Customs Submission to the Senate Finance and Public Administration References Committee inquiry into APS recruitment and training 

1.
Introduction

This submission addresses issues relevant to the Committee’s terms of reference under the following headings:

· Customs recruitment over recent years;

· Customs recruitment trends by age;

· Devolved arrangements for recruitment to Customs;

· The methods used to identify training needs in Customs; 

· The extent of accredited/articulated training offered in Customs; and

· Role of the Public Service and Merit Protection Commission. 

The submission reviews material extracted from Customs Human Resource Information System
, Human Resource Reporting tool
 and Customs Human Resource policies.  

2.
Background: Customs Workforce Planning Project – Recruitment, Training and Development 

Customs undertook a Workforce Planning Project during 1999/2000. The aim of the project was to develop an integrated human resource policy and standards framework to facilitate getting the right people in the right place at the right time.

The project objectives were:

· to develop a picture of the Customs workforce in 2003; and

· to integrate recruitment, retention, training and development policies and strategies with current and future workforce needs.

Through the project a Business Vision, set of Workforce Characteristics (capabilities) and an integrated suite of Human Resource policies were developed. 

3.
Customs Staffing Profile

A detailed breakdown of the trends in Customs Staffing profile (End of Period Headcount) between 1998/99 and 2001/02 (year to date – January 2002) can be found 

at Attachment A
. In terms of the age profile of Customs staff, the data shows that 

staff aged under 35 years of age (at the time of data capture for 2001/02) increases progressively moving down through the classification levels.  

In summary:  

· 9 of 117 Customs Directors are under 35 years of age (7.7%);

· 47 of 309 Customs Managers are under 35 years of age (15.2%);

· 146 of 852 Customs Supervisors are under 35 years of age (17.1%);

· 325 of 1164 Senior Customs Officers are under 35 years of age (27.9%); and

· 892 of 1919 Customs Officers are under 35 years of age (46.4%).

4.
Customs recruitment

Recruitment into Customs occurs in the following ways:

· General above base recruitment;

· Customs Graduate Trainee Program; and

· Customs Trainee Program.

In addition to the above processes, Customs also recruits through the National Indigenous Cadetship Project (NICP) sponsored by the Department of Employment and Workplace Relations (DEWR).

Ongoing job vacancies in Customs are advertised in the Commonwealth of Australia Public Service Gazette. The majority of vacancies are also advertised on the Customs website at www.customs.gov.au and in the press. While no statistics are available on the location of people accessing job opportunities on Customs website, anecdotal evidence would suggest that on-line advertising has allowed for increased access to job vacancies for people in more remote geographical locations.    

5.
Recruitment trends by age

Historically, the majority of recruitment to Customs has been through the Customs Trainee Program (formerly the Assistant Customs Officer program). On successful completion of an intensive six months training program, Customs Trainees are translated to Customs Level 1 (APS 2/3 equivalent). 

A detailed breakdown of recruitment to Customs between 1998/99 and 2001/02 (year to date) can be found at Attachment B. 

Between 1998/99 and the year to date January 2002, Customs engaged 1026 Customs Trainees
; including 409 for the current financial year (up to end January 2002).  The Customs Trainees were recruited for trainee positions in all states of Australia. 

Of the 1026 Customs Trainees engaged, 47 have been aged 18 to 19 years old and 278 aged between 20 and 24 years old.  These two age categories represent almost 32% of the total number of Customs Trainees recruited in that period. Customs does not recruit Customs Trainees younger than 18 years of age due to the legal implications of potentially having to give evidence in court.

In the period 1998/99 to 2001/02 (year to date January 2002) Customs has engaged 55 Customs Graduate Trainees
. Of the 55 Graduate Trainees engaged, 32 were aged between 20 and 24 years (or just over 58% of the total number) on engagement.  

Between 2000/01 and the year to date Customs has recruited six indigenous cadets through the National Indigenous Cadetship Project. Four of the six cadets were aged under 25 years of age at the time of commencement on the Project.  

6.
Devolved arrangements for recruitment to Customs

One of the outcomes of the Workforce Planning Project (see 2 above) was the decision to go to tender for recruitment and selection services. In February 2001 a Request for Tender (RFT) was advertised nationally.  Full handover to the service provider occurred in February 2002. As such the efficiency and effectiveness of the services has yet to be fully assessed.  However, the services contracted utilise recruitment methodology aligned to Customs Business Vision and Workforce Characteristics and allow for value adding activities in Customs Human Resource units.  All Customs Trainees and Graduate Trainees are subject to a rigorous Assessment Centre process. During 2001/02, Assessment Centre processes have also been utilised for selection to Customs National Marine Unit and the Senior Executive Service (SES). 

7.
Methods used to identify training needs in Customs

Customs has a formal performance management system in place for all non-SES and SES staff.  An integral part of the appraisal process is the identification of development needs, the identification of capability building and development activity.  

Development needs are also identified through formal assessment against accredited competency standards for Customs Levels One to Four.

The development needs are aligned to the Customs framework for learning, which has effect through Customs Development Program (details at section 8 below).

A number of executive level networks identify emerging development needs resulting from business changes.  The organisation also has a network of Human Resource Advisors working with program areas in each region and Central Office.  Through this network existing and emerging learning and development needs are identified.

Customs also has a number of mandatory certification and re-certification requirements for staff working in operational areas such as Investigations, Commercial Compliance, airports and the National Marine Unit.  

8
The extent of accredited/articulated training offered in Customs

Wherever possible development activities undertaken by Customs staff are aligned to competency outcomes and/or articulate to formal qualifications.  As a Registered Training Organisation, Customs is able to issue credentials under the Australian Quality Training Framework.  In the current financial year (to 29 April 2002) 736 qualifications have been issued, in the following breakdown:

Certificate III in Government

504

Certificate IV in Government
  
18

Diploma in Government
  
15

Train Small Groups 
  
93

Workplace Assessment
  
83

Certificate IV Assessment/ Workplace Trainer  
23

The Customs Development Program (CDP) is the Customs-wide integrated development program that staff from Levels One to Four may access to assist them to develop the skills necessary to perform their jobs. Customs has 274 current staff trained in Workplace Assessment.   

The program reflects the Customs workforce characteristics and incorporates industry-wide competency standards contained in the Public Service Education and Training Australia (PSETA) package in addition to other packages eg. Finance.  The program identifies a number of core competencies required of staff from Customs Levels One to Four.  In addition, there are specialist streams that identify specific technical skills required in particular work areas eg, National Marine Unit, Commercial, Intelligence.

Prior to the introduction of the CDP in November 2000, Customs accessed a range of programs that were delivered by external organisations and articulated to externally recognised qualifications.  These included the Commercial Education Program (delivered by the University of Canberra) and the Public Sector Quality Management Program (delivered by the Australian Quality Council).

Customs staff continue to access external programs such as the Public Sector Management Course (PSMC) and the Career Development and Assessment workshops.  

Customs is actively involved in the development of new public sector programs.  This includes membership of the Commonwealth consortium established to fund the development of training materials to underpin the PSETA package, participation (as a pilot agency) in the Career Development and Assessment Centres and the pilot program for the development of Public Sector Human Resource Capabilities.

Customs supports staff in the attainment of formal qualifications through Studies Assistance, providing financial support and/or time off to attend study activities.

In addition, Customs has explored a variety of delivery methods taking into account the geographically dispersed workforce. Methods include utilising technology based learning where appropriate. In March 2002 Customs released a Request for Tender (RFT) for the provision of training and HR services.  The RFT is seeking a national panel for service provision to allow for a more timely and targeted approach.  

9
Role of the Public Service and Merit Protection Commission 

While Customs would not want a return to a centralised framework for the management and coordination of HR related matters, Customs supports many of the programs and forums sponsored, or run by the Public Service and Merit Protection Commission (PSMPC). The PSMPC plays a key role in the coordination of APS learning, development and networking opportunities. Customs supports the new networks, particularly the network set up to explore leadership development at the SES level in the APS and the private sector. 

For more senior levels in the APS, the range and availability of training and workshops that are provided, as just one element of learning and development, is considered to be very appropriate. 

In addition, the variety of work in Customs, provided through career assignment projects and geographic relocations, provides a great deal of development opportunity for Customs staff, without having to leave Customs.     

Attachment A

Customs Staffing Profile (End of Period Headcount)

Classification
Age group
1998/99
1999/00
2000/01
2001/02 (to end January 2002)



Customs Director (EL2) 
15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total
0

0

1

6

14

21

33

31

7

0

0

113


0

0

2

7

14

17

35

30

7

0

0

112


0

0

0

9

17

29

38

20

6

0

0

119
0

1

0

8

18

23

37

22

7

1

0

117



Customs Manager (EL1)
15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total


0

1

8

20

52

50

62

57

16

3

1

270
0

2

10

20

51

56

66

57

14

3

1

280
0

2

15

32

56

62

61

67

9

2

0

306
0

0

22

25

58

71

59

61

10

3

0

309



Customs Supervisor

(APS 6)
15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total
0

3

18

55

103

110

123

90

31

7

0

540
0

5

45

70

134

169

156

117

31

6

0

733


0

4

48

71

150

172

158

136

33

8

1

781
0

12

50

84

161

187

168

149

33

6

2

852

Classification
Age group
1998/99
1999/00
2000/01
2001/02 (to end January 2002)



Senior Customs Officer

(APS 4/5)
15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total
0

25

96

221

253

256

168

129

37

8

1

1194
0

20

87

205

229

220

158

129

41

8

1

1098
0

25

97

187

225

236

180

143

41

9

3

1146
0

30

102

193

225

234

187

142

39

10

2

1164



Customs Officer 

(APS 2/3)
15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total
6

137

332

365

340

261

205

130

48

15

0

1839


9

117

287

345

328

252

206

129

57

17

0

1747
6

118

270

349

320

244

205

139

57

24

0

1732
19

162

322

389

327

268

209

143

59

19

2

1919

Customs Graduate Trainee
15-19

20-24

25-29
30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total
0

8

3

2

1

0

0

0

0

0

0

14


0

11

5

1

0

0

0

0

0

0

0

17
0

9

11

3

1

1

0

0

0

0

0

25
0

0

0

0

0

0

0

0

0

0

0

0

Classification
Age group
1998/99
1999/00
2000/01
2001/02 (to end January 2002)



Customs Trainee
15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

50-64

65+

Total
1

6

10

5

2

3

1

0

0

0

0

28


3

36

39

24

16

12

6

2

0

0

0

138


15

54

40

35

22

13

11

5

0

0

0

195


15

98

99

65

34

17

13

5

3

0

0

349












Attachment B

Recruitment to Customs – 1998/99 to year to date 2001/02

Classification


Age Group


1998/99
1999/00
2000/01
2001/02 (to end January 2002)



Customs Director (EL 1)


15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total
0

0

0

1

0

1

4

1

1

0

0

8
0

0

0

0

0

3

1

1

0

1

0
6
0

0

0

2

4

5

2

0

0

0

0

13
0

0

0

0

2

1

2

0

0

0

0

5



Customs Manager (EL 2)


15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total
0

0

2

3

5

4

2

1

0

2

0

19
0

0

2

4

5

6

1

2

0

2

0

22
0

0

2

2

5

4

7

0

0

0

0

20
0

0

2

1

1

3

1

1

0

0

0

9



Customs Supervisor

 (APS 6)


15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total
0

0

3

4

8

3

2

2

1

2

0

25


0

0

10

7

8

8

7

2

3

0

0

45


0

0

9

12

10

10

5

4

1

1

0

52


0

2

7

4

8

4

4

0

0

1

0

30

Classification


Age Group


1998/99
1999/00
2000/01
2001/02 (to end January 2002)



Senior Customs Officer

(APS 4/5)


15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total
0

3

2

1

10

9

2

2

1

0

0

30


0

2

11

11

10

10

2

5

5

2

0

58
0

1

13

11

9

12

8

1

2

0

0

57
0

5

6

5

3

2

2

0

2

0

0

25

Customs Officer 

(APS 2/3)


15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total
3

16

16

13

9

13

15

13

1

1

1

101
8

17

12

6

15

11

11

6

2

1

0

89
4

20

12

9

11

7

10

7

4

1

0

85
6

24

19

17

14

6

5

2

2

0

0

95



Customs Graduate Trainee


15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total
0

8

3

2

1

0

0

0

0

0

0

14
0

12

4

1

0

0

0

0

0

0

0

17
0

12

8

2

1

1

0

0

0

0

0

24
0

0

0

0

0

0

0

0

0

0

0

0

Classification


Age Group


1998/99
1999/00
2000/01
2001/02 (to end January 2002)



Customs Trainee
15-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65+

Total
2

21

20

15

10

8

2

1

2

0

0

81
7

75

64

44

34

18

9

3

3

1

0

258
17

73

60

49

36

22

14

6

1

0

0

278
21

109

117

76

44

18

14

6

4

0

0

409



� PeopleSoft.


� COGNOS data cubes. 


� Only staff undertaking the Customs Trainee Program at the time of data capture are recorded as Customs Trainees. This accounts for the anomalies in the numbers captured in Attachments A and B.


� Customs has undergone further Customs Trainee recruitment in several regions in the period February to April 2002.


� A further 13 Graduate Trainees were engaged in February 2002.
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