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Submission to the Finance and Public Administration References Committee

on APS Recruitment and Training

Background

Geoscience Australia is the Commonwealth agency for geoscience research and spatial information and operates as a prescribed agency within the Industry Tourism and Resources (ITR) portfolio.  While Geoscience Australia maintains close networks with ITR on a range of corporate activities, the agency is responsible for undertaking its own recruitment and providing learning and development opportunities for its staff.

In late 2001 AGSO-Geoscience Australia merged with AUSLIG, an agency within the ITR portfolio, to become Geoscience Australia.  The following submission concentrates on the recruitment and training practices of the former AGSO but incorporates statistics and comments on practices of the former AUSLIG where appropriate.

In 2000, AGSO completed a comprehensive Workforce Planning Strategy, which identified three key result areas for action, two of which are relevant to this Inquiry.  

They are:

· recruiting and accessing new expertise; and

· developing, growing and applying the skills of our staff.

Recruitment

The pressures of downsizing, outsourcing, cost saving, skill shortages and changing workforce demographics have been the factors that have made recruitment a key corporate AGSO activity.  A number of strategies were identified in 2000 and have been followed through. 

A particularly successful strategy has been the regular intake of young graduate staff with high levels of technical, scientific, and leadership potential. The graduate recruitment program is specifically designed to enhance the career opportunities of the participants through a series of rotations in different areas of the agency and an intensive year of learning in the PSMPC Graduate Series as well as other specified learning initiatives.

Moreover, the devolved arrangements for recruitment in the APS have been particularly beneficial to Geoscience Australia in relation to having the flexibility to design and implement a graduate program that meets the agency’s specific needs for a combination of scientific/technical and leadership skills

In 1999-00 Geoscience Australia participated in the Industry Tourism and Resources graduate scheme and two graduates were recruited.  In the following year Geoscience Australia implemented its own graduate scheme and received over 150 applications from which nine were selected. Two of the successful candidates were living in regional areas at the time of recruitment. Of these, 8 have been retained, with the other recruit departing, reluctantly, for family reasons interstate. 

In 2001-02 the intake was increased to 12 graduates from a field of approximately 120 applications with four of the successful candidates relocating from regional areas.

The successful retention rate to date is based in large part on the strategic, high level coordination of the Graduate Program itself. At the very commencement of the Program, University Information Sessions are conducted by SES Officers, accompanied by a Graduate from the previous year’s intake. The Interview/Selection Panel is, again, comprised of SES Officers. With a view to ascertaining future leadership potential, psychometric testing is utilised with all applicants selected for interview, not with a view to further culling the list of interviewees, but rather, to assist Panel members in better interviewing applicants, particularly around leadership issues. Upon arrival at GA, senior level Mentors are made available to the Graduates with a view to ensuring that their Graduate year is not frustrated in any way. As well, an informal buddy system, utilising Graduates from earlier intakes, has now been put to good effect.

The average age of the 2001 intake was 23 years and in 2002, 25 years.

Statistics on recruitment undertaken by Geoscience Australia over recent years as shown in Table 1and Graph 1 indicate:

· an increase in the number of staff recruited over the last three financial years;

· the number of male staff recruited is greater in each year than the number of female staff; 

· a 9% increase in the number of females recruited between 2000-01 to 2001-02.

Table 2 and Graph 2 show general recruitment trends in regard to the employment of ongoing and non-ongoing staff and by age profile.  The changes in the Public Service Act 1999 in regard to the temporary filling of vacancies have resulted in the increasing use of non ongoing contracts rather than filling through employment agencies which has improved the flexibility of employment arrangements and reduced costs to the agency.

The figures in Table 2 also show that the number of young people ie 25 years and under, recruited over the last 3 years has increased both in real terms and as a percentage of total numbers recruited.  

Other employment opportunities for young people are available through the Geoscience Australia temporary register. 

A second recruitment strategy was to review recruitment practices within the agency to provide a streamlined framework which utilises the AGSO Work Level Standards, addresses the agency’s business objectives and skill gaps identified by the agency in the Corporate Skill Gap Survey of 2000.  It also aims to improve the skills of panel members and of referees.  

Also useful has been a benchmarking exercise with other APS Agencies, key scientific organisations, private sector bodies, and international best practice.  This has provided a useful insight into best practice in the APS and private sector. 

It would be useful if such benchmarking was undertaken regularly by a central body such as PSMPC to keep track of improvements made by APS agencies.

Training and Development

The second key result area in the Workforce Planning Strategy was “developing, growing and applying the skills of our staff”.

The Workforce Planning Strategy identified the role of intellectual capital as vital to AGSO’s future. That future was dependent not on the production of material goods but more in creating and value adding of information, knowledge and ideas to solve problems. It saw that AGSO’s ability to adapt to the rapid globalisation changes, productivity demands, and technological change was dependent on strategies to support future innovation and creativity, and the importance of developing and managing  intellectual capital.

This approach underpins AGSO’s training and development program. Supporting the training and development program in AGSO are the Work Level Standards and the Performance Planning and Assessment Scheme.

The latter is used by staff to develop their performance plans and development plans.  The HR Section uses the learning plans as the basis of a training needs analysis. 

Arising from this Strategy, a major corporate initiative in 2001 was the Output Leaders Development Program, which comprised approximately 80 Staff (as a core group) who received training in identified areas of skill shortfall; these included 

· Leadership

· Client Interaction

· Financial Management

· Project Management

· Presentation skills

In addition, a further 150 Staff participated in elements of the Program about which they had earlier indicated an interest in their learning agreements.

Other corporate programs include the delivery of an accredited Graduate Certificate in Management course on site to improve management and leadership capabilities of middle managers.  Delivery of this program began in AUSLIG in 1999 and was transferred to Geoscience Australia in 2001. Since 1999, 29 Geoscience staff (from former AGSO and AUSLIG) have successfully completed the Certificate, with 11 staff participating in the current Program.

In 2000 AUSLIG arranged for interested administrative staff to have their skills formally recognised through the attainment of a Certificate IV in Government.  A total of 5 staff achieved this qualification through an accredited assessment process which combined RPL processes with the completion of course work.

Studybank Assistance is available at Divisional level, and is included in Table 3.

Senior staff in AUSLIG also participated in the ITR Leadership program, details of which will be in the ITR submission.

All training programs are followed by a formal evaluation which is used to assess both the training provider and the value of the course in meeting individuals’ development needs.  

Training expenditure as shown in Table 3 has increased over the last three years.  These figures include the delivery of corporate training programs; attendance of individuals at external training courses and conferences and provision of Studybank Assistance. 


 

Table 1: Recruitment Statistics; Gender by Type of employment by Classification

Classification

by Employment type
1999-2000
2000-01
2001-02
TOTAL


Male
Female
Male
Female
Male
Female


AGSO 1
Ongoing
1
3
4
2
3
3
16


Non ongoing
0
0
2
2
16
17
37

AGSO 2
Ongoing
5
4
11
7
3
2
32


Non ongoing
0
1
3
4
5
5
18

AGSO 3
Ongoing
4
4
3
1
5
1
18


Non ongoing
0
0
6
1
5
3
15

TOTAL

10
12
29
17
37
31
136

Total Staff Numbers

413
448
577 (as at April 02)


Note: 

AGSO 1 equivalent to APS 1-4

AGSO 2 equivalent to APS 5-6

AGSO 3 equivalent to EL1-2
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Table 2: Recruitment Statistics; Employment type by Age group

Employment type by Age group
1999-2000
2000-01
2001-02
TOTAL


<=25 years
> 25 years
<=25 years
> 25 years
<=25 years
> 25 years


Ongoing
2
20
8
20
2
15
67

Non ongoing
0
1
5
13
17
33
69


2
21
13
33
19
48
136
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0

10

20

30

40

50

60

<=25 years

1999-2000

> 25 years

<=25 years

2000-01

> 25 years

<=25 years

2001-02

> 25 years

Number recruited

Non ongoing

Ongoing


Table 3: Training Expenditure


1999-00
2000-01
2001-02 (YTD)

Total
$347,844
$514,678
$428,782

Per staff member
$842
$1148
$n/a
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