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Employees and staff

The terms staff and employees are often used interchangeably however have slightly different
meanings. Staff typically denotes an organisation’s entire workforce (including contingent workers,
VMOs, volunteers) whereas employees are those who have been employed to perform a certain job
or duty'. To this regard, staff may be seen as a more inclusive term than employee.

Employee Value Proposition (EVP)

The employee value proposition (EVP) clearly articulates the “give and get” that defines an employer-
employee relationship at a particular organisation. It establishes the expectations for performance
and behaviour and the rewards for meeting them, which might include financial compensation,
professional development opportunities, work/life balance, a sense of belonging or purpose, or
anything else employees stand to gain in the organisation?.

Health agency (HA)

Throughout the project, the term Health Agency has been used as the most inclusive term for the 27
organisations that make up NSW Health. HA includes Local Health Districts, Speciality Health
Networks, Statewide/Specialist Health Services and Pillar Organisations.

Human Resources (HR)

Human Resources, or HR, is a well-known term to describe the department responsible for managing
the employee life cycle and associated activities typically including recruiting, hiring, onboarding,
training, performance management, administering benefits, compensation and offboarding
employees. The term People and Culture (P&C) is a broader concept to describe the management of
an organisation’s staff by placing the employee first. This recognises the elevation of People and
Culture as a profession and the alignment of ‘people’ practices into the organisation strategy and is
becoming increasingly common as organisations embrace the employee value.® The term recognises
a shift away from a transactional focus and signhals to employees a greater value on their role and
contribution. ‘People and Culture’ has been adopted in the PCFH.

Human Resources Business Partner (HRBP)

The HRBP is a strategic partnering role within P&C teams. Traditionally the HRBP is a professional
with extensive HR experience who works closely with the business to support organisational goals
by advising and supporting managers on strategic issues and helping them implement high-
performing, integrated HR practices. They are the link between HR and the business and should not
have any administrative duties or case management responsibilities. The acronym is commonly used.

Lead Design Team (LDT)

The project LDT co-desighed and established the project methodology. The LDT comprises the PwC
consultants and the Ministry project team.

People and Culture Business Partner/ People Partner (PCBP)

PCBP is an emerging name for the HRBP role in recognition of the transition from a transactional HR
mindset to a strategic and consultative people and culture approach. A PCBP partners with the
business across all functions of people and culture, a more expansive term reflective of how this role
is strategically aligned to the agency priorities through effective workforce management and
delivery of services to support the employee lifecycle.

' Ref: Staff vs Employee: Definitions, Differences & Benefits - LMS Hero
2 Ref: Harvard Business Review, 2022.
3 Ref: Forbes, 2023.
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People and Culture Functions

Functions refer to the services that are provided by P&C. While structures in agencies vary the
breadth of P&C functions should be provided to agency staff, regardless of the organisation of teams
in structures.

Pillar organisations (Pillars)

Are support agencies within NSW Health who provide specialised services to support the aims and
objectives of NSW Health. They are the Agency for Clinical Innovation, Bureau of Health Information,
Cancer Institute NSW, Clinical Excellence Commission and the Health Education and Training
Institute.

Shared-Services

Shared services include the existing shared service model within NSW Health and for the purposes
of the review and recommended model, also incorporates virtual teams of P&C staff who may come
together to provide support to or to deliver a system led activity.

Staff experience; employee experience; customer experience

In the context of P&C teams, there are different lenses for user experience. On one hand, the
customer experience of the HA staff in relation to the customer service offerings of the P&C service
considers were they treated well, served in a timely manner, were their enquiries met etc. On the
other hand, one of the roles of the P&C teams is as the custodians of the employee experience, which
is the lived experiences of employees throughout their employee journey within the organisation. To
this regard, NSW Health refers to employee experience as ‘staff experience’ to include the whole
workforce, paid and unpaid (See Employees and staff). Within the context of this project, there are
recommendations that relate to building the capabilities and practices of P&C teams in terms of
customer experience, as well as building the capabilities and practices of P&C teams in terms of the
employee experience. It is important that these terms are not used interchangeably.

System-led

The project has adopted the phrase ‘system-led’ to describe sets of initiatives and/or activities
currently performed by P&C teams in isolation, that could be undertaken at a system level. This may
in turn be centrally performed or performed locally but under the direction of a system-wide
approach recommended by a Centre of Excellence. It may also refer to the centralisation of an
activity or set of activities. System-led initiatives will create capacity through the reduction in
duplication, simplification, centralisation and/or automation of various activities currently performed
by P&C teams. The Directors of People and Culture have agreed on the system-led activities
identified in this report.

Use of ‘People and Culture’ (P&C)

There is no consistent naming convention for People and Culture services across NSW Health. The
use of ‘human resources’ can be used to describe the full array of people related services, however
in NSW Health Human Resources has a specific and discrete function. The PCFH has adopted the
terminology of ‘people and culture’ reflective of the human-centred nature of the profession and
more aligned with leading practice. It is not meant to exclude teams who do not use this name.
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https://orion-partners.com/wp-content/uploads/Orion_UlrichSurveyDocument_FINAL_AMENDv2.pdf
https://www.sciencedirect.com/science/article/pii/S1053482220300644
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https://www.companysights.com/blogs/headcount-vs-fte-benchmarks-what-is-the-difference%2523:%7E:text=As%2520you%2520know,%2520Headcount%2520is%2520typically%2520used%2520as,use%2520for%2520benchmarking%2520workforce%2520capacity,%2520performance,%2520and%2520productivity.
https://www.aihr.com/blog/hr-to-employee-ratio/
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Table 2 summarises the total number of P&C FTE within each function by grade (and as a percentage
of overall FTE for that function). For brevity, a range of grades have been grouped into the ‘Other’
category which include staff on clinical awards and technical awards. These data highlight that:

— The greatest number of roles are in the recruitment function, followed by Human Resources
and Learning and Development. For further information about the percentages across the
functions, refer to Appendix D.

— Learning and Development has the greatest range of grades, with the highest percentage of
roles in the ‘other’ category

— Workforce Planning and Workforce Reporting and People Analytics are the least resourced
functions

— Industrial Relations has the highest proportion of staff at HM4 or above (39.3%), while
Recruitment has the highest proportion of junior roles with 32% of staff AO3 and below

A combination of factors provide rationale for the current structure of the P&C workforce. These
include the federated system of agencies in NSW Health and siloed nature of operations, the
geographical dispersion of the workforce and the transactional nature of the service provision that
is person-dependent to date.

In response to the complexity and variability discovered in the data, some suggested roles and
gradings have been included as Appendix F.

The report makes recommendations to improve resource productivity through recalibration of
service provision. This aims to move the efforts of P&C teams away from a transactional dominance
to strategic and forward planning work. Nationally there is a tight employment market across the
P&C industry and efforts to retain and develop the existing P&C workforce are advocated through
the recommendations.

The report also makes recommendations on improving the consistency of roles and grades, as well
as the core functions of P&C.
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https://www.hcamag.com/au/specialisation/recruitment/employers-lean-into-ld-to-boost-recruitment-retention/436027
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Appendix A Mapping to Future Health, Regional Health Strategic Plan and Health Workforce Plans
Appendix B Project governance diagram

Appendix C Summary of local engagement work

Appendix D Health Agency Data Comparison

Appendix E Functional summaries

Appendix F Suggestions for Grades and Role titles

Appendix G Pillar agency options in detail

Appendix H Recommendation implementation leads

Appendix | Draft role descriptions for consultation

Appendix ] DPC LSP
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https://www.statista.com/statistics/1234022/workplace-training-employees-training-staff-ratio/
https://www.statista.com/statistics/1234022/workplace-training-employees-training-staff-ratio/
https://asana.com/resources/organizational-development
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https://www.statista.com/statistics/1234022/workplace-training-employees-training-staff-ratio/
https://www.elucidat.com/blog/what-is-ld-why-is-it-important/
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https://www.aihr.com/blog/talent-acquisition-vs-recruitment/
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https://www.ahri.com.au/resources/the-australian-hr-capability-framework
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https://talentstrategygroup.com/wp-content/uploads/2020/04/HR-Transformation-HRBP-Report.pdf
https://www.aihr.com/blog/hr-business-partner/
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https://www.statista.com/statistics/1234022/workplace-training-employees-training-staff-ratio/
https://www.hrzone.com/lead/culture/restorative-just-culture-the-missing-link-to-building-trust-at-work
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https://www.australianchamber.com.au/wp-content/uploads/2022/10/FINAL-WHS-Trends-Report-2022-1.pdf

MOH.0010.0274.0068


https://vpsc.vic.gov.au/workforce-capability-leadership-and-management/strategic-workforce-planning-toolkit/an-overview-of-strategic-workforce-planning/
https://www.aihr.com/blog/strategic-workforce-planning/

MOH.0010.0274.0069


https://www.linkedin.com/pulse/future-hr-analytics-emerging-trends-technologies-watch-suresh-/
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Skills, Qualifications and Experience

e Bachelor's degree in Human Resources, Business Administration, or a related field (Master's
degree preferred).

« Proven experience as an HRBP or in a similar HR role.
« In-depth knowledge of HR principles, practices, and employment laws.
« Strong business acumen and the ability to understand business objectives and challenges.

e Excellent interpersonal and communication skills, with the ability to build relationships and
influence stakeholders at all levels.

e Strategic thinking and problem-solving skills.

« Ability to handle sensitive and confidential information with discretion.

e Strong analytical skills and the ability to use HR data to drive insights and recommendations.
« Experience with HRIS systems and HR analytics tools.

« Professional HR certifications (e.g., AHRI CPHR) desirable.
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