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Senator Carr asked:
1)
What has been the department’s response to the MAC report to date?

2)
Which issues identified in the MAC report have been identified as priority areas for the department?

3)
What family friendly or work-life balance initiatives: 

(a) exist in the department;

(b) are available to staff through the certified agreement; or

(c) are contained in the certified agreement, but the granting of them in individual cases is discretionary on the part of the organisation.

4)
What family friendly or work-life balance initiatives has the department introduced in, or since, the implementation of the department’s most recent certified agreement?

5)
With respect to certified agreement-based family friendly or work-life balance provisions:

(a) What number and proportion of departmental staff are making use of such provisions in areas including:

i)
purchased leave (also known as 48/52 schemes);

ii)
negotiated part-time work arrangements;

iii)
parental leave;

iv)
use of information, advice or counselling services made available by the department;

v) departmental provision of facilities (such as family care facilities);

vi) home based work.

Answers:

1)
The response for the Department of the Environment and Heritage (DEH) is below. The Australian Antarctic Division (AAD) is a Division of the Department of the Environment and Heritage but has a separate Certified Agreement. The AAD response has been addressed separately. 
	DEH Response
	AAD Response

	The Department’s Executive was briefed in April 2003 on the launch of the MAC report. The MAC report covered a number of issues which were already being considered by the Department. The Department has a number of strategies and processes which help address the MAC report. These include:

· establishing an SES Level Workforce Management Committee to provide high level strategic policy and direction to people management issues;

· establishing an SES Level Knowledge Management Committee;

· developing strategies to retain SES who may be considering retirement;

· investigating attraction/retention strategies for Graduates and analysing turnover/career movements of past intakes; 

· developing a People Management Work Program  for 2003-2004 to address workforce planning issues in DEH, including:

· succession planning – identifying critical positions for now and the future and identifying strategies to address potential gaps;

· mature-age workforce project to assess the potential impact and to develop solutions;

· analysing reasons for turnover and identifying areas at risk and implementing appropriate strategies; and

· developing and implementing a Capability Framework .
	The MAC report raises similar issues to those the AAD had previously identified within an overarching people management framework and through related initiatives. These include the 'New Directions' Certified Agreement 2002-2004, and a renewed commitment to principles and values based employment strategies. The AAD has demonstrated a degree of flexibility and creativity in negotiating employment arrangements that balance the individual needs of employees with the requirement to deliver against the Government's Antarctic goals.




2) The Department has identified the following issues as priority areas:

	DEH Response
	AAD Response

	Refer to 1) above. DEH priorities are:

· To achieve more effective workforce planning;

· To actively manage the career intentions of mature-aged workers; 

· To gain a better understanding of our workforce for succession management purposes;

· To develop effective Knowledge  Management Strategies; 

· To remain an Employer of Choice;

· To continue to attract and retain quality Graduates; 

· To effectively target Management and Leadership Development; and 

· To continue to apply the Investors in People principles to the workforce and to maintain accreditation to this international standard. 


	Workforce Planning
Workforce planning remains a key element of the AAD People Management Framework and while closer integration with strategic planning and related initiatives is anticipated, major elements have been addressed already. These include a 2002 consultancy on current and future workplace diversity considerations, with an emphasis on opportunities to achieve a better gender balance in a traditionally male dominated agency. Workplace planning will gain greater priority in 2004 as a consequence of major strategic planning efforts  and the planned introduction of air transport. The AAD has made a major commitment in 2002/03 to upgrading its recruitment, assessment and selection processes, with greater emphasis on selecting employees with the right balance of professional skills and personal qualities. 
 

In employment categories where the AAD has experienced difficulties in attracting sufficient, qualified personnel, there is a commitment to offering employment well in advance of the proposed start date, in conjunction with multiple periods of non-ongoing employment. The AAD is currently considering a training and employment program for medical practitioners that will enable successful employees to expand their experience and skills, and gain formal recognition through post-graduate qualifications.

 

Mature aged workers
Retention of long-term, mature age employees has not been a significant people management challenge for the AAD, despite a high representation of employees in the 50-60 age bracket. The AAD recognises that the nature of the agency's business and the availability of skilled and highly motivated personnel in key areas, has meant that employees are keen to maximise their period of employment. In recent years, the AAD has supported a range of post-separation initiatives that have enabled employees to maintain their connection with the agency and have facilitated the progressive transfer of skills and knowledge. 
 

Graduates
The AAD had recognised by 2000 that despite having a large proportion of graduates and post graduates in the workforce, wastage and skill considerations suggested that our longer term interests would be well served through the availability of a pool of employees with generalist skills and experience. Since then AAD has worked closely with the Department of Environment and Heritage in increasing our commitment to graduate employment and appropriate development through a program of rotation. These initiatives have greatly enhanced the agency's capacity to address a range of current and ongoing priorities. The availability of a pool of highly qualified employees with generalist skills has complemented the AAD's specific recruitment efforts and helped to offset the loss of key mature-age employees. The AAD seeks to refine our graduate recruitment program in 2004 and beyond to target potential employees with specific qualifications and experience to support our longer term skills requirements.


3) (a) The following family friendly or work-life balance initiatives include:

	DEH Response
	AAD Response

	· Flexible working arrangements covering a range of entitlements including hours of duty, settlement periods, flex debits and credits*;

· Where there is benefit to the agency Employees may work away from the office on a short-term temporary basis, or they may apply to work from home on either a regular or temporary basis (Home Based Work)*;

· Executive Level employees may be granted time off in recognition of additional hours worked, where it is considered such hours are in excess of reasonable requirements*;

· Employees may be granted part-time work subject to operational requirements*;  

· Employees returning from maternity, parental or adoption leave will have any request for regular part-time work approved up to the child’s second birthday;

· Division/Branch Heads may authorise reimbursement of reasonable expenses arising from additional dependent care arrangements for employees due to:

· work requirements to travel,

· where there has been a direction to work additional hours outside the employee’s regular hours of work, or

· for other special circumstances which the Division/Branch Head considers justifies the payment*; 

· Employees,by arrangement with DEH, who regularly use their personal computer or other personal equipment for official purposes may be supplied with replacement consumables*;

· Employees can access up to four weeks additional leave per year through the Purchased Leave Scheme*;

· Employees may access up to five days paid personal leave to address personal needs which cannot be dealt with outside ordinary hours*;

· Employees may access the Community Leave provisions with and without pay to cover such activities as Defence service training, jury service, Ceremonial and Bereavement leave, and to donate blood*;

· 12 weeks paid Maternity Leave can be spread over a 24 week period;

· Long Service Leave can be granted for a minimum period of 7 calendar days*; 

· Employees can accumulate 3 years recreation leave and access subject to operational requirements*; 

· Managers have the discretion to provide their staff with up to 2 weeks additional paid leave to assist staff in a crisis situation where no other appropriate form of leave is available to cover the absence and the employee is required to be absent from the workplace for a period of time*;

· Parental and adoption leave;

· Paternity leave ;

· Employees required to travel on official business overseas are entitled to reasonable telephone calls to their home; and
· Provision of an Employee Assistance Counselling Service (EAP)
	The certified agreement and Australian Workplace Agreements provide for part-time employment/job sharing arrangements, purchased leave, "no credit"* personal leave, access to leave without pay for personal reasons (including parental leave), home based work arrangements both short and long term, access to gym facilities and provision of an EAP service.

 

Only access to gym facilities and the EAP service are not reliant on discretionary approval.

* Employees do not receive annual credits for sick leave, caring, bereavement or miscellaneous purposes. Leave is approved for absences considered reasonable by the manager. 


(b)


	Refer to 3 (a) above. All the initiatives are contained in the current Certified Agreement 2002-2004.
	Refer to 3 (a) above.


(c)


	Refer to 3 (a) above. The initiatives marked with an asterisk are at the discretion of the organisation.
	Refer to 3 (a) above.


4) Family friendly or work-life balance initiatives recently introduced include:

	DEH Response
	AAD Response

	In the DEH Certified Agreement 2002-2004: 

· Parental and adoption leave has been increased from 40 weeks to 52 weeks absence; 

· Paternity leave with pay has increased from 5 to 10 days;

· 6 weeks paid adoption leave has been introduced; and

· Employees required to travel on official business overseas are entitled to reasonable telephone calls to their home. 
	All the above initiatives have been features of earlier certified agreements. No new initiatives were introduced in the latest certified agreement (2002-2004).




5)(a)

	
	DEH Response
	AAD Response

	
	
	The figures below represent access by Head Office employees as opposed to Expedition Employees with the exception of EAP access which is a combined figure. Expedition Employees do not generally have access to the other conditions of service due to their employment being non-ongoing and predominantly in Antarctica.

	i)
	65 employees representing 6.36% of departmental staff are making use of purchased leave (also known as 48/52).
	Purchased leave  -  AAD have had 3 employees (1.05%) accessing this provision since the introduction of the latest certified agreement. 

	ii)
	124 employees representing 12.13% of departmental staff have part-time work arrangements in place.
	Negotiated part-time work arrangements - AAD currently has 22 (8%) employees working on a part-time basis of which 4 (1.4%) of these were negotiated arrangements. 

	iii)
	23 staff representing 2.25% of departmental staff have accessed parental leave
	No employees have accessed parental leave since the latest certified agreement was introduced.

	iv)
	Since December 2002, a quarterly  average of 73 new referrals and further consultations have been made representing 7.13 % of overall staff utilising information, advice or counselling services. 
	37 contacts have been made with the EAP service since 1 July 2002 (9%). 

	v)
	· A dual office with computing equipment for staff members and recreational facilities for children is available for employees with unexpected caring responsibilities.

· A Parenting Room with facilities for nursing mothers is provided. 

· Bike storage facilities and showers are available for those staff who cycle to work or jog during lunch. 
	The AAD does not provide formal family care facilities. Access to comprehensive off-site gym facilities is provided. A limited amount of gym equipment and shower/change room facilities are provided on-site. 

	vi)
	There is currently one formal home-based work arrangement in place. Informal short term home based work arrangements occur where agreed to by the manager.
	There are currently two home-based work arrangements. Informal short term home based work arrangements occur regularly but statistics are not maintained. 

	
	
	 Note:  Other flexible approaches to recruitment and staffing issues are applied to specific cases, for example:

- employment commencement dates have been delayed to enable employee's children to complete educational requirements at their original location;

- granting leave without pay up to 12 months to employees for various reasons as a means of retaining employees with quality skills and experience; and 

- supported scientists taking up short-term overseas employment placements as a means of expanding their experience and knowledge and facilitating international relations.



