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EXECUTIVE SUMMARY

The response rate for this survey was 86.4%. This s very positive compared to industry standards, and higher
than the 83% response rate for the 2008 survey.

Key results show that:

®  DPMC continues to be a high performing organisation. Scores have trended upwards, compared with two
years ago. Government House scores In particular have risen significantly.

®  DPMC staff are engaged in four important areas: they take pride In their organisation, they are satisfied
with their leaders, they get opportunities to perform at work and their performance Is recognised and
acknowledged. In two key areas, staff (on.average) are less engaged: the organisation offers limited
prospects for professional growth and work environments are not as positive as they could be.

®  The Policy Advisory Group s the most engaged business unit, followed by the Cabinet Office, Corporate
Services, Government House, the National Assessments Bureau (NAB)! and the Domestic and External
Security Group (DESG).

B Youngest (< 29 years) and oldest (60+ years) staff members are the most engaged. Those aged 30-59
years are less engaged.

®  Women are slightly more engaged than men; however, there is little practical gender difference in climate
factor ratings.

®  The biggest opportunity to enhance the DPMC's effectiveness and staff engagement overall will be achieved
by improving Drive and Alignment. Within these scales, specific areas for attention are workload,
particularly in the NAB and the DESG. Another area for attention Is creating opportunities for stretch and
advancement within the organisation — this applies in particular to Corporate Services, NAB and DESG.

1 The EAB (External Assessments Bureau) has recently changed its name to NAB (National Assessments Bureau); charts refer to EAB, this is
the same business unit as NAB. G R
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INTRODUCTION
Employee Engagement

Employee engagement is a heightened connection between employees and their work, their organisation, or the
people they work for or with. Engaged employees find personal meaning in their work, take pride in what they
do and where they do it, and believe that their organization values them.

Common themes that emerge when researchers discuss engaged employees go beyond basic job satisfaction to
employees finding personal meaning in their work, taking pride in what they do and where they do it, and feeling
that their organisation values them.

The greater an employee’s engagement, the more likely it is that the employee will go-above and beyond the
minimum that is required to perform their job, expending discretionary effort to provide excellent performance.

Climate

Climate is used to describe the collective appreciation of values, beliefs and behaviours which distinguish
the organisation through shared perceptions of aspects of organisational practices. This includes
attitudes and feelings about management, the mission, work and job tasks.

This engagement and climate survey helps the DPMC to focus on key people related factors, to identify
strengths and weakness and to plan improvements. Importantly, a climate survey provides a common
language with which to discuss the beliefs and behaviours of the organisation’s members.

The DPMC surveyed staff in 2010 to:

= Gauge the degree of change that has occurred since the last climate survey in 2008;

- Evaluate the efficacy of action plans that arose from the senior management team workshop
conducted following the 2008 climate survey; .

» To assist deciding on new priorities for action and devise a plan for moving forward.
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ENGAGEMENT

This is the first time this measure of engagement has been applied to the DPMC.

We classify an employee as “engaged” if the employee achleves an engagement score of 64 or more on a 5-point
scale. '

We dlassify employees who score between 64 and 48 - neutrality - as “somewhat engaged”, We classify
employees who score less than 48 (that Is, they achieve less than neutrality for each question) as "not engaged.

These categories are shown in the figure below.

Figure 1: Employee Engagement
Scoring Methadology

MotEngaged Bomewhat Engaged
Engaged
L ! 2 E A 8
¥  — § + e = ValU2 for each response
Strongly Cluagrea Cagrme  MNeither Agrea nor Cengres Agrest Agre=
} | - § t- {= 14 question scale
" Iz 4 L X L
Not Engaged
9%

The chart on the right shows that the majority
(91%) of DPMC employees are engaged at the
positive end of the scale; further, most of
these are ‘engaged’ rather than ‘somewhat
engaged’. <&

9% of DPMC staff are not engaged. Somewhat Engaged
34%
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Sub-Scale Scores

Each sub-scale has a maximum average score of 5.

Pride in one’s work or workplace, The first theme in Winsborough'’s employee engagement scale is the pride
that employees have in their work and/ or in their organization. In order to develop a higher .
emotional connection to the organization, an employee must have some degree of pride in his or her work or the
mission of the organization.

DPMC score: 4.5

Satisfaction with leadership. The second theme is satisfaction with supervision and leadership. First-line
supervisors play a critical role in the dally lives of employees, from assigning work to evaluating performance, so
it should not be surprising that they have an important effect on employee engagement. Likewise, managers at
higher levels, tasked with developing the vision toward which the agency strives, can also affect employee
engagement. :

DPMC score: 4.2

Opportunity to perform well at work. The opportunity to perform well and have access to resources
necessary for success is a key driver of efficacy — the feeling of contributing at one’s best.
DPMC score: 4.1

Satisfaction with the recognition received. Recognition is central to any discussion of employee
engagement. Recognition may take the form of monetary or non-monetary awards, or a simple acknowledgement
of a job well done. Whatever the methad, recognition systems encompass a number of variables that are all
important for maintaining high levels of employee engagement, including communication and respect.

DPMC score: 4.0

Prospect for future personal and professional growth. The prospect for future growth within the
organization also has a role to play in employee engagement. Growth can occur when employees are given the
opportunity to learn new skill sets, or improve current ones; participate in different types of assignments;
exercise leadership roles within teams; or rotate to different parts of the organization.

DPMC score: 2.8

Positive work and team environment. The general work environment has an important influence on
employee engagement as it may or may not foster cooperative attitudes and respectful treatment. Employees
connected to teams regularly report higher levels of engagement.

DPMC score: 3.9
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Comparison of DPMC sub-scales with Winsborough Benchmark

The DPMC scores higher or the same as the Winsborough engagement benchmark? for all but one sub-scale.
DPMC staff score significantly higher in four areas:

e  Pride in your workplace

e Satisfaction with leadership

e Opportunity to excel at work

e Recognition and reward

On positive team work, DPMC staff rate their organisation as well as other New Zealanders. That Is, they
perceive co-operation, enthusiasm and their ability to have input into decisions that affect them, to be about the
same as most organisations.

The one area in which DPMC staff rate their organisation lower is professional growth. On average, DPMC staff
percelve that the challenges they face at work foster thelr development to a lower extent than staff in other
organisations.

>0 . : T = DPMG
45 —8—Benchmark
4.5 5 Engaged
o
o
[&] .
a 4.0
[0}
(o)
& a5 Somewhat
e Engaged
L .
3.0
25
Pride in your - Satisfaction Opportunity ~Recognition Future Positive team
workplace with toexcelat andreward personal and work
' Leadership work, professional  environment
) growth

2 This benchmark Is made up of more than 500 professional working New Zealanders
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The Winsborough Model of Climate

The Winsborough organisational climate model describes four foundations of an effective organisational culture.
Higher scores are associated with greater success. The four foundations are:

Clarity

Clarity describes the extent to which the organisation collectively understands and articulates its purpose, goals
and core operating principles. Good organisations have widely shared understanding of all three factors at all
levels. Clarity is split into three factors: Values, Roles and Clear Direction.

Drive

Drive describes the energy an organisation develops and harnesses to realise its vision. High performing
organisations value managers who display energy, set clear performance expectations and are oriented towards
results. Achievement is rewarded fairly and individuals embrace opportunities for innovation and growth. Drive is
split into five factors: Achievement Orientation, Manager Support, Rewards, Challenge and Opportunities and
Innovation.

Alighment

Alignment measures how well processes, systems and structures support high performance. Staff perceive
communication to be effective, workloads to be appropriate and see a culture of cooperative effort. Good
organisations channel their direction and drive through effective organisational design. Alignment is split into four
factors: Flexibility and Structure, Communication, Co-operation and Workload.

Confidence

Confident organisations display a strong belief in their own efficacy —that is, they can overcome setbacks to
deliver results and achieve their vision. In part this is a result of Clarity, Drive and Alignment — but confidence
speaks of inbuilt optimism, an outward focus and a deeper, shared sense of worth. Confidence is split into three
factors: Affect and Morale, Business Unit Efficacy and Organisational Efficacy.
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ORGANISATIONAL RESULTS

@ 2005
2006
2008
@2010
6
Snapshot of DPMC
Failing Poor Adeguate Good Praclice Ouistanding

For the third year running, DPMC has continued to achieve “gutstanding” in the area of Clarity. This Indicates
that staff understand what the DPMC's values and standards are, they understand what they are supposed to do
and achieve in their role; and how they contribute to the DPMC's purpose.

Tt is heartening to see that DPMC results have stayed the same, or lifted, in the economically difficult two years
since 2008. Confidence, notably, has lifted to 2006 levels and remains at “good practice” level. Once again, this
indicates that the DPMC's staff believe that they and their business units have what they need to succeed.

Slightly lower, Drive and Alignment are also in the “good practice” range. The Drive result indicates that the
_ organisation and its members are oriented towards achieving results. The Alignment score indicates that staff co-
operate with each other and that information flows are generally good.
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The descriptions that reflect the results of the DPMC in 2010 are highlighted in red below.

{ AN 3 ; v
| '.I.I|'|I.‘,f‘ J
e - —————— e z

Outstanding

Good Practice

Adequate

' ‘Poor/Failing

|| Purpose, values

Purpose, values
and roles are
clear to all and
widely
understood.
People know
what they have
todo to be
successful.

! and roles are
' understood and
|l used for

|| advantage in the
|| organisation.

|| Opportunity exists

| to create better
! links between
| these three levers.

Purpose, values
and roles are not
clearly articulated
at all levels in the
organisation.
Shared
understanding is
missing.

‘ Conﬂlct or apathy
i_govern staff

i responses to

| direction and

| principles. The

: organisation pulls
{in different

‘r directions.

|| The

Leaders set high
standards and
model the actions
to achieve them.
Staff embrace
challenge and
opportunity. A
true performance
culture exists.

organisation has |
the building
blocks of a
performance

i culture.,
Rewards extend
| /| beyond

| | financial. ;
| Innovation i |s

|| seen as

I lmpoﬂtant

Tasks are achieved
but improvements
are coincidental
rather than
planned. Poor
performance may
be tolerated.

]
|

)

Leaders fEll| to set
.l challenges or deal
/| with perfarmance
| issties. Tnnovation
| is rare,

b

11 Confidence

The organisation is
finely tuned to
underpin high
performance.
Processes are
efficient and
communications
and interaction
effective.

creatmg

‘| organisatmnal
' ibi

‘ ity,
| underpmned by
*.good

i.communication.

il ’ ‘Cooperation
-‘ across the
| business is

| occurring.

The structure has
evolved more than
is planned.
Processes and
systems need
renewal.
Cooperation may
occur but does not
always result in
better
performance

Processes,

!| systems and

|| structures hinder
'| rather than

‘| support success.

|{ Workloads are

| inappropriate and

/| cooperation rare.
H
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The organisation
sees itself
(accurately) as
effective and
efficient. Staff
believe in its
future success and
are.confident of
doing well, Morale
is high.

.| Structures aref | |

| Staff have a ;
 belief the ;
| arganisation can |
{ succeed and ‘
 their unitis ‘
i effective. }
Morale is ,
% jpositive.
' Improvementin ’
_  the other factors | '
fwill improve thls |
t result further, |

Confidence exists
in some teams but
not throughout the
organisation,
Morale is patchy.

|i Morale is low.
|| Staff doubt thelr

|| callective abllity to
| effect success.

|
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Details of the Survey

This part of the report explores the results of the survey in detail. It is organised in two sections

with the new Engagement Survey; Section 2 deals with the Climate Survey.

Section 1: Engagement Survey

Engagement by Business Unit

: Section 1 deals

@ Policy Advisory Group (n = 14)

M@ Government House (n =20)

MExternal Assessments Bureau (n = 26)
ODomestlc and External Security Group (n =8)
OCorporate Services (n = 18)

@ Cabinet Office (n = 21)

i

,_qul'_ll\te team work

: Future personal and (i
‘professional growth |,

Recognition and reward [F====m

environment

1.0 2.0

Not Engaged

3.0 4.0
Somewhal
Engaged Engaged

The Policy Advisofy Group Is the most engaged business unit, followed by the Cabinet Office.

5.0

Staff in Corporate Services are slightly more engaged than those in Government House. These Business Units are
closely. followed by the National Assessments Bureau. (The one area of exception for the NAB (EAB) is positive
team environment, in which scores were lower).

The Domestic and External Security Group scored somewhat lower in all areas of engagement apart from

personal and professional growth.
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Engagement by Age

environment

W60+ yrs (n=14)
m50-59 yrs (n =20
040-49 yrs (n = 36)
[39-39 yrs (n=13)
E<29yrs {n=18)

Future personal and
professional growth

Recognition and reward

|

Positive team work =

Opportunity to excel at work

Sf‘a'tl;ri!adtioﬂ with Leadership

[ Y YO

[

2.0
Not Fngaged

1.0

5.0

Somewhat
Engaged

Engaged

The two most engaged groups are the over-60's and the under-30's.

The next most engaged groups are those in their 30's,
50's.

followed by those in their 40's and finally, those in their

Note that the two groups with the lowest overall engagement scores (those aged 40-59 years) make up 55% of

the organisation.
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Engagement by Gender

Somewhat
Not Engaged 7 Engaged Engaged

Although the difference is small, the trenq:jéj;_hat women in the DPMC are consistently more engaged than men
in all but one area: personal and plr'dfe_’g{s‘igr)'al growth, where they are about equal.
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Section 2: Climate Survey

Organisational Scorecard — Climate Faciors

The chart below shows the average score for each of the climate factors across the DPMC in 2010 (the coloured
bars), compared with 2008 (the grey bars).

Values
Roles Cclarty
Clear Direction
i - Achievement Orientation
1 Managet Support
Rewards Drive
Challenge and Opportunities

Innovation

Flexibility and Structure [

Communication 2008

, : Alfgrasid
Co-operation
Workload
: -. Affect and Morale [
Business Unit Efficacy e Confidence

. Organisational Efficacy [

Integrity

EEO

1.00 - 2.00 3.00 4.00 5.00 6.00

Fa?]ing Poor Adeguaie Good Praciice Duistanding

Almost all factors on the organisational scorecard have risen over the past two years. Notably, a//factors
in Drive and Confidence have risen and all but one factor in Clarity and Alignment have risen. This
indicates that the DPMC is continuing to push ahead in Important areas such as achievement orientation,
manager support, co-operation and role clarity.

Integrity and EEO remain In the “outstanding practice” area and have risen further, indicating employeas
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consistently demonstrate honesty and ‘walk the talk’; staff perceive there is very little harassment or
bullying at DPMC.

Only two factors fell slightly compared to two years ago: dlear direction and communication.

Challenge and Opportunities, and Rewards, have increased. This is encouraging, especially as these were

areas of focus from the last climate survey. We note they are lower than 2006 levels,

A breakdown of the two items in Rewards (below) reveals that DPMC staff feel recognised and
acknowledged for their work but that high performance is not necessarily seen as being rewarded or
incentivised financially or by other more concrete means.

Il ]

| |

High performers
are rewarded

loyees here

(e raised and

. [ recognised
pee when they|do a
go'od'joj[b

3 4 5 6
Failing Poor Adequate  Good Practice Outstanding

Y
N 4
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Gender Scorecard

[ Men
EWomen

Achievement Qrientation
i

Challenge and Opﬂonrlunitles

|
Flexibility and Structure

Business Urilt Effiéacy -

Organlsational Efficacy

CIeai‘Direction e i s

Manager Support

i
i Rewards
l;nnovation

(:omnfwnication
Cog-operatlon -

Workload s :

Affect a:nd Morale S

' i Integrity

Values

Roles [

Drive

Aligrnumsni

Confidence

EEQ [Cee——

Failing

Poor

G -

Adeguate Gouovl Practice Ogﬁfandmg

Women and men tend to rate the DPMC about equal in terms of Clarity and Drive, apart from two areas: men
perceive that the DPMC offers more rewards and opportunities.

Men rate the DPMC high on Alignment, apart from the area of workload, in which women rate it higher (that is,

men feel more overworked than women).

There is little gender difference in perceptions of efficacy.

Interestingly, men rate the DPMC higher on Integrity and EEO than women, although both rate this in the

outstanding area.

<o
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Age Snapshot

i

 mB0:69yrs (n=14)

I
|
|
!
I
|
|

Values
Roles

CltTlar Direction

: A'chle"\‘r'emen] Orientation'

Manager Support

Rewards
Challenge and Opportut

Innovation

Flexibllity and Structure |esss=

Communication

Jo-upe’rallon

Aﬂej and Morale

Business UniiiEi!]cécy '

Organisatidnal Eiflcacy

Integrity

Workload . [&=

EEO |[&

Clarity

Drive

Alignmani

Confidence

Failing

3
Poor Adeguate

Good Praclice

Qutstanding

On average, the largest age group (40—59 year olds) rate the DPMC the highest on most climate factors, followed
by those who are 39 years old or less. Those who are 60 and over rate it the lowest.
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THE ELEMENTS OF CLIMATE
Clarity

Clarity describes the extent to which the organisation collectively understands and articulates its purpose, goals
and core operating principles. Good organisations have widely shared understanding of all three factors that
make up this element.

Roles | Lharity D
Clear Direction 2002
Failing Poor Adeguate Good Praciice Outstanding

Values is in the “outstanding practice” area. Roles is on the cusp of outstanding, and Clear Direction has fallen.

As In 2008, the two statements holding these factors back are:
° The organisation is careful to ensure there is no unnecessary duplication of tasks {Roles); and
° People in this organisation have a good understanding of its long term direction (Clear Direction).

Lower scores on the 2™ statement may be related to the change in government. The low scores for the first
statement indicate that staff believe it is possible some duplication of tasks may be taking place.

Drive

Drive describes the energy an organisation develops and harnesses to realise its vision. High performing
organisations value managers who display energy, set clear performance expectations and are oriented towards
results. Achievement Is rewarded fairly and individuals embrace opportunities for innovation and growth.

-I_

: gcmeummt Orientation |— D
i Manager Support ——— 1 _—
| Diive
Chaflenge and Opportunities ———1— :
Innovation —
i Paor Adequate Good Practice Qutstanding

All elements of Drive have risen, compared to 2008, All are in the “good practice” area apart from Challenge and
Opportunities which is “adequate”. In 2006, this was at the “good practice” level.

o
(o’
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Alignment

Alignment measures how well processes, systems and structures support high performance. In good
organisations, staff perceive communication to be effective, workloads to be appropriate and see a culture of
cooperative effort. Good organisations channel their direction and drive through effective organisational design.

iy TSt [

cnmm'it:ﬂﬁnn E ’-
| E e Adfgirment D
Cooperation [
pe 2008
Waoridoad = |
3. 3 | 3
Failing Poor Adequate Good Practice Ouistanding

Three factors of Alignment have risen since 2008; one factor, communication, has decreased slightly.

Confidence

Confident organisations display a strong belief In thelr own efficacy — that Is, they can overcome setbacks to
deliver results and achieve their vision. In part this is a result of *Clarity’, ‘Drive’ and ‘Alignment’ ~ but confidence
speaks of inbuilt optimism, an outward focus and a deeper, shared sense of worth.

\ Caniidence I:‘
I ZB%B

Failing Poor Adegualte Goodl Practice Outstanding

All factors in Confidence have lifted slightly, compared to two years ago. They remain in the “good practice”
area.

WINSBORQUGH LIMITED  improving performance 2'




OUTCOMES

Effectiveness

In situations where hard outcome data Is not available, staff perceptions of organisational and business unit
effectiveness are valuable. The people who see the organisation and business unit as effective are typically those
who want to do more and are more committed.

Two .questions assessed the organisation’s overall effectiveness through the eyes of its employees, The
information from these questions Is presented graphically below.

Organisational Effectiveness

70%
60% ..
50% More than 60% of respondents believe the
organisation Is performing at or above 80%
40% |- effectiveness. 89% of respondents believe it Is
i performing above 60% effectiveness. 7% of staff
S believe the DPMC is performing below this level. 5
oo, JEXERERE e & e R people did not respond to this question
0% Aot s e e
0% .

0-19%  20-39% 40-59% 60-79% 80-100% . Missing

Business Unit Effectiveness

70%

L R S 62% of respondents believe their business unit is

performing at or above 80% effectiveness, 88%
believe it is mare than 60% effective. 9% of staff
believe their business units are less effective than this.
4 people did not respond to this question.

50% 4 .'....._...._ e aE s eemsseasa
40% 4 - o -

30% '
20% 1+

10% 1~

0% +

0-19% 20-39% 40-59% 60-79% 80-100% Missing
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Leaver Analysis

TR [ s e [ e ekl AT e AR A l
l Tintend to leave i I am actively looking at leaving || It wouldn’t take much for me to
within the next 12 || the organisation and will leave as || leave this organisation right now |
months I soon as I can ; { : i, 1
2010 21% | . 28% . 3% (T
e T |
2008 32% | 23% \ AL

About 20% to 25% of DPMC employees are considering leaving, with about half of these people (10-13% of staff
overall) thinking moderately to strongly about leaving. These figures are lower compared with-past DPMC
Climate Surveys and reflect the lower worker turnover rate in New Zealand, as a result of the economic
downturn. Worker turnover in New Zealand was 14.7% in the December 2008 quarter, the lowest it has been for

a decade®.

All those who agreed (strongly through to slightly) have been included In the categories above. Breakdowns of
responses are shown below. Eight people (who answered the rest of the survey) did not answer questions about

intentions to leave.
I am actively looking at leaving this organisation as soon as | can
Strongly agree
18%
Slightly agree

46%
| intend to leave this organisation within the next 12 months

Moderately agree

36% Strongly agree

35%

Slightly agree
39%

1t wouldn't take much for me to leave this organisation right now Moderatey agree
26%

Strongly agree

14%

i Moderately agree

Slightly agree 21%

65%

3 gource: NZ Statistics Linked Employer-Employee Data (LEED).

£ g 1
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Reasons for Leaving

Main themes in written comments included: low pay rates for responsibility and a lack of opportunity to advance
within the organisation. Other reasons given included better opportunities elsewhere, underresourcing, workload
and lack of staff.

Examples of comments include: “ack of required staffyteam to perform effectively and little peer support.. Poor
communication between members of my business unit”; “unclear expectations and seemingly random diistribution
of tasks. Limited ability to influence process of change going on’; "I've lost the passion I had for the role. I was
looking forward and it was my goal to be here but drcumstances beyond my control have devalued my role so I
know it is the right time to move on”; “unable to work with my manager”.

Reasons to Stay

Themes in response to this question were about better remuneration and pay increments for experience and jobs
well done, parity for similar roles between business units and removal of distractions'and low-level tasks from
roles. Other comments included: “a return to a team environment” and “working less hours".

Examples of comments include: “increase of staff within my team. A more realistic expeclation from
management as to expected delivery with current staff numbers. More open communication in and out of
business hours”: “very little, just good management practices and a focused approach” “a manager who would
appreciate my work and also those of my colleagues. To be given credijt for doing a job over and beyond my

role”,

. , e 4
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Employee Motivator Analysis

WINSBOROUGH LIMITED

improving performance

2D




The graph below show the importance of different motivators to DPMC staff. It can be clearly seen that having
meaningful and challenging work, achieving good work life balance, and salary are of paramount importance to
the DPMC employees.

Status and job title |EE—=—=
rewards in addition to pay !’77#
Physical environment of workplace C,,_
Physical location of workplace
Training and development |
Tools and resources to be effective [t 7
Friendships at Work' [EEms
Mentoring and support L—_
Career development I
Opportunities to advance.
Degree of autonomy i
The chance to use the full range of my skills
Recognition and feedback
Salary ’
Work-life balance |[Tmes e T T : | s g
Challenge In my work A AR Tt
Meaningful work

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

Percentage whao identify as a motivator
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THE MAKE-UP OF DPMC

Gender

The DPMC currently has an equal gender split. This
contrasts slightly with two years ago when 61% of staff
were female,

Age

The largest age group remains the 40-49 year olds who
continue to make up a third of the staff, 33% of the staff
are 50 years or older, similar to figures from two years ago.
This contrasts with 45% who were 50 or older four years
ago, Indicating that a humber of older people left and were
replaced by those In mid-career.

Employee Type

10% of the DPMC staff work part time and 90% full time. These proportions are unchanged from two years ago.

o
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Years with DPMC

Missing
3%

Years in Current Role

10+ Missing
Q% 204, <1

Business Unit

Domestic and External Security
7%

More staff appear to be staying somewhat longer with the
DPMC. The proportion of new staff who have been with
the organisation for 1-2 years (11%) is much lower than
that reported 2 years ago (27%). 25% of current staff
have been with the organisation for between 2 and 4
years, compared with 14% two years ago.

The proportion of staff who have been In their role for 1-2
years (15%) has almost halved, compared to two years ago
(29%). The proportion of staff who have been doing the
same job for 3-4 years has increased dramatically, from 3%
two years ago to 13% at present. This indicates that staff
who may have previously moved on are tending to stay
somewhat longer. This could reflect the economic downturn.

Government House

External Assessments Bureau
23%

Corporate Setvices
17%

{ Palicy Advisory Group

Due to the current renovations, the staff
numbers at Government House have
shrunk somewhat (19%), compared to two
years ago when they made up quarter of all
DPMC staff. Other proportions remain

4%
L approximately the same.

Cabinet Office
20%
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