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Culture Results - Gap analysis for IR overall 
Includes active employees and contractors 
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Supplier to Customer  Partner with Customer 2.14 

Internally Focused       Externally focused 1.7 

Conventional       Innovative 1.21 

Business Unit Focused         Whole of IR 2.75 
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Process Oriented       Outcomes Oriented 3.12 

Risk-Averse       Risk-Tolerant 2.31 

Guarded       Open / Transparent 2.52 
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Task oriented         People Oriented 2.08 

Independent       Collaborative 1.81 

Command and control         Empowered 2.3 

Culture  
Gap 

Culture 
Dimension 

Current Target Culture 

CHANGE REQUIRED 

LEGEND 

1 2 3 -1 -2 -3 More like this Less like this 
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Reactive       Proactive 1.98 
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Supplier to Customer  Partner with Customer 2.13 

Internally Focused       Externally focused 1.7 

Conventional       Innovative 1.2 

Business Unit Focused         Whole of IR 2.75 
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Process Oriented       Outcomes Oriented 3.13 

Risk-Averse       Risk-Tolerant 2.32 

Guarded       Open / Transparent 2.53 
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Task oriented         People Oriented 2.09 

Independent       Collaborative 1.82 

Command and control         Empowered 2.3 

Culture  
Gap 

Culture 
Dimension 

Current Target Culture 

CHANGE REQUIRED 

LEGEND 

1 2 3 -1 -2 -3 More like this Less like this 

Culture Results - Gap analysis for IR overall 
Employees only 
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Reactive       Proactive 1.86 
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Supplier to Customer  Partner with Customer 2.34 

Internally Focused       Externally focused 1.78 

Conventional       Innovative 1.41 

Business Unit Focused         Whole of IR 2.55 
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Process Oriented       Outcomes Oriented 2.97 

Risk-Averse       Risk-Tolerant 2.13 

Guarded       Open / Transparent 2.13 
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Task oriented         People Oriented 1.68 

Independent       Collaborative 1.65 

Command and control         Empowered 2.19 

Culture  
Gap 

Culture 
Dimension 

Current Target Culture 

CHANGE REQUIRED 

LEGEND 

1 2 3 -1 -2 -3 More like this Less like this 

Culture Results - Gap analysis for IR overall 
Contractors only 
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Overall culture alignment by Employee Category 

1 2 3 -1 -2 -3 Balanced 

IR Overall 

Executive Leadership Team 

Leader of Leaders 

Leader of People 

Team Member 

2.17 

2.42 

2.19 

2.2 

2.17 

Average Culture  
Gap 

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

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

Less 
like this  

Gap IR overall ELT 
Leader of 
Leaders 

Leader of People Team Member 
More  

like this  

Culture 
Dimension 

Reactive 1.98 1.91 2.01 2.01 1.98 Proactive 

B
e
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e
fs

 Supplier to Customer  2.14 2.77 2.21 2 01 2.15 Partner with Customer 

Internally Focused 1.7 1.14 1.71 1.65 1.71 Externally focused 

Conventional 1.21 1.83 1.24 1 2 1.21 Innovative 

Business Unit Focused 2.75 3.93 2 92 3 14 2.69 Whole of IR 

D
e
c
is

io
n

s
 

Process Oriented 3.12 2.94 2.98 3.05 3.14 Outcomes Oriented 

Risk-Averse 2.31 2 52 2 55 2.51 2.28 Risk-Tolerant 

Guarded 2.52 3.1 2 52 2.63 2.51 Open / Transparent 
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Task oriented 2.08 2.06 1.88 1.99 2.09 People Oriented 

Independent 1.81 2 1.37 1.61 1.85 Collaborative 

Command and control 2.3 2.44 2.72 2.42 2.27 Empowered 

Absolute Gap Size Legend 

0 - 1 

1 - 2  

2 - 3 

Over 3 
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Driver analysis 
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Drivers, ranked  
in order of 

potential impact 
on culture (1 – 11) 

Potential of each driver category to impact culture 
alignment 

Distance from 
Benchmark   

(ANZ Average) 

-17% 

-12% 

-10% 

-16% 

-8% 

-9% 

-5% 

-3% 

-1% 

-8% 

5% 

Overall effectiveness 

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.  

68% 

51% 

67% 

42% 

44% 

52% 

33% 

34% 

38% 

34% 

2% 

0% 10% 20% 30% 40% 50% 60% 70% 80%

People Leader

Brand Alignment

Customer Focus

Communication

Senior Leadership

Learning & Development

Reward & Recognition

Empowerment

Collaboration

Policies & Process

Diversity & Inclusion
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Understanding the Culture Driver Priorities – Item Level 

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 

Effectiveness: % of employees who  on average, 
are satisfied with all questions with n t e category 

Distance From Benchmark: Variance between 
y ur effectiveness and the ANZ norm (a minus 
ind cates your score is below the norm) 

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

Favourable) 
Distance from Benchmark 

(ANZ Average) 

Diversity & 

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

people 
38% -18% 

Diversity & 
Inclusion 

Different work styles and approaches are supported at IR 39% -18% 

Diversity & 
Inclusion 

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 & 
Recognition 

Overall  the way we eward and recognise people in IR helps us achieve our goals 28% -13% 

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.  
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Driver Category Item 
Effecti eness (% 

Favourable) 
Distance from Benchmark 

(ANZ Average) 

Reward & 

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

succeed  
36% -11% 

Reward & 
Recognition 

I receive appropriate recognition for my contributions and accomplishments 45% 0% 

Learning & 
Development 

At IR, mistakes are used for learning 45% -23% 

Learning & 
Development 

IR strongly supports the learning and development of its people 49% -6% 

Learning & 

Development 
I know what skills I need to focus on to develop furthe  59% -6% 

Learning & 
Development 

Learning and development opportunities are available a  IR to help me bui d valuable skills 53% -1% 

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% 

Senior Leadership 
I have trust and confidence that IR's Exe utiv  team and senior leaders make the right 
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% 

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.  
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Driver Category Item 
Effecti eness (% 

Favourable) 
Distance from Benchmark 

(ANZ Average) 

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 
customers 

65% +2% 

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 
My people leader keeps me informed about c nge and how it impacts me and my 
immediate team 

72% +16% 

People Leader My people le der effectively models IR's values 72% +6% 

People Leader My people eader is open and hon st in communication 74% +5% 

People Leader My people leader sets cl a  expectations and goals with me 70% +5% 

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.  
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Driver Category Item 
Effecti eness (% 

Favourable) 
Distance from Benchmark 

(ANZ Average) 

People Leader My people leader recognises my efforts and achievements 68% +3% 

People Leader 
My people leader provides valuable feedback throughout the year that enabl s me to 
improve my performance 

64% +4% 

People Leader 
I am encouraged to seek out innovative and creative solutions to help improve IR's 
performance 

49% -7% 

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.  
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Appendices 
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Culture scale definitions 

Descriptor  Less like this More like this  Descriptor Cultural Dimension 

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

Reactive Proactive 
We tend to anticipate, prepare for, in e vene i ,  

or control potential occurrences or s uatio s  
bef re they happen 

Beliefs - Assumptions 
about the strategy and 

business model 

We focus is on delivering the products and services  
that meet the external customer's needs as  

determined explicitly by IR 

Supplier to 
Customer  

Partner with 
Customer 

We focus on co laborating with external customers  
and stakeh lders to identify d understand their  

needs and explore relevant solutions  

We focus on managing IR's internal environment,  

people, teamwork, structure, function, processes  
and resources 

Internally 
Focused 

Externally 
focused 

We focus on managing IR's e ternal environment, 

customers, third parties, polit cal, regulatory and 
economic nvironment 

We have a shared belief that business strategy is  
achieved primarily through consistent, conventional, 

established methods for products, processes, services, 
technologies, or ideas 

Conventional Innovative 

We have a sha ed belief that business strategy is 
achieved primarily through creating and  

mplementing bette  or more effective products, 
processes, ervices, technologies, or ideas  

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

Business Unit 
Focused 

Whole of R 
At IR decisions are made primarily in the best  

interest of IR as a whole 

Decisions - How 
decisions are made 

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

Process Oriented 
Outcomes 
Oriented 

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

At IR decisions are made by playing it safe in order to 
avoid unforeseen negative outcomes that could impact 

an individual or the organisation 

Risk-A erse Risk-Tole ant 
At IR decisions are made with a willingness to  

take calculated risks that could impact an  
individual or the organisation  

We tend to be very cautious, careful, prudent  about  
giving  and sharing information 

Guarded 
Open / 

Transparent 

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  

Behaviours - How we 
interact with each 

other 

We focus on accomplishment and produ tion to  
get things done 

Task oriented  People Oriented 
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 through individual effo t 

Independent Collaborative 
At IR most work is done or preferred to be done with 

others, with common objectives  

At IR decision-makers define and delegate work and it is 
completed in n established way 

Command and 
control 

Empowered 

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

knowledge, skills and abilities RELE
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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 ponsive to th  changing needs of its customers  

Diversity & Inclusion Employees’ perceptions tha  th  organisation 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 
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 
A group of questions that all measure a specific aspe t of the work experience, such as empowerment, senior 
leadership. 
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2015 Engagement Report 
Inland Revenue Overall 
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This graph provides you with an understanding of how engagement scores vary across your business area. 

Engagement Score by Organisational Unit 

Your selection(s): Inland Revenue 

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

30% 

45% 

31% 

49% 

40% 

42% 

41% 

40% 

39% 

44% 

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

Technology Strategy & Operations

Service Delivery

Policy & Strategy

Performance Facilities & Finance

People & Culture

Office of The Chief Tax Counsel

Information Intelligence & Comms

Corporate Integrity & Assurance

Change Group

IR Overall
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What is Driving Engagement? 
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Priorities 
Overall Driver 
Category Rank 

Driver Category 
Importance (Statistical 

Rank) 
Effective (% Favourab e) 

Distance from 
Benchmark (ANZ 

Average) 

Improve 1 Empowerment 3 34% -16% 

Improve 2 Diversity & Inclusion 4 42% -17% 

Improve 3 Reward & Recognition 5 33% -8% 

Improve 4 Policies & Process 9 34% -12% 

Improve 5 Brand Alignment 1 51% -8% 

Improve 6 Learning & Development 2 52% -9% 

Improve 7 Collabora ion 8 38% -10% 

Improve 8 Communication 6 42% -3% 

Improve 9 Senior Leadership 7 44% -5% 

Improve 0 Cus omer Focus 11 67% -1% 

Sustain 1 People Leader 10 68% 5% 

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.  
 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 
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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.  

Priorities 

Overall 
Driver 

Category 
Rank 

Driver Category 
Item 

Priority 
Rank 

Item 
Importance 
(Statistical 

Impact Rank) 

Effective (% 
Favourable) 

Distance from 
Benchmark 

(ANZ Average) 

Improve 1 Empowerment 1 
Work decisions are made y the people 
that are affected directly by the 
situation 

3 26% - 

Improve 1 Empowerment 3 
I can try new things even if they lead 
to occasional mis ak s 

3 36% -22% 

Improve 1 Empowerment 8 
I have the ppo tunity to appropriately 
influence wha  happens at wor  

3 38% - 

Improve 1 Empowerment 16 At work my opinions and ideas ount 3 49% -12% 

Improve 1 Empowerment 16 
I am able to cho se how best to 
complete my work 

3 51% -14% 

Improve 2 Diversity & Inclusion 4 
I can clear y see that we seek to 
include and fully use the talents and 
capabilities of all people 

4 38% -18% 

Improve 2 Diversity & Inclusion 9 
Differen  work styles and approaches 
are supported at IR 

4 39% -18% 

Improve 2 Diversity & I clusion 23 
We have a work environment that is 
open and accepts individual differences 

4 56% -13% 

Improve 3 Reward & Recognition 6 
Overall, the way we reward and 
recognise people in IR helps us achieve 
our goals 

5 28% -13% 

Improve 3 Reward & Recognition 13 
At IR, we recognise people for both the 
behaviours, and the results that will 
help IR to succeed  

5 36% -11% 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 
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Priorities 

Overall 
Driver 

Category 

Rank 

Driver Category 
Item 

Priority 

Rank 
Item 

Importance 
(Statistical 

Impact Rank) 

Effective (% 
Favourable) 

Distance from 
Benchmark 

(ANZ Average) 

Improve 3 Reward & Recognition 31 
I receive appropriate recog ition fo  my 
contributions and accomplishments 

5 45% 0% 

Improve 4 Policies & Process 5 
We have straightforwa d processes and 
procedures for doing ou  work 

9 35% -18% 

Improve 4 Policies & Process 9 
The work p ocesses we have in place 
enable me to be as effective as pos ible 

9 35% -15% 

Improve 4 Policies & Process 25 
The tools an  resources I have enable 
me to be as effective as possible 

9 46% -4% 

Improve 5 Brand Alignment 9 
IR delivers on th  p omises it makes to 
s people 

1 36% -11% 

Improve 5 Brand Alignment 27 I am p oud to be part of IR 1 63% -9% 

Improve 5 Brand Alignment 34 
IR s values are aligned with my 
perso al values 

1 61% -3% 

Improve 6 
Lear ing & 

Development 
9 At IR, mistakes are used for learning 2 45% -23% 

Improve 6 
Lea ning & 

Dev lopment 
24 

IR strongly supports the learning and 
development of its people 

2 49% -6% 

Improve 6 
Learning & 

Development 
31 

I know what skills I need to focus on to 
develop further 

2 59% -6% 

Driver Priorities Items 

Your selection(s):Inland Revenue 

(Continued) 
Driver Analysis Benchmark: ANZ Average 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 
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Priorities 

Overall 
Driver 

Category 
Rank 

Driver Category 
Item 

Priority 
Rank 

Item 
Importance 
(Statistical 

Impact Rank) 

Effective (% 
Favourable) 

Distance from 
Benchmark 

(ANZ Average) 

Improve 6 
Learning & 

Development 
34 

Learning and development 
opportunities are available at IR to help 
me build valuable skills 

2 53% -1% 

Improve 7 Collaboration 2 
There is effect ve c llaboration betwe n 

different Business Units in IR 
8 26% -18% 

Improve 7 Collaboration 18 
In my experience  people share best 
practice and job knowledge with each 
other 

8 49% -16% 

Improve 7 Collaboration 39 
IR lives up to its fu damenta  values of 
working together" 

8 53% 5% 

Improve 8 Communication 18 
I believe open ommunication is 
encouraged at IR 

6 39% -6% 

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

Improve 8 Communication 26 
IR do s an excellent job of keeping us 
informed of important matters 

6 48% -2% 

Improve 8 Communication 27 
I believe it will be made clear to me 
how change will impact me 

6 47% -1% 

Improve 8 Communication 36 
I get enough good information about 
IR's business results and performance 

6 61% -2% 

Improve 9 Senior Leadership 7 
I am confident the insights from this 

survey will be acted upon 
7 34% -14% 

Driver Priorities Items 

Your selection(s):Inland Revenue 

(Continued) 
Driver Analysis Benchmark: ANZ Average 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 
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Priorities 

Overall 
Driver 

Category 
Rank 

Driver Category 
Item 

Priority 
Rank 

Item 
Importance 
(Statistical 

Impact Rank) 

Effective (% 
Favourable) 

Distance from 
Benchmark 

(ANZ Average) 

Improve 9 Senior Leadership 14 
Senior leadership treat people as IR's 
most valued asset 

7 36% -11% 

Improve 9 Senior Leadership 14 
Senior leadership is a propriately 
visible and accessibl  to ur people 

7 41% -14% 

Improve 9 Senior Leadership 20 
Senior leadership is open and honest in 
communication 

7 45% -10% 

Improve 9 Senior Leadership 27 
Change initiatives are well mana ed 
and help us o deliver better 
perfo mance 

7 41% 1% 

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

7 49% -1% 

Improve 9 Senior Leadership 36 
Senior leadership in IR provides clear 
dire ion for the future 

7 53% -1% 

Improve 9 Senior Leadership 40 
The behaviour of senior leadership is 
co is ent with IR's values 

7 58% 5% 

Improve 10 Customer Focus 22 
We regularly seek participation from 
our customers 

11 44% -11% 

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

11 67% -3% 

Improve 10 Customer ocus 41 
I am encouraged to take the initiative 
and suggest improvements to better 
serve our customers 

11 65% 2% 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

↑ 

Driver Priorities Items 

Your selection(s):Inland Revenue 

(Continued) 
Driver Analysis Benchmark: ANZ Average 

↑ 
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Priorities 

Overall 
Driver 

Category 
Rank 

Driver Category 
Item 

Priority 
Rank 

Item 
Importance 
(Statistical 

Impact Rank) 

Effective (% 
Favourable) 

Distance from 
Benchmark 

(ANZ Average) 

Improve 10 Customer Focus 48 
The Business Unit I work for is 
customer focused 

1  74% 7% 

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

10 72% 16% 

Sustain 1 People Leader 46 
My p ople le der effectively models 
IR's values 

10 72% 6% 

Sustain 1 People Leader 45 
My people leade  is open and honest in 
communication 

10 74% 5% 

Sustain 1 People Leader 44 
My pe ple leader sets clear 
expectations and goals with me 

10 70% 5% 

Sustain 1 People Leader 43 
My pe ple leader recognises my efforts 
a d achievements 

10 68% 3% 

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

10 64% 4% 

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

10 49% -7% 

↑ 

✓ 

✓ 

✓ 

✓ 

✓ 

✓ 

✓ 

Driver Priorities Items 

Your selection(s):Inland Revenue 

(Continued) 
Driver Analysis Benchmark: ANZ Average 
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Top 10 Perception Scores 

Your selection(s):Inland Revenue 

Top 10 Driver Category  2015 

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% 

My people leader keeps me informed about change and how it impacts me and my imm diat  
team 

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% 

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

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 bout IR's business results and performance Communication 61% 

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

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

Bottom 10 Driver Category  2015 

There is effective collaboration between different Business Units in IR Collabo at on 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% 

Bottom  10 Perception Scores 

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

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

Bottom  10 Perception Scores 

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

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

Your selection(s):Inland Revenue 
(Continued) 
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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. 

People Leader Effectiveness 

Your Selection(s):Inland Revenue 

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

64% 

68% 

70% 

72% 

72% 

74% 

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

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

My people leader recognises my efforts and
achievements

My people leader sets clear expectations and goals with
me

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

My people leader effectively models IR's values

My people leader is open and honest in communication
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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. 

People Leader Support 

Your Selection(s):Inland Revenue 

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

48% 

62% 

68% 

70% 

70% 

76% 

82% 

84% 

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

I often receive feedback on how my ead rship style
influences my team

I receive the information I need to confidently explain
organisational changes and how they impact my te m

I get the support I need to have effective performance
and development conversations with my people (e.g
feedback and coaching tools, resources and training)

I am provided with adequate support to confidently
communicate IR's vision and future state to my team

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

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

It is clear to me how I should be role modelling IR's
values to my team

It is clear to me what is expected of me as a people
leader
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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. RELE
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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. 

Senior Leadership 
The extent to which employees believe that senior leaders are effectively leading the organisation and making 
business decisions. RELE
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Drivers, ranked  
in order of 

potential impact 
on culture (1 – 11) 

Potential of each driver category to impact culture 
alignment 

Distance from 
Benchmark   

(ANZ Average) 

-30 

-21 

-19 

-28 

-19 

-14 

-15 

-15 

-9 

-14 

-3 

Overall effectiveness 

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.  

61% 

50% 

49% 

44% 

36% 

35% 

35% 

33% 

32% 

29% 

25% 

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

People Leader

Customer Focus

Learning & Development

Empowerment

Collaboration

Communication

Change Management

Diversity & Inclusion

Reward & Recognition

Policies & Process

Senior Leadership

RELE
ASED U

NDER THE 

OFFIC
IA

L I
NFORMATIO

N A
CT





16 

Understanding the Culture Driver Priorities – Question Level 

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 

Effectiveness: % of employees who  on average, 
are satisfied with all questions with n t e category 

Distance From Benchmark: Variance between 
y ur effectiveness and the ANZ norm (a minus 
ind cates your score is below the norm) 

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

Favourab e) 
Distance from Benchmark 

(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 c pabilities of all 
our people 

23% -33 

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

22% -33 

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

Policies & Process 
The work processes and procedures we have in place enable me to be as effective as 
possible 

24% -25 

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 
succeed  

29% -25 

Learning & 
Development 

At IR, mistakes are used fo  lear ing 36% -29 

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 le ders are doing a good job of helping me understand the reasons for 
organ satio al change 

29% -23 

Empowerment I can t y new things even if they lead to occasional mistakes 39% -16 

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.  
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Driver Category Question 
Effectiveness (% 

Favourab e) 
Distance from Benchmark 

(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 will impact 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 to day work 53% -7 

Customer Focus 
I am encouraged to look at things from our cus mer's perspective n my day-to-day 
work 

56% -16 

Customer Focus 
I am encouraged to take the initiative and suggest imp ovements to better serve our 
customers 

53% -12 

Learning & 
Development 

I know what capabilities I need to focus on to pe sonally develop further 49% -1 

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 
My people leader prov des valuable feedb ck throughout the year that enables me to 
improve my p formance 

59% -4 

People Leader My peop e leader sets clea  expecta ions and goals with me 62% -4 

Learning & 

Development 
I reg larly put into p actice a y learning & development I receive 61% +3 

People Leader 
My people leader keeps me informed about change and how it impacts me and my 
immediate team 

65% +2 

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.  
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Driver Definitions 

Driver Definition 

Collaboration 
The extent to which employees see effective teamwork within and between 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 ability to choose how to best complete 
their work  

Learning & Development 
Employees’ perceptions 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 

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

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 s ngle question within the survey. 

Drivers / Driver Category 
A group of questions that all measure a specific aspect of the work experience, such 
as empowerment, senior leadership  
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Aon Engagement Model 
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RWA3 Methodology Prioritizes Action 
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Dimension Priorities 

Rank Dimension Item % Favourable ANZ Average 

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

3 Senior Leadership Senior leadership in IR provides clear direction for the future 

2 Diversity & Inclusion 
I can clearly see that we seek to include and fully use the talents and capabilities of a l our 
people 

4 Policies & Process We have straightforward processes and procedures for d ing our work 

6 Policies & Process The work processes and procedures we have in place enab e me to be as effective as possible 

5 Change Management Change initiatives are well managed and help us to deliv r better performance 

9 Change Management We are developing a workforce that adapts well to change 

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

7 Reward & Recognition At IR, we recognise people for both the behaviou s, and the results that will help IR to succeed 

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

-33 

-27 

-33 

-28 

-25 

-22 

-22 

-23 

-25 

-24 

22% 

27% 

23% 

21% 

24% 

19% 

28% 

29% 

29% 

19% 
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Engagement Score The % of people who can be considered to be ‘engaged’ using Aon Hewitt’s methodologies 

% Favourable  
The number of people who ‘Agree’ or ‘Strongly Agree’ to a question (item) within the survey. 
 
Also known as a positive perception 

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

Dimension A group of questions that measure a specific aspect of the work experience 

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

ANZ Average 
This is a benchmark and is the average engagement and positive perception scores for all organisations in Aon Hewitt’s 
Australia and New Zealand database. 

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

Glossary 
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