Question 1.


On what basis do you provide some APS employment services—such as training programs and the Public Service Gazette—to non-APS agencies?

Answer:
The main services provided to non-APS agencies by the Australian Public Service Commission occur in the areas of leadership, learning and development services; merit protection and other reviews; and other services such as the Commonwealth of Australia Gazette.

The Commission offers access to its leadership, learning and development services to non-APS employees (staffed under different Commonwealth and State legislation), but only in keeping with its role in developing the public sector generally, and not to the exclusion of APS employees.  Full cost-recovery generally applies to non-APS employees (about 94% of costs are recovered from APS employees participating in Commission learning and development programs). Of those using the Commission’s suites of learning and development services, approximately 88% are employees covered by the PS Act and 12% are public sector but non-APS employees.

Our priority is to respond to the needs of the APS agencies in the first instance.  We are, however, increasingly called on to assist non-APS agencies by arranging in-house consultancy services to meet their particular learning and development needs.  This is often specifically to increase their capability especially where they are required to work closely with APS agencies and to understand APS processes.  

Where participant numbers for programs are potentially low, such as in some of the state and regional areas, we have entered into cost sharing arrangements with other jurisdictions (and other Commonwealth sectors) for program delivery to enable broader access for both APS and non-APS participants: the Commission does not however subsidise non-APS participants.

The Commission also supports three cross-jurisdictional ventures that aim to develop both APS and non-APS public sector employees:

PSM Program

PSM (Public Sector Management) Program is a middle management development program accredited by four universities at the graduate certificate level. The Program is a joint venture of all Australian Governments to enhance the existing knowledge and skills of public sector middle managers and to improve outcomes in public sector services, productivity and people management. It is available to, and accessed by, APS and non-APS agencies such as the Australian Broadcasting Corporation, Australia Post and the Health Insurance Commission. This financial year the Commission has committed $48,000 to the national budget to fund ongoing review of the Program curriculum and marketing and 0.5 FTE Executive Level 1 to manage the National Secretariat, which is housed in the Commission.

Public Services Training Package

The Commission represents the Commonwealth on the Board of PSETA (Public Service Education and Training Australia), which has responsibility for the Public Services Training Package (the Package). The Package represents agreement within the Commonwealth, including some non-APS agencies, and by all Australian Governments on the skills required for effective public sector employees from entry-level to senior management. The Commission provides resources to promote, and support implementation of, the Package to Commonwealth agencies including non-APS agencies such as ANSTO (Australian Nuclear Science and Technology Organisation) and CSIRO. This financial year the Commission has committed $21,000 to support the work of PSETA on behalf of the Commonwealth and employs 0.5 FTE Executive Level 1 to promote the Package across the Commonwealth.

Commonwealth Training Materials Project

The APS Commission has created and managed the Commonwealth Training Materials Project, a large, cross-agency project to develop learning materials built against the skills contained in the Public Services Training Package. The Australian Federal Police, a non-APS agency, was a major contributor to, and participant in, the Project. In addition, a standing offer with a major provider for delivery of these materials was created and is available to all APS and non-APS agencies. The Commission has expended considerable resources managing, overseeing and coordinating this Project, which concludes in November 2002.

Merit Protection and other reviews

The Merit Protection Commissioner's functions are set out in section 50(1) of the Public Service Act 1999 (PS Act 1999) and include, among others, providing such other functions as are prescribed under the Public Service Regulations. 
The PS Act 1999 also provides that the regulations may authorise the Merit Protection Commissioner to charge fees, on behalf of the Commonwealth, for performing these other functions. Public Service Regulation 7.4 includes that where the Merit Protection Commissioner is not required by a law of the Commonwealth to perform a function, he may perform other functions at the request of a person or body and may charge for them. These functions are detailed in PS Regulation 7.4, and are, in short: 

· reviewing actions that relate to the employment of a person

· investigating actions that relate to the employment of a person

· providing advice that relates to the employment of a person

· providing services in connection with selection committees 

· providing other services that relate to the employment of a person.

The person or body for whom the Merit Protection Commissioner may perform a function, if asked, includes non-APS Commonwealth bodies, State and Territory agencies, local government and private organisations.

In practice, the fee-for-service functions provided by the Merit Protection Commissioner to APS agencies are generally limited to establishing ISACs at the request of an Agency Head. All functions provided to non-APS agencies involve full cost-recovery, and are agreed only if APS work is not adversely affected. 

 Commonwealth of Australia Gazette

The APS Commission provides the Commonwealth of Australia Gazette in hard copy format, through the Internet and electronically as a downloadable version.  

The Gazette notifies all APS employment opportunities (vacancies), movements (transfers), promotions and engagements and some learning and development opportunities.  Some non-APS Commonwealth agencies also utilize the Gazette for these purposes. The authority for non-APS Commonwealth agencies to utilize the Gazette is usually contained in legislation or certified agreements applicable to those agencies.

Subscriptions to the hard copy and downloadable versions of the Gazette are provided on request, on a fee-for-service basis to non-APS Commonwealth agencies. Advertising services are provided to non-APS Commonwealth agencies and in some rare instances, where there is a public sector interest component, to private sector organisations, on a fee-for-service basis.  

Access to the Internet version of the Gazette is available free of charge.

Question 2.


What percentage of services provided by the Commission are provided to non-APS agencies? What is the revenue raised by such work? In what circumstances does the Commission decline to provide services to a non- APS agency?

Answer:
It is estimated that in 2001–02 approximately 14% of services provided by the Commission were provided to non-APS agencies. The revenue raised from non-APS agencies for such work is estimated to be $1.3 million.

The circumstances for declining to provide services to a non-APS agency vary according to the type of service – see below:

Learning and Development

The Commission sees the development of the APS as its first priority in accordance with its statutory obligations, but acknowledges the value of its programs across the public sector generally. The Commission therefore does allow access to its activities by non-APS employees, but does not compromise the access of APS participants. If competition for places is an issue, APS employees have preference. The response to Question 1 also applies here.

Merit Protection and other reviews

The Merit Protection Commissioner has not had any instances where it has been necessary to decline a request for assistance by a non-APS agency; however, the issues discussed in the response to Question 1 guide the decisions on whether to accept or reject such requests.

Commonwealth of Australia Gazette

The Commission has not had any instances where it has declined to provide lodgement or subscription services to non-APS organisations but has declined to provide advertising services to private sector organisations where the advertising was not relevant to the public sector. The response to Question 1 also applies here.  

Other

The reasons for not providing other APS Commission services to non-APS agencies and their employees would be that the provision of that service is seen to be: outside the role and responsibility of the Commission; an APS-specific priority; or adversely affecting the Commission’s priority obligation to APS agencies.

Question 3.


Does the Commission have any intention to undertake benchmarking to track improvements in recruiting practices made by agencies?

Answer:
The Commission has no plans at this stage to undertake benchmarking of recruitment practices in APS agencies. The Commission’s role is to work with agencies to ensure compliance with the legislative framework applying to recruitment and selection in the APS. 

The legislative framework requires an agency’s recruitment practices to reflect the APS Values of merit-based decision making, reasonable access by the community to APS employment opportunities, fair and transparent selection processes and the absence of any form of discrimination.

Within this legislative framework, agencies are able to determine the recruitment practices that best suit their operational requirements. This recognises the diversity between, and sometimes within, agencies in terms of size, geographical dispersement, function, client base and service delivery arrangements.

The Commissioner retains a particular role in relation to SES selection procedures, including being represented on each SES selection advisory committee by an APS employee at a suitable SES level from an APS agency outside the portfolio in which the SES vacancy exists. The representative reports back to the Commissioner at the conclusion of the process, certifying that appropriate procedures were followed. The Commissioner’s endorsement of that certification is required before the Agency Head can finalise any promotion or engagement actions arising from the selection exercise.

The Commission promotes good practice in recruitment and will shortly be issuing booklets covering the legal framework for the recruitment and selection of ongoing and non-ongoing employees in the APS. 

The Commission will also continue to look at the application of merit in the APS through State of the Service Reports. In 2000-01, the State of the Service Report focussed on agencies’ use of alternative selection methods other than the traditional application, interview and referee comment approach. 

The Report concluded that there was no evidence that alternative systems and methods undermine the principle of merit. It was also noted that agencies had been taking a sensible approach to the development and use of alternative methods of selection and to adopting new systems where they appeared to be appropriate, but retaining more traditional arrangements where these appeared to be working satisfactorily.

Question 4.

The Graduate Careers Council of Australia has said that there is a lack of presence of the APS in the area of graduate recruitment, that has lead to the emergence of an unofficial focal point for graduate recruitment – the Graduate Manager’s forum. Does the Commission regard such a lack of presence as a concern? If so, what strategies might best address this problem?

Answer:

APS agencies have had, and continue to have, an interest in the recruitment of graduates in both generalist and specialist capacities. This interest means that APS agencies have maintained a strong presence in the market for graduate recruits.

The feedback from agencies is that they are satisfied with the devolved arrangements for recruitment and that on the whole they are attracting the quality of graduates they need. This feedback is also supported by comments made by agencies in the context of the Organisational Renewal Project currently being conducted by the Management Advisory Committee.

There are benefits to agencies in the devolved approach to graduate recruitment. Agencies are better placed to devise recruitment campaigns that reflect their business needs allowing better matching of the skills and interests of graduates with the work and opportunities available within the agency. The diversity and devolved nature of APS employment was one of the main reasons why the centralised recruitment service for generalist graduates was ceased (the other being the decreasing number of base grade recruits). 

Agencies are free to share experiences and collaborate or co-ordinate should it be in their interests. Two such arrangements are the Graduate Managers’ Forum to discuss experiences and the Public Service Consortium which consists of up to 10 agencies co-ordinating their graduate recruitment.

The Commission does not consider there is a problem of a lack of an APS presence given the commitment to graduate recruitment by APS agencies. If the situation arises that agencies are unable to obtain sufficient graduate recruits to meet their operational needs, the Commission would work with agencies to develop strategies to improve recruitment outcomes.

Question 5. 

What measures is the Commission taking to identify cross-APS training needs and what strategies could address such needs? Do you think that there is room for improvement in this area and how would such improvement best occur?

Answer:

The Commission has a range of specifically targeted processes to identify agencies’ learning and development needs, being focus groups, surveys, networks and program evaluation feedback.  The Commission also collects, via the same methods, information on the context and issues that underlie these needs, and various associated issues such as preferred mode of delivery, timing and cost constraints.  Information gained in these processes is used to refine existing programs as well as to assist with the design and development of specific ‘new’ programs.  

The Commission conducts a ‘focus group’ exercise at regular (approximately 18 month) intervals to obtain the views of agency staff at all levels on their learning and development needs and other related factors relevant to the design of effective programs.  Focus groups were conducted in mid 1999 and early 2001, and a similar exercise will occur at the end of 2002/early 2003.  The 2001 exercise involved 26 agencies. 

The Commission also conducts small, targeted surveys to gather information on needs of specific levels or groups of agencies.  For example, a representative sample of Band 2 SES was surveyed (10% of the total APS population of SES Band 2s) in early 2001 to identify their perspectives of their agencies’ learning and development needs and associated issues, including the specific needs of the middle management cohort across the Service.  

The Commission also responds to the APS-wide capability needs identified by external oversight processes.  An example is the need for continuing focus on learning and skills development in the area of contract management. This was identified in the Joint Committee of Public Accounts and Audit on Contract Management in the Australian Public Service report, tabled in November 2000, concluding there should be a continuing focus on training and skills development, and in particular, the development of legal skills and awareness; and the ANAO Audit Report No.12 1999–2000, Management of Contracted Business Support Processes’ recommendation ‘that organisations…develop contract management expertise through structured training programs and skills acquisition programs’ [page 28].  The Commission provides workshops on management and negotiation of contracts for APS senior executives, and workshops for non-SES staff on planning and managing contacts. 

The Commission provides a service-wide program specifically designed to meet the generic development needs of Graduates in APS agencies, to complement work done on Agency-specific bases.  This program, consisting of a series of workshops and seminars, was extensively revamped at the start of 2001 on the basis of needs and issues identified through extensive consultation with agencies.  

The Public Services Training Package (the Package) represents agreement within the Commonwealth and by all Australian Governments on the skills required for effective public sector employees from entry-level to senior management. The Package was endorsed in November 1999 and is currently being reviewed. The Commission is managing Commonwealth involvement in the Package review. The review provides the opportunity to reflect more accurately the skill requirements of Commonwealth agencies in at area of accredited vocational education and training.

In addition to the cross–agency development programs offered by the Canberra office, the Commission’s regional offices offer learning and development programs in their respective states in response to needs identified by the state based offices of APS agencies, determined by a number of similarly coordinated processes, being:

· regular participation in the cross–agency meetings such as APS regional heads forums, Business Development Committee (Victoria);

· ongoing analysis of requests for particular programs from agencies, plus analysis of attendance patterns at public programs, to identify any emerging trends;

· maintenance of regular contact with many Human Resource professionals and Training Coordinators in state-based APS agency offices, and 

conduct of focus group discussions on agency needs and how the Commission could best service those needs. 

Question 6.

Is the Commission aware of a need to provide training to recruits from the private sector and, if so, does it intend to address this issue?

Answer:
Many agencies have introduced their own agency specific Induction Programs for new recruits including those from the private sector.  The Commission recognises the need to provide services that complement agency specific induction.  In the 2001-02 Financial Year, the APS Commission provided many programs to address the need to familiarise non-APS and private sector staff with the APS environment. 

Specific programs include Legislation and APS Decision Making, Surviving and Thriving in the APS (which covers the role and responsibilities of public servants and the accountability framework, for all levels), and the SES Orientation Program.  The Commission also offers a specific Induction activity for senior executives new to the APS, that gives them access to former Agency Heads for one-to-one coaching and mentoring in their first months in the Service.  Programs specifically for graduates were also offered to acknowledge their newness in the APS environment.  Overall, the aforementioned programs were delivered on 43 occasions and reached an estimated 731 participants in 2001-02.  The APS Commission is also conducting market research on the need for a new APS Induction Program for introduction on future calendars.

The In-House Team delivered tailored programs that complement agency induction, 

including Graduate Induction and development Programs and Surviving and Thriving in the APS Program for all levels.  These programs were delivered on 40 occasions and reached an estimated 785 participants in 2001-02.

In addition to the above programs, the APS Commission delivers information sessions around Australia to the APS on APS Values, Code of Conduct and Diversity upon request.  

Question 7. 

Does the Commission have a view on the merits of broad, general learning and development versus narrowly focused learning and development? Has the Commission considered this issue at any time?
Answer:
Primarily the Commission provides programs to meet capability development requirements across the wide range of APS agencies that complement those capabilities attained through traditional broad education or professional training and qualifications, and those offered by Agencies themselves.  The Commission sees the value in a robust range of development choices being available to Agencies and individuals.

If an Agency requires its employees to have very narrow, business/outcome specific skills, the required training and development tends to be offered by the agency itself – either through its internal training capacity, or by engaging a specialised outside provider. The Commission provides specific skill development programs (eg advanced writing skills, influencing skills, financial, project and contract management in the APS), plus a suite of more broad (personal and capability development) programs, for example the Senior Women in Management Program, the Public Sector Management Program, the Executive Leadership Development Program and the Sustaining the Leadership Development Program.
The Commission also works with higher education institutions in a number of ways where academic input is critical for the provision of formal qualifications based specifically on public administration and other disciplines relevant to the public sector.  

Examples of this include:

· The Public Sector Management Course , where the Commission works with all other State jurisdictions and universities to provide a significant career development program for staff at the APS5-EL2 and equivalent levels. Graduates of the program receive a Graduate Certificate in Public Administration, as described against Question 1.

· The Commission is also currently actively involved in the cross-jurisdictional, collaborative project to establish the Australia and New Zealand School of Government.  This will offer a targeted, Executive Master of Public Administration qualification to high-performing public sector employees at the EL2 (and equivalent) levels. It will also offer a non-accredited Executive Fellows Program for senior staff at the SES3 plus high-performing SES2 and equivalent levels, to develop staff with recognised top leadership potential.

Question 8.

What measures does the Commission have in place to address the difficulties smaller agencies face with regard to the cost of training?

Answer:

The Commission has a number of arrangements that support and encourage smaller agencies to access relevant and quality training and development solutions. These include access to a quality assured panel of providers, to reduce procurement costs, and access to the joint ventures described in various answers, being the Public Services Training Package, the Commonwealth Training Materials Package and the Public Sector Management Program. The Commission also supports the Small Agencies Forum. The Commission is not funded to subsidise the cost of training by smaller agencies.
Small Agencies also have full access to all Commission programs, and are able to access these on a single use basis. These programs are specifically designed to address APS core skills requirements and the Service environment.

The panel

The APS Commission has created and maintains, through an open tender process, a Panel of Approved Providers able to meet the training and development requirements identified in consultation with Commonwealth agencies. This service enables agencies to minimise the otherwise significant resources required to meet their training requirements, and to reduce the exercise to the compilation of a statement of requirement which is then fulfilled through the panel arrangement, rather than going through a full tender process. This is particularly useful for smaller agencies without the resources to conduct large and complex tender processes.

Through the panel arrangement, the APS Commission brokers consultancy services and tailored solutions to learning and development needs. The brokering service offers efficient and comprehensive access to providers’ services, matched effectively to Agency specific needs, on a case-by-case basis.  It is based on the Commission’s understanding of the demands facing the APS and the specific training and development requirements, which those demands create. The Panel arrangement enables the APS Commission, on behalf of the Australian Public Service, to develop and facilitate the delivery of a wide variety of programs for the APS and ensuring a broad range of quality training and development solutions are available to agencies.

The Public Services Training Package

The Public Services Training Package (the Package) is also particularly useful for smaller agencies.  It provides Commonwealth agencies with access to the National Training Framework and its system of nationally recognised skills, qualifications and quality-controlled training provision. The Package represents agreement by the Commonwealth, States and Territories on the skills required for effective public sector employees from entry-level to senior management. The Commission coordinates the Commonwealth’s involvement in PSETA (Public Service Education and Training Australia), which is the public sector’s vocational education industry body and manages the Package nationally, and provides resources to Commonwealth agencies to promote and implement the Package. 

Small Agencies can use the Package’s skill template for a number of human resource tools such as position descriptors, job specifications and personal development agreements without requiring agencies to resource skill analyses or other competency identification processes that normally support such tools. In addition, the Package’s common skills potentially underpin training co-delivery with other agencies in metropolitan and regional areas where purchasing training and development might not otherwise be viable.

Commonwealth Training Materials Project

The Commonwealth Training Materials Project was conceived and managed by the Commission to provide a rich training and development resource for the Commonwealth. It has built over fifty modules of learning materials against the skill outcomes in the Public Services Training Package in areas including policy development, management, ethics and accountability. These would not otherwise have been available to medium or small agencies because of the large resources required. The Commission brought together large, medium and small agencies to resource the Project including Defence, Centrelink, ATO, Customs, AFP, ATSIC and Comcare. The materials developed are commercially available to all Commonwealth agencies.

Standing Offer Arrangement for Delivery of the materials formed part of the Project and remains available to all Commonwealth agencies to access quality training delivering industry identified skills without the necessity of a tender process.

PSM Program 

PSM (Public Sector Management) Program is a middle management development program accredited by four universities at the graduate certificate level. The Program is a joint venture of all Australian Governments to enhance the existing knowledge and skills of public sector middle managers and to improve outcomes in public sector services, productivity and people management. The Commission represents the Commonwealth on the National Board of Management and accommodates a National Secretariat, which manages the Program. The Program is particularly suitable for smaller agencies because it provides the full range of middle management skills and opportunities to network with participants from other Commonwealth agencies and from other tiers of government.

ACT Small Agencies HR Forum

The ACT Small Agencies HR Forum provides advice, information sessions and other practical human resource management and development support to smaller agencies. The Commission has supported the Forum for over ten years as well as provided accommodation, information technology, contractual arrangements and coordinative support for forums and other activities. 

Question 9.


Does the Commission share the concern that devolved training arrangements may have at times led to a fragmented approach and a lack of information sharing between agencies?  For example, the agencies’ individual tendering of contracts has inhibited the collaboration necessary to needs (sic) across the APS; and that fewer career paths across the APS exist?

Answer:
Under the devolved arrangements across the APS, agencies can choose to design and deliver training specific to their people development needs.  There are undoubtedly arrangements developed in this way that could be of major benefit to other agencies, and information sharing provides examples of good practice.  The Commission facilitates this sharing of agency approaches through a series of networks, including COMNET, the HR Directors’ Network, the Leadership Development Network, the Driving Change Network, the Graduate Coordinators Network and the Human Resources Forum.

The Commission also actively encourages exchange of information and ideas through its cross-agency events, such as the SES breakfasts, the SES3 Forum, and all cross-agency attendance at programs.  
The Commission’s centrally offered programs and panel arrangements are also intended to complement individual tendering of contracts by agencies for specific services rather than lead to unnecessary duplication.
The impact on career paths across the APS is very difficult to assess.  In many cases, agencies are building stronger career paths through structured learning and competency-linked advancement.  It may be a moot point to suggest this is adversely affecting previous ‘career paths’ across the APS that were not structured in any systematic way.  There is evidence of some reduction in mobility across agencies, but mobility at more senior levels remains substantial.
In the Commission’s view, devolution has not inhibited collaboration, and Agencies are keen to share knowledge and learnings.
Question 10.

It has been suggested that the tender process by which the Commission selects its external providers is overly formal and prescriptive, resulting in lower standard and less competition, disadvantage to Small to Medium Enterprises and greater cost—what are the Commission’s views on this matter?

Answer:

The Commission recognises the detail required in the tender process, but does not consider the process to have been overly formal or prescriptive.  Services provided by Consultants on the Panel must support and reflect the Commission’s strategic role in the APS of promoting the APS values as set out in Section 10 of the Public Service Act 1999, and must reflect best practice in people management and organisational performance.  The Commission must be able to assure Government Agencies who seek to access the panel, that the tender process was conducted with full regard to Government procurement processes and that consulting firms who were selected for the panel went through a robust assessment process.  Further information on the panel tender process appears at the end of this response.

Through the panel arrangement the APS Commission aims to achieve excellence in program design and delivery by combining the knowledge and insights of Australian and international providers with the APS Commission's understanding of the demands facing the APS.  The Panel arrangement enables the APS Commission to facilitate the delivery of a wide range of programs for the APS. The tender process was also conducted and the panel established within budget and for what is considered to be a modest cost to the APS Commission and the Commonwealth.    

The consensus of Agency staff who are already accessing the services of the new panel is that it is of a high quality and is able to offer a much-expanded range of services to Government agencies.   Our thorough tender and evaluation processes have established a high level of quality assurance, and many agencies specify this as one of their significant reasons for using our panel.

The replacement panel process has resulted in the establishment of a larger panel able to provide an expanded range of services.  This provides better opportunities for agencies with the opportunity of some real competition amongst competing firms.  

The majority of respondents to the RFT for the panel were small (including a number of sole providers) to medium consulting firms. Using the Australian Bureau of Statistics definition of a small business, being a business that employs less than 20 staff, the composition of the APS Commissions panel of 100 consultancy firms is as follows:    

Small Business of less than 20 employees:


6%

Medium Business with 20 to 25 employees:


94%

The largest number of employees submitted in the tender to the APS Commission by any one firm was 23.

Further information on the panel tender process

Probity and evaluation services of an independent consulting firm were used to assist with the tender process.   In commenting on the Request for Tender (RFT) prior to its release, the probity advisors noted that ‘…. the documents provide good opportunity for a fair and competitive open tender process to be conducted.  Accordingly the probity of the process to date and that reflected in the documents has been of a high standard’.

The panel of consultants for the APS Commission is established as a standing offer, meaning that there is no guarantee of work for approved providers.  However, the panel is established for a period of three years, and in tendering, all respondents were expected to provide sufficient information for Commission staff to determine over the three year period, when and how they should be invited to provide consulting services.  Accordingly, it was in their best interests to provide sufficient information to make this process as easy as possible to facilitate their selection to provide consultancy services.

In responding to the RFT tenderers were required to complete three short written responses and a number of proformas.  The written sections asked for the following information:

· an understanding of the requirement (one page);

· an outline of their capacity to undertake the work (three short questions); and 

· their approach to the design, development or delivery of consulting services (two page limit)

In all other instances proformas were provided to make the task easier.  The proformas are not considered prescriptive.  They sought the type of information that would be readily available and which would best help individual and comparative assessment of tenderers. 

The proformas sought information about:

· the services the tenderers would offer (completion of a short table);

· their ability – a listing of the services they had provided to date (10 examples using a one page proforma); and  

· staff expertise listed against actual services that they had provided (using a one page proforma).  Consulting firms were asked to provide CVs for all staff (one page limit) to help with the assessment of their suitability and to follow-up with referees where necessary.

It was expected that most of this information would have been readily available and maintained by tenderers and normally proffered in the course of routine enquiries for agencies or firms who sought to use their services.

The RFT as provided was based on a standard Commonwealth Government template. 

With the exception of the pages devoted to the modified RFT and a copy of the draft Deed, the tenderer’s response totalled 24 pages of which 12 sought information about the tendering firm, company details, ABN, insurance etc.; four provided tick boxes for tenderers to signify an understanding of the RFT and five provided tick boxes for tenderers to signify compliance or otherwise with the draft Deed.  Three pages were provided for formal signing requirements.  

Of the 117 respondents, 23 firms indicated some issues with compliance with the draft Deed.  None of the compliance issues related to the RFT or provision of the information sought, and the majority of these were able to negotiate a reasonable compromise on a case-by-case basis.   

In his report following the closing date for the RFT, the probity advisor reported that: ‘Prior to the tender evaluation period no concerns were expressed by Tenderers regarding the tender process up to and including lodgement’.

Question 11.

Does the Commission perceive a conflict between its role as adviser to agencies on learning and development and its role as provider of learning and development programs on a fee for service basis?

Answer:
There is no material conflict of interest.  The Commission does not actively compete with other market sources in offering learning and development programs, but seeks to ensure that a sufficient APS specific service is available to Agencies. The learning and development services provided by the Commission operate on a cost-recovery basis, without a profit margin, and without any planned cross-subsidisation, consistent with principles set out in the recent Productivity Commission Report. 

The Leadership, Learning and Development Group’s activities are about 94% cost recoverable.

The Commission offers some programs under the Auspices of ‘community service obligations’, and runs these at a loss to sustain the development activities.  If Commission programs that are not deemed to be community service obligations are not subscribed to, they cease to run, even if the subject matter remains important to the Service, on the presumption that Agencies are procuring products elsewhere.

It should be noted that most programs offered by the Commission are delivered by external providers selected via open competition (including from the Commission’s panel).
Question 12.


Is the Commission aware of concerns with the APS practice of using a recruitment supplier to find a contractor for the Government agency, who is then offered a full time job in the same role?

Answer:
The Commission is only aware of the submission from the Recruitment and Consulting Services Association (RCCA) which expressed concern over APS agencies offering employment to persons originally contracted to perform duties or provide services. The submission also states that this does not follow industry practice as in the private sector where this occurs, the client pays a release fee to the recruitment agency to take on the employee full time and as recompense for lost earnings by the recruitment firm. There is no such arrangement within the APS.

This situation can only arise in certain circumstances given the legislative framework in which APS employment decisions are made and is not a standard APS recruitment practice. 

Contractors or consultants are usually brought in where specialist skills or knowledge are required that are not available within the APS or to deliver services that are not performed by an agency.

The Public Service Act 1999 (the Act) allows for employees to be engaged on an ongoing or non-ongoing basis but states that ongoing employment will be the usual basis of engagement. There are Regulations in place which govern the use of non-ongoing employment. 

The APS Values require that all employment decisions are based on merit and that all eligible members of the community be given a reasonable opportunity to apply for APS employment. The Commissioner’s Direction on merit also requires all ongoing employment opportunities to be notified in the Commonwealth of Australia Public Service Gazette. All opportunities must be open to the community unless the Agency Head is satisfied that the opportunity should be restricted to APS employees only on the grounds of cost or operational efficiency. Regular examination of Gazette notifications over the last few years has shown that around 99 per cent of all ongoing employment opportunities are open to the community. 

There may be instances where services or skills provided by a contractor (or by a non-ongoing employee) may at a later date need to be performed on an ongoing basis eg there may be a commitment to fund a particular function which had not previously been funded. The agency would then be required to notify the ongoing employment opportunity in the Gazette.

There are no restrictions on who may apply for ongoing APS employment provided that they meet any eligibility criteria (eg meeting job specific requirements such as having formal qualifications or Australian citizenship). A consultant or contractor would have the same right as every citizen to submit an application and be assessed for their suitability in a competitive selection exercise. There can be no offer of engagement without such a selection process.

The Commission would be concerned if an agency was deliberately using a recruitment supplier to provide a contractor when it was aware at the beginning of the process that it was an ongoing employment opportunity. That said, this would be a strange action as an agency may use a recruitment agency to supplement a field of applicants generated through a Gazette notification.

The Commission is not aware of any particular instances where a contractor has been subsequently engaged contrary to the legislative provisions. If the RCCA feels this is a significant problem, they may wish to consider looking at their contractual arrangements with the contractor supplied to prevent them applying for ongoing engagement with the APS agency in the same capacity. The Commission would not be imposing any restrictions or requiring agencies to enter into any arrangement that would reduce the flexibilities in recruitment provided under the APS legislative framework.

Question 13.


Who is participating in the Indigenous Employment Working Group formed by the Commission?

Answer:
The Indigenous Employment Working Group formed by the Commission is comprised of:

· Members of the Australian Public Service Commission from the Organisational Performance and Values Group, the Leadership, Learning and Development Group and the Regional Services (North/East) Group

· Indigenous APS representatives from ATSIC, Centrelink, and the Department of Foreign Affairs and Trade. The Indigenous APS Employees Network (IAPSEN) has been invited to nominate a representative.

Question 14.


What data is being collected by the Indigenous Employment Working Group concerning Indigenous employment across the APS?

Answer:

The Indigenous Employment Working Group will be utilising the statistical information collected regularly by the APS Commission and held on its APS Employment Database.  The information of most relevance to the Indigenous Employment Working Group includes:

· the total number of APS employees, and the number identifying as Indigenous;

· the total number of engagements, and the number of Indigenous recruits; and

· the total number of separations, and the proportion of these employees who are Indigenous, and

· the total number of promotions, and the number of these by Indigenous employees,

and the breakdown of this information by APS agency, by classification, by age groups and by geographic location.

The Commission is currently working with agencies to help ensure the accuracy of the data.

The Working Group will also refer to data collected in a survey of Indigenous Executive Level employees in the APS to identify some of the development needs of Indigenous APS employees at that level.

Other data collected specifically for the Workplace Diversity Report 2001-02, and earlier Workplace Diversity Reports might be used by the Working Group.

The Working Group utilises the experience and knowledge of its participants to inform the Group of good employment practices and strategies that have proved successful for agencies in recruiting and retaining Indigenous employees. Current examples of such strategies include Indigenous employee networks, effective Indigenous cultural diversity awareness training, personal development plans and subsequent training, mentoring arrangements.

Question 15.


What strategies are being considered by the Indigenous Employment Working Group to increase Indigenous employment and retention in both the mainstream and Indigenous-focused APS?
Answer:
The Working Group was established in May 2002 and has terms of reference agreed with the Public Service Commissioner.  It has undertaken a strategic planning process and is making progress against its project plan, but it is too early to list the strategies under consideration. The following identifies some of the areas under investigation:

· Summarising current activities and programs that agencies have in place to promote Indigenous employment.

· Producing a publication containing information about good practice strategies to improve Indigenous recruitment and retention. Current examples include Indigenous employee networks, effective Indigenous cultural diversity awareness training, professional development plans and subsequent training, mentoring arrangements.

· Informing agencies of the need to include an Indigenous recruitment and retention strategy in their succession planning. This would include the issue of access to ‘mainstream’ APS jobs.

· Development of new Indigenous cultural diversity awareness training programs to be offered to agencies by the Commission.

· Promoting the use of the National Indigenous Cadetship Project.

· Developing new career paths for Indigenous employees without graduate qualifications.

· Promoting partnerships between agencies with specific Indigenous program responsibilities, and other agencies (and within agencies between areas with such program responsibilities and other program areas), to foster career development to ‘mainstream’ areas of the APS.

· Offering a range of specifically designed development strategies to meet the leadership and professional development needs of Indigenous APS employees at a number of levels.

· Pursuing collaborative ventures with other organisations offering leadership skills development, for example the Australian Indigenous Leadership Centre.

Question 16.


What percentage of your staff are covered by the Public Service Act 1999? On what terms are other staff agency employed?

Answer:
As at 30 June 2002, 160 of 161 staff employed by the Australian Public Service Commission were employed under the Public Service Act 1999 (99.4 %).  The one staff member not employed under the Act was on secondment from the Tasmanian State Public Service.  Under this arrangement this employee was employed under the terms and conditions of the Tasmanian Public Service and the Commission reimbursed her home agency for any employment costs, including salary and superannuation.

In addition, the Commission also sourced three staff from temporary labour hire firms at 30 June 2002.  These staff remained employees of their respective firms while undertaking work within the Commission and are not considered to be employees of the Commission.

Question 17.


What are the differences between recruitment and training processes for APS employees and non-APS employees?

Answer:
There were no differences between the recruitment processes of the Commission’s non-APS employees and its APS employees.  The employment opportunity won by the non APS employee referred to in question 16 was advertised in the Commonwealth Gazette as a non-ongoing opportunity.  The employee went through a selection process including interview and was selected for the employment opportunity.  The successful applicant chose not to resign her permanent position in the Tasmanian State Public Service for the non-ongoing employment opportunity and a secondment arrangement was negotiated with the state public service.

This employee had the same access to training and development opportunities as APS employees of the Commission.  She attended a full induction session and utilised the corporate training program.

Staff sourced from, but employed by, labour hire firms are generally interviewed prior to commencement.  They are given the same induction as APS staff, and also have limited access to corporate training but are not generally given the same level of training and development opportunities of APS employees.

Question 18.


Is it possible for your organisation to identify recruitment and training data relating only to staff covered by the Public Service Act?

Answer:
The Commission can identify limited recruitment data relating only to staff covered by the Public Service Act.  As staff covered by the Public Service Act are paid directly by the Commission, limited details of commencement and related information is contained in the Commission’s Human Resource Information System (HRIS).

The Commission cannot readily identify training data relating only to staff covered by the Public Service Act as all of our corporate training is available to all staff, however as the numbers of non-APS employees in the Commission are low their impact on our overall data would be minimal.

Question 19.


Are you able to identify recruitment and training data by ongoing, non-ongoing, contract and part time employees?

Answer:
The Commission can identify recruitment data by ongoing, non-ongoing and part time employees as commencement and related information is contained in the Commission’s Human Resource Information System (HRIS).  

The Commission can identify limited recruitment data for staff sourced through and employed by labour hire firms working in the Commission.  This data is however available only for 2002

The Commission cannot readily identify training data by ongoing, non-ongoing, contract and part time employees as such records are not maintained.

Question 20.

Can you provide the Committee with the staffing profile by age group for each year over the past 3 years?

Answer:
The Commission’s age profile as at 30 September 2002.


<20
20-25
25-30
30-35
35-40
40-45
45-50
50-55
55-60
>60
Total

SES/SOH
0
0
0
0
0
1
1
4
1
0
7

EL2
0
0
0
0
1
7
7
4
3
1
23

EL1
0
0
2
2
9
18
18
14
11
10
84

APS6
0
0
1
4
4
3
2
3
3
1
21

APS5
0
1
4
3
1
5
4
3
1
0
22

APS4
0
1
2
0
2
1
1
1
1
0
9

APS3
0
7
3
1
4
4
0
1
1
0
21

APS2
0
0
0
0
2
0
0
0
0
1
3

APS1
0
0
1
0
0
0
1
1
0
0
3

Graduate
0
2
0
1
0
0
0
0
0
0
3

Total
0
11
13
11
23
39
34
31
21
13
196

The Commission’s age profile as at 30 June 2001.


<20
20-25
25-30
30-35
35-40
40-45
45-50
50-55
55-60
>60
Total

SES
0
0
0
0
0
1
3
3
0
0
7

EL2
0
0
0
0
2
8
2
6
2
1
21

EL1
0
0
1
2
7
17
15
9
2
5
58

APS6
0
0
2
2
3
3
3
5
0
1
19

APS5
0
1
2
4
1
5
0
3
4
0
20

APS4
1
1
4
2
1
1
0
2
0
0
12

APS3
0
3
3
1
6
1
0
2
1
0
17

APS2
2
0
0
0
2
0
0
0
0
0
4

APS1
0
0
0
0
0
0
1
0
0
0
1

Graduate
0
3
1
0
0
0
0
0
0
0
4

Total
3
8
13
11
22
36
24
30
9
7
163

The Commission’s age profile as at 30 June 2000.


<20
20-25
25-30
30-35
35-40
40-45
45-50
50-55
55-60
>60
Total

SES
0
0
0
0
0
1
2
3
0
1
7

EL2
0
0
0
0
3
6
3
7
4
4
27

EL1
0
0
2
2
6
18
20
5
3
6
62

APS6
0
0
2
1
4
1
3
2
2
0
15

APS5
0
1
1
4
1
5
0
3
1
0
16

APS4
0
0
2
1
1
0
0
4
0
0
81

APS3
1
0
5
1
3
2
0
2
3
2
19

APS2
0
1
0
1
2
0
0
0
0
0
4

APS1
0
1
0
0
0
0
2
0
0
0
3

Total
1
3
12
10
20
33
30
26
13
13
161

Question 21.


Does your agency have a formal recruitment and selection strategy and/or policy?  Can you provide the Committee with a copy of it?

Answer:
The Commission has a policy guide for the recruitment of non-SES Employees. A copy of the policy guide is attached.

Question 22.

Can you provide the Committee with details of recruitment by year for the past three years including:

· recruitment by classification;

· recruitment by five year age group;

· recruitment by area of employment (eg IT, Legal and so on); and

· any contextual information that has affected these figures.

Response:

Recruitment in the Commission by classification:


Year

Classification
99-00
00-01
01-02

SES/ SOH
0
2
1

EL2
11
3
4

EL1
28
25
27

APS 6
2
10
8

APS 5
7
3
7

APS 4
6
7
2

APS 3
7
17
6

APS 2
2
3
2

APS 1
4
1
1

Graduates
0
4
3

Total
67
75
61

Recruitment in the Commission by age group:


Year

Age Group
99-00
00-01
01-02

<20
1
1
0

20-25
4
11
7

25-30
7
10
4

30-35
3
4
8

35-40
7
7
8

40-45
8
12
11

45-50
14
15
8

50-55
8
7
6

55-60
8
5
8

>60
7
3
1

Total
67
75
61

Recruitment in the Commission by area of employment:


Year

Area of Employment
99-00
00-01
01-02

Legal
1
0
0

Publication/Design
1
2
0

Finance
0
0
1

Management
1
2
1

Clerical
62
70
59

Statistical
1
0
0

Library
1
1
0

The above figures show all commencements within the Commission, including ongoing and non-ongoing staff.

The number of EL1 staff that commenced in the Commission is elevated due to the use of non-ongoing staff at this level to undertake specified tasks for the Merit Protection Commissioner on a casual or short-term employment basis. The numbers involved were 15 in 99-00, 15 on 00-01, and 21 in 01-02.  In addition nine staff were recruited at the EL2 level in 99-00 for this purpose.

The increase in recruitment in 00-01 can be related the increase in workload for the Commission whilst undertaking the Centenary of the Australian Public Service Project.

The Commission has also previously used a project group of a temporary nature to produce the annual State of the Service Report to Parliament.  Staff for this group have been sourced from within the Commission and other agencies.  Staff temporarily moving from other APS agencies are included in these figures, and number around three each year.

Question 23.

Can you provide the Committee with data relating to retention rates by year for the past three years including:

· by area of employment;

· by age group;

· by classification; and

· any contextual information that has affected these figures.

Answer:

Retention in the Commission by classification:

01-02


Number of 

Separations
Total staff 

(at 30 June 02)
Retention Rates*

 (%)

Classification
Ongoing
Non-Ongoing
Total
Ongoing
Non-Ongoing
Total
Ongoing
Non-Ongoing
Total

SES/ SOH
3
0
3
7
0
7
57
N/A
57

EL2
5
2
7
18
1
19
72
-100
68

EL1
3
18
21
43
11
54
93
-64
57

APS 5/6
6
1
7
37
6
43
84
83
84

APS 3/4
7
11
18
24
7
31
71
-57
42

APS 1/2
1
0
1
3
1
4
67
100
75

Graduates
0
0
0
3
0
3
100
N/A
100

Total
25
32
57
135
26
161
82
-23
65

00-01


Number of 

Separations
Total staff 

(at 30 June 01)
Retention Rate*

 (%)

Classification
Ongoing
Non-Ongoing
Total
Ongoing
Non-Ongoing
Total
Ongoing
Non-Ongoing
Total

SES/ SOH
2
0
2
9
0
9
78
N/A
78

EL2
4
6
10
19
4
23
79
-50
57

EL1
7
29
36
35
16
51
80
-81
29

APS 5/6
4
3
7
36
2
38
89
-50
82

APS 3/4
4
12
16
19
12
31
79
0
48

APS 1/2
0
5
5
4
0
4
100
N/A
-25

Graduates
0
0
0
4
0
4
100
N/A
100

Total
21
55
76
126
34
160
83
-62
53

The Commission is unable to provide a breakdown of separations for ongoing and non-ongoing staff by classification for 99-00; however, the following tables show the overall retention rate and the retention rates by ongoing and non-ongoing staff.

99-00

Classification
Number of 

Separations
Total staff 

(at 30 June 00)
Retention Rate*

 (%)

SES/ SOH
0
9
100

EL2
3
17
82

EL1
24
49
51

APS 5/6
15
31
52

APS 3/4
15
25
40

APS 1/2
4
6
25

Graduates
0
0
N/A

Total
61
137
55


Number of Separations
Total staff  

(at 30 June 00
Retention Rate* (%)

Ongoing Employees
35
111
69

Non-Ongoing Employees
25
26
4

* Negative retention rates occur when separations are higher than staff numbers at 30 June 2001 and 30 June 2002.

Cessations in the Commission by area of employment:


Year

Area of Employment
99-00
00-01
01-02

Legal
1
0
0

Publication/Design
1
0
2

Finance
0
0
1

Management
0
2
2

Clerical
58
75
51

Statistical
1
0
1

Library
0
0
1

Separations in the Commission by age group


99-00
00-01
01-02


Ongoing
Non-Ongoing
Total
Ongoing
Non-Ongoing
Total
Ongoing
Non-Ongoing
Total

<20
0
0
0
0
0
0
0
0
0

20-25
0
2
2
0
6
6
0
6
6

25-30
7
0
7
1
5
6
5
1
6

30-35
2
0
2
1
1
2
1
2
3

35-40
4
4
8
2
3
5
4
2
6

40-45
8
1
9
5
6
11
0
6
6

45-50
6
3
9
7
13
20
5
4
9

50-55
7
6
13
3
6
9
5
3
8

55-60
1
6
7
1
5
6
5
3
8

>60
0
3
3
1
10
11
0
5
5

The above figures show all cessations from the Commission, including retirements, redundancies and movements of ongoing staff and project completion and contract expiry of non-ongoing staff.

The number of EL1 staff that have separated from the Commission is elevated due to the use of non-ongoing staff at this level to undertake specified tasks for the Merit Protection Commissioner on a casual or short term basis.

Separations, particularly at the APS 3/4 level, can be explained by the use of a number of non-ongoing staff at this level to undertake research for the Centenary of the Australian Public Service Project.

The Commission has also previously used a project group of a temporary nature to produce the annual State of the Service Report to Parliament.  Staff for this group have been sourced from within the Commission and other agencies.  Staff returning to other agencies are included in these figures.

Question 24.


Can you provide the Committee with graduate retention rates by area of study for the past three years?

Answer:

The Commission has had a 100% retention rate for graduates recruited over the last two years (2001 and 2002 intakes).  The Commission did not undertake a graduate recruitment campaign in 2000. 

Question 25.


Has your agency experienced any difficulty over the past three years in relation to filling graduate positions? What areas of work/study did such difficulty arise in? Was a strategy devised to address this difficulty and, if so, what did it consist of?

Answer:
The Commission has had no difficulty recruiting graduates, including Indigenous graduates, in 2001 and 2002.  The Commission did not undertake a graduate recruitment campaign in 2000. The Commission has recruited graduates with generalist skills and has not focused on specific fields of study.

The Commission’s success in attracting graduates appears to be due in part to the quality of the training program provided in the first year.  The training program integrates practical job rotations with formal off-the-job training.  The opportunity to work in a central APS agency was also attractive to many applicants.

The Commission put considerable effort into advertising its graduate recruitment opportunities.

Question 26.


Can you provide the Committee with the percentage of recruits recruited from the private sector by year for the past three years?

Answer:
The following table shows ongoing employees recruited by the Commission.  This includes appointments, transfers and promotions.

Recruited From
99-00
00-01
01-02


No.
%
No.
%
No.
%

Non-Ongoing within the Commission
3
13.6
8
29.6
6
31.6

Other APS/Commonwealth Agencies
12
54.5
11
40.1
8
42.1

State/Local Government
2
9.1
0
0
0
0

Tertiary Institution
0
0
3
11.1
3
15.8

Private Sector
5
22.7
5
18.5
2
10.5

Total
22

27

19


Note that Private Sector may include employees recruited from labour hire firms previously placed in the Commission or other Commonwealth agencies.

Question 27.

Can you provide the Committee with data for the past three years showing, as far as you are able:

· your agency’s expenditure on training (including percentage of total agency expenditure) per year;

· expenditure per person per year on training;

· days spent training per person per year; and 

· expenditure by area of training (eg contract management, service delivery and so on) by year
Response:

Some of the data requested is not available. 


1999-2000
2000-2001
2001-2002

Agency expenditure on training per year


$140,000
$178,000
$145,310

Percentage of agency expenditure
0.706%
0.749% 
0.620%



Total days spent on training


695
761
562

Total cost of employee salaries while on training *


$365,389
$412,766
$317,530

Estimated expenditure per employee * #


$3306
$3692
$2887

Data is not maintained on expenditure by area of training.

*This figure is based on an average salary for all classifications.

# Average number of employees each year - 160

Question 28.


What is the cost per graduate of your graduate training program?

Response: 

The average cost of the Commission’s internal graduate training program is approximately $50,000 per graduate, which includes the cost of the recruitment campaign, relocation, salary during the training year and the direct cost of training.

Question 29.


What are your agency’s main training delivery methods (eg in-house, external, external conferences and seminars, job rotations, e learning) and how is this decided?

Answer:

Individual training needs are canvassed through the Performance Appraisal system and reflected in Individual Development Plans (IDPs).  The IDPs reflect the training requirements necessary to meet the Commission’s business outcomes and individual’s career plans. Each year a Corporate Training Calendar is developed, based partly on the IDPs, reflecting Commission wide training needs and identifying delivery methods complemented by other activities at the group level.

As a relatively small agency, the Commission has limited capacity to maintain and deliver in-house training; however, the Commission training delivery methods are balanced and diverse. 

In-house delivery includes access to programs provided APS-wide by our Leadership Learning and Development Group, the APS Graduate program, and, where expertise is available, specifically tailored courses and seminars eg IT, financial information, legal briefings. Where facilities are available sessions are delivered by video link to regional offices.  

The need to engage external training providers is identified as the Corporate Training Calendar is developed. Where possible, training may be conducted in Commission meeting or conference rooms.

The Commission has an ongoing commitment to support the attendance of employees at conferences and seminars.

Question 30.

Does your agency’s Certified Agreement stipulate any training obligations towards staff? If so, what are they and how is compliance monitored? What happens if non-compliance occurs? Does the Agreement contain any other clauses relating to staff training?

Answer:

Training obligations to employees are outlined in the Certified Agreement (see extracts below). Monitoring of outcomes occurs at the group level as part of performance appraisal discussions between staff and their Group Manager and Group Managers and the Executive.  Monitoring also occurs through responses to Staff Surveys conducted by the Commission.

Non-compliance is measured through performance appraisal and will influence performance rating discussions.

Extracts from the Commission’s Certified Agreement

D25 :

GRADUATE RATES

D.25
A Graduate APS will be required to undertake a course of training determined by the Commissioner.  While undertaking training, a graduate APS will be paid salary at a level within the APS1-2 salary scale (see Appendix 2) as determined by the Commissioner.  When the Commissioner is satisfied that the course of training has been successfully completed, the Graduate APS will be allocated a classification in accordance with the classification rules and the Commissioner may determine a salary within the range applicable.
F9-16: 

SKILLS RECOGNITION AND DEVELOPMENT 

F.9
The APS Commission will identify training and development needs of employees annually through the performance appraisal process.  Induction, training and development programs will be prepared, drawing on the work level standards, public sector competencies and other relevant material.  

F.10
Progress against training and development plans will be tracked through performance appraisal discussions.  

Study Encouragement Scheme

F.12
The APS Commission encourages its employees to undertake formal study in fields which link to the achievement of its corporate goals or which meet their career development needs.

F.13
Assistance will be provided to an employee to undertake formal courses of study at tertiary and higher education institutions and other vocational education courses, where the study is agreed as part of an employee individual learning and development contract with the Commissioner.

F.14
The Commissioner may approve the grant of assistance to an employee to a maximum of either:

-
8 hours per week paid leave during a semester to travel to attend classes, undertake examinations or for other study purposes; 

or


-
$1000 per calendar year.

F.15
An approved student who is an Aboriginal or Torres Strait Islander undertaking part-time study may be granted paid leave up to 5 hours per week during a semester above the level of paid leave which would be granted under clause F.14.

F.16
Employees taking study leave under clauses F14 and F15 may, with the agreement of the Commissioner, accumulate some or all of their unused study leave to take as a block.  The timing of access to accrued study leave must be approved by the Commissioner.

Appendix 3.22-23

Individual Development Plans

22
Team Leaders should identify with team members their skills gaps and career aspirations and prepare an annual Individual Development Plan (IDP) which forms part of the individual performance agreement. IDPs should state knowledge and/or skills gaps and development opportunities suited to the individual’s learning needs and career plans. 

23.
IDPs can provide important data on skills gaps that can inform corporate training activities and corporate skills requirements to make better and well informed staffing decisions. Team Leaders provide a summary of the teams common skills gaps and/or any skills requirements to the CSS Team in March each year.

Question 31.


Can you tell the Committee whether your staff’s individual training needs are contained in performance agreements or learning agreements. If so, what percentage of APS staff are covered by such agreements?

Answer: 

Individual staff training needs are identified as part of performance appraisal discussions and set out in Individual Development Plans.   

All staff are required to complete a Performance Agreement containing an Individual Development Plan within 6 weeks of commencement in the Commission. These plans are developed annually and reviewed mid cycle unless a need to review is identified earlier.

Question 32.


Can you provide the Committee with the percentage of training expenditure, and the dollar figure, that has gone to external providers per year for the past three years? 

Answer:  

This breakdown is not readily available as no cost has been attributed to training where presenters are employees and training has taken place on Commission premises. Cost of facility hire, provider’s fees, conference and seminar fees have been recorded as a total cost.

Total cost of training has been advised in Question 27.

Question 33.


Is your agency satisfied with the training it is able to provide to recruits from the private sector? Could this area of training be improved and, if so, how?

Response: 

The Commission is satisfied that training provided to all employees is effective and this assessment includes private sector recruits.

All staff commencing in the Commission attend an induction session that covers broad issues relating to work within the Commission. Service-wide issues such as the APS Values and Code of Conduct are also addressed.

All Commission staff also negotiate Performance Agreements with their Group Manager (or Executive). Included in these agreements are Individual Development Plans that identify training and development needs. The Commission’s Certified Agreement sets out that Performance Agreements should be in place within six weeks of commencement for all staff.

Question 34.


Does your agency participate in the Indigenous Cadetship Program? If so, how many places does it provide and how is this number decided upon?

Answer: 

No.  The Commission has recruited Indigenous graduate staff in 2001 and 2002 and similar recruitment is under way for 2003.

Question 35.


Does your agency have figures on retention of Indigenous employees?

Answer: 

The Commission has limited figures on retention of Indigenous employees. 

Year
Number of

Indigenous Separations
Indigenous Staff

(at 30 June)
Retention

Rate (%)

99-00
0
2
100

00-01
1
3
67

01-02
0
6
100

Question 36.


Can you provide the Committee with figures of how many Indigenous employees were employed in your agency each year for the past five years by classification? 

Answer: 
Indigenous Employees at 30 June 1998 to 2002:

Classification
1998
1999
2000
2001
2002

SES/SOH
0
0
0
0
0

EL2
1
0
0
0
0

EL1
0
0
0
0
1

APS 5/6
0
0
1
1
1

APS 3/4
1*
1
1
0
2

APS 1/2

0
0
0
0

Graduates
1
0
0
2
2

Total
3
1
2
3
6

* The Commission’s annual report of 1997-98 grouped APS 1-3 level staff together.

Question 37.


Does your agency, where there is an identified engagement with Indigenous communities, have a practice of including in the selection criteria that the position is an identified position? What are the criteria for identifying jobs that have an engagement with Indigenous communities? Are there any other measures taken to ensure that such positions are filled by Indigenous employees or appropriately qualified non-Indigenous staff?

Answer: 

The Commission does not have direct engagement with Indigenous communities, however the Commission does have a role in Indigenous employment within the APS.  The Commission has identified a position to assist in this role.

The Commission also advertises some of its annual graduate vacancies as identified.

To ensure that these positions are filled appropriately, identified positions within the Commission are advertised both in the Commonwealth gazette and in prominent national Indigenous publications such as the Koori Mail and National Indigenous Times.

When engaging a person to an identified position the Commission has also sought confirmation of Aboriginality from that person’s community.

Question 38.


Does your agency provide cross-cultural training for non-Indigenous people who provide a significant level of services to Indigenous people?  How is the need for employees to attend such courses identified?

Answer:   

The Commission does not provide services directly to Indigenous communities.  It does however have a role in the employment of Indigenous people within the APS and also provides services to Indigenous employees of the APS.  Cross-cultural training is provided for all Commission staff.

Cross cultural training is included in the Commission’s Corporate Training Calendar and was made compulsory for all staff when it was last delivered in 2001. Cross-cultural training is likely to be included on the 2003 Corporate Training Calendar.

