levels of 
management. The higher the score for each 
management cohort, the more positive the 
perception around their management abilities.

There is a substantial difference in view regarding 
immediate managers (70 per cent positive 
agreement) and senior managers (45 per cent 
positive agreement). This is consistent with the 
views expressed in the 2014 survey.  

7 For more information on question groupings, refer section 5.1.1.1 29
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FIGURE 20: Average response to questions 
relating to immediate managers

FIGURE 21: Average response to questions 
relating to senior managers
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4.4.2 Views on Organisation and Workgroup

Overall, views on organisation8 and workgroup9 are similar to that of manager and senior managers, being 
that the more closely associated a respondent is, the more positive the response. Responses to an employee’s 
workgroup were, on average, 13 percentage points higher than that of the views on their organisation.

FIGURE 22: Percentage of employees who responded positively to questions relating to their organisation

8 ‘Organisation’ is defined as the organisation in which respondents are employed (e.g. Department, Agency, Authority).
9 ‘Workgroup’ is defined as the immediate workgroup, work unit, project or team where respondents spend the largest proportion of their time at work.

My organisation has a formal performance management system

I believe my organisation will take action as a result of this survey

There is a clear consultation process when change in my organisation is proposed

I rarely think about leaving this organisation

I am confident that I would be protected from reprisal  
for reporting improper conduct

I am confident that if I lodge a grievance in my organisation,  
it would be investigated in a thorough and objective manner

My organisation is committed to creating a diverse workforce 
(e.g. age, gender, disability, cultural background)

Caring responsibilities are not a barrier to success in my organisation

Cultural background is not a barrier to success in my organisation

Age is not a barrier to success in my organisation

Disability is not a barrier to success in my organisation

Gender is not a barrier to success in my organisation

Equal Employment Opportunity is provided in my organisation

In my organisation, there are clear procedures 
and processes for resolving grievances

Bullying is not tolerated in my organisation

In my organisation, engaging in improper conduct is not tolerated

In my organisation, behaving impartially is seen as important

In my organisation, avoiding conflict of interest is seen as important

People recruited to my organisation seem to have the right skills for the job

My organisation has good procedures and processes for selecting employees

Recruitment and promotion decisions in my workplace are fair

In my organisation, employees are recruited on the basis of Merit

In my organisation, behaviour consistent with 
the Public Sector Values is acknowledged

In my organisation, earning and sustaining a 
high level of public trust is seen as important

My organisation provides high quality services 
to the Northern Territorian community

Average

Percentage Agreement

65%

38%

38%

48%

65%

49%

68%

62%

68%

71%

62%

76%

65%

57%

60%

67%

65%

65%

51%

49%

46%

49%

61%

84%

83%

60%
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FIGURE 23: Percentage of employees who responded positively to questions relating to their workgroup

People in my workgroup treat each other with respect

People in my workgroup use their time and resources efficiently

I have a clear understanding of how my workgroup’s role contributes 
to my organisation’s stated outcomes

My workgroup always tries to improve its performance

People in my workgroup demonstrate objectivity in decision-making

People in my workgroup are honest, open and transparent in their dealings

In my workgroup, work is undertaken using ‘best practice’ approaches

My workgroup strives to achieve customer satisfaction

Average

Percentage Agreement

71%

64%

80%

76%

68%

69%

75%

83%

60%

73%

73%

On average, employees responded 13 percentage 
points more positively to questions relating 
to their workgroup than they did to questions 
relating to their organisation



4.5 Bullying

of respondents had experienced 
bullying in the 12 months prior 
to the survey

of respondents 
witnessed bullying 
in the 12 months 
prior to the survey
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32

of those who 
experienced bullying 
are still experiencing it

6%

22%

of those who 
experienced 

bullying 
submitted a 

formal complaint
of those who 
experienced 
bullying are 
no longer 
experiencing it

16%

24%

34%



33

NORTHERN TERRITORY PUBLIC SECTOR

PEOPLE MATTER REPORT 2016 SURVEY FINDINGS

The number of employees reporting having 
witnessed bullying10 (34 per cent) was  
12 percentage points higher than those who 
experienced bullying. This trend is consistent  
with not only 2014 data but with data from other 
jurisdictions. There are a number of valid reasons  
for this phenomenon. While bullying behaviour  
may be targeted at a single individual, this may be 
observed by a number of colleagues. Additionally 
appropriate workplace behaviours may be 
interpreted differently from person to person, 
meaning that what may not be interpreted as  
bullying between immediate parties may be seen  
by a third party to be of a bullying nature.

Respondents were most likely to experience  
bullying from their immediate manager  
(41 per cent) followed by a fellow worker  
(36 per cent). Respondents were least likely  
to be bullied by a member of the public (4 per cent). 
The nature of bullying ranged from exclusion/
isolation (43 per cent), verbal abuse (33 per cent), 
and deliberately withholding information vital to 
effective work performance (32 per cent). The  
most likely form of bullying was intimidation, with 
over half of all respondents who had been bullied  
(51 per cent) reporting some form of intimidation.

While the percentage of employees who  
experienced bullying has remained unchanged  
from the 2014 survey, of note is the increased 
percentage of respondents who submitted a formal 
complaint, which increased 3 percentage points to 
24 per cent. This increase may indicate increased 
awareness and confidence in formal reporting 
systems, a likely result of significant actions taken  
by agencies following the 2014 survey.

Those respondents who reported experiencing 
bullying were significantly less engaged, with an 
engagement score of 51 compared to 70 for those 
who had not experienced any form of bullying.  
People who experienced bullying were also 
significantly less positive across all survey measures, 
with an average positive response of 44 per cent 
compared to 70 per cent. 

89 per cent of respondents took some form of action 
after witnessing bullying, with 45 per cent speaking 
to the person they perceived to have been bullied.  
26 per cent spoke to the person perceived to have 
been the bully and 47 per cent reported the issue 
formally or informally.

10 Workplace bullying is repeated, unreasonable behaviour directed to an employee or a group of employees that creates a risk to health and safety. Types of behaviour 
that could be considered bullying include: verbal abuse, excluding or isolating employees, psychological harassment, intimidation, assigning meaningless tasks 
unrelated to the job, giving employees impossible assignments, deliberately changing work rosters to inconvenience particular employees, deliberately withholding 
information that is vital to effective work performance. Bullying should not be confused with legitimate feedback given to staff (including negative comments) on 
their work performance or work-related behaviour; or other legitimate management decisions and actions undertaken in a reasonable and respectful way.
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FIGURE 24: Average positive agreement across all measures for staff who reported experiencing bullying 
(yes) and those who had not experienced bullying (no)
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4.5.1 Inter-Jurisdictional Bullying11

Most Australian government jurisdictions capture 
employee experience with bullying behaviour 
through an employee survey (People Matter or 
other format). There are two valid approaches for 
calculating and presenting the rate of bullying.

Method 1: (‘standard approach’) An average across 
the sector is calculated by firstly obtaining the 
bullying rate for each agency before establishing a 
mean percentage across all agencies. There is no 
weighting based on the number of employees within 
each agency, meaning that large agencies (which 
generally report higher levels of bullying) do not 
overly influence the results. This approach is useful 
for individual agencies who are looking to compare 
their results against the average within their 
jurisdiction, however, in considering the issue on a 
whole-of-sector level, this approach is less accurate 
than a weighted approach. When method 1 is used, 
the NTPS has a bullying rate of 17 per cent, the 
below chart shows the bullying rates for participating 
jurisdictions using method 1.

Method 2: The average is calculated based on the 
total number of individual responses across the 
sector. OCPE feels this more accurately reflects the 
rate of bullying across the sector as a whole and is a 
more appropriate measure. 

When method 2 is used, the NTPS has a bullying 
rate of 22 per cent, this is unchanged from 2014.

11 NOTE: the rates of experienced bullying from across other government jurisdictions uses the data in the relevant jurisdictions last published survey

FIGURE 25: Experienced Bullying By Jurisdiction (Method 1)

20%
18%

2014 2016

22% 22%
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4.6 Developing our People

4.6.1 Feedback

For the purpose of this report, feedback is assumed to be effective when it includes either formal and informal 
conversations or informal conversations only. Formal feedback only, or no feedback, is categorised as ‘other’. 
That is not to say that formal feedback on its own is ineffective but rather that is suboptimal.

Effective performance talks are those that cover both what the employee is doing well and what they could do 
to improve performance, or simply what the employee is doing well. 

indicated that their 
manager has spoken to 
them about what they 

were doing well 
down from 63 per cent in 2014.

of respondents indicated that 
their manager had spoken to 

them about what they could do 
to improve their performance 

up from, 53 per cent in 2014.

of respondents 
reported receiving 

formal feedback on 
individual performance 
up from 40 per cent in 2014

reported receiving 
informal feedback on 

individual performance 
up from 63 per cent in 2014. 

52%

53%

60%

63%

68%

63%

46%

40%
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4.6.2 Performance Management  
 and Feedback

Managing employees’ work performance is critical  
to achieving agency objectives and a responsibility  
of all managerial or supervisory jobs in the NTPS.

Performance management is covered by PSEMA 
sections 24(f), 24(g) and 28(g) and Employment 
Instruction 4, under which all agencies are required 
to have Performance Management Systems in place. 
When reporting in response to a request from 
OCPE for collation of 2015-16 State of the Service 
Report, 97 per cent of agencies (up from 93 per cent 
in 2014/15) indicated that they have implemented 
a performance management system in all business 
areas. This is in contrast to the number of employees 
who responded positively when asked if their agency 
had in place a formal performance management 
system in place, 65 per cent.  

The 2015/16 State of the Service Report indicates 
that 62 per cent (down from 64 per cent in 2014/15) 
of agencies reported having a reliable monitoring 
system in place to verify that all supervisors/
managers are providing formal performance 
feedback to staff at least annually. Fifty two per 
cent of respondents reported having a current 
performance agreement in place and 53 per cent 
went on to say that the feedback received was 
beneficial to their ongoing development. For the first 
time in 2016, a specific Learning and Development 
Module was captured through the survey to 
identify more information and opportunities for 
improvement in this area.

4.6.3 Learning and Development

To ensure a skilled workforce that is capable of 
delivering services to Territorians, it is important to 
invest in the ongoing development of employees. 
The following section will investigate employee 
satisfaction with regards to learning and 
development opportunities and the implementation 
of both learning and development plans and skills 
development activities.
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4.6.3.1 Satisfaction with Learning and Development Opportunities

SURVEY FINDINGS

of respondents reported being satisfied with 
their access to learning and development 
opportunities within their organisation

reported that their organisation places 
a high priority on the learning and 
development of staff

reported their manager encourages and 
supports their participation in learning and 
development opportunities

agreed that working in their organisation 
provided them with the opportunity to 
maintain or increase their professional 
knowledge and skills

agreed that when people start in new jobs 
in the organisation, they are given enough 
guidance and training

51%

66%

47%

56%

61%
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FIGURE 26:	Percentage	of	respondents	satisfied	with	their	access	to	learning	 
and development opportunities
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All respondents

55%

50%

48%

57%

71%

43%

50%

48%

57%

50%

49%

54%

53%

39%

54%

47%

54%

51%



4.6.3.2 Implementation of Learning and Development Plans

In the 12 months preceding the survey, 55 per cent of employees 
reported having their learning and development needs identified 
and agreed with their supervisor, 10 per cent were unsure if this 
had occurred

40
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Of those respondents who reported having their need agreed upon, 
86 per cent noted their needs had been addressed in the agreed 

timeframe (57 per cent fully met, 43 per cent partially met)

55% 10%

86% 57%
43%
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FIGURE 28: Reasons learning and development activites have not progressed in the agreed timeframe
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53%
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68%

44%

36%

53%
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49%
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52%
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FIGURE 27:	Percentage	of	respondents	who	have	had	their	learning	and	development	needs	identified	
and agreed with their supervisor in the past 12 months

Other

Other things have taken priority

I’ve changed work areas or jobs

Appropriate learning and development 
opportunities have not occurred

There is no money in the budget

I haven’t had the time

My supervisor hasn’t had the time

28%

31%

6%

39%

30%

19%

14%



4.6.3.3 Implementation of Skills Development Activities

Forty nine per cent reported 
these activities helped advance 
their careers

12 Examples could include attending a course, online learning, or mentoring/coaching
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77%

72%

49%

In the 12 months preceding the survey 
72 per cent of respondents reported 

undertaking skills development 
activities12

Seventy seven per cent 
reported these activities 
helped them do their 
jobs better
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FIGURE 29: Percentage of respondents who have undertaken skills development activities 
in the past 12 months
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4.7 Leading Change

Respondents reported concern across most 
measures used to calculate overall satisfaction 
with change in the sector. Through key driver 
analysis conducted following the 2014 survey, 
change management is known to have a significant 
influence on employee engagement. Overall positive 
agreement towards the supporting measure ‘leading 
change’ has been calculated as an average response 
to a series of questions regarding change13.

There are a range of change management views 
(positive agreement to the ‘leading change’ 
question set14) across demographic sub-groups, 
however these all fall short of achieving what might 
reasonably be termed a positive response; which is 
an average of 80 per cent and above.

Of the demographic sub-groups analysed in the 
production of this report, employees with disability 
were the least satisfied with change management 
processes over the preceding twelve months of all 
EEO groups; being six percentage points below the 
average for the sector (37 per cent). Respondents 
with disability who require a workplace adjustment 
felt less satisfied than those who did not require an 
adjustment, 36 per cent. 

13 For more information on question groupings, refer section 5.1.1.1
14 As above
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4.7.1 Change Management

Fifty five per cent of respondents to the 2016 survey reported their current workgroup had been directly 
affected by significant workplace change, with the most likely change experienced being organisation 
restructure, 49 per cent.

FIGURE 30

Change Experienced

Substantial change in your work priorities 29%

Substantial change in your type of work 20%

Organisational restructure 49%

Change in management above your direct line manager 39%

Change in direct line manager 36%

Increase in employee numbers 16%

Decrease in employee numbers 35%

Change in physical workplace (e.g. moved to a new building, existing workplace renovated) 29%

Machinery of government change 5%

Other 13%

FIGURE 31: Average agreement to questions relating to change managment

My organisation’s leadership supports staff to  
work in an environment of change

The change was managed well in my workgroup

People in my workgroup generally coped well  
with the change

My workgroup was kept well informed  
throughout the change process

My workgroup was provided with adequate support 
during the change process

My workgroup was provided with sufficient information 
on how the change would impact on the team

Strongly 
Disagree Disagree Neither Agree  

nor disagree Agree Strongly Agree

11%

9%

8%

12%

12%

11%

18%

18%

19%

25%

24%

26%

33%

31%

29%

28%

30%

27%

32%

35%

38%

30%

29%

30%

6%

6%

6%

5%

6%

6%
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FIGURE 32: Percentage of employees who responded positively to questions relating  
to change management
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4.8 Transition to Retirement

Forty eight per cent of respondents are aged  
45 years or more, which correlates with workforce 
data published in the 2015/16 State of the 
Service Report, which indicated more than 9,000 
NTPS employees are aged 45 years or more. The 
proportion of older workers, and average age, will 
continue to increase over time. Older workers 
exiting the workforce are an inevitable reality and, 
in the NTPS, a fast approaching and significant 
workforce planning issue. Encouraging prolonged 
workforce participation among older workers and 
using transitional arrangements such as flexible 
work practices is an immutable and necessary 
measure. The impact of mass retirements in the 
NTPS can be reduced to a manageable level if 
swift and appropriate actions are taken at policy, 
organisational, and individual levels.

The following data was captured only for those 
respondents who identified as being aged 45 years 
or older. All responses are percentages of those 
employees only.

Data around employee’s intentions to retire have 
been captured in previous years; however 2016 
is the first survey in which information around 
transitional arrangements has been captured.

of respondents  
have seriously 
started to  
consider their 
intentions to retire

15 Transitional employment arrangements are any work arrangement that 
accommodates yourself and your organisation in retaining your skills,  
knowledge and experience to benefit both parties as you move towards 
permanent retirement

47%
are not at all aware 
of transitional 
employment 
arrangements15 within 
their organisation. 

60%

of employees aged 45 years or more are either 
already in or are considering entering into a 
transitional arrangement with their organisation 
within the next five years.

32%

of respondents aged 45 years or more indicated 
that part-time work or flexible working hours 
would be the most beneficial transitional 
arrangement for them when considering their path 
to retirement.

75%
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22%

39%

61%

If you are currently in a transitional 
employment arrangement, or are in 
the process of negotiating one, did you 
encounter any barriers in negotiating 
this arrangement?

Lack of organisation policy  
about transitional 

arrangements

Lack of transition  
options that suited me

Manager/ HR not  
supportive of request

Did not know  
where to start

Lack of information 
about transitional 

arrangements

Other
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yes
20%

Which barriers did you encounter:

no
80%

33%

17%

28%
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4.9 Differences across Equal Employment Opportunity Groups 

4.9.1 Aboriginal or Torres Strait Islanders Status 

Seven per cent of the response sample identified as ATSI and 8 per cent of the response sample preferred not 
to say. This compares with an actual ATSI workforce profile of 10 per cent, as identified in the 2015-16 State of 
the Service Report.

In a contradiction to the trend seen in the 2009, 2011 and 2014 surveys, ATSI employees reported a 
remarkable overall positive increase in perceptions across the majority of survey measures. A more detailed 
look into this positive shift in perceptions and the attributing factors is available in 2.7 ‘Case Study – ATSI Staff’.

FIGURE 33: Positive agreement across question groups for ATSI and non-ATSI employees
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4.9.2 Disability Status

Four per cent of the response sample identified as 
having a disability. This compares with only one per 
cent of employees who formally identified as having 
disability in their employment record. As in previous 
years, this highlights that there is clearly a substantial 
undercount of employees formally identifying as 
having disability. This is likely to mean that a large 
number of employees across the NTPS are not 
accessing available support.

Thirty eight per cent of employees with disability 
reported having been bullied in the past 12 months 
(compared to 22 per cent for those without 
disability). In terms of employee engagement and 
job satisfaction, respondents who identified as 
having disability reported significantly less positive 
opinions than respondents without disability. 
This is consistent with previous years’ results and 
demonstrates an ongoing need to improve disability 
confidence across the sector. The 2016 data 
also demonstrates a less positive response from 
employees with disability who require a workplace 
adjustment (54 per cent positive agreement 
compared to 55 per cent for those who do not 
require a workplace adjustment and 63 per cent  
for those without disability).

Other notable areas in which those with disability 
scored lower than those without include; resolving 
issues fairly, the application of the merit principle, 
and the level that diversity is upheld as a value  
across the sector.

There were fewer employees with disability  
who agreed their workplaces were impartial, and  
a similar disparity with regards to views on 
leadership. A comprehensive review is underway  
as part of the development of the next iteration  
of the NTPS disability employment strategy 
‘EmployAbility 2017-2020’. Survey results will  
inform the direction for disability employment  
in the NTPS.
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FIGURE 34: Positive agreement across question groups for respondents with disability (yes),  
those who require a workplace adjustment (yes requires adjustment) and those without (no)
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5.1 Explanatory Notes

5.1.1 Reading the Results

For most of the questions in the survey, respondents 
are asked to select an answer from a small number 
of set responses. Different response scales are used 
within the survey for different types of questions. 
Each set requires a slightly different way of reading 
and interpretation.

5.1.1.1 Questions Groups

Throughout this survey report responses to 
questions have been grouped and shown as an 
average. For example the average positive agreement 
to the NTPS Value Diversity was 67 per cent; this 
average agreement is an amalgamation of a series of 
questions relating to diversity:

 § People recruited to my organisation seem  
to have the right skills for the job

 § Equal Employment Opportunity is provided  
in my organisation

 § Gender is not a barrier to success  
in my organisation

 § Disability is not a barrier to success  
in my organisation

 § Age is not a barrier to success in my organisation

 § Cultural background is not a barrier to success  
in my organisation

 § My organisation is committed to creating a  
diverse workforce (e.g. age, gender, disability, 
cultural background)

The NTPS Values, Employment Principles and 
supporting measures each have a series of questions 
which, when averaged out, provide a positive 
agreement to the relevant high-level concept. For 
more information on the questions groupings used 
contact people.matter@nt.gov.au.

5.1.1.2 Yes/No

Interpreting the ‘yes’ and ‘no’ responses is reasonably 
straightforward as they provide a clear answer to the 
question asked. However, you should note that a ‘yes’ 
answer is not always positive. For example, a ‘yes’ 
response in answer to ‘the question have you been 
bullied?’ is a cause for concern and action.

The ‘don’t know’ answers mean that the respondent 
does not know if what they have experienced fits 
with what the question is about. In other words, the 
respondent is unclear about definitions. The ‘don’t 
know’ responses are worth paying attention to. In 
most instances, the fact that the respondent doesn’t 
know if they have experienced something (such as 
receiving feedback) is significant. In the example 
given here, if someone doesn’t know whether or not 
they have been given feedback, then it is likely that 
whatever feedback they have been given has been 
poorly delivered and probably ineffectual.

5.1.1.3 Agreement (including don’t know)

In all questions with this set of answers, ‘agree’ and 
‘strongly agree’ produce a positive result. Generally, 
the larger the percentage, the better. Conversely, 
‘disagree’ and ‘strongly disagree’ responses represent 
a negative result. The larger the percentage for these 
options, the greater the cause for leadership concern 
and the need for leadership action.

It is also important to consider the ‘don’t know’ 
responses. Having staff who do not know, for 
example, whether or not the workgroup strives to 
achieve customer satisfaction, or whether or not 
they should avoid conflicts of interest in their work, 
represents a risk. A large number of ‘don’t knows’ 
to these questions should be a cause for leadership 
concern and a prompt for leadership action (usually 
involving making staff aware of particular practices).
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5.1.1.4 Agreement (including neither agree  
nor disagree)

Survey questions about employee engagement do 
not allow respondents to select ‘don’t know’. Instead, 
there is the opportunity to say that they ‘neither 
agree nor disagree’ with the statement.

The percentage of respondents who select the 
‘neither’ option is significant. They represent staff 
who could easily go either way in terms of being 
committed to, and willing to go the extra mile for,  
the agency. This is particularly significant if the 
agency is about to experience difficult times (such  
as major organisational change) which may place 
extra demands on staff.

In terms of leadership responses, actions should 
be developed to address both the disengaged 
(people who ‘disagree’ or ‘strongly disagree’ with 
the statements) and those who could easily become 
disengaged (people who neither agree nor disagree). 
Both groups represent a risk for the agency, which 
the latter group represents an opportunity to 
strengthen the agency.

5.1.1.5 Engagement index

These questions were sourced from the UK Civil 
Service (and also appear in the People Matter Survey 
equivalents in both the NSW and the Australian 
Public Service) and were developed from research 
performed by the UK Civil Service. The index 
measures five key aspects that an engaged employee 
should exhibit: pride, advocacy, attachment, 
inspiration and motivation. The higher the score, the 
higher the level of engagement the staff have with 
the agency.

5.1.1.6 Satisfaction

This set of answers is offered as response options  
for a set of questions about job satisfaction.

Generally, a positive result is one where there is a 
large percentage of staff indicating that they are 
‘satisfied’ or ‘very satisfied’, and a small percentage 
of staff indicating that they are ‘dissatisfied’ or ‘very 
dissatisfied’, with different aspects of their working 
environment. However, if the agency is about to 
embark on major change, having a high percentage 
of staff who are ‘very satisfied’ with all aspects of 
the status quo may not be a good outcome. It may 
make it more difficult to get the staff to accept and 
implement the changes. Conversely, in the same 
scenario, having a high percentage of staff who are 
‘very dissatisfied’ with the status quo might be a good 
thing. The changes may be seen as an opportunity to 
improve the prospect for job satisfaction so staff may 
be more inclined to support the changes.

As with the question about engagement, there  
was not a ‘don’t know’ option in this answer set. 
There is a ‘neither’ option where staff neither 
agree nor disagree with the statement. Again, 
the percentage of staff who select the ‘neither 
‘option should be of interest to agency leaders. Job 
satisfaction is a driver for:

 § performance (people who are more satisfied are 
likely to perform better); and

 § commitment (people who are more satisfied 
are likely to remain loyal to the agency, 
despite difficulties or alternative employment 
opportunities).

People who are ‘neither satisfied nor dissatisfied’ 
may not be performing to their full potential and they 
may not be as committed to the agency as they could 
be. In other words they represent an opportunity for 
improving the agency’s performance and reducing 
exposure to workforce risks.
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5.1.2 NTPS Values and PSEMA  
 Employment Principles

The People Matter Survey helps identify the extent 
to which the Northern Territory Public Sector Values 
and Principles (as established under the Code of 
Conduct and the Public Sector Employment and 
Management Act 2012) are being applied within the 
Northern Territory Public Service.

5.1.2.1 Public Sector Values

 § Commitment to Service – The NTPS is 
professional, hardworking, effective, innovative 
and efficient, working collaboratively to achieve the 
best results for the Northern Territory.

 § Ethical Practice – The NTPS upholds the highest 
standards of practice and acts with integrity in all 
that it does.

 § Respect – The NTPS respects all people, and in 
particular their rights as individuals.

 § Accountability – The NTPS is transparent and 
accountable in all its actions.

 § Impartiality – The NTPS is apolitical and provides 
Government with advice that is objective, timely 
based on the best available evidence.

 § Diversity – The NTPS values the diversity of 
its workforce as well as the Northern Territory 
population it serves.

5.1.2.2 Public Sector Principles

The administration management principle - Fair, 
efficient and effective service to the community  
and government;

The human resource management principle - 
promoting working environments where employees 
are treated fairly, including the following:

 § merit – choosing people for the right reasons

 § equality of employment - providing a fair go for all

 § performance and conduct - managing our 
behaviours in a professional manner while

 § also being mindful of our impact on colleagues, 
Government and the community at large.

5.1.3	 Survey	Definitions

The following definitions were provided to survey 
participants at the time of the survey. Results should 
be interpreted with these definitions in mind. 

5.1.3.1 Organisation

The organisation in which you are employed 
(e.g. Department, Agency, Authority).

5.1.3.2 Senior Managers

The most senior group of managers in your 
organisation (i.e. the CEO and the people who  
report directly to them.

5.1.3.3 Manager

The person in your workgroup, project or team to 
whom you report on a daily basis. If you work for 
more than one team/work unit, please think of the 
manager with whom you work most frequently.

5.1.3.4 Workgroup

The immediate workgroup, work unit, project or 
team where you spend the largest proportion of  
your time at work.

5.1.3.5 Bullying

Workplace bullying is repeated, unreasonable 
behaviour directed to an employee or a group of 
employees that creates a risk to health and safety. 
Types of behaviour that could be considered 
bullying include: verbal abuse, excluding or isolating 
employees, psychological harassment, intimidation, 
assigning meaningless tasks unrelated to the 
job, giving employees impossible assignments, 
deliberately changing work rosters to inconvenience 
particular employees, deliberately withholding 
information that is vital to effective work 
performance. Bullying should not be confused with 
legitimate feedback given to staff (including negative 
comments) on their work performance or work-
related behaviour; or other legitimate management 
decisions and actions undertaken in a reasonable and 
respectful way.
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5.1.3.6 Transitional Employment Arrangements

Transitional employment arrangements are any 
work arrangement that accommodates yourself and 
your organisation in retaining your skills, knowledge 
and experience to benefit both parties as you move 
towards permanent retirement.

5.1.3.7 Disability

A disability is any condition that restricts a person’s 
mental, sensory or mobility functions. It may be 
caused by accident, trauma, genetics or disease. A 
disability may be temporary or permanent, total or 
partial, lifelong or acquired, visible or invisible.

5.1.3.8 Work-related Adjustment

For the purpose of the survey, work-related 
adjustments may include modifications of work 
premises or equipment, changes to equipment, the 
provision of adaptive technology, or changes to job 
design, work schedules or other work practices.

5.1.4 Survey Privacy

The People Matter Survey is conducted on a 
confidential basis with anonymous results in 
survey reports. The Office of the Commissioner 
Public Employment (OCPE) engages an external 
provider to collect and process responses on its 
behalf. The survey does not seek to collect personal 
information or identify any individual. The OCPE 
requests that survey participants do not provide 
personal information in their free text comments.  If 
respondents choose to provide free text comments, 
they are informed that this information will be 
disclosed in full to their organisation.

Following the survey process, the OCPE will provide 
organisations with a suite of reports containing 
aggregated or summarised responses to the survey.  
Where the number of survey responses is too low 
to ensure anonymity, reports are not provided, so 
conclusions cannot be made about who said what. 
The results will help OCPE and agencies to create 
better workplaces.

The People Matter Survey helps the OCPE to 
undertake functions assigned to it under the Public 
Sector Management Act (2012), including the 
assessment of compliance with mandated Public 
Sector Values and General Principles.  The results of 
the survey are also published in aggregate form in 
the OCPE’s annual State of the Service report. 

NT Police, the Aboriginal Areas Protection Authority 
and some employees of the Museum and Art Gallery 
NT are employed under their own legislation, 
however, these agencies recognise the similarity in 
values across the sector and participate in the survey 
on a voluntary basis.

The OCPE is committed to responsible privacy 
practices and is subject to the NT Information  
Act (2015).

Respondent’s privacy is protected in a number  
of ways:

Legislative compliance: The survey is delivered in  
full compliance with the NT Information Act (2015) 
and the best practice guidelines outlined by the 
Office of the Information Commissioner, the 
Information Privacy Principles.

Contractual requirements: All data is kept at  
arms-length from NTPS employees, including the 
Commissioner for Public Employment and your own 
Chief Executive Officer. 

To deliver People Matter, OCPE has partnered with 
the Victorian Public Sector Commission (VPSC) 
which has a secure data repository that stores 
information from a number of jurisdictions, including 
the Australian Capital Territory, New South Wales, 
and Tasmania. Through our partnership with the 
VPSC, we have engaged ORIMA Research to host 
and conduct our online survey. ORIMA Research 
is a leading government contractor that exceeds all 
legislative requirements in its handling of sensitive 
information. At the end of the survey, response data 
is securely transferred by ORIMA Research to the 
VPSC.
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Strict business rules: When you submit your survey, 
it is broken into separate pieces of data. Strict 
business rules govern how that data may then be put 
together. VPSC cannot rebuild your specific survey 
response based on things like your age, place of work, 
gender or Indigenous status. 

Reporting templates: No one will ever identify you 
because you work in a small team or because you are 
older, younger or have a different Indigenous status 
to your co-workers.

VPSC generate reports for OCPE which are then 
provided to your agency, or used by OCPE for whole-
of-sector planning. These reports do not include 
measures where less than 10 respondents have 
provided identical information. That means we are 
limited to asking fairly broad questions of the data, 
such as ‘how many employees between the ages of 
55 and 64 have worked for their organisation for 
more than 10 years’.
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