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APPENDIX A

RESOURCES FOR OUTCOME

OUTCOME: 

A confident, high quality, values-based and sustainable Australian Public Service

TABLE 28: RESOURCES FOR OUTCOME

(1) Actual  
2007—08 

$'000

(2) Budget 
2007—08 

$'000

Variation 
(column 1  

minus column 2) 
2008—09 

$'000

Budget  
2008—09 

$'000

DEPARTMENTAL PRICE OF OUTPUTS

Output group 1 – APS Policy and employment services

Output 1.1 – Advice and support to 
Minister, Executive and Agency Heads

2,262 2,001 261 1,839

Output 1.2 – Employment services 6,783 5,997 786 8,218

Output 1.3 – International assistance 
and organisations

2,478 2,906 -428 2,933

Output 1.4 – Merit Protection and 
other services

2,883 3,165 -282 2,939

Subtotal output group 1 14,406 14,069 337 15,929

Output group 2 – Development programmes

Output 2.1 – Leadership services 5,027 5,244 -217 7,543

Output 2.2 – Programme delivery 9,773 8,553 1,220 6,314

Output 2.3 – National / International  
programmes

1,458 1,902 -444 2,189

Subtotal output group 2 16,258 15,699 559 16,046

Output group 3 – Better practice and evaluation

Output 3.1 – Indigenous employment 4,886 4,663 223 4,693

Output 3.2 – Promote better practice 1,737 2,016 -279 1,543

Output 3.3 – Statistical / Information 
services

1,422 1,368 54 1,421

Output 3.4 – Research and 
evaluation

1,522 1,528 -6 1,278

Subtotal output group 3 9,567 9,575 -8 8,935

Total price of outcome 40,231 39,343 888 40,910

Departmental income

Revenue from Government 
(Appropriation)

20,804 20,498 306 21,718

Income from other Sources 19,427 18,845 582 19,192

Total Departmental income 40,231 39,343 888 40,910

Average staffing level 214 206 8 216

Note:  Budgets are as per Portfolio Budgets Statements 2008-09 amounts excludes budget gains of $41,000
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APPENDIX B

INDEPENDENT AUDITORS REPORT
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The above statements should be read in conjunction with the accompanying notes.
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APPENDIX C

REPORT ON PERFORMANCE UNDER THE 
COMMONWEALTH DISABILITY STRATEGY
The Commission is reporting against the Commonwealth Disability Strategy in its employer role.

PERFORMANCE INDICATOR PERFORMANCE MEASURE OUTCOMES 

Employment policies, procedures and 
practices comply with the requirements 
of the Disability Discrimination Act 1992. 

Review all employment policies as they 
come up for review. 

Promote equity and diversity issues, 
including disability issues in HR/WR 
policies and plans. 

Ensure, where relevant, that group 
business plans consider issues 
concerning people with a disability. 

All employment policies, procedures and 
practices reviewed during the life of this 
plan comply with the requirements of 
the Disability Discrimination Act 1992 
and promote equity and diversity issues.

Group business plans consider issues 
concerning people with a disability. 

All Commission employment policies, 
procedures and practices comply 
with the requirements of the Disability 
Discrimination Act 1992. The 
Commission carefully considers the 
impact of its employment policies during 
development.

Recruitment information for potential job 
applicants with disabilities is available in 
accessible formats or on request.

Review recruitment information and 
consider providing Internet access for all 
recruitment selection documentation.

Consult with the Office of Disability 
Policy (FaHCSIA) and others to ensure 
that recruitment information is provided 
in suitable formats including, but not 
limited to, formats such as TTY and 
electronic.

Recruitment information requested and 
provided in:

• accessible electronic formats 

• accessible formats other than 
electronic. 

Average time taken to provide 
accessible information in:

• accessible electronic formats 

• accessible formats other than 
electronic. 

100% of requests to provide information 
this way were met. All recruitment 
documentation is available both in hard 
copy and on the Internet.

The Commission provides advice to 
staff and external providers undertaking 
recruitment about reasonable 
adjustment as required.

Agency recruiters and managers apply 
the principle of ‘reasonable adjustment’.

Actively seek opportunities to engage 
people with a disability for employment 
(including non-ongoing employment, 
work placement and trial employment).

Include positive statements about 
‘reasonable adjustment’ in recruitment 
literature.

Percentage of staff in the Commission 
who identify as having a disability.

The Commission maintained the level 
of staff identifying that they have a 
disability above 8% of total staff.

Promote awareness of disability and 
disability discrimination issues in the 
workplace.

Disability awareness sessions available 
for all Commission staff.

Use of Intranet to provide information 
and links to information on disability 
issues (including preventative OH&S 
issues such as OOS).

Actively promote and support an annual 
day focusing on disability issues.

Staff survey reflects that staff believe 
there is no discrimination in the 
Commission.

The 2007 staff survey did not identify 
any specific instances of disability 
discrimination within the Commission 
and no incidences were reported in 
2007–08.
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PERFORMANCE INDICATOR PERFORMANCE MEASURE OUTCOMES

External training and development 
programmes consider the needs of staff 
with disabilities and include information 
on disability issues as they relate to the 
content of the programme.

Consultants required to provide for the 
needs of people with a disability as part 
of the contract.

Percentage of training and development 
programmes that consider the needs 
of staff with disabilities and include 
information on disability issues as they 
relate to the programme.

All training and development 
programmes consider the needs of staff 
with disabilities. The Commission uses 
consultants to provide corporate training 
and development and the contract 
requires:

• compliance with the Disability 
Discrimination Act 1992 

• provision of services consistent with 
the APS Values and Code of Conduct 

• compliance with the principles of 
workplace diversity 

• consultation with the Commission in 
relation to any special needs for people 
with disabilities. 

These measures ensure that all 
programmes include information on 
disability issues where appropriate and 
relevant to the programme.

Complaints/grievance mechanism, 
including access to external 
mechanisms, in place to address issues 
and concerns raised by staff.

Staff are aware of the existence of the 
mechanisms and know how to access 
them.

The Commission’s industrial  
agreements provide for internal review 
of employment actions. The agreements 
also direct employees who have not 
resolved their complaint through such 
a process to the more formal processes 
provided under the public service 
employment framework.

Commission premises and facilities are 
accessible and useable by people with 
a disability.

Audit of Commission premises and 
facilities indicates that they are 
accessible and useable by people with 
a disability.

The Commission moved to new 
accommodation in February 2007. 
Disability, ergonomic and occupational 
health and safety issues were 
considered in the design and fit out of 
the building.

Actively promote and provide suitable 
opportunities for people with a disability 
to identify their disability including an 
annual census of staff.

Percentage of staff in the Commission 
that identify as having a disability. 

The census was again conducted in 
June 2008.

The Commission maintained the level 
of staff identifying that they have a 
disability above 8% of total staff
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APPENDIX D

OCCUPATIONAL HEALTH AND SAFETY
In 2007–08, the Commission embarked on a more holistic approach to employee health which 

included health week activities over a two week period, a stronger focus on injury/illness 

prevention, workstation assessments and more health information available to employees online.

LEGISLATIVE CHANGES

Legislative changes to the Occupational Health and Safety Act 1991 came into effect on 15 March 

2007. As a result the Commission commenced a programme to develop new Health and Safety 

Management Arrangements and review other OH&S policies and guidelines. This involved 

considering consultative arrangement to include employees in the development of Health and 

Safety Management Arrangements in relation to the re-establishment of the OH&S Committee, 

the arrangements around the nomination and selection of our health and safety representatives 

and our arrangements relating to designated work groups. The arrangements are now in place.

HEALTH INITIATIVES

Staff health and wellbeing was promoted by the Commission in 2007–08 through provision of:

OUTCOMES 

Through ongoing OH&S education across all employees, the Commission has noted an increase 

in the number of incident reports submitted which allows for appropriate early intervention. 

Such early management of reported injuries and incidences has assisted in keeping the 

Commission’s claim numbers low.

ACCIDENT STATISTICS

During the year, there were no incidences that required giving of notice under section 68 of the 

OH&S Act. No directions were given to the Commission under section 45 and no notices were 

given under sections 29, 46 or 47.

No investigations were conducted during the year.
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APPENDIX E

FREEDOM OF INFORMATION
This statement is published in accordance with the requirements of section 8 of the Freedom of 

Information Act 1982. The Public Service Commissioner and the Merit Protection Commissioner 

are prescribed authorities for the purposes of the FOI Act. This statement meets the requirements 

of the FOI Act in relation to both.

1 ORGANISATION, FUNCTIONS AND POWERS S.81AI

Public Service Commissioner 

The functions of the Public Service Commissioner and the organisation of the Commission are 

described in this Annual Report in the Commission Overview.

The principal powers exercised by the Public Service Commissioner as they affect members of the 

public are those relating to the issuing of Commissioner’s Directions under the Public Service Act 

1999 in relation to each of the APS Values specified in that Act. The Commissioner’s Directions 

ensure that the APS incorporates and upholds the APS Values and they determine where 

necessary the scope or application of the APS Values.

Several of the APS Values relate to the recruitment of staff to the APS. The Commissioner’s 

Directions provide binding provisions relating to the framework within which people are 

recruited to the APS, the basic elements of which include:

apply for APS employment. 

Another of the APS Values relates to the delivery of services to the Australian public. The Public 

Service Commissioner has issued Directions which specify that an agency head must put in place 

measures directed at upholding this APS Value, including in relation to the provision to the 

public of information about rights and entitlements and taking into account client diversity and 

the right to privacy.

Regional offices assist in the provision of advice and services to agencies Australia-wide, including 

delivery of a range of employment-related activities on a fee-for-service basis.

Merit Protection Commissioner 

The organisation of the office of the Merit Protection Commissioner is described in the body of 

the Merit Protection Commissioner’s annual report, which is included with the Public Service 

Commissioner’s annual report.

The full range of the Merit Protection Commissioner’s functions under the Act, which relate 

generally to reviewing actions affecting individual APS employees in relation to their 
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employment, are also described in the Merit 

Protection Commissioner’s Annual Report. 

In addition, the Merit Protection 

Commissioner may exercise powers of the 

former Merit Protection and Review Agency 

(MPRA) which was abolished on  

5 December 1999 with the introduction of 

the Act, under the transitional provisions 

which apply to former MPRA casework. 

The principal powers exercised by the Merit 

Protection Commissioner that may affect 

members of the public relate to some review 

functions, the recommendations of ISACs 

and some other employment-related 

functions. The Merit Protection 

Commissioner may investigate complaints 

by former employees that relate to an 

employee’s entitlements on separation from 

the APS. ISACs assess the suitability of 

candidates for engagement, promotion or 

assignment of duties for employment 

opportunities in the APS. The wide range 

of employment-related functions which the 

Merit Protection Commissioner may also 

perform for other bodies, if requested by 

the body to do so and not already required 

to provide such services by a law of the 

Commonwealth, includes functions 

performed for State and Territory 

departments and authorities, local 

government bodies, private corporations 

and bodies and for Commonwealth 

authorities whose employees are not 

engaged under the Act.

2 ARRANGEMENTS FOR 

EXTERNAL BODIES TO 

PARTICIPATE IN POLICY 

FORMULATION OR 

ADMINISTRATION S.81AII

Public Sector Management (PSM) 
Programme Board of Management 

The Public Service Commissioner is 

represented on the PSM Programme Board 

of Management, whose other members 

include representatives of State and Territory 

public services. The Board sets the direction 

for and oversees the delivery of a 

management and leadership development 

course for managers at middle and senior 

levels throughout the Australian public 

sector. The PSM Programme is a national 

strategy to deliver relevant, practically 

focused training that reflects the changing 

expectations of the public sector. The 

Programme is formally accredited at 

Graduate Certificate level through Griffith 

University, Macquarie University, Royal 

Melbourne Institute of Technology and 

Curtin University. 

Government Skills Australia (GSA) 
Public Sector Industry Advisory 
Committee 

The Public Service Commissioner represents 

the Commonwealth on the GSA Public 

Sector Industry Advisory Committee. The 

committee also comprises representatives 

from the States and Territories and two 

union representatives. The committee is 

chaired by the South Australian Deputy 

Commissioner for Public Employment. The 

focus of GSA is providing high quality 

training resources and services to support the 

recognition of skills and professionalism in 

government administration, services and 

operations. 
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3 CATEGORIES OF DOCUMENTS 

MAINTAINED S.81AIII

Public Service Commissioner

Documents maintained by the Public Service 

Commissioner include those relating to:

activities

administrative arrangements 

the Commission 

staffing

retirement of staff 

harassment issues. 

Merit Protection Commissioner

Documents maintained by the Merit 

Protection Commissioner include:

functions of the MPC, ISACs, PRCs and 

review of actions 

Instructions on procedures for ISACs, 

PRCs and for the review of actions 

Protection Commissioner’s decision 

making processes, day-to-day 

administration and policy matters 

including records of processes 

Documents maintained in relation to the 

powers of the former MPRA exercised by 

the Merit Protection Commissioner include:

Committees

The pre-July 1987 records of the Public 

Service Board are now held by the Australian 

Archives.

General

The majority of documents are held in hard 

copy form, either on records management 

files or as individual written or printed items. 

Other documents are held as computer-stored 

data, microfiche, charts, plans, films, 

videotapes, audiotapes or card indexes.

Consistent with Australian Archives disposal 

schedules, both policy and case-work 

document files are maintained. They are 

registered either by subject matter or by name. 

The Records Management Unit maintains a 

list of indexed headings covering subjects.
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Documents available to the public in 

accordance with arrangements made by the 

Public Service Commissioner and the Merit 

Protection Commissioner include:

report (incorporating the Merit Protection 

Commissioner’s annual report) 

 – State of the Service Report (including 

the Workplace Diversity Report) 

 – Australian Public Service Statistical 

Bulletin 

Most publications are available free of 

charge. Details of all publications are 

available on the Commission’s website.

4 FACILITIES FOR ACCESS  

S.81AIV

In relation to both the Public Service 

Commissioner and the Merit Protection 

Commissioner, facilities for accessing 

publications or other documents available 

outside the scope of the FOI Act are 

provided via the Public Service 

Commissioner’s Internet site (which 

incorporates the Merit Protection 

Commissioner site). In the event that 

documents cannot be located on this site 

further enquiries about access should be 

directed to the Employment Policy Adviceline 

at <employmentadvice@apsc.gov.au>. 

Where a decision has been made to give 

access to documents under the FOI Act they 

will generally be copied to applicants. Where 

copies are not made available, documents 

may be inspected at the Commission 

premises at 16 Furzer Street Phillip ACT or 

at Regional Offices.

5 FREEDOM OF INFORMATION 

PROCEDURES AND INITIAL 

CONTACT POINT S.81AV

Written requests for access to documents in 

the possession of the Public Service 

Commissioner or the Merit Protection 

Commissioner should be accompanied by a 

$30 application fee and directed to:

Freedom of Information Coordinator 

Australian Public Service Commission 

16 Furzer Street 

PHILLIP ACT 2606

There is no proforma application document. 

Enquiries about access to documents may be 

directed to the Freedom of Information 

Coordinator at the above address or by 

telephoning (02) 6202 3570 between  

9.00 am and 5.00 pm Monday to Friday.

In some instances the Public Service 

Commissioner may need to consult with 

people who have lodged requests. Applicants 

may be contacted where there is a need:

specifically identify documents to which 

access is sought 

opportunity for consultation before 

denying access on the grounds of 

insufficient information (subsection 

15(3)) or if the request requires a 

substantial or unreasonable diversion of 

resources (subsection 24(1)) 

necessary, including discussion of charges 

remission. 
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6 OPERATION OF THE FREEDOM 

OF INFORMATION ACT

In relation to both the Public Service 

Commissioner and the Merit Protection 

Commissioner there were nine valid 

requests for access received during  

2007–08. Two requests were outstanding at 

the end of the period.

During the year 0.04 staff years were spent 

on matters associated with administering the 

FOI Act.

A total of $240 was collected in relation to 

the requests received under the FOI Act.
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APPENDIX F

ADVERTISING AND MARKET RESEARCH 
A total of $183,717 was paid for advertising. This represents a reduction of 43% over the 

previous year, when the Commission undertook advertising for the Drawing Together 

competition. Additional savings have been achieved by rationalising the advertising for 

Indigenous graduates and cadets. 

The master advertising agency, HMA Blaze, was paid $180,987. This represents the only 

payment for advertising services greater than $10,500 (incl. GST).

Advertising was undertaken to promote development programmes, advertise tenders or recruit 

employees, as well as to recruit Indigenous employees for the APS as a whole. 

No market research activities assessing the attitudes of the public were undertaken and the 

Commission did not employ the services of polling or direct mail organisations. 

To support its preparation of the State of the Service Report, a range of processes were 

undertaken by the Commission to assess the attitudes of APS employees. 
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APPENDIX G

ECOLOGICALLY SUSTAINABLE DEVELOPMENT AND 
ENVIRONMENTAL PERFORMANCE
Section 516A of the Environment Protection and Biodiversity Conservation Act 1999 requires 

Australian Government organisations to include in their annual reports the organisation’s 

contribution to ecologically sustainable development.

The Commission does not administer any legislation or have any appropriations directly related 

to these issues, and, accordingly, the Commission’s involvement relates to practices that can 

improve energy management and environmental practices within the Commission.

The Commission has in place an Environmental Management System, which provides a 

structure to allow the Commission to identify and manage environmental risk, however, the 

system needs to be further developed to incorporate useful reporting and monitoring tools that 

can measure improvements against activities.  

It was identified during 2007–08, that the importance of applying the Commission’s internal 

policies and practices on environmental and energy management, has over time, been less visible 

to staff, particularly new employees. A review is underway to strengthen our communications 

with staff and review our environmental management strategy. The Merit Protection 
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APPENDIX H

STAFFING PROFILE AND EQUAL EMPLOYMENT 
OPPORTUNITY
Table 29 shows all staff in the commission as at 30 June 2008. All staff, except the Public Service 

Commissioner and the Merit Protection Commissioner are employed under the Public Service 

Act 1999. Table 30 shows the corresponding figures for 30 June 2007.

TABLE 29: ONGOING AND NON-
ONGOING STAFF, 30 JUNE 2008

 Females Males Total

Ongoing full 
time

124 52 176

Ongoing 
part time

24 2 26

Non-
Ongoing full 
time

16 2 18

Non-
Ongoing 
part time

1 3 4

Total 165 59 224

Note: Table does not include 28 (18 female/10 male) EL1 casual 
employees providing fee-for-service work. Figures include 14 staff 
on long-term leave and the Public Service Commissioner and Merit 
Protection Commissioner who are statutory office holders (counted 
as on-going full-time).

TABLE 30: ONGOING AND NON-
ONGOING STAFF, 30 JUNE 2007

 Females Males Total

Ongoing full 
time

110 45 155

Ongoing 
part time

20 3 23

Non-
Ongoing full 
time

15 5 20

Non-
Ongoing 
part time

6 1 7

Total 151 54 205

Note: Table does not include 44 (29 female/15 male) EL1 casual 
employees providing fee-for-service work. Figures include 
inoperative staff and the Public Service Commissioner who is a 
statutory office holder (counted as on-going full-time).

SENIOR EXECUTIVE SERVICE INFORMATION
Table 31 shows SES employees by band and gender at 30 June 2008. Table 32 shows the 

corresponding figures for 30 June 2007. 

TABLE 31: SENIOR EXECUTIVES,  
30 JUNE 2008

 Females Males

Band 1 6 3

Band 2 0 1

Band 3 1 0

Total 7 4

Note: Two male Band 1s and the male Band 2 are based overseas. 
The above figures do not include the Public Service Commissioner 
and the Merit Protection Commissioner who are statutory office 
holders.

TABLE 32: SENIOR EXECUTIVES,  
30 JUNE 2007

 Females Males

Band 1 5 3

Band 2 0 1

Band 3 1 0

Total 6 4

Note: Two male Band 1s and the male Band 2 are based overseas. 
The above figures do not include the Public Service Commissioner 
who is a statutory office holder. The Merit Protection Commissioner 
Statutory Office was substantively vacant at 30 June 2007.
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TABLE 33: OCCUPATIONAL GROUPS BY LOCATION, 30 JUNE 2008

 ACT NSW VIC QLD SA WA Overseas Total

 F M F M F M F M F M F M F M  

Trainee APS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Cadet APS 1 0 0 0 0 0 0 0 0 0 0 0 0 0 1

Graduate APS 3 2 0 0 0 0 0 0 0 0 0 0 0 0 5

APS 1-2 3 4 1 0 0 0 0 0 0 0 0 0 0 0 8

APS 3-4 21 5 2 0 4 0 1 0 2 0 2 0 0 0 37

APS 5-6 43 12 1 0 2 0 2 0 0 0 1 0 0 0 61

EL 1 37 17 3 1 3 1 0 2 3 0 1 1 0 0 69

EL2 14 7 2 1 1 0 0 1 1 0 2 0 0 1 30

SES 1 6 1 0 0 0 0 0 0 0 0 0 0 0 2 9

SES 2 0 0 0 0 0 0 0 0 0 0 0 0 0 1 1

SES 3 1 0 0 0 0 0 0 0 0 0 0 0 0 0 1

SOH 2 0 0 0 0 0 0 0 0 0 0 0 0 0 2

Sub total 131 48 9 2 10 1 3 3 6 0 6 1 0 4 224

Total 179 11 11 6 6 7 4 224

Note: Does not include 28 (18 female/10 male) EL1 casual employees providing fee-for-service work. Does include 14 staff on long term-leave 
and the Public Service Commissioner and Merit Protection Commissioner who are statutory office holders (SOH) (counted as on-going full-time). 
Overseas employees are located in Papua New Guinea and Indonesia.

TABLE 34: OCCUPATIONAL GROUPS BY LOCATION, 30 JUNE 2007

 ACT NSW VIC QLD SA WA Overseas Total

 F M F M F M F M F M F M F M  

Trainee APS 0 0 2 0 0 0 0 0 0 0 0 0 0 0 2

Cadet APS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Graduate APS 1 2 0 0 0 0 0 0 0 0 0 0 0 0 3

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

APS 3-4 25 6 1 0 3 0 1 0 2 0 2 0 0 0 40

APS 5-6 41 10 1 1 2 0 2 0 1 0 0 0 0 0 58

EL 1 31 16 3 0 3 2 2 0 1 0 1 1 0 0 60

EL2 14 6 1 1 1 0 0 1 1 0 1 0 0 1 27

SES 1 5 1 0 0 0 0 0 0 0 0 0 0 0 2 8

SES 2 0 0 0 0 0 0 0 0 0 0 0 0 0 1 1

SES 3 1 0 0 0 0 0 0 0 0 0 0 0 0 0 1

SOH 1 0 0 0 0 0 0 0 0 0 0 0 0 0 1

Sub total 120 44 8 2 9 2 5 1 5 0 4 1 0 4 205

Total 164 10 11 6 5 5 4 205

Note: Does not include 44 EL1 casual employees providing fee-for-service work. Overseas employees are located in Papua New Guinea and 
Indonesia. Includes inoperative staff. SOH = statutory office holder.
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TABLE 35: REPRESENTATION OF EEO GROUPS WITHIN SALARY LEVELS, 30 JUNE 2008

 Total 
staff

Women ATSI BO BO+ENFL PWD

  Staff % Staff % Staff % Staff % Staff %

Trainee APS 0 0 0.0 0 0 0 0.0 0 0.0 0 0.0

Cadet APS 1 1 100.0 1 100 0 0.0 0 0.0 0 0.0

Graduate APS 5 3 60.0 3 60.0 2 40.0 1 20.0 0 0.0

APS 1-2 8 4 50.0 2 25.0 0 0.0 0 0.0 2 25.0

APS 3-4 37 32 86.5 3 8.1 8 21.6 5 13.5 1 2.7

APS 5-6 61 49 80.3 0 0 10 16.4 5 8.2 4 6.6

EL1 69 47 68.1 3 4.3 9 13.0 1 1.4 8 11.6

EL2 30 20 66.7 0 0 6 20.0 4 13.3 4 13.3

SES + SOH 13 9 69.2 0 0 2 15.4 0 0.0 0 0.0

Total 224 165 73.7 12 5.4 37 16.5 16 7.1 19 8.5

Key:  ATSI – Aboriginals and Torres Strait Islander; BO – Born overseas; BO+ENFL – Born overseas and did not speak English as their first language; 
PWD – People with disability. SOH = statutory office holder.
Note: Does not include 28 (18 female/10 male) EL1 casual employees providing fee-for-service work and does include 14 staff on long-term leave.

TABLE 36: REPRESENTATION OF EEO GROUPS WITHIN SALARY LEVELS, 30 JUNE 2007

 Total 
staff

Women ATSI BO BO+ENFL PWD

  Staff % Staff % Staff % Staff % Staff %

Trainee APS 2 2 100.0 2 100.0 0 0.0 0 0.0 0 0.0

Cadet APS 0 0 0.0 0 0.0 0 0.0 0 0.0 0 0.0

Graduate APS 3 1 33.3 1 33.3 0 0.0 0 0.0 0 0.0

APS 1-2 4 1 25.0 1 25.0 0 0.0 0 0.0 2 50.0

APS 3-4 40 34 85.0 1 2.5 7 17.5 5 12.5 2 5.0

APS 5-6 58 47 81.0 2 3.4 13 22.4 5 8.6 3 5.2

EL1 60 41 68.3 3 5.0 8 13.3 3 5.0 6 10.0

EL2 27 18 66.7 0 0.0 6 22.2 2 7.4 4 14.8

SES + SOH 11 7 63.6 0 0.0 3 27.3 0 0.0 0 0.0

Total 205 151 73.7 10 4.9 37 18.0 15 7.3 17 8.3

Key: ATSI – Aboriginals and Torres Strait Islander; BO – Born overseas; BO+ENFL – Born overseas and did not speak English as their first language; 
PWD – People with disability. SOH = statutory office holder.
Note: Does not include 44 EL1 casual employees providing fee-for-service work. Includes inoperative staff.




