Culture & Engagement Survey 2015

- Here are our high level organisation wide results for IR’s The survey results provide us with an understanding of our
KORERO MAI Culture & Engagement survey — Korero Mai. overall perceptions of our current culture and levels of
engagement.

The survey ran from 2 - 20 of November 2015 and was open

Building our future culture  to all people working for IR, including contractors and agency  The results help us to understand what we are doing well and
staff 79.12% of those invited to complete the survey took the need to keep doing and what opportunities we have to improve
opportunity to do so. to make IR a great place to work.

Culture results

Culture data results
v View of our current culture Our desired future culture

® The results of the current survey are comparable

to the baseline survey completed in May 2015.

Always Always . . . .
like this Equally Balanced like this ® The culture dimensions with the biggest gaps

between current perceptions and our target
Beliefs -3 -2 -1 0 1 2 3 Culture gap future state are:
) - Outcomes oriented
------------- Proactive 1.98 - Whole of IR
- Open/Transparent
- Risk Tolerant

Internally FOCUSSEd «revrraeernroerinermrieciureeriness Y_ -------------- Externally Focussed 1.70 - Empowered
® Our people perceive IR to be:

Conventional ressrreserraserrascrraserraserraners e ~H ---------------- Innovative 1.21 - Process Oriented
- Risk Averse

|

|

I - Guarded
Business Unit Focussed ..u-..u-.u.-.u.-..u-..o.-.u.‘ ++++  Whole of IR 2.75 - Task Or ented

I
Reactive stssruvecrasceranssranscrasecras ' -
I

: sessseess  Partner with Customer 2.14

Supplier to Customer .................................‘

Decisions

- Command and Control

To shift our culture, we are best to focus our
veverearsssssssesrs  Risk-Tolerant 2.31 efforts on:

Recognising and utilising the individual talents,
c pabilities, and work styles of our people

Process Oriented = ++srsseerssesrsnsesrnnesnas ' Outcomes Oriented . -

Risk-Averse .........................v

Behaviours

GUATAEd +eeereronreemaneararasonraenan ' ......... Open/Transparent 2.52 - Ensuring our processes and procedures are
simple and effective
Task Oriented ««verrrecrrvmerraverrncnnes F ---------------- People Oriente 2.08 - Encouraging genuine collaboration across IR
- Empowering individuals to influence what
Independent «cesvorenreerseneesaaosruoenesons i oo Collabpfativiy 1.81 happens in their day-to-day jobs including the

decisions that impact them directly

. . . IR and feel well informed by their People Leader.
Diversity & Inclusion It would take a lot to get me to leave IR 41% 43%

Command and Control ««s«rreeerransrnineriiananenss T ---------- Empowered 2.30
Engagement results
Engagement data results
Engagement Engagement profile e IR’s engagement score (44%) is below average
compared to other government agencies in
Not engaged 56% Engaged 44% Australia/NZ (51%).
® Leaders are more engaged (57%) than non-
leaders (42%).
34%
28% 28% ® 289% of respondents are ‘actively disengaged’.
® Engagement declines with tenure up to 10 years
10% and then begins to increase moderately.
- ® There is significant variation in levels of
" Ac ivel g Passive Moderatazly Highlyd engagement across geographic sites.
isengage engage engage - o -
A IR (44%) A AustralasiandGovesnmedt ® Those things that will have the greatest impact
(51%) on levels of employee engagement are the same
A NZ General Industry A AON Hewitt Austr lasian Engagement questions as those impacting on our culture. In addition to
(59%) best'emp oye s (82%) these, how we reward and recognise people in
Given the opportunity, I tell others great — — ze_lplng fl.ls acilueve our goals is also an important
Driver briorities things about working here ° ° river of employee engagement.
P I would not hesitate to recommend IR to a 549 55% ® Generally, people perceive their direct leader
I Sustai friend seeking employment ° positively.
—— — I rarely think about leaving IR to work 459, 40% ® Most respondents feel change is necessary for
Empowerment P er somewhere else ° ° P 9 ry

Reward & Recognition

IR inspires me to do my best work everyday 42% 43%
Policies & Process

IR motivates me to contribute more than is
normally required to complete my work

39% 40%

What the Culture & Engagement results indicate Next steps

® Most of us feel change is necessary for IR. e All leaders will receive a link to the online Engagement tool to access their team/unit

e We feel well informed by our people leader, who we see as clear, engagement results on 25 January 2016, once our provider AON Hewitt has processed them.
open and honest. ® By the end of February 2016, all leaders are expected to have shared their own team/unit

e We look at things from our customer’s perspective and want to engagement results with their people.
improve our services. ® Teams to talk about their results and share any initial thoughts about what they mean to

® We have work to do to lift our overall levels of engagement. them.

e We need to shift our culture towards being more proactive, ® Results for Business Groups will be shared in February 2016.
transparent and risk tolerant. ® We will keep you informed as we learn more.

® We need to enable our people to be empowered to make effective
decisions.

® We need to better recognise and value individual talents and
capabilities.
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Culture Results - Gap analysis for IR overall
Includes active employees and contractors

Culture Culture
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Culture Results - Gap analysis for IR overall
Employees only
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Culture Results - Gap analysis for IR overall
Contractors only
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Current culture spread of scores — IR Overall
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gReaclive Proactiv&f
Supplier to Customer Partner with Customer ]
lg
]
Internally Focused Externally focused o]
:Conventional Innovative
‘Business Unit Focused Whole of IR
(0]
5
Process Oriented Outcomes Oriented @
o
[V]
[a]
‘Risk-Averse Risk-Tolerant
‘Guarded Open / Transparent
2
Task oriented People Oriented g
ANV, G F— 'S
(1]
Independent Collaborative f,
........ m
§Command and control Empowered
i N % More Like This  mBoth Equally = More Like This Am
Te Tari Taake
5 Empower Results®




Overall culture alignment by Employee Category

Shows the average culture gap across all scales by Employee Category.

-3 -2 -1 Balanced

IR Overall

Average Culture

Gap

Executive Leadership Team
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Leader of Leaders

2.42

Leader of People
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Team Member

2.2

&
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Gap analysis by Employee Category
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Culture gap by Employee Category

Absolute Gap Size Legend

Shows the absolute culture gap for each scale across IR Overall and by Employee Category.
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Understanding culture drivers and culture levers

To better understand how to align our culture and improve engagement we ask a series of questions which are grouped
into categories called drivers. Drivers allow us to identify the areas that have the strongest relationship with engagement
and culture.

The drivers help us understand where our efforts will have the greatest impact in closing the culture gap and building
employee engagement through the strongest levers for change - leadership, enabling infrastructure and people
programmes.

— 4

N People Programmes

Performance, recognition practices
and people policies

Leadership Enabling Infre

Provide clarity of direction and role Critical decision maki
model culture processes

Brand Alignment

Senior Leadership

Learning & Development

Diversity & Inclusion

People Leader

Reward & Recognition

Inland Revenue Am
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Understanding the Culture Driver Priorities — Category Level

An advanced statistical driver analysis that identifies and prioritises the key drivers to take action on to most
effectively close the overall culture gap. The overall culture gap is the average culture gap across all culture scales.

Top ranked priorities have the greatest potential to achieving a zero culture gap, e.g complete alignment between

current and required culture.

Overall Driver Category - Ordered by Rank: Effectiveness: % of employees who, on average,
Aggregate based on the rank that a driver receives under are satisfied with all questions within the category
the following inputs:

= Importance

= Effectiveness; and

= Distance from Benchmark

l !

Drivers
in order of
potential impact
on culture (1 - 11)

Senior Leadership 49%

People Leader 49%

Collaboration 49%

Customer Focus

Inland Revenue
e Tari Taake

Distance From Benchmark: Variance between
your effectiveness and the ANZ norm (a minus
indicates your score is below the norm)

11

Distance from
Benchmark
(ANZ Average)

-11%

-7%

0%

-3%

-3%

AON
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Potential of each driver category to impact culture

alignment

Prioritises the key drivers to take action on to most effectively close the overall culture gap. Top ranked priorities
have the greatest potential to achieving a zero culture gap, e.g. complete alignment between current and required

culture.

Drivers, ranked
in order of
potential impact
on culture (1 - 11)

Diversity & Inclusion
Policies & Process
Collaboration
Empowerment

Reward & Recognition
Learning & Development
Senior Leadership
Communication
Customer Focus

Brand Alignment

People Leader

Distance from

Inland Revenue
Te Tari Taake

Benchmark
(ANZ Average)

2% -17%

349, -12%

38% -10%

34% -16%

33% -8%

52% -9%

44% -5%

42% -3%

67% -1%

51% -8%

68% 5%

ZOI% 30I% 40I% 50'% 60I°/o 70I% 80I%

I Overall effectiveness Am
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Effectiveness (Positive Perception Score)

Driver Category effectiveness scores by culture lever

Shows the Category Level effectiveness score for each of the Driver Categories.

Leadership People Programmes Enabling Infrastructure
100%
80%
68% 67%
60%
51% 52%
s 42% 42%
38%
40% 33% 34% 34%
- I I I I
0% . ; . . . . . . . . .
People Leader enio rand Alignment  Lea ning & Reward & Diversity & Collaboration Communication Customer Focus Empowerment Policies &
Leade ship Development Recognition Inclusion Process
Driver Category

Inland Revenue
e Tari Taake

AON
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Understanding the Culture Driver Priorities — Item Level

Prioritises action areas at an individual item (question) level. This level of detail will show for every item within
the Driver Category.

Effectiveness: % of employees who' on average, Distance From Benchmark: Variance between
are satisfied with all questions with'n t e category y ur effectiveness and the ANZ norm (a minus
ind cates your score is below the norm)

Item Priority - Ordered by Rank: Ranking of all survey items, in order of
their average rank from the following three inputs:
= Importance
= Effectiveness; and
= Distance from Benchmark
\l/ Vv Vv

_ Effectiveness (% Distance from Benchmark
Driver Category Item Favourable) (ANZ Average)
Leadership The behaviour of =enior leadership is consigtent with IR's values MG -21
Leadership Senior leadershipin IR provides clear direction for the future Pt -0
; I hawve trust and confidence that IR's Executive team and senior [eaders malke the right

Leadership decisions for our future K% -16

Leadership Change initiatives are well managed and help us to deliver better perf'urmance MG -16
Leadership Senior leadership is apprepnately visible and acoceszible to our p’iqw 2% -21

e
Leadership Senior leadership is open and honest in communication @‘( WO B +9
W)
Leadership Senior leadership treat people as IR's'most walued agﬂ‘ e +16
i
Leadership I am confident the insights fromthis survey will be%(ed upon X% +16
Feople Leader |Mvy people leader 1= open and honest in communication Pt -21
My people leader keeps me informed about change and how it impacts me and my .

People Leader immediate team i -

Inland Revenue Am
Te Tari Taake
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Where should we focus our attention?

The item level analysis prioritises action areas at an individual item (question) level. This level of detail will show
for every item within the Driver Category.

Driver Category

Effecti eness (%
Favourable)

Distance from Benchmark
(ANZ Average)

Diversity & I can clearly see that we seek to include and fully use the talents and capabilities of all 38% -18%
Inclusion people ° °
IDII:ceILSinth& Different work styles and approaches are supported at IR 39% -18%
DIIrY::aILsslitgn& We have a work environment that is open and accepts individual diff ‘ences 56% -13%
Policies & Process | We have straightforward processes and procedures for doing our wor 35% -18%
Policies & Process | The work processes we have in place enable me to be ‘as effective as possible 35% -15%
Policies & Process | The tools and resources I have enable me to be as effec ive as possible 46% -4%
Collaboration There is effective collaboration between different Business Units.in IR 26% -18%
Collaboration In my experience, people share best prac ice and job knowledge with each other 49% -16%
Collaboration IR lives up to its fundamental values - f "working toget e " 53% +5%
Empowerment | Work decisions are made by the peo le that are affected directly by the situation 26% -
Empowerment | I can try new things eve if t 'y lead to occasional mistakes 36% -22%
Empowerment | I have the oppor unity to appropriately in luence what happens at work 38% -
Empowerment | At work my opinions and ideas count 49% -12%
Empowerment | I am able to choose how bes to complete my work 51% -14%
Reward & . . .
o Overall the way we -eward and recognise people in IR helps us achieve our goals 28% -13%
Recognition

Inland Revenue
e Tari Taake
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Where should we focus our attention?

The item level analysis prioritises action areas at an individual item (question) level. This level of detail will show
for every item within the Driver Category.

Driver Category

Effecti eness (%
Favourable)

Distance from Benchmark

(ANZ Average)

Reward & At IR, we recognise people for both the behaviours, and the results that will help IR to
o 36% -11%
Recognition succeed
Reward & . - e I .
o I receive appropriate recognition for my contributions and accomplishments 45% 0%
Recognition
Learning & At IR, mistakes are used for learning 45% -23%
Development
Learning & q q g e
Development IR strongly supports the learning and development of its people 49% 6%
Learning & I know what skills I need to focus on to develop furthe 59% -6%
Development
Learning & . - . N .
Learning and development opportunities are available a IR to help me buid valuable skills 53% -1%
Development
Senior Leadership | I am confident the insights from this survey will be acted upon 34% -14%
Senior Leadership | Senior leadership treat people as IR's most valued asset 36% -11%
Senior Leadership | Senior leadership is appropriately v sible and accessibl to.r people 41% -14%
Senior Leadership | Senior leadership is open and h-nest in communication 45% -10%
Senior Leadership | Change initiatives are well ma aged and help us to deliver better performance 41% +1%
3 .| I have trust and confidence that IR's Exe utiv..team and senior leaders make the right 5 G
Senior Leadership decisions for our fut-re 49% 1%
Senior Leadership | Senior leade ship in IR provides clear dir ction for the future 53% -1%
Senior Leadership | The be aviour of senior leadersh p.is consistent with IR's values 58% +5%
Communication | I believe open commun cation is encouraged at IR 39% -6%

Inland Revenue
e Tari Taake
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Where should we focus our attention?

The item level analysis prioritises action areas at an individual item (question) level. This level of detail will show
for every item within the Driver Category.

Distance from Benchmark
(ANZ Average)

Effecti eness (%

Driver Category Favourable)

Communication | Communication within IR is timely 40% -5%
Communication | IR does an excellent job of keeping us informed of important matters 48% -2%
Communication | I believe it will be made clear to me how change will impact me 47% -1%
Communication | I get enough good information about IR's business results and performance 61% -2%
Customer Focus | We regularly seek participation from our customers 44% -11%
Customer Focus | I am encouraged to look at things from our customer's perspective in.my day-to-day work 67% -3%
Customer Focus I am encouraged to take the initiative and suggest imp ovements o bette serve our 65% +2%
customers
Customer Focus | The Business Unit I work for is customer focuse 74% +7%
Brand Alignment | IR delivers on the promises it makes to its people 36% -11%
Brand Alignment | I am proud to be part of IR 63% -9%
Brand Alignment | IR's values are aligned w th my personal valu s 61% -3%
People Leader mn‘?eegigltz Iteeaadni:r keeps me informed about ¢ = .nge and how it impacts me and my 72% +16%
People Leader My people le der effectively models IR's values 72% +6%
People Leader My people eaderis open and hon stin communication 74% +5%
People Leader My people leader sets cl a expectations and goals with me 70% +5%

Inland Revenue
e Tari Taake
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Where should we focus our attention?

The item level analysis prioritises action areas at an individual item (question) level. This level of detail will show
for every item within the Driver Category.

q Effecti eness (% Distance from Benchmark
RUSE St 0 atsn Favourable) (ANZ Average)
People Leader My people leader recognises my efforts and achievements 68% +3%
My people leader provides valuable feedback throughout the year that enabl's me to 5 o
People Leader improve my performance 64% +4%
People Leader I am encouraged to seek out innovative and creative solutions to help improve IR's 49% -7%
performance

Inland Revenue Am
Te Tari Taake
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Culture scale definitions
Cultural Dimension

Descriptor Less like this More like this Descriptor
. . We tend to anticipate, prepare for, in e vene i,
We tend to react to cwcumst_ance_s in response to a Reactive Proactive or control potential occurrences or s uatio s
problem or situation
bef re they happen
We focus is on delivering the produclts and services Supplier to AT We focus on co Iaborgtlng.wmh external customers
that meet the external customer's needs as and stakeh Iders to identify. ~d understand their
: o Customer Customer - ) ’
determined explicitly by IR needs and explore relevant solutions Beliefs - Assumptions
We focus on managing IR's internal environment, We focus on managing IR's e ternal environment, |about the strategy and
- Internally Externally . - . <
people, teamwork, structure, function, processes customers, third parties, polit cal, regulatory and business model
Focused focused . -
and resources economic__nvironment
We have a shared belief that business strategy is We have a sha ed belief that business strategy is
achle_ved primarily through consistent, conventlor_'nal, T — Innovatiu® achlevgd primarily through creatlng and
established methods for products, processes, services, mplementing bette or more effective products,
technologies, or ideas processes, ervices, technologies, or ideas
At IR decisions are made primarily in the best interest Business Unit Whole of R At IR decisions are made primarily in the best
of one’s own Group, Business Unit or Team Focused interest of IR as a whole
We focus on getting work done by following Process Oriented Outcomes We focus is on reaching goals and achieving Decisions - How
standard procedures and processes Oriented outcomes in the most practical way possible decisions are made
At IR decisions are made by playing it safe in order to At IR decisions are made with a willingness to
avoid unforeseen negative outcomes that could impact Risk-A erse Risk-Tole ant take calculated risks that could impact an
an individual or the organisation individual or the organisation
We tend to be very cautious, careful, prudent about Open / W.e tend to EXPress thoughts a.nd feehng; Ina
o R . Guarded direct, candid and honest way; we are willing
giving and sharing information Transparent . . : .
to listen to or accept different ideas or opinions
We focus on accomplishment and produ-tion to We focus on relationships taking into account
piIS P Task oriented People Oriented people's strengths, interests, and development
get things done . .
needs to get things done Behaviours - How we
interact with each
i i i other
At IR most work is dgnq or preferred to be Independent e At IR most work is c!one or preferrgd tg be done with
done through individual effo t others, with common objectives
At IR employees confidently complete work with
At IR decision-makers define and delegate work and it.is|* Command and little instruction or guidance from others
- . Empowered B > - ; A
completed in" n established way control (including decision makers) using their
knowledge, skills and abilities

20 Empower Results®
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Driver Definitions

Driver Definition

Brand Alignment

Employees’ perceptions that their expectations about working at the organisation have been met

Collaboration

The extent to which employees see effective teamwork within and betw en different areas in the organisation

Communication

The extent to which employees have the inf rmation they need to do their jobs well

Customer Focus

The extent to which the organisation is re ponsiveto th “changing needs of its customers

Diversity & Inclusion

Employees’ perceptions tha thorganisation values the contribution of a diverse workforce

Empowerment

The extent to which an employee has the ability to choose how to best complete their work

Learning & Development

Employees’ perceptions that ther are sufficient and available opportunities for learning and development

People Leader

The employees' view of their people leader’s effectiveness in supporting them to perform and grow in their job

Policies & Process

Employees’ perceptions of the support, tools and resources they receive to do their job well

Reward & Recognition

Employees’ perceptions that their benefits, rewards and recognition fairly reflect their contribution

Senior Leadership

The extent to which employees believe that senior leaders are effectively leading the organisation and making

Inland Revenue
Te Tari Taake

business decisions
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Glossary

Driver Definition

Average Gap The average of the culture gap across all culture scales

Absolute Gap The gap between the current culture and IR’s target culture per scale

Positive Perception Score The number of people who *Agree’ or ‘Strongly Agree’ to a question (item) within the survey.

Item The word ‘item’ is used to describe a single questio wit in the survey.

Drivers / Driver Category ibéé;(;(e)l:gh?;.questions that all. measure a specific aspe t of the work experience, such as empowerment, senior

Inland Revenue Am
Te Tari Taake
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Dashboard
Your selection(s):Inland Revenue

Engagement Score: 44% Response Rate: 79% Engagement Distribution

The Engagement Distribution shows the spread o how e gaged your employees are. Your
Moderately and Highly Engaged populations together make up your Engagement Score.
Differences in scores within the Engagemen Distribution will be due to rounding.

Region selected to display quartile ranges: Australia and New Zealand (ANZ)

This is your 2015 Engagement Score and should be used to set future targets.

No Engaged: 56% Engaged: 44%
100 -
80 -
60 -
0,
40 28% 28% 34%
0 : : : [
Actively Passive Moderately Highly Engaged
Disengaged Engaged
Your Engagement Norms ANZ Best Employers " 2015
IScore IAverage IANZ 2015 Nomms ANZ Gove
Driver Priorities Engagement Behaviours

These are the key drivers to focus on to impact employee engagement This table shows how employees have responded to each of the six engagement questions

across ‘Say’, ‘Stay’ and ‘Strive’

Driver Analysis Benchmark: ANZ Average

Improve Sustain Base Line

Given the opportunity, I tell others great things about o o
- 53% 52%

worklng_; here

I would not hesitate to recommend IR to a friend seeking o o

54% 55%

employment

I rarely think about leaving IR to work somewhere else 45% 40%

It would take a lot to get me to leave IR 41% 43%

IR inspires me to do my best work every day 42% 43%

IR motivates me to contribute more than is normally o o
p 39% 40%

required to complete my work

Inland Revenue Am
Te Tari Taake
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Engagement Score by Organisational Unit
Your selection(s): Inland Revenue

This graph provides you with an understanding of how engagement scores vary across your business area.

IR Overall — 44%

change Group [NEEEEGEGEGEEEEEN 39%
Corporate Integrity & Assurance [ NGREGEGEGEGEGEEEEEE 40%
Information Intelligence & Comms [ NG 41%
Office of The Chief Tax Counse! [ NG 2%
People & Culture __ 40%
Performance Facilities & Finance __ 49%
Policy & Strategy [ NG 31%
Service Delivery __ 45%

Technology Strategy & Operations — 30%

0% 20% 40% 60% 80% 100%

Response rates are only provided for groups of five or more employees. This is to protect employees’ confidentiality.

Inland Revenue Am
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Driver Priorities Category
Your selection(s):Inland Revenue
Driver Analysis Benchmark: ANZ Average

The Driver Analysis is an advanced statistical analysis that identifies and prioritises the key drivers of engagement. The analysis is used to understand which
drivers to take action on to most effectively enhance (or maintain) engagement levels. For smaller teams, the results from the aggregate group above will be
displayed.

Distance from

Priorities (?a"tee;ac::-::‘a’::( Driver Category Importal:zcaens(s)tatistical Effective (% Favourab e) Ben:\hmark (ANZ

verage)
T Improve Empowerment 3 34% -16%
T Improve Diversity & Inclusion 4 42% -17%
T Improve Reward & Recognition 5 33% -8%
T Improve Policies & Process 9 34% -12%
T Improve Brand Alignment 1 51% -8%
T Improve Learning & Development 2 52% -9%
T Improve Collabora ion 8 38% -10%
T Improve Communication 6 42% -3%
T Improve Senior keadership 7 44% -5%
T Improve Cus omer Focus 11 67% -1%
\/ Sustain People Leader 10 68% 5%
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Driver Priorities Items
Your selection(s): Inland Revenue

Driver Analysis Benchmark: ANZ Average

The analysis breaks down the driver categories by the survey questions (items) to help you to prioritise your focus and action to improve and sustain
engagement in the areas that will have the biggest impact. This analysis is only produced for groups of minimum of 30 people. For smaller teams, the results
from the aggregate group above will be displayed.

Overall

Priorities

Driver Category

Item
Priority
RETL

Importance

Impact Rank)

Effective (%
Favourable)

Distance from
Benchmark
(ANZ Average)

Work decisions are made - y the people

T Improve Empowerment 1 that are affected directly by the 26% =
situation

T Improve Empowerment 3 I'can try_ new th_lngs gen if they leag 36% -22%
to occasional mis ak s

Improve Empowerment 8 I have the< ppo tunity to appropriately 38% _

influence wha happens at wor

T Improve Empowerment 16 At work my-opinions and.ideas ount 49% -12%
I am able to cho se‘how: best to a _a®

T Improve Empowerment 16 complete my-work 51% 14%
I can cleary see that we seek to

T Improve Diversity & Inclusion 4 include and fully use the talents and 38% -18%
capabilities of all people

T Improve Diversity & Inclusion 9 Pll, iR, et Sl A e 39% -18%
are supported at IR

T Improve Diversity & I clusion 23 Wiyhave a work epvn_‘o_nment _that IS 56% -13%
open and accepts individual differences
Overall, the way we reward and

T Improve Reward & Recognition 6 recognise people in IR helps us achieve 28% -13%
our goals
At IR, we recognise people for both the

T Improve Reward & Recognition 13 behaviours, and the results that will 36% -11%
help IR to succeed

Inland Revenue
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Driver Priorities Items
Your selection(s):Inland Revenue

(Continued)
Driver Analysis Benchmark: ANZ Average

Overall

Driver Item Importance Effective (% Distance from
Priorities Categor Driver Category Priority Favourable) Benchmark
Ra?lk Y Rank Impact Rank) (ANZ Average)
T Improve 3 Reward & Recognition 31 ) recgwe.appropnate recog lon Ity my 45% 0%
contributions and accomplishments
T Improve 4 Policies & Process 5 We have straightffrwgd processes ag 35% -18%
procedures for doing ou ‘work
T Improve 4 Policies & Process 9 LIS TS, 3 55 0o Wbl - Rl 35% -15%
enable me to be as effective as pos ible
T Improve 4 Policies & Process 25 ThQLoRg aj resource ! ha\{e §ople 46% -4%
me to be as effective as possible
T Improve 5 Brand Alignment 9 L elivers on tR\gJOTMees it makes to 36% -11%
s people
T Improve 5 Brand Alignment 27 I am p oud to be part of IR 63% -9%
T Improve 5 Brand Alignment 34 s v, = wre Sllgne wiin oy 61% 3%
perso al values
Lear ing & : : o
T Improve 6 Development 9 At IR, mistakes are used for learning 45% -23%
Lea ning & IR strongly supports the learning and & 6
T TETERTE © Dev lopment % development of its people % o
T Learning & I know what skills I need to focus on to o ‘o
Improve p Development 31 develop further >9% 6%
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Driver Priorities Items
Your selection(s):Inland Revenue

(Continued)
Driver Analysis Benchmark: ANZ Average

Overall

Driver Item Importance Effective (% Distance from
Priorities T Driver Category Priority (Statistical Favourable; Benchmark
Ragk Y Rank Impact Rank) (ANZ Average)
. Learning and development
Improve 6 Learning & 34 opportunities are available at IR to help 2 53% -1%
Development ) ;
me build valuable skills
" There is effectve c llaboration betwe n o P

T mprove 7 Collaboration 2 e s e o 8 26% 18%
In my experience people share best

T Improve 7 Collaboration 18 practice and job knowledge with each 8 49% -16%
other

n IR lives up to its furdamenta values of o o

T Improve 7 Collaboration 39 working together” 8 53% 5%

T Improve 8 Communication 18 Yclieve opgfRgrigunication is 6 39% -6%
encouraged at IR

T Improve 8 Communication 2 Communication within IR is timely 6 40% -5%

T Improve 8 Communication 26 .IR 40N N e_xcellent job of keeping us 6 48% -2%
informed of important matters

T Improve 8 Communication 27 - ellizee i will) b mEa dlear g e 6 47% -1%
how change will impact me

T Improve 8 Communication 36 I Qfet engugh good information about 6 61% -2%
IR's business results and performance

T Improve 9 Senior Leadership 7 o com_’ldent R 6] S A0l S 7 34% -14%
survey will be acted upon

Inland Revenue
Te Tari Taake

AON

Empower Results®



Driver Priorities Items
Your selection(s):Inland Revenue

(Continued)
Driver Analysis Benchmark: ANZ Average

Overall

Driver Item Importance Effective (% Distance from
Priorities G Driver Category Priority (Statistical Favourable; Benchmark
Ragk Y Rank Impact Rank) (ANZ Average)
Improve 9 Senior Leadership 14 Senior leadership treat RFORNg as I¥'s 7 36% -11%
most valued asset
Improve 9 Senior Leadership 14 S.ef“Or izl oy propriately 7 41% -14%
visible and accessibl to ‘ur people
Improve 9 Senior Leadership 20 Senior leadqrsh)P is Gpen and gggest in 7 45% -10%

communication

Change initiatives are well mana ed
Improve 9 Senior Leadership 27 and help us o deliver.better 7 41% 1%
perfo_mance

I have trust and confidence that IR's
Improve 9 Senior Leadership 33 Exe utive team an senior leaders 7 49% -1%
make the right decisions for our future

. . Senior leadership in IR provides clear @ @
Improve 9 Senior Leadership 36 dire< ionfor the future 7 53% 1%
Improve 9 Senior Leadership 40 The pehawogr of ?enlor leadership is 7 58% 5%
co is ent with IR's values
Improve 10 Customer Focus 22 s rep Uity see perddpzifien e 11 44%% -11%

our customers

I am encouraged to look at things from
Improve 10 Customer Focus 38 our customer's perspective in my day- 11 67% -3%
to-day work

I am encouraged to take the initiative
Improve 10 Customer: ocus 41 and suggest improvements to better 11 65% 2%
serve our customers

— | |- | |- |- |-
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Driver Priorities Items
Your selection(s):Inland Revenue

(Continued)
Driver Analysis Benchmark: ANZ Average

Overall

" Item Importance Distance from
Driver

Effective (% h K
Favourable) e
(ANZ Average)

Priorities Driver Category Priority (Statistical

Category

Rank Rank Impact Rank)

The Business Unit I work for is 1

T Improve 10 Customer Focus 48 customer focused

74% 7%

My people leader eeps me informed
Sustain 1 People Leader 47 about change and how it impacts me 10 72% 16%
and my immed ate team

My p ople le der effectively models 10

Sustain 1 People Leader 46 g 72% 6%
IR's values

Sustain 1 People Leader 45 Yy peop!e Igade 12 i 2uad felsis (1 10 74% 5%
communication

Sustain 1 People Leader 44 My pgfble Rgdggrsets clear 10 70% 5%
expectations and goals with me

Sustain 1 People Leader 43 §7 Peamle leader recognises my efforts 10 68% 3%

a d achievements

My people leader provides valuable
Sustain 1 People Leader 41 feedback throughout the year that 10 64% 4%
enables me to improve my performance

I am encouraged to seek out innovative
Sustain 1 People Leader 27 and creative solutions to help improve 10 49% -7%
IR's performance

S (S IS TS IS NS
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Top 10 Perception Scores
Your selection(s):Inland Revenue

The table below shows the 10 highest scoring questions. Scores represent the percentage of people who ‘Agreed’ or ‘Strongly Agreed’

with the item.

Top 10 Driver Category
I am convinced that change is necessary for IR 77%
The Business Unit I work for is customer focused Customer Focus 74%
My people leader is open and honest in communication People Leade 74%
:’Iey;rzeople leader keeps me informed about change and how it impacts me and my imm diat People Leader 72%
My people leader effectively models IR's values Peop e Leader 72%
My people leader sets clear expectations and goals with me People Leader 70%
My people leader recognises my efforts and achievements People Leader 68%
I am encouraged to look at things from our customer's perspective i my day-to-day work Customer Focus 67%
The balance between my work and personal commitme: ts is right for me 67%
I am encouraged to take the initiative and sugges' imp ovements to better ser e our customers Customer Focus 65%
I;’Iglrf%?%p;i!:ader provides valuable feedback throughout the yearthat enables me to improve my People Leader 64%
I am proud to be part of IR Brand Alignment 63%
IR's values are aligned with my personal values Brand Alignment 61%
I get enough good information boutIR's business results and performance Communication 61%

Scores are only provided for groups of five or more employees. This is to protect employees' confidentiality.

Inland Revenue
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Bottom 10 Perception Scores
Your selection(s): Inland Revenue

The table below shows the 10 lowest scoring questions. Scores represent the percentage of people who ‘Agreed’ or ‘Strongly Agreed’
with the item.

Bottom 10 Driver Category 2015
There is effective collaboration between different Business Units in IR Collabo aton 26%
Work decisions are made by the people that are affected directly by the situation Empowerment 26%
Overall, the way we reward and recognise people in IR helps us achieve our goals Reward & Recognition 28%
I am confident the insights from this survey will be acted upon Senior Leadership 34%
We have straightforward processes and procedures for doing our work Policies & Process 35%
The work processes we have in place enable me to be as effective as possible Policies & Process 35%
IR delivers on the promises it makes to its people Brand Alignment 36%
I can try new things even if they lead to occasiona mistakes Empowerment 36%
At IR, we recognise people for both the behaviours, and the results that will help IR to succeed Reward & Recognition 36%
Senior leadership treat people as' R's most valued asset Senior Leadership 36%

Scores are only provided for groups of five or more employees. This is to protect employees' confidentiality.

Inland Revenue Am
Te Tari Taake
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Bottom 10 Perception Scores

Your selection(s):Inland Revenue
(Continued)

The table below shows the 10 lowest scoring questions. Scores represent the percentage of people who ‘Agreed’ or ‘Strongly Agreed’
with the item.

Bottom 10 Driver Category 2015
I can clearly see that we seek to include and fully use the talents and capabilities of all people Diversity & Inclusion 38%
I have the opportunity to appropriately influence what happens at work Empowerment 38%
IR motivates me to contribute more than is normally required to complete my work Engagement 39%
I believe open communication is encouraged at IR Communi ation 39%
Different work styles and approaches are supported at IR Diversity & Inclusion 39%
Communication within IR is timely Communication 40%
It would take a lot to get me to leave IR Engagement 41%
Change initiatives are well managed and help us to deli e better performance Senior Leadership 41%
Senior leadership is appropriately visible and ac essible to our people Senior Leadership 41%
IR inspires me to do my best work every day Engagement 42%

Scores are only provided for groups of five or more employees. This is to protect employees' confidentiality.

Inland Revenue Am
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KORERO MAI

Building our future culture

People Leader Analysis
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People Leader Effectiveness
Your Selection(s):Inland Revenue

Assesses the impact of people leaders actions on team members’ work experience and performance. The score represents the percentage of employees
who selected ‘Agree’ or 'Strongly Agree' to each question.

My people leader is open and honest in communication 74%
My people leader effectively models IR's values _ 72%
My people leader keeps me informed about change and _ 220,
how it impacts me and my immediate team °
My people leader sets clear expectations and goals with o
me 70%
achievements 0
My people leader provides valuable feedback th-oughout _ 649%
the year that enables me to improve my performance °
0% 20% 40% 60% 80% 100%

Response rates are only provided for groups of five or more employees. This is to protect employees’ confidentiality.

Inland Revenue Am
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People Leader Support
Your Selection(s):Inland Revenue

Assesses how equipped and supported People Leaders feel to be successful in their role. The score represents the percentage of employees who selected
‘Agree' or 'Strongly Agree' to each question.

It is clear to me what is expected of me as a people

leader 84%
LIS e o e o e to my veam e 1 N -2
values to my team °
I am confident finding ways to help my team develop and _ 76%
grow in their roles °
I frequently spend time coaching and developing each _ 20%
member of my team 0
I am provided with adequate support to confidently _ 20%
communicate IR's vision and future state to my team °
I get the support I need to have effective performance |
and development conversations with my people (e.g _ 68%
feedback and coaching tools, resources and training) |
I receive the information I need to confidently explain _ 62%
organisational changes and how they impact my te 'm 0
I often receive feedback on how my ead rship style 48%
influences my team — °
0% 20% 40% 60% 80% 100%

Response rates are only provided for groups of five or more employees. This is to protect employees’ confidentiality.

Inland Revenue Am
Te Tari Taake
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KORERO MAI

Building our future culture

Engagement by Demographics
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Engagement Score by Demographic
Your selection(s):Inland Revenue

This graph provides you with an understanding of how engagement scores vary across different demographics.

Employee Category

Employee Category

Executive Leader _ 33%
Leader of Leaders _ 59%
Leader of People _ 56%
Team Member _ 42%
roverall [ 4%
Norms ANZ Average — 57%
Norms ANZ Govt [T 1%

Norms NZ General -
Industry S - A 59%
Best Employers ANZ 2015 A\ Py  82%
0 20 40 60 80 100

Scores are only provided for groups of five or more employees. This is to protect employees' confidentiality.
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Engagement Score by Demographic
Your selection(s):Inland Revenue

This graph provides you with an understanding of how engagement scores vary across different demographics.

Gender

Gender

IR Overall

Norms NZ General
Industry &v \\ 59%

60 80 100

o
N
o
S
o

Scores are only provided for groups of five or more employees. This is to protect employees' confidentiality.
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Engagement Score by Demographic
Your selection(s):Inland Revenue

This graph provides you with an understanding of how engagement scores vary across different demographics.

Age

Age

<20yrs I 0% " R

20 -24 yrs [ 48%

25 -29 yrs N 44%

30 - 39 yrs [N 41%

40 - 49 yrs I 44%

50 - 59 yrs I 429 " 2015
60+ yrs I 46%

Missing Data [ 63%
IR Overall I 44%
Norms ANZ Average e 57%
Norms ANZ Govt I 51%
Norms NZ General Y S \ 2 599

Industry
Best Employers ANZ 2015 bV N4 a VW™ . 82%

0 20 40 60 80 100

Scores are only provided for groups of five or more employees. This is to protect employees' confidentiality.
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Engagement Score by Demographic
Your selection(s):Inland Revenue

This graph provides you with an understanding of how engagement scores vary across different demographics.

Tier

Tier
1 Insufficient Responses
2 [ 33%
3 I—_— 57%
4 |, 440
5 I 44%
6 I 46%
7 R 43%,
8 I 33%
IR Overall NN 44%
Norms ANZ Average s 57%

Norms ANZ Govt [ 51%

T N G e e N 55%

Best Employers ANZ 2015 N «a VT | 82%

0 20 40 60 80 100

Scores are only provided for groups of five or more employees. This is to protect employees' confidentiality.
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Engagement Score by Demographic
Your selection(s):Inland Revenue

This graph provides you with an understanding of how engagement scores vary across different demographics.

Tenure

Tenure

<tyrs [ 55%

1-2yrs [N 47%
3-4yrs [N 39%
5-9yrs [NNNEGEGNEGENEEEEEN 35%

10 - 19 yrs NN 0%

20-29yrs [ 43%

30+ yrs [ 49%
IR Overall [N 44%
Norms ANZ Average e 57%
Norms ANZ Govt I Y ! 519%

Norms NZ General s
e D . . 59%
Best Employers ANZ 2015 QT D «a VUV . 82%
0 20 40 60 80 100

Scores are only provided for groups of five or more employees. This is to protect employees' confidentiality.
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Engagement Score by Demographic
Your selection(s):Inland Revenue

This graph provides you with an understanding of how engagement scores vary across different demographics.

Location / Site

Location / Site

Auckland - Ellerslie NG 56%
Auckland - Manukau [N 47 %
Auckland - Takapuna [N 46%

Christchurch - Durham Street [N 44%
Christchurch - Mid-City IR 27%
Christchurch - Moorhouse... [IININININGEEEEE 37%
Christchurch - Russley Road [N 49%
Dunedin NG 53%
Gishorne I 13%
Greymouth [N 25%

Hamilton - Rural Bank... NN 56%

Hamilton - Te Rapa [N 45%

IR Overall NG 44%
Norms ANZ Average [IN—— 57%
Norms ANZ Govt A e 519

m 2015

Norms NZ General Industry g VY . S 59%
Best Employers ANZ 2015 N 2 ayVv - | 82%
0 20 40 60 80 100

Scores are only provided for groups of five or more employees. This is to protect employees' confidentiality.
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Engagement Score by Demographic

Your selection(s):Inland Revenue
(Continued)

This graph provides you with an understanding of how engagement scores vary across different demographics.

Location / Site

Location / Site

Invercargill NN 20%
Napier [N 63%
Nelson [ 14%
New Plymouth [N 18%
Palmerston North [N 46%
Rotorua [N 50%
Tauranga [N 40%
Timaru [ 13% " 2015
Wellington - Asteron [NNNENEGEGEGEGEEE 39%
Wellington - Hawkestone St [N 41%
Wellington - Lower Hutt  Insufficient Responses
Wellington - Upper Hutt [ 47%
Whangarei | 360
IR Overall [N 44%
Norms ANZ Average [ 57%
Norms ANZ Govt [N I 519

Norms NZ General Industry y A ¢ . VWV 59%
Best Employers ANZ 2015 N 2 .y | 82%
0 20 40 60 80 100

Scores are only provided for groups of five or more employees. This is to protect employees' confidentiality.
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Engagement Score by Demographic
Your selection(s):Inland Revenue

This graph provides you with an understanding of how engagement scores vary across different demographics.
Employment Status

Employment Status
Active employee _ 43%
External Contractor _ 50%
IR Overall _ 44%
Norms ANZ Average — 57%
Norms ANZ Govt [ s %
NormIsnyfs'(:Sr;neral &v \\ 599

60 80 100

o
N
o
N
o

Scores are only provided for groups of five or more employees. This is to protect employees' confidentiality.
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Engagement Score by Demographic
Your selection(s):Inland Revenue

This graph provides you with an understanding of how engagement scores vary across different demographics.

People Leader

People Leader

Yes 57%

IR Overall _ 44%
Norms ANZ Average — 57%
Norms ANZ Govt [ s %
Norm:nyfsf;neral O\v \\ 599

0 20 40 60 80 100

Scores are only provided for groups of five or more employees. This is to protect employees' confidentiality.
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KORERO MAI

Building our future culture

Appendices
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Glossary

Term Definition

Engagement Score

A measure of the extent to which IR has captured the ‘hea ts and minds’ of i s people. Represents the
percentage of people who, on average, have responded posit vely to the say, tay and strive engagement
behaviours.

Engagement Behaviours

Say, stay and strive questions.

Positive perception score

The number of people who 'Agree or 'Strongly Agree' to a question (item) within the survey.

Item

The word ‘item’ is used to describe a single question within the survey.

Engagement Distribution

The spread of how engaged your employees are, from highly engaged to actively disengaged.

Drivers / Driver Category

A g oup of questions that all measure a specific aspect of the work experience, such as empowerment, senior
leade ship.

Driver Priorities

The driver categories that you need to focus on most to impact employee engagement. These should be built
into y ur people and business plans.

Inland Revenue
Te Tari Taake
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Driver Definitions

Driver Definition

Brand Alignment Employees’ perceptions that their expectations about working at the organisation have been met.
Collaboration The extent to which employees see effective teamwork within and betwee different areas in the organisation.
Communication The extent to which employees have the information they need to do their jobs well.

Customer Focus The extent to which the organisation is responsive to the changing needs of its customers.

Diversity & Inclusion Employees’ perceptions that the organisation values the contribution of a diverse workforce.

Empowerment The extent to which an employee has the  bility to choose how to best complete their work.

Learning & Development Employees’ percep ions that there are sufficient and available opportunities for learning and development.

People Leader The employees' view of their people leader’s effectiveness in supporting them to perform and grow in their

job.
Policies & Process Employees’ perceptions of the support, tools and resources they receive to do their job well.
Reward & Recognition Employees’ perceptions that their benefits, rewards and recognition fairly reflect their contribution.

The extent to which employees believe that senior leaders are effectively leading the organisation and making
business decisions.

Inland Revenue Am
Te Tari Taake
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KORERO MAI Culture and Engagement Survey 2017

Building our future culture

Korero Mai ran from 26 July to 9 August 2017 and was open to everyone working for IR, including contractors and agency staff.
You rated what you felt our culture looks like today and answered questions about how you felt about working at IR.
The results below provide us with an understanding of how you currently see IR - our culture and how engaged you are.

Your feedback enables us to look at what we can do to make IR a great place to work.

Our culture is how we do things around here - our beliefs, values and ways of behaving. It's the
foundation for everything we do: our relationships, our work with customers, the decisions we make and What you told us
the actions we take.

e You told us that our culture is starting to

become more externally focussed, more
risk tolerant and we're shifting our focus

In 2015 the Executive Leadership Team looked at the beliefs, decisions and behaviours we need to achieve
our vision of building a world class revenue organisation. These are known as our culture scales and show

v . to outcomes rather than just the
We wantto be We want to be Historical Current Future process.
less like this more like this
Reactive Proactive e But we have work to do, to make

changes to our culture.
Supplier to Customer Partner with Customer

e The same things are influencing our

Internally Focused Externally focused culture and our engagement:

Conventional Innovative .
e You also told us that you feel change is

Business Unit Focused Whole of IR necessary for IR, but senior leaders need
to explain the decisions being made for
our future more clearly, so that you
understand those decisions, feel
Risk-Averse Risk-Tolerant confident about our future and feel part
of it.

Process Oriented Outcomes Oriented

Decisions

Guarded Open/Transparent

» Many of you are having good
conversations with your people leader.
You have clear goals and expectations
and you feel your leader is keeping you

Command and control Empowered informed about the changes happening.

Task oriented People Oriented

Independent Collaborative

Behaviours

e Our policies and processes continue to
be a source of frustration for many of
on of the degree to which a person is committed to an organisation, put simply you. We need to make them simpler.

Engagement is an indicati

N .

e Senior leaders need to get better at
Participation Rate helping everyone adapt well to changes,

3 16 44, and make sure that everyone feels
il \ valued as we go through transformation.
2015
= Completed = Invited e Many of you feel that you can regularly
§ 32 59 put into practice any learning and
points development that you receive. But we
FNZ hveragg Number of Participants need to improve how we fully use the
$ 2906 560  Compietsd asan talent and ca}papilities of all our people.
‘ , In short you'd like us to value you as an
ANZ Government Invited 6307 . ..
individual.

Differences may appear one parcentage point
highemor lower than expected due to rounding.

e The customer is still important to you,
External Benchmark and many of you feel encouraged to look
Australo and . at things_ from our customer’s

. perspective every day.

30% 40% 50% G60% kL 80% 90%

@ Bottom Quartile (0-50%) Moderate Zone (50-67% Top Quartile (67-100%)

What we are going to do

ELT commitment - we have listened to your feedback and we care about the results. We're committed to creating a great place to work, where you are
supported as an individual to do your best. We will be discussing focus areas regularly and you will hear from us about what’s happening.

Clearer decision-making - we will get better at explaining our decisions and connecting the dots about how those decisions take us closer to the
organisation we want to be.

Simplifying process = we will continually look at processes and find ways to make them simpler so it’s easier for you to do your job.
Valuing individuals - we will be looking at how we can better use the talent and capabilities of all our people.

Focus groups - we are going to run some focus groups and ask you more about what works and what needs to change. All feedback will be shared and
discussed by ELT. Your feedback matters and we need to be clearer about what we do and change because of it.

Share experiences - provide better opportunities for our people to share their positive experiences of work. We need to take those experiences and
insights and make improvements at an organisational level.

Keep asking - we are going to change how frequently we ask how you're feeling about work. We are going to start running smaller and shorter Korero
Mai pulse checks more regularly. At different times, we may ask a proportionate sample of people from across the organisation, a particular group or we
may ask all of you to participate.

Finally, thank you for being open and honest. Keep talking with us and working with us to build our future together.

IN CONFIDENCE
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Introduction o, KORERO MA

Understanding current perceptions of our culture is critical to Inland Revenue, because it
helps us understand how we are tracking towards the type of culture we need in place

once we have transformed.

To capture our people’s perceptions we ran Korero Mai - our culture and engagement
survey ran from 26 July - 9 August 2017.

The survey asked everyone:
« to rate where they felt we sat along our culture scales

« a range of questions about their experience of working at IR.

This is the culture results report for Inland Revenue Overall and provides gap analysis
information between the current state and the desired future.

Inland Revenue
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Our Culture

What's important to us in how we work

What is culture? Our future culture How do we experience it?

Our Culture is what makes us IR.
# It describes how we work together,
our beliefs, values and ways of
behaving.

# Our cultureis the foundation for
everything we do.

# It's our working environment, the way
that work gets done.

# Putsimply it's "how we work
around here.’
Our Values underpin and support our
culture:
# Trustand integrity
# Innovating tomake a difference

# Valuing people

# Working together

Inland Revenue
Te Tari Taake

We have identified the organisational culture
that will support us to achieve our strategic
objectives.

Our culture anchors below are how we want
our people, our customersand our
stakeholders to describe our culture:

% Customercentric
Together we understand the many
influences on each customer and
decide how we will work with them to
get the best outcomes for New
Zealand.

# Intelligence-led
We're confidentwe make good
decisions based on quality information
and analysis. We continually test and
learn to know what the best
approaches will be.

* Agile
We work at pace, pulling together the
right people to make good decisions
quickly, focusing on the things that
matter most.

KORERO MAI

Building our future culture

<«

When we describe culture we often do so
by describing characteristicsor traits.

We experience culture as what we see,
hearand feel. It's the relationship between
our beliefs, behaviours and decisions.

# Beliefs
Our beliefs are what we think and
feel are true. They guide our
behaviours and decisions, and
therefore how we work every day.

# Behaviours
Our behaviours are how we interact
with others. We need to behavein a
way thatactively displays our values.

# Decisions
Our decisions are about focusing on
the outcome and not just the
process. How we go about making
decisionsis as important as the
decisions we make.




Culture scales measured in the survey

Reactive

Supplier to
Customer

Beliefs

Internally
Focused

Conventional

Business Unit
Focused

Process
Oriented

Risk-Averse

Decisions

Guarded

Task Oriented

Independent

Command &
Control
A

Behaviours

KORERO MAI

Building our future culture

//Vzwant to be more Iikethi“

We tend to react to circumstances in response to a

5 S Proactive
problem or situation
We focus on delivering the products and services that Partnerwith
meet the external customer's needs as determined Cistore
explicitly by IR A
We focus on managing IR's internal environment, Externally
people, teamwork, structure, function, processes, efeusted

and resources

» NP ani

We have a shared belief that business strategy is
achieved primarily through consistent, conventional,
established methods for products, processes,
services, technologies, or ideas

- A B
At IR decisions are made primarily in the best intel t\ / Wh .
of one’s own Group, Business Unit or Team )Ai
We focus on getting work done by followin ndard Out g
procedures and processes m ted

At IR decisions are made by playing it safe in order to \ ’
~ Risk-Tolerant

Innovative

impact an individual or th

avoid unforeseen negative o
We tend to be very cautious, careful, prude 1
giving and sharin, rmatio \e Open/Transparent

W.e focus on entand production to get People Oriented
things done
At IR mo done or pre be done Collaboratiue
throu effo
Wlon—n_\ak defin_ and delegate work and Empowered

is ¢ plet9| d way

y 4 K

Inland Revenue
Te Tari Taake

We tend to anticipate, prepare for, intervene in, or
control potential occurrences or situations before they
happen

We focus on collaborating with external customers and
stakeholders to identify and understand their needs and
explore relevant solutions

We focus on managing IR's external environment,
customers, third parties, political, regulatory and
economic environment

We have a shared belief that business strategy is
achieved primarily through creating and implementing
better or more effective products, processes, services,
technologies, or ideas

At IR decisions are made primarily in the best interest of
IR as awhole

We focus on reaching goals and achieving outcomes in
the most practical way possible

At IR decisions are made with a willingnessto take
calculated risks that could impact an individual or the
organisation

We tend to express thoughts and feelings in a direct,
candid and honest way; we are willing to listen to or
accept different ideas or opinions

We focus on relationships taking into account people's
strengths, interests, and development needs to get
things done

At IR most work is done or preferred to be done with
others, with common objectives

At IR employees confidently complete work with little
instruction or guidance from others (including decision
makers) using their knowledge, skills and abilities




Culture Results - Gap analysis for Inland Revenue
employees and contractors

LEGEND v

Historical Curr nt

Less like this -3 -2 -1 1 2
Reactive
Supplier to Customer \

Internally Focused
Conventional

Business Unit Focused
coewonemed L N A
Risk-Averse
Guarded

Task oriented
Independent

Command and control:

Inland Revenue
e Tari Taake

3 More (ike this

Partner with
=Customer

‘Externally focused

Innovative

Whole of IR

Outcomes
Oriented

Risk-Tolerant

Open /
Transparent

People Oriented

Collaborative

Empowered

Target Culture
Culture Gap
Culture
2015 2017 Dimension
1.98 @ 2.27
214 229 @
2
1.7 143 o
1.21 : 1.55
2.75 : 3.26 "
c
S
3.12 1 2.84 R
O
a
2.31  2.02
2.52 @ 2.69
()]
5
2.08  2.39 2
>
2
1.81  1.95 S
o
2.3 2.7
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Culture Results - Gap analysis for Inland Revenue
employees only

LEGEND v

Historical Curr nt

Less like this -3 -2 -1 1 2
Reactive v
Supplier to Customer \
Internally Focused K "

Conventional

Business Unit Focused
oewonemed L OIS AX
Risk-Averse
Guarded

Task oriented
Independent

o

Command and control:

Inland Revenue
e Tari Taake

3 More (ike this

Partner with
=Customer

‘Externally focused

Innovative

Whole of IR

Outcomes
Oriented

Risk-Tolerant

Open /
Transparent

People Oriented

Collaborative

Empowered

Target Culture
Culture Gap
Culture
2015 2017 Dimension
198 : 2.3
2.13 2.3 o
9
]
1.7 1.42 o0
1.2 1.55
2.75 - 3.27 "
c
S
3.13  2.84 2
o
)
(a]
2.32 - 2.02
2.53 : 2.73
0]
5
2.09 : 2.43 °
>
1]
1.82 1.98 £
o
2.3  2.71

AON
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Culture Results - Gap analysis for Inland Revenue
contractors

LEGEND v

Historical Curr nt

Target Culture

Less like this -3 -2 -1 1 2
Reactive
Supplier to Customer \

Internally Focused ; .

Conventional

Business Unit Focused

Process Oriented

Risk-Averse

Guarded

Task oriented

Independent i v
Command and control: : v

Inland Revenue
e Tari Taake

3 More (ike this

Partner with
=Customer

‘Externally focused

Innovative

Whole of IR

Outcomes
Oriented

Risk-Tolerant

Open /
Transparent

People Oriented

Collaborative

Empowered

Culture Gap
Culture
2015 2017 Dimension
1.86 : 1.76
2.34 1 2.2 s
2
]
1.78 : 1.53 [273]
1.41 1.67
2.55  3.13 "
c
S
2.97  2.88 R
O
Q
(a]
2.13  1.92
2.13 : 2.13
()]
5
1.68 : 1.76 °
>
2
1.65 1.51 £
o
2.19  2.58

7
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Distribution

of scores—- Inland Revenue

employees and contractors

Culture
- Dimension
Reactiveg : : o { ?Proactive
. : : : : : o Partner with

— )
Supplier to Customer | i ) Custorner b
Internally Focused [128%  ININ29% WINLS44% W Externally focused @

Conventional NS VIS S7% I Innovative
Business Unit Focused [ IS 790 I 0 W S oAMI 265 Whole of TR .,.
. @
‘ ~1 lg
Process Oriented [N MAST4 NI NI ) N Z0eAM S % M Outcomes Oriented @
_— - a “\\ 8
. - _ =)

Risk-Averse [N MS3%0 Nz SS% I Risk-Tolerant
Guarded Open / Transparent
Task oriented [N GSLE N I 7SS 20% I  People Oriented 3
Independent [ 15190 W0 SO N ISESN I  Collaborative £
E n
: A )

Command and control

Empowered

Inland Revenue
Te Tari Taake

» More Like This mBoth Equally m More Like This

AON
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What's important to us in how we work

Shows the average culture gap across our culture anchors.

Q
1 /
\
;
0 &
A

Customer Centric

Inland Revenue
e Tari Taake

Intelligence Led

Agile

2015
m2017
Desired

Our culture anchors

Customer centric

Together we understand the many
influences on each customer and
decide how we will work with them
to get the outcomes for New
Zealand

Intelligence-led

We’'re confident we make good
decisions based on quality
information and analysis. We
continually test and learn to know
what the best approaches will be.

Agile

We work at pace, pulling together
the right people to make good
decisions quickly, focusing on the
things that matter most

AON
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What's important to us in how we work

Shows the average culture gap across our culture levers.

2.5

Beliefs

Our beliefs are what we think
and feel are true. They guide our
behaviours and decisions, and
therefore how we work every

15 day.

Behaviours
Our behaviours are how we
2015 interact with others. We need to
m2017 behave in a way that actively
Desired displays our values.

0.5

Decisions
0 y , Our decisions are about focusing
||
}?( on the outcome and not just the
process. How we go about
0.5 ) making decisions is as important
as the decisions we make.

AL N

Beliefs Behaviour Decisions

Inland Revenue Am
e Tari Taake
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Overall culture alignment by Leadership

LEGEND

Y

Historical Curr nt Target Culture

Shows the average culture gap across leadership layers

-3

-1

Balanced

1

Average Culture
Gap

2 3 2015 2017

IR Overall

Executive Leadership Team

’ 2.17 2.31

\ 4
) 4

2.42 2.15

Leader of Leaders

‘ 2.19 2.11

Leader of People

Team Member

2.2 2.18

V.

2.17 2.33

Inland Revenue
e Tari Taake

AON
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Gap analysis by Employee Category

Less like this

Reactive

Supplier to Customer
Internally Focused
Conventional
Business Unit Focused
Process Oriented
Risk-Averse

Guarded

Task oriented
Independent

Command and control

Executive Leaders of
Leaders Leaders

&

Inland Revenue
e Tari Taake

l Leader of eopl l Team Member

Target Culture

Morse likethis

Proactive

Partner with Customer
Externally focused
Innovative

Whole of IR

Outcomes Oriented
Risk-Tolerant

Open / Transparent
People Oriented
Collaborative

Empowered

Culture
Dimension

Decisions Beliefs

Behaviours

AON
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Understanding the Culture Driver Priorities — Category Level

An advanced statistical driver analysis that identifies and prioritises the key drivers to take action on to most
effectively close the overall culture gap. The overall culture gap is the average culture gap across all culture scales.

Top ranked priorities have the greatest potential to achieving a zero culture gap, e.g complete alignment between

current and required culture.

Overall Driver Category - Ordered by Rank:
Aggregate based on the rank that a driver receives under
the following inputs:

= Importance

= Effectiveness; and

= Distance from Benchmark

l

Drivers
in order of
potential impact
on culture (1 - 11)

Senior Leadership
People Leader
Collaboration

Customer Focus

Inland Revenue
e Tari Taake

Effectiveness: % of employees who, on average,
are satisfied with all questions within the category

49%

49%

49%

38%

Distance From Benchmark: Variance between
your effectiveness and the ANZ norm (a minus
indicates your score is below the norm)

Distance from
Benchmark
(ANZ Average)

-11%

-7%

0%

-3%

-3%

AON
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Potential of each driver category to impact culture

alignment

Prioritises the key drivers to take action on to most effectively close the overall culture gap. Top ranked priorities
have the greatest potential to achieving a zero culture gap, e.g. complete alignment between current and desired

future culture.

Drivers, ranked
in order of
potential impact
on culture (1 - 11)

Senior Leadership
Policies & Process
Reward & Recognition
Diversity & Inclusion
Change Management
Communication
Collaboration
Empowerment

Learning & Development
Customer Focus

People Leader

25%

29%

32%

33%

35%

35%

36%

49%

50%

61%

Distance from
Benchmark
(ANZ Average)

-30

-21

-19

-28

-19

-14

-15

-15

-9

-14

-3

Inland Revenue
Te Tari Taake

20% 30% 40%

I Overall effectiveness

50% 60%

70%

AON
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Effectiveness (Positive Perception Score)

Driver Category effectiveness scores by culture lever

Shows the Category Level effectiveness score for each of the Driver Categories.

Leadership People Programmes Enabling Infrastructure
100%
80%
61%
60%
49% 50%
44%
40% 36%
33% 350, 35% 35%
29%
25%
20% I
00/0 T T T T T T T T T T 1
Senior Peo le Leader Diversity & Lea ning & Reward & Empowerment Communication Change Customer Focus Policies & Collaboration
Leadership Inclu ion Development Recognition Management Process
Driver Category

Inland Revenue Am
e Tari Taake
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Understanding the Culture Driver Priorities — Question Level

Prioritises action areas at an individual question level. This level of detail will show for every question within the
Driver Category.

Effectiveness: % of employees who' on average, Distance From Benchmark: Variance between
are satisfied with all questions with'n t e category y ur effectiveness and the ANZ norm (a minus
ind cates your score is below the norm)

Question Priority - Ordered by Rank: Ranking of all survey questions, in
order of their average rank from the following three inputs:
= Importance
= Effectiveness; and
= Distance from Benchmark
\l/ Vv A\

_ Effectiveness (% Distance from Benchmark
Driver Category Item Favourable) (ANZ Average)
Leadership The behaviour of =enior leadership is consigtent with IR's values MG -21
Leadership Senior leadershipin IR provides clear direction for the future Pt -0
; I hawve trust and confidence that IR's Executive team and senior [eaders malke the right

Leadership decisions for our future K% -16

Leadership Change initiatives are well managed and help us to deliver better perf'urmance MG -16

Leadership Senior leadership is apprepnately visible and acoceszible to our p’iqw 2% -21

e
Leadership Senior leadership is open and honest in communication @‘( WO B +9
W)
Leadership Senior leadership treat people as IR's'most walued agﬂ‘ e +16
i

Leadership I am confident the insights fromthis survey will be%(ed upon X% +16

Feople Leader |Mvy people leader 1= open and honest in communication Pt -21
My people leader keeps me informed about change and how it impacts me and my .

People Leader immediate team i -

Inland Revenue Am
Te Tari Taake
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Where should we focus our attention?

The question level analysis prioritises action areas at an individual question level. This level of detail will show for
every question within the Driver Category.

- . Effectiveness (% Distance from Benchmark
Driver Category Question Favourab e) (ANZ Average)
Policies & Process |We have straightforward processes and procedures for doing our work 21% -28

Diversity & Inclusion I can clearly see that we seek to include and fully use the talents and ¢ pabilities of all 23% -33
our people
Senior Leadership I have trust and confidence that IR's Executive team and senior leade s make the right 229% -33
decisions for our future

Collaboration In my experience, there is effective collaboration across IR 19% -24

Policies & Process The \_Nork processes and procedures we have in place enable me to be as effective as 24% -25
possible
Senior Leadership [Senior leadership in IR provides clear direction for the fut e 27% -27
Diversity & Inclusion |Different work styles and approaches are supported at IR 31% -25
Communication I believe open communication is encou aged at IR 29% -24
Change Management |Change initiatives are well managed a d help us to delive better performance 19% -22
Reward & Recognition At IR, we recognise people for ot the behaviou® ,-and the results that will help IR to 29% -25
succeed
Learning & At IR, mistakes are used fo lear ing 36% -29
Development
Diversity & Inclusion |We have a work environment that is open and accepts individual differences 44% -26
Change Management |We are developing a workforce that ad pts well to change 28% =22
Change Management Senior Ie.ders are doing a good job of helping me understand the reasons for 29% -23
organ satio al change
Empowerment I can t'y new things even if they lead to occasional mistakes 39% -16

Inland Revenue Am
e Tari Taake
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Where should we focus our attention?

The question level analysis prioritises action areas at an individual question level. This level of detail will show for
every question within the Driver Category.

Effectiveness (%

Distance from Benchmark

Driver Category Question Favourab e) (ANZ Average)
Empowerment At work my opinions and ideas count 40% -21
Reward & Recognition |I receive appropriate recognition for my contributions and accomplishments 34% -13
Policies & Process The tools and resources I have enable me to be as effective as possib e 41% -11
Customer Focus We regularly seek participation from our customers 40% -14
Communication I believe it will be made clear to me how change willsimpact me 40% -4
Collaboration In my experience, people share best practice and job owledge with e ch ther 53% -7
Empowerment I am empowered to make appropriate decisions about my day torday work 53% -7
Customer Focus ‘INz:; encouraged to look at things from our cus  mer's perspective n my day-to-day 56% -16
Customer Focus I am encouraged to take the initiative and suggest imp ovements to better serve our 539 -12
customers
Learning & I know what capabilities I need to focus on to_pe sonally develop further 49% -1
Development
Change Management |I am convinced that change is necessary for IR 65% -7
People Leader My people leader recognises my efforts and achievements 60% -7
People Leader !Vly people leader prov des valuable feedb ck throughout the year that enables me to 599% -4
improve my p formance
People Leader My peop e leader sets clea expecta ions and goals with me 62% -4
Learning & . . . . o
Development I reg larly put into p actice a y learning & development I receive 61% +3
People Leader _My peo_ple leader keeps me informed about change and how it impacts me and my 65% +2
immediate team

Inland Revenue

e Tari Taake
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Appendices

KORERO MAI

Buildingour future culture
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Driver Definitions

Driver Definition

The extent to which employees see effective teamwork within‘and between different

Collaboration ) L
areas in the organisation

Communication The extent to which employees have the information they need to do their jobs well

The extent to which the organisation is responsive to the changing needs of its

Customer Focus
customers

Employees’ perceptions that the organisation values the contribution of a diverse

Diversity & Inclusion workforce

The extent to which an employee has the ability to choose how to best complete

Empowerment their work

Employees’ perceptions that there are sufficient and available opportunities for

Learning & Development learning and development

The employees view of their people leader’s effectiveness in supporting them to

People Leader perform and grow in their job

Employees’ perceptions of the support, tools and resources they receive to do their

Policies & Process job well

Employees’ perceptions that their benefits, rewards and recognition fairly reflect

Reward & Recognition their contribution

The extent to which employees believe that senior leaders are effectively leading the

Senior Leadership organisation and making business decisions

Inland Revenue Am
Te Tari Taake
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Glossary

IIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIiHHHHIHHiHHHIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIII

Average Gap The average of the culture gap across all culture scales

Absolute Gap The gap between the current culture and IR’s target culture per scale

Positive Perception Score The number of people who ‘Agree’ or 'Strongly Agree’ to a question (item) within the
survey.

Item The word ‘item’ is used to describe a s ngle question within the survey.

A group of questions that all measure a specific aspect of the work experience, such

Drivers / Driver Category as empowerment, senior leadership

Inland Revenue Am
Te Tari Taake
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Decisions Beliefs

Behaviours

Alignment of culture scales to IR’s culture anchors

Reactive

Supplier to
Customer

Internally
Focused

Conventional

Business Unit
Focused

Process

Oriented

Risk-Averse

Guarded

Task Oriented

Independent

Command &
Control

We tend to react to circumstances in response to a
problem or situation

We focus on delivering the products and services that
meet the external customer's needs as determined
explicitly by IR

We focus on managing IR's internal environment,
people, teamwork, structure, function, processes,
and resources

We have a shared belief that business strategy is
achieved primarily through consistent, conventional,
established methods for products, processes,
services, technologies, or ideas

At IR decisions are made primarily in the best interest
of one’s own Group, Business Unit or Team

We focus on getting work done by following standard
procedures and processes

At IR decisions are made by playing it safe in order to
avoid unforeseen negative outcomes that could
impact an individual or the organisation

Proactive

Partner with
Customer

Externally
Focussed

Innovative

Whole of IR
- v e
Outcomes

Oriented
~»y .

Risk-Tolerant

‘ -
We tend to be very cautious, caref M about
giving and sharing informatio@ G /Transparent

through i

kers defi te work and

In anes

Inland Revenue

[e Tar

laake

We focus on accomplishmentand produc! N
things done
At IR most is do r prefer N e
i | effort
a

People Oriented

Collaborative

Empowered

/’\;e—want to be more Iikm

We tend to anticipate, prepare for, intervene in, or
control potential occurrences or situations before they
happen

We focus on collaboratingwith external customers and
stakeholders to identify and understand their needs and
explore relevant solutions

We focus on managing IR's external environment,
customers, third parties, political, regulatory and
economic environment

We have a shared belief that business strategy is
achieved primarily through creating and implementing
better or more effective products, processes, services,
technologies, or ideas

At IR decisions are made primarily in the best interest of
IR as awhole

We focus on reaching goals and achieving outcomes in
the most practical way possible

At IR decisions are made with a willingnessto take
calculated risks that could impact an individual or the
organisation

We tend to express thoughts and feelings in a direct,
candid and honest way; we are willing to listen to or
accept different ideas or opinions

We focus on relationships taking into account people's
strengths, interests, and development needs to get
things done

At IR most work is done or preferred to be done with
others, with common objectives

At IR employees confidently complete work with little
instruction or guidance from others (including decision
makers) using their knowledge, skills and abilities

Culture

Anchor

Agile

Customer Centric

Customer Centric

Intelligence Led

Intelligence Led

Agile

Intelligence Led

Agile

Customer Centric

Agile

Intelligence Led

AON
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RWA3 Methodology Prioritizes Action

\O’_ The RWA3 METHODOLOGY makes it sifnple and easy

< toprioritize and enable meaningful;rACTION

What will have the greatest

Relative Weights Analysis (RWA)
provides a statistical predictive

e impacat-emengagement relationship between a driver and
engagement outcome
What areas are my employees e
Effectiveness providing feedback as the greatest %o Favorable responses of

opportunities to improve?

employees

Probability of Movement

Where-do great companies excel
and'where am I most likely to be able
to create positive movement?

Distance from top quartile
benchmarks



Engagement Score

Overall Engagement Score

‘270/0 ( \\

External Benchmark

‘ 1 6 points

2015

44,

‘ 32 peints 59%

ANZ Ayerage

.’ 29 points

ANZ Government

56¢%

Differ,nces.may appear one percentage point higher or
lower than expected due to rounding.

Australia and
New Zealand

d
AN V.o

30%

</

20%

0% 10% 40% 50% 60%

o Bottom/Quartile (0-50%) Moderate Zone (50-67%)

Participation Rate

m Completed mInvited

Number of Participants

Completed

Invited

4531

6307

70% 80% 90%

0 Top Quartile (67-100%)

100%

In Confidence



Engagement Score Comparison: Organisational Hierarchy

Australia and New
Zealand

Inland Revenue

Corporate Integrity &
Assurance

Information Intelligence &
Comms

Office of The Chief Tax
Counsel

People & Culture

Performance Facilities &
Finance

Policy & Strategy

Service Delivery

Technology Strategy &
Operations

Transformation

= Bottom Quartile (0-50%)

“IModerate Zone (50-67%)

O Top Quartile (67-100%)

2015

-14

+6

-18

Differince in % Engaged vs.

ANZ Average

-18

ANZ Government

-19

In Confidence



Engagement Score Comparison: Leader Category

Differince in % Engaged vs.

= Bottom Quartile (0-50%) “IModerate Zone (50-67%)

i D Top Quartile (67-100%) \ )
Australia and New ] 2015 ANZ Average
zealand [ | /

\

» ‘ i
Inland Revenue _ 27% &K gy, -1 -32
3050 N7
erecuive Leocer [ - . s
N
teacer of eacers [ - 200 " N
S\ \ X
Leacerof peopie [N 35 QAV N
N 7\
ream verber | 2 WO ~

ANZ Government

+33

In Confidence



Engagement Score Comparison: Location (page 1 of 3)

Australia and New
Zealand

Inland Revenue

Auckland - Ellerslie

Auckland - Manukau

Auckland - Takapuna

Christchurch - Mid-City

Christchurch - Moorhouse
Avenue

Christchurch - NZ Govt
Building

Christchurch - Russley Road

Dunedin

Gisborne

= Bottom Quartile (0-50%)

27%

24%

23%

21%

“IModerate Zone (50-67%)

34%

D Top Quartile (67-100%)

13%

_‘4(/@

B
3?’4\\"

I

& /N

2015

Differ.nce in % Engaged vs.

ANZ Average

-19

ANZ Government

-16

-46

In Confidence



Engagement Score Comparison: Location (page 2 of 3)

Australia and New
Zealand

Greymouth

Hamilton - Rural Bank
Building

Hamilton - Te Rapa

Invercargill

Napier

Nelson

New Plymouth

Palmerston North

Rotorua

Tauranga

= Bottom Quartile (0-50%)

“IModerate Zone (50-67%)

33%

D Top Quartile (67-100%) i
| 4

2015

\

-12

-13

+9

+6

-16

Differince in % Engaged vs.

ANZ Average

ANZ Government

-32

In Confidence



Engagement Score Comparison: Location (page 3 of 3)

Australia and New
Zealand

Timaru

Wellington - Asteron

Wellington - Deloitte House

Wellington - Hawkestone St

Wellington - Lower Hutt

Wellington - The Terrace

Wellington - Upper Hutt

Whangarei

= Bottom Quartile (0-50%)

' Moderate Zone (50-67%) D Top Quartile (67-100%)

0%

30%

22%

24

22%

N

\

%

QO
2N
el

R

, Q= ,<‘V
43% % v
QDY
S

SV

2015

-18

-16

-13

Differince in % Engaged vs.

ANZ Average

ANZ Government

In Confidence



Engagement Score Comparison: Service Years Group

Australia and New
Zealand

Inland Revenue

<1iyr

1-2yrs

3 - 4yrs

5 - 9yrs

10 - 19yrs

20 - 29yrs

30+yrs

= Bottom Quartile (0-50%) “IModerate Zone (50-67%) D Top Quartile (67-100%)

10

=12

-19

Differince in % Engaged vs.

ANZ Average

-34

ANZ Government

In Confidence



Engagement Score Comparison: Gender

Differince in % Engaged vs.

2015 ANZ Average ANZ Government

\

27% &K N A@ =32 -29

30% ) \V -15 -29 -26
Q= AN

23% % N V -18 -36 -33

Zealand

) = Bottom Quartile (0-50%) ' Moderate Zone (50-67%) D Top Quartile (67-100%)
Australia and New | g,

Inland Revenue

Female

Male

In Confidence

11



Engagement Details

il Engagement Level | 27%

ANZ
Government

Given the opportunity, I tell others great things about working here “ «\ -14 -28 -25
I would not hesitate to recommend IR to a friend seeking employment \* -20 -32 -30
-
1

Item % Favourable 2015 ANZ Average

I rarely think about leaving IR to work somewhere else m -13 -19 -18
-
IR inspires me to do my best work every day -) =12 -27 -24

IR motivates me to contribute more than is normally required to complete my

]
28 -11 -28 -24
work
7

It would take a lot to get me to leave IR -13 -28 -27

In Confidence



Engagement Distribution

60%
45%
40%
28%
20%
0%
Actively Disengaged Passive
2017 w2015

ANZ Average

ANZ Government

\
O
+5

13

Moderately Engaged

=0==ANZ Average

-18

-18

10%
5%

Highly Engaged

== ANZ Government
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Top 10 Items

Dimension

Manager Support

Manager Support

Change

People Leader

People Leader

Learning &
Development

Manager Support

People Leader

People Leader

Customer Focus

Item

I am confident finding ways to help my team develop and
grow in their roles

I frequently spend time coaching and developing each
member of my team

I am convinced that change is necessary for IR

My people leader keeps me informed about change and how i
impacts me and my immediate team

My people leader sets clear expectations and goals with me

I regularly put into practice any learning & develoepment I
receive

I get the support I need to have effective performance ¢nd
development conversations with my people.(eg feedback,
coaching, resources, development)

My people leader recognises my efforts and achievements

My people leader provides valuable feedback throughout the
year that enables mestoimprove my performance

I am encouraged.tolook.at things from our customer's
perspective inimy. day ‘to-day werk

-

4

% Favourable

~
18y

~

N

(o)}
(03]

(o)}
(9]

[0)]
N

(92}
O

192
(o)}

[y

7,

|

2015

+4

-12

-10

ANZ Average

+2

+3

-16

ANZ
Government

+2

-18

In Confidence



Bottom 10 Items

Dimension

Change
Management

Collaboration

Policies & Process

Senior Leadership

Diversity &
Inclusion

Policies & Process

Engagement Level

Senior Leadership

Engagement Level

Change

Item

Change initiatives are well managed and help us to deliver
better performance

In my experience, there is effective collaboration across IR

We have straightforward processes and procedures for doing
our work

I have trust and confidence that IR's Executive team and
senior leaders make the right decisions for our future

I can clearly see that we seek to include and fully use the
talents and capabilities of all our people

The work processes and procedures we have_in place enable
me to be as effective as possible

It would take a lot to get me to leave dR

Senior leadership in IR provides ¢leardirection for the future

IR motivates me to contributé mere than is.no‘mally required
to complete my work

We are developing asworkforce that adapts well to change

% Favourable

N
T AV

~
\\}

28

‘ !

2015

-22

-14

-26

-15

=alil

-13

-25

-11

-17

ANZ Average

-22

-24

-28

-33

-33

-25

-27

-28

-22

ANZ
Government

-18

-21

-24

-29

-22

-19

-24

-18

In Confidence



Dimension Details




Dimension Priorities

Rank

10

Dimension

Senior Leadership

Senior Leadership

Diversity & Inclusion

Policies & Process

Policies & Process

Change Management

Change Management

Change Management

Reward & Recognition

Collaboration

Item

I have trust and confidence that IR's Executive team and senior leaders make t e < ght decisions
for our future

Senior leadership in IR provides clear direction for the future

I can clearly see that we seek to include and fully use the talents and capabilities of‘al our
people

We have straightforward processes and procedures for duing our work

The work processes and procedures we have in_place enab e me to be as effective as possible

Change initiatives are well managedand help us to delivar better performance

We are developing a workforce that adapts wellto change

Senior leaders are doing a good job of helping me understand the reasons for organisational
change

At IR, we recognise people for both the behaviou's, and the results that will help IR to succeed

In my expe’ience, there is effective c llaboration across IR

17

%.Favourable

-33

-27

-33

-28

-25

-25

-24

ANZ Average



Dimension Ranking

# 0
. z 3 o 2 . . S
= o £ i ] g = 5 s s
o © o - ] E = o © ] S =%
E g = o o5 3 e B c >S = 3 <
Q o < S € o 2 S Ve = =9 PE 0w 2 _
g o S g £0 3 == £ (2T ER= 2 9 cyv
© o Q c 2 o 9 a © c e = =] o O O =T
== S g 3 S 3 £ S v 5 25 % 5 59 Se
W a ) O 30 i} o os (@) as 4 aa 0 J
100%
80%
61%
60% 50% 50% 499,
(o]
44%

36% 35% 35% 33% 0

0,

40% 5704 ° 32%  29% 25%
0%

Distance From ’v / ‘

2015 -16 -7 -13 -9 -10 -3 -1 -17 -8 -12 -9 -10 -26
ANZ Average ][22 -3 -23 -14 -9 -15 -15 -19 -14 -28 -19 -21 -30
ANZ Government 29 -3 ' -20 -13 - -13 -12 -16 -8 -25 -17 -15 -21

In Confidence
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Dimension Details

{m People Leader | 61%

ANZ
0
Item /o Favourable 2015 ANZ Average Government

My people leader keeps me informed about change and how it impacts me and 65 \ - -7 +2 +2
my immediate team

My people leader sets clear expectations and goals with me

My people leader recognises my efforts and achievements — -8 -7 -8

My people leader provides valuable feedback throughout the year that enables
me to improve my performance

In Confidence



Dimension Details

Brand Alignment | 50%
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Dimension Details

{m‘ Customer Focus | 50%

Item

I am encouraged to look at things from our customer's perspective in my day-
to-day work

I am encouraged to take the initiative and suggest improvements to better
serve our customers

We regularly seek participation from our customers

% Favourable

AN
EECE.
—

21

2015

-10

-12

ANZ Average

-16

-12

-14

ANZ
Government

-18

-12

In Confidence



Dimension Details

Item

I regularly put into practice any learning & development I receive

I know what capabilities I need to focus on to personally develop further

At IR, mistakes are used for learning

Gﬁ'}ﬁ‘ Learning & Development | 49%

% Favourable

T
N
N

22

2015

-10

ANZ Average

+3

-29

ANZ
Government

In Confidence



Dimension Details

il Empowerment | 44%

Item

I am empowered to make appropriate decisions about my day to day work

At work my opinions and ideas count

I can try new things even if they lead to occasional mistakes

% Favourable

BN
B
R

2015

+3

ANZ Average

-21

-16

ANZ
Government

-21

-13

In Confidence



Dimension Details

Collaboration | 36%

Item

In my experience, people share best practice and job knowledge with each

other

In my experience, there is effective collaboration across IR

2015

+4

ANZ Average

-24

ANZ
Government

-21

In Confidence



Dimension Details

il Change Management | 35%

ANZ
Government

I am convinced that change is necessary for IR \ -12 -7 -6
Senior leaders are doing a good job of helping me understand the reasons for _ 23 20
organisational change -
‘\;‘D
We are developing a workforce that adapts well to change 28 o~ -17 -22 -18
-
Change initiatives are well managed and help us to deliver better performance ‘ ’ -22 -22 -18

Item % Favourable 2015 ANZ Average

In Confidence
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Dimension Details

0o

"8 Communication | 35%

ANZ

Item 2015 ANZ Average

Government
I believe it will be made clear to me how change will impact me -7 -4 -1
I believe open communication is encouraged at IR -10 -24 -15

N/
&k



Dimension Details

i1J Diversity & Inclusion | 33%

Item Government

We have a work environment that is open and accepts individual differences -12 -26 -23
Different work styles and approaches are supported at IR -8 -25 -21
I can clearly see that we seek to include and fully use the talents and -15 33 -20

capabilities of all our people

QQ In Confidence
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Dimension Details

Reward & Recogn

Item

I receive appropriate recognition for my contributions and accomplishments

At IR, we recognise people for both the behaviours, and the results that will

help IR to succeed

ition | 32%

<

Q&

Ns

2015

ANZ Average

-13

-25

ANZ
Government

-11

-23

In Confidence



Dimension Details

il Policies & Process | 29% C)

ANZ
Item 2015 ANZ Average S
The tools and resources I have enable me to be as effective as possible =D -11 -8
The work processes and procedures we have in place enable me to be as 11 25 22
effective as possible
We have straightforward processes and procedures for doing our work -14 -28 -

In Confidence



Dimension Details

Senior Leadership | 25%

Senior leadership in IR provides clear direction for the future

I have trust and confidence that IR's Executive team and senior leaders make

the right decisions for our future

Item

<

Q&

Ns

2015

-25

-26

ANZ Average

-27

-33

ANZ
Government

-19

-24

In Confidence



Questions asked of Managers

@ Manager Support 62%

ANZ

Item % Favourable 2015 ANZ Average BT

I am confident finding ways to help my team develop and grow in their roles 75 -1 - -

I frequently spend time coaching and developing each member of my team 74 +4 - [

I get the support I need to have effective performance and development conversations
with my people (eg feedback, coaching, resources, development)

I receive the information I need to confidently explain organisational changes

and how they impact my team 54 -8 -- —

I often receive feedback on how my leadership style influences my“team 45 =3 == -

1
~N
1
|
1
1

In Confidence



Glossary

Engagement Score
% Favourable

Item

Dimension
Dimension Priorities
ANZ Average

ANZ Government

The % of people who can be considered to be ‘engaged’ using Aon Hewitt’'s methodologies
The number of people who ‘Agree’ or ‘Strongly Agree’ to a qu 'yitem) i hin‘he survey.
Also known as a positive perception f\

The word item is used to describe a single question within the survey

A group of questions that measure a speaﬂc%of the Werlence

Focus areas (drivers) that would have the greatest impact.on engagement, based on Aon Hewitt’'s methodologies

o A 4
This is a benchmark and is the aver &ngagem%positive perception scores for all organisations in Aon Hewitt'’s
Australia and New Zealand data

This is a benchmark and issthe'average engagement and positive perception scores for all organisations in the Government
sector of Aon Hewitt’s Australia and New Zealand database.

32



Dimension Definitions

Brand Alignment

Collaboration

Communication

Customer Focus

Diversity & Inclusion

Empowerment

Learning & Development

People Leader

Policies & Process

Reward & Recognition

Senior Leadership

Employees’ perceptions that their expectations about workin%orga%atwve been met
L N

The extent to which employees see effective teamwork withinrand between different areas in the organisation

The extent to which employees have the inform@&ey n%Wr jobs well
V4

The extent to which the organisation is responsive'to the changing needs of its customers

\
Employees’ perceptions that the m@) value@ﬁtribution of a diverse workforce

The extent to which an employee has the ability to choose how to best complete their work
-
Employees’ perceptions@ere are@Mnd available opportunities for learning and development
P 4 «

The employees' view of their people leader’s effectiveness in supporting them to perform and grow in their job

\ 4 \ -
Employees’ Ws of %support, tools and resources they receive to do their job well
- p 4

&

Employees’ perceptions that their benefits, rewards and recognition fairly reflect their contribution

m&; wh\i%?:?)yees believe that senior leaders are effectively leading the organisation and making business
_degisions





