Insights, for feedback
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Purpose
• To present key insights from the culture
workshops and surveys, along with draft values and behaviours
• Give you the opportunity to review and refine. Use the short
survey to tell us what you agree with, what’s missing, if there is
anything we have mis-read, and what our priorities should be
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Objectives of the programme
• Involve staff and students in shaping our culture
• Define shared values and behaviours to make it
easier to role model, appreciate and speak up
about attitude, behaviour, culture
• Build values into our leadership, management,
recruitment, appraisal, behaviours and decisions
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More than 3,500 inputs
Staff
Culture
surveys
In OUR shoes
In YOUR shoes

Total

Students

2,076

614

845

-

60

60

2,981

674
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Purpose
• To present key insights from the culture
workshops and surveys, along with draft values and behaviours
• Give you the opportunity to review and refine. Use the short
survey to tell us what you agree with, what’s missing, if there is
anything we have mis-read, and what our priorities should be
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Students likelihood to recommend for study

Mean

1% 3%

9%

Extremely Unlikely

39%
Unlikely

Neither

49%
Likely

Extremely Likely

4.33

We asked student ‘how
likely are you to
recommend the
University as as place
to study. This is very
positive result.

Word clouds show responses to the question “Please tell us the main
reason you gave this score” – with word height proportionate to usage.

NB. Represents 4% of those responding –
proportioned larger to enable reading
(many comments from only 1 or 2 respondents)

NB. Represents 8% of those responding –
proportioned larger to enable reading
(many comments from only 1 or 2 respondents)
Source student survey n=614
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Students: overall how satisfied are you?
1% 3%

8%

Extremely Unsatisfied

53%
Unsatisfied

Neither

36%
Satisfied

Mean

4.20

Four themes emerge
that drive student
satisfaction: life, study,
opportunities and the
environment

Extremely Satisfied

NB. Represents 8% of those responding –
proportioned larger to enable reading many
comments from 1 or 2 respondents)

NB. Represents 4% of those responding – proportioned
larger to enable reading (many comments from 1 or 2
respondents)
Source student survey n=614
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Reporting the survey questions
• For the individual questions in they surveys, rather than
simply presenting bar charts or mean scores showing how
each question’s performance in the survey…
• On the following slides, and again for the staff survey later,
we have carried out statistical analysis looking at the
importance of each factor in driving either student or staff
overall satisfaction
• This approach is explained in more detail on the next slide
• The following slides identify possible areas of focus or
priority to improve people’s experience
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Y-axis. Importance: correlation ‘r’ with ‘staff - recommend as a place to work’

Culture survey

Key drivers report – how it works
HIGHER correlation with ‘I would recommend the University…’

0.80
0.75
0.70

One way of prioritising improvement actions.

0.65

• X-axis shows mean or ‘Performance’ (as a %, i.e. 70% is a mean of 3.5/5)
• Note * below – negative questions scores reversed so to the right is always a
better score, to the left always ‘more room for improvement’.

0.60
0.55
0.50
0.45
0.40
0.35

WORSE score
in the survey
(lower mean)

0.30

• Y-axis shows ‘Importance’ through statistical analysis called a Pearson
Correlation which shows the strength of association between each question
and outcome metric ‘I would recommend the University’
• Higher up Y axis means a stronger correlation with ‘likelihood to
recommend’ (between 0.3 and 0.7 is considered moderate positive
correlation) and so it is more likely that acting on these factors will have a
bigger impact on overall rating of experience than those lower on Y-axis
•
•
•
•

0.25
0.20
0.15

BETTER score
in the survey
(higher mean)

Learn, share, build on green best practice (high performing and important)
Act on red dots first (low performing and important), then yellow
Blue dots may be important for sub-sets of staff.
Axes placed on median value of drivers

0.10
0.05

LOWER correlation with ‘I would recommend the University’

0.00
45%

50%

55%

60%

X-axis. Performance: mean score represented as a %
+ See Appendix for definition of senior leaders used in survey.
Source staff survey n=2,076

65%

70%

75%

80%

85%

* For ‘negatively worded’ questions, their scores
are reversed. To right is always a better score.
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Prioritising actions for students
Importance vs Performance – key drivers

A key lens on prioritising improvement actions.
• ‘Likelihood to recommend’ a proxy for student engagement.

Importance: correlation ‘r’ with ‘students - recommend as a place to for study’

0.75

• Importance = Higher up Y axis means a stronger correlation
with likelihood to recommend (between 0.3 and 0.7 is
considered moderate positive correlation)

0.70

• Performance = 'mean’ question score (note * below)

0.65

• Act on red dots first, then yellow
• Learn, share, build on green best practice

0.60

• Blue dots may be important for sub-sets of students.
• Axes placed on median value of drivers

0.55
0.50

Part of a
community

0.45

Staff helped me
0.40

Easy to talk to staff
about worries

Staff were
respectful

Staff worked well together

Staff were friendly

Staff value views

0.35

Staff explained things clearly

0.30

Staff praised my efforts to improve

Aware of values
0.25

Staff seldom rude
I received helpful comments

0.20
0.15

Key

62%

64%

66%

68%

70%

72%

74%

76%

78%

80%

82%

84%

86%

88%

90%

Performance: mean score represented as a %.
Source student survey n=614
10

Prioritising actions for students

* Negative emotions – scores reversed. Scores to left
always worse, scores to right always better. This
means for example that students do feel respected,
but they do not feel ignored

Importance vs Performance – emotions
Importance: correlation ‘r’ with ‘students - recommend as a place to for study’

0.52
0.50
0.48
0.46
0.42

A k e y l e n s o n p r i o r i t i s i n g i mp r o v e me n t a c t i o n s .

• Likelihood to recommend is a strong proxy for
student engagement.
• Importance = Higher up Y axis means a stronger
correlation with likelihood to recommend (between
0.3 and 0.7 is considered moderate positive
correlation)

0.40

• Performance = 'mean’ question score (note * below)

0.38

• Act on red dots first, then yellow

Appreciated

• Learn, share, build on green best practice

0.34

• Blue dots may be important for sub-sets of students.
• Axes placed on median value of drivers

Respected

Valued

Ignored*

Frustrated*

0.36

0.32

If students were to feel more appreciated, valued and
connected – statistically they would be more likely to
recommend the University as a place to study

Connected

Enthusiastic
Happy
Optimistic

0.30

Isolated*

0.28

Involved

0.26
0.24

Drained*

0.22

Lonely*
Overwhelmed*

Motivated

Trusted

Confident

0.20
0.18
0.16

Anxious*

0.14
0.12

Key

0.10
0.08

52%

54%

56%

58%

60%

62%

64%

66%

68%

70%

72%

74%

76%

78%

Performance: mean score represented as a %.
Source student survey n=614
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Purpose
• To present key insights from the culture
workshops and surveys, along with draft values and behaviours
• Give you the opportunity to review and refine. Use the short
survey to tell us what you agree with, what’s missing, if there is
anything we have mis-read, and what our priorities should be
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Analysis of Māori staff ‘In Our Shoes’ workshop
What should
we value?
-

-

-

-

Good days

Bad days

Behaviours

We want more of

We want less of

• Sharing knowledge and
research
• Celebrating collective
successes
• Working towards a
common goal on passion
projects
• Feeling accepted by
others and appreciated
Achieving goals and
finishing tasks
• Helping students and
colleagues

• Workload – Māori staff
have additional
responsibilities
• Ignorance and racism
from others
• Attitudes towards Māori
staff
• Disrespected, dismissive,
aggressive behaviour
• Lack of understanding
• Poor communication
• Unable to work together

Leaders

•
•
•
•

• Tokenism
• Ignorance, racism,
dismissive, bias
• Decisions without
Māori consultation

Colleagues

• Support, acceptance
• Self awareness
• Correct pronunciation

• Racist jokes, remarks
• Assuming, excuses
• Individualism

Ourselves

•
•
•
•

•
•
•
•

Source Māori IOS n= 35

Te reo Māori speaking
Represent / advocate
Transparency
Appreciation

Challenge others
Speak up
Learning Te Reo Māori
Time with colleagues

Saying nothing
Walking by
Stress, anxiety
Giving up
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A good day at work at the University of Otago
Area of each box is in proportion to number of people for whom this is key driver of good day at work, when they
can best meet aim of doing great work. Words reflect those most used by staff in describing that good day.

Teamwork Appreciation Achieve goals
Support, collaboration.

Common goal, the same page

Contributing, aligned
Connection / belonging.

Good discussion

Working together, collegial

Positivity
Humour and lightness.
Chatting and relaxed.

Smiling and friendly.

Greeting, good morning!
Enthusiasm, energy

I felt truly valued
Positive feedback, pride.
Trusted, respected and
acknowledged.
Received a thank you card

Time and effort paid off
Reach goals, high standards

Learning new things

Finishing projects, accomplished

Recognition from manager
A sense of satisfaction you
get from helping others.
Gratitude.

Getting things done

Making a
difference

Problem solving

Students learning and
engaged, helping a colleague

Efficient, goes to plan
Productive, tick off the list
Few interruptions

Enjoying the work
Time goes fast, engrossed, passionate

Source: In Our Shoes, n = 845
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Creating a positive environment: skills practiced
with 845 attendees at In Our Shoes
Positive thoughts, words and actions drive productivity, innovation and teamwork

We can choose our attitude
Mood hoover

mood heater

Appreciation drives performance,
and makes for more good days

Having lots of positive
interactions with lots of people
every day buffers stress and is
#1 driver of life longevity
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A bad day at work at the University of Otago
Area of each box is in proportion to number of people for whom this is key driver of bad day at work, when they
cannot best meet aim of doing great work. Words reflect those most used by staff in describing that good day.
A majority of themes are behavioural (to the left) whilst a smaller portion (bottom right) are systems related

Poor behaviour
Conflict, criticism.

Rudeness

Disrespect, picked on.
Shouting, back-stabbing.

Abuse. Gossip.

Passive aggressive
Felt embarrassed.

Negativity
Complaints, dread.
Miserable. Labelling.
Ideas blocked.
Continuous venting.

Bullying and
Discrimination
Inequality, unfair treatment

Undervalued
Undermined.

So condescending.

Talked over. Felt stupid.

Poor teamwork. Mistrust
Isolation. No support.

Miscommunication
Rude emails, no interaction.

High workload

Questioned.
I felt powerless.

Poor work life balance, pressure
Conflicting priorities, overwork

Not listened to

Things not going to plan

Bad feedback

Mistakes, criticism
Accusations. Nit picking.
Letting others down

Systems down, disorganized.

Management,
Micromanaged
Decisions without
consultation

Not achieving
Roadblocks
Failing,
No resources

Source: In Our Shoes, n = 845
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Managing poor behaviour: skills practiced with
845 attendees at In Our Shoes
To support our
‘freedom to
speak up’ 845
colleagues now
know HOW to
speak up

Many colleagues have signed
our ‘Pledge to speak up’

Rudeness (even ‘mild incivility’) causes ‘fight or flight’

Poor behaviour is a quality issue
Rudeness between colleagues
makes mistakes and errors much
more likely.
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Culture survey

Staff likelihood to recommend as a place to work
Mean
10%
Extremely Unlikely

28%

18%

Unlikely

Neither

31%

Likely

Extremely Likely

13%

3.19

Staff likelihood as a
place to work is a strong
proxy for overall
‘employee engagement’.
This result shows room
for improvement.

Source staff survey n=2,076
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Culture survey

Staff likelihood to recommend for study
Mean
2%

18%

5%
Extremely Unlikely

45%
Unlikely

Neither

Likely

30%

3.96

Staff likelihood as a
place to study. Similar
themes mentioned in
shows there may be
some ‘inconsistency’ in
views of staff, teaching
and other factors

Extremely Likely

Source staff survey n=2,076
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Y-axis. Importance: correlation ‘r’ with ‘staff - recommend as a place to work’

Culture survey

Key drivers report – how it works
HIGHER correlation with ‘I would recommend the University…’

0.80
0.75
0.70

One way of prioritising improvement actions.

0.65

• X-axis shows mean or ‘Performance’ (as a %, i.e. 70% is a mean of 3.5/5)
• Note * below – negative questions scores reversed so to the right is always a
better score, to the left always ‘more room for improvement’.

0.60
0.55
0.50
0.45
0.40
0.35

WORSE score
in the survey
(lower mean)

0.30

• Y-axis shows ‘Importance’ through statistical analysis called a Pearson
Correlation which shows the strength of association between each question
and outcome metric ‘I would recommend the University’
• Higher up Y axis means a stronger correlation with ‘likelihood to
recommend’ (between 0.3 and 0.7 is considered moderate positive
correlation) and so it is more likely that acting on these factors will have a
bigger impact on overall rating of experience than those lower on Y-axis
•
•
•
•

0.25
0.20
0.15

BETTER score
in the survey
(higher mean)

Learn, share, build on green best practice (high performing and important)
Act on red dots first (low performing and important), then yellow
Blue dots may be important for sub-sets of staff.
Axes placed on median value of drivers

0.10
0.05

LOWER correlation with ‘I would recommend the University’

0.00
45%

50%

55%

60%

X-axis. Performance: mean score represented as a %
+ See Appendix for definition of senior leaders used in survey.
Source staff survey n=2,076

65%

70%

75%

80%

85%

* For ‘negatively worded’ questions, their scores
are reversed. To right is always a better score.
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A key lens on prioritising improvement actions.

Culture survey

Staff key drivers: experience
0.80
A sense of commitment

Importance: correlation ‘r’ with ‘staff - recommend as a place to work’

0.75
0.70
Working inspires me

0.65

Senior leaders
(VCAG) are
visible and
approachable +

0.60
0.55

Org promotes equality
Can grow and develop
My views and ideas are welcome

Staff - positive
attitude
Staff respect each other

0.50

• Likelihood to recommend as a place to work is a strong
proxy for overall staff ‘engagement’
• Importance = Higher up Y axis means a higher
correlation with likelihood to recommend (between 0.3
and 0.7 is considered moderate positive correlation)
P
• erformance = 'mean’ question score (note * below)
• Act on red dots first, then yellow
• Learn, share, build on green best practice
• Blue dots may be important for sub-sets of staff.
• Axes placed on median value of drivers

Negatively impacted health & wellbeing

Involved in
decisions

Praised when I do a good job

Freedom and flexibility
Manager gives regular feedback
Different teams work together
Manager focuses on my strengths
Safe to speak up
Work-life balance
(poor behaviours)
Experienced Staff - friendly
Staff - rarely rude
d
i
scrimination*
My team works well together
I know enough about what’s going on
Experienced bullying
or harassment*
Team discuss goals
Work is
meaningful
I am clear about my objectives

0.45
0.40
0.35
0.30
0.25
0.20

My work makes a
difference to people

0.15
0.10

Key

0.05

Aware of bullying policies

0.00
45%

50%

55%

Performance: mean score represented as a %

60%

+ See Appendix for definition of senior leaders used in survey.
Source staff survey n=2,076

65%

70%

75%

80%

85%

* For ‘negatively worded’ questions scores are
reversed. To right is always a better score.
21

A key lens on prioritising improvement actions.

Culture survey

Staff key drivers: experience
0.80

Importance: correlation ‘r’ with ‘staff - recommend as a place to work’

0.75

Involvement, feedback, praise

A sense of commitment

0.70
Working inspires me

0.65

Senior leaders
(VCAG) are
visible and
approachable+

0.60
0.55

Org promotes equality
Can grow and develop
My views and ideas are welcome

Staff - positive
attitude

0.50

• Likelihood to recommend a strong proxy for staff
engagement
• Importance = Higher up Y axis means a stronger
correlation with likelihood to recommend (between 0.3
and 0.7 is considered moderate positive correlation)
P
• erformance = 'mean’ question score (note * below)
• Act on red dots first, then yellow
• Learn, share, build on green best practice
• Blue dots may be important for sub-sets of staff.
• Axes placed on median value of drivers

Staff respect each other
Negatively impacted health & wellbeing

Involved in
decisions

Praised when I do a good job

Freedom and flexibility
Manager gives regular feedback
Different teams work together
Manager focuses on my strengths
Safe to speak up
Work-life balance
(poor behaviours)
Experienced Staff - friendly
Staff - rarely rude
d
i
scrimination*
My team works well together
I know enough about what’s going on
Experienced bullying
or harassment*
Team discuss goals
Work is
meaningful
I am clear about my objectives

0.45
0.40
0.35
0.30
0.25
0.20

My work makes a
difference to people

0.15
0.10

Key

0.05

Aware of bullying policies

0.00
45%

50%

55%

Performance: mean score represented as a %

60%

+ See Appendix for definition of senior leaders used in survey.
Source staff survey n=2,076

65%

70%

75%

80%

85%

* For ‘negatively worded’ questions scores are
reversed. To right is always a better score.
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A key lens on prioritising improvement actions.

Culture survey

Staff key drivers: experience
Importance: correlation ‘r’ with ‘staff - recommend as a place to work’

0.80
0.75
0.70

Colleague’s behaviours and
safety speaking up about them

A sense of commitment

Working inspires me

0.65

Senior leaders
(VCAG) are
visible and
approachable+

0.60
0.55

Org promotes equality
Can grow and develop
My views and ideas are welcome

Staff - positive
attitude
Staff respect each other

0.50

• Likelihood to recommend a strong proxy for staff
engagement
• Importance = Higher up Y axis means a stronger
correlation with likelihood to recommend (between 0.3
and 0.7 is considered moderate positive correlation)
P
• erformance = 'mean’ question score (note * below)
• Act on red dots first, then yellow
• Learn, share, build on green best practice
• Blue dots may be important for sub-sets of staff.
• Axes placed on median value of drivers

Negatively impacted health & wellbeing

Involved in
decisions

Praised when I do a good job

Freedom and flexibility
Manager gives regular feedback
Different teams work together
Manager focuses on my strengths
Safe to speak up
Work-life balance
(poor behaviours)
Experienced Staff - friendly
Staff - rarely rude
d
i
scrimination*
My team works well together
I know enough about what’s going on
Experienced bullying
or harassment*
Team discuss goals
Work is
meaningful
I am clear about my objectives

0.45
0.40
0.35
0.30
0.25
0.20

My work makes a
difference to people

0.15
0.10

Key

Aware of bullying policies

0.05
0.00

45%

50%

55%

Performance: mean score represented as a %

60%

+ See Appendix for definition of senior leaders used in survey.
Source staff survey n=2,076

65%

70%

75%

80%

85%

* For ‘negatively worded’ questions scores are
reversed. To right is always a better score.
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A key lens on prioritising improvement actions.

Culture survey

Staff key drivers: experience
Importance: correlation ‘r’ with ‘staff - recommend as a place to work’

0.80
0.75

Wellbeing / work-life balance

A sense of commitment

0.70
Working inspires me

0.65

Senior leaders
(VCAG) are
visible and
approachable+

0.60
0.55

Org promotes equality
Can grow and develop
My views and ideas are welcome

Staff - positive
attitude
Staff respect each other

0.50

• Likelihood to recommend a strong proxy for staff
engagement
• Importance = Higher up Y axis means a stronger
correlation with likelihood to recommend (between 0.3
and 0.7 is considered moderate positive correlation)
P
• erformance = 'mean’ question score (note * below)
• Act on red dots first, then yellow
• Learn, share, build on green best practice
• Blue dots may be important for sub-sets of staff.
• Axes placed on median value of drivers

Negatively impacted health & wellbeing

Involved in
decisions

Praised when I do a good job

Freedom and flexibility
Manager gives regular feedback
Different teams work together
Manager focuses on my strengths
Safe to speak up
Work-life balance
(poor behaviours)
Experienced Staff - friendly
Staff - rarely rude
d
i
scrimination*
My team works well together
I know enough about what’s going on
Experienced bullying
or harassment*
Team discuss goals
Work is
meaningful
I am clear about my objectives

0.45
0.40
0.35
0.30
0.25
0.20

My work makes a
difference to people

0.15
0.10

Key

0.05

Aware of bullying policies

0.00
45%

50%

55%

Performance: mean score represented as a %

60%

+ See Appendix for definition of senior leaders used in survey.
Source staff survey n=2,076

65%

70%

75%

80%

85%

* For ‘negatively worded’ questions scores are
reversed. To right is always a better score.
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A key lens on prioritising improvement actions.

Culture survey

Staff key drivers: experience
Importance: correlation ‘r’ with ‘staff - recommend as a place to work’

0.80
0.75
0.70

Senior leadership visible
and approachable

A sense of commitment

Working inspires me

0.65

Senior leaders
(VCAG)are
visible and
approachable+

0.60
0.55

Org promotes equality
Can grow and develop
My views and ideas are welcome

Staff - positive
attitude
Staff respect each other

0.50

• Likelihood to recommend a strong proxy for staff
engagement
• Importance = Higher up Y axis means a stronger
correlation with likelihood to recommend (between 0.3
and 0.7 is considered moderate positive correlation)
P
• erformance = 'mean’ question score (note * below)
• Act on red dots first, then yellow
• Learn, share, build on green best practice
• Blue dots may be important for sub-sets of staff.
• Axes placed on median value of drivers

Negatively impacted health & wellbeing

Involved in
decisions

Praised when I do a good job

Freedom and flexibility
Manager gives regular feedback
Different teams work together
Manager focuses on my strengths
Safe to speak up
Work-life balance
(poor behaviours)
Experienced Staff - friendly
Staff - rarely rude
d
i
scrimination*
My team works well together
I know enough about what’s going on
Experienced bullying
or harassment*
Team discuss goals
Work is
meaningful
I am clear about my objectives

0.45
0.40
0.35
0.30
0.25
0.20

My work makes a
difference to people

0.15
0.10

Key

0.05
0.00

45%

Aware of bullying policies

50%

55%

Performance: mean score represented as a %

60%

+ See Appendix for definition of senior leaders used in survey.
Source staff survey n=2,076

65%

70%

75%

80%

85%

* For ‘negatively worded’ questions scores are
reversed. To right is always a better score.
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A key lens on prioritising improvement actions.

Culture survey

Staff key drivers: experience
Importance: correlation ‘r’ with ‘staff - recommend as a place to work’

0.80
0.75
0.70

Individual teams work well together,
but room for improvement in
A sense of commitment
collaboration between teams
Working inspires me

0.65

Senior leaders
(VCAG) are
visible and
approachable+

0.60
0.55

Org promotes equality
Can grow and develop
My views and ideas are welcome

Staff - positive
attitude
Staff respect each other

0.50

• Likelihood to recommend a strong proxy for staff
engagement
• Importance = Higher up Y axis means a stronger
correlation with likelihood to recommend (between 0.3
and 0.7 is considered moderate positive correlation)
P
• erformance = 'mean’ question score (note * below)
• Act on red dots first, then yellow
• Learn, share, build on green best practice
• Blue dots may be important for sub-sets of staff.
• Axes placed on median value of drivers

Negatively impacted health & wellbeing

Involved in
decisions

Praised when I do a good job

Freedom and flexibility
Manager gives regular feedback
Different teams work together
Manager focuses on my strengths
Safe to speak up
Work-life balance
(poor behaviours)
Experienced Staff - friendly
Staff - rarely rude
d
i
scrimination*
My team works well together
I know enough about what’s going on
Experienced bullying
or harassment*
Team discuss goals
Work is
meaningful
I am clear about my objectives

0.45
0.40
0.35
0.30
0.25
0.20

My work makes a
difference to people

0.15
0.10

Key

0.05

Aware of bullying policies

0.00
45%

50%

55%

Performance: mean score represented as a %

60%

+ See Appendix for definition of senior leaders used in survey.
Source staff survey n=2,076

65%

70%

75%

80%

85%

* For ‘negatively worded’ questions scores are
reversed. To right is always a better score.
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Staff key drivers: emotions

A key lens on prioritising improvement actions.
• Likelihood to recommend as a place to work is a strong
proxy for overall staff engagement.
• Importance = Higher up Y axis means a stronger
correlation with likelihood to recommend (between 0.3
and 0.7 is considered moderate positive correlation)

Value of specific positive emotions
0.70

• Performance = 'mean’ question score (note * below)

Importance: correlation ‘r’ with ‘staff - recommend as a place to work’

0.68
0.66

• Act on red dots first, then yellow

0.64

• Learn, share, build on green best practice

0.62

• Blue dots may be important for sub-sets of staff.
• Axes placed on median value of drivers

Optimistic

0.60
0.58

Happy

Valued

0.56
0.54

Enthusiastic

0.52

Frustrated*

0.50

Respected

Appreciated

Ignored*

Connected

0.48

Isolated*

Involved

0.46
0.42

Trusted

Motivated

0.40

Drained*

0.38
0.36
0.34

Lonely*

Confident

0.32

Overwhelmed*

0.30
0.28

* For negative emotions, scores are
reversed. To the right is always a
better score. This means few staff feel
lonely, but more staff feel frustrated
and drained.

Anxious*

Key

0.26
0.24
0.22

54%

56%

58%

60%

62%

64%

66%

68%

70%

72%

74%

76%

78%

Performance: mean score represented as a %
Source staff survey n=2,076

27

Key survey results focused on staff wellbeing
I have experienced bullying / harassment in past 6 months: 21% have
7%

14%

14%

35%

30%

I have suffered discrimination at work in the past 6m = 16% have
6%

10%

35%

19%

30%

People responded that the most prevalent types of discrimination are due to gender / sex, race and age

Health and wellbeing has suffered because of work = 40% have
28%

12%

27%

23%

10%

I am satisfied with my work life balance = 30% are not, 50% are
8%

22%

20%

39%

11%
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Staff – what makes the University a great place to work?
Number of ideas that fit into each cluster
0

Colleagues /
community
Environment
Benefits &
opportunities

20

40

60

80

The culture
Quality &
reputation

Committed, seeking improvements, excellence
Future focused, pride, history, innovate

Source staff survey n=2,076

160

180

469

Flexibility, annual leave, resources, pay, benefits, job security
opportunities for development, stability, family friendly

Supportive academics, treated well, work life
balance, respect, safe, positive

Leadership &
management

140

Beautiful campus, central location, vibrant, young, Dunedin, sunshine, nature
lifestyle, open spaces

Student buzz, interactions, source of energy,
impact on future, important role

Diversity

120

My colleagues, collegiality, community, my immediate team, the people, common goal, helpful, collaboration,
camaraderie, my department, connections beyond department, contact, He tangata, family

The students

The work

100

Freedom, stimulating
Intellectual challenge

Cultures and
background
Line manager
Senior leaders

In the survey we asked staff to tell us what
makes the University of Otago a great place to
work. Colleagues responded with ‘free text’
comments.
This graph shows how those ideas can be
clustered into key themes.
Note that ‘community, colleagues and people’
is overwhelming the key driver – with 469
comments; whilst the next largest theme
‘environment’ has 165 comment.
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Staff – what is the one thing that needs to change...?
0

50

100

150

200

250

300

350

400

Number of ideas that fit
into each cluster

Leaders &
managers
Address
behaviour
Number of ideas that fit
into each cluster

Teamwork &
communication
Wellbeing
Systems &
processes
Equality &
diversity
Culture &
environment
Pay &
progression
Source staff survey n=2,076

Less top down, HR support, leadership & manager attitude
Stop
Bullying

0

Focus on
education,
Less corporate

SSR investigate, Open, transparent,
acknowledge and visible, clear vision
repair impact
and strategy

Address
Promote positive behaviours, respect, value each other, recognition, accountability
poor
Listen to each other, appreciation, acknowledge people, courtesy, fairness
behaviour
20

40

60

80

100

120

140

160

Academic and admin / inter team relationships, more space to talk, silo’s common goals,
sense of community, better channels – use of intranet
Reduce workload,
more staff, resources

Work life balance, flexibility,
wellness policy, gym

Less bureaucracy, clearer systems, out of date
less paperwork, streamlined
Treated fairly, level playing field
diverse, inclusive, accept differences

In the staff survey we asked ‘What is the one thing,
more than anything else, that needs to change to make
The University of Otago a great place to work?’

Nicer working environment, moral
Empower, modern work patterns

Staff responded with free-text comments, which have
been clustered into key themes in this chart.

Management training
job security, better pay

Note that the top two themes are significantly larger
than the others and are presented on a different scale.
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Your feedback (insights)
Please use the online survey to give us your feedback about
these insights. In your own view
1. What is most important about what we have heard from staff?
2. Is there anything missing or mis-represented in this data?
3. Given these insights, what would be three key priorities for
action, to improve staff experience?
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Purpose
• To present key insights from the culture
workshops and surveys, along with draft values and behaviours
• Give you the opportunity to review and refine. Use the short
survey to tell us what you agree with, what’s missing, if there is
anything we have mis-read, and what our priorities should be

Contents
•
•
•
•
•

Objectives / activities to date
Student insights
Staff insights, for review
Draft values and behaviours, for review
Next steps
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What we value…

In the In Our Shoes workshops, 845 colleagues told us what
they feel our values should be, what we should value most.
The height of each word is proportional to the number of times
it was mentioned. Values have been clustered into themes.

Te Tiriti o Waitangi

-

Source: In Our Shoes, n = 845
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DRAFT values and behaviours, for review by staff
These are Informed by the previous analysis of the values and behaviours staff and students want to see,
along with other free-text responses to the staff and student surveys

At the University of Otago we value

Respect

Which we show through equity, understanding and kindness.

Integrity

We are honest, trust people, and are accountable for our own actions.

Curiosity

We are open to new ideas, bring a positive attitude, and seek out feedback.

Community

We listen hard, collaborate widely and are encouraging of others.
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Behaviours we want more and less of
Students want from staff

The behaviour framework on the next slide is informed by
this vision of behaviour change from staff and students

Our requests of colleagues

Source: In Our Shoes, n = 845; Staff survey n= 2,076

Source: In Your Shoes, n = 60, Student survey n = 614

Our request of leaders and managers

What I can do myself

-

-

Source: In Our Shoes, n = 845

Source: In Our Shoes, n = 845
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DARFT values and behaviours, for review by staff
What we want to see

What we don’t want to see

RESPECT
PROMOTES
EQUITY

• Inclusive, treats people as individuals, celebrate differences,
• Develops cultural competence and respect cultural needs

• Challenges, denies or ignores people’s cultural or personal identity
• Displays racism, sexism or other forms of discrimination

UNDERSTANDING

• Develops empathy, shows interest in and consideration for others
• Respects and acknowledges others’ views, beliefs, choices, feelings

• Dismissive, belittling, judging, talks down, patronizing, stereotyping
• Doesn’t consider the impact of their actions or decisions on others

KIND

• Helpful, kind, willing, supportive of others, goes out of their way
• Compassionate and looking out for each other

• Rude, aggressive, abrupt, undermining, bullying or harassment
• Behaviour that harms other people’s health or wellbeing

HONEST

• Is clear and transparent about their actions, decisions and reasons

• Makes decisions without consulting or talking with those affected

TRUSTING

• Believes in other people, gets to know people and their strengths

• Micro-management. Blames. Favouritism. Gossips about people.

ACCOUNTABLE

• Is accountable for their own actions, takes initiative, professional
• Is clear about roles and responsibilities, and sets reasonable goals

• Puts own interests first, displays a ’not my job’ attitude, unhelpful
• Undermines or sets people up to fail

OPEN

• Inquisitive, questioning, learning, open to new ideas or approaches
• Approachable, welcomes people, their strengths and experience

• Imposes own ideas or biases, makes unfounded assumptions
• Closed, inflexible, arrogant, dismissive, unavailable

POSITIVE

• Brings a positive, enthusiastic attitude to work, smiles, laughter
• High aspirations, embraces change, tries to improve, finds solutions

• Unnecessarily grumpy, moaning or negative
• Accepts status quo, apathy, ambivalence, ‘good enough’ attitude

FEEDBACK

• Actively seeks out feedback as a chance to learn and improve
• Gives feedback fairly where needed, even if it is difficult to give

• Rejects feedback. Argues. Criticises, blames.
• Fails to give feedback so others can improve, ‘walks by’ issues

INTEGRITY

CURIOSITY

COMMUNITY
LISTEN

• Goes out of their way to ask, listen and hear other people’s views

• Ignores, doesn’t listen, hear or acknowledge, talks over others

COLLABORATE

• Is co-operative, collegial and seeks out input from other people
• Shares and communicates clearly, involves people in decisions

• Silo-working, isolates or excludes people. Avoids collaboration.
• Doesn’t communicate or share knowledge, doesn’t consult others

ENCOURAGE

• Ambitious for others to reach their potential, encouraging
• Notices and appreciates people for their efforts so they feel valued

• Fails to recognise or ignores others contributions or successes
• Takes credit without recognising others involved
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What do you like most about the draft values and behaviours?
What’s missing or needs changing in the draft values and behaviours?
What’s the first step we need to take to get into action with the values?
Do you have any other comments or suggestions?
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Your feedback (values)
Please use the online survey to give us your feedback about
these insights. In your own view
1. What do you like most about the draft values and behaviours?
2. What’s missing or needs changing in the draft values and behaviours?
3. What’s the first step we need to take to get into action with the values?
4. Do you have any other comments or suggestions?
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Purpose
• To present key insights from the culture
workshops and surveys, along with draft values and behaviours
• Give you the opportunity to review and refine. Use the short
survey to tell us what you agree with, what’s missing, if there is
anything we have mis-read, and what our priorities should be

Contents
•
•
•
•
•

Objectives / activities to date
Student insights
Staff insights, for review
Draft values and behaviours, for review
Next steps
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Next steps after values week
18 Nov

Present to VCAG for discussion

w/c 18 Nov

‘Activation’ week. ‘Getting our values into action’
Design Thinking: ideas to act on people’s priorities for staff and students
Co-create values-based recruitment approach
‘Beyond bullying’ – co-design new approach to tackling poor behaviour

22 – 29 Nov

Staff survey to feedback results and check did we hear them right

December

Review and finalize values and behaviours
Then…

Jan 27, 28, 29 Leading with Values 6.5h masterclass (prof / academic leaders)
February

Launch new values and behaviours to all staff and students
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Thank you
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