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Please find attached the submission from the Australian Public Service Commission (APSU o
the Senate Finance and Administration Commitiee inquiry into dhead of the Guame: Blueprint for
the Reform of Ausiralian Government Administration {Bluepring) ssued by the Advisory Group
on Reform of Australian Government Administration in March 2010,

The APSC has responsibility for 14 of the 28 major recommendations of the Advisory Group
across a wide range of areas. A summary of key progress and actions against those
recoramendations is provided as an attachment to this submission.

A key message in the submission is that the APSC has undertaken research and given
considerable thought to the future needs of the Australian Public Service. The focus on investing
in our “human capital’ and supporting “one APS’ is central to the achievement of the reform
agends.

The APSC does not consider the information provided in the submission is such that 1 needs to
be kept confidential.

Stephen Sedgwick




The Austyalian Pablic Service Conunission’s (APSC) Submission fo Finance and Pablic
Administration Commitics review of Reform of Australian Government Administration,

Introduction
The 2008-2008 Annual Report of the APSC noted in the Commissioner’s Overview, that:

The APS needs fo be well placed to implement 2 complex, extensive policy agenda for
government in a fast-paced environment. ¥ needs fo meet expectations that it give
robust, evidence-based strategic policy advice; generates inmovative ideas; engages
constroctively with the community; practices fiscal rigour; and has in place strong
porformance reghmes with the capacity to deliver cost savings.

This was an acknowledgement that our environment had changed considerably since the Public
Service Aot 1999 had come into effect - retlecting for example, rapidly changing technology, the
pace of change in sogiety, changes in our infernational enviromment, rising citizen expeciations,
and an accepiance that even previously intractable problems should be addressed.

Moreover, as many have remarked, the tssues for which an individua seeks assistance from
Government are offen, from their perspective, “joined up’. What they seek is a whole of
Government approach, as opposed {0 one segmented by different Agency responsibilities, and
tailored to thelr circumstances.

The agenda to position the APE for the fufure was theretore, well understood within the APSC
and we welcome the role envisaged for the Commission as recommended by the Advisory Group
in the Report dhead of the Game.: Blueprint for Reform of Australion Government
Administration. The Advisory Group recommendsations are designed to strategically position the
APS to respond well to these exiernal demands, The Governmens has accepted the Group's
recormmendations, which are now being implemented.

Advancing the reconumnendations of the Advisory Group provides o unigue opporfunity for the
Australian Public Service (APS) to reatfinm its position as a strategic and relevant regulator,
poliey adviser, provider and enabler of government services, It lays the foundation for an
approach that s built arpund the needs and expectations of citizens (broadly defined), exploiting
emerging information, commumications and administrative technologies as they become
available to ensure that the interventions and solutions that the APS recommends to, or
wmplements on behalf of, the government of the day are targeted, efficient, effective and
innovative,

Of fundamental importance is the emphasis placed on systematically planning for and building
the capabilities of the APS workforce to ensure that it continually adapis fo emerging needs and
15 restient in the face of the unexpected. Strengthened srrangements (o moniior, report and share
good practice are also proposed. These include proposals to explore options to adopt diagnostic
tools curtently available in some other jurisdictions such as a Citlzen’s survey or Capability
TEVIEWS.

Although most are to be progressed from within existing resources, the 2010-11 budget provided
stgnificant additionsl resources for the APSC to develop and implement Blueprint initiatives for

blueprint the government has signalied during the election that 1t will provide reduced funding



than originally planned, reflecting revised budget priorities, We will be discussing the
implications of this for the timing and resourcing of the APSCs implementation of iy
responsibilities in due course.

Koy Hecommendations

The focus on investing in owr “human capital” is contral o positioning the public service to meet
the changing external environment. Ageocies have different capacities to respond to such
developments and there is a range of experience and understanding to be shared. In response to
the recommendations of the Blueprint, APSC has begun to strengthen its capacity to provide
thought leadership, especially fo smaller agencies, and to identify and promudgate good practice
across the APS, As successive reviews of the public sector have emphasised since the Coombs
Inquiry of 1976, the leadership cohort will play a eritical role in more consistently embedding
the culture and practice of 2 more contemporary approach to managing and developing our
people. The Blueprint places a strong emphasis on the importance of quality leadership and
makes a number of recommendations 1o strengthen APS leadership, including through revised
governance arrangements {creation of the Secretaries Board, revised roles for seoretaries and the
establishment of the APS 200), proposals o strengthen falent management praciices across the
APS and proposals to develop new approaches to leadership preparation and learning and
development in the APS. We strongly support these measures, noting that these are consistent
with longstanding responsibilities of the APSC 0 assist APS leaders in these tasks, subyect to the
pohivies of the government of the day and the resources available to il

In fact, the Advisory Group envisages 2 wider remit across the APS for the APSC. Amongst
other things, it provides an enhanced role for the Commissioner in areas including the
appointment, termdnation and assessment of Secretaries. The Advisory Group also recommends
that the Public Service Act be amended to better reflect the longstanding understanding that
Secretanies perform a range of roles.  Along with the need o respond to and implement the
agenda of the government of the day, these include a number of responsibilities to nurture and
develop the capabilities of the APS to meet future challenges, both in respect of the specific
agency and for the APS as a united institution — ‘one APS’. This understanding would be further
reinforced if any future performance appraisal arrangements were framed to include all of the
responsibilities of Secretanes within their purview,

The Advisory Group has also recommended that the APSC introduce a number of monitoring
and reporting tools that have been emploved by comparable jurisdictions overseas such as
Canada, the UK and New Zealand, These include the citizen survey and capability reviews,
which provide government with a range of data regarding the drivers of citizen satisfaction with
service provision and the preparedness of the myjor agencies to meet contemporary challenges,
respectively. These additional tools may assist to establish how well the APS is responding o
ithe underlying drivers. Work is in hand to assess the feasibility and cost of adopting such
practices in Australia, for subsequent consideration by government.

Amongst other things, the concept of “one APS’ is a reflection of the benefits of collaboration
and "systems thinking” which helps to produce "joined up® solutions to meet the needs of
citizens., "One APS iz also about identifying and removing systemic barrters to the movement
of ideas and siatl across agencies. It is also recognition that the APS Is an instifution united by &
comemeon set of values which is arranged and reconfigured in different combinafions of functions
from time fo time, responding fo changing government priorities as reflected in the
Admirdstrattve Arrangements Orders.



The government has agreed with the recommendation of the Blueprint that responsibility for
APS workplace velations matters should transter to the APSC. The transfer fook effect on 1 July.
This will enable workplace relations matters to be considered alongside the other elements of the
APS human capital framework., We will be discussing with government how best fo give eifect
to recommendation o pursue greater commonality in tenms and conditions across APS agencies,
This recommendation ig intended to rmprove pay cquity, stmplify Machinery of Government
changes and other mobility across the APS and ensure a more consistent alignment of pay with
work performed.

This 1s to be supported by a review over time of the APS classification system and work level
standards. Work level standards were last promulgated on an APS-wide basis over 20 vears ago
and are due for revision and updating o reflect a conternporary capability famework, This will
facilitate g clearer articnlation of performance expectations for employees, allow the better
wlentification of learning and developments needs of emplovees, support the introduction of
maodern {alent management approaches and the active management of talent within agencies and
across the APS. In each case this will present @ timely opporturdty for the APS to review
existing praciices and ensure that they meet contemporary standards of best practice.

A first step in the review of work level standards is underway in respect of the 3ES. The number
of 8ES employees has increased by at least 30 per cent in each band over the past 15 vears,
whereas the total size of the APS has grown by 15 per cent over this period, A review is
currently underway, chaired by Roger Beale AQ, to establish the causes of this growth and t©
assess whether more systematic approaches should be adopted in fisture to provide greater
consistency about decisions to create new SES positions. This review is expected to report
before the end of 2010,

Human Capital Framework

The APSC strongly supports work to develop a revised Human Capital Framework which
provides a contemporary, holistic approach to the management of the APS workforee and
recognises that the capability of APS organisations needs 1o be actively planned for and
systemically developed. This approach is broader than the more traditional approach based on
‘people management”. It reguives and promotes professional management of individuals,
consistent with good ‘people management” practices but, in addition promotes proactive
planning for and management of the capabilities of the workforce in the expectation that there
will be a return Trom such an Investment in either less costly or more effective government
programs {or both} .

A new human capifal framework will promeote g shared understanding across the APS of best
practice human capital management. I would promote the use of a conmon language anchored
{o the core compoenents of human capilal and include sirategies and approaches across workforce
planning, recruitment and induction, learming and development, performance management, and
mobitity, The introduction of a commeon human capital framework will increase vigibility and
accountability for human capital managoment across the APS, allow greater analysis of the
factors impacting the APS workforce and, a greater ability to act on the findings and address
systernic workforee challenges across the APS. This ts consistent with contemporary best
praciice “5 im mtiative will be progressed in cooperation with agencies al a pace consistent with

availahle resources.



The inter-connectedness of each of the elements of the human capital framework will allow the
APSC, subject to the available resources, to develop and deliver strategic advice, products and
programs which vespond to the requirements of APS agencies and, betier support the overall
management of the APS workforce, One such product will be a fuunan capital priority plan to
identily the systemic workforce challenges across the APH and recommend stvategles applicable
to the whole of the APS. A strength of the approach recommended by the Advisory Group that
this Plan should be endorsed by portfolio Secretaries and the Commissioner. This will help 1o
ensure that there is a good alignment with the Imperatives that the APS faces,

inparticular the development of a new APS human capital framework will help to promulgate a
consistent approach to workforce planning, This will support the identification of the capability
and capacily requirements of agencies, critical roles, and encourage the coordination and
development of agency and APS wide responses o identified workforce needs. Workforce
planning 18 by no means a precise exercise. The importance of this work lies in a systematic
examination of alternative scenarios for the future evolution of the APS workforce and a
constderation of the risks and consequences should workforce needs evolve along unexpecied
paths. The APSC can agsist agencies by sharing expertise and fnformation that it would be more
costly {(in aggregate) for individual agencies to seek 1o acquire separately, The identification of
workforce capability 1ssues that agencies hold in common may also lead to the development of
more cost effective responses. The recent development of an ICT workforce plan following the
Gershon review 15 4 case in point,

The APEC accepts that it should strengthen i own capabilities to assist agencies to more
sysiemahically adopt confermporary human capital philosophies and practices and will pursue this
obiective within ifs resourcing envelope.

Internal Arrasgements within the APSC to Delivey

To support and achieve this agenda, the APSC is currently refreshing and reinvigorating our skill
reguirements and profile and, corporate infrastructure,

Three major {actors for the APSC in this new environment have been identified as:

s g rearticulation of the strategic priorities of the APSC 10 assist U to lead and shape the
conternporary APS, having regard to the changing external environment and the insights
contained in the work that informed the Bluepring;

s agency relationship management and engagement through partnering with agencies and
enbmnced client enpgagoment;

s penerating and disseminating insighis based on analysis and robust evidence that add
value to the decision making of APS agencies.

The Commission has taken steps to realign existing functions and develop new thought
leadership roles and capabilities through a major restructure of the Commission. The restructure
is intended to better position the APSC to respond to the opportunities to provide analysis,
engagement and support 1o agencies as they respond o contemporary conditions,

The Commission has developed new strategic priorities 1o support and drive fts implementation
of the reform agenda and its ongoing business. These priotities are:



s building a unified citizen-centric APS by leading APS organisational and human capital
strategies _

¢ driving agency adoption of best human capital practices and assuring organisational
capability
developing oulstanding leaders and shaping & cohesive leadership network
tnstilling and enlivening APS ethics and values o inspire excellence

e investing in and building our own capability,

The Compussion is implementing a revised organisational structure, which has been
progressively implemented from 1 July 2010, The structure reflects a new business model and a
significantly enhanced focus on stakeholder and client engagement.

Eeadership Preparation and Talent Management

A particular feature of the now APSC structure is the establishment of ¢ Strategic Cenire for
Leadership, Learning and Development. The Centre has particolar responsibilities to progress a
number of the reconmimendations of the Blueprint concerned with nurturing the leadership of the
APS. These recommendations include a review of certain core learning and development
requirernents for the APS; the provision of conswmer information (or quality ngsurance services)
to APS purchasers of learning and development interventions; revised arrangement fo procure,
broker or aceredit core programs; and the promotion of talent managoment, possibly through
personalised inferventions to accelerate the development of potential future leaders of the APS.
The Centre will be working with its Advisory board to progress these matters in coming months,
This work will include the development of funding models to support elements of this work ( for
exarple, personalised talent management agtivitios),

However the establishment of this Centre also responds fo stakeholder feedback in support of
greater thought leadership from the APSC in these areas that is demounsirably independent of the
Comurission’s voles as a provider of training and similar services. The Centre will be managed
separately from the provider roles of the Commission and Hs activities will be oversighted by an
Advisory Board comprising five membors of the Secretaries Board and two privaie sector
members’, This will help to ensure that the perspectives of the Centre are well informed and
that the priorities of the centre align with those of the APS leadership and the Human Capital
Priority Plan,

Y The members of the Stragegic Centre for Leadershin, Loprndng and Dovelopment Advisory Board arg:
B Stephon Sedgwick (Chain)

Ry Chrls Blake

D Joff Harmer AUQ

s Bobyn Knuk AM

My Fing Frast

Ms Ann Sherry AD

B lan Walt AC
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