   May 2002

Ms Sue Morton

Secretary

Australian Senate

Financial and Public Administration

References Committee

Parliament House

CANBERRA   ACT   2600

Dear Ms Morton

I refer to your letter of 5 April 2002 requesting a departmental submission to the inquiry on recruitment and training in the Australian Public Service to the Finance and Public Administration References Committee.  Attached for your attention and information is the Department of Veterans’ Affairs input to the report.

The Department of Veterans’ Affairs remains committed to providing staff with opportunities to develop and broaden their skills to achieve the Department’s outcomes.  The contact officer for this matter is Ms Debra Cushion, Director, Workforce Planning on (02) 6289 6707.

Yours sincerely

Neil Johnston
SECRETARY

ATTACHMENT

2. That, in considering these terms of reference, the Committee examine and report on the following issues:

(a) Recruitment

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

DVA produces a six monthly workforce report that identifies staffing trends and demographics in the Department with comparisons to previous reports.  The report is provided as an aid to DVA management in the development of their business strategies and consequential workforce planning initiatives across the organisation.   Below is a snapshot of recruitment trends in DVA.


Commencements – ongoing
Cessations –ongoing
Commencements – non-ongoing
Cessations –non-ongoing

Sept 01-March 02
107
92
117
109


Commencements
Cessations



April 01-Sept 01
98
88



July 98 – Sept 00
387
682



Total Staff
Full-time
Part-time

31 March 2002
2322
172

2000-01
2301
157

Projected staffing numbers for 2002-03

2002-03
2315
171

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

AGE
Sept 01 - March 02 (ongoing/non-ongoing)
March 01 – Sept 01 (ongoing/non-ongoing)
July 98 – Sept 00
(ongoing/non-ongoing)

Less than 20
4
0
0

20-25
33
6
30

25-30
30
14
54

30-35
24
12
56

35-40
29
14
57

40-45
39
23
52

45-50
34
15
67

50-55
26
12
50

55-60
4
1
17

60+
1
0
4

In 2000 DVA recruited 11 graduates of which three were aged 25 or under.  In 2001 ten graduates were recruited, five of which were aged 25 or under and in 2002 13 graduates were recruited and 7 were aged 25 or under.

For the six months from September 2001 to March 2002, the Department recruited a total of 224 staff comprising 17% of new staff under the age of 25.  This is a significant increase from the previous six months, where only 6% of new staff were aged under 25. 

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

Employment opportunities in DVA are open to all suitably qualified people.  Selection is based on merit.  Graduate positions are also advertised annually and open to all people, selection again is based on merit.

(iv) efficiency and effectives of the devolved arrangements for recruitment in the APS.

The recruitment function is located in the National Office (Canberra) and each State Office of the Department.  This model allows, each business entity to quickly react to the changing nature of its workload and recruit staff (non-ongoing and ongoing) to suit this demand.

(b) Training and Development

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

The Department devolved its training and development budget to National and State Offices in 1997 in recognition that the learning needs of the staff could be best identified and delivered at the State level.  Some State Offices, generally, the larger offices have further devolved the majority of the training and development budget to line areas while retaining a Human Resource Unit to deliver and co-ordinate the core training needs of the State Office.  The smaller State Offices have retained the training and development budget at the State level to improve the purchase power of the training dollar.  

Where specific training needs have been identified across the State Offices, a corporate approach has emerged with delivery of training to all staff within particular work units.  For example, the Compensation and Support Division identified the need to offer additional training to staff in the processing areas of income support, disability compensation and military compensation.  It developed a National Compensation Training Strategy and delivered a range of training including  “Quality Decisions Every Time”, Medical Concepts Training and “Get Your Act Together” – legislative interpretation skills.  As a result of a recent executive planning forum, the department has developed a national learning strategy which details the corporate training needs of the department.  The strategy has 12 training and development priorities for the next financial year.  This training will be delivered with a mixture of in-house experts, HR staff and external consultants. 

(ii) the methods used to identify training needs in the APS.

Individual training needs are identified through the staff performance development and review process where team leaders/managers discuss the learning needs in the context of performance expectations.  This provides a formal framework and a means to regularly review and update the needs profile.  Results of the performance development and review process also identify some corporate training needs which are then considered in the context of the departmental National Learning Strategy and divisional training needs such as the Compensation Training Strategy.  Business improvement needs are identified in corporate planning processes then translated into training needs.

Other training needs are identified as a result of legislative requirement, such as the APS Values and Code of Conduct training, and OH&S awareness.

(iii) the methods used to evaluate training and development provided in the APS.

The department uses a combination of macro and micro evaluation of its training and development strategies.  The department’s Executive Management Group regularly reviews the people development strategies.  A sub-committee of this group, the People Initiatives Committee provides advice to the group.  On a day-to-day basis, line area managers/team leaders link development needs to business needs to ensure good value for the investment of training resources.  Under the National Learning Strategy, evaluation strategies will be more vigorously applied to measure the return on investment.

Evaluation presently occurs for each development program by obtaining the immediate response by participants.  It also occurs as part of the individual performance development and review discussion where the Team Leader and staff member discuss whether development activities have met identified needs.

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

DVA offers a number of avenues that staff can participate in accredited/articulated training.  These include:

· Public Sector Management Course;

· Senior Women in Management Program;

· Competency Based Learning ie. Diploma of Business in Public Administration; 

· The departmental studies assistance programs;

· SES Career Development Assessment Centres; and 

· Human Resource Capability Framework.

The department also experimented with registration as an accredited VETAB provider and had some in-house courses accredited, however this proved to not be cost-effective over the longer term.

(v) the processes used in the APS to evaluate training providers and development provided in the APS.

There are a number of processes used to evaluate training providers and development in the APS.  These can include: 

· networking with the PSMPC and other agencies to obtain recommendations. Often previous experience with particular providers/trainers can give good feedback;

· selective and open tender processes; and 

· evaluation of specific development programs.

The tendering process includes assessment of quality, content and previous experience. Previous practices in using brokers such as QDEV (which was an organisation established by the Regional Directors network and funded by subscription from member Commonwealth Agencies) and the Regional Director's Network brokering service included having evaluation incorporated in their assessment criteria when looking at tenders from providers. 

(vi) the adequacy of training and career development opportunities available to APS employees in regional areas.

Regional areas provide a big challenge in career and training opportunities for the department. There is often not the same infrastructure available and it is very costly to either bring trainees to a major centre, or to take the training to the region.  The department is investigating several on-line mechanisms where these suit particular subject areas as a way of addressing this issue.  

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

As outlined in b(i), the department has adopted a mixture of devolved and corporate training strategies to best meet the needs of individual staff but also take account of the efficiencies in delivering national training programs.

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

Value for money is best demonstrated when a learning process results in a direct improvement in client service.  It is often difficult to make that direct connection, however clearly identifying needs through the performance development and review process and delivering quickly has helped the department.  An example of which is the Quality Decisions Every Time program..

(ix) the ways training and developed offered to APS employees could be improved in order to enhance the skills of APS employees.

A systematic link between career development and performance assessment can assist in the improvement of an employee’s skills base.  Skill gaps can only be identified when staff have a clear understanding of performance expectation.

(c) Public Service Commission

(i) the role of the Public Service Commissioner pursuant to s.41(1)(i) of the Public Service Act 1999 in coordinating and supporting APS-wide training and career development opportunities in the APS.

The role of the PSMPC has changed from a central agency to providing an advisory and development role.  The PSMPC has continued to develop frameworks and provide programs in areas where APS-wide efforts are important.  The department continues to use these including:

· on-going SES development with the SES capabilities;

· identification of future SES staff with the Careers Development Assessment Centres,

· the graduates development programme; 

· delivery of APS values and Code of Conduct training and 

· the Human Resources Capabilities Framework and certificate program.  

The department has also used contractors from the PSMPC-identified panel to assist with training and development work.

There is, however, a risk of duplication in some of the work undertaken by the PSMPC and by agencies, particularly in development programs.  PSMPC programs provide a good option for smaller agencies who do not have the resources to provide their own development programs.  However, agencies that have their own development programs may become out of step in development opportunities thus reducing mobility across the APS

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

The department will continue to examine the changing nature and needs of its clients (eg, the reducing numbers from WWII, and increases from service in the Gulf and East Timor) to ensure that its training and development is in step with its business needs. 

