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Senator Carr asked:

For each agency within the Department, please provide full details of each of the performance assessment mechanisms linked to the pay outcomes or other financial reward of individual employees, including;

(a)
What are the current process/es of performance assessment within the portfolio agency?  If more than one, please provide details of each, and the employee category it applies to.

(b)
For each of the performance assessment process/es identified in (a), please list the range of outcome results an employee can achieve from each of the performance assessment processes identified in (a);

(c)
For each of the performance assessment process/es identified in (a), what pay or other financial change is linked to each outcome or result for the employee from the performance assessment [ie, the pay increase or one-off bonus or classification or level change]; 

(d)
For each of the performance assessments identified in (a), what is he classification level of employees subject to this performance assessment (eg SES, EL1, EL2 or APS and equivalent);

(e)
What is the principal industrial or other instrument governing each of the performance assessment mechanism/s (eg, the certified agreement or AWA);

(f)
Does the performance assessment operates over a common cycle?  Please provide the commencement and end dates of the most recent full cycle of each of the assessment process/es.

Answer/s:

Department of Environment and Heritage

(a)

SES Performance Appraisal Scheme

The SES Performance Appraisal Scheme is an integral element of the Department of the Environment and Heritage performance management system. All SES employees must participate in the scheme. The focus of the SES Performance Appraisal Scheme to date has been the continual improvement of the SES in achieving more strategically focussed business outcomes and also a focus on their corporate managerial capabilities.

Performance bonuses are directly linked to the Scheme.

The Scheme consists of two mandatory Key Result Areas (KRAs) and 3 – 5 KRAs in total. The two mandatory KRAs are:

· LEADERSHIP AND MANAGEMENT OF WORK GROUPS 

The work group achieves quality outputs in relation to key elements of its work program on time and within allocated resources. These outputs are achieved within Department of the Environment and Heritage’s financial, administrative and people management policy frameworks, including the APS values and Code of Conduct set out in the Public Service Act and Department of the Environment and Heritage’s shared values set out in the Corporate Plan.

· ACHIEVING DEPARTMENT OF THE ENVIRONMENT AND HERITAGE CORPORATE PRIORITIES

The Department’s corporate priorities are supported and implemented effectively. 

Other KRAs are developed in consultation between the appraisee and appraiser generally on information drawn from the Branch or Division work plan.

The Appraisal Scheme also includes the framework for professional development. This framework encourages the use of the APSC Senior Executive Leadership Capability Framework as a guide.

Performance and Development Scheme for all APS and Executive Level staff (excluding the Antarctic Division which operates a separate scheme)

The Performance and Development Scheme (PDS) is one of Department of the Environment and Heritage's key tools for fostering a high performance culture. It provides the formal mechanism through which Department of the Environment and Heritage ensures that managers are providing their staff with guidance about the performance standards expected of them, with regular, well-structured feedback, and with timely opportunities to obtain job-related development. The PDS is also a mechanism for assessing performance-based entitlements to salary advancement and/or opportunities for career progression for staff whose employment conditions or classification require it. 
All staff from APS Level 1/2 to Executive Level 2, including those staff members who have signed an AWA, are expected to participate in the PDS. The only exception is non-ongoing staff who have been contracted for less than 3 months. Performance agreements are expected to be in place within one month of starting in a section or changing jobs.

The performance agreement consists of two mandatory Key Responsibilities and between two and four Key Result Areas. The mandatory Key Responsibilities are: 

· Job-Related Learning; and 

· either Leading and Managing People (for managers) or Department of the Environment and Heritage and Team Contribution (for other staff) 

The Key Result Areas will be developed from team plans in consultation with the manager.

Staff also have the opportunity to speak with their manager about their future career aspirations.

(b)

SES Performance Appraisal Scheme

All 3 bands of the SES are covered by this Scheme. The performance ratings are below:

5 – Outstanding: Performance far exceeds the work level standard expected of an SES employee at this classification level. This appraisal indicates that the SES employee has delivered exceptional results against all indicators.

4 – Superior: Performance significantly exceeds the work level standard expected of an SES employee at this classification level. This appraisal indicates that the SES employee has delivered better than "Fully Effective" results against nearly all indicators.

3 - Fully Effective: Performance fully meets the standard expected of an SES employee at this classification level. This appraisal indicates that the SES employee has been fully effective in achieving results against all significant indicators and may have delivered superior results against one or two less significant indicators.

2 – Marginal: Performance just meets the standard expected of SES employees at this classification level. This appraisal indicates that the SES employee has delivered adequate results against most or all indicators. The SES employee may have achieved higher or lower results against some indicators.

1 – Unsatisfactory: Performance does not meet the standard expected of SES employees at this classification level. This appraisal indicates that the SES employee has failed to deliver adequate results against a significant number of significant indicators.
Performance and Development Scheme

All APS 1/2–APS 6 staff (and equivalent) and those Executive level staff (and equivalent) covered by the Certified Agreement:

· Performance Expectations exceeded

· Expectations met

· Expectations not met

Executive level staff (and equivalent) covered by AWA:

5 - Outstanding performance: performance far exceeds expectations in the employee’s Key Responsibilities and Key Results Areas.

4 - High performance: performance significantly exceeds expectations in nearly all of the employee’s Key Responsibilities and Key Results Areas

3 - Good performance: performance meets all expectations in the employee’s Key Responsibilities and Key Results Areas

2 - Requires development: performance almost meets expectations

1 - Unsatisfactory performance: performance below what is expected

(c)

SES Performance Bonus

· Rating of 5 (ie, Outstanding performance) – bonus of 13% of annual salary

· Rating of 4:– bonus of 8% of annual salary;

· Rating of 3 – bonus of 4% of annual salary;

· Rating of 2 – no bonus;

· Rating of 1 – no bonus.

Performance and Development Scheme performance bonuses

Executive level staff covered by AWA:

· Rating of 5 (ie, Outstanding performance) – bonus of 12% of annual salary

· Rating of 4 – bonus of 8% of annual salary;

· Rating of 3 – bonus of 4% of annual salary;

· Rating of 2 – no bonus;

· Rating of 1 – no bonus.

Staff covered by the Certified Agreement are not eligible for performance bonuses.

Annual salary increases

SES staff:  All SES staff participate in the SES Performance Appraisal Scheme and are eligible for annual salary increases as prescribed in their individual AWA. This is subject to the employee receiving a performance assessment of “Fully effective” (rating of 3) or better.

Non-SES staff:  All staff that can demonstrate participation in the Performance and Development Scheme (through current performance agreement or recent performance assessment) are eligible for annual salary increases prescribed in the Certified Agreement and AWAs.

Salary advancement

SES staff:  All SES staff are eligible for advancement through the salary scale on a 6 monthly basis provided they receive a performance assessment of “Fully effective” (rating of 3) or better. The fifth salary point is a hard barrier – it can only be accessed by employees already at the fourth salary point who achieve ratings of 4 or 5 in two successive cycles.

Non-SES staff:  All staff who have not reached the top salary point of their classification may advance to the next salary point (annual common pay progression on 1 September) if their performance assessment was:

· A rating of 3, 4 or 5 for staff covered by an AWA;

· An assessment of “Expectations met” or “Expectations exceeded” for staff covered by the Certified Agreement.

Ongoing staff engaged as Department of the Environment and Heritage Graduates, whose performance has been assessed as “Expectations met” or Expectations exceeded” may advance to APS 3 at the end of their second rotation. If their performance at the end of their third rotation is also “Expectations met” or Expectations exceeded” they may then advance to APS 4.

Staff engaged as APS 1/2–APS 3 or APS 5 at the Australian National Botanic Gardens may be eligible to progress through the soft barriers in the ANBG broadband if their performance has been assessed as “Exceeding expectations” (other criteria apply).

Staff in other broadbanded classifications (APS 1/2, Department of the Environment and Heritage Legal Officers, Department of the Environment and Heritage Public Affairs Officers, Department of the Environment and Heritage Research Scientists) proceed through the salary points of the broadband if their performance assessment was:

· A rating of 3, 4 or 5 for staff covered by an AWA;

· An assessment of “Expectations met” or “Expectations exceeded” for staff covered by the Certified Agreement.

(d)  See answers to (b) and (c).

(e)  See answers to (b) and (c).

(f)
SES Performance Appraisal Scheme

The most recent complete cycle of the PDS commenced on 1 July 2002 and ended on 30 June 2003.
Performance and Development Scheme

The most recent complete cycle of the PDS commenced on 1 July 2002 and ended on 30 June 2003.

Australian Antarctic Division

(a)
The AAD has three (3) performance appraisal schemes in operation, each scheme being relevant to a discrete group of employees as detailed below:

	Performance Assessment Mechanism
	Employment Category

	AAD Performance Appraisal Scheme
	Head Office (Hobart-based) employees

	Expeditioner Performance Report
	Employees (and non-employees) who participate in an Antarctic expedition.

	SES Appraisal Scheme
	SES Employees


AAD Performance Appraisal Scheme

This scheme operates on an annual cycle, requiring all AAD Head Office (Hobart-based) employees and managers to jointly develop a performance agreement at the beginning of the cycle, forming the basis for performance assessment at the end of the cycle.

Assessment of performance includes:

· the AAD Organisational Behaviours (agency specific behavioural expectations);

· overall job performance; and

· specific required work outcomes (where relevant). 

(b)
Unsatisfactory Performance - leads to ‘Managing under-performance’ process outlined at Clause 23 of Australian Antarctic Division Certified Agreement 2000-2002. Defer any salary advancement until performance is satisfactory.

Marginal Performance - where immediate skill or behavioural development is required and close on-going performance monitoring. Review after 3 months to determine if ‘Managing under-performance’ processes should be used. Defer any salary advancement until performance is satisfactory. 

Satisfactory Performance - where the minimum standards are met but performance can be improved by further development or application. 

Good performance - where behaviours and work outcomes are above the minimum level and skills are fully developed. 

High performance - where expectations are exceeded and skills are highly developed and are current. 

Outstanding performance - where results far exceed expectations in the work area and generally throughout the AAD and have exceptionally well developed skills and actively seeks to learn and develop new skills.

(c)

	Performance Rating
	Potential Financial Outcome

	Unsatisfactory Performance
	Any entitlement to salary advancement is deferred. Formal underperformance processes commence.

	Marginal Performance
	Any entitlement to salary advancement is deferred. Performance is subject to ongoing close monitoring and management.

	Satisfactory Performance
	Single point salary advancement within the applicable salary range is possible (where entitlement exists).

	Good performance
	Single point salary advancement within the applicable salary range is possible (where entitlement exists).

	High performance
	a.   Employees covered by the AAD Certified Agreement:

 - single point salary advancement within the applicable salary range is possible (where entitlement exists).

b.   Employees covered by an Australian Workplace Agreement (AWA):

 - single point salary advancement within the applicable salary range is possible (where entitlement exists); and

 - performance pay at a rate of 5% of salary.

c.   Employees in the research Scientist Stream:

- may gain access to accelerated salary advancement (ie. advancement by up to two pay points within the applicable salary range) if rated at the ‘5’ level in two consecutive years. 

	Outstanding Performance
	a.   Employees covered by the AAD Certified Agreement:

 - single point salary advancement within the applicable salary range is possible (where entitlement exists).

b.   Employees covered by an Australian Workplace Agreement (AWA):

 - single point salary advancement within the applicable salary range is possible (where entitlement exists); and

 - performance pay at a rate of 10% of salary.

c.   Employees in the research Scientist Stream:

- may gain access to accelerated salary advancement (ie. advancement by up to two pay points within the applicable salary range) if rated at the ‘6’ level.


(d)
This scheme covers all Head Office (Hobart-based) employees with the exception of Senior Executive Service (SES) and equivalent, employees (SES employees participate in a discrete scheme managed by the Department of the Environment and Heritage). Classifications covered are:

· APS Level 1 - APS Level 6;

· Executive Level 1;

· Executive Level 2;

· Antarctic Medical Practitioner Level 1;

· Antarctic Medical Practitioner Level 2.

 (e)
Employees participating in this scheme are covered by either:

· the Australian Antarctic Division ‘New Directions’ Certified Agreement 2002 -2004; or

· an individual Australian Workplace Agreement (AWA).

(f)
The AAD Performance Appraisal Scheme operates on an annual cycle, based on performance during the period 1 July to 30 June each year. 

The most recently completed assessment cycle relates to the period 1 July 2002 to 30 June 2003. Completed assessments were due by 31 July 2003.

Expeditioner Performance Report

(a)
In the last two years the AAD has made a concerted effort to assess, not only the technical skill requirements of potential expeditioners, but also relevant personal quality requirements. The Expeditioner Performance Report (EPR) was introduced in 2003 to close the assessment loop and provide for assessment of actual performance using the same standards applied at selection.

Assessment under this scheme relates to a period of employment or Antarctic service. All expeditioners, regardless of affiliation, who will be on station (including field bases) for a period of 6 weeks or more, are subject to an EPR. The EPR is completed by Station Leaders and Deputy Station Leaders with final moderation by a committee established by the AAD’s General Manager Operations.

The Expeditioner Performance Report (EPR) uses the Antarctic Service Code of Personal Behaviour as the basis for assessment of performance. It is designed to facilitate objective recording of the behaviours exhibited by the expeditioner during their participation on an expedition.

EPR results inform future selection processes.

(b)
Expeditioner performance is assessed in terms of:

· Work;

· Individual Contribution to the Community and Team;

· Response to Authority and Compliance with the Law, Legislative Requirements and AAD Policies and Procedures; and

· Australian Antarctic Program Specific Requirements.

Ratings that may be applied to each element are:

· Unsuitable;

· Marginal Performance;

· Good Performance; 

· Very Good Performance; and

· Outstanding Performance 

In 2003 and earlier, an overall performance rating was not applied. In 2004, assessments will require allocation of an overall personal qualities performance rating in line with the above five-point scale.

(c)
Given that the EPR relates to a finite period of employment or participation, there are normally no direct salary related outcomes resulting from an EPR.

The only instances where a financial outcome flows from an EPR are where an allowance is payable, to an employee, based on performance of a specific role, in addition to the expeditioner’s normal employment. Allowances subject to performance assessment are:

· Deputy Station Leader - a bonus amount of up to $1125 may be paid;

· Search and Rescue Leader - a bonus of $1125 per annum pro-rata;

· Fire Chief - a bonus of $1125 per annum pro-rata; and

· Boat Master (Macquarie Island) - a bonus of $1125 per annum pro-rata.

(d)
All expeditioners (employees and non-employees) are required to have an EPR. Employee classifications covered are:

· APS Level 1 - APS Level 6;

· Executive Level 1; and

· Antarctic Medical Practitioner Level 1.

(e)
Employees participating in this scheme are covered by the Australian Antarctic Division ‘New Directions’ Certified Agreement 2002 -2004

(f)
The EPR process is specific to a period of employment or Antarctic service. As such there is no specific set of dates. Reporting periods may be broadly categorised as:

· “Winter” - in respect of those employees who remain in Antarctica over a full year and winter period (approximately 15 months); and

· “Summer” - in respect of a short period of employment ranging from three to six months in duration.

Senior Executive Service Appraisal Scheme

The SES Appraisal Scheme is administered by the Department of the Environment and Heritage.

Australian Greenhouse Office

(a)
The operational guidelines of the Australian Greenhouse Office’s Performance Management, Recognition and Development Scheme are contained in Attachment A. The Performance Management, Recognition and Development Scheme applies to all staff in the Australian Greenhouse Office except the Chief Executive.

(b)
The range of outcomes for employees whose conditions of service are covered by the Australian Greenhouse Office Certified Agreement 2002 – 2004 are outlined under the heading “The Ratings” on pages 78 and 79 of Attachment A. The range of outcomes for employees whose conditions of service are covered under an Australian Workplace Agreement are as follows:

	RATING
	OUTCOME

	Superior
	10% of half annual salary for EL1 and EL2 (assessed twice per financial year but aggregate bonus payment only paid at 30 June).

10% of annual salary for SES.

	Fully Effective
	5% of half annual salary for EL1 and EL2 (assessed twice per financial year but aggregate bonus payment only paid at 30 June).

5% of annual salary for SES.

	Effective
	No bonus payable.

	Requires Development to Achieve Effective
	Up to 5% salary at risk.


(c)
The pay or other financial change for employees whose conditions of service are covered by the Australian Greenhouse Office Certified Agreement 2002 – 2004 is contained in the Salary and Remuneration tables at Attachment B and Clause 212 on page 48 of Attachment A. 


The pay or other financial change for employees whose conditions of service are covered by Australian Workplace Agreements is contained in the table in answer 53(b) above.

(d)
The range of employees of the Australian Greenhouse Office whose performance is assessed under the Performance Management, Recognition and Development Scheme is SES Band 2, SES Band 1, Executive Level 2 and equivalent, Executive Level 1 and equivalent, and APS grades and equivalent.

(e)
The principle industrial instruments governing the performance assessment mechanism are The Australian Greenhouse Office Certified Agreement 2002 - 2004 and Australian Workplace Agreements.

(f)
The performance assessment operates over a common cycle based on the financial year. The most recent full cycle commenced on 1 July 2002 and ended on 30 June 2003.

Office of the Renewable Energy Regulator

(a)
All staff covered by an ORER Certified Agreement (CA) or ORER Australian Workplace Agreement (AWA) are required to develop, in consultation with their manager, an agreed performance contract for the assessment period (a financial year). The employee’s achievement of the objectives in the performance contract will be formally assessed at 6 monthly intervals. More frequent informal discussions regarding performance appraisals are encouraged.

For end-year assessments, a modified 360 degree feedback mechanism is in place for all staff. The reviewed staff member is required to nominate at least three other ORER employees to participate in a feedback discussion regarding their performance. Guidelines regarding the selection of the reviewers have been established to ensure that the feedback is likely to be representative of views from in and across teams. The reviewed person is given an opportunity to receive the feedback from the group either directly or in writing. 

The group’s assessment is provided to the reviewee’s manager who will take this assessment into account when finalising the performance review with the individual. The reviewee’s manager selects the final assessment rating.

Appeal processes are established if the reviewee is dissatisfied with the outcomes of the review.

(b)
Employees can be rated as:

· Superior;

· Fully effective;

· Satisfactory; or

· Requires development to achieve effective.

(c)
Financial benefits flowing from each assessment point are:

· Superior 

· CA staff:  movement of up to two increment points. The staff member must receive a superior rating to cross a hard barrier within a broadband. For example, a staff member paid as an ORER level 2.1 (APS 4 equivalent) can move to pay point 2.3 upon receiving a superior rating. That officer must receive a superior rating next assessment round to move to pay point 2.4 (APS 5 equivalent);

· CA staff member at top of broadband assessed as superior - receive a one-off payment equivalent to half the difference between their salary and the bottom increment point of the next higher classification level.

· AWA staff:  up to 10% performance bonus.

· Fully effective:

· CA staff: movement of one increment point. See comments on superior rating with respect to movement past a hard barrier within a broadband;

· AWA staff:  up to 5% performance bonus.

· Satisfactory:

· CA staff:  remain on current increment point; 

· AWA staff:  0% performance bonus.

· Requires development to achieve effective:

· If performance improvement processes have been ineffective, the options include reduction in classification including change of duties, reduction in salary within the existing classification, implementation of aspecific training program, and/or other actions.

(d)
As at 11 March 2004, the following staff are subject to the ORER’s performance management system:

	Staff Level
	Staff Number

	Executive Level 2
	1

	Executive Level 1
	3

	ORER Level 2 (APS 4 – 6)
	5


(e)
The Office of the Renewable Energy Regulator’s Certified Agreement contains details regarding the performance management system in place in the Office. These requirements are mirrored in the Australian Workplace Agreements.

(f)
The assessment cycle now operates on a financial year basis for all staff.

	Stage of Cycle
	Date
	Action

	Commencement of cycle
	1 July each year
	Draft and agree performance contract for year

	Mid point assessment
	December – January of the year
	Mid point review discussion

	Completion of cycle
	30 June each year
	Final assessment, including modified 360 degree feedback.


In previous years the cycle has operated on a calendar year basis. The last complete calendar year assessment process was in 2002. In 2003 (January – June), a transitional 6 month assessment process was conducted to move to a financial year assessment. This is the last complete cycle.

Bureau of Meteorology

(a) The Bureau of Meteorology has a performance management scheme that is linked to pay outcomes or other financial rewards for the Senior Executive Service (SES) group and a small number of Executive Level 2 staff on Australian Workplace Agreements only.

(b) The range of outcome results that apply to staff covered by the Scheme identified in (a) are:

A rating of 5 (“outstanding”), which attracts a performance pay bonus of 13% of base salary.

A rating of 4 (“superior”), which attracts a performance pay bonus of 8% of base salary.

A rating of 3 (“fully effective”), which attracts a performance pay bonus of 5% of base salary.

A rating of 2 (“marginal”) or 1 (“unsatisfactory”) means that the individual does not advance to the next salary point in the salary scale for that classification level (if appropriate). Ratings of 1 and 2 will also result in a formal review of performance and may lead to some salary regression or even termination of employment action.

Salary advancement through the classification band is dependent upon an assessment rating of 3 or better.

(c) See (b) above.

(d) SES Bands 1, 2 and 3. A small number of EL2 (Upper) who are on AWAs.

(e) AWA.

(f) Yes, based on the financial year. 1 July 2002 -3 June 2003.

Great Barrier Reef Marine Park Authority

 (a)
All ongoing employees of the Authority, and non-ongoing employees with contracts of greater than 12 months, are required to participate in the Authority’s Performance Management Scheme.

The Performance Management Scheme provides the basis for the joint discussion, planning and assessment of employee performance, and training and development. In addition, the system provides the basis for rewarding employee performance which contributes to team and organisational objectives through access to cash (eg. Salary advancement) and non-cash benefits.

(b)
The following five point rating system is used to rate performance:
5. Outstanding – Performance significantly exceeds set effective performance expectations, considering classification level and operating environment, in terms of quality, quantity, dollars and/or time.

4. Superior – Performance clearly exceeds set effective performance expectations, considering classification level and operating environment, in terms of quality, quantity, dollars and/or time.

3. Fully Effective – Performance fully meets set effective performance expectations, considering classification level and operating environment, in terms of quality, quantity, dollars and/or time.

2. Marginal – Performance marginally below set effective performance expectations, considering classification level and operating environment, in terms of quality, quantity, dollars and/or time.

1. Unsatisfactory – Performance clearly fails to meet set effective performance expectations, considering classification level and operating environment, in terms of quality, quantity, dollars and/or time.

Part A and Part B of the Performance Agreement are of equal value. The overall rating, which is recorded on the front of the form, is the average of the average rating for Part A and the average rating for Part B.

An overall rating calculated as effective (3 or more) will be adjusted to ineffective in the two following situations:

1. a failure to score an effective average rating (3) on either Part A or Part B automatically results in an ineffective overall rating.

2. a supervisor/manager who has not effectively applied the performance system in their team, for reasons within their control, resulting in a detrimental effect for an employee will automatically receive an ineffective overall rating.

(c)
An effective overall performance rating will result in either:
· access to permanent salary advancement, within substantive salary range, where eligible;

· access to a performance salary point, if currently at top of range, where eligible;

· access to a performance bonus where eligible (AWA’s only).

An ineffective overall rating will result in:

· exclusion from permanent salary advance where eligible;

· exclusion from a performance salary point where eligible;

· exclusion from a performance bonus where eligible.

An ineffective overall rating may also result in activation of procedures for managing under-performance.

(d)
All ongoing employees of the Authority, and non-ongoing employees with contracts of greater than 12 months irrespective of classification.

(e)
The principal instrument is the GBRMPA Certified Agreement; there are also a small number of AWA’s for EL 2 and SES officers

(f)
Yes. The most recent cycle covered the period from 1 July 2002 until 30 June 2003.

National Oceans Office

(a)
The National Oceans Office’s current Performance Assessment Scheme came into operation on 1 July 2003 and covers all APS, Executive level and SES officers. The current scheme is an ouputs based scheme agreed between staff and managers at the beginning of each cycle (1 July 2003) and includes both physical and behavioural measures

(b)
The current scheme has three levels of outcomes

Excellent, Satisfactory, Unsatisfactory

(c)
The performance ratings attract the following;

· Exellent-Advance one pay point and be eligible for a one off performance bonus of between 5 and 10 percent of base salary

· Satisfactory- Advance one pay point. If already on the maximum of range a bonus of 5% of base salary applies.

· Unsatisfactory- No financial rewards or penalties apply. Underperformance is managed through an agreed remedial program.

(d)
The current scheme described in (a) above covers all employees (APS, EL and SES) of the National Oceans Office apart from the Director

(e)
All employees of the National Oceans Office are employed under individual Australian Workplace Agreements.

(f)
The National Oceans Office operates its Performance Management Scheme on a financial year basis. The dates for the most recently completed full cycle are 1 July 2002 to 30 June 2003.

Sydney Harbour Federation Trust

a)  The Sydney Harbour Federation Trust (the Trust) currently has 2 performance assessment mechanisms linked to pay outcomes or financial rewards:

1.
Sydney Harbour Trust Performance and Development Scheme

This scheme relates all on-going employees and non-ongoing employees with contract periods that exceed 12 months. 

The performance review is conducted on a 12-month cycle with a formal mid-cycle review at 6 months and a final 12-month review. The review cycle is based on the date of employee commencement with the Trust

Performance is assessed against Key Result Areas and agreed Key Performance Indicators 

Performance ratings range between 5 (outstanding) and 1 (unsatisfactory) for each Key Result Area plus an overall rating

2.
Sydney Harbour Federation Trust Executive Director Performance Assessment

This scheme relates to the Executive Director of the Trust. 

The performance review is conducted on a 12-month cycle.

Performance is assessed against Key Accountabilities and agreed Key Performance Indicators by the Board of the Trust. 

There are 4-performance assessment ratings; Outstanding, Superior, Competent, and Unsatisfactory for each Key Accountability plus an overall rating.

b)
1.
Sydney Harbour Trust Performance and Development Scheme
Outcome results:

5. Outstanding Performance – significantly exceeded the performance expectation/standard that could have been reasonably expected of the individual during the assessment period.

4. High Performance – exceeded the performance expectation/standard that could have been reasonably expected of the individual during the assessment period.

3. Good Performance- meets the performance expectation/standard that could have been reasonably expected of the individual during the assessment period.

2. Requires Development – Does not meet the performance expectation/standard that could have been reasonably expected of the individual during the assessment period. This may reflect a lack of competence (skills, knowledge, experience) and indicates that the individual will require further development to be able to meet the agreed  performance expectations/standards.

1.  Unsatisfactory –Does not meet the performance expectation/standard that could have been reasonably expected of the individual during the assessment period by reason or factors within the employee’s control.

Ratings 5-3 may result in approval of a salary increment within the classification

Rating 2 indicates development is required and development program undertaken

Rating 1 indicates (if not already in place) underperformance management should be undertaken

2.
Sydney Harbour Federation Trust Executive Director Performance Assessment

Outcome results:


Outstanding


Superior


Competent

Unsatisfactory

c)
1.
Sydney Harbour Trust Performance and Development Scheme

Where the performance review indicates that the employee’s performance is rated as good, high performance or outstanding, (Ratings 5-3) they may be eligible for a salary increment within their position classification at the 12-month review.

No one-off bonus payments are paid

2.
Sydney Harbour Federation Trust Executive Director Performance Assessment
Based on the performance review the Board may award a one-off performance bonus payment. 

d)
1.
Sydney Harbour Trust Performance and Development Scheme
Classifications subject to scheme:

SES

EL2

EL1

Harbour Trust Classification Levels 1-6

2.
Sydney Harbour Federation Trust Executive Director Performance Assessment
Classifications subject to scheme:

Executive Director – Statutory Office Holder

(e)
1.
The principal instrument for the Sydney Harbour Trust Performance and Development Scheme is the Trust’s :

Determination No 1 of 2002 -Sydney Harbour Federation Trust Terms and Conditions of Employment 

2.
Sydney Harbour Federation Trust Executive Director Performance Assessment
Assessment is determined by the Trust.

(f).
1. Sydney Harbour Trust Performance and Development Scheme 

No. The performance review cycle is based on the date of an employee’s commencement with the Trust.

2. 
Sydney Harbour Federation Trust Executive Director Performance Assessment 

The performance review is conducted during a 12-month period from 1 July to 30 June each year. The latest completed cycle was for the year 1 July 2002 to 30 June 2003.

Outcome:
1. Environment



Question No: 54
Sub-outcome:
All

Output:  
All

Division/Agency:
All

Topic: 
Performance Assessment

Hansard Page ECITA:
Written QoN
Senator Carr asked:
For each performance assessment mechanism described in (1), advise the number of male and the number of female employees at each possible outcome, by classification level for the most recent full cycle (if the performance mechanism does not operate over a common cycle - aggregate outcomes using the 2002-03 financial year).

Answer/s:

The available information is provided in the attachment. In some cases, outcomes for different classification levels have been combined to protect privacy. If this has not been possible, the information has not been provided.

Department of the Environment and Heritage

Performance and Development Scheme – performance assessments 2002-03 for employees working under the DEH Certified Agreement (excludes Australian Antarctic Division which is covered by a separate Agreement)
	Classification
	Assessment
	Females
	Males
	Grand Total

	APS 1/2
	exceeds
	7
	4
	11

	 
	met
	38
	27
	65

	 
	not met
	0
	1
	1

	APS 1/2 Total
	45
	32
	77

	APS 3
	exceeds
	18
	13
	31

	 
	met
	32
	29
	61

	
	not met
	0
	0
	0

	APS 3 Total
	50
	42
	92

	APS 4
	exceeds
	52
	22
	74

	 
	met
	46
	39
	85

	 
	not met
	1
	0
	1

	APS 4 Total
	99
	61
	160

	APS 5
	exceeds
	32
	15
	47

	 
	met
	50
	33
	83

	
	not met
	0
	0
	0

	APS 5 Total
	82
	48
	130

	APS 6
	exceeds
	63
	48
	111

	 
	met
	85
	83
	168

	 
	not met
	1
	0
	1

	APS 6 Total
	149
	131
	280

	Exec Level 1
	exceeds
	22
	21
	43

	 
	met
	23
	24
	47

	 
	not met
	0
	0
	0

	Exec Level 1 Total
	
	45
	45
	90

	Exec Level 2
	exceeds
	1
	4
	5

	
	met
	5
	4
	9

	
	not met
	0
	0
	0

	Exec Level 2 Total
	
	6
	8
	14


Department of the Environment and Heritage (cont.)

Performance pay – SES and non SES 2002-03

The performance payments for SES and Non-SES staff on AWAs in 2002-03 are set out below. These cover performance assessments made on 2001-02 but paid in 2002-03. These tables come from the DEH Annual Report.

	Performance pay Senior Executive Service 2002-03

	 
	Band 1
	Bands 2 and 3

	Number of performance payments
	24 (male 17 - female 7)
	13 (male 12 – female 1)

	Average performance pay
	$6546
	$10 771

	Range of performance pay
	$1508 - $8458
	$6211 - $13 196

	Total
	$157 105
	$140 020

	Grand total
	$297 125

	Covers employees of the Department and the AAD. Senior Executive Service performance pay bonuses for the 2001-02 appraisal cycle were paid during 2002-03. Some payments were made on a pro-rata basis as Senior Executive Service employment did not span the full appraisal cycle.


	Performance pay Executive Levels 1 and 2 2002-03

	 
	Executive Level 1
	Executive Level 2

	Number of performance payments
	97 (gender split  not available)
	66

	Average performance pay
	$3743
	$6934

	Range of performance pay
	$1303 - 8046
	$544 - $9,786

	Total
	$363,063
	457,652

	Grand total
	$820,715

	Covers employees of the Department only. AAD Australian Workplace Agreements do not include provisions for performance pay. Non–SES performance pay bonuses for the 2001-02 appraisal cycle were paid during 2002-03. Some payments were made on a pro-rata basis as Senior Executive Service employment did not span the full appraisal cycle


Australian Antarctic Division Performance Appraisal Scheme

Consolidated data collected in respect of employees participating in this scheme is limited to the number of employees, by classification level and appraisal rating (detailed below for 2002/03). The AAD cannot provide an analysis of these data by gender.

	Classification
	Rating
	Total No Rated

	
	1
	2
	3
	4
	5
	6
	

	APS 1
	
	
	
	
	2
	
	2

	APS 2
	
	
	3
	4
	4
	
	11

	APS 3
	
	
	6
	6
	5
	
	17

	APS 4
	
	
	
	9
	9
	
	18

	APS 5
	
	
	2
	17
	15
	2
	36

	APS 6
	
	
	3
	30
	19
	8
	60

	Executive Level 1
	
	
	5
	11
	9
	3
	28

	Executive Level 2
	1
	
	5
	18
	15
	3
	42

	Totals by Rating
	1
	0
	24
	95
	78
	16
	214

	 
	
	
	
	
	
	
	

	% of Total No rated
	0.5%
	0.0%
	11.2%
	44.4%
	36.4%
	7.5%
	


Please note that Antarctic Medical Practitioners have been included in Executive Level 2 data.

Expeditioner Performance Report (EPR)

In light of the fact that no overall performance rating was assigned to expeditioners in respect of the 2002/03 season, data available is limited to the number of expeditioners who would have had EPRs completed, by gender for each reporting period.

	Reporting Period
	Men
	Women
	Total

	Winter
	67
	10
	77

	Summer
	171
	39
	210


Senior Executive Service Appraisal Scheme

The SES Appraisal Scheme is administered by the Department of the Environment and Heritage.

Australian Greenhouse Office

Senior Executive Service Bands 1 - 3

	
	 Number
	Superior
	Fully Effective
	Effective
	Requires Development
	Bonus
	No Bonus

	Male
	6
	4
	2
	
	
	5
	1

	Female
	2
	
	2
	
	
	2
	

	Total Officers
	8
	
	
	
	
	
	


AGO Executive level 2 Australian Workplace Agreements (AWA)

	Staff Numbers as at 30 June 2003
	Performance Rating
	AWA Template

	
	 Number
	Superior
	Fully Effective
	Effective
	Requires Development
	Bonus
	No Bonus

	Male
	16
	6
	10
	
	
	9
	7

	Female
	8
	2
	6
	
	
	5
	3

	Total Officers
	24
	
	
	
	
	
	


AGO Executive level 1 Australian Workplace Agreements (AWA)

	Staff Numbers as at 30 June 2003
	Performance Rating
	AWA Template

	
	 Number
	Superior
	Fully Effective
	Effective
	Requires Development
	Bonus
	No Bonus

	Male
	29*
	9
	17
	1
	1
	20
	8

	Female
	12
	5
	7
	
	
	7
	5

	Total Officers
	41
	
	
	
	
	
	


*One Officer did not receive an assessment as he was on leave without pay and was with the AGO less than four months of the assessment cycle.

AGO Executive level 1 Certified Agreement (CA)

	Staff Numbers as at 30 June 2003
	Performance Rating
	CA Salary Advancement

	
	No.
	Superior
	Fully Effective
	Effective
	Requires Development
	Bonus
	2 Salary points
	1 Salary Point 
	No action

	Male
	10*
	
	9
	
	
	
	
	4
	5

	Female
	8*
	
	7
	
	
	
	
	4
	3

	Total Staff
	18
	
	
	
	
	
	
	
	


*Two Officer’s did not receive an assessment, due to being employed in the AGO less than six months.

AGO level 1 and 2 Certified Agreement (CA)

	Staff Numbers as at 30 June 2003
	Performance Rating
	CA Salary Advancement

	
	No.
	Superior
	Fully Effective
	Effective
	Requires Development
	Bonus
	2 Salary points
	1 Salary Point 
	No action

	Male
	27
	3
	20
	1
	
	1
	2
	4
	16

	Female
	52*
	10
	34
	
	
	3
	7
	16
	19

	Total Staff
	79
	
	
	
	
	
	
	
	


Four male officers and one female officer did not received an assessment due to being on the AGO graduate program

* Six officers did not receive an assessment, due to being employed in the AGO less than six months.

AGO Senior Public Affairs Officer 2 and Public Affairs Officer 3 Australian Workplace Agreement (AWA)

	Staff Numbers as at 30 June 2003
	Performance Rating
	AWA Template

	
	 Number
	Superior
	Fully Effective
	Effective
	Requires Development
	Bonus
	No Bonus

	Male
	
	
	
	
	
	
	

	Female
	3
	1
	2
	
	
	3
	

	Total Officers
	3
	
	
	
	
	
	


AGO Public Affairs Officer 3 Certified Agreement (CA)

	Staff Numbers as at 30 June 2003
	Performance Rating
	CA Salary Advancement

	
	No.
	Superior
	Fully Effective
	Effective
	Requires Development
	Bonus
	2 Salary points
	1 Salary Point 
	No action

	Male
	
	
	
	
	
	
	
	
	

	Female
	3
	
	2
	1
	
	
	
	
	3

	Total Staff
	3
	
	
	
	
	
	
	
	


Bureau of Meteorology

Numbers are very small, and so the performance rating outcomes need to be aggregated for reasons of confidentiality and individual privacy.

SES Group

Rating 5
Nil.

Rating 4
11

Rating 3
2

Rating 2
Nil.

Rating 1
Nil.

Note that there is only one female in this group.

EL2 (Upper) AWA Group

Rating 5
1

Rating 4
1

Rating 3
3

Rating 2
Nil.

Rating 1
Nil.

There are no females in this group.
Great Barrier Reef Marine Park Authority
	
	
	Rating
	Rating
	
	

	 
	 
	3
	4
	 
	

	Classification
	Gender
	Fully Effective
	Superior
	Total
	

	APS1
	Female
	2
	1
	3
	

	 
	Male
	2
	 
	2
	

	APS2
	Female
	6
	7
	13
	

	 
	Male
	5
	 
	5
	

	APS3
	Female
	8
	12
	20
	

	 
	Male
	9
	1
	10
	

	APS4
	Female
	4
	5
	9
	

	 
	Male
	3
	 
	3
	

	APS5
	Female
	7
	5
	12
	

	 
	Male
	5
	3
	8
	

	APS6
	Female
	13
	 
	13
	

	 
	Male
	10
	6
	16
	

	GEL1
	Female
	3
	4
	7
	

	 
	Male
	9
	8
	17
	

	GEL2
	Female
	2
	 
	2
	

	 
	Male
	1
	4
	5
	

	SES1 & 2
	Male
	1
	3
	4
	

	Grand Total
	 
	90
	59
	149
	

	
	
	
	
	
	

	No employees of the GBRMPA had received ratings of Unsatisfactory, Marginal or Outstanding in

	the 2002/03 Performance Cycle.
	
	
	
	


National Oceans Office

The answers provided below relate to the outcomes of the Performance Management System which was in operation during the 2002-03 financial year.

	
	Outstanding
	High Performance
	Satisfactory
	Unsatisfactory

	
	Male
	Female
	Male
	Female
	Male
	Female
	Male
	Female

	APS 1-2
	0
	0
	0
	0
	0
	2
	0
	0

	APS 3-4
	0
	0
	0
	2
	0
	1
	0
	0

	APS 5-6
	0
	0
	0
	13
	1
	0
	0
	0

	Ex Level 1
	0
	0
	4
	5
	2
	0
	0
	0

	EL (2) and SES
	0
	1
	3
	1
	1
	1
	0
	0


Sydney Harbour Federation Trust
1. Sydney Harbour Federation Trust Performance and Development Scheme


Nil. The Scheme did not commence until May 2003 and the current cycle is not yet complete.

2. The Sydney Harbour Federation Trust’s Executive Director Performance  Assessment

	Number 
	Gender
	Classification level

	One
	Male
	Statutory Office Holder


Note that as there is only one officer in this scheme information about the individual’s outcome is not being provided for privacy reasons.

Office of the Renewable Energy Regulator

In the transitional assessment period of 1 January 2003 to 30 June 2003, being the last complete cycle, the ORER had five staff rated against the performance system. The breakup of ratings appears below:

	Rating
	Male
	Female
	Level

	Superior
	1
	1
	Executive Level 1 & ORER Level 2

	Fully Effective
	1
	2
	Executive Level 1 & ORER Level 2


