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Report overview

About your report

The results in this report help your
organisation build a positive workplace
culture with integrity that live the public
sector values.

Report contents

The visual on the right shows you what
sections we've included in this report for
your organisation’s survey results.
Comparing data in this report

Your organisation took part in the survey
in 2019 but not 2020.

This means you'll be able to compare
about 75% of this year's survey with your
previous results.

Rounding of percentages
In this report, we round numbers up or
down to their nearest whole percentage.

This means some percentages may not
add up to 100%.

Survey questions and definitions

Download Survey questions: People matter
survey 2021 (DOCX, 62KB) to see how we
asked guestions and defined concepts in
the 2021 survey
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Report overview

Privacy and anonymity

To protect you, we:

use an anonymous survey link and
everyone in your organisation
receives the same survey link

de-identify all survey response data
provided to your organisation

don't collect your name, date of
birth or employee ID

don't release results when fewer
than 10 people in a work group have
responded to the survey

don't release employee opinion
results for demographic groups
where organisations have fewer
than 30 responses in total

don't link the free-text comment
reporting to any other survey
information

Read more in our privacy policy.
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https://vpsc.vic.gov.au/html-resources/data-collection-statement-people-matter-survey-2/

Report overview

Survey's theoretical framework
What this is

The framework provides an overview of the
workplace factors and outcomes that the
survey measures.

Why this is important
Based on theory and research, the
framework focuses on core themes that

help guide organisations in creating better
workplaces.

We developed the framework in
consultation with stakeholders from the
public sector and Deakin University.

Our public sector values

The public sector values inform the
professional and ethical conduct of
everyone who works in the public sector.

As such, these values underpin the
theoretical framework of the survey.

There's a strong link between workplace
culture and how staff perceive their
organisation lives the public sector values.
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Report overview

Your comparator group
What this is

This is a list of similar organisations to
yours.

We try to make sure they're in the same
industry your organisation is in.

Some organisations may not have taken
part in the survey previously. This means
your comparator group may be different tc
previous years.

How we use this in your report

In this report, we compare your
organisation’s survey results to your
comparator group’s results.

This is so you can compare how your
organisation is doing in your industry or to
similar organisations.

We refer to your comparator group in this
report as ‘comparator’.

People Matter Survey | results

Bass Coast Health

Benalla Health

Colac Area Health

East Grampians Health Service
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Report overview

Your response rate
What this is

This is how many staff in your organisation
did the survey in 2021.

Why this is important

The higher the response rate, the more
your results will reflect how staff feel.

If less than 100 completed the survey,
consider how much one person could
change your results.

For example, if only 25 people did the
survey, 1 person would account for 4% of
any result.

In this example, if your survey result and
comparator group result or previous
survey result are within 4% of each other,
there is very little difference in the results.

How to read this

The number in the brackets () shows how
many staff completed the survey this year.

We've also expressed this as a percentage
of all the staff who work in your
organisation.
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2021

S50%
(258)

Comparator 56%
Public Sector 46%

46%
(264)

Comparator 45%
Public Sector 39%
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People outcomes

Scorecard: employee engagement
index

What this is

This is the psychological satisfaction staff
get from their work.

The employee engagement index is a
score out of 100. It is a weighting of all
engagement question responses.

The weightings for each engagement
response are:

« strongly agree is 100 points
e agreeis 75 points

* neither agree nor disagree is 50
points

« disagree is 25 points
« strongly disagree is O points
Why this is important

High engagement may lead to greater
satisfaction and lower absences, turnover
and workplace stress.
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People outcomes

Engagement question results 1 of 2
What this is

This is the overall sense of pride,
attachment, inspiration, motivation and
advocacy your employees have for your
organisation.

Your organisation’s engagement index
Your 2021 index is 70.

Why this is important

High engagement drives greater
productivity, employee wellbeing and lower
absences, turnover and workplace stress.
How to read this

Under 'Your results, see results for each
guestion in descending order by most
agreed.

‘Agree’ combines responses for agree and
strongly agree and ‘Disagree’ combines
responses for disagree and strongly
disagree.

Under ‘Benchmark results’, compare your
comparator groups overall, lowest and
highest scores with your own.

Example

82% of your staff who did the survey

agreed or strongly agreed with ' am proud
to tell others | work for my organisation'.
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Survey question

| am proud to tell others | work for my
organisation

| would recommend my organisation as
a good place to work

| feel a strong personal attachment to
my organisation

My organisation inspires me to do the
best in my job

EE Disagree

Your results

T Neither agree nor disagree

82%

73%

66%

63%

Benchmark agree results

You Comparator

2019 2021 Lowest Average Highest

74 % 82%|69% 78% 89 %
73 % 73%|56% 70% 87 %
64 % 66%|56% 67% 79%

64 % 63%|47% 65% 81%
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People outcomes Survey question Your results Benchmark agree results

Engagement question results 2 of 2

What this is EE Disagree B Neither agree nor disagree You Comparator

This is the overall sense of pride, Agree 2019 2021 | Lowest Average Highest
attachment, inspiration, motivation and

advocacy your employees have for your

organisation. 1% 62%

Your organisation’'s engagement index My organisation motivates me to help 61% 62% | 46% 63% T77%
Your 2021 index is 70 achieve its objectives

0,
Why this is important 27%

High engagement drives greater

productivity, employee wellbeing and lower
absences, turnover and workplace stress.

How to read this

Under 'Your results, see results for each
guestion in descending order by most
agreed.

‘Agree’ combines responses for agree and
strongly agree and ‘Disagree’ combines
responses for disagree and strongly
disagree.

Under ‘Benchmark results’, compare your
comparator groups overall, lowest and
highest scores with your own.

Example

62% of your staff who did the survey
agreed or strongly agreed with 'My
organisation motivates me to help achieve
its objectives'.
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People outcomes

Scorecard: satisfaction, stress,
intention to stay

What this is

This scorecard provides overall results for

satisfaction, high to severe work-related
stress, and intention to stay.

There are more people outcomes
scorecards throughout this report.

Why this is important
This page shows which outcomes are

performing well and which outcomes you
can look to improve.

How to read this

Each label represents a group of questions
in the survey about people outcomes.
Each result is the overall percentage of
positive responses for your organisation,
comparator and public sector.
Example
In 2021

*  67% of your staff who did the survey

responded positively to questions

about Satisfaction which is down
from 69% in 2019.

Compared to:

*  67% of staff at your comparator and
63% of staff across the public sector.
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69%

74%

67%

63%

Satisfaction Intention to stay

You2019

22% 209

26%

High to severe work related stress

Comparator 2021
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People outcomes

Satisfaction question results 1 of 2
What this is

This is how satisfied staff are with their
jobs, work-life balance and career
development.

Why this is important
High satisfaction may lead to improved

engagement, performance and lower
absences and turnover.

How to read this

Under ‘Your results, see results for each
question in descending order by most
agreed.

‘Agree’ combines responses for agree and
strongly agree and ‘Disagree’ combines
responses for disagree and strongly
disagree.

Under ‘Benchmark results’, compare your
comparator groups overall, lowest and
highest scores with your own.

Example

82% of your staff who did the survey
agreed or strongly agreed with 'l enjoy the
work in my current job'.
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Survey question

| enjoy the work in my current job

| get a sense of accomplishment from
my work

Your results

EE Disagree B Neither agree nor disagree

5% 82%

8% 81%

Benchmark agree results

You Comparator

2019 2021 Lowest Average Highest

80% 82% | 79% 82% 87%

82% 81% | 80% 83% 89%
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People outcomes Survey question Your results Benchmark satisfied results
Satisfaction question results 2 of 2

What this is . Dissatisfied . Neither satisfied nor You Comparator
This is how satisfied staff are with their Satisfied dissatisfied 2019 2021 | Lowest Average Highest
jobs, work-life balance and career

development.

o) o)
Why this is important 12% 73%

High satisfaction may lead to improved Considerihg everything, h9w satisfied .. 72% 73%
engagement, performance and lower are you with your current job

o)
absences and turnover. 15%

60% 72% 81%

How to read this

o) o)
Under ‘Your results, see results for each 13% 70%

question in descending order by most How satisfied are you with the work-life .. 1% 70 %

. . 56% 66% 76%
satisfied. balance in your current job

‘Satisfied’ combines responses for 7%
satisfied and very satisfied and
‘Dissatisfied’ combines responses for 15% 56%

dissatisfied and very dissatisfied. o .

How satisfied are you with your career
Under ‘Benchmark results’, compare your development within your current --
comparator groups overall, lowest and organisation 08%
highest scores with your own.

64% 56% | S1% 62% 71%

Example

73% of your staff who did the survey were
satisfied or very satisfied with 'Considering
everything, how satisfied are you with your
current job'.
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People outcomes
P How would you rate your current level of work-related stress? (You2021)

Work-related stress levels
What this is

This is the level of stress experienced by
employees in response to work-related

factors. Low / mild
Why this is important

Nil

39%

Stress can negatively affect peoples health

) i Moderate
and wellbeing as well as their performance
and behaviour.
How to read this High
In this survey we asked staff to tell us their
stress level. Very high
The graph at the top shows how staff in
your organisation rated their current levels Severe

of work-related stress.

The numbers below show the percentage
of staff in your organisation who said they
experienced high to severe stress in2021
compared to 2019 and your comparator.

Reported levels of high to severe stress

2019 2021

Example

22% of your staff who did the survey said
they had high to severe stress in2021. This 17% 22%
is compared to 22% of staff in your
comparator group and 26% of staff across
the public sector.

Comparator 16% Comparator 22%

Public Sector 22% Public Sector 26%

Victori
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People outcomes

Work-related stress causes
What this is

This is the main work-related causes of
stress reported by staff.

Why this is important

Stress can negatively affect peoples health
and wellbeing as well as their performance
and behaviour.

How to read this

In the survey, we ask staff to tell us if they
have experienced mild to severe stress at
work, as shown in the visual above the
table.

If they answer yes, we ask them to tell us
what caused the stress. They can select
more than one cause.

In descending order, the table shows the
top 10 causes.

Example

86% of your staff who did the survey said
they experienced mild to severe stress.
Of that 86%, 52% said the top reason was
'Workload'.
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228

86%

. Experienced some work-related stress

14%

Did not experience some work-related stress

Of those that experienced work related stress it was from ... Zg;l ;::Zr;\pa rator sp:c:)tltlat 2021
Workload 52% 51% 51%
Time pressure 46% 1% 42%
Other changes due to COVID-19 23% 22% 15%
Dealing with clients, patients or stakeholders 16% 12% 14%
Competing home and work responsibilities 13% 10% 12%
igr::iigl leer;vézorrsw;nent (e.g. relationships with colleagues, manager and/or 19% 16% 19%
Content, variety, or difficulty of work 1% 9% 12%
Management of work (e.g. supervision, training, information, support) 10% 1% 13%
Other 9% 9% 9%
Physical environment 9% 8% 5%
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People outcomes

Intention to stay

What this is

This is what your staff intend to do with
their careers in the near future.

Why this is important

In the public sector, we want to attract,
keep, motivate and engage staff.

How to read this

In the survey, we ask staff to tell us if they
intend to leave their organisation, leave
the sector or stay.

If they say they intend to leave, we ask
them to tell us why they want to. They can
select more than one reason.

In descending order, the table shows the
top 10 reasons for leaving.

The bar in the top right may not add up to
100% as it doesn't include people who
intend to retire, or those who answered
'don’t know'.

Example

14% of your staff who did the survey said
they intended to leave.

Of that 14%, 50% said it was from ‘Limited
opportunities to gain further experience at
my organisation’.

People Matter Survey | results

What is your likely career plan for the
next 2 years?

8% 6% 64%
. Leaving your organisation . Leaving the sector Staying

Of those who indicated they’re leaving your organisation (including You Comparator Public
leaving the sector) it was for ... 2021 2021 sector 2021
Limited opportunities to gain further experience at my organisation 50% 31% 33%
Opportunity to broaden experience 44% 40% 40%
Limited future career opportunities at my organisation 42% 33% 42%
Limited developmental/educational opportunities at my organisation 39% 24% 24%
Excessive workload 36% 22% 25%
Limited recognition for doing a good job 33% 36% 32%
Opportunity to seek/take a promotion elsewhere 28% 17% 33%
Better location/reduced travel time 19% 25% 13%
Lack of confidence in senior leadership 19% 36% 34%

17% 18% 26%

Better remuneration
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People outcomes Thinking about the last three months, how often has work made you feel ...
Scorecard: emotional effects of work
What this is

This is the level of positive and negative
feelings experienced by staff in the 3
months before the survey. 62%

Why this is important

Positive feelings can lead to higher
wellbeing and job satisfaction and a lower
chance of burnout.

51% 51%
50%
48%

How to read this

Each label represents a question in the
survey about emotional effects of work.

37%

Each result is the percentage of staff who
said they often, very often or always felt
happy, enthusiastic, worried or miserable
in the past 3 months.

32%

30%

You can compare these with your

. 18% 19%
comparator and the public sector.

17%

Example
In 2021:

«  53% of your staff who did the survey
said work made them feel happy in
2021, which is down from 62% in 2019

Compared to: Happy Enthusiastic Worried Miserable
*  56% of staff at your comparator and
50% of staff across the public sector.

You2019 You2021

lllll Public sector 2021

Comparator 2021
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People outcomes

Scorecard: negative behaviours
What this is

This is how many staff have experienced
negative behaviours at work in the past 12 29%
months.

Why this is important

Negative behaviours can be detrimental to

health and wellbeing as well as

performance and behaviour. -

20%

How to read this

Each label represents a question in the
survey about negative behaviour.

18%

16%

Each result is the percentage of staff who
said they experienced bullying, sexual
harassment, discrimination or violence
and aggression in the past 12 months.

You can compare these with your
comparator and the public sector.

7%

Example
In 2021:
*  29% of your staff who did the survey
stated they experienced ' Violence or

aggression' in the last 12 months
which is up from 16% in 2019. ==

Compared to: Violence or aggression Bullying Sexual harassment Discrimination

6% 6%

4% 4%

«  23% of staff at your comparator and
18% of staff across the public sector.

You2019 You 2021 Comparator 2021 . Public sector 2021

Victori
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People outcomes Have you experienced bullying at
Bullvi work in the last 12 months?
uilying 21% 74% 5%

What this is

This is repeated unreasonable behaviour
directed at an employee that creates a risk
to their health and safety.

Did not experience bullying . Not sure

. Experienced bullying

Why this ic tant If you experienced bullying, what type of bullying You Comparator  Public
Y this Is Importan did you experience? 2021 2021 sector 2021

Bullying can have an immediate and long-

Incivility (e.g. talking down to others, making demeaning remarks, not

fcerm n.egotive impact .on those inyolved, . . 67% 66% 69%
including those who witness bullying. listening to somebody)
How to read this .

Intimidation and/or threats 27% 33% 32%
In the survey, we asked staff to tell us if
they'd experienced bullying at work. Exclusion or isolation 24% 35% 42%
If they did, they could tell us with one or
more answers what they experienced. Verbal abuse 18% 18% 20%
In descending order, the table shows the
answers. Withholding essential information for me to do my job 16% 25% 27%
Example
21% of your staff who did the survey said Other 183% 183% 15%
they experienced bullying.
Of that 21%, 67% said the top type was Being assigned meaningless tasks unrelated to the job 7% 8% 13%

‘Incivility (e.g. talking down to others,
making demeaning remarks, not listening Being given impossible assignment(s) 4% 6% 9%
to somebody)'.

‘ Victorian
People Matter Survey | results W& Public Sector
" Commission g




People outcomes Have you experienced bullying at
. . work in the last 12 months?

Telling someone about the bullying 21% 24% 59

What this is

Did not experience bullying . Not sure

This is if staff told someone when they . Experienced bullying

experienced bullying.

Why this is important Y Y Publi
; Did you tell anyone about the bullying? ou ou Comparator ublic
By understanding how staff report 2019 2021 2021 sector 2021
bullying, organisations can plan how to
support and protect staff. Told a manager 43% 47% 48% 47%
How to read this
40% 36% 42%

In the survey, we asked staff to tell us if Told a colleague 43%
they'd experienced bullying at work.

If they dld, they could tell us with one or Told a fr|end or melly member 33% 35% 28% 34%
more answers who they told about it.
In descending order, the table shows the Told the person the behaviour was not OK 0% 24% 14% 17%
answers.
Example | did not tell anyone about the bullying 20% 1% 13% 12%
21% of your staff who did the survey said . . . .
they experienced bullying, of which Told Human Resources 17% 1% 13% 12%
*  47% said the top way they reported
. . Told someone else 15% 1% 1% 12%
the bullying was 'Told a manager.
*  95% said they didn't submit a formal .
complc:int yd uom r Told employee assistance program (EAP) or peer support 0% 7% 6% 9%
4% 5% 12% 12%

Submitted a formal complaint

‘ Victorian
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People outcomes Did you submit a formal complaint?

Bullying - recsc?ns for not submitting a 59 959
formal complaint
What this is . Submitted formal complaint Did not submit a formal complaint

This is why staff who experienced bullying
chose not to submit a formal complaint.

. . . You You Comparator Public
Why this is important Please tell us why you did not submit a formal complaint? P

2019 2021 2021 sector 2021

By understanding this, organisations can
plan how to support staff. | didn't think it would make a difference 57% 50% 51% 50%

How to read this

In the survey, we asked staff to tell us if | believed there would be negative consequences for my reputation 36% 37% 45% 53%
they'd experienced bullying at work. We

then asked them if they submitted a Other 25% 1% 13% 12%
formal complaint. If they didn't, they could

tell us with one or more answers why not. In | didn't think it was serious enough 0% 19% 13% 16%
descending order, the table shows the top

10 answers. | believed there would be negative consequences for my career 32% 17% 25% 40%
Example

95% of your staff who experienced bullying | didn't need to because | made the bullying stop 7% 183% 7% 7%
did not submit a formal complaint, of

which: | didn't feel safe to report the incident 0% 12% 183% 19%

«  50% said the top reason was 'l didn't
| didn't need to because | no longer had contact with the person(s) who

think it would make a difference'. 14% 6% 6% 8%
bullied me
| thought the complaint process would be embarrassing or difficult 0% 6% 8% 14%
| believed there would be negative consequences for the person | was 5% 49 10% 10%

going to complain about
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People outcomes

Perpetrators of bullying
What this is

This is who staff have said are responsible
for bullying.

Why this is important
Understanding where bullying happens

means organisations can work out what
action to take.

How to read this

In this year’s survey, 21% of your staff said
they experienced bullying.

If they did, they could tell us with one or
more answers who the perpetrator was.

In descending order, the bar chart shows
the perpetrators with the largest number
of responses.

Each row is one perpetrator or group of
perpetrators.

Example

21% of your staff who did the survey said
they experienced bullying.

Of that 21%, 58% said it was by 'Colleague'.

People Matter Survey | results

55 people (21% of staff) experienced bullying (You2021)

Colleague

A more senior manager than my
manager

My immediate manager or supervisor
Group of colleagues

Member of the public

Someone | supervise or manage

A volunteer with my organisation

Client/ customer/ patient/ stakeholder

Member of your household

58%
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People outcomes

Frequency of bullying

What this is

This is how often staff experienced
bullying.

Why this is important
Understanding how often bullying

happens means organisations can work
out what action to take.

How to read this

In this year’s survey, 21% of your staff said
they experienced bullying.

If they did, they could tell us how often they
experienced this behaviour.

Example

21% of your staff who did the survey said
they experienced bullying.

Of that 21%, 4% said it was 'At least once a
day'.

People Matter Survey | results

How often have you experienced bullying? (You2021)

At least once a day

Once every few days

Once a week

Once a month

Less than once a month

51%
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People outcomes Have you experienced sexual
s Ih ¢ harassment at work in the last 12
exual harassmen months? 6% 94%
What this is
This is non-consensual or unwelcome EE Experienced sexual harassment Did not experience sexual harassment
sexual behaviour that could cause an
employee to feel offended, humiliated or v v c ¢ Publi
intimidated. Behaviours reported ou ou omparator ublie
o P 2019 2021 2021 sector 2021

Why this is important
Sexual harassment can have an Sexually suggestive comments or jokes that made you feel offended (in 22% 20% 539 54%
immediate and long-term negative impact either a group or one on one situation) ° ° ° °
on those involved, including those who Intrusive questions about your private life or comments about your
witness sexual harassment. . 58% 33% 45% 50%

physical appearance
How to read this
In the survey, we asked staff to tell us if Inappropriate staring or leering that made you feel intimidated MN% 33% 14% 15%
they’d experienced sexual harassment at _ hvsical - eludi brief phvsical
work. Inappropriate physical contact (including momentary or brief physica 5% 20% 20% 17%

. . contact)
If they did, they could tell us with one or
more answers what they experienced. Unwelcome touching, hugging, cornering or kissing 16% 7% 183% 14%
In descending order, the table shows the
top 10 answers. Repeated or inappropriate advances on email, social networking
. . 5% 0% 1% 3%

Example websites or internet chat rooms by a work colleague
6% of your staff who did the survey said Sexually explicit email or SMS message 5% 0% 2% 1%
they experienced sexual harassment.
Of those, 40% said the top type was Any other unwelcome conduct of a sexual nature 0% 0% 1% 7%
'Sexually suggestive comments or jokes
that made you feel offendgd (in either a Repeated or inappropriate invitations to go out on dates 0% 0% 2% 3%
group or one on one situation)'.

Request or pressure for sex or other sexual acts 0% 0% 2% 1%

Commission

People Matter Survey | results “r’ ‘I:L‘:;?:ig:ctor v:




People outcomes

Response to sexual harassment
What this is

This is how staff responded when they
experienced sexual harassment.

Why this is important
How staff respond when they experience

sexual harassment may help organisations
work out what action they need to take.

How to read this

In the survey, we asked staff to tell us if
they’'d experienced sexual harassment at
work.

If they did, they could tell us with one or
more answers how they responded.

In descending order, the table shows the
top 10 responses.

Example

6% of your staff who did the survey said
they experienced sexual harassment.

Of those, 40% said their top response was
'Pretended it didn't bother you'.

People Matter Survey | results

Have you experienced sexual
harassment at work in the last 12

months? 6%

. Experienced sexual harassment

94%

Did not experience sexual harassment

When the harassment happened to you, did you respond in any of You You Comparator Public
the following ways? 2019 2021 2021 sector 2021
Pretended it didn't bother you 37% 40% 45% 45%
Avoided the person(s) by staying away from them 21% 33% 31% 36%
Told the person the behaviour was not OK 42% 33% 34% 31%
Tried to laugh it off or forget about it 26% 33% 48% A%
Told a colleague 5% 27% 23% 29%
Avoided locations where the behaviour might occur 16% 20% 19% 13%
Told a friend or family member 1% 20% 20% 21%
Told a manager 1% 13% 17% 20%
Told Human Resources M% 7% 6% 3%
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People outcomes Did you submit a formal complaint?

Sexual harassment - reasons for not 100%
submitting a formal complaint
What this is . Submitted formal complaint Did not submit a formal complaint

This is why staff who experienced sexual
harassment chose not to submit a formal

. You You Comparator Public
complaint. Please tell us why you did not submit a formal complaint?

o |84 P 2019 2021 2021 sector 2021
Why this is important
By understanding this, organisations can | didn't think it was serious enough 0% 53% 37% 45%
work out what action to take.
How to read this | didn't think it would make a difference 50% 47% 33% 39%
In the survey, we asked staff to tell us if
they'd experienced sexual harassment at | believed there would be negative consequences for my reputation 39% 27% 31% 33%
work. We then asked them if they
submitted a formal complaint. If they did | didn't need to because | made the harassment stop 28% 20% 6% 12%
not, they could tell us with one or more
answers why not. In descending order, the | believed there would be negative consequences for my career 22% 13% 20% 21%
table shows the top 10 answers.
Example Other 22% 13% 14% 7%
100% of your staff who experienced sexual
harassment did not submit a formal | didn't need to because | no longer had contact with the person(s) who 0% 2% 4% 9%

complaint, of which: harassed me

*  53% said the top reason was 'l didn't
think it was serious enough'.

Commission
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People outcomes

Perpetrators of sexual harassment
What this is

15 people (6% of staff) experienced sexual harassment (You2021)

This is who staff have said are responsible Colleague S3%
for sexual harassment.
Why this is important Client/customer/patient/stakeholder

Understanding where harassment
happens means organisations can work
out what action to take.

Group of colleagues

How to read this
A more senior manager than my 0%

In this year's survey, 6% of your staff said
manager

they experienced sexual harassment.
If they did, they could tell us with one or A volunteer with my organisation 0%
more answers who the perpetrator was.
In descending order, the bar chart shows Member of the public 0%

the perpetrators with the largest number
of responses.

. Member of your household °
Each row is one perpetrator or group of 4 0%
perpetrators.
Example My immediate manager or supervisor 0%

6% of your staff who did the survey said
they experienced sexual harassment. Someone | supervise or manage 0%
Of that 6%, 53% said it was by 'Colleague’.

Victori
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People outcomes

Frequency of sexual harassment

How often have you experienced the behaviour(s)? (You2021)

What this is
This is how often staff experienced sexual At least once a day 7%
harassment.
Why this is important Once every few days 7%

Understanding the frequency staff
experienced sexual harassment may help
organisations work out what action to
take.

How to read this

Once a week 7%

Once a month

In this year’s survey, 6% of your staff said

they experienced sexual harassment. Less than once a month 60%

If they did, they could tell us how often they
experienced this behaviour.

The graph shows how often staff were
experiencing sexual harassment.
Example

6% of your staff who did the survey said
they experienced sexual harassment.

Of that 6%, 7% said it was 'At least once a
day’.
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People outcomes

Discrimination
What this is

Discrimination is when a person treats, or
proposes to treat, a person unfavourably
because of their personal characteristics,
such as their age or gender, or other
attributes.

Why this is important

Staff expect to have a safe and inclusive
working environment to work in that is free
of discrimination.

Why there is no data here

We've not published the results for this
section because less than 10 people said
they experienced discrimination.

We do this to protect the respondents.

People Matter Survey | results
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Negative behaviour Have you experienced violence or
aggression at work in the last 12

Violence and aggression

months? 29% 69% 2%

What this is

This is when staff are abused, threatened . Experienced violence or aggression Did not experience violence or aggression . Not sure
or assaulted in a situation related to their

work.

If you experienced violence or aggression,

Why this is important . . You Comparator Public
what type did you experience?

Violence and aggression can have an 2021 2021 sector 2021

immediate and long-term negative impact

of those involved, including those who Abusive language 76% 78% 81%

witness violence and aggression.

How to read this Intimidating behaviour 46% 57% 69%

In the survey, we asked staff to tell us if

they’d experienced Violence or Gggression. PhyS|CGI OSSOUH: (eg Sp|tt|ng, h|tt|ng, punching, pushing, trlpplng, 37% 36% 28%

If they did, they could tell us with one or grabbing, throwing objects)

more answers what they experienced. Thre