ATTACHMENT A

Question 1.

Can you provide the Committee with information, across the various agencies, about the amounts of expenditure and trends in resources that are given to both training and recruitment, particularly in terms of the ability to build up the skills base across the spectrum?

Answer:

There is no one central point that collates expenditure and resources devoted to training and recruitment across the APS. The Commission, therefore, cannot readily provide the Committee with this information.

An extract from the ANAO Management of Learning and Development   - Audit no 64, June 2002, giving their findings on expenditure on learning and development across the APS as a result of a survey is provided at Attachment A. 

A Better Practice Guide on Managing Learning and Development in the APS is being developed. This will provide advice on the type of data that should be collected. The Guide is expected to be available early next year.

At this point, the Commission has not conducted any studies in relation to resources devoted to recruitment across agencies and across all APS classifications.

We have, however, conducted research in relation to recruitment and training costs associated with the recruitment and training of graduates. An extract of a paper that is due to be released shortly is provided at Attachment B.

Attachment A

EXTRACT FROM THE ANAO MANAGEMENT OF LEARNING AND DEVELOPMENT   - AUDIT NO 64, JUNE 2002

1.2 The total cost of learning and development in the APS is not known. However, in 1999-2000, agencies estimated direct spending of $109 million on formal learning and development. This translates to about $1000 per APS employee. This is a conservative estimate of the direct cost of learning and development in the APS. The inclusion of expenditure on indirect learning and development, such as on-the-job training, would substantially increase this estimate. 

1.3 Based on the data collected from an APS-wide survey of learning and development undertaken for this audit, the ANAO has estimated total expenditure on formal learning and development in the APS in 2000-01 at around $160 million, or an average of $1616 per full-time ongoing employee, excluding salary and wage costs of participant attendance. This translates to about 1.1% of the cost of wages and salaries. This percentage compares with that of expenditure on learning and development by both the private and public sectors in Australia of some 2.5% in 1996, the latest figures available. On average, each full-time ongoing APS employee spent approximately six days on learning and development activities in 2000-01. This represents approximately 2.7% of available staff days4 in any year. However, the lack of data on the cost of learning and development and the varying definitions of learning and development used by agencies, limits the accuracy of these estimates. 

Attachment B

EXTRACT FROM GRADUATE PAPER

‘The Australian Public Service (APS) is one of the largest recruiters of graduates in Australia.  Graduates generally undertake a training and development program that is designed to equip them with the skills to become effective middle and senior managers within the APS.  Some APS agencies deliver their entire graduate training and development activities in-house, whilst others complement their in-house activities with externally delivered programs offered by a range of providers.

Agencies incur substantial expenses in recruiting and training graduates. The following list covers items that are common expenses for all agencies 



· salary;

· pro rata salary of the agency’s graduate coordinator;

· promotional activities, for example university fairs, advertising, brochures;

· relocation expenses (including expenses for spouse, de facto, family);

· temporary accommodation expenses;

· allowances for first few weeks;

· recognition of prior learning assessments, work place assessments;

· training costs; and

· pro rata supervisor/mentor costs as part of on the job training.

Graduate coordinators were asked to estimate their agencies’ expenses based on this list. From the responses received from 30 agencies, the average cost per graduate was $55,600. Of this, salary comprises about $35,000 of the cost. There was considerable variation between agencies, ranging from $43,000 to $88,300. The agencies with higher costs were those whose graduates undertake extensive training as part of their graduate program.

The number of responses meant that it was not possible to compare costings based on agency size.

With agencies expending large amounts of money on recruiting and training graduates, there is considerable interest in assessing the return on this investment. The facts that over three-quarters of graduates stay in the APS for at least three years and over half stay for at least seven years (although not necessarily in their first agency) may suggest that the APS as a whole benefits from the investment in agencies. The Commission has not, however, yet conducted a rigorous assessment, nor compared amongst agencies the relative returns on the varying investments made.’

The findings of the research conducted in relation to graduates does not necessarily extend to the rest of the APS population. Costs and resources devoted to training will vary according to factors such as:

· the size of the agency

· the nature of the occupation, including the complexity of the legislation to be administered

· the level to which the person is recruited - and the effect of this on the type of training to be undertaken

Consistent with the devolution of ‘employer’ powers to Agency Heads, the prime responsibility for the management of people, including identifying and responding to their training and development needs, is now with Agency Heads. This responsibility includes budgeting for the costs of various training and development needs.

Costs and resources devoted to recruitment will vary according to 

· whether the role of an agency is growing or contracting

· the state of the labour market in particular occupational groups, and whether extended recruitment campaigns are necessary
In the current devolved environment, ultimately workforce planning decisions including those related to training, recruitment and ensuring an adequate skill base are the responsibility of the Agency Head. The APS Commission has a role that complements and supports that of the Agency Head.

Question 2.

Could you provide the Committee with further details about what attention has been and is being given to the issue of contract management and efforts to improve the Public Service’s capacity and skills base in this area?

Answer:

The Public Service Commissioner’s State of the Service Report for 2001–02 included substantial material on contract management. An extract of the relevant sections (pp 104-106 and pp 125-128) are attached. 

The following provides details of the Contract Management Programs offered by the Australian Public Service Commission during 2001-2002: 

Public Programs for APS 5-6

In the first half of 2001-2002 (July-December 2001), the Commission offered two 2-day programs to APS 5-6 employees:

· Before you get to the contract stage
· After you’ve signed the contract

Before you get to the contract stage ran four times and a total of 51 participants attended.

After you’ve signed the contract ran 3 times and a total of 24 participants attended.

As a result of the decrease in participant numbers on the After you’ve signed the contract program through the first half of the 01-02 year, we decided to amalgamate these two 2-day programs into one 2-day program, Getting that contract right.
During the second half of 01-02 (January-June 2002), Getting that contract right ran 3 times and a total of 52 participants attended.

Public programs for EL 1 & 2

A new Executive Level Series of programs was launched in January 2002 and offered two 2-day programs in contracting processes:

· Planning and conducting a tender

· Management and negotiation of contracts
Planning and conducting a tender ran once and 14 participants attended.

EL2s are also able to attend the SES program - Management and negotiation of contracts for senior executives.

.

Programs for the SES

Since 2000, the Commission has offered the program Management and negotiation of contracts for senior executives.

In 2001-02 the program ran once with 14 participants.

The program is currently being redesigned into a one-day format to better suit the time constraints of Senior Executives, and to focus more succinctly on their particular role in contract negotiation and management.

In-house programs

In 2001-2002, Contract management was run in-house a total of 52 times, in 12 different departments.

Of these, 39 ran in the ACT, 1 in WA, 7 in Victoria, 1 in Queensland, and 4 in NSW.

Attachment

STATE OF THE SERVICE REPORT 2001–2002

Extract Pages 104-106

UPDATE ON PROCUREMENT GUIDELINES

New Commonwealth Procurement Guidelines (CPGs) and a better practice guide were released in October 2001. These Guidelines require agencies to consider on a case by case basis what might be commercial in confidence when designing any contract, and to include a provision in contracts to provide the ANAO with access to contractors’ records and premises for audit purposes. 

The Department of Finance and Administration (Finance) is responsible for the development and maintenance of this framework. It provides policy support to both the Information Technology Outsourcing (ITO) program and the Market Testing and Contracting Out (MTACO) program. Agency Chief Executives are responsible for the implementation of both the ITO program and the MTACO program. 

Finance also manages the Purchasing Advisory and Complaints Service. This service aims to improve communication between suppliers and buyers and to provide impartial advice to help resolve any complaints about Commonwealth purchasing processes, including competitive tendering and contracting out processes. During 2001–02, the Purchasing Advisory and Complaints Service received 928 calls. The majority of the calls were inquiries about how to do business with Government, including the Government's procurement framework, with only 13 calls raising concerns. This represents less than 1.4% of total calls.

There is a requirement
 for all agencies to report on compliance with the CPGs in their annual reports. The Minister for Finance and Administration issued revised procurement guidelines in February 2002. The key changes to the CPGs included their layout, the inclusion of value for money as the core principle governing Commonwealth Procurement, increased emphasis on public accountability requirements, including disclosure to Parliament and its Committees, policy requirements for outsourced service providers and inclusion of the Commonwealth Payment Policy and Private Financing Policy.
AGENCY MANAGEMENT OF CONTRACTING

During the year the ANAO reviewed both the process of engaging consultants and compliance with the Senate Order of 20 June 2001. The Government responded to the JCPAA report on contract management in the APS, and the Senate Finance and Public Administration References Committee report, Commonwealth Contracts: A New Framework for Accountability. 

Engagement of consultants

The ANAO reviewed the process of engaging consultants in four Commonwealth agencies for compliance with relevant procurement policies and procedures, and the delivery of value for money in government procurement
.

The areas identified for improvement by agencies covered all aspects of the engagement of consultants. The ANAO identified agencies’ strengths in their current practices, and made general recommendations for agencies to improve current management practices. Key findings underpinning the recommendations included that agencies were not consistently complying with established guidelines. These included the CPGs, Chief Executive Instructions, and other internal procedures concerning advertising opportunities on the Government Advertising Website. Nor were they adequately documenting the reasons for not complying with those guidelines. Furthermore, agencies were not operating effectively regarding the requirements for entering and reporting on gazette consultancies in their annual reports. 

The audit also found that the level of documentation maintained for some contracts was insufficient for accountability purposes while the monitoring and review of performance prior to payment for services provided, was not adequate. Final reviews and evaluations of performance were also not being undertaken.

 Senate Order of 20 June 2001
The Senate Order of 20 June 2001 requires the biannual tabling by Ministers of confirmation that all agencies within their portfolios had listed all contracts of $100 000 or more on their websites. Amongst other things, the list was to indicate whether the contracts contained any confidentiality provisions. In addition, the Auditor-General was asked to examine a number of contracts listed and indicate whether there had been any inappropriate use of confidentiality provisions. The Order was amended on 27 September 2001, requiring additional information for listing including the amount of consideration and a statement of the method used to make the estimate of the cost of complying. The population of the FMA agencies required to comply with the order was 68.

The ANAO
 identified that, as at 21 March 2002, 65 agencies had listed details of relevant contracts on the Internet. Forty-eight of these agencies compiled the listing in accordance with the Order at 20 June 2001 and 17 agencies compiled the listing in accordance with the Order at 27 September 2001. Two of the other agencies do not enter contracts in their own right, and the third advised that it did not have any contracts of $100 000 or more, and therefore, was not required to provide a listing on the Internet. The ANAO found that most had placed their lists on the Internet either by, or shortly after the due date.

The ANAO selected six agencies for review in detail. In relation to these six agencies, the ANAO concluded that the Internet listings were generally complete in terms of the total number of contracts listed and accurate in terms of content. In addition, most of the six agencies had taken steps to ensure that contractors were aware of the new accountability requirements of the Commonwealth through their RFTs and contracts.

Further, the ANAO considered that only nine of the 56 contracts entered into by the six agencies reviewed were appropriately classified as confidential if criteria endorsed by the Senate Finance and Public Administration References Committee (SFPARC) were retrospectively applied to these contracts. The ANAO concluded that this high proportion of contracts classified inappropriately was not unexpected, given that the majority of contracts were entered into by agencies before they had started to address the requirements of the new accountability framework.

Contract management in the APS

In November 2000 the JCPAA tabled a report into Contract Management in the APS that identified systemic problems in contract administration and provided better practice standards to support detailed scrutiny of contracts that APS agencies may enter into. The Government Response
 to this report endorsed recommendations to extend the jurisdiction of the Ombudsman Act 1976 to include government contractors who provide goods and/or services to the public. This reaffirmed the need for the Auditor-General to have access to contractors’ premises, and emphasised the importance of the mandatory reporting requirement for Commonwealth agencies to publicly gazette all contracts
 with a value of $2 000 or more in the Commonwealth Purchasing and Disposals Gazette. The Government flagged that it will be issuing further guidance material that will better clarify how agencies should assess contracts to determine what should be classified as commercial in confidence.

The SFPARC report Commonwealth Contracts: A New Framework for Accountability was tabled in the Senate on 26 September 2001. The report aimed to provide a mechanism for accountability to the Senate in relation to Government contracts. The Government response to the Committee’s report
 had the effect of amending the Senate Order of 20 June 2001, changing the Gazette Publishing Systems (GaPS) so that a departmental secretary or agency head may decide to exclude a contract from notification in GaPS, and agreeing in principle that all parties to a government contract must be informed that contracts and related material may be requested by Parliament and must be provided. The Government did not agree to require FMA agencies to provide additional accountability information in annual reports.

Extract Pages  125-128

RESULTS OF AGENCY QUESTIONNAIRE

The Agency Questionnaire for the State of the Service Report 2001-02 explored the management arrangements of agencies including the skills required for managing outsourced arrangements, resources dedicated to contract management, and the difficulties experienced with implementing contracts.

Management Arrangements

The majority of agencies specified that they manage their own outsourced services for both corporate services and ICT functions, often through two separate in-house contract management teams. Smaller agencies commented that individual contract managers manage outsourced contracts with support from corporate and legal services units. 

Agencies are not typically operating as groups or clusters for either the outsourcing of corporate services or ICT functions, and therefore group contracting is not significant. However, in relation to ICT functions the groups that do currently exist reflect those that were in operation prior to the Humphry Review.
Table 7.1 ICT operating groups
	ICT operating groups
	Group members

	Cluster 3
	Department of Immigration and Multicultural and Indigenous Affairs

Department of Finance and Administration (Electoral Office Services)

Australian Electoral Commission

IP Australia

Australian Government Analytical Services

Australian Surveying and Land Information Group (will disengage at end 2002)

Ionospheric Prediction Service

Commonwealth Grants Commission (reported as part of Cluster 3 for some IT and communication services)

	Group 5
	Department of Transport and Regional Services

Australian Competition and Consumer Commission

Department of the Prime Minister and Cabinet

Department of Communications, Information Technology and the Arts

Department of Industry Science and Resources

National Office for the Information Economy

	Health Group 
	Department of Health and Ageing

Health Insurance Commission

Medibank Private Ltd

	Group 8
	Civil Aviation Safety Authority

Australian Communications Authority

Environment Australia

Agriculture, Fisheries and Forestry—Australia

Australian Public Service Commission

Aboriginal and Torres Straight Islander Commission

Australian Broadcasting Authority


In response to the Humphry Review, the Government decided that Finance should be available to advise agencies in managing the transition of IT functions to the private sector. Finance has advised that agencies have not been active in using these fee-for-service facilities offered by the department. Agencies have preferred utilising market resources. 

Following the findings of the Humphry Review, the Department of Education, Science and Training (DEST) withdrew from group arrangements with the Department of Employment Workplace Relations (DEWR) (and three other agencies), preferring to implement ICT outsourcing on a ‘segment-by-segment’ approach. DEST identified this approach as addressing the implementation risks identified in the Humphry Review. 

Skills for management

Agencies were asked to identify the additional skills or capabilities required to manage their outsourced services. All agencies identified the need for general contract management skills, negotiation and partnering skills to manage and develop contractual arrangements as significant. Typically agencies facilitated these skills through in-house or on-the-job training to existing employees. The need for interpersonal skills and purchasing skills was also a common thread among agencies. Five agencies reported that they sought to recruit experienced individuals with adequate contract management skills rather than develop the skills of their existing employees.

A number of agencies, like last year, also identified a strong need for specific specialist skills to better analyse the technical nature of ICT contracts, for example in telecommunication services. Centrelink, Australian Customs Service (Customs), Environment Australia, Aboriginal and Torres Straight Islander Commission (ATSIC) and the Australian Competition and Consumer Commission (ACCC) all identified the need for technical specialist skills in ICT, including ICT infrastructure, ICT security, and business analysis. 

Resources

Agencies were asked to estimate their annual allocation of resources to manage outsourced services. On average, for all agencies, 4.6% of the total cost of all contracts is dedicated to contract management. Included in this estimation are the costs of contract management staff, costs for tender and consultancies, and other administrative costs. 

Table 7.2 Agency resources associated with outsourced provisions

	Agency size 
	Average estimated annual cost of managing outsourced provisions (%)
	Range (%)



	Large >1000 ongoing staff 
	4.2
	1– 10

	Medium 250–1000 ongoing staff 
	4.5
	0.5 – 20

	Small < 250 ongoing staff 
	5.2
	1– 20


Note: Average annual cost is estimated as a percentage of the total costs of all contracts. Figures represent the combined cost for corporate services and ICT functions.

Table 7.2 identifies the average estimated annual costs to large, medium and small agencies of managing outsourced provisions. There is significant variation in the costs amongst agencies, though there is perhaps a pattern depending on the size of the agency. Generally, the smaller the agency the greater the proportion of annual resources as a percentage of the total costs for all contracts is dedicated to managing a contract. The average one percent higher cost for small agencies over large agencies is however within the context of variations of up to 20% in the costs amongst all agencies. 

A significant number of agencies commented on the accuracy of this type of data. For example, the Department of Veterans’ Affairs (DVA) commented that it is difficult to estimate the resources dedicated to contract management since contract management is now widespread and integrated with the agency’s core business. Seventeen other agencies also reported on the difficulty in systematically isolating the costs of contract management from general management. 

Difficulties with implementation

Agencies were asked to identify the main issues that they experienced when managing their outsourced contracts since December 2000. Common difficulties identified by all agencies, related to the performance issues of contractors such as skills of staff, delivery and compliance, quality of service, and measurement, evaluation and reporting. For example, Health and Ageing (Health) explained that its main issues have related to contractor performance in terms of deliverables and quality, pricing and contract scope. 

Difficulties also relate to the capability of contract management staff to manage the contractual arrangements and manage the effectiveness of service delivery. The Department of Defence (Defence) and Finance expressed some concern with the impact of high staff turnover and the turnover of contract managers, resulting in loss of corporate knowledge and workforce skill levels, thereby reducing the timely delivery of services. Agency responses therefore indicate a growing focus on relationship management as a complement to service-levels management.

Question 3.

Could you provide the Committee with the trend in proportions of men and women under 20 being recruited over the past five years?

Answer:

The Figure below shows the proportion of people engaged on an ongoing basis who were aged under 20, for the five years to June 2002. Over that period, engagements of this group ranged from 1.4% to 2.1% of total ongoing engagements. 

Ongoing engagements of under 20 year olds as a proportion of total engagements by gender, 1997–98 to 2001–02
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The Table below shows the number of ongoing engagements in this age group over the same time period. In absolute numbers, this age group grew each year until 2000–01 and then fell again during 2001–02. Women outnumbered men in all years. 

Ongoing engagements of under 20 year olds by gender, 1997–98 to 2001–02

	
	1997–98
	1998–99
	1999–00
	2000–01
	2001–02

	Males
	30
	46
	57
	106
	70

	Females
	87
	79
	112
	188
	119

	Total
	117
	125
	169
	294
	189


Of the 189 engagements during 2001–02, the highest number were in Centrelink (48), Australian Customs Service (28) and Defence (26).

Almost  two-thirds of employees aged under 20 are engaged on a non-ongoing basis, compared with 1.6% of  ongoing employees. At June 2002, almost two-thirds of under 20 year olds were employed on a non-ongoing basis.

The following table shows the number of non-ongoing employees aged under 20 for the period June 1998 to June 2002.

Non-ongoing employees aged under 20 by gender, June 1998 to 2002

	
	1998
	1999
	2000
	2001
	2002

	Males
	75
	97
	110
	124
	133

	Females
	139
	166
	196
	196
	203

	Total
	214
	263
	306
	320
	336


Question 4.

You cite the difference in proportion of non-ongoing staff as being attributable to the nature of the function being undertaken by agencies.  Are you able to offer a stronger insight into the disparity between the figures for non-ongoing staff (for example, 48.5 percent of employees at the National Museum are non-going compared with 1.5 percent of employees in the Australian Customs Service)?

Answer:

The use of non-ongoing employees varies widely, both between agencies and over time. For example, data that has been updated since our initial submission shows that at June 2001, 48.8% of employees at the National Museum were non-ongoing, however by June 2002 this had dropped to 35.5%. Projections from the National Museum suggest that their use of non-ongoing employees will continue to decline (at Dec 2002 it is 20.1% and they expect it to be 7.4% in Jan 2003). This is due to an increase in the employment of ongoing employees.
In general, smaller agencies are more likely to use non-ongoing employees, possibly for discrete projects and tasks requiring resources that are not so readily available in-house as is the case for larger organisations.  For example, the Australian Public Service Commission uses non-ongoing employees in our small Regional Offices to undertake fee-for-service work such as selection services.  The flexibility afforded through the use of non-ongoing employees assists the Commission in managing the extreme variability in peaks and troughs that characterises this type of work.

Also, those agencies requiring specialist skills, for example National Crime Authority (32.8%) and Australian Institute of Family Studies (32.0%), have a higher proportion of non-ongoing employees. The National Crime Authority employs specialists for the life of specific investigations (specified term/task). They are currently in the middle of a process to amalgamate with other agencies to become the Australian Crime Commission, and are employing people as non-ongoing employees in the interim. 

As shown by the data for the National Museum, a newly created agency may make more use of non-ongoing employment as a proportion of total employees while setting up its structure.

Question 5.

How do recruitment agencies and firms charge fees to agencies and departments (for example, percentages of salaries etc)?  What is the impact of those fees and charges on the recruiting costs of agencies and departments?  What proportion of the HR budgets of departments and agencies is expended on fees and costs?

Answer:

Under the devolved recruitment arrangements, Agency Heads are responsible for their agency’s recruitment practices. The Commission has no role in the internal administration of agencies and so is unable to provide any information on commercial arrangements between an agency and a recruitment agency or firm.

The Commission is aware that before the introduction of the Public Service Act 1999 a number of agencies evaluated the costs of using recruitment agencies as opposed to maintaining an internal capacity for the provision of temporary employees to determine the most cost effective process.

As noted in our original submission, agencies are free to co-operate and co-ordinate recruitment programs. A number of agencies worked together and formed the Public Service Consortium to undertake graduate recruitment. The Consortium uses an outsourced service provider selected by tender. The Commission is not party to the commercial arrangements but should the Senate Inquiry wish to investigate such arrangements the appropriate contact would be Mr Craddock Morton, Chief General Manager, Corporate and Business, Department of Communications, Information Technology and the Arts. 

In terms of the Commission’s internal recruitment, agencies and firms charge fees to the Commission in one of three ways:

1. Where the agency provides a temporary contractor to the Commission the Commission is charged an hourly rate dependant on the classification or level of work being undertaken.  This hourly rate includes the contractor’s salary, superannuation, workers’ compensation, and leave entitlements.

2. Where a contractor joins the Commission’s payroll for a temporary period after working in the Commission (before returning to the recruitment agency), the Commission is charged a ‘finding’ fee based on the level of the position.

3. Where a person has been working in the Commission as a contractor and then wins an ongoing position through a merit process the Commission may also be charged a fee based on the level of the work.

The Commission also maintains a register of people who may be interested in non-ongoing employment and recruits some staff from the register.

The use of agencies to provide short term contractors eliminates the obvious costs of recruitment such as advertising, as well as the salary costs of staff conducting selection processes.

The Commission paid $272,753 to recruitment agencies and firms in 2001-02, including the ‘salary’ component of fees. This equates to approximately 2.4% of the total HR budget of the Commission (total employee costs and related HR expenses).

Question 6.

It has been suggested that the devolved arrangements for graduate recruitment have led to increased cost for smaller agencies, difficulties for applicants with the application process, and the lack of a unified profile of the APS as a graduate employer. Does the APS Commission think that these issues need to be addressed and, if so, how and by whom? 

Answer:

The Commission does not consider there is a major problem with the current recruitment process or a lack of an APS presence given the commitment to graduate recruitment by agencies. 

While agencies must operate within the legislative framework governing the APS, there is considerable variation in recruitment and staffing practices reflecting the diversity of staffing requirements both within and between agencies. Given that the operational requirements of the work and the capabilities and attributes needed by employees are so varied, it is appropriate that recruitment is tailored to the needs of the agency.

Agencies are free to group together and enter into joint arrangements should this be of advantage to them. As noted in the response to Question 5, up to 10 agencies have chosen to participate in the Public Service Consortium.

Selected Agency Heads were surveyed as part of the Management Advisory Committee project on Organisational Renewal. While the Agency Heads reported some difficulties in recruiting from some fields, they were satisfied with their recruitment outcomes overall and did not see value in reverting to a process of centralised graduate recruitment. They believed that the recruitment processes used allow them to find high quality graduates and appreciated their flexibility to target and attract graduates with particular skills and backgrounds.

Question 7.

The Committee has been told of the following difficulties with the merit in employment principle.
· The negative impacts of the requirement to advertise all vacancies, such as increased cost and detrimental effects on a workforce of over emphasising recruitment from outside. Is the Commission aware of such criticisms and does it have a response?

· The prohibitions on individuals who have taken a redundancy package from the APS and on the employment of non-Australian citizens work against the merit principle and should be removed. Is the APS Commission aware of such views?

· The inefficiency of conducting a comprehensive merit recruitment process in order for agencies to employ a contractor full time who has initially been found and recruited by a recruitment agency for contract work. Is the Commission aware that this is a costly and time consuming process that occurs after a search for a candidate has already occurred?

Answer:

Advertising of all vacancies

There is a community expectation, enshrined in the APS legislative framework through an APS Value of reasonable access to employments, that APS employment opportunities should be open to the Australian community. This expectation must be managed in the context of other APS Values including the need for merit-based decision making, a career-based service and focusing on results. 

The opening up of APS employment opportunities to the Australian Community brings a number of benefits including: access to a wider pool of talent within the APS; and ensuring that the Service is not insular and is exposed to a broad range of perspectives. Lateral recruitment has increased in the last few years and is likely to continue to do so. We do not, however, believe that there in an over emphasis on recruitment from outside.

The Commission is not aware of any specific complaints from APS employees that their careers are adversely affected by the opening up of APS employment since its introduction in early 1998. The few complaints received are usually from members of the public who claim that a particular recruitment process is biased towards APS employees. APS employees are able to pursue career opportunities through internal movement at level, temporary assignment of higher duties to gain relevant experience or advancement through broadbands without the need to compete with external applicants. A recent survey of ongoing employment opportunities in the Public Service Gazette of 21 February 2002 indicated that 32% of those employment opportunities that were finalised were filled by external APS applicants.

It is not correct to say that all employment opportunities must be advertised. There is a legislative requirement that to be engaged as an ongoing employee or for an APS employee to be promoted there must have been a Gazette notification and a competitive selection process but there are sufficient flexibilities in the legislation to allow agencies to use other processes to effectively fill employment opportunities. 

An Agency Head is able to close employment opportunities to the public on the grounds of cost or operational efficiency. Agencies are also able to fill recurring or similar employment opportunities from an existing order of merit for a period of 12 months from the date of the initial Gazette notification of the opportunity. A survey undertaken as part of the recent State of the Service Report noted that around 87% of agencies have used existing orders of merit to fill such employment opportunities.

Employment prohibition following redundancy

Under the Public Service Commissioner’s Directions (the Directions), an Agency Head must put in place measures to ensure that a person who has received a redundancy benefit from an APS Agency or a non-APS Commonwealth employer is not engaged as:

· an ongoing or non-ongoing APS employee at a Senior Executive Service (SES) classification; or 

· an ongoing non-SES APS employee; 

until 12 months has passed since the person's previous employment ended. These arrangements continue the provisions that have been in place since the early 1990s.

The Directions provide some flexibility for an Agency Head to engage a person who has accepted a redundancy benefit from either an APS agency or a non-APS Commonwealth employer as a non-ongoing non-SES APS employee within 12 months of their separation, provided the Agency Head considers that the engagement of such a person is essential, having regard to the nature of the duties to be performed and the skills, experience or qualifications of the person. An Agency Head is required to consult with the Public Service Commissioner before engaging such a person, except where the engagement is as a non-SES, non-ongoing 

The Directions are disallowable instruments and there for oing employee for up to 6 months pending the engagement of an ongoing APS employee, or where the engagement is to perform irregular or intermittent duties re have been subject to scrutiny by the Parliament.
The Directions were intended to strike a reasonable balance between the interests of the Commonwealth as an employer and the rights of individuals who have received a redundancy benefit from the Commonwealth to apply for employment in the APS. The arrangements were intended to ensure that Commonwealth funds are being spent responsibly. A Commonwealth employees who are entitled to retrenchment benefits accept them on the understanding that they will be precluded from ongoing APS employment for at least 12 months. There are flexibilities, however, as described above, to waive the 12 month exclusion requirement in the case of engaging non-ongoing employees where the skills they provide are in short supply.

The APS Commission is aware of views that the current arrangements are overly restrictive. The policy underlying the Commissioner’s Directions is subject to ongoing review.
Employment of non-Australian citizens 

While the PS Act imposes a requirement for APS employees to be Australian citizens, it also provides flexibility for an Agency Head to waive this requirement if he/she thinks it appropriate to do so.  Alternatively, an Agency Head can chose to conditionally engage a non-citizen subject to confirmation of citizenship. Employees engaged in this manner may be terminated for failing to meet that condition.

This position was established during the development of the PS Act and was based more generally on the importance the government placed on immigrants becoming citizens in order to express their commitment to and willingness to participate fully in the Australian community.  In particular, reference was made to:

· the 1988 report of the Committee to Advise on Australia’s Immigration Policies, titled Immigration, A commitment to Australia, which considered greater emphasis should be given to immigrants becoming Australian citizens. The report also referred to the community perception of citizenship as being a “symbolic and psychologically significant act of commitment to Australia”; and

· the 1994 Joint Standing Committee on Immigration that also recommended in its report titled Australians All – Enhancing Australian Citizenship, that a promotion campaign be undertaken encouraging residents to take out citizenship. 

More recently, the report, Australian Citizenship…A Common Bond: Government Response to the Report of the Australian Citizenship Council, May 2001, also encourages eligible non-citizens to take up citizenship as part of “the concept of Australian citizenship as a unifying force in our community”.

During the development of the PS Act particular reference was also made to:

· the McLeod Report that recommended “the new Act should continue the existing requirement for all new entrants seeking continuing employment to be Australian citizens.”; and

· the Public Service Board instructions (PSB Circular 84/5139; 6 Nov. 1984) which provided the following reasons for retaining the citizenship requirement;

- recognition of the value placed on Australian citizenship and an encouragement to apply for it;

- enhancing the significance of citizenship as a unifying factor in a multicultural society;

- the widespread international practice of giving preference to citizenship in making appointments to the national public service;

- the importance of Australian citizenship for particular positions in the Service, such as in the diplomatic, intelligence and defence areas.

Given the current international climate, the requirement for APS employees to be Australian citizens has become increasingly important in some agencies as a prerequisite for a security clearance.

Contractors and merit selection

The requirements for the selection of a contractor and an ongoing APS employee are different. To be engaged as an ongoing APS employee, the Public Service Act 1999 requires that the employment opportunity must have been notified in the Gazette as an ongoing employment opportunity and a competitive assessment of candidates’ claims undertaken. 

Contractors or consultants are usually engaged where specialist skills or knowledge are required that are not available within the APS. A contractor or consultant is not an employee and is not selected on the same basis as an employee.

There may be a limited number of instances where services or skills provided by a contractor may at a later date need to be performed on an ongoing basis by an APS employee. The agency would then be required to notify the ongoing employment opportunity in the Gazette. An agency has no power to offer employment as an ongoing employee to the person previously engaged as a contractor unless they have successfully competed against other eligible employee applicants. No matter how efficient the selection process is for a contractor, it is a totally different process from that used to engage an employee and is testing a different applicant field. In recent years there has been an increasing availability of more streamlined and cost effective recruitment processes. 
The Commission does not consider that this is a significant issue for agencies. Should there be an increasing need for the replacement of contractors by ongoing staff, the Commission would encourage the relevant agency to re-examine its workforce planning and recruitment strategies and adjust them accordingly.
Question 8(1).

The following issues relating to the outsourcing of recruitment functions have been raised: 
· The use of non-government endorsed recruitment suppliers sends a mixed message about the merits of becoming a government endorsed recruitment supplier. Should this issue be addressed and how?

· Private recruitment providers are not always making non-ongoing employees aware of their rights and responsibilities. Does the APS Commission have a role in ensuring that this does not occur?

Answer:

Government endorsement

The Department of Finance and Administration administers the Endorsed Supplier Arrangement (ESA). Under the ESA, all suppliers of Information Technology recruitment services must be endorsed. The Department of Finance and Administration has advised that they are unaware of any other endorsement arrangements for recruitment services. There are no requirements under the Public Service Act 1999 for recruitment agencies either supplying APS employees or labour hirees to obtain government endorsed status.

The Commission does not consider that there are any mixed messages about government endorsed suppliers in the area of recruitment. Recruitment in the information technology field is only a small proportion of total recruitment and the Commission is unaware of any problems with the recruitment of non-ongoing employees or labour hirees or consultants in the information technology area.

Rights and Responsibilities

It is the responsibility of the employing agency to notify the terms and conditions of employment, including adherence to the APS Values and the Code of Conduct, to persons who are to be engaged prior to the engagement. If an agency chooses to use a private recruitment provider for some or all of the selection process, it is still the responsibility of the agency to ensure that the requirements of the legislation are met and that an employee is given information on his or her rights and responsibilities. 

Should an agency use a private recruitment provider to provide labour hirees, the private recruitment provider is the employer and has the responsibility for ensuring its employees are aware of their rights and responsibilities. The agency is responsible for ensuring that the contractual arrangements include any special requirements arising from public sector employment.

The Commission provides advice to agencies on the legal requirements governing the engagement of employees and considers that education of agencies is the most appropriate way to ensure that non-ongoing employees and labour hirees are aware of their rights and responsibilities. The Commission is currently working on a publication for agency use which deals with diversity and discrimination issues in outsourced recruitment. This is expected to be available by mid 2003.
Question 8(2).

Can the Commission provide more detail as to its work on providing agencies with better guidance as to how to evaluate training? Can it provide any documents so far?

Answer:

The Commission will be providing guidance to agencies through its collaboration with the ANAO on the development of a Better Practice Guide on the Management of Learning and Development. The guide is scheduled to be launched in February 2003.

The guide will include:

· an outline of principles for the management of learning and development in the APS wide  - with a specific emphasis on evaluating learning to achieve improved outcomes

· performance indicators for evaluating learning and development - including a recommended minimum data set. 

The Commission will promote the implementation of the principles in the guide through workshops, seminars and information sessions at established networks for relevant target groups in the months following its launch.

The Commission will be developing A Framework for the Evaluation of Learning and Development In The APS (title yet to be decided) in the first half of 2003, as a companion document to the Better Practice Guide.  This framework will build on the evaluation principle and model in the Better Practice Guide and provide further guidance on useful approaches and methods of evaluation for learning and development. Key audiences will be the learning and development practitioner and HR managers.  In developing this framework, the Commission intends to work closely with a number of agencies that have expressed particular interest in refining and further developing their own learning evaluation strategies to ensure it includes a very practical and useful range of methodologies.  

Question 9.

Do you think there is a role for the APS Commission to monitor duplication and fragmentation in agency training programs?

Answer:

The Commission believes that there would be little additional value to agencies and the service as a whole if the Commission were to monitor duplication and fragmentation in agency training programs. The Commission can, however, see opportunities to expand the collaborative approach to training and leadership development across the APS, and has been pursuing this over recent years.

Some degree of duplication and fragmentation in agency development programs is unavoidable and, indeed, necessary if individual agencies are to maintain the level of independence and agility required of them to deliver on their organisational objectives.  In a devolved environment agencies have responsibility for recruitment, workforce planning and development with some guidance from the Commission.  Therefore, they are best positioned to determine the type and level of development required within their agency, and also the urgency of time critical factors and the primacy of budget allocation and distribution. 

The benefit to the APS of any centralised role played by the Commission to monitor duplication would be eroded by the cost of the infrastructure required to undertake such a role and the limitations, under the Public Service Act 1999, on the Commission’s authority to act on any findings.  That role would not be consistent with the drivers for introducing a devolved APS environment, and would run the risk of being prescriptive and potentially hampering the effectiveness of agencies in delivering on their individual corporate agendas.  

The Commission has pursued opportunities to expand the collaborative approach to training and leadership development across the APS over recent years.  These include facilitating learning and development networks such as the Vocational Education and Training Network and the Leadership Development Network, development of training materials under the Public Services Training Package and cross-service development opportunities for senior executives and the senior executive feeder group. The Commission also looks to maximise opportunities for collaboration and synergy in other ways such as :

· The Career Development and Assessment Centre (CDAC).  The CDAC is a two- and- a-half day assessment centre structured to identify the development needs of high performing Executive Level 2 personnel who have potential for promotion to the senior executive service and to provide participants with an individual development plan.  CDAC started at the end of 1999 with 15 participating agencies.  This participation rate has now grown to 27.

· The Graduate Development Series which provides agencies with the opportunity to utilise the Commission training programs and minimise their own expenditure in this area.  The Commission’s Graduate Series has an APS wide focus and looks to complement agency in-house initiatives. In the 2001-2002 financial year 29 number of agencies utilised the graduate series and 299 graduates attended one or more of the Commission’s Graduate Series.
· The Commission also provides a series of development opportunities for HR professionals through its Driving Change network and the newly launched HR Capability Development Program.

· One of the Commission’s key strategic initiatives for the current financial year is the development of an ‘Integrated Leadership Strategy’.  Although in the early stages of development the strategy seeks to strengthen the capacity of APS agencies to adopt a more integrated approach to building organisational capability through the provision of a series of guidelines and frameworks and the refinement of development opportunities offered by the Commission.

Part of the development of this strategy will include an environmental scan to further articulate what opportunities exist for training and development within agencies, the Commission and the private sector.  The Commission will then use this information to further refine its offerings for training and development and maximise opportunities for complementing agency initiatives in training and leadership development.

Question 10.

Could the Commission describe in more detail the services it provides regarding contracting of private training providers, such as brokering services for training providers, and how fees are calculated?

Answer:

The APS Commission has a detailed process in place to respond to client needs to select suitable providers to meet those needs. For in-house services, Commission staff work closely with agencies to identify, understand and initially scope agency needs and to match the most suitable experts to meet those needs. The consultants on the Panel are selected against the following expert fields:

· Accountability in the APS

· Communication Skills

· Contract Management

· Diversity

· Evaluation

· Financial Management

· Health and Wellbeing

· Individual Performance

· Knowledge Management

· Leadership

· Organisational Performance

· Policy Skills

· Project Management

· Risk Management

· Strategic Alliances and Partnerships

· Strategic Awareness

· Strategic HR

· Other consultancy and/or training services as required.

The Commission initially matches consultants’ expertise and experience with the identified needs and accordingly will short-list potential consultants for an agency’s consideration. As part of the selection process, discussions and interviews are arranged between the agency and potential providers before a final decision is made. The agency makes the final decision. 

The brokering arrangements exist, in response to agency requests, to offer the following:


· Time and money savings

· One point of contact  

· All paperwork (including tendering, contracting and invoicing) is done by the Commission

· Access to accredited experts Australia wide

· Tailoring/design

· Quality control

· Relationship management

· Evaluations


In-house Programs Fees and Charges
The in-house programs have utilised a revised costing model to determine fees and charges to APS clients since October 2002. The model determines the fee based on the direct costs (i.e. venue, consultants, travel, food), staff administration and a percentage of attributable overheads eg the establishment of the APS Commission learning and development consultant panel, and contract and client management system costs.

Given the ongoing nature of in-house programs, invoicing would normally occur at the completion of the service.  Where major programs are conducted over long periods, the provision of ‘progress’ invoices is utilised to ensure the revenue is received by the Commission as the service is being provided to meet the associated costs of providing the program.

For the range of APS-wide learning and development programs, providers are selected on case by case bases, through normal tender processes for some specialised programs (eg an Indigenous development program, and in most cases through seeking of proposals from panel members.

Question 11.

Is the Commission satisfied with its tendering process for training providers? It has been suggested that they are overly formal and prescriptive, resulting in lower standard and less competition, disadvantage to Small to Medium Enterprises and greater cost.

Answer:

Please refer to the answer that was provided to Question 10 in the responses to the first round of supplementary questions dated 4 November 2002. See attached.
FIRST ROUND OF SUPPLEMENTARY QUESTIONS - 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 12.

Does the Commission consider that there may be some role for it in addressing training in small agencies as they face difficulties in economies of scale that the larger agencies do not?

Answer:

Please refer to the answer that was provided to Question 8 in the responses to the first round of supplementary questions dated 4 November 2002. See attached.

FIRST ROUND OF SUPPLEMENTARY QUESTIONS - 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 13.

The APS Commission advocates the Investors in People program presumably because one of its effects is to align training and development needs with agency business outcomes. Has the APS Commission considered any other programs that perform this function?

Answer:

Investors in people (IiP) Standard

The Commission strongly encourages agencies to take an integrated and aligned approach to their people management - ensuring it is linked to business outcomes and planning.  In applying this to the management of learning and development, the Commission emphasises the need for agencies to ensure their learning and development strategy:

· directly links to their capability needs arising from the agencies’ corporate plan and workforce planning, and 

· is integrated with other people management  practices such as performance management.

The Commission would encourage agencies to set in place a systematic framework for pursuing these objectives. It is up to agencies to choose the approach that suits them best. IiP is one of a number of approaches.

The IiP Standard places specific emphasis aligning learning and development needs with agency business outcomes, and integrating planning and review processes with other people management strategies, performance management in particular.  IiP has the added advantage of specifically requiring agencies to evaluate the value gained from their investment in learning and development, and use this assessment to improve their management of learning and development on an ongoing basis. .

One of the key reasons that the Commission decided to support, and initially promote IiP with a group of trial agencies, was that it defines the required results (performance indicators to achieve recognition as an Investor in People) and leaves the agency to choose ‘how’ to implement. This enables the agency to choose the methods and practices that best suit their particular culture and business needs.  The evaluation of the trial group of agencies reinforced that this flexibility was one of IiP strengths – as well as the focus on results in such key areas as alignment and evaluation.

Attachment A lists the APS agencies currently implementing IiP

Other programs that perform this function

A number of agencies (e.g. Centrelink and Defence) are finding the Balanced Scorecard approach to business planning and performance management is very effective in providing a framework to ensure people management (and hence including learning and development)  is aligned to corporate business directions and is evaluated against key indicators established as part of the implementation of the Scorecard.  The Balanced Scorecard approach does not necessarily focus on learning and development, but is an effective framework if learning and development  is identified as a key performance outcome.  

Another standard that can be useful in ensuring  effective management of learning and development is the Business Excellence awards -  both these and the Balanced Scorecard approach can be implemented in conjunction with IiP.

The Commission has been actively supporting good practice in performance management  across the APS through such publications as “Performance Management in the APS – A Strategic Framework” (Management Advisory Committee, 2001) and the “Performance Management” (APS Commission, 2002).  Both these documents specifically support aligning learning and development plans in an agency by ensuring the individual learning plans are directly linked to individual performance plans, and hence reflecting the overall corporate priorities.

Attachment A

List of Agencies Implementing Investors in People in the APS

Agencies listed below in italics have gained recognition as an Investor in People (date of attaining recognition given in brackets)

Original trial agencies

· Department of Transport and Regional Services (April 1999)

· Australian Public Service Commission

· Department of Veterans’ Affairs

· Department of Agriculture, Fisheries and Forestry—Australia

Other agencies using IiP – committed to implementation of IiP in their Certified Agreement

· Bureau of Rural Sciences (September 2000)

· Australian Greenhouse Office (April 2001)

· Department of the House of Representatives (July 2001)

· Environment Australia (November 2001)

· Australian Quarantine and Inspection Services (August 2002)

· Questacon – The National Science and Technology Centre

· National Archives of Australia

� Other APS on-costs such as workers compensation, accommodation, administrative expenses and corporate support have not been included in these estimates.








� Department of the Prime Minister and Cabinet, Requirements for Annual reports for departments, executive agencies and FMA Act bodies, Approved by the JCPAA June 2002. www.pmc.gov.au/publications.cfm


� ANAO Audit Report No 54 2000–01: Engagement of Consultants.


� ANAO Audit Report No.8 2002–03: The Senate Order for Departments and Agency Contracts (September 2002), Across Agency.


� tabled 22 April 2002 


� with limited exceptions, such as national security


� Tabled 5 June 2002
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		Table 20 Engagements of ongoing staff: age group by gender, 1992–93 to 2001–02

				Year ending June

		Age group (years)		1993		1994		1995		1996		1997		1998		1999		2000		2001		2002

				Males

		Under 20		224		474		139		77		47		30		46		57		106		70

		20-24		907		1115		816		794		498		557		660		863		880		866

		25-29		748		656		604		700		467		548		662		915		927		959

		30-34		599		557		554		586		341		385		456		716		765		884

		35-39		556		502		489		631		340		410		479		770		786		851

		40-44		475		443		481		566		313		310		443		731		776		787

		45-49		301		296		282		433		238		221		329		579		550		556

		50-54		138		198		96		200		106		113		188		361		334		327

		55-59		79		101		45		106		58		45		77		165		154		183

		60 & over		18		50		13		29		15		11		21		49		45		47

		Total Males		4045		4392		3519		4122		2423		2630		3361		5206		5323		5530

				Females

		Under 20		281		631		178		99		64		87		79		112		188		119

		20-24		1231		1446		1068		992		826		882		1073		1463		1844		1445

		25-29		906		835		759		799		628		745		954		1491		1836		1524

		30-34		819		639		606		582		478		539		727		999		1321		1088

		35-39		756		581		508		608		468		508		624		918		1127		815

		40-44		643		449		444		489		379		413		527		827		1032		690

		45-49		388		278		256		318		269		243		347		591		722		476

		50-54		151		124		94		102		119		109		177		293		359		286

		55-59		59		40		30		38		31		24		60		84		127		101

		60 & over		11		13		4		10		3		4		7		14		37		19

		Total Females		5245		5036		3947		4037		3265		3554		4575		6792		8593		6563

				Total

		Under 20		505		1105		317		176		111		117		125		169		294		189

		20-24		2138		2561		1884		1786		1324		1439		1733		2326		2724		2311

		25-29		1654		1491		1363		1499		1095		1293		1616		2406		2763		2483

		30-34		1418		1196		1160		1168		819		924		1183		1715		2086		1972

		35-39		1312		1083		997		1239		808		918		1103		1688		1913		1666

		40-44		1118		892		925		1055		692		723		970		1558		1808		1477

		45-49		689		574		538		751		507		464		676		1170		1272		1032

		50-54		289		322		190		302		225		222		365		654		693		613

		55-59		138		141		75		144		89		69		137		249		281		284

		60 & over		29		63		17		39		18		15		28		63		82		66

		Total		9290		9428		7466		8159		5688		6184		7936		11998		13916		12093

				Year ending June

														1998		1999		2000		2001		2002

												Males		1.1		1.4		1.1		2.0		1.3

												Females		2.4		1.7		1.6		2.2		1.8

												Total		1.9		1.6		1.4		2.1		1.6
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		Table 22 Engagements of ongoing staff classification

		by age group, 2001-02

		Classification		Age																				Total

				UNDER 20		20-24		25-29		30-34		35-39		40-44		45-49		50-54		55-59		60 & OVER

		AFFA		16		229		210		140		130		104		72		54		26		6		987

		Attorney-Generals		10		62		91		93		71		52		20		17		6		.		422

		- Administrative Appeals Tribunal		.		3		5		3		1		4		4		.		2		.		22

		- AUSTRAC		.		1		.		1		.		.		.		.		.		.		2

		- Australian Customs Service		28		163		184		123		93		47		34		11		5		.		688

		- CrimTrac Agency		.		.		.		1		.		.		1		.		.		.		2

		- Family Court of Australia		.		6		9		16		11		25		15		12		2		.		96

		- Federal Court of Australia		.		3		4		4		1		4		2		1		1		1		21

		- Federal Magistrates Service		.		1		4		1		2		1		1		.		1		.		11

		- Federal Privacy Commissioner		.		1		2		2		1		.		.		1		2		.		9

		- HREOC		.		2		4		5		1		1		1		.		.		.		14

		- ITSA		1		3		3		3		.		2		1		.		.		.		13

		- National Crime Authority		.		.		3		3		3		1		3		.		.		.		13

		- National Native Title Tribunal		1		4		5		9		16		2		7		1		1		.		46

		- Office of the D.P.P.		2		8		8		4		6		3		2		.		1		.		34

		- Office of Film & Literature Class		.		1		3		1		.		1		.		.		.		.		6

		- Office of the Parl. Counsel		.		2		.		2		.		.		2		.		.		.		6

		Communications IT & the Arts		.		13		17		12		7		6		6		3		3		1		68

		- Aust. Broadcasting Authority		.		1		.		2		1		2		1		1		.		.		8

		- Aust. Communications Authority		.		10		7		5		6		6		6		3		1		.		44

		- Aust. National Maritime Museum		.		.		3		2		1		.		1		.		.		.		7

		- National Archives of Australia		2		4		11		7		3		6		4		2		1		.		40

		- National Library of Australia		.		4		10		7		7		4		3		2		1		.		38

		- National Museum of Australia		6		5		11		4		2		1		4		4		.		.		37

		- NOIE		.		.		2		2		3		1		3		1		.		1		13

		Defence		26		380		359		376		437		454		286		183		89		21		2611

		- Defence Housing Authority		3		57		45		40		31		21		16		6		5		.		224

		DEST		6		30		28		26		21		17		13		11		2		2		156

		- Australian Research Council		.		1		3		.		1		1		.		1		1		.		8

		DEWR		2		71		62		34		35		26		26		17		4		3		280

		- Australian Industrial Registry		.		.		5		1		2		1		1		.		.		.		10

		- Comcare		1		2		2		5		3		3		1		.		4		.		21

		- Worksafe Australia		.		.		3		3		2		6		2		4		.		.		20

		Environment and Heritage		2		26		55		41		26		22		19		4		4		1		200

		- Australian Greenhouse Office		.		6		7		4		6		2		1		3		.		.		29

		- GBRMPA		.		7		2		10		5		2		.		.		.		.		26

		- National Oceans Office		.		1		2		2		1		1		.		.		.		.		7

		1230		.		2		.		1		1		.		1		.		.		.		5

		Family and Community Services		3		122		146		99		91		79		42		26		11		5		624

		- Centrelink		48		470		496		396		249		214		148		61		27		5		2114

		Finance and Administration		2		16		27		24		12		11		11		3		4		.		110

		- Australian Electoral Comm.		.		4		3		5		11		21		9		7		3		2		65

		- ComSuper		.		3		12		6		4		9		2		3		1		.		40

		Foreign Affairs & Trade		.		32		45		33		17		16		7		6		5		2		163

		- ACIAR		.		1		1		4		.		.		.		.		1		1		8

		Health & Ageing		6		88		109		64		70		60		52		33		19		6		507

		- Aust. Institute of Family Studies		.		.		.		.		1		.		.		.		.		.		1

		- Aust. Institute of Health		.		2		6		4		6		3		4		.		.		.		25

		- ANZFA		.		1		9		4		4		3		2		1		.		.		24

		- ARPANSA		.		.		1		4		1		1		1		1		1		.		10

		- OPSR		.		.		.		1		1		.		1		1		.		.		4

		DIMIA		5		89		100		72		56		52		53		21		8		.		456

		- Aboriginal Hostels Ltd.		2		8		7		15		21		14		13		13		8		.		101

		- ATSIC		9		15		23		17		22		10		13		3		3		1		116

		- AIATSIS		.		.		.		4		1		.		2		1		.		.		8

		- Torres Strait Regional Authority		.		.		2		1		.		.		1		.		.		.		4

		Industry Tourism & Resources		1		61		60		27		26		21		14		18		2		2		232

		Prime Minister & Cabinet		.		6		13		6		1		5		1		.		.		1		33

		- ANAO		.		15		11		2		4		2		2		1		.		.		37

		- Commonwealth Ombudsman		.		.		2		1		1		2		.		.		.		.		6

		- Office of National Assessments		.		.		1		.		1		.		.		.		.		.		2

		- APS Commission		.		4		2		1		1		2		2		1		1		.		14

		Transport & Regional Services		.		19		22		19		17		6		13		9		6		1		112

		- National Capital Authority		1		4		4		2		5		3		2		1		2		.		24

		Treasury		1		47		26		19		12		6		6		2		3		.		122

		- Australian Bureau of Statistics		.		76		29		22		18		10		8		7		3		.		173

		- ACCC		1		25		17		13		5		5		4		4		1		1		76

		- ASIC		1		20		44		25		16		13		1		6		.		.		126

		- Australian Taxation Office		2		35		59		45		25		37		24		20		5		2		254

		- Productivity Commission		.		4		3		5		4		2		.		.		.		.		18

		Veterans Affairs		.		25		27		30		22		39		32		18		7		.		200

		- Australian War Memorial		1		10		7		7		4		2		3		4		1		1		40

		Total		189		2311		2483		1972		1666		1477		1032		613		284		66		12093

		,Source:APSED












