ATTACHMENT B

ADDITIONAL INFORMATION

When officials from the APS Commission appeared before the Committee on 
11 November it was reported that the Management Advisory Committee (MAC) project report on organisational renewal was expected to be available before the end of this year. The report is still being finalised and will be provided as soon as possible. 

At the hearing on 11 November Senator Watson asked a series of questions about the decline in technical and professional skills in the APS. Senator Watson asked if, from ‘a clever country perspective’ we could assure the Committee ‘ that the APS across the board is pulling its weight in devoting adequate resources to recruitment and training of professional people, especially engineers?’

Under arrangements currently operating in the APS, Agency Heads have the prime responsibility for workforce planning. Recruitment and training are managed to meet operational requirements. The requirement to recruit and train professional people including engineers responds to a number of drivers including changes to government programs, reforms in public administration and structural change impacting on the functions performed within APS agencies. 

As we indicated in our submission and in previous evidence provided to the Committee, the reform of the APS under successive governments has led agencies to focus on the delivery of core activities with the delivery of many other services being provided by the private sector. The privatisation of the former Department of Administrative Services businesses and the Defence factories, the Department of Defence’s Commercial Support Program and increased outsourcing have contributed to the changing demand for staff with professional and technical skills, including engineers within mainstream APS employment. In June 1990 the Department of Administrative Services employed almost 8000 staff. The Department was merged with the Department of Finance in October 1997. The Department of Finance and Administration employed 679 ongoing employees at June 2002. The impact of outsourcing and privatisation, however, go beyond the APS. Government policy on outsourcing in the IT area, for example, is partly premised on the notion that outsourcing may enhance overall Australian Industry capacity.

An agency would generally be expected to recruit and offer development activities to professionals, where this is supported by current workforce planning within the agency, such as is the case for the Defence Materiel Organisation in the Department of Defence. This, of course, may include a need to retain a depth of expertise required to be an informed buyer, contract manager and policy adviser. An agency would not ordinarily be expected to recruit or train professionals, including engineers unless there is a current or emerging operational requirement. 

The DMO is one of the specialised areas within the APS where a particular emphasis is given to the recruitment and training of engineers in partnership with Industry. Information provided by the DMO on the recruitment and development of engineers is as follows:

· The DMO graduate scheme targets graduate engineers from a range of engineering disciplines. In 2003 the DMO will engage 25 graduate engineers. They will be provided with a wide range of training including a 6 month Industry placement.

· The DMO sponsors graduate engineers to attain Chartered Status with the Institute of Engineers Australia.

· The DMO conducts a 12 month Masters of Engineering Studies from the University of Technology Sydney involving formal study and workplace rotations for approximately 15 selected participants.

· In 2000 a US-based company (Sverdrup) entered a Deed of Agreement under the Australian Government’s Defence Industry Investment Recognition Scheme to recruit and train graduate engineers from Australian universities for employment as systems engineers on Australian Defence projects. Under the Deed, which has a life of seven years, the Company has committed to train three graduate engineers each year until competent for employment as entry level engineers in the DMO. In the first three years, seventeen engineers have been recruited, trained and placed. The Company anticipates it will recruit five new engineering graduates in 2003. This means the commitment will have been exceeded in the first four years of the agreement.

· The DMO also provides a wide range of courses and mentoring programs targeting Systems and Software Engineers.

The responsibility of Agency Heads is complemented by that of the APS Commission. The Commission provides learning and development opportunities to meet broad service-wide needs rather than specific skills tailored to a particular profession.

In addition to providing learning and development opportunities for existing employees, agencies also recruit qualified people. The following graph shows the proportion of people engaged on an ongoing basis who have a tertiary qualification. This does not include those who are recruited to entry level graduate programs. This clearly shows an upward trend in the recruitment of people who have tertiary qualifications. 
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Senator Watson also asked for more material about the enhancement of the Service’s skill base in relation to contract management. The answer to Question 2 provides the relevant information.

The current mission of the APS Commission is to promote a values-based APS, foster organisational performance and evaluate the state of the Service. The strategic priorities adopted by the Commission to give effect to this mission are regularly reviewed. Page 9 of the APS Commission Corporate Plan (copies have been provided to the Committee Secretariat) outlines the Commission’s current strategic priorities. 
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