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Ms Sue Morton

Secretary

Senate Finance and Public Administration 

References Committee

Parliament House

CANBERRA ACT 2600
Level 4/20 Allara Street

Canberra  ACT  2600

GPO Box 9839

Canberra  ACT  2601

TELEPHONE:  6213 6286

FACSIMILE:    6213 6873

E-MAIL:         ross.hicks@industry.gov.au




Ref No: C02/03110



Dear Ms Morton

APS RECRUITMENT AND TRAINING

I refer to your letter of 5 April 2002, inviting the Department of Industry, Tourism and Resources to make a submission to the Senate Inquiry into APS recruitment and training.  

Please find attached the Department’s submission addressing the terms of reference.
If you have further inquiries regarding this submission, please refer them to: 

Ross Hicks

Manager, Strategic People Development

ITR Human Resources 

GPO Box 9839

CANBERRA  ACT  2001

Phone:
6213 6286

Fax:

6213 6873

E-mail: 
ross.hicks@industry.gov.au

Yours sincerely

Philip Noonan

Head of Division

ITR Corporate Division

9 May 2002
TERMS of REFERENCE

(a) Recruitment

(i) the trends in recruitment to the APS over recent years;

The table below indicates the recruitment of staff over the last five years.  The data includes figures for the Department of Industry, Tourism and Resources, the Australian Government Analytical Laboratories (AGAL) and the Ionospheric Prediction Service (IPS).  The data excludes Geoscience Australia and IP Australia.

The total number of commencements in the 1998-99 financial year is significantly greater than in the other years.  Of the 850 commencements, 463 were due to Machinery of Government changes during that year.


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

Ongoing commencements
227
738
233
226
241

Non-ongoing commencements
118
112
158
146
163

Total commencements
345
850
391
372
404

(ii) the trends, in particular in relation to the recruitment to the APS of young people, both graduates and non graduates;

The table below indicates the recruitment of young people (defined as 25 years of age or less) over the last five years.  The data includes figures for the Department of Industry, Tourism and Resources, the Australian Government Analytical Laboratories (AGAL) and the Ionospheric Prediction Service (IPS).  The data excludes Geoscience Australia and IP Australia.


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

Ongoing commencements
44
66
53
44
43

Non-ongoing commencements
27
21
24
25
42

Total commencements
71
87
77
69
85

Young People as % total commencements
20.6%
10.2%
19.7%
18.5%
21.0%

(iii) the employment opportunities for young people in the APS;

The primary, Departmentally sponsored employment opportunity for young people is provided via our annual graduate recruitment program.  It must not be assumed though that this program attracts only young people.  In the recent past, we have had folk in their mid-forties, enjoying a career change by completing study in their later years and successfully applying to the program.

The table below indicates the recruitment of graduates over the last five years.  Young graduates are defined as those of 25 years of age or less.  The data includes figures for the Department of Industry, Tourism and Resources, the Australian Government Analytical Laboratories (AGAL) and the Ionospheric Prediction Service (IPS).  The data excludes Geoscience Australia and IP Australia.


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

Total graduates
20
24
22
30
36

Number young graduates
12
19
13
22
26

Young graduates as % total graduates
60.0%
79.2%
59.1%
73.3%
72.2%

The Department also participates in an indigenous cadet program.  Although age is not a criteria, it so happens that all seven graduates that have commenced this program with the Department in the past five years have been aged 25 or under.

AGAL is currently trialing a Year in Industry program for University students in their second or third year of Chemistry or Chemistry related study.  This program is not specifically targeted at young students, however the applicants for these positions are predominantly of a young age.

Some Divisions have provided brief periods of work experience to high school students in their 10th and 12th years of study.  This has been relatively rare and not formally recorded.
(iv) the efficiency and effectiveness of the devolved arrangements for recruitment in the APS;

The devolved arrangements under the new Public Service Act 1999 and the PSMPC’s change in focus from prescriptive direction to promoting good practice, have allowed greater flexibility in recruitment and increased organisational efficiency and effectiveness by allowing faster filling of some vacancies and a greater variety of recruitment options.

In February 2000, ITR released a set of streamlined recruitment and selection procedures which provide a process that enables the selection of the best person for the job in the most cost-effective and timely way.  These procedures also provide the necessary checks and balances to ensure that selection decisions are based on merit and are free from patronage, favouritism and discrimination.

ITR recently reviewed its streamlined processes and, as a result, further enhanced its procedures and provided additional training to employees involved in selection processes to ensure they both understand and utilise the flexibilities available to them.

(b) Training and Development

(i) The trends in expenditure on training and development in the APS over recent years;

The table below indicates the expenditure on training and development of staff over the last five years.  The data includes figures for the Department of Industry, Tourism and Resources and the Ionospheric Prediction Service (IPS) but not the Australian Government Analytical Laboratories (AGAL).  The figure for 1998-99 includes the expenditure on 501 staff from Geoscience Australia (then called AGSO).


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

Expenditure
$1,684,000
$2,829,561
$1,827,348
$2,764,473
not available

Number of Staff
1522
2164
1696
1672
“

Expenditure per Staff Member
$1,106
$1,307
$1,077
$1,653
“

This expenditure on training and development does not include any allowance for the salaries of those employees participating in training and nor does it include the salaries of those staff involved in administering and managing Departmental learning and development initiatives.  

In the 2000/2001 fiscal year AGAL established a Learning and Development budget of $250,000.  The budget was allocated to address core learning and development needs including, Management Development, Performance Management, Contract Management, Financial Management and Project Management.  The Learning and Development budget for the 2001/2002 fiscal years was $220,000.
(ii) The methods used to identify training needs in the APS;

ITR is an extremely diverse portfolio, which utilises a wide variety of methods designed to identify training needs.  These include:

· identification and direction by Secretary and/or senior executive management; 

· training needs analysis at local and corporate levels by conducting staff and management focus groups and surveys;

· collation of data from individual's learning and development plans (as part of the department's performance management cycle);

· general feedback from staff; and

· skills gap analysis (in some Divisions).
(iii) The methods used to evaluate training and development provided in the APS;

ITR utilises the following methods to evaluate training and development programs:

· following the Kirkpatrick Model, reaction surveys, post course evaluation forms, follow-up activities designed to extrapolate the degree of change that may have been brought about by the training experience.  For example, the Learning Integration Strategy designed for the Department's Pathways program allowed for each individual to be followed up 1-3 months after the training intervention in order to assess how and to what degree it had changed behaviours;

· Organisational Health survey data to map and analyse trends throughout the organisation (eg. attrition rates across classifications,  Divisions and gender);

· general feedback from managing bodies, participants and managers;

· feedback from Departmental networks such as the ITR Learning & Development Network;

· evaluation of some Divisional Learning and Development strategies through local staff attitude surveys.

(iv) The extent of accredited/articulated training offered in the APS;

The ITR Master of Management (Industry Strategy) is a two-year, part-time program fully funded by the Department and developed in close collaboration with the Australian National University.  To date, two cohorts (years) of students have completed the program, a total of 48 participants.  Cohorts 3 and 4 have 46 students enrolled.  At this stage, it is anticipated that ITR will sponsor a 5th cohort of students beginning in 2003.

Each year, ITR recruits a number of graduates.  These graduates complete the ITR Graduate Development Program.  Since 1999, the successful completion of this program has resulted in the award of a Certificate (IV) in Government supplemented by relevant on the job training.  In 1998, the development program resulted in the award of the Certificate (III) in Public Administration.  Prior to this time, no accredited program was conducted.  (Note: graduate numbers are detailed elsewhere in this submission.)

ITR has also investigated relevant financial training courses with the Canberra Institute of Technology.  Of three programs identified as priority areas of training for Divisional staff, one offers a Diploma of Government in Financial Management.  Of the 20 students who commenced this course in 2001, approximately 17 are expected to complete it by June 2002.

The Department also supports staff who are undertaking courses of study that will contribute to the improvement of their professional skills and knowledge.  This is facilitated under the Studies Assistance Program (Studybank).  The table below indicates the number of staff assisted by this program.


1998-99
1999-00
2000-01
2001-02

Number of participating staff
118
70
68
70

Bursaries provided to staff
$30,450
$23,800
$48,227
$43,986

17 AGAL staff are currently undertaking a Graduate Certificate in Management program run in conjunction with the Australian Institute of Management.

(v) The processes used in the APS to evaluate training providers and training courses;

Providers and courses are evaluated in a number of ways:

· open or restricted tender processes for major, usually expensive and corporately provided programs;

· consulting the PSMPC to draw upon those providers who have been accredited to sit on the Commonwealth Panel of Providers - for usually small or finite training needs;

· having different Divisions sponsor a training need and opening it to other Divisions once it has been trialed in the initiating Division;

· employing external consultants to evaluate programs before they are completed as part of our continuous improvement philosophy (eg.  Deakin University was commissioned to evaluate the Master of Management (Industry Strategy)  Program in late 2000);
· ensuring that considerable resources are put into developing a learning integration and evaluation strategy for every major training program the agency sponsors.  This not only facilitates continuous improvement but it also provides for the initial piloting of a program and an evaluative 'pause' at various milestones to take stock and ensure the program is still achieving its objectives and remaining relevant to our needs; 
· consulting professional bodies such as the Australian Institute of Management, Australian Institute of Training and Development, Australian Human Resources Institute, etc, for advice;
· consulting other agencies either directly or when attending different network meetings and/or seminars; and
· internally sharing information via the ITR Learning and Development Network.
(vi) The adequacy of training and career development opportunities available to APS employees in regional areas;

Until recently, ITR offices were all located in Canberra and the State capitals.  In late 2001, 13 offices were appointed to provide program management services in various regional areas.  It is too early too evaluate the adequacy of training opportunities available to these offices.

As necessary, regional staff may be sponsored to travel to central areas or major population centres for training.  They may also access locally provided training as it relates to their needs (eg. from a local TAFE or consultant).  Videoconferencing and eLearning options are also being considered for training purposes, though they have not been used extensively to date.

All staff can access accredited training via generous Distance Education provisions (paid work time + reimbursement of some or all costs - depending upon degree of relevance of the study to the Department).

(vii) The efficiency and effectiveness of the devolved arrangements for training in the APS;

The Department has been able to use the devolved arrangements for training to develop programs that meet its particular needs such as the Master of Management (Industry Strategy) program which the ANU runs for the Department.  In this sense the devolved arrangements have been effective.  The Department does not have data on the relative efficiency of the centralised and devolved training models.

(viii) The value for money represented by the training and development dollars spent in the APS;

This question is hard to quantify.  There is no doubt that money spent on training and development within ITR has produced a dividend including:

· better skilled staff;

· better motivated staff;

· the remedying of identified skill deficiencies;

· the meeting of identified skills required to undertake certain tasks;

· a Department better able to serve the needs of the Government; and 

· a Department better able to serve the needs of the public.

Extensive evaluations (rather than specific ROI exercises) are routinely conducted for all programs.  For example, 

· an independent evaluation of the Master of Management program concluded that  "… it has proven to be a valuable learning experience that has significantly broadened perceptions of industry policy issues and economics.  There is clear evidence this has lead to a demonstrable improvement in individual capability and to the overall intellectual capacity of ITR that will be increasingly realised over time."
· Mt Eliza's final program evaluation of the ITR Leadership Development Program concluded, "… organisational return on investment is occurring at many levels including

· For LDP participants: skill development in leadership

· For ITR staff: cultural shifts toward a more inclusive and people-focused organisation

· For ITR: the start of external recognition that ITR is developing its leadership bench-strength."
(ix) The ways training and development offered to APS employees could be improved in order to enhance the skills of APS employees;

Strategies for improvement of training and development within ITR include:

· greater use and access to Individual Development Plans in relation to planning learning and development activities;

· a Learning and Development Strategy (already in place) which is located on the Intranet and is accessible to all employees.  The L&D strategy describes learning programs sponsored or supported at the organisational level.  It also provides options and advice on training and development that Divisions, teams or individuals can explore; and 

· implementation of an internal Learning and Development Network, which has proven to be beneficial in terms of Divisions sharing information and knowledge about learning and development issues, as well as economising on costs.

(c) Public Service Commissioner

(i) The role of the Public Service Commissioner 

The role of the PSMPC and the Public Service Commissioner in coordinating and supporting APS training and development is shown by:

· the provision of PSMPC training programs.  Where these can be linked to the ITR Learning and Development Strategy they are regarded as a credible source for providing internal training opportunities.  It is noted also that in providing these programs at a cost, there is a potential conflict of interest between the PSMPC as a provider and its ability to recommend and encourage alternative providers who could be regarded as potential commercial competitors;

· the PSMPC sponsored learning and development networks.  Again it has been noted that the PSMPC is starting to charge for attendance at some of these networks, thus limiting their availability to as wide an audience;

· the provision of a panel of approved contractors for providing certain training and development opportunities.  This is a cost-effective method for Departments to choose a contractor for small projects rather than having to go through the time and expense of a full tender process; and

· the development of generic APS frameworks such as the HR Capability Framework and the Senior Executive Leadership Capability Framework has allowed this material to be used in the selection and development of staff.

(d) Any other issues relevant to the terms of reference but not referred to above which arise in the course of the inquiry.

Not applicable.
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