Telephone:
(02) 6263 3911

Facsimile:
(02) 6263 2977
[image: image1.png]1 WA
4 AUSTRALIA 4
AL,
T TRSNNNAN




THE TREASURY
Human Resources Unit
The Treasury
Langton Crescent
PARKES ACT 2600

5

21 May 2002

File:  2002/02377

Ms Sue Morton
Secretary
Finance and Public Administration References Committee
Australian Senate
Parliament House Canberra   ACT   2600

Dear Ms Morton

APS RECRUITMENT AND TRAINING

I refer to your letter dated 5 April 2002 inviting Treasury to provide a submission to the Finance and Public Administration References Committee on APS Recruitment and Training.

Please find attached Treasury’s submission.  Should you require further information the contact person in this matter is Mandy Wheen who can be contacted on 6263 3278, e-mail mwheen@treasury.gov.au

Yours sincerely






IR Robinson
General Manager
Corporate Services Division

FINANCE AND PUBLIC ADMINISTRATION REFERENCES COMMITTEE APS RECRUITMENT AND TRAINING

Treasury Profile

Treasury employed a total of 554 staff as at 30 June 2001, compared with 548 as at 30 June 2000 and 509 as at 30 June 1999.  This increase has reflected an increase in Departmental functions in recent years, including in the areas of taxation reform and financial sector regulation.  Around two thirds of Treasury staff are policy advisers, with the remainder administrative and clerical staff.  With the exception of six policy officers currently located at Overseas posts, all Treasury staff are located centrally in Canberra.

(a) Recruitment

Treasury regularly recruits both policy and administrative staff.  All recruitment is based on merit, in accordance with the APS Values.  There were 109 new ongoing commencements in Treasury in the financial year 2000-01, an increase on previous years.  In 1999-2000 85 were recruited and in 1998-99, 44.  The overwhelming majority of policy officers recruited have tertiary qualifications.

A key element of the Department’s recruitment strategy is the annual Graduate recruitment program which targets university graduates in the fields of economics, commerce, law, accounting, econometrics and related disciplines.  The program is promoted in all major Australian universities and for the past two years has aimed to recruit around 45 graduates a year, compared with a target of closer to 25 in earlier years.  While the graduate intake generally consists of recent graduates at the start of their professional careers, older applicants do apply and, when competitive, are appointed.  The Department also participates in the Indigenous Cadetship Program operated by the Department of Employment and Workplace Relations although the number of interested applicants with the appropriate skills is usually small.  Treasury currently has two indigenous cadets employed under this program.

The increased recruitment of graduates has contributed to an increase in the number of younger staff employed in Treasury.  The percentage of Treasury staff  25 years of age or younger has risen from 18.4 per cent to 21.8 per cent over the past three years.

The primary method of recruitment and promotion of policy staff is by way of ‘bulk round’ selection exercises.  Bulk rounds involve advertising, at differing classification levels, for people with policy skills in areas including economics, commerce, law, accounting, and public policy.  Applicants are assessed against generic selection criteria and considered for placement across the Department.  Ordinarily, bulk rounds are held for APS5/6, EL1 and EL2 levels twice per year.  In common with many other APS agencies, Treasury continues to experience difficulties in attracting suitable policy analysts at the APS 6 and EL1 levels.  These difficulties have contributed to the increased emphasis on graduate recruitment in recent years. 

In addition to bulk rounds, specific job vacancies are advertised from time to time to recruit to specialist positions, including corporate services positions.  More recently, the Department has used an employment agency to help identify a bigger field of potential applicants for job vacancies.

In recent years Treasury has aligned its selection criteria and performance appraisals using a Work Value Matrix which specifies work level standards for staff at each level, against seven core criteria.  This seeks to ensure that staff are recruited with skills appropriate to the Department’s requirements.  This process is currently being reviewed to incorporate the capacity to more readily recruit people with specialist skills.

Treasury employs its web site to assist recruitment, including for:

· advising potential applicants of current departmental advertised vacancies and the ability to instantly download all relevant documentation;

· encouraging people to submit general applications outside of advertised vacancies;

· applying on line for placement on Treasury’s temporary employment register;

· electronically submitting applications and referee reports, 

· acknowledging applications by email; and 

· having an open means of email communication with applicants in regard to any stage of their application.

Facilities are maintained for personal phone queries and for submitting hardcopy applications by mail or fax.

Treasury considers that the current devolved arrangements for APS recruitment provide the Department with the flexibility required to target staff with appropriate skills and experience.  The Department has developed its own recruitment guidelines designed to ensure all recruitment is undertaken in an efficient, consistent and equitable manner.  Training is also provided to staff serving on selection panels to ensure that they are well-equipped to fulfil this role.

(b) Training and Development

Departmental training and development resources are focussed on a variety of delivery methods.  In-house training, facilitated by both Treasury staff and external consultants, is delivered in relation to leadership programs, graduate development, professional and technical skills development, IT training, performance management and people management training. 

Leadership training has been a major focus of internal training over the past two years, with a particular focus on EL2 and SES staff.  This training is designed to enhance overall leadership and management skills of staff with explicit managerial roles.

External training and development opportunities are accessed through the PSMPC training programs, conferences, workshops and professional networks.  In addition, the Department provides financial assistance to eligible staff undertaking relevant tertiary study.  Some 66 staff are currently receiving assistance under this scheme, while a further three are receiving Post Graduate Study Awards to assist with full-time study.

On-the-job coaching, special projects, secondments, postings and other opportunities also make a major contribution to staff training and development.

 In recent financial years, Treasury’s direct costs related to training and development expenditure have averaged around $700,000 per annum.

Training needs are identified in a variety of ways.  Development opportunities are documented at staff performance appraisals every six months and aggregated data inform Departmental training priorities and the development of a Departmental training calendar.  Data from annual staff interviews as part of the Career Development System also identify training needs and inform the training calendar.  In addition, information provided by line areas, changes to the Department’s operations, APS-wide initiatives, and Staff Survey feedback all contribute to identifying training needs.  

Methods for evaluating training include evaluation forms at the conclusion of training sessions; evaluation reports for external courses attended; informal feedback from participants; feedback from managers; and feedback from participants several months after the training.  For example, with the EL2 Leadership Program, which was run in several modules over a period of 14 months, evaluation was built in to the delivery with feedback from participants and managers shaping the program.  The program also incorporated action learning projects to address significant organisational issues.  

Requests for tenders are used to select training providers, with regular evaluations undertaken to ensure training programs meet Treasury needs.

The training calendar and individual training courses are regularly reviewed and amended in the light of training demands and evaluation feedback to ensure they are well targeted and provide value for money.  

The delivery of Department-specific training allows for training to be tailored to the organisational requirements and aligned to business needs of the Department.  It also helps to ensure that both the financial and human resources devoted to training are used efficiently and cost-effectively.  At the same time, the Department notes the need to complement in-house training with appropriate external training.  In this context, Treasury values the coordination role and networks facilitated by the PSMPC, including the HR forum network, COMNET, SES breakfasts, Senior Executive Leadership Capability Framework training, Career Development Assessment Centre and Graduate Series.
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