Ms Sue Morton

Secretary

Australian Senate 

Finance and Public Administration References Committee

Parliament House

Canberra  ACT  2600

Dear Ms Morton

I am pleased to provide you with the attached information from the National Capital Authority for the Senate Enquiry into Recruitment and Training in the Australian Public Service.  I have also attached details of our employee numbers over the previous two financial years.

The National Capital Authority is a prescribed agency that is established under the Australian Capital Territory Planning and Land Management Act 1988.  The functions of the Authority are to prepare, administer and review the National Capital Plan, commission work to be carried out in Designated areas, recommend the carrying out of  work, to foster an awareness of Canberra as the National Capital, perform planning services and manage National Land designated for special purposes.

The Authority requires diverse skills including specialist professional skills in planning, architecture, engineering, landscape architecture, promotions and marketing, human resource management, business and finance.  We employ small number of professionals in each of the listed disciplines and have limited opportunities for promotion because of the small numbers.  The Authority outsources a significant part of the work in respect of administered assets, construction replacement, maintenance and operations through contractual arrangements.

We conducted our Annual Employee Survey in November 2001.  The results in relation to recruitment from the Survey showed that 83% of employees who responded felt that supervisors and managers made decisions about people based on merit.  

The results of the survey on training and development showed that 29% of employees who responded felt that the skills of staff are not well known, recognised and effectively used. 

The survey established that the intended move towards performance assessment in our Certified Agreement, through the introduction of Achievement Agreements, would provide greater clarity for our people in their individual roles within the Authority and the ability to more clearly identify training and development needs.

The introduction of online Achievement Agreements including Individual Development Plans (IDPs) encourages employees and their managers to link training and development to the requirements of the job.

Our Certified Agreement 2002-2004 including the Achievement Agreement and IDP process was accepted by a 100% vote (58 ballot papers issued and 53 returned).  I understand that this may be a ‘first’ in the government sector.

We plan to make the following changes to recruitment and training during the 2002-2003 financial year.

Recruitment

· Further streamline recruitment

· Update our Work Level Standards

Training and development

· Offer further opportunities for internal and external mobility

· Conduct a Skills Audit to identify skills and skills gaps 

· Use the information from IDPs and the Skills Audit to develop the training strategy for the year

· Expand the evaluation of training and development activities.

Thank you for the opportunity to contribute to the Senate Enquiry into Recruitment and Training in the Australian Public Service.

Lindsay Evans

Managing Director Business

August 2002

National Capital Authority

All employees at 30 June 2002

Level
Men
Women


Ongoing
Non Ongoing
Ongoing
Non Ongoing

Chief Executive (Statutory Office Holder)
0
0
0
1

Senior Executive Band 1
1
0
0
0

Executive Level 2 upper
5
1
0
0

Executive Level 2 lower
4
0
3
0

Executive Level 1
8
0
5
1

Australian Public Service Level 6
8
0
5
3

Australian Public Service Level 5
0
1
6
2

Australian Public Service Level 4
1
0
3
1

Australian Public Service Level 3
2
1
4
2

Australian Public Service Level 1-2
2
4
6
3

Total
31
7
32
13

Grand total
83





All employees at 30 June 2001

Level
Men
Women


Ongoing
Non Ongoing
Ongoing
Non Ongoing

Chief Executive (Statutory Office Holder)
0
0
0
1

Senior Executive Band 1
1
0
0
0

Executive Level 2 upper
5
2
1
0

Executive Level 2 lower
3
0
3
0

Executive Level 1
10
3
2
0

Australian Public Service Level 6
5
2
4
1

Australian Public Service Level 5
1
2
6
0

Australian Public Service Level 4
0
1
2
2

Australian Public Service Level 3
2
0
2
2

Australian Public Service Level 1-2
0
2
1
12

Total
27
12
21
18

Grand total
78





All employees at 30 June 2000

Level
Men
Women


Ongoing
Non Ongoing
Ongoing
Non Ongoing

Chief Executive (Statutory Office Holder)
0
0
0
1

Senior Executive Band 1
1
0
0
0

Executive Level 2 upper
4
1
1
0

Executive Level 2 lower
6
1
2
1

Executive Level 1
4
3
5
1

Australian Public Service Level 6
6
2
4
2

Australian Public Service Level 5
0
3
6
1

Australian Public Service Level 4
0
0
1
1

Australian Public Service Level 3
2
0
4
2

Australian Public Service Level 1-2
1
3
0
11

Total
24
13
23
20

Grand total
80





Australian Senate

Finance and Public Administration

Recruitment and training in the Australian Public Service (APS)

Comments from the National Capital Authority

(a) Recruitment

i) The National Capital Authority recruited to more positions at the lower level ie APS level 1 to APS level 4 in the past three years.  There are 29 APS 1 to 4 positions at 30 June 2002 compared with 18 at 30 June 1999.

ii) The recruitment of lower level positions has resulted in more opportunities for young people.   The average age of employees has decreased from 44 in 1998 to 38 at 30 June 2002.  The average age of recruited ongoing employees in the 2001-02 financial year is 38 years.

iii) There are increased employment opportunities for young people at the National Capital Authority, however the Authority has experienced a high turnover of administrative staff in the last 2 years ie receptionist and lower level finance and human resources staff.  10 ongoing employees have vacated these positions in the last two years.  Issues may be career development/advancement and or lifestyle objectives that create this turnover, which is not experienced to the same degree in some more senior positions.

iv) The National Capital Authority has not devolved recruitment.

b) Training and development

i) Expenditure on training and development in the National Capital Authority over recent years has varied from $100,886 in the 1999-2000 financial year, to $166,411 in the 2000-2001 financial year and $101,524 in the 2001-2002 financial year.  This represents between 2.5% and 4 % of payroll costs.

ii) To identify training needs over recent years the National Capital Authority has used self-nomination, supervisor identification and an Individual Development Plan (IDP) as part of a performance management system.  Through the introduction of the Certified Agreement 2002-04 and Australian Workplace agreements, salary increases; salary advancement and payment of a bonus are linked directly to participation in the Achievement Agreement process, a performance management system.

iii) The National Capital Authority has used an annual employee survey to evaluate training and development provided.  The results of the survey in November 2001 on training and development revealed that employees who responded felt that the skills of staff are not well know, recognised and effectively used. 

iv) The National Capital Authority has approved a range of accredited/articulated training through study assistance for tertiary qualifications.

v) The National Capital Authority has relied on both formal and informal feedback from employees to evaluate training providers and training courses.

vi) The National Capital Authority does not have employees located in regional areas.

vii) Work units in the National Capital Authority arrange their own planning workshops and these arrangements work well.

viii) The question of value for money for training and development dollars spend is assessed in a global way by evaluating performance across the organisation. The question of value for money for training and development dollars spend on individuals will be added to evaluation forms, asked in the next employee survey and include as part of the IDP process in the Achievement Agreement process.

ix) The National Capital Authority is planing to improve the ways training and development is offered by

· Expanding the IDP to include a number of pre-set training responsibilities such as leadership, OH&S and cultural awareness.

· Expanding the IDP to include a number of pre-set training courses including in-house, accredited/articulated training and Australian Public Service Commission training.

· Expanding the IDP to include an evaluation of training and development as part of the assessment process.

· Expanding questions on training and development in the annual employee survey to include value for money.

· Redesigning the training and development evaluation forms to collect more useful information. 

c) Public Service Commissioner 

i) The role of the Public Service Commissioner is important in providing APS wide training opportunities in the Australian Public Service.  The Australian Public Service Commission provides APS employees with quality training programs on topics, some of which are specific to the Australian Public Service.

d) Any other issues

The National Capital Authority does not have any other comments.
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