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Foreword

ROSARII
MANNION
NATIONAL DIRECTOR OF 
HUMAN RESOURCES

HEALTH SERVICE EXECUTIVE

I am very pleased to share with you the findings of the Health Sector National Staff Survey 2018. These 
findings build upon our 2016 survey and combined with data emerging from our Patient Experience 
Survey and other feedback methodologies across the system, create the evidence to inform and 
shape our combined efforts to deliver service improvements. Our staff survey in particular reflects 
our commitment to focus on the end-to-end employee experience and to listen to the voice of staff to 
deliver considered and solution focused interventions that add value and impact.  

Employee engagement is and will continue to be an organisational priority as we progress to 
implement Sláintecare and public sector reforms. Our refreshed People Strategy 2019-2024 focuses 
on our collective leadership responsibility to enhance the impact of our employee voice on critical 
workplace issues. Re-defining engagement as a continuous approach embedded in services and teams, 
and fostering an environment that is conducive to purposeful employee engagement is central to our 
approach. Our staff survey is one of a number of methodologies we can use to benchmark our progress 
and highlight areas for targeted improvements. I am also committed with my leadership colleagues to 
support staff engagement forums, communities of practice and other appropriate communication and 
engagement methodologies to ensure greater connectivity, partnership working and alignment with 
service improvements across the system. 

The staff survey has clearly identified areas for improvement at a number of levels – delivering these 
improvements will require a collaborative response and I am fully committed to ensure that the data is 
used to its full potential to influence these changes. We all have a responsibility to facilitate, challenge 
and ensure momentum to address the findings and combine this with the learning from patient / 
service user / family experiences. It is important that we take a more integrated approach to addressing 
our shared agenda. If we are serious about placing ‘people’s needs at the centre of change’ we need to 
demonstrate this through our behaviour and relentlessly focus our efforts to listening to the people 
who use and who deliver our services. It is through this lens of ‘person-centred design’ that we can 
really make a different and deliver value for the public.

I want to thank all those involved in supporting the Staff Survey 2018 and to assure you that “your 
opinion counts” – we now have an opportunity to use the findings to make a real difference to the 
experiences of our staff and to our service users/patients and families.
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Introduction

As the largest employer in the State, the Health Service Executive (HSE) is a complex, multi-layered 
organisation with a diverse workforce.  By setting out a People Strategy 2019-2024, the HSE is 
committed to putting its staff at the heart of what it does.  

This People Strategy is designed to shape how the HSE improves people services and supports the 
service delivery system. Responsibility for its delivery lies with a Human Resources (HR) team that 
seeks to develop a professional HR service that is technically competent and responsive to the needs 
of the organisation.

In order to successfully fulfil its role, the HR team need decision-making to be based on timely and 
reliable data, with a desire for “relentless implementation and tracking of progress”.  A key component 
of this is measuring the views of its workforce across a range of issues to understand their levels of 
engagement and job satisfaction.

The Strategy confirms that there is overwhelming evidence linking high staff engagement with beneficial 
behaviours, better outcomes and improved performance.  High staff engagement is defined by the HSE 
in its Strategy as involvement in one’s role; commitment to one’s organisation; and positive feelings 
towards one’s organisation.

In order to become a leader in People Services, the HSE committed to conducting a staff survey in 
2016 and again in 2018.  

The desired outcome is that Health Sector staff have a strong sense of connection to the service, take 
personal responsibility for achieving better outcomes and support team colleagues to deliver results.  
Conducting a regular staff survey and working with the delivery system to take actions based on the 
findings is central to achieving this goal.

With the aforementioned employee-related objectives in mind, it is vital for the HSE to understand 
current employee sentiment, identify areas of satisfaction and dissatisfaction as well as over and under 
performance in order to be able to enhance its employees’ wellbeing.

Your Opinion Counts is the Health Sector’s National Staff Survey.  The overall aim of this study is to 
conduct a survey to measure employee engagement across the health sector.

Ipsos MRBI, an independent market research company based in Dublin with a specialism in employee 
research, was responsible for the design, data collection, analysis and reporting of the survey.

The survey was conducted using an online methodology with fieldwork collected from 1st September 
– 14th October 2018.  A paper-based questionnaire was also made available where required.

This report provides an overview of results from the most recent wave of the survey, conducted in 
2018.  A total of 19,611 staff members participated in the survey from a universe of 134,043 potential 
respondents, delivering a response rate of 15%.
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Technical Overview

Methodology
Your Opinion Counts used an online data collection approach to facilitate participation.  Access to the 
survey was provided via a secure website, www.youropinioncounts.ie, which provided respondents 
with the means to complete the survey anytime, anywhere, using any device, either within or outside 
of their place of work.  

Although online was the primary means to complete the survey, the alternative of a paper-based 
questionnaire was made available to those who were unable to access the survey online or whose 
specific preference was for a hard copy document.

The survey was promoted extensively across the health sector to generate awareness and encourage 
participation, using a variety of means both online and offline across all available internal communications 
channels.

Security and authenticity
Several steps were taken to ensure the integrity of the entire survey process and the results it would 
deliver.  In order to keep access to the survey fully secure, unique passwords were generated for each 
employee.  These confidential passwords were in the form of an 8-character alpha-numeric code which 
was randomly generated and not linked back to an individual employee in any way.  The password had 
to be entered via the secure website to access the survey and was confirmed as valid by the system’s 
in-built verification.  All paper-based questionnaires also had to include a verified password to be 
accepted as valid.

Distribution of passwords was carried out in two ways;

• Passwords for those with e-mail addresses were distributed via e-mail.  Respondents entered their 
work e-mail address via the secure website, which was then validated after which they immediately 
received their unique password via their e-mail inbox.

• Passwords for the those without e-mail addresses were distributed via a paper-based “ticket” format 
by local survey champions, with staff recording receipt of their individual password. 

As each password was unique, only verified staff members could receive a password by either providing 
a valid confirmed e-mail or via a survey champion.  This meant that no-one outside of the health 
sector had access to the survey.  Furthermore, each password could only be used once, eliminating 
the possibility of multiple survey entries being provided.  If a password was lost or misplaced, a new 
password was issued only when the original password had been invalidated.
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Questionnaire design
The starting point for the survey design phase was the questionnaire that had been used in the previous 
Health Sector National Staff Survey in 2016.  This phase had several aims; to amend and improve the 
survey content where relevant, based on feedback following the 2016 study; to retain all relevant 
questions where possible to allow benchmarking of results to be carried out; and to ensure that the 
topics being covered remained aligned with the overall objectives of the survey.

Following a comprehensive review, the majority of content from the previous survey was retained, with 
only minimal changes required to incorporate new questions.

Before going live, the new 2018 survey questionnaire was tested via a pilot study involving a cross-
section of staff from across the health sector, in order to ensure clarity, comprehension, survey flow 
and length. The goal was that the survey would take no longer than 15 minutes to complete.  

A large proportion of the questions used a standardised five-point scale, e.g. “To what extent do you 
agree or disagree with the following statements”; with response options being Strongly agree, Agree, 
Neither agree nor disagree, Disagree, Strongly disagree. Several questions referred to perceptions of 
“my organisation”. For clarity, when answering these questions, participants were instructed to base 
their responses on their own direct experience of where they work right now.

Benchmarking of results
In order to add value to the reporting phase, the 2018 results are benchmarked in two ways;

• Internally:  Results are compared where possible to the results from the 2016 Health Sector National 
Staff Survey, in order to measure progress over time and assess any areas of improvement or 
decline.

• Externally: Results are also compared where possible to the Ipsos normative data for Ireland. This 
proprietary data is based on a sample of 500 workers in the Republic of Ireland surveyed in 2018 
who work in public and private sector organisations of 100 or more employees (to ensure their 
organisation has a HR function). It does not contain normative data within individual industries or 
sectors as the sample sizes would be too small. 
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Response rate and survey representation
Survey fieldwork ran from 1st September – 14th October 2018.  A total of 19,611 staff members 
participated in the survey from a universe of 134,043 potential respondents, delivering a response 
rate of 15%. This was consistent with the response rate achieved in the previous survey in 2016 and 
delivered a large, robust dataset for analysis at an overall level.

Although all staff were invited to take part, participation was entirely voluntary.  As with all self-
completion surveys of this type, this meant there was no control of the response rates received across 
different parts of the health sector.

Therefore, to ensure the data is representative and not skewed by any response bias, corrective data 
weighting was applied at analysis stage in order to bring the profile of respondents in line with the 
known universe of all staff across the health sector. 

The data was weighted using three variables;

• By Health Service Executive and Voluntary Staff;

• By Health Sector Area, i.e. using four categories of Acute Hospitals, Community Health Organisations 
& Voluntary Community Health Service, Corporate/National Service and the National Ambulance 
Service;

• By Staff Category within each Health Sector Area outlined above.

Data analysis and reporting
This report presents an overview of the results across all survey themes.  The data contained herein 
focuses exclusively on the findings at a total sample level (i.e. for all staff across the health sector, 
totalling 19,611 respondents), with benchmarking of results where relevant as described earlier.

A series of additional summary reports have been provided across the health sector to facilitate sub-
analysis by specific staff cohorts.

Please note that due to statistical rounding and/or missing responses from paper-based questionnaires, 
there may be occasions throughout the report where the percentages displayed within any given chart 
may not sum to 100% exactly.
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My Job

Overall satisfaction and related metrics have all increased

• Almost two-thirds (64%) of staff in the Health Sector are satisfied with their job at the present time. This 
represents an 8-point increase in satisfaction on 2016 and is also 9 points ahead of the Ipsos norm.

• There has been a corresponding decline of 8 points in dissatisfaction, with just over one in five staff (21%) 
dissatisfied with their job.

• In line with job satisfaction, similar proportions of staff are also happy in their job (64%) and believe their job 
gives them a sense of personal fulfilment (68%).  Both of these metrics show improvements since the last 
survey and are ahead of the Ipsos norm.

Motivation and enthusiasm are significantly ahead of the norm

• Over three in four staff (77%) are motivated in their current job, a 6-point increase since 2016. This result is 
also significantly ahead of the Ipsos norm (+17 points).

• 70% say they are enthusiastic about their job, which while in line with the 2016 result is also 17 points above 
the Ipsos norm. 

• The significant difference to the norms for these results indicate that the majority of workers in the health 
sector are highly motivated and enthusiastic about their job, significantly more so than typical workers in 
other large Irish organisations.

• Over half (55%) say they look forward to going to work, marginally up from 2016.  However, almost one in 
three (32%) neither agree nor disagree with this statement.

Levels of personal optimism and advocacy have both improved

• Roughly half of those surveyed (51%) say they are optimistic about their own future within their organisation, 
though over one in five (21%) say they are pessimistic.  A further 28% are uncertain.

• While these results show an improvement in optimism of 9 points, they remain 2 points below the Ipsos 
norm, one of the few results throughout the survey behind this external benchmark.

• The level of advocacy, that is whether staff would recommend their organisation as an employer to a friend 
or family member, stands at 57%.  This is exactly in line with the Ipsos norm but up 8 points since the last 
survey demonstrating some progress.

• Meanwhile, seven in ten (70%) say that they intend to be working in their organisation in two years’ time, 
marginally up from 2016 (+3 points) but significantly ahead of the norm (+11 points).

6



Health Sector National Staff Survey 2018

M
y Job

M
y Role

M
y O

rganisation
Leadership

Line M
anagem

ent
Training &

 D
evelopem

ent
H

ealth &
 W

ellbeing
D

ignity at W
ork

Standard of Care
 & Service 

7

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

77% +6 +17

55% +1 +7

70% = +17

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

51% +9 -2

70% +3 +11

57% +8 =

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

Satisfaction with job at the 
present time

I am happy in my job

I look forward to going to work

Gives me a sense of personal 
fulfilment

Motivation in current job

I am enthusiastic about my job

Optimistic about my future 
within organisation

I intend to be working in my 
organisation in two years’ time

I would recommend my 
organisation as an employer 

to a friend/family member

7 15 14 46 19

12 19 49 164

9 17 48 205

64% +8 +9

64% +5 +8

68% +3 +7

10 9 44 324

10 32 37 183

5 23 37 331

16 28 35 175

7 18 39 315

14 21 39 188

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Not at all motivated Not that motivated Neither Very motivatedSomewhat motivated

Very pessimistic Rather pessimistic Neither Very optimisticRather optimistic

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Satisfaction

Motivation

Optimism & Advocacy
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My Role

Most believe they are trusted to do their job, but not all are involved in decisions that affect them

• The majority of staff (89%) agree that they are trusted to do their job, a positive result that is marginally up 
from 2016. Only 5% disagree with this.

• However, only four in ten (40%) agree that they are involved in decisions that affect them in their work.  
Though this does show some improvement from 2016 (+7 points), it is 8 points behind the Ipsos norm.  
Meanwhile, over one in three (36%) disagree than agree that they are involved in decisions that affect them 
in their work.  

The majority are relatively contented with responsibility, autonomy and their chance to input

• 72% are satisfied with the level of responsibility they have in their job, up 3 points vs. 2016 and 8 points 
ahead of the norm.

• Meanwhile, 62% are satisfied with the level of autonomy they have in their job, up 5 points vs. 2016 and 
also 8 points ahead of the norm.

• Two in three (66%) are content with the opportunities they have to use their skills, also up 5 points since 
the last survey.

• Over half (56%) are satisfied with the opportunity they have to express their own ideas in their job, 5 points 
higher than both the internal and external benchmark. However, 23% are neutral towards this statement 
and a further 20% are dissatisfied. 

Though individual objectives are generally considered clear and realistic, not all understand how their 
objectives relate to those of the organisation

• The same proportion of staff (71%) agree that they have clear planned goals and objectives for their job and 
that their personal targets/objectives are realistic, both results showing relatively little change since the last 
survey. 12% of staff disagree in the case of both statements.  

• However, only 56% agree that they understand the relationship between their individual objectives and 
those of the organisation, a decline of 7 points since 2016 and also 5 points behind the external norm. A 
lack of awareness and understanding around organisational strategy may be contributing to this result, as 
will be illustrated later in this report. 

• 43% agree that they have all the equipment, support and resources to do their job correctly, showing a 
significant 11-point improvement from the previous survey. It does leave room for improvement, however, 

with almost the same proportion disagreeing with this statement.  

Perceptions of job security are ahead of the norm, but satisfaction with pay is behind

• The majority of staff (82%) are satisfied with their job security, up 3 points since 2016 and 13 points ahead 
of the external norm. Less than one in ten (8%) are dissatisfied.

• Satisfaction with one’s level of pay has risen to 37%, up 5 points vs. 2016. However, 45% are dissatisfied 
and satisfaction with pay is also significantly behind the external norm (-14 points).
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I am trusted to do my job

I am involved in decisions that 
effect me in my work

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

89% +2 +9

40% +7 -8

The level of responsibility 
I have in my job

The level of autonomy 
I have in my job

The opportunities I have 
to use my skills

The opportunity to express 
my own ideas in my job

72% +3 +8

62% +5 +8

66% +5 N/A

56% +5 +5

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

56% -7 -5

71% -1 =

71% +2 +7

43% +11 N/A

I understand the relationship 
between my individual objectives 

and those of my organisation

I have clear planned goals and 
objectives for my job

My personal targets/objectives 
for my job are realistic

I have all the equipment, 
support and resources I require 

to do my job correctly

Job security

My level of pay

My right to be represented 
by my trade union

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

82% +3 +13

37% +5 -14

59% +4 N/A

3 6 53 362

23 22 31 913

10 14 55 183

10 23 49 134

13 17 52 144

14 23 45 116

10 25 42 136

9 17 56 153

9 16 58 143

28 15 31 1114

5 9 48 343

28 18 31 717

6 30 45 154

Strongly disagree Disagree Neither Agree Strongly agree

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Strongly disagree Disagree Neither Agree Strongly agree

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Trust & Autonomy 

Goals & Objectives

Security & Pay



Health Sector National Staff Survey 2018

My Organisation

There have been improvements in levels of pride and valuing the organisational culture, though perceptions 

of the workplace atmosphere and physical working conditions remain behind external norms

• Two in three (67%) staff across the health sector feel proud to work for their organisation, a 6-point 
improvement on the last survey which brings results in line with external benchmarks.

• Over six in ten (62%) are satisfied with the workplace atmosphere, up 4 points since 2016 and also in line 
with the Ipsos norm.

• Though up 6 points, just under half (48%) agree that they value the culture in their organisation, with over 
one in four (26%) disagreeing. These results fall well behind the external norm.

• Also significantly (-15 points) behind the external norm at 54% is satisfaction with one’s physical working 
conditions (e.g. space, light, comfort etc.), with only a 1-point improvement since 2016.

Perceptions of teamwork are positive and generally in line with the previous survey

• Over three-quarters of all staff (78%) are satisfied with the support they get from their work colleagues, 
with only 8% dissatisfied.  Satisfaction with this support is marginally up 2 points overall.

• 69% agree that team members where they work have a set of shared objectives, down 1 point since 2016.
• Communication within one’s team is rated well by two-thirds of staff (66%), a 6-point improvement and 

also 6 points ahead of the external norm. However, over one in five (22%) disagree that their intra-team 
communication is good.

• Almost seven in ten (69%) agree that they are able to make suggestions to improve the work of their team or 

their department. While this is 5 points ahead of the external benchmark, it has fallen 4 points since 2016. 

While performance recognition has increased somewhat, there is scope for significant improvement as many 
staff do not feel valued and recognised by their organisation

• Though up 8 points since 2016, the result of 38% feeling valued and recognised by their organisation 
remains low, illustrated by it being 12 points behind the Ipsos norm. A marginally higher proportion (39%) 
disagree and a further 22% are neutral.

• A little over one in three (35%) are satisfied with the extent to which their organisation values their work, 
again showing some improvement (+6 points) since the last survey.  Again, a higher proportion are dissatisfied 
with this metric (38%).

• Satisfaction with recognition of one’s performance has also improved, up 6 points to 47% which is broadly 
in line with the external norm.
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67% +6 =

48% +6 -12

62% +4 +1

54% +1 -15

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

I feel proud to work for 
my organisation

I value the culture of 
my organisation

The workplace atmosphere

My physical working conditions 
(space, light, comfort etc.)

10 19 47 204

18 25 38 108

14 17 48 156

21 13 41 1312

78% +2 N/A

69% -1 N/A

66% +6 +6

69% -4 +5

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

The support I get from 
my work colleagues

Team members where I work 
have a set of shared objectives

Communication is good 
within my team

I am able to make suggestions 
to improve the work of 

my team/department

6 14 53 252

12 13 49 204

15 12 44 227

12 13 44 246

38% +8 -12

35% +6 N/A

47% +6 -1

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

I feel valued and recognised 
by my organisation

The extent to which my 
organisation values my work

The recognition of my 
performance

25 22 30 814

25 27 29 613

20 24 38 99

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Pride & Culture

Teamwork

Performance Recognition
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Leadership

Belief in senior management and organisational strategy show some improvement but results are behind 
external norms

• 41% believe the overall strategy of their organisation is heading in the right direction, almost twice as many 
as believe it is heading in the wrong direction (21%). However, a significant proportion (37%) say they do not 
know the strategy well enough to have a view on its direction.

• While positive belief in the direction of the organisational strategy has increased by 8 points, it remains 
significantly behind the Ipsos norm (-17 points).

• A little under half (47%) of all staff endorse their organisation’s overall strategy and direction, up 3 points 
since 2016 but 4 points behind the external benchmark.

• One in three (34%) say they have confidence in the decisions made by senior management, again showing 
some improvement (+9 points) but well behind the norm (-13 points). In fact, a marginally higher proportion 
(35%) disagree with this statement.

Perceptions around internal communication are improving but remain low and well behind normative levels  

• 38% are satisfied with the quality of internal communication in their organisation, with almost the same 
proportion dissatisfied (36%). Though this represents an 8-point improvement on the 2016 result, it sits 11 
points behind the Ipsos norm.

• The same percentage of staff (38%) are satisfied with the opportunities that exist for upward communications 
in their organisation, with one in three (32%) dissatisfied. This result shows a similar improvement of 9 points 
but is 8 points behind the external benchmark. 

• One in three (34%) agree that communication between the senior management in their organisation and 
staff is effective, an 8-point gain vs. 2016 but 10 points below the norm. Significantly, 44% disagree that 
this communication is effective.

• Three in ten (30%) agree that senior managers in their organisation act on staff feedback, with 42% 
disagreeing. While the 30% agreement level is up 7 points since the last survey, it is 11 points behind the 
norm.
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I believe overall strategy of 
organisation is heading in right 

direction

Communication between senior 
management in my organisation 

and staff is effective

Senior managers in my 
organisation act on 

staff feedback

37 21 41

27 19 26 917

25 24 22 817

41% +8 -17

47% +3 -4

34% +9

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

The opportunities that exist for 
upward communication in my 

organisation
22 27 30 810

25 23 31 712

I endorse my organisation’s 
overall strategy and direction

I have confidence in the decisions 
made by the senior management 

in my organisation

The quality of internal 
communication in my 

organisation

34% +8 -10

30% +7 -11

38% +9

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

-13

-8

38% +8 -11

11 32 34 126

21 28 25 915
Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Wrong directionDon’t know the strategy well enough to say Right direction

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Strategy & Confidence

Communication
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Line Management

Communication from line managers has improved since 2016 but perceptions remain behind external norms 

• 59% agree that their line manager communicates well with the team, though almost one in four (24%) 
disagree. The positive result is a 6-point increase vs. 2016 but is 4 points below the norm.

• Less than half (47%) of those surveyed agree that their line manager gives them clear feedback on their 
work, which is 10 points behind the Ipsos norm despite a 3-point improvement since the last survey.  Almost 
one in three (31%) disagree that they receive this feedback.

• 57% agree their line manager actively listens to their ideas and suggestions, marginally up by 2 points but 4 
points below average.

• Almost half (49%) of staff agree that their line manager asks for their opinion before making decisions that 
affect their work, also slightly up from 2016 by 3 points. However, almost one in three (31%) disagree.

Six in ten are positive about the degree of support they receive from their line manager

• 60% are satisfied with the support they get from their line manager, up 6 points since the previous survey.  
However, over one in five (22%) are dissatisfied with this. 

• 60% also agree that their line manager supports them to improve quality where they work, up 5 points since 
2016. Again, almost one in five (19%) disagree with this statement.

Line managers have got better at motivating their staff and delegating effectively

• Over half (51%) now agree that their line manager motivates them to perform at the highest levels, up 6 
points since 2016 and now in line with the Ipsos norm. Despite this, over one in four (26%) do not agree that 
their line manager motivates them.

• Also up 6 points and now matching the norm is the proportion that agree that their line manager delegates 
effectively, which stands at 57%. Meanwhile, 23% disagree that this is the case.

More developmental meetings are taking place with line managers, but not for all staff

• Almost half (48%) of those surveyed say that they have one-to-one meetings with their line manager to 
discuss their individual objectives and development, a 3-point improvement since 2016.

• However, 38% disagree, indicating that these meetings are not taking place consistently for all staff.
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14 17 40 1810

19 22 32 1512

12 21 40 179

18 20 34 1513

My line manager communicates 
well with the team

My line manager gives me clear 
feedback on my work

My line manager actively listens 
to my ideas and suggestions

My line manager asks for my 
opinion before making decisions 

that affect my work

59% +6 -4

47% +3 -10

57% +2

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

-4

49% +3 N/A

14 17 38 228

10 20 42 189

The support I get from 
my line manager

My line manager supports me to
     improve quality where I work

60% +6 N/A

60% +5 N/A

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

15 23 35 1611

14 20 40 169

21 13 34 1417

51% +6 =

57% +6 +1

48% +3 N/A

My line manager motivates me to
     perform at the highest level

My line manager delegates 
efficiently

I have one-to-one meetings with 
my line manager to discuss my 

individual objectives 
and developement

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Communication

Support

Support

Communication
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Training & Opportunity

Opportunities for training and career progression, while improved, show scope for further increases

• The proportion of staff that are satisfied with the opportunities they have for training is up 8 points to 53%, 
though over one in four (26%) are dissatisfied. Opportunity for training is in line with normative levels.

• Satisfaction with opportunities for career progression is lower with 37% satisfied, though this also represents 
an increase of 8 points from 2016. Despite this improvement, satisfaction levels are 8 points behind the 
Ipsos norm and dissatisfaction is significant at 37%.

Although perceptions of access to and effectiveness of training have risen since 2016, not all staff feel they 
are being developed to their full potential

• Over two-thirds of staff (69%) know how to access the training they need, up 5 points since the previous 
survey.

• Furthermore, 61% agree that they receive the training that helps them do their job properly, an 8-point 
improvement on 2016 and 7 points above the norm. However, one in five (20%) disagree with this.

• 59% agree that their organisation provides them with opportunities to improve their skills, up 4 points and 
now in line with the external benchmark.

• However, there are mixed perceptions as to whether the the organisation is good at developing staff to their 
full potential, with marginally more staff agreeing (38%) than disagreeing (35%), and a further 26% having 
a neutral view. Although this perception shows a good improvement of 8 points, the degree of positive 
perception is 9 points behind the Ipsos norm. 
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The opportunities for training

My opportunities for career 
progression

53% +8 =

37% +8 -8

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

17 21 42 119

21 26 30 716

24 26 30 811

16 18 48 117

14 18 49 126

10 5617 134

My organisation is good at 
developing staff to their 

full potential

My organisation provides me 
with opportunities to 

improve my skills

I receive the training that helps 
me to do my job properly

I know how to access the 
training that I need

38% +8 -9

59% +4 +1

61% +8

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

+7

69% +5 N/A

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Strongly disagree Disagree Neither Agree Strongly agree

Training & Progression

Training & Opportunity
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Health & Wellbeing

Improvements in the organisational commitment to health and wellbeing are evident but they remain below 
the external average

• Similar proportions of staff agree with the following sentiments; that the organisation clearly demonstrates 
its interest in health and wellbeing (42%, up 13 points); that the organisation continuously tries to support 
a healthy lifestyle among its staff (43%, up 4 points); and that their line manager takes a positive interest in 
their health and wellbeing (43%, up 4 points).

• However, where external benchmarks are available, the health sector result is below this, with evidence of 
many staff disagreeing in each case. 

• In a new question for the 2018 survey, staff were asked to self-rate their overall health. Of those who 
responded to the survey, 38% rate their health as very good and a further 47% rate their health as good,  
a combined total of 84% providing a positive “healthy” rating.  4% rated their health as poor and 1% rated 
it as very poor.

Perceptions around workload and work-life balance have risen but workload remains a challenge for some

• Over six in ten (62%) are satisfied with the balance between their private and professional life, an increase 
of 4 points since 2016 and 3 points ahead of the Ipsos norm.  21% overall are dissatisfied.

• Satisfaction with workload has also improved since the last survey, up 6 points to 50% satisfied, with 17% 
neutral and 32% dissatisfied overall. The satisfaction level for workload is 7 points behind the external norm.

The majority of staff believe they are treated with respect by colleagues, patient and service users

• Over three-quarters of staff (76%) are satisfied with the respect with which they are treated by colleagues, 
a 2-point gain and 9 points ahead of the norm.

• A higher proportion (80%) are satisfied with the respect with which they are treated by patients or service 
users, equalling the 2016 result but significantly ahead of the external benchmark by 17 points.

Though evidence of work-related stress remains, its incidence has declined since 2016

• Over half of those surveyed (54%) say they feel that their level of stress sometimes affects their work, a 
decline of 8 points and now in line with the Ipsos norm.

• A similar proportion (52%) believe that the source of their stress is work-related, which encouragingly has 
dropped by 10 points since the previous survey and is now in line with the norm.

• Two in three respondents (67%) say they tend to manage any work-related stress well, as was the case in 
2016. 9% disagree with this statement.

• In terms of support, seven in ten (70%) are aware of facilities where they work that provide support to staff 
experiencing stress at work, though 18% disagree indicating they are not aware of these facilities.

• The majority of staff (90%) say they always persevere at work even when things do not go well, a similarly 
high score to the previous survey.
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Overall health currently

My organisation clearly 
demonstrates its interest in 

staff health and wellbeing

       My organisation continuously 
tries to support a healthy 

lifestyle among its staff

     My line manager takes a 
positive interest in my 

health and wellbeing

84% N/A N/A

42% +13 -10

43% +4

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

-13

43% +4 N/A

4 11 47 381

20 26 34 812

19 27 36 811

17 3228 1112

The balance between my 
private & professional life

       My workload

     The respect with which I am 
treated by colleagues

62% +4 +3

50% +6 -7

76% +2 +9

14 17 48 147

21 17 43 711

8 5413 223

     The respect with which I am 
treated by patients/service users

80% = +174 5514 252

I feel that my level of stress 
sometimes affects my work

      I believe the source of my 
stress is work-related

     I tend to manage any 
work-related stress well

54% -8 -1

52% -10 =

67% = +3

23 17 43 116

17 24 37 156

8 5923 91

  I am aware of facilities where I 
work that provide support to 

staff experiencing stress at work
70% +2 N/A12 5512 156

  At my work I always persevere 
even when things do not go well

90% -2 N/A2 628 281

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

Very poor Poor Neither Good Very good

Strongly disagree Disagree Neither Agree Strongly agree

Very dissatisfied Dissatisfied Neither Satisfied Very satisfied

Strongly disagree Disagree Neither Agree Strongly agree

Health & Wellbeing

Stress & Stress Management
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Dignity at Work

The following definitions were provided in the survey to ensure clarity and comprehension of the terms 
being used:

• Discrimination is defined as treating one person in a less favourable way than another person based on any of 
the following nine grounds: gender, civil status, family status, sexual orientation, religion, age, disability, member 
of traveller community, ethnic background.  (Employment Equality Acts 1998-2015) 

• Workplace bullying is repeated inappropriate behaviour, direct or indirect whether verbal, physical or otherwise 
conducted by one or more persons against another or others, at the place of work and/or in the course of 
employment, which could reasonably be regarded as undermining the individual’s right to dignity at work. 
(Dignity At Work Policy for Health Service, 2009) 

• Harassment is defined as any form of unwanted conduct related to any of the discriminatory grounds covered by 
the Employment Equality Acts 1998-2015. (Dignity At Work Policy for Health Service, 2009) 

• Please note that questions around bullying and harassment were expanded upon in the 2018 survey to determine 
the source of these actions. Therefore, results for those questions are not comparable against the last survey.

There is high awareness of the Dignity at Work Policy, though not all staff have been trained or briefed

• In a new question for this survey, almost nine in ten (87%) staff say they are aware of the Dignity at Work 
Policy for the Health Service 2009.

• Meanwhile, almost six in ten (59%) have been trained or briefed on this policy, meaning that 41% have not.

Discrimination at work has declined since 2016, but has still been experienced by a fifth of all staff in the past 

year

• One in eight staff (13%) have personally experienced discrimination from an external source (e.g. patients/
service users/relatives/public) in the past 12 months, a decline of 1 point from 2016.

• The same proportion, one in eight staff (13%), have personally experienced discrimination from an internal 
source (e.g. manager/team leader/colleague) in the past 12 months, a decline of 6 points from 2016.

• As these two sources are not mutually exclusive, some staff may have experienced discrimination from 
both sources.  The combined results show that overall, one in five (20%) staff have personally experienced 
discrimination in some form in the past 12 months, from either an internal or an external source.

• The most common types of discrimination that have been experienced are on the grounds of gender, race 
and age, though many other forms are also in evidence.
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87
59

13

41

Are you aware of the 
Dignity at Work Policy for 

Health Service 2009?

Have you been trained or briefed 
on the Dignity at Work Policy 
for the Health Service 2009?

From 
patients/service users, 

relatives/public

From 
manager/team leader/

colleagues

Overall 
(from any source)

87

13

87

13

80

20

1 6 5

Gender

Race

Age

Family status

Religion

Trade union activity

Sexual orientation

Civil service

Job title/grade

Member of traveller community

Disability

Other

30%

25%

21%

8%

20%

13%

15%

12%

7%

5%

5%

5%

10%

4%

4%

10%

4% 2%

4% 5%

14% 18%

7% 4%

From patients/service users, 
relatives/public

From manager/team leader/
colleagues

NoYes NoYes NoYes NoYes NoYes

% pts vs. 2016

Types of Discrimination At Work
(among those experiencing)

Dignity At Work Policy Have Experienced Discrimination at 
Work in the Past 12 Months
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Over four in ten have experienced bullying and/or harassment in their organisation in the past 2 years

• Almost one in four staff (24%) have experienced bullying and/or harassment from an external source 
(e.g. patients/service users/relatives/public) in the past 2 years.

• 29% have experienced bullying and/or harassment from an internal source (e.g. manager/team 
leader/colleague) in the past 2 years.

• Again, as these two sources are not mutually exclusive, the combined results show that overall, 42% 
have experienced bullying and/or harassment in their organisation in the past 2 years.

Almost half of all staff have witnessed bullying and/or harassment in their organisation in the past 2 years

• Almost one in three staff (31%) have witnessed bullying and/or harassment from an external source 
(e.g. patients/service users/relatives/public) in the past 2 years.

• 37% have witnessed bullying and/or harassment from an internal source (e.g. manager/team leader/
colleague) in the past 2 years.

• As these two sources are not mutually exclusive, the combined results show that overall, 48% have 
witnessed bullying and/or harassment in their organisation in the past 2 years.

Over a third of staff have been subject to assault, verbal or physical, in the past 2 years

• 30% of staff have been subject to assault, verbal or physical, from an external source (e.g. patients/
service users/relatives/public) in the past 2 years.

• 13% of staff have been subject to assault, verbal or physical, from an internal source (e.g. manager/
team leader/colleague) in the past 2 years.

• As these two sources are not mutually exclusive, the combined results show that overall, 37% have 
been subject to assault, verbal or physical, in their organisation in the past 2 years.

6% of staff have disability status, but not all feel they have had this accommodated in the workplace

• The following question was asked to determine the disability status of respondents:   
Do you have any long-term (including episodic) condition, such as; a physical impairment; a sight, 
hearing or speech impairment; an intellectual disability; a mental health condition; which causes you 
substantial difficulties in any area of everyday life, such as work, social life, leisure or cultural activities?

• A total of 6% responded “yes” to this question indicating a disability status.  
• The respondents who indicated this were then asked a follow-up question as follows;  

Have you been provided with any form of reasonable accommodation in the workplace (e.g. special 
equipment, reduced weekly hours, adjustment to duties, reassignment to another role, etc.) as a result of 
your long-term medical condition?

• 32% said they had been accommodated, 33% said they had not and 35% said that such an 
accommodation was not needed.  (Note that respondents were not asked whether or not they had 
requested any form of reasonable accommodation.)

22
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From 
patients/service users, 

relatives/public

From 
manager/team leader/

colleagues

Overall 
(from any source)

69

31

63

37

52
48

From 
patients/service users, 

relatives/public

From 
manager/team leader/

colleagues

Overall 
(from any source)

70

3030

87

13

63

37

Disability status
Has reasonable 
accommodation 
been provided?

94

6

33

3235

NoYes NoYes NoYes

NoYes NoYes NoYes

NoYes NoYes Not needed

Witness to Bullying/Harassment in the Past 2 Years

Subject to Assault, Verbal or Physical in the Past 2 Years

Disability Status

From 
patients/service users, 

relatives/public

From 
manager/team leader/

colleagues

Overall 
(from any source)

76

24

71

29

58
42

NoYes NoYes NoYes

Experience of Bullying/Harassment in the Past 2 Years



Health Sector National Staff Survey 2018

Standard of Care & Service

Perceptions around the standard of care and overall service levels have improved, but not all agree

• Over seven in ten (71%) agree that care of patients or service users is the top priority in their organisation, 
an improvement of 5 points since the previous survey. 17% disagree with this statement.

• Over two-thirds (68%) agree that if a friend or relative needed treatment or service, that they would be 
happy with the standard of care or service provided in their organisation. This result has also increased by 
5 points from 2016.

• Opinions are divided on the overall service level in one’s organisation, with similar proportions believing it 
is improving (31%), remaining the same (34%) and deteriorating (30%). A further 4% gave a “don’t know” 
response. The proportion saying that service levels are improving has increased by 6 points.

Most staff believe that they deliver a high-quality service and feel their role makes a difference

• Three in four (75%) are satisfied with the quality of care they give to patients or service users, showing a 
marginal 2-point improvement. However, one in eight (13%) disagree.

• The vast majority (89%) feel that their role makes a difference to patients or service users.

Perceptions of the processes for reporting errors, near misses and incidents have marginally improved, but 
any changes made as a result of these reports are not fed back to all staff 

• 84% agree that their organisation encourages staff to report errors, near misses or incidents, an increase of 
3 points since the last survey.

• 58% agree that their organisation treats staff who are involved in an error, near miss or incident fairly, a rise 
of 4 points.

• Almost half (49%) agree that staff are given feedback about changes made in response to reported errors, 
near misses and incidents, up 3 points since 2016. However, 20% are neutral and a further 24% disagree, 
indicating that not all staff have received feedback about any changes made.
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Overall service level 
in organisation 31% +6 N/A

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

30 34 31

Care of patients/service 
users is the top priority in my 

organisation

If a friend or relative needed 
treatment/service I would be 

happy with the standard of
care/service provided in my 

organisation

71% +5 N/A

68% +5 N/A

12 13 40 315

11 16 46 234

75% +2 N/A

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

I am satisfied with the 
quality of care I give to 
patients/service users

I feel that my role makes 
a difference to 

patients/service users

10 11 46 293

2 8 52 371 89% +1 N/A

84% +3 N/A

Net 
Positive

vs 2016 
Result

vs Ipsos
Norm

My organisation encourages 
staff to report errors, near 

misses or incidents

My organisation treats staff who 
are involved in an error, near 

miss or incident fairly

5 8 42 423

9 22 36 224 58% +4 N/A

49% +3 N/A16 20 32 178
Staff are given feedback about 

changes made in response to 
reported errors, near misses 

& incidents

4
Remains the sameDeteriorating Improving

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Strongly disagree Disagree Neither Agree Strongly agree

Don’t Know

Quality

My Role

Near Misses & Incidents
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Ipsos Employee Engagement Model

It has become widely known that employee engagement is a key factor in the efficiency and success of 
organisations. Emotional engagement is widely accepted in theory and practice as a crucial part of the way that 
employees relate to their work, and in turn to their effectiveness and to that of their organisation. It can be seen 
as the complement to the ‘functional’ engagement of pay and other financial rewards. 

Employees are coming to be valued not only for the knowledge and expertise that they embody, but for the 
quality of effort they can exert in applying their knowledge and expertise. Engaged employees are more likely to 
complete work they are proud of and have greater feelings of being appreciated by colleagues and management.  
Engaged employees have a desire and a commitment for doing the best job they can.

The Ipsos Engagement Model provides a framework that better describes the diversity of the institution’s 
environment. Ipsos research has identified three components that can help us to understand and improve the 
experience of employees at work. These three key indicators reflect the employee’s relationship to;

• their job (involvement);
• their organisation (loyalty);
• their management (alignment).

Engagement, therefore, is a combination of involvement, alignment and loyalty.  Combining the three indicators 
results in a composite index of Engagement. Results for these indicators are calculated via 12 specific questions 
included throughout the survey. The results of these individual questions have already been covered earlier in 
this report.

In the majority of employee engagement studies, it is not sufficient for an organisation to solely identify their 
employees’ levels of engagement. Rather, in order for these engagement levels to be understood and placed 
in the right context, it is important that findings are benchmarked against national and/or international norms, 
benchmarking its performance against relevant best practice.

The Engagement Model results for the Health Sector are compared to the Ipsos normative data for Ireland.  As 
outlined earlier, this data is based on a sample of 500 workers in the Republic of Ireland surveyed in 2018 who 
work in organisations of 100 or more employees (to ensure they have a HR function/strategy).  

A summary of the Engagement results for the Health Sector National Staff Survey is as follows;

The overall engagement score for the Health Sector is 56%, 1 point behind the Ipsos norm but a 4-point 
increase vs. 2016, indicating the level of engagement has marginally increased.

• In terms of involvement (+6 points vs. 2016, + 6 points vs. norm), staff appear motivated, satisfied and 
fulfilled in their job.  However, not all staff feel they are developed to their full potential.

• In terms of loyalty (+6 points vs. 2016, + 2 points vs. norm), staff are proud to work for their organisation, 
would recommend it and intend to stay, though some are uncertain about their own future.

• In terms of alignment (+2 points vs. 2016, -9 points vs. norm), there is marginal improvement since the last 
survey but endorsement of the strategy, confidence in senior management and valuing the organisation’s 
culture are all below average. The alignment indicator is the lowest of the three overall and should be the 
area of primary focus in order to improve overall engagement.
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Engagement Score**

Health Sector:

Ipsos Norm:

56% (+4 vs. 2016)

57%

64%

77%

38%

51%

67%57%

70%

47%

68%56%

34%

48%

*One new question added to involvement 
index - 2016 index recalculated as a result

**This result does not mean that 56% of staff are en-
gaged but rather that the Engagemant index score is 56% 
overall (out of 100%)

Involvement Score* Loyalty Score Alignment Score

Health Sector:

Ipsos Norm:

62% (+6 vs. 2016)

56%
Health Sector:

Ipsos Norm:

61% (+6 vs. 2016)

59%

Health Sector:

Ipsos Norm:

46% (+2 vs. 2016)

55%
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The main survey highlights and areas for improvement are summarised below under each theme.

My Job

• Overall satisfaction and related metrics such as happiness and personal fulfilment have all increased.
• Levels of motivation and enthusiasm are significantly ahead of the norm.
• Levels of personal optimism have improved.
• Over half of of all staff are optimistic about their own future within their organisation, though over one in 

five are pessimistic.
• Lower optimism for some could relate to a perceived lack of progression and opportunity and a sense that 

one’s potential is not being maximised.
• The level of advocacy, that is whether staff would recommend their organisation as an employer to a friend 

or family member, has improved.

My Role

• Most staff believe they are trusted to do their job, but not all feel they are involved in decisions that affect 
them.

• The majority are relatively contented with their level of responsibility, autonomy and the chance to use their 
skills. 

• Perceptions of job security are ahead of the norm, but satisfaction with pay is behind.
• Over half are satisfied with the opportunity they have to express their own ideas in their job, however, less 

than half are therefore either neutral or dissatisfied in this regard. 
• Though improving, less than half agree that they have all the equipment, support and resources to do their 

job correctly.  
• While individual objectives are generally considered clear and realistic, not all staff understand how their 

own objectives relate to those of the organisation. Greater understanding of organisational objectives would 
help staff understand their role and the part they can play in achieving those goals.

My Organisation

• There have been improvements in levels of pride to work for one’s organisation, as well as the proportions 
who value the culture of their organisation. 

• However, perceptions of the workplace culture and physical working conditions remain behind external 
norms. Sub-analysis of dissatisfaction with physical working conditions by specific location has pinpointed 
where these issues may be most pronounced.

• Perceptions of teamwork are positive and generally in line with the previous survey. However, some issues 
remain within teams, mainly around the quality of communications and opportunities to make suggestions 
within one’s team.

• While performance recognition has increased somewhat, there is scope for significant improvement as many 
staff do not feel valued and recognised by their organisation. There is a need to increase levels of non-
monetary recognition to ensure staff feel valued for their efforts.

Research Conclusions & Areas for Improvement
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Leadership

• Belief in senior management and organisational strategy show some improvement but results are behind 
external norms.

• Over a third of staff say they do not know their organisational strategy well enough to fairly judge its 
direction.  Communications around the strategy need to improve to help address this.

• Perceptions around internal communication are improving but remain low and well behind normative levels.
• There is a need to highlight successful actions taken as a result of staff survey findings to demonstrate that 

senior management are listening to and taking action from the feedback provided. 

Line Management

• Communication from line managers has improved since 2016 but perceptions remain behind external norms 
and requires further improvement. Some staff lack confidence in senior management and do not believe 
their communication is effective.

• Six in ten are positive about the degree of support they receive from their line manager.
• Line managers have got better at motivating their staff and delegating effectively.
• More one-to-one meetings are taking place with line managers to discuss individual objectives and 

development, but they are not happening for all staff.
• This is a clear gap to be filled; regular, informal feedback on the job their staff are doing should be carried 

out by managers outside of formal reviews and appraisals.

Training & Development

• Perceived opportunities for training, while improved, show scope for further increases.
• Although perceptions of access to and effectiveness of training have risen, not all staff feel they are being 

developed to their full potential.
• Meanwhile, despite some improvement, perceived opportunities for career progression remain low among 

significant proportions of staff.
• There is a need for career progression and opportunity to form part of developmental meetings with one’s 

line manager to ensure all staff feel that they can reach their potential.

Health & Wellbeing

• Improvements in the organisational commitment to health and wellbeing are evident but they remain below 
the external average.

• Perceptions around workload and work-life balance have risen but workload remains a challenge for almost 
one in three.

• The majority of staff believe they are treated with respect by colleagues, patient and service users.
• Though evidence of work-related stress remains, its incidence has declined since 2016.
• Health & well-being initiatives need wider reach and communication to ensure all staff are aware and can 

avail of them if desired.
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Dignity At Work

• There is high awareness of the Dignity at Work Policy, however two in five staff have not been briefed/
trained on the Policy, therefore a wider roll-out and communication of this policy is required.

• Discrimination at work has declined since 2016, but has still been experienced by a fifth of all staff in the 
past year, from either an internal or external source.

• Four in ten have experienced bullying and/or harassment in their organisation in the past 2 years, from 
either an internal or external source.

• Almost half of all staff have witnessed bullying and/or harassment in their organisation in the past 2 years.
• Over a third of staff have been subject to assault, verbal or physical, in the past 2 years, again from either 

an internal or external source.
• It is vital to continue to strive to eradicate all forms of discrimination, bullying, harassment and assault for 

all staff.
• 6% of staff have disability status, but not all feel they have had this accommodated in the workplace.

Standard of Care & Service

• Perceptions around the standard of care and overall service levels have improved, but not all agree that 
this is the case. Any improvements in service levels need to be better communicated to challenge any 
perceptions of deterioration.

• Most staff believe that they deliver a high-quality service and feel their role makes a difference.
• Perceptions of the processes for reporting errors, near misses and incidents have marginally improved, but 

a greater level of feedback is required regarding any changes made in response to such reports.

Health Sector National Staff Survey 2018
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How do the overall results compare to the previous staff survey in 2016?

• In general, the majority of 2018 survey results indicate an improvement in staff opinions and perceptions 
since the previous staff survey was conducted in 2016.

• To put this in context, out of a total of 77 questions that can be benchmarked across the two surveys,  
69 results show an improvement, with 3 results remaining unchanged and only 5 results showing a decline 
(two of which were only a single-point decline).

• Improvements are particularly pronounced in the following areas; 

- satisfaction with job at the present time (64%, +8), 

- optimism about my future within organisation (51%, +9); 

- would recommend my organisation as an employer (57%, +8); 

- have all the equipment, support and resources to do my job correctly (43%, +11, ); 

- feel valued and recognised by my organisation (38%, +8); 

- believe the overall strategy of organisation is heading in right direction (41%, +8); 

- have confidence in senior management decisions (34%, +9); 

- believe communication between senior management and staff is effective (34%, +8); 

- satisfaction with quality of internal communications (38%, +8); 

- satisfaction with opportunities for upward communications (38%, +9);

- agree that organisation is good at developing staff to their full potential (38%, +8); 

- satisfaction with opportunities for training (53%, +8); 

- satisfaction with opportunities for career progression (37%, +8); 

- receive the training that helps me do my job properly (61%, +8)

- believe their organisation demonstrates its interest in staff health and wellbeing (42%, +13);

- believe the source of my stress is work-related (52%, -10).

• Only three questions showed a decline of greater than one percentage point from 2016; 

- I understand the relationship between my individual objectives and my organisation’s objectives (56%, -7); 

- I am able to make suggestions to improve the work of my team/department (69%, -4).

- At my work, I always persevere even when things do not go well (90%, -2)
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How do results compare to external normative data?

• Out of a total of 51 questions that can be benchmarked against the external Ipsos norm of 500 employees 
in organisations across the public and private sectors, 21 results show a health sector result that is ahead,  
6 results are equivalent and 24 results show the health sector behind the norm.

• The results which are most significantly ahead of the external norm are as follows; 

- motivation in current job (77%, +17); 

- enthusiasm about my job (70%, +17); 

- the intention to be working in my organisation in two years’ time (70%, +11); 

- satisfaction with job security (82%, +13); 

- the respect with which staff believe they are treated by patients/service users (80%, +17).

• The results which are most significantly behind the external norm are as follows; 

- satisfaction with levels of pay (37%, -14); 

- valuing the culture of the organisation (48%, -12); 

- satisfaction with physical working conditions (54%, -15); 

- feeling valued and recognised by the organisation (38%, -12); 

- belief that the overall strategy of the organisation is heading in the right direction (41%, -17); 

- confidence in senior management decisions (34%, -13); 

- perceptions of effective communication between senior management and staff (34%, -10); 

- perceptions that senior management act on staff feedback (30%, -11); 

- satisfaction with the quality of internal communication (38%, -11); 

- belief that line managers give clear feedback on work (47%, -10);

- the organisation demonstrating its interest in staff health and wellbeing (42%, -10); 

- the organisation continuously trying to support a healthy lifestyle among its staff (43%, -13).
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How engaged are staff at an overall level and how can engagement be improved?

• At an overall level, the engagement score for the Health Sector has improved by 4 index points since 2016 
to 56% and sits just 1 point behind the Ipsos norm. 

• This result indicates that the level of employee engagement has increased overall. Exploring each of the 
three indicators that determine the engagement score reveals further insight into what may be driving this 
result and where it could be further improved.

• The involvement indicator reflects the employee’s relationship with their job, with results for the Health 
Sector showing a positive 6-point improvement against 2016. This result is also 6 points ahead of the 
external norm.  

• Further investigation of involvement illustrates that the majority of staff are satisfied and motivated in their 
current job and that it provides them with a sense of fulfilment.  However, one result requires improvement 
in terms of the involvement indicator; only a little over one in three staff believe that their organisation 
develops staff to their full potential.

• The loyalty indicator reflects the employee’s relationship with their organisation, with results for the Health 
Sector showing a positive 6-point improvement against 2016. This result is also 2 points ahead of the 
external norm.  

• Examining results within the loyalty indicator demonstrates that a large proportion of staff are proud to 
work for their organisation, while over half would recommend it as an employer.  A majority still intend to 
be working in their organisation in the near future.  However, again one result within this indicator shows 
room for improvement, with optimism about one’s own future only present for a little over half of all staff.  

• The third and final indicator relates to alignment and reflects the employee’s relationship with management.  
Results for the Health Sector show a marginal 2-point improvement against 2016, but this result sits 9 points 
behind the external norm. 

• The component parts of the alignment indicator all show room for improvement. Endorsement of 
organisational strategy is lower than desired, as many do not perhaps know the strategy or may have not 
had it communicated clearly to them.  Related to this, not all staff are able to link their personal objectives 
to those of the organisation, which again is affecting the result for this indicator.  

• Other contributors to the lower alignment score are the lack of confidence that some staff have in senior 
management decision-making and the fact that less than half of all staff value the organisational culture.  

• This alignment indicator is the lowest of the three overall and should be an area of primary focus in order to 
improve overall engagement.

33

Health Sector National Staff Survey 2018



Ipsos MRBI


