Executive Leadership Team

Ngatahitanga Pulse Survey 1 — results and next steps

Jeremy Caird OD Lead, Megan Scott OD Lead &

Date: 3 February 2023 Author: Joanie Sims, Interim National Organisational
Development & Capability Lead
Approved . . . .

For your: Approval by: Jim Green, Interim Chief People Officer
Seeking Funding

. No . s
funding: implications:
To: ELT

Purpose

1. This paper shares the first nationwide Ngatahitanga pulsé survey results with the Executive
Leadership Team (ELT) and outlines, for discussion, propesed next steps. We will bring a further
paper to you on 14 February for decisions on next=steps.

Recommendations

2. The ELT is asked to:

a) note the results of the first.Ngatahitanga Pulse Survey provided by AskYourTeam, our
survey provider

b) discuss the overall respohse and communications approach

c) note that you(will.receive further advice on 14 February on specific proposed next steps,
including communications activity

d) agree‘that initial results will be shared with union partners at the Strategy Health
Engagement Forum (SHEF) meeting on Thursday 9 February, in line with previously
established expectations.

Céntyibution to strategic outcomes

3. The pulse survey contributes to building a health system that gives effect to te Tiriti o Waitangi,
and to ensuring that health and care workers are valued and well-trained for the future health
system in line with our Te Pae Tata commitments, by:

a) Strengthening our understanding of our staff’s experiences so that we can improve them

b) Identifying instances of racism or behaviour inconsistent with our expectations for giving
effect to te Tiriti o Waitangi
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12. Potential local opportunities and quick wins have been summarised in advance by combing
through the free-text response. These will be shared with local teams at the same time we
share their local results.

Implementation and Communications Approach

13. Our communication aims to:

a) Share results and actions from the survey in a timely and transparent way to demonstrate
follow through and build trust.

b) Tell our engagement story on our terms - shine a light on highly engaged teams, be honest
about low engagement where it exists, and clearly communicate what
change/improvements will and are being made.

c) Lift the visibility of senior leaders (national/regional/local) as champions of engagement,
improvement and change.

d) Ensure people leaders are informed and well equipped to share results.
e) Share progress against actions over time.

f)  Engage with our unions to share results.
Union Engagement

14. We will share a summary of results with unians nationally at SHEF on 9 February 2023.

15. We will share local results with uniaons,Jocally from mid-late February, as we roll out the results
across the motu.

Financial implications

16. Depending on the agreed national and local actions there may be financial implications in
responding to matters raised. As a starting point, local leaders will be expected to manage
interventions in‘résponse within local budgets; but we will provide ELT with further advice if we
identify significant'national, regional or local opportunities to address the survey results which
require new,funding.

Te Aka\Whai Ora contribution
17 Engagement has occurred with Te Aka Whai Ora on this initiative. These results will be shared

with Te Aka Whai Ora as well as an opportunity to deep dive into the ethnicity data and partner
on key actions. Further korero is to occur with Te Aka Whai Ora on Pulse 2.

Next steps
18. We will bring you a further paper on 14 February, reflecting our discussion of these results, with

specific next steps including a detailed plan to communicate results with our staff and union
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partners. In the interim, we propose to share initial results with union leaders at the Strategic
Health Engagement Forum (SHEF) on 9 February.

19. Implementation milestones from here are:

a)
b)
c)
d)
e)
f)
g)
h)

7 February — first results discussion with ELT.

9 February — overview discussion with unions at SHEF and 1:1.

14 February — further ELT discussion, refine actions and next steps.

22-24 February — all staff communications, i.e. National Panui, Leaders Hui.
20 February onwards — communicate results to local ELTs

20 February onwards — engagement with unions locally

27 February onwards — communicate local results locally

March onwards — benefit tracking and monthly reporting to ELL

20. You can also expect further advice on our next proposed Pulse.sukvey soon.

Attachments

e Appendix 1: Te Whatu Ora Aggregated Pulse Survey,1
e Appendix 2: Summary national quick wins at local level
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Ngatahitanga — Pulse Survey 1
Confidential & Detailed Report to ELT
Aggregated Results

eeeeeeeee



Acknowledgement
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The Te Whatu Ora Ngatahitanga — Pulse Survey 1 was set up to ask Te Whatu Ora staff what | ing well and what is not working well
across the New Zealand health system and ask what is going well/not well with the chan fransformation process thus identifying
short term and longer-term improvement actions. &

The survey’s goal of listening to the voices of our people helps shape meaningful in@men’rs for our kaimahi, communities, patients and
whanau.

*

It is not about validating what we already know but is about listening and ’rg\qg action.

Responses will build on what we're already hearing and will help cr@o
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and accurate picture of where we are and what we need to

®' Te Whatu Ora Ngdatahitanga Pulse Survey 1



Understanding your results

4%
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How Strongly Agree to Strongly Disagree Likert scale questions are scoregd OQ

&
O
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Agree Strongly

Don't Strongly Disagree omewhat Somewhat

know Disagree @ isagree Agree Agree
Each score NG S \
confributes: 0 >core ()

0% 20% si\\ 40% 60% 80% 100%
Don't know responses are excluded Red is an area that need Yellow is good. But are there key
in calculating the score. The number What can you and yourT medo areas important to your
of people that do not know may foi organisation that should be
Green is excellent! This is worth

indicate anissue. Isit a lack of
awareness that needs to be
addressed?

question score as a %. For example, if 5 people selected'S

Each response on this scale contributes a score as outlin
score would be 50%

improve this2 Do need
help from others to@ifz

Orange shows potential
concerns and identifies where
you could act. What could you
build on?

.The responses are then averaged to give your overall
gly Agree' and 5 people selected ‘Strongly Disagree’ the

5 x Strongly Agree responses at 100% = 500% Igrongly Disagree responses x 0% = 0%

Score = 500% / 10 responses = 50% @
o~

improved?

celebrating. How could you make
this even bettere What best
practice can you share with other
teams and leaders?

>
&
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Data Grouping Explanations (as defined by Wlho’ru Ora)
;\O
(

Ethnicities

Asian includes Asian, Southeast Asian, Chinese, Indian, Other Asi n&

European includes European and New Zealand European g\

Middle Eastern includes Middle Eastern, Latin American, African

Pacific Peoples Includes Samoan, Cook Islands, Tongan, Niuean, Fi"on,\Q er Pacific Peoples
Other Ethnicity Includes others not included in the above ‘\

*

Note from Te Whatu Ora: Please note we inadvertently used incorrect \IOH methodology when collecting this ethnicity data. The
data is therefore less accurate than it otherwise would be. We wiK e use the appropriate Stats NZ ethnicity standard in future
surveys.

Profession \Q@

Care and Support includes cleaners, HCA, o{e’k's security
Corporate and other  includes managem ’r@
Nursing excluding HCAs %

-
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Average Question Score ?S’
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I have capacity to be compassionate and caring to those around

me 82%

My personal values, cultural beliefs and commitments are

respected by my team 73%

I have not experienced discrimination at work in the last 6 months 67%

. @
There is a sense of connection and belonging within our ’re;]&_ 66%

| know that if | ask for help or feedback | won't be d _ 4%
negatively for it @ °

| feel comfortable to share ideas or concerns in ironments _ 4%
that | work within K °

When | finish my work day, | feel sati %Wi’rh what | have _ 62%
accompli A

| understand the reasons f@onges taking place in our _ 62%
he%ore system °

9 Thisis a Strongly Agree - Strongly Dis; ejlikert scale question type. See ‘Understanding your results’ slide for more information on how these scores are calculated.
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Average Question Score Ve

We have a shared vision, long term focus, and clear sense of

purpose 57%

| am able to reach out fo anyone in our organisation when | need 579
to °

The changes we are making will enable us to better meet the 56%

needs of our communities

* @
| feel empowered to make decisions about important aspects ot
my role 55%

| regularly receive constructive fee@ _ 54%

Information relevant to my work is shared with me 'Qeful time _
frame && 4%
Our team is starting to build relofion&h‘h teams across

Aotearo 50%

My team has the resources (e. m?)eople budget, facilities, _ 339
equipment) we need&e orm our roles well °

10 Thisis a Strongly Agree — Strongly Di’g ejlikert scale question type. See ‘Understanding your results’ slide for more information on how these scores are calculated.
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Pleasingly nearly 28,000 or 29% of Te Whatu Ora employees took the time to have their say in thisiNgatahitanga Pulse Survey 1. The survey was
conducted from late 30 November 2022 to 16 December 2022. The participation rate achievedwas in line with the target and gives a wealth
of both qualitative and quantitative data about the views of your people with a good spread injoarticipation across the country.

The Te Whatu Ora nationwide average score of 60% across the 16 questions clearly indi€ates that there are substantial opportunities for
improvement. A feature of these results is that they are remarkably consistent across thejcountry and good consensus of views in terms of where
the issues and opportunities lie. The results from the 20 Districts (ex DHBs) are very alighed and the average score for this group is 59.3%(N
=25,969). The six shared services entities together with the Te Whatu Ora NationalfOffice are more positive with an average score of 68.7% (N
=1,795)

People working in the health sector are confident they have the gapdeity to be compassionate to those around them and this is the highest
scoring question in the survey by some margin. This is a credit 16 the'committed and dedicated individuals working to serve their communities. A
strength is that at a team level there is a good degree of confidence that culture, beliefs and values are respected. Aligned to this there is a
good score in terms of connection and belonging within teams. A note of caution though that this sense of belonging is not necessarily
franslated to views of Te Whatu Ora as a whole, where therfe/is a perception that there is much work to do to become a unified organisation.

Analysis of the free text responses reveals there is a,thirst.2fo see changes and improvements in delivery of care in the health system and
reasonably broad based understanding and suppert for the changes Te Whatu Ora envisages. People really “get” the case for change which
confirms the desire of people to see the aspirfatiohand vision of Te Whatu Ora brought to life. However, there are widespread questions,
concerns and frustrations in terms of the *“how™and “when’” the changes will be implemented. 13% of respondents answered ‘don’t know’ to
the question “The changes we are making will'enable us to better meet the needs of our communities” This uncertainly coupled with the day to
day stress and frustrations that people are facing suggests driving change will be challenging.
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Te Whatu Ora kaimahi are feeling the strain in a variety of ways. The biggest frustration as\evidenced by the lowest score in the survey and
the largest theme in the free text responses both by some margin is resourcing. Lack of staff and resources to provide the standard and
timeliness of care that people would like is the number one issue across your workferce. The strength of feeling on this point should not be
underestimated, particularly from frontline staff. This is not a situation of unrealisticwishful thinking but serious concern impacting on the
wellbeing of your people to a significant degree and af times causing risk or indéed harm to patients.

There are a number of elements to the resourcing issue. Employees want fosee more of a focus on retention as well as recruiting more
people. They want to be paid fairly for their efforts. They lack resources.anafit for purpose facilities to do their jobs and they see the critical
need for greater funding for healthcare. Near the very end of thesurveyiperiod on the 14th of December the announcement of the ERA
interim order regarding pay equity rates for Nurses was made. It Wwilhbe interesting to see if this partially alleviates some of the concerns
regarding pay and something to watch in subsequent pulse sarveys.

Although the score to the question about people feeling respected in their own team is a relative strength in these results, it is clear from the
free text responses that at an organisation level people.don’t feel universally listened to, valued or respected. Many of the free text
responses are quite confronting to read where peoplé,\variously describe themselves as undervalued, disrespected, overworked, stressed,
fatigued and fed up.
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Change of the scale Te Whatu Ora envisages is never easy and in the current environment where the day-to-day stresses on your people
are so keenly felt, successful delivery of change is inevitably going fo be challenging.4n'this context of a highly stretched workforce the low
score of 56% to the question about whether changes being made will better meetdhe needs of the community is not a particular surprise,
but it is a cause for concern. Not counted in this low score is the 13% of your people ' who responded “don’t know” to this question. This result
suggests there is much work to do to build confidence that Te Whatu Ora is orivthe right track.

Related to this is a lack of confidence that there is a shared vision, purposerand long-term focus with a score of 57%. Anxiety about the
future coupled with the day-to-day stress makes for a difficult working.enyironment for your people. They urgently want to understand how
the proposed changes will work in practice, what that means for fhem dnd how it will improve healthcare outcomes.

Leadership comes up as a key theme in the free text responses in a variety of ways. System leadership, organisation leadership and people
leadership all rate regular mentions in the free ek comments.
They believe that decision making at Te Whatu Ora is fop-down and consultation
and input from clinical and frontline staffis inddequate. There is a degree of cynicism that key decision makers may lack the skills fo deliver
on the system transformation aspirationMAligned to this many frontline staff believe that the wrong people are in decision making roles
without the requisite clinical skills and experience. Many people leaders are equally frustrated that they are disempowered from making
decisions and effectively supportifigitheir team:s.
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Bullying is perceived as a persistent issue in some areas. There are numerous comments indicating that people leaders who engage in
repeated bullying behaviour are not dealt with, or worse promoted. There is also dlyiewthat there is a culture of turning a blind eye to
bullying as it is simply entrenched and institutionalised. This is not the view of everyane but understandably is a topic which engenders
stfrong views. This issue speaks to a need for greater consistency of leadership practice, particularly given the stress the workforce has
been experiencing for a prolonged period and in the context of an extensive change agenda.

Your workforce is quite divided in terms of what the appropriate approach needs to be to provide equity of care. Views are equally
stfrong amongst those who feel that for example Mdori peaple have been disadvantaged for too long and therefore need to be
prioritised for care and resources, and those that viewathis,as a negative and unfair approach. We note that the maijority of staff report

not having experienced discrimination in the past six months. However, 25% of your people say this is not frue for them indicating much
work to do to create a more positive, inclusive culiure.

Concern about equity has a number of elemients, there is uncertainly about how those patients in rural locations will be better off under

the new system. In addition, there is a per€eption within your workforce that communication is not always effective as the Te Reo first

approach can mean that some peoplexeel excluded. Ignoring these divisions will likely result in views becoming more entrenched rather
than unifying your people around @ common purpose.
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The RMO and SMO cohorts are the lowest scoring groups by profession. In common with their adlleagues in other professions within Te
Whatu Ora they feel very strongly that they don't have the resources they need to perform,their roles well with 58% of RMOs and SMOs
strongly disagreeing that this is the case. By contrast, only 0.7% RMO and SMOs stronglysagree that they do have enough resources. Given
their critfical role within the sector their scores to the questions about understandingswhy.changes are taking place in the healthcare system
of 50% and only 38% to the question “The changes we are making will enable us 10 etter meet the needs of our communities” is a
concern. In a similar vein, this group don't feel empowered. This senfiment is quite ‘@ strong theme in the free text responses where many of
the comments from clinical staff indicate they don’t feel consulted with, donit think the organisation is headed in the right direction and
don't have frust and confidence in the leadership.

The overwhelming feedback from your people is that they need pnore resources, in terms of people, equipment, facilities and funding. This is
their number one priority. Successful delivery of transformational change is going to be very difficult until you address some of these
concerns or at least lay out a plan to tackle the resourcingfissue.

The other key takeaways from these results is that people want strong consultative leadership, they want to know what the longer-term
plan is to improve healthcare outcomes for all ofsthe community, and they want to feel included and heard in terms of bringing the
aspiration of Te Whatu Ora to life. They want e s€e’the detail, to understand what the changes will mean in practical terms for them and
for their communities. Finally, they would like o See a more positive culture in the workplace where they feel valued, respected and heard.
This pulse survey provides an excellent baseline view of the sentiment of the Te Whatu Ora workforce. Subsequent pulse checks will provide
ongoing insights into the success of the, fransformation journey.
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Recommendations

Given the anxiety and stress around resourcing, it makes sense to acknowledge the pressurepeople are under. Providing a comprehensive
workforce resourcing action plan should be an urgent priority. If this is not possible in the "Aedr term, communicating when your people can

expect fo hear the plan is important. In the absence of such a communication, peéple will draw their own conclusions and potentially
continue to vote with their feet.

There is a perception in some quarters that communication is not alwaysinélysive. If this perception is valid, consider reviewing whether this
approach is serving its infended purpose. If the perception is not valid then'it seems that there is a need to do some "myth busting” or to
point people in the direction of where they can obtain informatiof,if a\form that they are comfortable with and can understand.

The pulse survey results identified key areas of opportunity and areas where your people want to know what the plan is. These are:

Resourcing

Leadership and Transition
People Experience
Working Together

Care and Equity

E B

These are all big-ticket items which will be.included in your planned programme of work. Mapping these themes to your health system
fransformation plans may assist withrprioritisation decisions and with identification of gaps.
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Recommendations

Longer Term
Having undertaken a mapping exercise to ensure the key themes from this survey have been

the changes. Keeping the views of what your people think is most important will be a crugi

(1/
Nb
X
QO
v
60

*

omponent of future success for Te Whatu

@Go’rely captured in your plans and
programmes of work the focus will inevitably turn to quality of implementation. People jw Whatu Ora to get on with implementing

Ora. Based on the survey results the key priorities for your people are:

1.Resources, resources, resources ’Q

» People

> Facilities N \
> Equi!men’r . ()\(b'
S

2. Enablers

» Single patient electronic record O

» Standardised IT and systems and processes

» Better resourced primary and community care to f@essure off secondary care
» Clear inclusive communication for staff, poﬁen’rsqw e community

3. People Experience t@
» Training and development 00

» Quality leadership

» Rewards and recognition 6
> Positive workplace culture
<

9
N
Q~
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Average Score by Profession Y

100% OQ

90%

80% \@
70% 66% 65% Qs\:

60% >9% 57% 57%
50% 49% -
40%
30%
20%
10%

0%

Allied & Scientific Care an port Corporate & other Midwifery (406) Nursing (8937) RMO (560) SMO (1875)

(6098) 622 ) (7663)

21 *Number in brackefts is the numberg@mden’rs in each demographic category
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Average Score by People Leader designc:’rior?g’

100% OQ
90%
80%
70%

60% \\Q 60%
60%

.\(b.

50% S
40%
30%
20%

10%

0%
|ndiv® Contributor (19271) People Leader (8493)

29 *Number in brackets is the numberg@mden’rs in each demographic category
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Average Question Score by Gender Ve

100%
90%
80%
70%

60% 559

50%
40%
30%
20%
10%
S

Another gend@G) Female (21558) Male (5653) Prefer not to say (467)

23 *Number in brackets is the numberﬁ@mden’rs in each demographic category
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Average Question Score by Ethnicity ?S’

Note from Te Whatu Ora: Please note we inadvertently used incorrect question methodology when collecting this e’rhnia@’ro. The data is therefore less accurate
than it otherwise would be. We will ensure we use the appropriate Stats NZ ethnicity standard in future surveys. . 0

100%

90% @
80% &

9 67%
70% 65% 3% 64% o
60% 28% 57%
50%
50%
40%
30%
20%
10%
0% @
Asian (3970) Europ Maori (2367)  Middle Eastern  Other Ethnicity  Pacific Peoples Prefer not to say
(|ncIu w (330) (991) (1113) (998)

Iahd

E@ean, 17995)

24 *Number in brackets is the numberﬁ@mden’rs in each demographic category
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Average Question Score by Age ?S’
\\
100% \}0
90% @
80% &0&

70% 65%

62% . 62%

o ’ 59% 59% ”’ ’

0
52%
50%
40%
30%
20%
10%
0%
95 (1320)

Lessthan18(12) 26-35(5369)  36-45(6040)  46-55(7252)  56-65 (6590) 66+ (1181)

25 *Number in brackets is the numberp,f nden’rs in each demographic category
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Average Question Score by Length of Service?g’

100%
90%
80%
70%
60% 57%
50%
40%
30%
20%
10%
0%
Less than a year ( 1 2 years (4572) 3 - 5years (5491) 6 - 9 years (3887) 10+ years (9858)

2 *Number in brackets is the numberﬁ@mden’rs in each demographic category
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Average Question Score by Employment S’rowg’

100%
90%
80% 78%

70% 66%

62%

60%
50%
40%
30%
20%
10%

0%

Casual (582) Contractor

erm and Fixed term and Permanent and Permanent and Student Volunteer (17)

(428) time (1076) part-time (541)  full-time part-time (includes
Q (17539) (7563) clinical
0 placements,

O

27 *Number in brackets is the numberﬁ@mden’rs in each demographic category
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100%
90%
80%
70%
60%
60% 57% .
50% s‘\\()
40% \
30%
20% K
10% t@
o% QO

Yes (120 0 No (25791) Unsure ( e.g currently seeking a Prefer not to say (538)
diagnosis) (226)

28 *Number in brackets is the numberg@mden’rs in each demographic category
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Range of Scores by Profession ?S’

Insight: The survey results are remarkably consistent across the majority of demographic cate \;?\c’r were included. However, in
the profession category there is quite a range of views and divergence of scores. The RMO a O cohorts are the lowest scoring

cohorts and there are some very low scores for some questions indicating much work to confidence in these groups. The
lowest scoring questions for all professions was to the question about having the resour eded.
R\
Profession Average Score Lowes &r@ Highest Score
‘;}
RMO 49% 68%
SMO 51% . 16% 74%
,5\9
Midwifery 57% m 21% 84%
Nursing 57% ~7 29% 81%
Allied & Scientific 59% {9 30% 83%
Corporate & Other 65% & 41% 85%
« Py
Care & Support 663’6@ 47% 88%

%)

S
N
Q.
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Question Score - My team has the resources (e.g. fime, people,y&ge’r,
facilities, equipment) we need to perform our roles well — Shq& ervices

60% \}O

54%

51% ® 2% 52%
50% 48% o&
44%

40% 39% 0%
30%
20%
10%

0%

Te Whatu Ora Northern TAS central Health Alliance  HealthSOurce Health Healthshare
National Regional Alliance Partnerships Midlands

31 I@
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Don’t Know Responses ?S’

N

Insight: \
The likert scale includes the option to provide a ‘don’t know' response. This in itself can pr: @'useful data point. For the following

*

questions there is a ‘don’t know" response rate of 4% of respondents or more. Unsurprisi hese questions relate to aspects of the

fransition to Te Whatu Ora. Bearing in mind the response rate for this pulse survey i@nder 30%, if we extrapolate this level of ‘don’t

know' responses across the entire Te Whatu Ora workforce it suggests that furﬂgo k to embed changes and to reap the benefit of
I

those changes is required. At this stage in the transition, this is to be expected. ill be interesting to monitor the frend of ‘don’t know’
responses over subsequent pulse checks. *
"\\(’\
Question S Don’t Know Don’t Know
- Response % | Response Count

| understand the reasons for changes taking ploceiq&ol’rhcore system 4% 1212

Our team is starting to build relationships with ’regr&ross Aotearoa 9% 2563

The changes we are making will enable u&@ﬁer meet the needs of our communities 13% 3488

Q
6\‘»

-

9
N
Q~
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Comments have been reviewed, quantified and categorised by
major themes. Major themes have also been sub-themed to provide
additional insights.

-~
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What would you like to see change (or happen) across Te Whatu Ora ove’r}‘he next

three to twelve monthse ?\
75% of respondents or 20,756 people left a comment Q
Overall breakdown of themes N O

Resources

Leadership & Transition

People Experience

Working together

Care & Equity

Misbehaviour in the I 2 3%
workplace &
@.3%

Miscellaneo
0 0% 10% 20% 30% 40% 50% 60% 70%

% of responses that contain the theme
Note: Verbatims comments may be@ ed in more than one theme where the comment contains multiple ideas. This means the total sums to more than 100%.
o~
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What would you like to see change (or happen) across Te Whatu Ora ove’r}he next
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Sentiment vs Intensity Legend (b,\'
Mean senti . -1 is negative, 1is positive
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Misbehaviour \\Q
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Workplace E People

Care é(perignce

Equity ® ® Resources . ()\ Sentiment: refers to whether the comments are positive or negative
Leadership e g orking s\\ Intensity: measures the intensity of the language used in the comments

& Transition Together \

Insight: Sentiment and intensity are reasonably consistent across
\ the major themes with the exception of the Misbehaviour in the
E @ Workplace theme where sentiment is both the most negative and

%

the most intense.
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Resources

Resources theme: breakdown by sub-the Q
y {\:0

More people 56.3%
&
owerworkood | 1<+ s‘\\\(’
Facilities, equipment - 7.4% &
Money, funding q&,
.O‘%QQ 10.0% 20.0% 30.0% 40.0% 50.0% 60.0%

% of responses in the theme that contain the sub-theme
Note: Verbatims comments may be@ ed in more than one theme where the comment contains multiple ideas. This means the total sums to more than 100%.
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What would you like to see change (or happen) across Te Whatu Ora ove’r}‘he next
three to twelve months? ?\

Leadershi
=d ;rs = Leadership & Transition theme: breakdown by Su@gme
N

Transition @,
Communication, transparency

40.1%

Regional vs nafional, coalface vs manager 37.3%

(\\0

Change

N

00 0.0% 5.0% 10.0% 15.0% 20.0% 25.0% 30.0% 35.0% 40.0% 45.0%

% of responses in the theme that contain the sub-theme

34.3%

Note: Verbatims comments may be@ ed in more than one theme where the comment contains multiple ideas. This means the total sums to more than 100%.
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People People Experience theme: breakdown by sub’*\@e

Experience

Respect, appreciation, care, support 51.2%

Training and development

Diversity, inclusion, cultural needs

Stress, féi@- 12.5%
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%

% of responses in the theme that contain the sub-theme
Note: Verbatims comments may be@ ed in more than one theme where the comment contains multiple ideas. This means the total sums to more than 100%.
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What would you like to see change (or happen) across Te Whatu Ora ove’r}he next
three to twelve months? ?\

Working Working Together theme: breakdown by s&b} eme

Together

Unity, togetherness, co-operation

47 8%

O

Systems and processes

Information tehnology and data # 22.6%
Strategy, structure, operating model ém.é%

35.0%

<

e!& 6.20%
\

Adé@oﬁon - 6.10%
0 0.00% 10.00% 20.00% 30.00% 40.00% 50.00% 60.00%

% of responses in the theme that contain the sub-theme
Note: Verbatims comments may be®) ed in more than one theme where the comment contains multiple ideas. This means the total sums to more than 100%.
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Care & Care & Equity theme: breakdown by SUb—ThH\@Q
Equity \,
People to support care 35.6%
Timely, quality care 26.4%
Resources to support care
*
Communities, allied health, primary care 17.0%
Equity of care + 13.9%
Impact on weubeing\r 1.7%
Culturally appropriate Q:e\'_ 9.0%
Care for mental health iction [N 4.6%
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% of responses in the theme that contain the sub-theme
Note: Verbatims comments may be@; ed in more than one theme where the comment contains multiple ideas. This means the total sums to more than 100%.
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three to twelve months?

Major themes:

Resources

/Sub-themes

1. More People

2. Better Pay

3. Lower Workload
4. Facilities,
equipment

5. Money, funding

\

Leadership

&

Transition

/Sub-themes

transparency
2. Regional vs

manager
3. Change

4. Leadership,
management

O

-

1. Communication,

national, coalface vs

N

/Sub-themes

Q

People

Experience

1. Respect,
appreciation,
support

Q
2. Training
develo nt
3.Dj @inclusion,
%needs

ss, fatigue

WOFk;llg
Together

Sub-themes
1. Unity,
togetherness, co-
operation

2. Systems &
Processes

3. Information
technology and data
4. Strategy,
structure, operating
model

5. Efficiency and
effectiveness

6. Administration

"

/Sub-themes \

Equity

1. People to support
care

2. Timely, quality care
3. Resources to support
care

4, Communities, allied
health, primary care
5. Equity of care

6. Impact on wellbeing
7. Culturally
appropriate care

8. Care for mental
health & addiction

AN )

Other Themes:

Misbehaviour
in the
Workplace

Miscellaneous

>’

\Q’
<
Q~
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Ngatahitanga Pulse Survey 1 — actions and next steps
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Date: 10 February 2023 Author: Joanie Sims, Interim National Organisational
Development & Capability Lead
Approved . . . .

For your: Approval by: Jim Green, Interim Chief People Officer
Seeking Funding

. No . s
funding: implications:
To: ELT

Purpose

1. This paper recommends actions and next steps following(the Ngatahitanga Pulse Survey and the
results presented to ELT on 7 February.

Recommendations

2. The ELT is asked to:
a) approve the two National Priarity actions around Workforce and Health System Changes

b) approve the all-staff communications approach, including major communications on 22 —
24 February

¢) note that we willprogress deep dives on specific functions or aspects of results as required
to derive insight’and target areas of poor performance

d) approvesthe.next steps detailed in this paper.

Contribution/to strategic outcomes

3. The'pulse survey contributes to building a health system that gives effect to te Tiriti o Waitangi,
and to ensuring that health and care workers are valued and well-trained for the future health
system in line with our Te Pae Tata commitments.

Background

4. On7 February 2023 the ELT was presented with the first Ngatahitanga Pulse Survey results. It
was agreed there would be further discussion on 14 February regarding actions and next steps.
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Supported by the regional integration teams,

D&D team and Locality Teams

1. Provide updates and actions via the pulse 1. Provide updates and actions via the pulse

survey dashboard survey dashboard

2.Provide regular communications via engaging | 2. See a positive shift in the pulse survey
Measures channels on actions questions related to change and

3. See a positive shift in the resource question communication and a reduction in the

and a reduction in comments relating to comments relating to issues understanding

resourcing issues in subsequent pulse surveys change

Local Opportunities and Quick Wins

9.

10.

11.

We also want to empower local teams to design actions that can be taken in the short term to
reflect their local context. Local teams will be supported by Ask Your Teams and eur'Reople &
Culture teams with these actions.

Potential local opportunities and quick wins have been summarised in advanee by combing
through the free-text response. These will be shared with local teams™at the same time we
share their local results.

These local opportunities will be reported on by local and regional teams (where suitable) via
the pulse survey results dashboard. This will be collated mfanually over the coming weeks and
are intended to be utilised in both local and national communications channels. These will link
clear actions to the survey i.e., complete the “You,Said”, “We Did” promise of the survey
rationale to act and value staff voice.

Implementation and Communications@pproach

12.

Communication of these results and actions are critical to building trust with our people. This
requires honesty about where we need to improve, while encouraging a constructive and
solutions-focused narrative. \WWe’oiitline the proposed communications and engagement
approach for the releaseyofthese results at Appendix 1 for your approval — and ask you note the
planned major communications for 22 — 24 February.

Union Engagement

13.

We shared,a'summary of results with unions nationally at SHEF on 9 February 2023 and with
APEX/RDA also that day. This was in presentation form, without soft or hard copies. We will
sharé lacal results with unions locally from late February, as we roll out the results across the
motuand will continue to work with unions on how best to share and engage with local results.

Eimahcial implications

14,

Depending on the agreed national and local actions there may be financial implications in
responding to matters raised. As a starting point, local leaders will be expected to manage
interventions in response within local budgets; but we will provide ELT with further advice if we
identify significant national, regional or local opportunities to address the survey results which
require new funding.
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Te Aka Whai Ora contribution

15. Engagement has occurred with Te Aka Whai Ora on this initiative. These results will be shared
with Te Aka Whai Ora as well as an opportunity to deep dive into the ethnicity data and partner
on key actions. Further korero is to occur with Te Aka Whai Ora on Pulse 2.

Next steps

16. Implementation milestones:

a)

b)
c)
d)

e)

f)

8)

20 February onwards — communicate results to local ELTs via their respective GMsHRYwith
support from AskYourTeams)

20 February onwards — engagement with unions locally
22-24 February — all staff communications from the CEO, i.e. NationahPanui, Leaders Hui.
27 February onwards — communicate local results locally

27 February onwards — local leaders address pre-identified4oeal opportunities and quick
wins

27 February onwards — local leaders consider otherloeal actions and solutions

March onwards — local benefit tracking to bé cellated and shared with ELT by National OD
team. National Priority tracking to be shared by responsible managers (see point 9 above).

17. The objectives of the second pulse survey'wilkbe presented to ELT before we commence design.
Before recommending a date, we will cansider the work and timeline of the organisational
changes including implementation of.the new operating models.

Attachments

e Appendix 1: Draft Communications and Engagement Plan for results and actions
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