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[bookmark: _Toc298252175]The Commission at a glance
Our role
The Australian Public Service Commission promotes good practice in strengthening the capability of the Australian Public Service (APS) to meet the evolving needs of citizens and the government, supports leadership and learning and development in the APS, and fosters ethical behaviour and workplaces that value diversity.
We also have an important evaluation role in working with agencies to ensure that the APS is performing effectively and consistently with the APS Values.
[bookmark: _Toc298252176]Our mission 
To lead and shape a unified, high-performing APS.
[bookmark: _Toc298252177]Highlights from 2010–11
During 2010–11, the Commission:
established the Strategic Centre for Leadership, Learning and Development, to ensure that the APS has a contemporary, systematic approach to learning and development, leadership development and talent management, built around APS needs
substantially progressed a major project to amend the Public Service Act 1999 in line with recommendations of the report Ahead of the game: Blueprint for the reform of Australian Government administration, to support the APS workforce and leadership and embed new practices and behaviour in the culture of the APS
focused on raising  awareness across the APS about the development of an organisation’s capability and its human capital in the context of workforce planning, capability reviews, talent management, leadership development and innovation 
worked to document the concept of human capital, identify the benefits of a human capital framework, gather the evidence base and develop the tools to support the framework, and outline and test the key elements of the framework with agencies
completed a process of wide-ranging consultation on proposed new APS Values with employees, agencies and other stakeholders 
developed a methodology and model for conducting agency capability reviews, and completed the first pilot capability review with the Department of Climate Change and Energy Efficiency. A second pilot review with the Department of Sustainability, Environment, Water, Population and Communities has commenced
as part of its workplace planning function, began developing an APS-wide workforce planning framework that can be used by agencies to develop fit-for-purpose workforce plans 
developed for government consideration and implemented government’s decisions in respect of the new Australian Public Service Bargaining Framework, which commenced on 31 January 2011
completed the significant steps to transform the Commission and its governance arrangements, people and systems to support its new and ongoing activities.
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AUSTRALIAN PUBLIC SERVICE COMMISSIONER
STEPHEN SEDGWICK
October 2011
The Honourable Julia Gillard MP
Prime Minister
Parliament House
Canberra ACT 2600
Dear Prime Minister
In accordance with section 44 of the Public Service Act 1999, I am pleased to present my annual report for the year ended 30 June 2011. This report includes the annual report of the Merit Protection Commissioner, as required by section 51 of the Public Service Act 1999.
This report has been prepared in accordance with section 44(4) of the Public Service Act 1999, which requires that you table the report in Parliament. It reflects the Requirements for annual reports for departments, executive agencies and FMA Act bodies endorsed by the Joint Committee of Public Accounts and Audit in July 2011.
The report includes the Commission’s audited financial statements as required by section 57 of the Financial Management and Accountability Act 1997.
In addition, and as required by the Commonwealth Fraud Control Guidelines, I certify that I am satisfied that the Commission has in place appropriate fraud control mechanisms that meet the Commission’s needs and that comply with the guidelines applying in 2010–11.
Yours sincerely

Stephen Sedgwick
Australian Public Service Commissioner
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The Australian Public Service Commissioner’s annual report 2010–11 is provided in accordance with the provisions of section 44 of the Public Service Act 1999 (the PS Act). The report has been developed with the aim of transparent reporting under the Commission’s outcome and program structure.
[bookmark: _Toc298252183]Part 1: Overview
The report’s overview includes the Public Service Commissioner’s review and an overview of the Commission’s role and responsibilities, outcome and program structure, organisational structure and financial performance. The Commissioner’s review summarises some of the principal developments affecting the work of the Commission, including highlights of significant achievements during 2010–11.
[bookmark: _Toc298252184]Part 2: Performance review
The performance review provides a detailed discussion of the Commission’s performance under its three programs. The performance information in Part 2 covers the Commission as a whole. To ensure comprehensive reporting against the program structure, the performance review includes the work of the Merit Protection Commissioner.
[bookmark: _Toc298252185]Part 3: Management and accountability
The management and accountability component of the report provides an overview of the Commission’s approach to corporate governance and the management of resources within the Commission.
[bookmark: _Toc298252186]Part 4: Annual report of the Merit Protection Commissioner
In accordance with the provisions of section 51 of the PS Act, Part 4 contains the Merit Protection Commissioner’s report on her statutory role and responsibilities.
[bookmark: _Toc298252187]Part 5: Financial statements
Part 5 contains the Commission’s audited financial statements for 2010–11.
[bookmark: _Toc298252188]Appendices
The appendices provide detailed information on staffing, occupational health and safety, freedom of information and other matters relevant to the Commission’s activities.
[bookmark: _Toc298252189]Contact us
The Commission welcomes your comments on this report. To make a comment, or to request more information, please contact:
Steve Tomlin
Client Engagement 
Australian Public Service Commission
16 Furzer Street
Phillip ACT 2606
Tel: (02) 6202 3526
Fax: (02) 6264 5153
Email: steve.tomlin@apsc.gov.au
Website: www.apsc.gov.au
Internet address for report: http://www.apsc.gov.au/annualreport/1011/index.htm
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This part of the report includes the Public Service Commissioner’s review and an overview of the Commission’s role and responsibilities, outcome and program structure, organisational structure and financial performance.
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 [image: C:\Users\EH2585\AppData\Local\Microsoft\Windows\Temporary Internet Files\Content.Outlook\WDLLZYKU\ssedgwick1.jpg]This is my second annual report since I became Public Service Commissioner in December 2009. In my report last year, I noted that the Commission’s work consisted of its traditional core responsibilities for supporting a high-performing Australian Public Service (APS), as well as undertaking initiatives to respond to the challenging recommendations of the report Ahead of the game: Blueprint for the reform of Australian Government administration (the Blueprint).
I also indicated that the Commission was transitioning to a new organisational structure, business model and workforce capability to build its capacity to respond to the APS-wide demand for an outward-looking, client-focused Commission.
Looking back on our year of transition, two things deserve attention: first, that rapid and significant progress has been made in developing a Commission capable of delivering the quality and level of services demanded. Important building blocks have been put in place in terms of our structures, our skills, our organisational culture and our people. The Commission’s resource base is settled, and supports a set of strategic, business and workforce plans that are in turn linked to a performance management framework. We have built on the Commission’s existing capabilities by recruiting highly skilled senior executives and employees with specialised skills to contribute to the Commission’s new priorities. Substantial efforts have also been directed towards establishing a new client engagement model to support core and new business processes. These developments provide the foundations for further work in 2011–12, to develop the Commission’s relationship and knowledge management frameworks and its role in thought leadership for the APS.
Second, in parallel with the Commission’s transformation, we have made substantial progress in taking up the broader, central role in providing expertise, guidance, performance monitoring and some centralised services envisaged by the Blueprint, while continuing to develop and deliver our core services. 
The transition to the Commission’s new role is based on a shared understanding with portfolio secretaries about those Commission-led APS reforms that are expected to yield the highest returns over the next year or so in addressing key APS workforce risks. Portfolio secretaries and agency heads have agreed to greater collaboration and sharing to exploit economies of scale and make more informed choices while retaining control over their spending on matters such as the scale and priorities for learning and development. I am particularly grateful for their agreement to invest in the Commission to deliver a range of services, including leadership and skills development, talent management, and a program of reviews of work-level standards, the classification structure and workforce planning to help establish the workplace bargaining framework in 2014.
This investment does not come without risk to the Commission. Agencies rightly have an expectation that the Commission will deliver high-quality services that reflect the new paradigm where relationships are better managed to achieve common outcomes supported by a Commission knowledge management capacity available to all agencies. 
Secretaries and heads of agencies have also agreed to collaborate with the Commission on a program of more systematic and business-driven approaches to workforce planning, together with a focus on developing APS capacity through recruitment, retention, development, mobility and partnering arrangements.
[bookmark: _Toc298252192]APS reform
The APS reform agenda aims to embed a culture of continuous improvement. With better data, more responsive systems and regular reviews, the APS will become a more flexible, innovative organisation that is alert to the needs and preferences of the community. It will also be better placed for future evaluation of performance.
The 2010–11 Budget provided funding to the Commission to support APS reform for three years commencing in 2010–11. However, Commission funding for the APS reforms was scaled back for 2010–11, 2011–12 and 2012–13 as part of the implementation of the 2010 election commitments, with the bulk of the remaining reform funding made available in 2010–11. It was therefore important for the Commission to prioritise its lead-agency reform initiatives, identify alternative ways of funding those initiatives and gain agency-wide support for the revised strategy.
APS reform implementation progress
The Commission has undertaken a significant amount of work in addressing the challenging APS reform agenda. A number of reforms have been substantially completed and are now part of, or becoming, business as usual for the APS.
During 2010–11 the Commission:
focused on raising awareness across the APS of the development of an organisation’s capability and its human capital in the context workforce planning, capability reviews, talent management, leadership development and innovation 
commenced developing in conjunction with agencies an APS-wide workforce planning framework that can be used by agencies to develop fit-for-purpose workforce plans
consulted broadly, including with APS employees and stakeholders from the government, the community, the private sector and relevant unions, on revised APS Values and their supporting framework
established the Strategic Centre for Leadership, Learning and Development, to focus on leadership development and a core skills development strategy in line with the APS’s core skills needs; to manage a high-potential development system; to provide quality assurance of program providers; and to centrally broker and procure learning programs
developed for government consideration and implemented the government’s decisions in respect of a revised APS Bargaining Framework and supporting guidance material
commissioned a review of the size, capability and work-level standards for the Senior Executive Service (SES)
consulted extensively with APS agencies, international experts, state and territory governments and the private sector to identify where best practice recruitment, induction, mobility and diversity is currently occurring
commenced development of options for an APS mobility and exchange program with state and local government, academia, and the private and not-for-profit sectors
developed a methodology and model for conducting agency capability reviews and completed the first of three pilot reviews of agencies’ institutional capabilities covering strategy,  leadership and service delivery
completed an analysis of options for a national citizen survey. However the government’s consideration has been deferred in view of budget constraints.
[bookmark: _Toc298252193]2010–11 in review
The Commission’s work is centred on our vision to lead and shape a unified, high-performing APS.
The Blueprint for reform of the APS argued that a high-performing APS meets the needs of citizens, provides strong leadership and direction, contains a highly capable workforce and operates efficiently and at a consistently high standard.
Against this background, the Commission identified five strategic priorities for 2010–11:
One APS—build a unified, citizen-centric APS by leading APS organisational and human capital strategies 
APS agencies—lead APS agencies’ adoption of best human capital practices and assure agencies’ organisational capability 
APS leaders—develop outstanding leaders and shape a cohesive leadership network 
APS values—instil and enliven APS ethics and values to inspire excellence
APSC capability—invest in and grow the Commission’s capability to deliver its expanded role. 
This review addresses our achievements in 2010–11, including progress on implementing the APS reform agenda under each of our strategic priorities.
New responsibilities
During the year responsibility and funding for the following functions were transferred from the Department of Education, Employment and Workplace Relations to the Commission:
agreement making, classification structures, Australian public service remuneration arrangements and work-level standards advice
the Defence Force Remuneration Tribunal and the Remuneration Tribunal
the parliamentarians’ and judicial office holders’ remuneration and entitlements program.
Build a unified, citizen-centric APS by leading APS organisational and human capital strategies 
The Commission has a leadership role to strengthen APS human capital strategies and workforce and capability planning, and to improve talent management, leadership and the performance culture of the APS with the objective of achieving a unified, highly effective APS.
Human capital and workforce planning
During 2010–11 the Commission focused on raising human capital awareness across the APS. This included a number of presentations by senior Commission staff that explained human capital in the context of key Blueprint initiatives such as workforce planning, capability reviews, talent management, leadership development and innovation.
The most effective focus in the short term is to enhance workforce planning practice across APS agencies and improve our analytical capability, through practical workforce analysis and reporting using existing APS data sources. A number of communities of practice and other groups have been established to progress this work in collaboration with agencies.
State of the Service Report
The 2009–10 State of the Service Report was tabled in November 2010. The report provides a snapshot of APS workforce trends and areas of focus in addressing future challenges.
The report notes that APS performance compares well with that of its peers in other countries. Yet there is always room for improvement, particularly in our approaches to managing and developing the APS’s human capital, leadership and culture and improving capability, innovation and collaboration.
The 2010–11 report will continue to build on the directions outlined in the Blueprint, with more targeted analysis in the areas where there is evidence that the APS needs to build its human capital capability to meet future expectations. 
Lead APS agencies’ adoption of best human capital practices and assure agencies’ organisational capability 
The Commission has a role in assisting agencies to enhance APS organisational capability to provide stronger policy and delivery support to government and citizens.
Capability reviews, reports and capability improvement plans
The Commission is trialling a capability review program, with one pilot completed in early June 2011, a second pilot in progress and scheduled for completion in August 2011, and a third due to commence in September 2011. The pilot reviews provide each agency with an impartial assessment of its capability to meet current and future challenges against a common framework adapted from a successful model developed in the UK. The evaluation of the pilots is expected to be presented to the government for consideration in due course.
Recruitment, induction, mobility and diversity
Australia’s ageing workforce, combined with a tight labour market and skills shortages, means that it is increasingly important for the APS to find more effective ways to recruit appropriately skilled people. The Commission is working to streamline recruitment and improve induction processes for the APS as a whole. 
The Commission is working in partnership with agencies to pilot and evaluate new and innovative approaches across all areas of recruitment, including job design, marketing and advertising, assessment methods, selection decisions and induction. The knowledge and experience gained through this process will be shared across the APS through an online community of practice. 
The APS has a history of running successful bespoke mobility programs, and recruitment into the APS is open, such that almost a third of SES appointments last year came from outside the APS. Work is now underway to link the APS talent management and leadership development reforms to the improvement of skills and knowledge transfer between the public and private sectors.
Employing people with disability
During 2010–11 the Commission continued to work actively with agencies to promote the recruitment and retention of people with disability across the APS.
In July 2010 the Commission amended the APS employment framework to make it easier to employ people with disability, specifically those people with disability who find it difficult to enter the APS because they are unable to succeed in an open selection process.
APS Bargaining Framework
The Australian Government Employment Bargaining Framework and the associated supporting guidance have been enhanced to better support the concept of one APS and help the APS move towards greater consistency of terms and conditions. 
In January 2011 the Commission issued the government’s APS Bargaining Framework and supporting guidance material, which formed the basis for the negotiations to establish a large number of enterprise agreements that will come into effect in 2011–12. The Commission has played a significant role in supporting agencies’ implementation of the framework.
SES review and work-level standards
The Commission completed a review of the size, capability and work-level standards of the Senior Executive Service and reported to the Minister in March 2011. New work-level standards for each SES classification level have been developed in consultation with secretaries and relevant stakeholders.
Develop outstanding leaders and shape a cohesive leadership network 
APS leaders play a dominant role in shaping organisational culture and behaviour. A culture of high ethical standards, innovation and collaboration flourishes when it is supported and demonstrated by leaders.
Strategic Centre for Leadership, Learning and Development
The Commission’s Strategic Centre for Leadership, Learning and Development commenced operation in July 2010. It is working in close collaboration with APS agencies to provide thought leadership in learning and development, leadership development and talent management; lead initiatives and programs for leadership and talent management; and advise agencies on standards for and quality of learning and development offerings. The work of the Strategic Centre is overseen by an advisory board that includes a number of secretaries, agency heads and two external experts.
Learning and development services
The Commission continued to work in partnership with APS agencies to build capability by strengthening the knowledge, skills and experience of APS employees. Approaches included a suite of core technical skill and leadership programs, offered through public programs and tailored in-house delivery.
Instil and enliven APS ethics and values to inspire excellence
Senior leadership is particularly critical to driving change. It is incumbent upon all leaders to champion the APS Values.
Revised set of APS Values
The APS Values make explicit what the APS stands for, and guide employees in their dealings with everyone and in all that they do. As a service, we need to ensure that we bring the right set of values to our work—values that meet contemporary demands, but also endure, unifying the public service across time and across agencies.
During 2010–11, the Commission completed a process of consultation on the APS Values and their supporting framework, with the aim of developing for government (and ultimately Parliament’s) consideration a smaller set of core values that are meaningful, memorable and effective in driving change. Legislative amendment to implement the proposed new APS Values, as well as other proposed changes to the Public Service Act 1999, will be introduced into Parliament in the second half of 2011.
Invest in and grow the Commission’s capability to deliver its expanded role
The Commission faces a significant challenge to build the internal capability and capacity necessary to deliver a wide range of reforms over a short period, while continuing to develop and deliver its core services.
In 2010–11 the Commission implemented a revised organisational structure that better responds to the challenges confronting the APS and the Commission in delivering on its ongoing business. The structure reflects a significantly enhanced focus on stakeholder and client engagement. It aligns our work into the new portfolios of human capital, the Strategic Centre for Leadership, Learning and Development, agency capability, workplace frameworks, ethics and merit protection, and corporate. The year therefore was one of ongoing significant change and transition.
The Commission developed a client engagement strategy in response to feedback provided by Commission clients. Feedback from three value creation workshops and views gathered from a broader series of consultations, helped to inform the development of the strategy. The strategy formally commenced in July 2011.
A new enterprise agreement for the Commission was developed under the revised APS Bargaining Framework. The new agreement will commence on 15 August 2011 and expire on 30 June 2014.
[bookmark: _Toc298252194]Outlook for 2011–12
At the conclusion of 2010–11 the Commission had in place a revised organisational structure that better responds to the challenges facing the Commission. However, the cultural change required to attain the business model we aspire to should not be underestimated and will continue in 2011–12. There is more to do.
To provide a focus for 2011–12 and beyond, the Commission has developed a strategic plan for 2011–14. The plan includes objectives for the life of the plan and actions necessary in 2011–12.
In 2011–12 we will continue to work with our people to design and implement our knowledge-management and information-sharing capabilities, so that we can provide a stronger evidence base for APS workforce policies and better metrics and data for the APS and agencies more broadly. We aim to build on the consultative approaches taken for the development of the new APS Values and to apply them to the other reforms for which we are responsible, building these capabilities into our core business model.
This is an opportunity for the Commission to demonstrate to agencies that, consistent with its new role, it is outward-looking, client-focused, collaborative and an organisation that bases its services on knowledge of best practice and a preparedness to share that knowledge for the greater good of the whole of the APS.
The Strategic Centre’s work on an annual, contemporary and fit-for-purpose leadership development and core skills strategy, and its work with agency partners to achieve better returns from the current annual spend on learning and development are important elements of our 2011–12 strategy.
The Commission will also undertake a program of reviews to establish whether there are benefits to be realised from greater consistency in remuneration and classification principles for the APS workforce. Strong, contemporary workplace relations frameworks can contribute to improved delivery and implementation by more efficiently matching abilities and skills with key roles within and across agencies.
It has certainly been a very busy and productive year. I owe deep thanks to all members of the Commission for their cheerful, professional and committed work to maintain the high quality of service delivery during a year of significant uncertainty and change and in helping the Commission to respond well and quickly to the opportunities for reform presented by the Blueprint. I also thank colleagues in other agencies for their support as we have effected this transition.



Stephen Sedgwick
Public Service Commissioner


[bookmark: _Toc275183684][bookmark: _Toc298252195][bookmark: _Toc306097007]Commission overview
The Australian Public Service Commission is a central agency within the Prime Minister and Cabinet portfolio. The Commission supports two statutory office holders: the Public Service Commissioner—who is also agency head—and the Merit Protection Commissioner. Their functions are set out in sections 41(1) and 50(1), respectively, of the Public Service Act 1999 (the PS Act).
[bookmark: _Toc298252196]Minister
The Commission had two ministers during the year. The Minister until 14 September 2010 was Senator the Hon Joe Ludwig, Cabinet Secretary, Special Minister of State and Manager of Government Business in the Senate and, from 14 September 2010, the Hon Gary Gray AO MP, Special Minister of State and Special Minister of State for the Public Service and Integrity.
[bookmark: _Toc298252197]Role and responsibilities
Our vision is to lead and shape a unified, high-performing Australian Public Service (APS). The statutory responsibilities that support our vision are detailed in the PS Act and include:
evaluating the extent to which agencies incorporate and uphold the APS Values 
evaluating the adequacy of systems and procedures in agencies for ensuring compliance with the APS Code of Conduct 
promoting the APS Values and Code of Conduct 
developing, promoting, reviewing and evaluating APS employment policies and practices 
facilitating continuous improvement in people management throughout the APS 
coordinating and supporting APS-wide training and career development 
contributing to and fostering leadership in the APS
providing advice and assistance on public service matters to agencies on request 
providing independent external review of actions by the Merit Protection Commissioner. 
[bookmark: _Toc298252198]Outcome and program structure
The Commission’s outcome is increased awareness and adoption of best practice public administration by the public service through leadership, promotion, advice and professional development, drawing on research and evaluation activities.
In 2010–11, the Commission worked to achieve its outcome through three departmental programs:
1.1: APS people and organisational performance
1.2: Investing in APS development and capability
1.3: Australian Government employment workplace relations. 
During 2010–11 responsibility for the following functions were transferred to the Commission from the Department of Education, Employment and Workplace Relations:
agreement making, classification structures, Australian public service remuneration arrangements and work-level standards advice
the Defence Force Remuneration Tribunal and the Remuneration Tribunal
the parliamentarians’ and judicial office holders’ remuneration and entitlements administered program.
The Public Service Commissioner provides staff to assist the Merit Protection Commissioner to perform her prescribed functions and provides secretariat support to the Remuneration Tribunal and the Defence Force Remuneration Tribunal.
[bookmark: _Toc298252199]Corporate structure
The Executive
A five-person Executive, consisting of the Australian Public Service Commissioner, the Deputy Australian Public Service Commissioner, the Merit Protection Commissioner, the Chief Human Capital Officer and the General Manager of the Employment Frameworks Division, led the Commission in 2010–11.
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Mr Stephen Sedgwick
Australian Public Service Commissioner

Mr Stephen Sedgwick became Australian Public Service Commissioner in December 2009 after a period as Professor and Director of the Melbourne Institute of Applied Economic and Social Research at the University of Melbourne. He has had a long and distinguished career in the public sector, having served as the Secretary of the Commonwealth departments of Finance, Employment and Education between 1992 and 2002. He is a former Commissioner and Chairperson of the Industry Commission and a former senior officer of the Department of the Prime Minister and Cabinet.
Mr Sedgwick graduated with honours in economics from the University of Sydney and holds a master’s degree from the University of London. He was a member of the board of the Asian Development Bank between 2002 and 2007. He is currently a member of the Research and Policy Council of the Committee for the Economic Development of Australia.
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Ms Carmel McGregor
Deputy Australian Public Service Commissioner
(on secondment to the Department of Defence)

Ms Carmel McGregor joined the Commission as Deputy Australian Public Service Commissioner in November 2008. She was seconded to the Department of Defence in May 2011 to lead a review of APS women’s pathways to leadership in the Department of Defence.
Ms McGregor’s previous position was Deputy Secretary of Client and Corporate Services in the Department of Immigration and Citizenship. She led a global client service reform and a major organisational and cultural change program. Her earlier roles in the Department of Employment, Education, Training and Youth Affairs and at Centrelink involved considerable experience in policy, service delivery and human capital programs.
Previously she was General Manager of Employment, Disability and Education at Centrelink, where she managed delivery of employment and education programs and led the implementation of the Welfare to Work reforms. 
She is Vice Chair and Australian representative of the Organisation for Economic Co-operation and Development (OECD) Public Governance Committee.
She holds an arts degree with majors in psychology and sociology from the University of Queensland and is a Fellow of the Australian Institute of Management. She has memberships in the Institute of Public Administration Australia, the Australian Institute of Training and Development and the Australian Human Resources Institute.
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Ms Annwyn Godwin
Merit Protection Commissioner

Ms Annwyn Godwin was appointed as Merit Protection Commissioner in January 2008. Ms Godwin joined the public service in 1990 and has extensive experience in corporate and staffing related fields, including with the Department of Immigration and Citizenship, the Department of Agriculture, Fisheries and Forestry and the Australian Customs and Border Protection Service. During her early career, she worked in a wide variety of private sector agencies.
Ms Godwin has a Bachelor of Arts (Hons) from the University of Melbourne with majors in Australian politics and history and a Master’s of Business Administration from the Australian Graduate School of Management at the University of New South Wales.
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Ms Penny Weir
Acting Deputy Australian Public Service Commissioner

Ms Penny Weir joined the Commission in late 2010 and normally heads up the Employment Frameworks Division. She was acting as Deputy Australian Public Service Commissioner at 30 June 2011.
Ms Weir has had an extensive private sector career including with PricewaterhouseCoopers and in her own successful consulting business. Her public sector career has spanned social policy, implementation and corporate leadership roles over a period of 15 years. She was a member of the taskforce that set up the new agency arrangements in support of the Fair Work Act and wound up the Workplace Authority as part of implementing those arrangements. Most recently she established corporate support divisions for both the Workplace Authority and the Department of Climate Change and Energy Efficiency. She has a Bachelor of Arts in philosophy.
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Mr Ian Fitzgerald
Chief Human Capital Officer

Mr Ian Fitzgerald joined the Commission in January 2011 as the Chief Human Capital Officer.
The Chief Human Capital Officer leads human capital thinking and knowledge development in the Commission and provides a resource for the Commission and agencies in dealing with human capital issues. The role includes overseeing human capital strategy development, reporting and associated benchmarking; the work of the Strategic Centre for Leadership, Learning and Development; and agency capability reviews.
Mr Fitzgerald’s first career was in the justice sector, including delivery and policy lead roles in Australia and at the Home Office in London. More recently he worked for Westpac for six years in various roles, including head of the overall People Strategy and Metrics function, head of Diversity and other human resource director roles with the bank in Australia and New Zealand. He has a Bachelor of Science from the Australian National University and a Master’s of Business Administration from Macquarie Graduate School of Management. 
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Ms Helen Bull
Acting General Manager, Employment Frameworks Division

Ms Helen Bull joined the Commission as Acting General Manager, Employment Frameworks Division in July 2010 as part of the transfer of the public sector workplace relations function from the Department of Education, Employment and Workplace Relations to the Commission.
Ms Bull’s previous roles include General Manager, Agreements and Policy in the Workplace Authority and Deputy State Manager of the NSW office of the Department of Employment and Workplace Relations, where she managed the delivery of employment and workplace relations programs. In addition to workplace relations she has extensive experience in the delivery of occupational health and safety and workers’ compensation programs and policies and has held senior executive positions in the Office of the Australian Safety and Compensation Council, the National Occupational Health and Safety Commission and Comcare.
Ms Bull has a Bachelor of Social Science (Hons) in psychology and sociology from the University of New South Wales and post-graduate qualifications in public law from the Australian National University.
Organisational structure
Ten groups, each led by a group manager, supported the functions of the Commission in 2010–11 and reported to the Executive. The Public Service Commissioner had direct oversight of the Strategic Centre for Leadership, Learning and Development and the Human Capital Research and Evaluation Group. The Deputy Public Service Commissioner had responsibility for the day-to-day oversight of the Workforce Participation, Client Engagement, APSC Products and Services, Workplace Relations and Workforce Classification Groups and the Remuneration Tribunal Secretariat. The Merit Protection Commissioner had responsibility, in addition to her statutory responsibilities, for the Ethics and Corporate Groups. Figure 1 shows the Commission’s organisational structure at 30 June 2011.
[bookmark: _Toc306097091]Figure 1: Organisational structure as at 30 June 2011
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Group functions
The Strategic Centre for Leadership, Learning and Development is responsible for developing an APS learning and development strategy in consultation with its advisory board. It also has a key role in developing models and guidelines for APS-wide and agency-specific talent management.
The Human Capital Research and Evaluation Group leads human capital management and workforce planning initiatives across the APS. It has responsibility for labour market analysis and human capital benchmarking.
The Workforce Participation Group develops and implements measures to assist APS agencies to improve their employment of people from diverse backgrounds, such as Indigenous Australians and people with disability.
The Client Engagement Group leads the Commission’s client engagement strategies. The group is responsible for managing the Commission’s regional presence and international activities. It has a key role in implementing strategies to improve recruitment, performance management, induction and mobility processes and practices within the APS.
The APSC Products and Services Group delivers learning and development opportunities across the APS, specialising in graduate development programs and APS 1–6, Executive Level and Senior Executive Service programs and events. The group manages the Commission’s registered training organisation.
The Remuneration Tribunal Secretariat provides secretariat services to the President and members of the Remuneration Tribunal.
The Workplace Relations Group is responsible for Australian Government workplace relations policy, including equal employment opportunity and administration of the framework for agreement making and remuneration and conditions. The group provides advice to the Minister and agencies on the legislative and policy framework that applies to APS employment.
The Workforce Classification Group has responsibility for SES selection and separation, managing the SES cap, the review of the SES, and agency head and statutory office holder staffing. The group is also responsible for APS classification arrangements, work-level standards and broadbanding.
The Ethics Group advises on ethics and integrity in the APS, encouraging open, transparent and effective agency decision-making and supporting the review and inquiry functions of both the Commissioner and the Merit Protection Commissioner.
The Corporate Group underpins the operation of the Commission, builds organisational capability and provides assurance on governance.
Regional offices
The primary responsibility of each regional office is to engage and support agencies in identifying and dealing with organisational issues, assist with the integration of the reform agenda and foster leadership and people management networks across the APS. 
The Sydney, Melbourne and Brisbane offices have specific business responsibilities to support the Commission’s fee-for-service activities and review work.
Reports and publications
The Commission issues a range of APS leadership, learning and development materials in a variety of formats. Commission publications and circulars, as well as selected speeches given by the Public Service Commissioner, are available on the Commission’s website at www.apsc.gov.au.
Locations
The Commission’s head office is in Canberra. It has regional offices in Adelaide, Brisbane, Melbourne, Perth and Sydney. Full addresses and contact details are available on the Commission’s website.
Funding and financial performance
The Commission’s activities are funded through a combination of appropriation and revenue generated through the sale of leadership services, learning and development training courses, employment-related and international assistance services and workplace relations activities. Much of the Commission’s revenue is earned in a competitive market where agencies may choose the source and level of the services they need.
In 2010–11 the Commission received $30.10 million in departmental appropriation funding and own-source income of $22.46 million from the sale of goods and rendering of services.
The Commission’s operating result for 2010–11 was a surplus of $1.91 million (surplus of $0.799 million in 2009–10). The surplus is mainly due to lower than expected expenditure for APS reform activities.
Payments of $35.68 million were made from the special appropriation for the parliamentarians’ and judicial office holders’ remuneration and entitlements administered program.
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In this part, the Commission reports on its performance against its outcome and its three programs, including achievements during the year, key performance results, and activities undertaken during the year.
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Outcome and program structure
The Commission’s outcome is:
Increased awareness and adoption of best practice public administration by the public service through leadership, promotion, advice and professional development, drawing on research and evaluation.
In 2010–11, the Commission delivered this outcome through three departmental programs:
1.1: APS people and organisational performance
1.2: Investing in APS development and capability
1.3: Australian Government employment workplace relations
and the parliamentarians’ and judicial office holders’ remuneration and entitlements administered program.
[bookmark: _Toc298252203][bookmark: _Toc306097010]Summary of financial performance
Table 1 summarises the Commission’s financial performance in 2010–11.
[bookmark: _Toc306276259]Table 1: Summary of financial performance, 2010–11
	
	Budget estimate
($ million)*
	Actual result
($ million)

	Departmental
	
	

	Program 1.1: APS people and organisational performance
	20.1
	21.0

	Program 1.2: Investing in APS development and capability
	20.0
	20.3

	Program 1.3: Australian Government employment workplace relations
	8.3
	9.3

	Total departmental
	48.4
	50.6

	Administered
	
	

	Parliamentarians’ and judicial office holders’ remuneration and entitlements
	36.9
	35.7

	Total administered
	36.9
	35.7

	Total Outcome 1
	85.3
	86.3


* Full-year budget, including any subsequent adjustment made to the 2010–11 Budget. 
Table 1 should be read in conjunction with Table A2: Expenses and resources for Outcome 1, 2010–11. The actual result includes the expenditure associated with fee-for-service activities in excess of the budget estimate. 


[bookmark: _Toc275183686][bookmark: _Toc298252204][bookmark: _Toc306097011]Program 1.1: APS people and organisational performance 
[bookmark: _Toc298252205]Objectives
The government relies on the APS to undertake a broad range of activities related to policy, regulation, program implementation and program delivery.
The Commission’s objectives under this program in 2010–11 were to:
provide advice to government on developing, coordinating and conducting surveys of citizens’ views on government services
consult and provide policy advice on a new set of APS Values, promote systems and approaches to embed the new Values, and promote public service ethics and integrity
articulate the roles and responsibilities for departmental secretaries and revise their employment arrangements, as well as establish new governance for people management in the APS, including the Secretaries Board and APS200
ensure a more systematic approach to APS-wide human capital and workforce planning through development of a human capital framework and a workforce planning framework
streamline and improve APS workforce attraction, recruitment, induction, retention, mobility and diversity strategies while upholding the merit principle
support the development of a performance framework for secretaries and all APS employees
establish an agency capability review mechanism to assist agencies to improve institutional capabilities and strengthen accountability of agency performance
support the review, inquiry and reporting functions of the Public Service Commissioner and the Merit Protection Commissioner
provide quality policy advice, and employment services, on matters covered by the Public Service Act 1999
provide evidence-based analysis of performance to inform debate on the state of the APS
[bookmark: _Toc298157448][bookmark: _Toc298252207]deliver the strategies detailed in the APS Employment and Capability Strategy for Aboriginal and/or Torres Strait Islander Employees, including increasing the employment and retention of Indigenous employees in the APS; building the skills and capabilities of Indigenous employees; and improving the representation of Indigenous employees across agencies.
Achievements
During 2010–11, the Commission:
conducted national workshops with 56 APS agencies and 400 employees as part of a project to streamline recruitment and improve induction that arose from recommendation 7.2 of the report Ahead of the game: Blueprint for the reform of Australian Government administration (the Blueprint) 
focused on raising human capital awareness across the APS in the context of key Blueprint initiatives such as workforce planning, capability reviews, talent management, leadership development and innovation. The Commission also worked to document the concept of human capital, identify the benefits of a human capital framework, gather the evidence base and develop the tools to support the framework, and outline and test the key elements of the framework with agencies 
as part of its workplace planning function, began developing an APS-wide workforce planning framework that can be used by agencies to develop fit-for-purpose workforce plans
significantly increased the sample size for the State of the Service employee survey, which will allow more agencies to receive benchmarking reports that compare their agency against the APS more broadly
for the first time, published calendar year data from the APS Employment Database (in addition to the financial year data published in the State of the Service Report and APS Statistical Bulletin). This initiative will provide more up-to-date and useful information for analysis and benchmarking
developed a methodology and model for conducting agency capability reviews. The first pilot capability review was completed with the Department of Climate Change and Energy Efficiency and a second pilot review commenced with the Department of Sustainability, Environment, Water, Population and Communities
managed 22 machinery of government changes, including preparing and executing the legislative instruments that move staff between agencies. These instruments gave effect to the government’s decision to move functions and were implemented within timeframes set by the government and by individual agencies
developed an enhanced APS redeployment policy and guidelines to support the redeployment of excess ongoing APS employees
continued a major project to amend the Public Service Act 1999 in line with recommendations of the Blueprint, to support the APS workforce and leadership and embed new practices and behaviour in the culture of the APS
completed a process of wide-ranging consultation on the proposed new APS Values with Commonwealth agencies, the parliamentary departments, employees, academics, unions, industry groups, community bodies, professional associations and others.
[bookmark: _Toc298157449][bookmark: _Toc298252208]

Key performance indicators
Table 2 summarises program 1.1 performance against its key performance indicator for 2010–11 and the previous two years.
[bookmark: _Toc306276260]Table 2: Summary of program 1.1 performance against key performance indicator, 2008–09 to 2010–11
	
	2008–09
	2009–10
	2010–11

	Key performance indicator
	Actual 
	Actual 
	Target
	Actual 

	High level of use and satisfaction with the State of the Service Report and other research and evaluation reports by the SES, agencies and other clients
	90% 
	90%
	70%
	90% 


Note: Results refer to the financial year in which the State of the Service Report was tabled, not the reporting period on which the report is based.
The 2010–11 Portfolio Budget Statements included two new key performance indicators for the program:
degree of satisfaction of Minister and agency heads, as expressed through feedback about the quality and timeliness of services provided by the Commission
During 2010–11 the Commission focused on improving the quality and timeliness of information provided to the Minister, including through the appointment of a departmental liaison officer in the Minister’s office. The outcome has been a more effective delivery of information to the Minister.
developing programs and strategies to assist APS agencies with recruitment, training and retention to reach at least 2.7% of Indigenous representation across the APS workforce by 2015.
[bookmark: _Toc298157450][bookmark: _Toc298252209]Deliverables
The Commission’s key deliverables for program 1.1 in 2010–11 were:
options for consideration by government in the 2011–12 Budget for identifying views on citizen satisfaction with government programs, services and regulation to inform government business
a revised set of APS Values and frameworks and models for embedding them, supported by an Ethics Advisory Service
the establishment and operation of a Secretaries Board and APS200
guidelines on secretaries’ roles and responsibilities, and support for the development of a performance framework for secretaries
advice for government on amendments to the Public Service Act 1999
human capital, workforce planning and capability frameworks and benchmarking processes to be reflected in the APS human capital framework and the annual learning and development strategy for the APS
best practice standards for recruitment, induction, mobility and diversity, and provision of a model for more effective induction and transition programs
a performance management framework and training and communications strategy
annual agency capability reviews, reports and capability improvement plans
accurate, quality and timely review and employment services
data analysis on APS employment delivered through the State of the Service Report and other reports, including international comparisons where appropriate, to assist in its advice to government and the APS
strategies to address Indigenous recruitment, vocational training and retention issues across the APS, including increased employment and retention of Indigenous employees in the APS, and to achieve a positive trend in APS Indigenous employee satisfaction as reported in the State of the Service Report.
Table 3 summarises program 1.1 performance against its deliverables for 2010–11 and the previous two years.
[bookmark: _Toc306276261]Table 3: Summary of program 1.1 performance against deliverables, 2008–09 to 2010–11
	 
	2008–09
	2009–10
	2010–11

	Deliverables
	Actual
	Actual
	Target
	Actual

	Reviews finalised on behalf of the Merit Protection Commissioner 
	217
	264
	235
	151

	Reviews conducted on behalf of the Merit Protection Commissioner completed within published timeframes  *
	86%
	81%
	70%
	40%

	Responses to whistleblowing reports made to the Public Service Commissioner or the Merit Protection Commissioner  
	3
	24
	22
	25

	Whistleblowing reports responded to within six weeks with any further investigations conducted promptly  
	100%
	96%
	70%
	92%

	State of the Service Report and associated publications  
	2
	2
	2
	2

	State of the Service Report tabled in accordance with tabling requirements  
	100%
	100%
	100%
	100%

	Fee-for-services employment-related services**
	430
	451
	500
	530

	Secretariat service provided to the Secretaries Board, APS200 and Public Service Commissioners’ Conference  †
	2
	2
	15
	13

	Agency capability reviews  ‡
	nm
	nm
	na
	na


na = not applicable; nm = new measure.
* The Merit Protection Commissioner’s annual report, at Part 4, addresses the performance of the review function against timeliness targets and measures to address challenges in meeting targets.
** Numbers include completed fee-for-service employment activities, including Independent Selection Advisory Committees, Selection Advisory Committees and scribe assignments.
† Secretariat services to the Secretaries Board and APS200 have been added to this deliverable.
‡ Because agency capability reviews are planned to commence in 2011–12, no target was set for 2010–11 for this deliverable and therefore no result is reported.
[bookmark: _Toc298157477]Citizen survey
The Commission was given the responsibility under the Blueprint to provide advice to government on developing, coordinating and conducting a survey of citizens’ views on government services. The citizen survey was part of a broader reform theme in the Blueprint to deliver better services for citizens. Other APS agencies are responsible for implementing the other reforms in this area, including simplifying Australian Government services for citizens and developing better ways to deliver services through the community and private sectors.
The Commission completed its analysis of options for the survey, with assistance from a reference group comprising 11 APS agencies (the Australian Bureau of Statistics, the Australian Customs and Border Protection Service, the Australian Taxation Office, Centrelink, Medicare, Comcare and the departments of Finance and Deregulation, Immigration and Citizenship, Veterans’ Affairs, Innovation, Industry, Science and Research and Families, Housing, Community Services and Indigenous Affairs) and the Department of Premier and Cabinet in Queensland, the New Zealand State Services Commission and ORIMA Research (statistical and surveying consultants).
Options for the survey were informed by practice in Canada, New Zealand, the United Kingdom, the United States and Australia’s states and territories and were assessed against six criteria: 
Would the option provide useful information that informs citizens, ministers and parliament about overall citizen satisfaction with government services at the whole-of-government level?
Would the option provide useful guidance to assist managers at the agency level to improve citizen satisfaction and increase agency accountability?
Would the option help to drive and support a culture within Australian government agencies that focuses on improving service delivery and citizen satisfaction?
What are the costs (both at the agency and central level) and what is involved in implementing the option?
What is the respondent burden for the option?
Could the option be extended to other Australian jurisdictions?
The analysis was also informed by APS agencies’ existing practice in conducting client surveys.
A proposal to government is expected to be made later in 2011, subject to budgetary considerations.
[bookmark: _Toc298157488]Ethics and integrity
The integrity of the APS is underpinned by its employees’ capacity for ethical decision-making. The Commission supports this capacity in a number of ways: by promoting the APS Values and Code of Conduct; by providing policy advice on ethics matters; and through its Ethics Advisory Service, which provides information, advice and resources to promote understanding and awareness of the APS ethical framework. 
[bookmark: _Toc298157499]

Revising the APS Values
The Blueprint proposed that, as part of a commitment to reinvigorating strategic leadership, the APS Values be revised and a new strategy developed to embed them APS-wide. The objective behind the proposal was to create ‘a smaller set of core values that are meaningful, memorable and effective in driving change’. 
The Commission was given lead responsibility for this recommendation. 
The Blueprint further proposed that the Commission consult broadly on a revised set of APS Values, including with employees and stakeholders from the government, the community, the private sector and relevant unions.
In 2010–11, the Commission continued a process of wide-ranging consultation with Commonwealth agencies, the parliamentary departments, employees, academics, unions, industry groups, community bodies, professional associations and others to seek their views on what the new values should encompass.
The consultation process included the release of two discussion papers, the first in late June 2010 and the second in October 2010. The discussion papers were also made available publicly on the Commission’s website. APS employees were encouraged to participate in an online forum where they could provide comments and chat with their peers about what the values should look like, and how they could be embedded in the day-to-day work of the APS.
There was an enthusiastic response to the consultation process. The second discussion paper alone resulted in well over 350 submissions, from almost 300 APS employees, some 59 Commonwealth agencies and 14 other interested parties.
During the second round of consultation, a set of five proposed values was presented for public comment. The values proposed were Committed to Service, Accountable, Respectful, Ethical, and Apolitical. 
Also proposed for comment was a set of a six employment principles that encompassed the responsibilities of the APS as an employer and were based on existing elements of the current APS Values.
Taking into account the feedback received, a final set of proposed values and employment principles has been developed for introduction to Parliament with other proposed amendments to the Public Service Act 1999. 
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Ethics Advisory Service
The Ethics Advisory Service continued to provide expert advice to APS employees and agencies throughout the year, consistent with its client service charter. Eighty per cent of queries were made by telephone and 20% by email, which may indicate a preference for a more direct, personal approach in dealing with ethical concerns. The number and nature of inquiries to the service are reported in the Commissioner’s State of the Service Report.
[bookmark: _Toc298157491]Ethics Contact Officer Network
Ethics Contact Officers support agencies by providing a point of contact for discussion and resources on matters relating to ethics in the APS, and for sharing information, experience and good practice advice on ethical decision-making. Nearly 100 agencies are represented on the network.
The network is supported by an online discussion forum on GovDex, the Australian Government’s secure, web-based collaborative space. Ethics Contact Officers use the forum to share ideas on ethics issues and maintain their link to the network between meetings. 
Meetings of the network are chaired by the Merit Protection Commissioner and take place three times a year. The themes in 2010–11 included the APS Code of Conduct framework, APS employees’ use of social media as private citizens, and issues concerning bullying and harassment. 
[bookmark: _Toc298157492]Promoting a culture free from harassment and bullying
[image: C:\Users\EH2585\AppData\Local\Microsoft\Windows\Temporary Internet Files\Content.Outlook\WDLLZYKU\respectpub1.jpg]In June 2011 the Commission released a fourth edition of its publication Respect: Promoting a culture free from harassment and bullying in the APS. The publication (available both in booklet form and online on the Commission’s website) is a good practice guide that sets out steps that agencies can take to develop, promote and maintain a culture free from harassment and bullying. The new edition takes into account recent changes to the Sex Discrimination Act 1984, in particular, a new definition of sexual harassment.
[bookmark: _Toc298157493]Guidelines for online media participation 
The government response to the report of the Government 2.0 Taskforce committed the Commission to reviewing regularly its guidelines on online engagement, using Government 2.0 approaches to ensure the process is open and transparent. The Commission’s current guidance for APS employees participating in online media is included in its publication APS Values and Code of Conduct in practice: A guide to official conduct for APS employees and agency heads. 
The Commission has monitored the implementation of these guidelines over the past 18 months, and in December 2010 commenced a process of review and consultation within the APS. 
The consultation took into account the need to address APS employees’ use of social media in an unofficial capacity as the popularity of social networking continues to grow. The revised guidance will reflect the principle that making comment online is not in itself prohibited or discouraged, but that APS employees should consider such comment in light of their obligations under the APS Values and Code of Conduct. 
The guidance material is not intended to be prescriptive; instead, it highlights questions that employees and agencies may need to consider in deciding the appropriate parameters for making public comment, and, in the case of agencies, for developing policies in this area.
The new guidance will be published later in 2011.
[bookmark: _Toc298157494]Information sessions and assistance to agencies
Part of the role of the Ethics Advisory Service is to provide advice on ethics and ethical decision-making in the APS. The service presented information sessions to a number of groups and organisations during the year, including:
‘A values-based approach to integrity in the Australian Public Service’, Corruption and Integrity Mission, Jakarta
‘Using a values-based approach to develop a positive workplace culture’, National Public Sector Fraud and Corruption Congress, Canberra.
[bookmark: _Toc298157500][bookmark: _Toc298157495]Whistleblowing reports and other allegations
APS employees are able to report alleged breaches of the Code of Conduct to their agency head or a person authorised by the agency head. 
Whistleblowing inquiry functions are handled by delegated senior staff in the Ethics Group, with the Commissioner reserving for his personal consideration matters that raise serious public interest issues. 
During 2010–11, the Commissioner received 14 whistleblowing reports from APS employees and three complaints from former public servants. Table 4 shows the number of cases received and finalised. Four complaints were carried over from 2009–10. All whistleblowing reports were acknowledged and many substantially responded to within six weeks.
The complaints from public servants concerned poor administration, the handling of internal investigations, and allegations of misconduct by senior managers including allegations of bullying and harassment. 
Eleven matters were finalised in 2010–11, including two of the four matters carried over from the previous year. Table 4 also shows the action taken by the Commissioner in response to these cases. The one investigation undertaken found that there was insufficient evidence to warrant recommending an investigation into an alleged breach of the Code of Conduct. In most cases, however, the employee was advised to refer the matter to the relevant agency head for investigation.
While the number of whistleblowing reports lodged is low, they often concern complex interpersonal matters and the issues can take a long time to assess, including whether any or all of the matters have been investigated by the agency in the first instance. 
The Commissioner also handled 16 allegations against agency heads made by APS employees and members of the public under section 41(1)(f) of the Public Service Act 1999 (PS Act). The complaints commonly featured allegations that agency decision-makers had failed to comply with their legislative obligations or not exercised their decision-making powers properly. Only one of the ten cases finalised warranted an inquiry. 
In previous years the data for agency head and whistleblowing complaints was aggregated. This year they are reported separately, so no comparison with previous years is provided.
[bookmark: _Toc306276262]

Table 4: Whistleblowing reports received by the Public Service Commissioner, 2010–11
	
	2010–11

	Number of reports
	

	On hand at the start of the reporting period
	4

	Received
	17

	Finalised
	11

	On hand at the end of the reporting period 
	10

	Source of reports
	

	Current APS employees
	14

	Former APS employees
	3

	Action by Commissioner
	

	Referred to agency head for consideration
	7

	Investigated under whistleblowing powers
	1

	No further action or referred elsewhere
	3


Parliamentary committee inquiries: Submissions and hearings
The Commission provided input to two parliamentary inquiries during the year.
[bookmark: _Toc298157496]Australian Commission for Law Enforcement Integrity 
In May 2009, the Parliamentary Joint Committee on the Australian Commission for Law Enforcement Integrity (ACLEI) initiated an inquiry into the operation of the Law Enforcement Integrity Commissioner Act 2006. The Commissioner made a submission at that time and the Merit Protection Commissioner appeared before the committee on the Commissioner’s behalf. 
The committee’s interim report was handed down in February 2010, and the government agreed to two of its recommendations in September 2010. (This had the effect of bringing the Australian Customs and Border Protection Service under ACLEI’s jurisdiction.)
The Commissioner appeared before the committee on 11 February 2011, with the Merit Protection Commissioner and the Group Manager, Ethics. The Commission made a supplementary submission to the inquiry in March 2011.
[bookmark: _Toc298157497]Senate Standing Committee of Privileges
In May 2011 the Commission made a submission to the Senate Privileges Committee’s inquiry into the adequacy and appropriateness of current guidance for officers giving evidence and providing information. The inquiry focused particularly on the appropriateness of the guidance for APS employees who appear before parliamentary committees.
[bookmark: _Toc298157503][bookmark: _Toc298157452]Strategic leadership
Roles and responsibilities of secretaries 
Reform 4 of the Blueprint made recommendations and set out actions for reinvigorating strategic leadership in the APS. These recommendations encompassed:
amending the PS Act to better recognise the roles and responsibilities of secretaries, including clearer accountabilities and a stronger stewardship role
strengthening the framework for assessing the performance of secretaries against these roles and responsibilities 
revising the processes for appointing and terminating secretaries, with an enhanced role for the Australian Public Service Commissioner
setting five years as the normal appointment period for secretaries
formally establishing the Secretaries Board as the new APS-wide leadership body supported by a senior leadership group, the APS200.
The Commission, working with the Department of the Prime Minister and Cabinet, developed a series of proposals for implementing these recommendations, with a particular focus on articulating in more detail the roles and responsibilities of secretaries, including whole-of-APS leadership, and on enhancing the independence of appointment and termination processes.
The proposals were agreed by Cabinet and will be included in a package of proposed amendments to the PS Act which will be introduced into Parliament in the second half of 2011.
Secretaries performance framework
Working with the Department of the Prime Minister and Cabinet, the Commission has developed a strengthened performance management framework for secretaries. The framework includes 270-degree feedback and an assessment against APS-wide stewardship responsibilities and will serve as a driver of APS reform from the top down. Elements of the framework (eg the 270-degree feedback instrument) will be trialled with a pilot group of secretaries during 2011, ahead of a fuller trial of the performance assessments arrangements that will be conducted early in 2012.
[bookmark: _Toc298157504]Secretaries Board and APS200
Reform 4 of the Blueprint made recommendations and set out actions for reinvigorating strategic leadership in the APS. These recommendations included formally establishing the Secretaries Board as the new APS-wide leadership body supported by a senior leadership group, the APS200. The Secretaries Board and the APS200 were established in 2010–11 and the Commission works in collaboration with the Department of the Prime Minister and Cabinet to provide secretariat services to both bodies.
The Secretaries Board, chaired by the Secretary of the Department of the Prime Minister and Cabinet and comprising all portfolio secretaries and the Public Service Commissioner, is the pre-eminent forum for the discussion of issues affecting the APS. The board meets monthly, and is formally responsible for:
· making decisions on public sector management and reform issues
· identifying and progressing strategic priorities for the APS
· setting the annual work program for board subcommittees.
The APS200, comprising the members of the Secretaries Board, SES Band 3s and selected agency heads (equivalent to SES Band 3), has been established as the new senior leadership forum for the APS. The APS200 has a leading role in communicating the vision of the future APS and building the understanding, engagement and commitment of staff to the reform agenda. The Commission organised four events during 2010–11 for the APS200 audience on a range of topics from high-profile speakers, including an address by Prime Minister Julia Gillard that attracted an audience of more than 120 people.
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Prime Minister the Hon Julia Gillard speaking to the APS200 at an event on 26 May 2011.
[bookmark: _Toc298157489]Public Service Commissioners’ Conference
The Public Service Commissioners’ Conference is held twice a year. The conference is a cross-jurisdictional forum for Commonwealth, state and territory public service commissioners and New Zealand’s State Services Commissioner. The conference provides opportunities for commissioners to discuss contemporary challenges in public administration. It also serves as a forum for exchanging information and sharing experience. 
The Commission provides secretariat and research support to the conference. 
Legislative change
In 2010–11 the Commission continued a major project to amend the PS Act in line with recommendations in the Blueprint. The Blueprint outlined a broad reform agenda to position the APS to serve the Australian Government and the Australian community better.
These reforms aim to support the APS workforce and leadership, and embed new practices and behaviour in the culture of the APS. The proposed amendments include changes to the functions of secretaries and the Public Service Commissioner, as well as a revised set of APS Values. A number of other largely operational amendments are proposed that have been informed by agency feedback over the last decade and are consistent with the Blueprint’s objectives. Subject to parliamentary approval, the amendments are expected to take effect in 2012. 
[bookmark: _Toc298157455]Human capital and workforce planning
Human capital framework
The phrase ‘human capital’ is used in the Blueprint to signal a distinct shift in the approach the APS should take to build and sustain workforce capability—an approach that is not only more systematic, but also more holistic and future oriented. The importance of human capital is emphasised throughout the Blueprint.
Recommendation 5.1 of the Blueprint allocated the Commission a new role with responsibilities to lead the APS. Recommendation 7.1 tasked the Commission to develop a common APS human capital framework to guide and inform human capital reform across the APS. Developing the framework requires the Commission to build the planning infrastructure; develop the intellectual understanding of human capital across the APS; facilitate agency planning and collaboration to include consideration of human capital; and ensure the sustainability and longevity of the framework.
During 2010–11 the Commission focused on raising human capital awareness across the APS. The Commissioner delivered several keynote speeches that explained human capital in the context of key Blueprint initiatives such as workforce planning, capability reviews, talent management, leadership development and innovation. The Commission’s executive was active in addressing key internal corporate and human resource forums on human capital and related topics. The Commission also worked to document the concept of human capital, identify the benefits of a framework, gather the evidence base and develop the tools to support the framework, and outline and test the key elements of the framework with agencies. 
Developing and implementing the framework requires the Commission to lead and manage a program of long-term cultural change and reform. At each step, the Commission intends to proceed deliberately in implementing the framework. The framework is a whole-of-APS human capital reform initiative, and the Commission will seek input from and collaborate with all agencies throughout the process. 
Workforce planning framework
As part of its workplace planning function, the Commission is developing an APS-wide workforce planning framework that can be used by agencies to develop fit-for-purpose workforce plans.
The Commission’s focus for 2010–11 was on monitoring, evaluating and reporting on progress against the Whole-of-Government ICT Strategic Workforce Plan 2010–2013. The plan was developed in early 2010 to address the critical shortage of ICT professionals. It provides a focus for identifying the ICT workforce capacity and capabilities required to effectively deliver government priorities, and to develop a strategic APS-wide understanding of these issues, including workforce planning.
A key activity under the ICT workforce plan was the provision, by agencies, of agency-wide ICT workforce plans by December 2010. The Commission’s review of agencies’ plans identified a number of issues that require further consideration and development. Some of the issues identified include:
the largest agencies are clearly in a period of major transition with their ICT systems
workforce plans need to clearly articulate how and when resources are going to be delivered for current and planned ICT projects
agencies need better access to quality workforce data related to skills and capabilities
 agencies access to relevant environmental and labour market workforce analysis.
These issues are not unique to ICT workforce planning but are consistent with known challenges to APS workforce planning in general. The progress made in establishing a solid foundation for ICT workforce planning over the past 12 months has positioned agencies well to address these issues.


The Commission developed two documents to assist agencies to address critical skill shortages in their ICT workforce plans:
Whole-of-Government ICT Strategic Workforce Plan 2010–2013: Update report
Whole-of-Government ICT Strategic Workforce Plan 2010–2013: 2011 supplement.
[bookmark: _Toc298157457]The lessons learned from the ICT workforce planning process will help inform the development of an APS workforce planning framework in 2011–12.
Recruitment, induction, mobility and diversity
[bookmark: _Toc298157458]Recruitment and induction project
The project to streamline recruitment and improve induction arising from recommendation 7.2 of the Blueprint commenced in September 2010.
National workshops were conducted with attendance by 56 APS agencies and 400 employees. Extensive consultations were held with industry, other jurisdictions, the private sector and international experts to identify common themes and best practice standards. In addition, graduate portal workshops were conducted with 20 agencies to explore how technology can further support APS recruitment. 
Analysis of the workshop findings identified common themes and suggests that APS agencies continue to face challenges similar to those described in previous Commonwealth research into APS recruitment. The next phase of the project will focus on enhancing the APS brand through the development of an APS recruitment portal to be piloted with graduate recruitment processes. The project will consider the pace of technology change and how agencies can capitalise on new opportunities to deliver better recruitment outcomes for the APS.
[bookmark: _Toc298157466]Recruitment advertising policy and website
In 2010–11 the Commission completed its evaluation of FMA Act agencies’ recruitment advertising. The Commission, in consultation with the Department of Finance and Deregulation, conducted the evaluation to closely monitor the impact, if any, that the Guidelines on non-campaign recruitment advertising (published in July 2010) are having on the efficiency and effectiveness of FMA Act agencies’ recruitment advertising. 
The evaluation sought to determine how and where potential employees become aware of vacant positions, and to consider how efficient the various advertising sources are at providing the best candidates from a pre- and post-guidelines perspective.
To gather data for the evaluation, the Commission conducted two surveys in 2009–10 and one survey in 2010–11. The first survey conducted in 2009–10 collected data from a pre-and-post-guidelines perspective. Analysis of the data indicates that the guidelines have improved the efficiency of recruitment advertising for FMA Act agencies without impacting on the quality of the applicant pool.
[bookmark: _Toc298157465][bookmark: _Toc298157454][bookmark: _Toc298157479]Employment of people with disability
The Commission continued to work actively with agencies to promote the recruitment and retention of people with disability.
In August 2010 the Commission held an event managed jointly with the Australian Network on Disability called Tapping the Talent of People with Disability, to promote best practice for the recruitment and retention of people with disability across the APS. Speakers included the Commissioner, the CEO of Comcare, Mr Paul O’Connor, and a panel made up of APS employees with disability who spoke about their experiences. Feedback about the event was very positive and will be used for planning future events on the same and similar topics.
The Commission also organised an event for APS secretaries and agency heads to promote dialogue on improving the attraction, recruitment and retention of people with disability in the APS. The event was hosted by the Commissioner and featured Mr Graeme Innes AM, Race and Disability Discrimination Commissioner, and Ms Suzanne Colbert AM, Chief Executive of the Australian Network on Disability. It provided an opportunity for the highest levels of the APS leadership to discuss the issue and share their thoughts on strategies for improving the performance of departments and agencies. The views and suggestions of participants have been incorporated into the work of the Commission and it continues to seek the active engagement of senior APS leaders.
In July 2010 the Commission amended the APS employment framework to make it easier to employ people with disability, specifically those people with disability who find it difficult to enter the APS because they are unable to succeed in an open selection process. This change gives agencies the flexibility to shape a position to the capacities and skills of a person with disability.
The amendments also require agencies to work in partnership with a disability employment service provider in engaging people with disability, which ensures that they, their managers and their peers get the support and assistance they need to make it work. Importantly, the Commission believes that over the longer term the use of disability employment service providers for recruitment and retention assistance will become standard practice and the disability confidence of APS agencies will be greatly improved.
[bookmark: _Toc298157460]Indigenous employment
The Commission continued its work under the National Partnership Agreement on Indigenous Economic Participation, through the ongoing implementation of the APS Employment and Capability Strategy for Aboriginal and/or Torres Strait Islander Employees. The strategy aims to deliver improved recruitment and retention outcomes for Indigenous employees, and improve the representation rate of Indigenous employees across agencies. The Australian Government has committed to an Indigenous employment target of 2.7% of the public sector workforce by 2015. 
In March 2011 the Commission, in partnership with the Department of Education, Employment and Workplace Relations, hosted a delegation of senior officers from the Canadian Aboriginal Human Resource Council. The council was formed in 1998 to develop inclusive workplaces to increase employment opportunities for Canada’s Aboriginal people, and to aid in the development of relationships and partnerships with Aboriginal businesses and communities. 
During their visit to Australia, the delegation conducted a number of meetings and workshops including with the Commissioner, the Deputy Public Service Commissioner, deputy secretaries from various APS agencies, the Commission’s Chief Human Capital Officer, representatives from the Indigenous Governance Network, the Aboriginal and Torres Strait Islander Social Justice Commissioner, Reconciliation Australia and a range of private sector organisations and public sector agencies.
The council’s experiences, and the strategies and tools it has used in improving employment outcomes for Canada’s Aboriginal people, will provide important insights as the Commission progresses its Indigenous employment agenda. 
[bookmark: _Toc298157461]Target for Indigenous representation
The Commission continued to work with the Department of Education, Employment and Workplace Relations to support agencies in developing strategies to meet the Indigenous employment target. In March 2011, the secretary of the department, Ms Lisa Paul, and the Commissioner addressed the Secretaries Board to provide an assessment of the strategies proposed by agencies to meet the Commonwealth target. These discussions will continue as agencies further refine and implement their approaches.
The 2010–11 State of the Service Report will report on progress towards the target by APS agencies.
[bookmark: _Toc298157462]Pathways into APS employment
In 2010–11 the Commission worked in partnership with more than 50 agencies to provide targeted recruitment programs under the pathways to employment program. The program provides entry-level opportunities for Indigenous trainees, cadets and graduates, and promotes the APS as an employer of choice to Indigenous job seekers. In 2010–11:
37 trainees were employed in 12 agencies (36 in 15 agencies in 2009–10)
67 cadets were employed in 24 agencies (45 in 16 agencies in 2009–10)
33 graduates were employed in 17 agencies (32 in 17 agencies in 2009–10).
[bookmark: _Toc298157463]Supporting Indigenous employees
The Commission continued to provide support to Indigenous employees through a range of professional development and networking opportunities:
The Indigenous career trek program delivers tailored learning and development programs to Indigenous employees across Australia. In 2010–11, 387 Indigenous employees participated in the program, and targeted development opportunities were provided for a further 60 Indigenous employees.
In November 2010, the Commission hosted its third National Indigenous Employees Conference in Melbourne.
Indigenous APS Employee Networks (IAPSENs) are run by Indigenous employees for Indigenous employees. In 2010–11 the Commission supported a series of regional workshops for IAPSEN members, and hosted a meeting of network chairs to discuss common issues and proposed activities
The Commission continued to support alumni network events for new and former graduates, cadets and trainees.
The Commission also placed a renewed focus on improving retention rates of Indigenous employees, which was highlighted as a significant issue in the 2009 Census of Aboriginal and Torres Strait Islander APS employees and past State of the Service Reports.  The Commission commenced a series of discussions with Indigenous staff across Australia which provided valuable insights into strategies to improving Indigenous retention rates.
[bookmark: _Toc298157464]Supporting employers
Working in partnership with agencies to improve Indigenous employment outcomes continues to be a priority for the Commission. In 2010–11 the Commission worked with more than 80 agencies in supporting their strategies to assist with the recruitment, retention and development of Indigenous staff. The Commission’s Indigenous Liaison Officer continues to work actively with agencies on developing tailored strategies, and support is provided to employers more generally through the exchange of information and ideas in the Indigenous Employment HR Coordinators Forum.
Capability reviews
In response to recommendation 8.1 of the Blueprint, the Commission established the capability reviews program. The objective of the program is to support agencies to build a strong and capable APS. The reviews will provide an APS-wide assessment of capability and identify gaps that require further development as well as examples of better practice that can be highlighted and shared.
The program is currently in the development phase, which involves three pilot reviews to test and refine the review approach. Based on the results of the pilot reviews, a submission will be developed for government consideration.
The first pilot review was completed with the Department of Climate Change and Energy Efficiency and the final report on the review was delivered in June 2011. A second pilot is currently underway with the Department of Sustainability, Environment, Water, Population and Communities, and the third pilot review is expected to begin in September 2011.
Policy advice and employment services
The Commission provides a range of policy advice and employment services to APS employees and agencies to help them meet their legislative responsibilities, including on matters covered by the PS Act.
The Commission also delivers a job seeker website (APSjobs.gov.au) and statutory services, including advising the SES on staffing matters and machinery of government changes.
[bookmark: _Toc298157480]SES engagements, promotions and termination of employment casework
The Commissioner has a number of responsibilities that relate to SES staffing arrangements, including endorsing selection exercises, agreeing to amounts proposed to be paid as incentives to retire under section 37 of the PS Act, and termination.
In 2010–11, 213 selection exercises were submitted for the Commissioner’s consideration, all of which were endorsed. There were 35 PS Act section 37 retirements with an incentive agreed, compared to 64 in the previous year. These cases were spread across 25 agencies.
Before an SES employee’s employment can be terminated under one of the grounds listed in section 29(3) of the PS Act, the agency must request the Commissioner to issue a certificate under section 38 of the PS Act, certifying that the Commission is satisfied that the requirements of the Commissioner’s Directions have been met and the termination is in the public interest. In 2010–11 the Commissioner issued three certifications allowing an agency head to proceed with the termination of an SES employee. 
[bookmark: _Toc298157481]Machinery of government changes
The Commission managed 22 machinery of government changes in 2010–11. The majority of these involved the movement of functions between agencies arising from the changes to the Administrative Arrangements Order that were made following the 2010 federal election. 
The most significant changes included:
the establishment of a new Department of Regional Australia, Regional Development and Local Government
the establishment of the Australian Agency for International Development (AusAID) as a new executive agency 
the establishment of the Office of the Australian Information Commissioner as a new statutory agency.
The Commission provided advice to agencies on the implications of terms and conditions of the machinery of government changes. It prepared and executed the necessary legislative instruments to give effect to these changes to meet the timeframes set by the government and by individual agencies.
Merit-based selection of APS agency heads and statutory office holders
A Commission policy document, Merit and Transparency: Merit-based selection of APS agency heads and APS statutory office holders, outlines the transparent and merit-based assessments required for the selection of most APS agency heads and other statutory office holders working in, or in conjunction with, APS agencies.
Selection processes conducted under the policy in 2010–11 resulted in 53 appointments to agency head and other statutory offices. 
[bookmark: _Toc298157482]Employment Policy Adviceline
The Commission provides advice to Commonwealth employment agencies on a range of employment policy matters through the Employment Policy Adviceline. The Commission responded to 2,220 inquiries in 2010–11.
Table 5 details the main categories of Employment Policy Adviceline inquiries in 2010–11 and the previous two years.
[bookmark: _Toc306276263]Table 5: Main categories of Employment Policy Adviceline inquiries, 2008–09 to 2010–11 
	
	2008–09
	2009–10
	2010–11

	Inquiry categories
	
	
	

	Agency head/statutory office holder selection
	19
	14
	8

	Staffing matters
	831
	813
	825

	General legislative issues
	136
	134
	157

	Separations
	218
	215
	195

	Conditions/entitlements
	398
	193
	110

	Review matters
	161
	75
	50

	APS Values/Code of Conduct
	225
	102
	77

	Workplace diversity issues
	42
	31
	51

	SES matters
	86
	95
	55

	Mobility/reciprocal mobility with other jurisdictions
	23
	24
	34

	Competencies/qualifications
	8
	5
	12

	Bargaining matters
	na
	na
	305

	Other
	524
	323
	341

	Total
	2,671
	2,024
	2,220


na = not applicable. The new APS Bargaining Framework commenced on 31 January 2011; see program 1.3 for more information.
[bookmark: _Toc298157483]APS redeployment policy and register
The Commission released an enhanced APS redeployment policy as announced by government on 21 April 2011. The policy contains eight principles and supporting processes for the redeployment of excess ongoing APS employees.
An APS-wide online redeployment register was established for employees who have been advised that they are excess, or likely to be excess, to the requirements of their agencies. The redeployment register was launched on 23 May 2011. By 30 June 2011, 12 excess employees had registered for redeployment, three of whom were placed in an agency.
The Commission published guidelines to assist agencies to implement the policy. The guidelines provide information about the legislative and industrial framework underpinning the policy and describe how the new processes interact with existing recruitment and excess staff arrangements.
[bookmark: _Toc298157484]Senior Executive Service advisory service
The Commission’s SES adviser provides SES employees across the APS with an avenue to seek advice from a senior member of the Commission about employment matters. Discussions are generally confidential.
In 2010–11, 47 queries were raised with the SES adviser (59 in 2009–10). 
[bookmark: _Toc298157485]Agency employment services
In 2010–11, the Commission continued to provide employment services to APS agencies. These services are provided on behalf of the Commissioner and the Merit Protection Commissioner and include activities related to the recruitment and selection of staff and the provision of advice that promotes best practice and ensures that legislative requirements are met. The employment services function is managed through the Commission’s New South Wales regional office and assignments are undertaken by a national team of non-ongoing, casual staff. 
A total of 571 employment-related requests were received in 2010–11 and 530 requests were completed during the period. The number of completed requests includes requests lodged in 2010–11 and requests lodged but not finalised in 2009–10. A further 43 requests were actioned but withdrawn by the agency prior to completion. Requests included the constitution, convening and membership of Independent Selection Advisory Committees, provision of panel members for Selection Advisory Committees and scribing assignments. 
[bookmark: _Toc298157486]APSjobs—the electronic APS Employment Gazette
The Commission’s APS Employment Gazette—APSjobs—is an online employment portal for the APS. APSjobs has a user-friendly search system for job seekers and other users who are interested in a career in the APS. It notifies the public of all employment opportunities, recruitment outcomes and other APS employment decisions. Fifty editions of APSjobs are published each year. 
In 2010–11 the number of notices lodged increased by 20.8% compared to the number lodged in 2009–10 (see Table 6).
[bookmark: _Toc306276264]Table 6: Comparative number of gazette notices lodged, 2007–08 to 2010–11 
	 
	Number of notices lodged
	Percentage difference on previous year

	2007–08
	55,418
	–4.52

	2008–09
	41,670
	–24.81

	2009–10
	38,214
	–8.29

	2010–11
	46,163
	+20.82



There was an increase in registered users to more than 188,000 (130,000 in 2009–10), and interactive email alerts for job seekers were regularly sent to more than 8,600 users per week (5,000 in 2009–10).
[bookmark: _Toc298157487]Career expos and trade fairs
The Commission actively promoted the APS as an employer of choice at various career expos and employment trade fairs during the year.
Data analysis and benchmarking
In 2010–11, the Commission enhanced its statistical analysis and research capability in order to better support the APS reform agenda, and, in particular, the development of the human capital framework. This capability positions the Commission to advise the APS and its leadership on emerging workforce challenges and develop guidance and recommendations for change. The Commission continues to look for opportunities to benchmark APS performance against that of comparable overseas public sector jurisdictions. 
[bookmark: _Toc298157467]APS Statistical Bulletin
The APS Statistical Bulletin 2009–10 provides a snapshot of APS-wide staffing as at 30 June 2010, and of staff movements during 2009–10. It also provides summary data for the past 15 years. The bulletin contains information useful to agencies in benchmarking themselves against APS-wide trends. It is distributed to all APS agency heads, state and territory public service commissioners, New Zealand’s State Services Commissioner and leading public and tertiary education libraries. It is available in hard copy and electronically from the Commission’s website.
[bookmark: _Toc298157468]Enhancing APSED
The Commission collects and analyses workforce statistics to assist in identifying significant workforce challenges for the APS and help agencies to develop and benchmark their workforce planning strategies. The Commission maintains the APS Employment Database (APSED), which is the central information source on trends in APS employment.
APSED is an important tool for ensuring cross-service accountability, especially for the State of the Service Report. It is also used as the sampling frame for the State of the Service employee survey.
APSED is also used extensively for research. For example, during 2010–11, APSED was used to support the Deputy Public Service Commissioner’s review of employment outcomes for APS women in the Department of Defence, as well as analysis of progression for employees who were part of the Indigenous pathways program, and research on workforce trends for the Senior Executive Service.
The APSED specifications were revised in June 2011 to clarify reporting requirements. Overall, the quality and timeliness of agencies’ reporting to APSED improved during the year.
[bookmark: _Toc298157469]This year, for the first time, the Commission published calendar year data from APSED. A selection of summary tables for December 2010 was made available on the Commission’s website. This initiative will ensure that more up-to-date information on APS staffing numbers is available for analysis and benchmarking.
Improving APSEDII
The APSED Internet Interface (APSEDII) promotes better practice in workforce planning and benchmarking by enabling users to produce data similar to that published in the APS Statistical Bulletin. APSEDII users can also produce cross-tabulation data and download the results for further analysis. More than 100 users in some 50 agencies can access more detailed information on APSEDII through a secure logon and password procedure. Designated users can examine unit record information for employees in their agency to improve workforce planning and enhance data quality. In 2010–11, more than 4,200 queries were run.
Time series data for a range of variables was added to APSEDII in 2010–11.
Scoping work has begun on adding a number of metrics to APSEDII. The additional functionality is expected to be implemented in November 2011 as part of the June 2011 data release.
[bookmark: _Toc298157471]State of the Service Report
Under section 44(2) of the PS Act, the Commissioner is required to report annually on the state of the APS. The 2009–10 State of the Service Report was tabled in Parliament in November 2010. The report highlighted three new themes for the APS as a whole: leadership and culture; capability, innovation and collaboration; and human capital management.
The report is an authoritative source of data and information on the changing workforce trends of the APS. It is frequently cited by public policy academics nationally and internationally, and is an important reference for the APS more generally, including departmental executives, human resource managers and Commission staff.
The 2009–10 report provided an important baseline for informing implementation of the Blueprint initiatives as well as many activities that were underway within APS agencies. The report highlighted an overarching need for a more cohesive and agile APS.
[bookmark: _Toc298157472]Data sources
In compiling the report, the Commission drew on a wide range of data sources. These included the Commission’s own research and databases (particularly APSED), published and unpublished material from other agencies, Australian National Audit Office reports and, where available, comparable data from other Australian and international jurisdictions.
The Commission also conducted two surveys that contributed to the report:
The agency survey provided information on a wide range of management and capability issues in agencies with 20 or more APS employees. The Commission conducted the agency survey online and achieved a response rate of 100% from the 98 agencies in scope.
The employee survey, sent to randomly selected APS employees, provided data on employee attitudes to, and understanding of, a variety of issues, including work–life balance, job satisfaction, working with external stakeholders, the APS Values and Code of Conduct, diversity, individual performance management, and harassment and bullying. The 2010 survey had a high response rate, for a voluntary survey, of 64%.
[bookmark: _Toc298157473]Survey reports
The Commission also produced two publications in association with the 2009–10 State of the Service Report: the APS Statistical Bulletin 2009–10 and the State of the Service employee survey results 2009–10. A summary pamphlet, The State of the Service 2009–10 at a glance, was also produced. All publications are available on the Commission’s website.
Following the success of agency-specific employee survey reports in previous years, the Commission again provided these reports to heads of all agencies with at least 400 employees. These reports summarised the agencies’ own employee responses and compared them with the APS-wide results. Statistically valid differences were identified as appropriate. Small and medium-sized agencies were provided with a benchmark summary of all similarly sized agencies.
A separate agency benchmarking report was distributed to agencies with 400 or more employees. The report provided each agency’s results benchmarked not only against the APS average, but also, for the first time, against the United Kingdom and United States civil services.
The national and international benchmarks provide agencies with a rich context for understanding their results in relation to leadership, work–life balance, learning and development, performance feedback and accountability, and career progression. These areas have been identified across the APS as requiring targeted effort to improve levels of employee engagement.
[bookmark: _Toc298157474]Evaluation
To evaluate readers’ perceptions of the 2009–10 State of the Service Report, a short questionnaire was made available through the Commission’s website. The questionnaire asked readers for their general impressions of the report, the usefulness of the chapters and any additional comments. The feedback—from 42 respondents—was generally positive. Around 90% of respondents agreed that the report is a valuable resource and more than 80% were satisfied with the quality of the report and agreed that it adequately evaluated the state of the APS.
[bookmark: _Toc298157475]Planning for next report
One of the key considerations in the development of the 2010–11 State of the Service agency and employee surveys has been the requirement to provide further baseline data on key organisational capabilities that the Blueprint has identified as critical to the APS to meet future challenges. Future State of the Service reports will be an important evidence source for assessing how well the APS is performing in the key areas of reform identified in the Blueprint.
Specific areas of investigation for the 2010–11 State of the Service Report are workforce planning, talent management, learning and development, performance management, and recruitment and retention strategies. Agencies have been asked not only to identify areas of skill shortages, but also to assess the impact of the shortages on their agency’s operations.
The 2011 State of the Service employee survey, which was in the field for a month, achieved a response rate of 59%. The Commission significantly increased the sample size for the 2011 survey. This will enable more medium-sized APS agencies to be provided with agency-specific employee survey reports, which compare their results against the APS more broadly. In previous years these reports were only available to agencies with at least 400 employees. In 2011, reports will be available to all agencies with 200 or more employees.
[bookmark: _Toc298157501]Merit Protection and other services
The Merit Protection Commissioner’s functions are set out in section 50 of the PS Act. The Merit Protection Commissioner and the Public Service Commissioner have a memorandum of understanding for provision of staff necessary to assist the Merit Protection Commissioner in performing her statutory functions. 
Since 1 July 2010, support for the Merit Protection Commissioner’s review and fee-for-service functions has been provided by staff in the Ethics and Client Engagement Groups in the Commission’s Sydney office. The Ethics Group in Canberra provides coordination and policy support for the Merit Protection Commissioner.
A report on the performance of these functions is contained in the Merit Protection Commissioner’s annual report in Part 4.


[bookmark: _Toc275183687][bookmark: _Toc298252214][bookmark: _Toc306097012]Program 1.2: Investing in APS development and capability
[bookmark: _Toc298252215]Objectives
APS workforce capability is critical to improving APS performance in the future. Its leaders shape the culture and values of the APS. Strong and effective leadership skills supported by investment in learning and development are essential components in building a high-performing, innovative and agile APS.
The Commission’s objectives under this program in 2010–11 were to deliver:
centralised assessment and procurement of core learning and development programs
support, guidance and encouragement to APS agencies to invest as required in the capability development of their people, to raise overall APS capability
reinvigorated strategic leadership capability by investing in the talent management of top performers in the APS
strategic partnerships to support the competitive delivery of public service professional development opportunities.
[bookmark: _Toc298157653]Achievements
During 2010–11, the Commission:
established the Strategic Centre for Leadership, Learning and Development, to ensure that the APS has a contemporary, systematic approach to learning and development, leadership development and talent management, built around APS needs
reinvigorated the Leader to leader series, with a focus on inviting secretaries of departments to deliver presentations on leadership
successfully held a series of APS200 events, including an address by Prime Minister the Hon Julia Gillard
held the Executive Level Leadership Network annual forum, which drew 209 attendees
increased the number of SES event participants through greater flexibility in event design and delivery
assisted 117 graduates to successfully complete the Graduate Development Program and receive a Diploma of Government qualification awarded by the Commission
hosted three highly successful whole-of-government graduate events, A Taste of Government, The Great APS Graduate Debate and Candid Reflections from Inspiring APS Leaders
hosted a successful special Caretaker Convention event during the caretaker period with 198 attendees.
[bookmark: _Toc298157654]

Key performance indicators
Table 7 summarises program 1.2 performance against its key performance indicators for 2009–10 and 2010–11.
[bookmark: _Toc306276265]Table 7: Summary of program 1.2 performance against key performance indicators, 2009–10 and 2010–11
	Key performance indicator
	2009–10
	2010–11

	
	Actual 
(%)
	Target 
(%)
	Actual 
(%)

	Responding surveyed participants consider that the Commission programs have equipped them with the knowledge and skills they need in order to perform their roles more effectively
	89
	85
	88

	Responding surveyed participants consider that the Commission program learning objectives were met effectively
	87
	85
	89

	Responding surveyed participants agreed that attending Commission programs and/or events assisted in building their awareness of issues, developments and priorities to enable them to work more effectively
	90
	85
	84

	Responding surveyed participants agreed that attending Commission leadership development activities increased their leadership skill, capability and knowledge
	na
	85
	89


na = not available. This was a new measure in 2009–10.
Note: These were new performance indicators in 2009–10, so only one year of trend information is available.
The 2010–11 Portfolio Budget Statements included three new performance indicators for program 1.2:
the learning and development programs lead to increased choice, opportunity and better work performance
increasing the acquisition of skills and knowledge leads to better service delivery within the APS
degree of satisfaction of the Secretaries Board with the progress in implementing the Blueprint recommendations where the Commission is the lead agency. 
The Commission provides quarterly reports to the Secretaries Board detailing progress on the implementation of the recommendations.
[bookmark: _Toc298157655]Program deliverables
The Commission’s key deliverables for program 1.2 in 2010–11 were:
the establishment and operation of a Strategic Centre for APS Leadership, Learning and Development
the procurement of programs relating to core activities that shape the APS
quality assessments of professional development programs and centrally negotiated prices disseminated to agencies
an annual learning and development strategy based on current and emerging priorities (to be reflected in the human capital priority plan) approved by the Strategic Centre for APS Leadership, Learning and Development Advisory Board
stronger relationships with the Australia and New Zealand School of Government and the National Security College and other providers to ensure availability of high-quality professional development
support for agencies, APS leaders, and the Secretaries Board in particular, in identifying and nurturing top talent across the APS and providing opportunities to develop high-performing individuals, including graduates
the development of a user pays model to fund the delivery of mandatory core learning and development and leadership development programs (including those used as part of the approach to talent management) as identified by the Strategic Centre for APS Leadership, Learning and Development and the Secretaries Board. This may include multiyear arrangements with providers
leadership, learning and development programs that build knowledge, capabilities, skills and behaviours, consistent with the introduction of the new arrangements
support for leadership excellence through international programs and work with the states and territories on public sector educational training needs
support for the advisory board of the Commission’s Strategic Centre for Leadership, Learning and Development.


Table 8 summarises program 1.2 performance against its deliverables for 2010–11 and the previous two years.
[bookmark: _Toc306276266]Table 8: Summary of program 1.2 performance against deliverables, 2008–09 to 2010–11
	
	2008–09
	2009–10
	2010–11

	Deliverables
	Actual
	Actual
	Target
	Actual

	Seminars and forums delivered  
	127
	131
	30
	33*

	Leadership programs delivered  
	51
	55
	78
	54

	Agencies using the capability development panel (formerly known as the leadership learning and development panel) to deliver training  
	60
	60
	58
	58

	APS 1–6 and Executive Level programs delivered
	801
	603
	270
	484

	Agencies engaged through at least one scheduled event, activity or network focused on leadership  
	73%
	78%
	75%
	85%

	New SES attending orientation program  **
	38%
	42%
	80%
	26%

	SES and Executive level programs were rated 5 or 6 on a 6-point scale for relevance, usefulness and administration and coordination  
	88%
	88%
	85%
	84%

	Panel services were rated 5 or 6 on a 6-point scale for how well the program was delivered and coordinated  
	97%
	94%
	85%
	80%

	Number of APS agencies using accreditation services  
	nm
	nm
	30
	38

	Achieve 50 participants or as agreed by the advisory board of the target group identified in the learning and development strategy in High Potential Unit programs for SES ***
	nm
	nm
	50
	Not achieved


nm = new measure.
* This total only includes events; it excludes SES programs, which were included in the previous years’ totals.
** This total is gazetted new SES who have attended the SES orientation program.
*** The project focus changed due to funding uncertainty. Increased attention was applied to comprehensive research, consultation and design of business processes for the talent management system, which were endorsed by the Strategic Centre for Leadership, Learning and Development Advisory Board in June 2011. The talent management program is expected to commence during the first half of 2011–12.
[bookmark: _Toc298157657]Strategic Centre for Leadership, Learning and Development
The Strategic Centre for Leadership, Learning and Development was established in July 2010 in response to recommendations in the Blueprint for the Commission, in close collaboration with APS agencies, to strategically and systematically build APS leadership and core capabilities.
The Strategic Centre is a dedicated resource that brings a disciplined focus to ensuring that APS leadership and core skills are developed in a contemporary and cost-effective manner. The Strategic Centre’s role is to prepare, execute and evaluate an annual leadership, learning and development strategy for the APS and to provide fresh approaches to leadership and core skill development and talent management. It also assists agencies by coordinating thought leadership activities that engage and challenge APS thinking on leadership, learning and development issues and trends.
The main focus for the Strategic Centre in 2010–11 was on preparing an APS leadership development strategy and designing leadership development initiatives and a talent management system to support senior leaders at critical points in their careers.
Advisory board
An advisory board, chaired by the Commissioner and comprising three departmental secretaries (Dr Ian Watt AO, Ms Lisa Paul PSM AO and Mr Finn Pratt PSM), two agency heads (Mr Michael D’Ascenzo AO and Ms Robyn Kruk AM) and three external experts (Ms Ann Sherry AO, Mr Chris Blake and Dr Jeff Harmer AO), ensures that the Strategic Centre’s work is focused on delivering value for the APS and for agencies. The Strategic Centre provides secretariat services to the board.
During 2010–11, the board convened three times and endorsed the 2011–12 APS Leadership Development Strategy and the design of leadership development and talent management initiatives. 
APS leadership development strategy
The 2011–12 APS Leadership Development Strategy is a service-wide strategic approach for developing leaders with tomorrow’s capability profile based on analysis of future requirements. It was developed by the Strategic Centre in collaboration with APS agencies.
Throughout 2010–11, the Strategic Centre conducted extensive consultation and research to ensure that the strategy represented contemporary practice and met the needs of the wider APS. This approach involved:
more than 50 meetings with representatives from APS agencies including 35 SES employees and seven departmental secretaries
10 workshops involving almost 100 human resource leaders and practitioners from across the APS
regular presentations at three APS forums (the HR Directors Forum, the Heads of Corporate Forum and the Deputy Secretaries Reference Group).
The strategy, endorsed by both the advisory board and the Secretaries Board, establishes the framework and priorities for the design of key leadership development options for APS leaders, including high-potential employees.
[bookmark: _Toc298157658]Talent management system
With a tightening labour market and increased competition for talent, particularly at senior levels, and with the requirement for APS leaders to be highly skilled to perform in a changing public service environment, the APS requires a dedicated focus on developing its high-potential future leaders. 
The talent management system has been designed to ensure that the APS has a sustainable pool of talented people who are ready to fill key roles. It will identify people with the capacity to make the most of intensive development and with potential to be future leaders of the APS. 
The Secretaries Board agreed that the initial focus for APS-wide talent management should be on developing high-potential SES Band 2 employees for Band 3 positions, as these roles are critical to APS sustainability. 
The Strategic Centre is designing a rigorous and transparent pilot SES Band 2 talent development program. Secretaries and chief executives will be responsible for nominating high-potential Band 2 leaders to participate in the program. 
The program will include a workshop that will produce tailored personal development plans to be agreed between the individuals, their agency heads and the Strategic Centre. Participants will then engage in intensive development activities, which may include 360-degree feedback, action learning projects and coaching that focuses on whole-of-APS leadership capability.
The pilot program will commence with nominations and development planning in the first half of 2011–12.
Future directions
[bookmark: _Toc298157660]With a five-year funding model now agreed by the Secretaries Board and the heads of significant agencies, the focus of the Strategic Centre for 2011–12 will move from ‘start up’ mode to ‘business as usual’. This will involve running an annual strategy process that will be expanded to include core skills development initiatives. 
During 2011–12, the Strategic Centre will:
implement the 2011–12 APS Leadership Development Strategy
design and implement contemporary leadership development programs
manage high-potential programs for senior leaders
design quality assurance mechanisms for use in future years
undertake central procurement of programs where approved by the Secretaries Board
evaluate leadership, learning and development programs to ensure that they are effective and provide value for money
provide thought leadership to agencies through consolidation of research and facilitation of learning and development professional forums
provide support and advice to agencies on all aspects of leadership, learning and development and talent management.
The activities of the Centre will be subject to a formal evaluation after three years.
Leadership programs and services
Throughout 2010–11 the Commission continued to provide programs and services intended to ensure that the SES and its feeder groups remain well placed to meet current and future requirements. 
[bookmark: _Toc298157661]In 2010–11, a particular emphasis was given to revitalising the SES leadership programs and forums, which resulted in a re-framed Leader to leader program format, the introduction of APS200 events, and a more flexible approach to SES event subscriptions.
The Commission’s Strategic Centre is in the process of designing new and refreshed leadership development initiatives targeted at critical points in APS leaders’ careers. These initiatives will augment the Commission’s current suite of leadership, learning and development programs.
[bookmark: _Toc298157662]Senior Executive Service programs and forums 
The Commission delivers a number of residential and non-residential leadership programs for SES Band 1 to 3 employees that address a range of development needs. The programs held in 2010–11 are summarised in Table 9.
[bookmark: _Toc306276267]Table 9: Senior Executive Service programs and forums, 2010–11
	Program title 
	Content/focus
	Number
	attendance 

	Leadership mastery
	This program builds the capability of SES Band 3s to lead the APS now and into the future by enhancing leadership skills at the highest level
	1
	14

	Leading across boundaries
	This program strengthens the development of whole-of-government leadership capabilities for SES Band 2s 
	2
	29

	New leadership horizons
	This program assists SES Band 1s who have been appointed in the past three years to gain confidence in their new roles and leverage their experience to make a significant contribution to their organisation and across the APS
	4
	57

	Transforming leadership
	This program is designed for the SES with three or more years’ experience at Band 1 level and aims to enhance leadership capability by helping participants to identify, share and leverage their considerable experience in the APS
	4
	64

	SES breakfast seminar series
	These seminars provide a forum for participants to talk with speakers and colleagues about contemporary issues that often lie outside their areas of direct responsibility and to discuss matters that span major areas of public debate
	9
	593

	Leader to leader series
	This series is an opportunity for the SES to hear from heads of departments and agencies on their leadership experiences and challenges in the context of public sector reforms. These events also provide senior APS leaders with a valuable opportunity to meet and network with their colleagues. Participants have the opportunity to ask questions of guest speakers and discuss issues further
	5
	402

	New directions—ministers’ views
	This program gives agency heads and senior executives the opportunity to hear directly from ministers about their current policy perspectives, and their expectations of the public service in implementing government policy in a whole-of-government context
	2
	149



Participants are surveyed as part of the Commission’s continuous improvement approach to its leadership programs. In 2010–11, 94% (90% in 2009–10) of those responding agreed that attending Commission programs and events assisted in building their awareness of issues, developments and priorities to enable them to work more effectively.
[bookmark: _Toc298157663]SES orientation
In 2010–11, the Commission offered two SES orientation programs—one focused on SES promoted within the APS and the other tailored specifically for lateral recruits to the SES. Both programs provide senior executives with information and networking opportunities to help them operate effectively in the APS environment. Topics covered include accountability, governance and the relationship between ministers and the APS. 
During 2010–11, the Commission delivered 9 (11 in 2009–10) SES orientations to 182 (167 in 2009–10) senior executives. One SES orientation for lateral recruits was delivered to 16 senior executives.
The percentage of new SES attending these programs is less than optimal (26%). This is in part because new SES often receive very comprehensive inductions at the agency level and a proportion having previous experience in the SES and in the APS. The Commission is continuing to engage with agency heads to reinforce the importance of the SES orientation program in supporting the development of a strong and unified leadership group.
[bookmark: _Toc298157664]Leader to leader series
During 2010–11, the Leader to leader series was reframed to focus on the secretaries of APS departments providing their views on leadership to senior executives in the public sector. Five Leader to leader events attracted 402 people during the year. Speakers and topics were:
Lisa Paul, Secretary of the Department of Education, Employment and Workplace Relations, ‘Leadership and policy reform in the Department of Education, Employment and Workplace Relations’
Jeff Harmer, Secretary of the Department of Families, Housing, Community Services and Indigenous Affairs, ‘The challenges of successful leadership today’ 
Jane Halton, Secretary of the Department of Health and Ageing, ‘Leadership challenges for the APS—Now and into the future’ 
Roger Wilkins, Secretary of the Attorney-General’s Department, ‘Policy leadership’ 
Glenys Beauchamp, Secretary of the Department of Regional Australia, Regional Development and Local Government, ‘Why the public sector must reform’.
[bookmark: _Toc298157667]Expertise development programs
The Commission offers programs for the SES and feeder groups to develop their knowledge and skills in specific areas. These programs assist participants to embrace new roles, responsibilities and professional challenges.
The programs held during the year are summarised in Table 10.


[bookmark: _Toc306276268]Table 10: Expertise development programs, 2010–11
	Program title 
	Content/focus
	Number
	Attendance 

	Briefing APS decision-makers and ministers
	This program focuses on decision-making and covers the skills required to design, develop and deliver a briefing to get a decision. It covers the development and role of question time briefs, ministerial talking points for media engagements, ministerial adviser briefings, hot issues briefing, ministerial submissions and second reading speeches
	6
	91

	Developing cabinet submissions
	This intensive one-day program draws from the knowledge of expert facilitators and presenters who can provide insight and techniques for developing cabinet submissions that clearly advocate innovative solutions to contemporary challenges, articulate genuine options and meet the government’s goals for policy development and implementation
	6
	102

	Learn to be an effective coach
	This program is paced over a six-week period, which enables participants to use their new skills in learning activities conducted between the workshops. Each workshop is specifically targeted at building staff capability and productivity
	3
	22

	Mastering your financial environment
	Designed in conjunction with the Department of Finance and Deregulation, this program focuses on the essentials of government finance from an agency perspective
	2
	36

	Preparing to appear before parliamentary committees
	This program focuses on building confidence, public presentation skills and personal communication skills to support executives who may appear at Senate Estimates hearings
	10
	57

	Winning that SES job
	Aimed at EL 2 staff applying for SES positions, this course guides participants through the process of the applying and interviewing for and winning SES positions
	12
	72


[bookmark: _Toc298157668]Executive Level Leadership Network 
The Executive Level Leadership Network offers a suite of events for Executive Level staff, including an annual forum, breakfast seminars and occasional special events. The network provides opportunities for information sharing and aims to develop strong communities of interest across government. The network is governed by a steering committee of representatives from a range of departments and agencies, which the Commission coordinates and chairs.
Four breakfast events were held in 2010–11 with a total of 298 people in attendance. Speakers and topics were:
John McMillan, Australian Information Commissioner, ‘Open government—The new agenda’ 
Trevor Waring, Chancellor, University of Newcastle, ‘Stressors from a work/life balance’ 
Bernard Wright, Clerk of the House of Representatives, ‘How is minority government working at the national level?’
Wendy Southern, Deputy Secretary at the Department of Immigration and Citizenship, ‘Migration and nation building’.
A special evening event with Robin Ryde from Robin Ryde Consulting on the topic of ‘Leader as network’ was held in November 2010 and attracted an audience of 80 people.
The network’s annual forum was held in June 2011 and attracted 209 people. The topic for the 2011 forum was ‘The obstacles of leadership—Contemporary government issues and challenges’. 
[bookmark: _Toc298157669]Career Development Assessment Centre 
The Career Development Assessment Centre (CDAC) assesses the leadership capability and development priorities of high-performing and high-potential Executive Level 2 leaders from across the APS. The program provides an opportunity for participants to evaluate and identify core leadership capabilities through a series of challenging workplace scenarios while being observed by SES Band 2 and 3 staff. The CDAC program is one of the Commission’s key strategies for strengthening the SES feeder group.
In 2010–11, 12 CDAC sessions were delivered to 140 participants from 48 agencies across the APS. 
[bookmark: _Toc298157677]Learning and development programs and services
During 2010–11, the Commission continued to work in partnership with APS agencies to build capability by strengthening the knowledge, skills and experience of non-SES employees. Approaches included a suite of core technical skill and leadership programs, offered through public calendars and tailored in-house delivery.
The Commission conducted extensive reviews and evaluations of its learning and development programs and services throughout the year. The process included gathering evaluation data from clients and consultants, analysing program and event data and working in consultation with APS agencies to better meet their organisational challenges.
This ongoing evaluation strategy contributed to the Commission’s role in building knowledge, capabilities, skills and behaviours.
[bookmark: _Toc298157678]Induction and graduate programs
[bookmark: _Toc298157679]APS induction 
The APS induction program equips employees with a broad understanding of the APS’s relationship with the Australian Government, the Parliament and the public. The program aims to give new APS members the wider contextual knowledge they need to be effective public servants. Employees can access the APS induction e-learning modules directly from the Commission’s website or download them to an intranet site or learning management system. The Commission also offers APS induction as a facilitated half-day training program. 
The APS induction material is currently being updated to ensure it continues to provide new members of the APS with correct and current information. The program update is expected to be completed in August 2011.
[bookmark: _Toc298157680]Graduate development 
The Commission delivered three whole-of-government networking events for graduates in 2010–11, A Taste of Government, The Great APS Graduate Debate and Candid Reflections from Inspiring APS Leaders. These events provide graduates with information on current and emerging critical challenges for the APS and offer cross-agency networking opportunities. 
[image: C:\Users\EH2585\AppData\Local\Microsoft\Windows\Temporary Internet Files\Content.Outlook\WDLLZYKU\graddebate.jpg]
The Commissioner, Stephen Sedgwick (right), and Adam Spencer (left) with the winning team at the 2011 Great APS Graduate Debate on 24 May 2011.

More than 700 graduates from 34 agencies attended A Taste of Government at the Great Hall in Parliament House. The Special Minister of State for the Public Service and Integrity, the Hon Gary Gray AO MP; the Secretary of the Department of the Prime Minister and Cabinet, Mr Terry Moran AO; and the Public Service Commissioner spoke on current challenges facing the APS and took questions from the audience. 
[image: C:\Users\EH2585\AppData\Local\Microsoft\Windows\Temporary Internet Files\Content.Outlook\WDLLZYKU\apscevent.jpg]
The Hon Gary Gray AO MP speaking at A Taste of Government at Parliament House on 21 March 2011, with the Commissioner, Stephen Sedgwick; Terry Moran AO; and Clare Page (seated, left to right).

The 2010 Graduate Development Program concluded in December with 117 graduates successfully completing the program. Successful graduates were presented with their Diploma of Government qualification at a formal graduation ceremony at Old Parliament House. The Commissioner presented the Whole-of-Government Graduate Development Program Major Project Outstanding Achievement Award for the best project report to Zachary Damon, Sarah McFarlane and Lauren White from the Australian Customs and Border Protection Service for their work on reviewing the Enforcement and Investigations ‘Exercise’ reporting structure.
The 2011 Graduate Development Program commenced in February with graduates from 11 agencies participating across four groups. As part of the revised program, graduates will have 21 face-to-face training days in areas such as the APS Values and Code of Conduct, financial management, project management, strategic thinking, policy development and self-awareness. They will also complete a major project, participate in ongoing assessment tasks and benefit from opportunities to network across agencies.
[bookmark: _Toc298157681]Programs for non-SES employees 
[bookmark: _Toc298157682]APS 1–6 programs 
The Commission continues to support capability building through a comprehensive and coordinated suite of leadership, learning and development programs and events for APS 1–6 employees. These programs and events aim to develop the capability of APS employees to deliver on government priorities, objectives and outcomes.
In 2010–11, the five most popular public calendar programs were:
Essential writing for APS 5–6 levels 
Strategic thinking 
Minute taking skills
Essential writing for APS 1–4 levels
APS job applications and interview skills: Applying for jobs up to the APS 6 level. 
The Commission delivered 153 programs in Canberra, which attracted 2,597 participants.
[bookmark: _Toc298157683]Executive Level programs 
The Commission provides Executive Level employees, the critical SES feeder group, with relevant learning and development programs that build essential APS knowledge and capabilities. Programs cover a range of key capability areas that include leadership, strategic thinking, policy development, stakeholder engagement, communication, people management, self-development, financial management, and governance and regulation.
In 2010–11, the Commission delivered 123 Executive Level programs in Canberra, which attracted 2,022 participants. 


The five most popular programs were:
Shaping strategic thought 
EL 1 transition 
Influencing skills for Executives
Essential writing for Executives
Proofreading and editing. 
The Commission also provides a number of residential and non-residential programs for Executive Level employees. Table 11 summarises the programs offered in 2010–11.
[bookmark: _Toc306276269]Table 11: Executive Level residential and non-residential programs, 2010–11
	Program title 
	Content/focus
	Number
	Attendance 

	Executive leadership dimensions
	This program focuses on practical aspects of leadership in the APS and provides an opportunity for participants to reflect on their professional role and the contemporary behaviours needed to be a highly effective EL 2 leader
	7
	152

	APS professional practical leadership
	This program has been designed for EL 1s who currently manage or will soon manage a small to medium-sized team. The program has a focus on contemporary thinking about how to manage performance in a public sector environment
	5
	118

	The professional public service: An EL 1 master class
	This program has been designed for EL 1s who wish to finetune and advance their strategic thinking and policy advising skills in the context of a contemporary APS
	5
	112


[bookmark: _Toc298157684]Accreditation services 
The Commission has operated as a registered training organisation since 1 July 2008 and offers accreditation services in the qualifications of:
Certificate IV in Government 
Certificate IV in Government (Workplace Relations)
Certificate IV in Government (Injury Rehabilitation Management) 
Certificate IV in Training and Assessment 
Diploma of Government 
Diploma of Government (Procurement and Contracting)
Diploma of Government (Management) 
Diploma of Government (Contract Management). 
At 30 June 2011, 248 APS employees were undertaking qualifications through the Commission, and 222 employees completed qualifications in 2010–11. 
The Commission worked closely with several agencies during the year to tailor and adapt qualifications and assessment options to meet agency-specific needs. For example, the Commission worked with the Fair Work Ombudsman to provide a Certificate IV in Government (Workplace Relations) qualification pathway to its workplace relations advisors. 
[bookmark: _Toc298157685]In-house program delivery
In addition to public calendar programs, the Commission offers in-house delivery of core programs to meet the particular needs of agencies in a flexible and cost-effective manner. These are usually delivered to an agency in its own training or meeting rooms.
The programs can be tailored to address agency-specific challenges and procedures. Facilitators delivered 191 core programs around Australia in 2010–11 (97 in the ACT and 94 in regional areas). The two most popular programs in 2010–11 related to APS job applications and interview skills and the APS Values and Code of Conduct.
Table 12 provides a summary of programs for non-SES employees from 2008–09 to 2010–11.
[bookmark: _Toc306276270]Table 12: Programs for non-SES employees, 2008–09 to 2010–11
	Program
	2008–09
	2009–10
	2010–11

	ACT APS 1–6
	162
	168
	153

	Focus on people*
	10
	1
	0

	ACT Executive Level
	102
	93
	123

	Executive Level 1 residential
	1
	4
	4

	Executive Level 1 non-residential
	2
	4
	6

	Executive Level 2 residential
	4
	4
	4

	Executive Level 2 non-residential
	3
	2
	3

	ACT in-house deliveries
	126
	99
	97

	Regional programs calendar and in-house deliveries
	382
	243
	94


[bookmark: _Toc298157686] Focus on people program is no longer provided.
Panel services 
The Commission’s capability development panel includes more than 220 leading corporate management consultancy firms with public and private sector expertise. The Commission, through the panel, customises programs and services to meet the specific needs of agencies. These services play a key role in developing the capability of APS employees. 
Agencies that use the Commission’s panels benefit from a reduction in costs and greater efficiency in procuring services. The panels satisfy the Commonwealth Procurement Guidelines and therefore obviate the need for agencies to undertake time-consuming and costly tender processes. Agencies also have the confidence that the consultancy firms on the panels have been rigorously assessed against their key areas of expertise and are subject to ongoing quality assurance through regular evaluations.
To complement new methods of program development and delivery, the Commission also has an e-learning support and solutions panel. This panel is made up of 22 specialist e-learning firms. On 1 June 2011, a new executive search and recruitment panel commenced consisting of 34 providers. The panel was established to assist agencies with specialist executive search and recruitment needs. 
Table 13 provides a summary of programs presented from 2008–09 to 2010–11.
[bookmark: _Toc306276271]

Table 13: Panel service programs presented, 2008–09 to 2010–11
	Program
	2008–09
	2009–10
	2010–11

	Writing skills
	181
	147
	115

	Leadership/management skills
	162
	150
	162

	Procurement and contract management
	72
	54
	58

	Project management
	63
	78
	55

	Coaching services
	96
	64
	101

	Policy
	51
	20
	18

	E-learning services
	25
	25
	44

	Other consultancy services
	554
	560
	570

	Total
	1,204
	1,098
	1,123


[bookmark: _Toc298157670][bookmark: _Toc298157687]Supporting forums and networks
[bookmark: _Toc298157671]Heads of Corporate Forum
Membership in the forum is open to SES-level heads of corporate (or their equivalent) in APS departments and agencies. The forum facilitates frank exchange between APS heads of corporate at the SES level, by encouraging the open flow of ideas, identifying significant strategic issues and providing opportunities for members to further develop peer relationships. The forum met four times in 2010–11.
[bookmark: _Toc298157672]HR Directors Forum
The HR Directors Forum is open to human resource directors and managers in APS departments and agencies. The forum provides an opportunity for human resource professionals to meet colleagues from other departments and discuss whole-of-government issues at the executive level. The forum met four times during the year.
[bookmark: _Toc298157673]Regional forums and events
[bookmark: _Toc298157674]Australian Government Leadership Network
During the year, the Commission introduced a new model to support the Australian Government Leadership Network (AGLN), which operates in New South Wales, Queensland, South Australia, Tasmania, Victoria and Western Australia. The new approach aims to build the effectiveness of the networks and streamline the organisation of events. As part of the new model, the Commission created a centralised AGLN role based in the Melbourne office. The primary focus of the role is to coordinate and support key AGLN events such as annual conferences in each region. The Commission also continues to provide support to each AGLN through its regional offices. 
The purpose of the networks is to support senior leaders of the APS by providing a forum for:
leadership development
exchange of innovative thinking, ideas, knowledge and experiences
peer support and collegiality
facilitation of whole-of-government approaches to public sector activities
reducing the impact of geographic isolation from national offices.
Events include forums and annual conferences. 
[bookmark: _Toc298157675]People Management Networks
People Management Networks have been established in each state and are coordinated and managed by the Commission’s regional offices. Each network operates independently, with content, format and composition managed to support the regional APS client group. The common thread across the networks is their focus on exploring people management issues in the APS.
In Queensland, three network meetings were held. Speakers and network members discussed a diverse range of topics, including managing organisational change, employee grievances, disciplinary processes, absence management and ethics. 
New South Wales established a network, supported by a steering committee. The purpose of the network is to facilitate discussion and create opportunities to share knowledge of contemporary best practice. Two events were held with presentations focusing on activities relating to the APS reform agenda.
South Australia held two network meetings, with presentations and workshops on reform projects such as streamlining recruitment and the review of the APS Values. Guest presenters from APS agencies, the private sector and the Commission spoke on topics of general interest including health, wellbeing, and occupational health and safety. 
In Western Australia, two events were held. Presentations and workshops covered career development and activities relating to the APS reform agenda, including streamlining recruitment, the review of the APS Values, and the Strategic Centre for Leadership, Learning and Development.
In Victoria, the network brings together representatives of agencies in a forum to consider better practice approaches to people management, and provides the opportunity to share information on a range of human resources–related matters. In 2010–11 presentations were delivered on the following topics: preventing and managing sexual harassment complaints—learnings from recent legal proceedings; the new APS Bargaining Framework; and the work of the APS Benevolent Society. 
In Tasmania, the network held regular meetings and hosted presentations about the new APS Bargaining Framework and helped facilitate finance training on the Australian Government’s financial management framework and training on a variety of occupational health and safety topics.
National programs and relationships with higher education institutions
[bookmark: _Toc298157688]Sir Roland Wilson Foundation
The Commission is working in partnership with the Sir Roland Wilson Foundation (Australian National University) to introduce a scholarship program for high-performing Executive Level employees. The Sir Roland Wilson scholarships are an important element in realising the Blueprint’s intent to develop future APS leaders and foster stronger relationships between the APS and the academic sector. 
[bookmark: _Toc298157689]National Security College and Australian National Institute of Public Policy
The Commission provided input and support to the Department of Innovation, Industry, Science and Research in establishing the National Security College and the Australian National Institute of Public Policy. Further work will be undertaken to build professional development capability during the implementation phase of the APS leadership development strategy from July 2011.
[bookmark: _Toc298157690]Australia and New Zealand School of Government 
[bookmark: _Toc298157691]The Australia and New Zealand School of Government (ANZSOG) is a first-tier professional school established collaboratively in 2002 by a consortium of Australian and New Zealand governments, universities and business schools to assist in developing the skills of future public sector leaders.
The Australian Government is a foundation member of ANZSOG. Dr Ian Watt AO, then Secretary of the Department of Defence, became the government’s representative on the ANZSOG Board in July 2008. Dr Watt resigned from the ANZSOG Board in August 2011 and the Australian Government is currently considering his replacement. Dr Ken Henry AC, Secretary to the Treasury, was chair of the ANZSOG Research Committee until his retirement. Dr Martin Parkinson PSM, current Secretary to the Treasury, has taken over the chair of this committee. 
Since 2003, the Commission, in consultation with other agencies, has supported ANZSOG to ensure it meets APS needs by providing high-quality, high-profile programs that represent value for money. Each year, the Australian Government selects leaders and potential leaders to participate in ANZSOG’s annual flagship teaching programs:
the Executive Fellows Program (EFP), a three-week residential for SES Band 2 and 3 employees, which in 2010 attracted 79 participants in total; 74 participants from Australia and New Zealand , one from Canada, two from Hong Kong and two from India, of whom 14 (18%) were from the APS
the Executive Master of Public Administration (EMPA), a two-year part-time program for high-performing Executive Level 2 staff and equivalents, which in 2011 attracted 125 students of whom 30 (24%) were APS employees
the 2010 Towards Strategic Leadership program, involving two one- week residential modules separated by a few months, which was delivered in November 2010 and February 2011. This program is aimed at the ‘middle ground’ between the EMPA and the EFP and is designed for senior staff moving from tactical to strategic leadership roles. The two modules deal with managing complexity and interdependence and managing change. The program attracted 40 participants, of whom 10 (25%) were APS employees.
Public Sector Management Program 
The Public Sector Management Program is a unique national leadership program for emerging and highly motivated mid-level managers (APS 6 to EL 2 and their equivalents) in the three tiers of government across Australia.
The program’s distinctive curriculum has been developed by academic and public sector experts and provides a dynamic mix of contemporary government case studies and challenging theoretical exercises. Participants gain an understanding of what it means to work collaboratively across the three tiers of government, which helps them to develop a greater understanding of the public sector operating environment. 
The program is delivered in each state and territory to mid-level managers across the public sector. The program culminates in a tertiary qualification at the graduate certificate level for managers in each level of government. It is delivered through a partnership arrangement with Flinders University, which provides assessment, accreditation and curriculum development services nationally. 
The Commission continued to provide the secretariat function to the program’s National Board of Management in addition to managing the National Assessment Centre for the program. The Commission has continued to deliver the program in the ACT.
In the ACT, 187 participants from the Commonwealth and ACT governments continued their participation in the two-year program, and a further 81 participants enrolled and commenced during 2010–11. 
The ACT jurisdiction hosted the program’s national conference in March 2011.
The Commission also maintained its contractual arrangement with Victoria University, which delivers the program in Victoria with support from the Victorian State Services Authority.
[bookmark: _Toc298157692]International assistance and engagement
[bookmark: _Toc298157693]Leading Australia’s future in Asia 
Political, economic and social changes occurring in the Asia–Pacific region are profoundly affecting Australia’s strategic and economic directions. The Leading Australia’s Future in the Asia–Pacific (LAFIA) program enables senior executives to meet these challenges more confidently by giving them context and background for the international dimension of their responsibilities.
Through the program, participants:
· gain deep insights into the motivation of the people of the region
· broaden their understanding of Asian institutions, culture and history
· cultivate an awareness of demographic profiles, and social and economic context
· refine their understanding of political and strategic issues
· conduct high-level dialogue with political powerbrokers, business entities and government.
In 2010–11 the Commission, in conjunction with the Crawford School of Economics and Government and the Department of Foreign Affairs and Trade, delivered three LAFIA programs—one to the Pacific and two to Asia. In September 2010, 13 leaders embarked on a two-week study tour of Papua New Guinea, Solomon Islands and Tonga. In July 2010, 13 senior leaders undertook a three-week study tour of Japan and Malaysia, and in June 2011 nine senior executives experienced the remarkable recent growth of Indonesia and India.
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LAFIA 2010 participants at a briefing in Malaysia on the Sustainable Penang Initiative and the Penang Blueprint 2011–2015: Environmental Progress and Challenges, at the Socio-Economic and Environmental Research Institute.
Feedback from participants in LAFIA 2010 highlighted the success of the program:
‘It has been a life-changing and rewarding experience unlike any other program.’
‘An excellent study tour, which gave me unique insights from a range of high-level government officials. I can’t imagine being privileged to take part in this level of international dialogue anywhere else but through LAFIA.’
[bookmark: _Toc298157695]International forums and official visits
On 10 March 2011, Indonesian Vice President Boediono and Minister Mangindaan (Ministry for Administrative and Bureaucratic Reform (MenPAN)) met Minister Gray and the Commissioner in Perth. On 11 March 2011, the Commissioner hosted a meeting with the deputies of the Vice President and MenPAN at the Commission’s office in Canberra. Both meetings were part of an official visit to Australia by the Vice President and a delegation of four ministers. The focus for the visit was bureaucratic reform, including a request from the Vice President’s office for Australian assistance to advance Indonesia’s reform agenda. 
[bookmark: _Toc298157696]Visits by overseas delegations 
The Commission welcomes international visitors to share in our expertise and knowledge of public sector initiatives, practices and issues of mutual interest. The delegations are mainly senior public servants and often include ministers and agency heads.
In 2010–11, 23 delegations visited the Commission to discuss issues relating to public sector reform and the Commission’s roles and responsibilities. The visitors were from Bangladesh, Brazil, China, India, Indonesia, Japan, Malaysia, Papua New Guinea, Sri Lanka, Taiwan, the Republic of Korea, and Vietnam.
Public sector reform
The Australian Government recognises that good public sector governance is critical in enabling a developing country to address its development challenges and reduce poverty. Improving governance supports citizens and communities in sharing the benefits of economic growth, stability and development and is essential for achieving the Millennium Development Goals. 
The Commission and AusAID are partnering to develop public sector capacity throughout the Asia–Pacific region—particularly in the Pacific, Papua New Guinea, Indonesia and more recently Africa. Programs are being delivered that support good governance and build public sector capability and institutional capacity to provide the foundations for sustainable reform. 
Where relevant, the Commission works with other whole-of-government partners, the Australia and New Zealand School of Government and the Commission’s New Zealand Government partners to assist countries in the region to build their public sector capacity.
The Commission actively engages in the OECD Public Governance Committee and the Board of the Commonwealth Association of Public Administration and Management.
[bookmark: _Toc298157698]The Pacific 
The Commission conducted four major multilateral activities in Australia and the Pacific during the year. Each activity was designed to assist Pacific island officials at different levels to increase their workplace capabilities, especially in the area of human resource management.
Key achievements in 2010–11 included:
supporting the host country of the 2010 Pacific Public Service Commissioners Conference and providing its regional secretariat with guidance and assistance
facilitating the Pacific Human Resource Managers’ Network and coordinating its fifth annual conference, which encouraged regional discussions on addressing common human resource management challenges
providing professional development to senior and mid-level managers through Australian and regional work attachments and work placements. 
A total of 90 Pacific island officials from 14 countries participated in the activities. 
In addition, the Commission progressed a number of new activities and supported individual country requests, including commencing negotiations with the Public Service Commission of Samoa to conduct human resource development programs in-country, tailored for Samoan public sector human resource managers.
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Delegates at the 2010 Pacific Public Service Commissioners Conference.
[bookmark: _Toc298157699]Papua New Guinea
The Commission provides expertise and delivers a range of activities in Papua New Guinea through records of understanding with AusAID. The Commission supports activities that align with the PNG–Australia Partnership for Development Agreement, which lists public sector reform as a priority. 
In 2010–11, 28 participants were awarded with a Certificate IV in Training and Assessment. These individuals are now qualified to deliver the PNG Public Sector Training Package. A second cohort of 20 commenced in March 2011.
Other achievements during the year included designing and delivering a leadership workshop for agency heads and ministers. The workshop facilitated dialogue on the challenges of integrating traditional customs, culture and values, the different perspectives of leadership that exist across different sections of the community, and the leadership required for Papua New Guinea to achieve the outcomes articulated in its national strategic plan, Papua New Guinea Vision 2050.
The workshop culminated in a series of resolutions articulated in a document that was signed by all participating agency heads and presented to the Acting Prime Minister, Sam Abal. The resolutions, known as the Kalibobo Resolutions, agree to promote and foster an executive leadership management development framework for Papua New Guinean public service executives. Workshop participants also developed core criteria for a values-based leadership capability framework that will inform the focus and development of an executive leadership and management development program.
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[bookmark: _Toc298157700]Acting Prime Minister The Hon. Sam Abal MP, Attorney General Hon. Chief Sir Arnold Amet, Hon. Moses Maladina, Minister for Public Service (seated, left to right) and Secretary Kali (standing) at the signing of the Kalibobo Resolutions.
Indonesia 
Since 2006, the Commission has assisted Indonesia with civil service reform under the Government Partnerships Fund administered by AusAID.
Activities completed during 2010–11 included:
provision of training to support trialling and implementation of competency standards, in collaboration with the Indonesian Professional Certification Authority, in the National Civil Service Agency (BKN), National Institute of Public Administration (LAN) and regional offices
assistance to BKN with its internal reforms, particularly in building its capacity to conduct reviews of agency human resource management policies and practices
a visit by Canberra-based Commission experts to Jakarta to scope further support for LAN’s leadership and assessment centre. Following this visit, the Commission provided resources to help LAN develop the capability of its assessment centre in Bandung and redesign its senior leadership development program.
The Commission began the second phase of its engagement in Indonesia on 1 January 2011. During the initial six months, the Commission undertook a scoping assessment to respond to impending developments in Indonesian bureaucratic reform and to determine the course of its program until December 2014.
In February 2011, Commission staff visited Jakarta to consult with the Indonesian Government and AusAID officials on the Indonesian bureaucratic reform agenda. The Commission accepted the invitation of the office of the Vice President to engage with the Bureaucratic Reform Steering Committee as a strategic dialogue partner for a period of 18 months. 
On 6 June 2011, the Commission convened its first bilateral dialogue on bureaucratic reform. The focus was whole-of-government reform and change management. This event, hosted by the Commissioner in Canberra, was attended by a senior Indonesian delegation headed by the Deputy of the Ministry for Administrative and Bureaucratic Reform and representatives from the Commission, AusAID, the Indonesian Embassy and the University of Canberra. 
[bookmark: _Toc298157701]Africa
The Commission has finalised an agreement with AusAID for the provision of public sector reform assistance to a select number of African countries. Research and consultations are underway and scoping began in July 2011.



[bookmark: _Toc298252223][bookmark: _Toc306097013]Program 1.3: Australian Government employment workplace relations 
[bookmark: _Toc298252224]Objectives
The objectives of the program are to:
provide advice and support in relation to workplace relations within Australian Government employment
strengthen and streamline the employment bargaining arrangements to support one APS
improve management of classification of jobs in the APS.
Achievements
During 2010–11, the Commission:
provided advice to the government about the formulation of strengthened and streamlined employment bargaining arrangements to better support one APS through a revised APS Bargaining Framework. The new framework took effect on 31 January 2011
introduced a set of non-binding recommendations for common APS terms and conditions, developed in consultation with APS agencies. Agencies are now working to incorporate these terms and conditions into new enterprise agreements through good-faith bargaining
provided advice and support through regular forums and briefings to Australian Government agencies to ensure that they are aware of new government policy
provided ongoing advice and support to Australian Government employers on employee entitlements, including the application of the Fair Work Act 2009, the Long Service Leave (Commonwealth Employees) Act 1976, the Maternity Leave (Commonwealth Employees) Act 1973 and the introduction of the paid parental leave scheme
provided advice and support in proceedings before the Defence Force Remuneration Tribunal related to the remuneration and entitlements of members of the Australian Defence Force. 
Key performance indicators
Table 14 summarises program 1.3 performance against its key performance indicator for 2009–10 and 2010–11.
[bookmark: _Toc306276272]Table 14: Summary of program 1.3 performance against key performance indicator, 2009–10 and 2010–11
	Key performance indicator
	2009–10
	2010–11

	
	Actual
	Target
	Actual

	Agency enterprise agreements are assessed against the bargaining framework within 10 working days
	98.9%
	100%
	91%



The 2010–11 Portfolio Budget Statements included four new performance indicators for program 1.3:
advice to the Minister on Australian Government employment workplace relations is timely and of high quality
agencies generally consider the guidance and advice provided is accurate and timely
level of satisfaction of the President of the Defence Force Remuneration Tribunal with the quality and timeliness of the services provided by the secretariat
ensuring no net growth in SES numbers (unless agreed by government) prior to the completion of the SES review.
Program deliverables
The Commission’s key deliverables for program 1.3 in 2010–11 were:
policy advice to the Minister on workplace arrangements in Australian Government employment
advice and support to Australian Government employers to ensure compliance with Australian Government policy and relevant legislative requirements
a new enterprise bargaining arrangement which embeds greater consistency in wages, terms and conditions
a review of APS classification structures and work-level standards to ensure that these arrangements support a united APS and meet the needs of employers and employees
a review of the size, capability and work-level standard of the SES before any new net growth in the SES occurs
secretariat support to the Defence Force Remuneration Tribunal.
APS Bargaining Framework 
[image: C:\Users\EH2585\AppData\Local\Microsoft\Windows\Temporary Internet Files\Content.Outlook\WDLLZYKU\frameworkcover.jpg]The APS Bargaining Framework, released on 31 January 2011 to replace the previous bargaining framework, represented important progress towards a more unified APS with greater commonality in terms and conditions. 
The government agreed to continue bargaining at the agency level but to support a more consistent approach to terms and conditions of employment across the APS. The recommended common terms and conditions of employment, which accompany the APS Bargaining Framework, outlined a range of recommended terms and conditions (including leave, working conditions, superannuation and the provision of facilities for employee representatives) which agencies were to strive to achieve through bargaining. The recommendation in relation to wage increases was that increases not exceed an average annual increase of 3% and the increase be underpinned by genuine quantifiable increases to productivity and be affordable within existing agency budgets. 
There were 78 APS agencies with agreements which nominally expired on or before 30 June 2011. With the short bargaining period and the significant change in bargaining policy, a key role of the Commission was to provide timely advice and support to agencies in relation to the APS Bargaining Framework and associated recommended terms and conditions. 
Under the new framework, APS agencies were required to seek approval to bargaining positions before commencing bargaining and subsequent approval to proposed agreements prior to being put to staff for a vote. These approvals rested with the Special Minister of State for Public Service and Integrity. The government agreed that those bargaining positions and agreements which were consistent with the bargaining framework could be approved by the Commission. Previously the approval role rested with agency ministers, so the change had a significant impact on the work of the Commission.
At 30 June 2011, the Commission had assessed 78 bargaining positions and 35 agreements for approval, either by the Minister or the Commission. Twenty-five agreements had been voted on or were being voted on.
The Commission established regular forums at practitioner and senior management levels to promote knowledge sharing and provide strategic advice across agencies.
This round of bargaining has been challenging across the APS due to the tight timetable, the commitment to moving towards more consistency and the tightened financial constraints needed due to overall budgetary pressures. It is expected that bargaining will continue into 2011–12 with agencies with nominal expiry dates of 30 June 2011 finalising bargaining and agencies with later expiry dates (some 30 agencies) commencing bargaining during the year.
Policy advice and support
During 2010–11, the Commission assessed:
17 enterprise agreements to ensure compliance with the Australian Government Employment Bargaining Framework (which applied to APS agencies until 31 January 2011)
78 bargaining positions and 36 enterprise agreements to ensure compliance with the APS Bargaining Framework (which took effect on 31 January 2011).
The Commission issues circulars as necessary to agencies outlining changes in public sector workplace relations and providing advice on bargaining matters. In 2010–11, the Commission distributed five workplace relations circulars to APS agencies. 
The Commission provided policy advice to the Minister on a range of workplace arrangements in Australian Government employment during the year. 
The Commission continued to maintain the Allowance Subscription Service, which since its inception in 1999 has been provided on a cost-recovery basis to Commonwealth agencies. The service provides updates to a range of allowances such as travel, motor vehicle and temporary accommodation. The Commission also provided advice on the Executive Vehicle Scheme policy.
During 2010–11, the Commission conducted the Australian Public Service Remuneration Survey. This annual survey provides participating APS agencies with agency-specific and APS-wide data that helps inform their remuneration practices.
Workforce classification and work-level standards
Senior Executive Service review
The SES review is an APS reform project that stems from recommendation 6.2 of the Blueprint, which required the Commission to complete a review of the size, capability and work-level standards for each level before any new net growth in the SES occurs. 
The impetus for the review was the rapid growth of the SES over the past decade.
The Commission engaged former departmental secretary Mr Roger Beale AO, of PricewaterhouseCoopers Australia, to guide, advise on and oversee the review, and engaged Mercer Australia to assist.
The review was conducted in the latter half of 2010 in consultation with agencies. It examined:
the rate, geographic location and causes of workforce growth
the likelihood of ‘classification creep’
the role of the SES in current classification structures.
Consistent with the Blueprint requirements, the review team, with a reference group drawn from APS agencies, developed new work-level standards for each SES classification level in consultation with secretaries and relevant stakeholders. These are currently in draft form but are available for use by agencies. 
The Commission also established a second reference group, again drawn from APS agencies, and engaged Hay Group to assist in developing a simple methodology for evaluating SES roles against the work-level standards and a workbook to guide agencies in its use. The work is expected to be completed later in 2011.
The review report was submitted to the Special Minister of State for the Public Service and Integrity in March 2011. 
Consistent with the Blueprint recommendations, agency caps on the number of SES have been in place since June 2010. Agencies have reported their SES numbers against the caps each month. 
The caps have been administered flexibly to ensure that the SES is deployed across the APS in line with emerging government priorities and changing circumstances. 
APS-wide reviews
Blueprint recommendation 6.1 proposed that the Commission undertake APS-wide reviews of the classification structure and work-level standards. The aim of the reviews is to provide greater consistency in classification and work-level standards across the APS to facilitate mobility.
Classification structure
The Commission is examining the extent to which existing APS classification arrangements meet the needs of APS agencies and employees. In August 2010, the Commission conducted a survey of APS agencies to gather information on their use of existing APS classifications, the methodology they use for classifying jobs, and whether they consider the existing classification structure to be adequate for their business needs. 
The survey results identified the need to strengthen formal procedures for classifying new roles and broadbanding arrangements. The survey also highlighted the need to review existing APS classifications to determine if they are appropriate for the contemporary APS. 
As part of this work, in November 2010, the Commission commenced preliminary research, including mapping of APS agencies’ existing Executive Level work-level standards, with the aim of developing a set of draft common standards for use across the APS. In early 2011, the Commission worked with a reference group drawn from a range of APS agencies to develop draft work-level standards for Executive Levels 1 and 2. Consultation workshops with Executive Level employees were held in Sydney, Melbourne and Canberra. This research will inform materials that will be used to consult with a wider range of stakeholders during 2011–12.
Further work on these reviews is to be scoped in late 2011.
Defence Force Remuneration Tribunal
The Defence Force Remuneration Tribunal was established in 1984 to determine the pay and allowances of members of the Australian Defence Force, considering the special nature of Defence Force service. The tribunal’s functions, as set out in section 58H of the Defence Act 1903, are to:
1. inquire into and determine the salaries and relevant allowances to be paid to members of the Australian Defence Force
1. inquire into and make determinations on prescribed matters that have been referred to the tribunal. 
A report on the performance of these functions is contained in the Defence Force Remuneration Tribunal’s annual report, available at www.dfrt.gov.au.
The Commission provides secretariat services to the Defence Force Remuneration Tribunal. In 2010–11, the secretariat provided advice and support in proceedings before the tribunal related to the remuneration and entitlements of members of the Australian Defence Force. The president of the tribunal indicated a high level of satisfaction with the quality and timeliness of the services provided by the secretariat.
Remuneration Tribunal
The Secretariat to the Remuneration Tribunal supports the Tribunal, an independent statutory body established under the Remuneration Tribunal Act 1973 (the Act), to inquire into and determine, or provide advice on, remuneration and related matters for a range of Commonwealth offices. The Secretariat supports the Tribunal’s work by researching, analysing and providing advice and briefings on matters to be considered by the Tribunal and by providing associated administrative support. The Secretariat is provided by the Commission and staffed by APS employees.  
The Tribunal is required by the Act to report annually to the Minister. Details of the work of the Tribunal are provided in that report. 
[bookmark: _Toc306276273]Table 15: Performance information - Remuneration Tribunal
	Performance indicator
	Estimate
	2010–11
Actual

	Level of satisfaction of the President of the Remuneration Tribunal with the quality and timeliness of the services provided by the Tribunal Secretariat
	Very good or above
	The President of the Tribunal reported a very high level of satisfaction with Secretariat performance


Parliamentarians’ and judicial office holders’ remuneration and entitlements administered program
On 14 September 2010, administration of the parliamentarians’ and judicial office holders’ remuneration and entitlements program was transferred from the Department of Education, Employment and Workplace Relations to the Commission.
The objective of this program is to facilitate the payment of parliamentarians’ and judicial office holders’ remuneration, allowances and entitlements. The Department of the Senate, the Department of the House of Representatives and the Attorney-General’s Department make all payments for this program.
Payments made are reported in the schedule of administered items in the Commission’s financial statements in Part 5.
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This part provides an overview of the Commission’s approach to corporate governance and the management of its resources

[bookmark: _Toc298252233][bookmark: _Toc306097015]
Organisational capability and change
In 2010–11, the Commission embarked on a journey to reposition itself to deliver on the broad APS reform goals outlined in the report Ahead of the game: Blueprint for the reform of Australian Government administration (the Blueprint) and continue to deliver its core statutory responsibilities and services. The outcome was an organisation with enhanced expertise in:
best practice workforce planning and people management
human capital benchmarking and qualitative and quantitative analysis skills
labour market analysis skills in relation to APS employment
talent management and leadership development
APS classification structures, pay, employment conditions and work-level standards 
public sector enterprise bargaining and workplace relations.
This set the agenda for a year of substantial change and transition. There was a significant focus on people, structure and systems throughout the year. Work will continue in 2011–12 to embed a number of initiatives to support the continuing change process and equip the Commission to deliver on its strategic priorities.
[bookmark: _Toc306097016]Achievements
During the year the Commission completed significant steps to transform its governance arrangements, people and systems to support its new and ongoing activities. The Commission:
developed a strategic plan for 2011–14, which set the agenda for further change in 2011–12
developed a draft workforce plan for 2011–14 to support the long-term direction of the Commission. The draft identifies the staff capabilities required to deliver the Commission’s strategic priorities, the necessary strategies to recruit the right staff, and the learning and development strategies required to build the capacity of Commission staff
developed a client engagement strategy which established an internal governance and accountability and organisational change program to deliver the desired behavioural changes required to move towards a client engagement approach
managed the realignment of staff to the new structure and responsibilities, keeping staff informed about progress on repositioning the Commission through regular all-staff meetings, communications from the Commissioner, ‘pulse surveys’, ‘brown-bag’ lunches with the Commissioner and regular forums on developing the strategic plan and a statement of SES leadership behaviours
established the new human capital, Strategic Centre for Leadership, Learning and Development and workplace classifications functions and recruited the necessary resources for the new priorities
embedded the new responsibilities for advice and support on workplace relations and for secretariat support for the Remuneration Tribunal and the Defence Force Remuneration Tribunal 
commenced a comprehensive review of the Commission’s governance framework including the committee system and financial and human resource policies
undertook a capability improvement assessment and developed an implementation strategy to improve project and program management
began to develop a strategic communications plan to improve client management 
developed a communications channel on the Commission’s intranet for news, information and resources to ensure that communications are strategically aligned
developed a new corporate portal on the Commission’s intranet to provide a single access point to all corporate policies, procedures and guidance material to ensure that administrative activities align with Commission policies
reviewed all Commission web pages to assess their compliance with the Web Content Accessibility Guidelines (WCAG) 2.0. The Commission will use the results of the audit to enable it to meet the Australian Government requirement that all government websites are to be WCAG Level A standard by December 2012
commenced implementation of a new electronic document and records management system 
completed the relocation of selected functions to the Adelaide, Brisbane, Melbourne, Perth and Sydney offices.
[bookmark: _Toc306097017]Corporate governance framework
The Commission’s outcome and anticipated use of resources are set out in its Portfolio Budget Statements and strategic priorities for 2010–11. Actions to achieve the Commission’s outcome are detailed in group business plans and individual performance agreements, which provide the framework for staff compliance and accountability.
The Commission’s corporate governance framework (Figure 2) brings together all the components necessary to manage and monitor the achievement of the Commission’s outcome.
[bookmark: _Toc306097092]Figure 2: Corporate governance framework, 2010–11
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Corporate committees
The Executive establishes the directions and work program of the Commission and directs the agenda for the Commission Management Committee. The Executive approves business plans and budgets and determines senior staffing matters. It meets regularly as a group on a needs basis.
In 2010–11, five advisory committees supported the Executive in its management and accountability role. 
Commission Management Committee
The Commission Management Committee is chaired by the Commissioner and comprises the Executive and Group Managers. The committee meets weekly and is the forum for scoping strategic challenges and direction and for providing updates on Commission activities.
Audit Committee
The Audit Committee is established in accordance with the Financial Management and Accountability Act 1997 and its responsibilities are detailed in the audit charter. The committee met four times in 2010–11.
Information Technology Advisory Committee
The Information Technology Advisory Committee is responsible for guiding and managing the Commission’s information services and oversees the development and implementation of the Commission’s information and communication technology strategy. The committee meets on a bi-monthly basis.
Workplace Relations Committee
The Workplace Relations Committee is responsible for advising the Commissioner on the implementation and development of the Commission’s enterprise agreement. The committee met four times in 2010–11.
Occupational Health and Safety Committee
The Occupational Health and Safety Committee is responsible for advising the Commissioner on the administration of the Commission’s occupational health and safety policies and practices. The committee met four times in 2010–11.
As part of the review of the Commission’s corporate governance framework, the Commission reviewed its committee structure with a view to creating a committee system that guides the Commission’s strategic thinking, monitors performance and contributes effectively to the achievement of Commission outcomes. The revised structure and arrangements, including the introduction of a thought leadership forum, are expected to be implemented in October 2011.
Risk management
Risk management is integrated into the daily activities of the Commission. The systematic application of risk management supports good decision-making, enables sound judgments and promotes the cost-effective use of resources throughout the Commission.
The Commission’s risk management framework is reviewed each year and consists of:
a risk management statement from the Commissioner, which is published on the Commission’s external website 
a risk management policy 
a risk assessment handbook.
The aims of the Commission’s risk management policy are to:
develop a Commission-wide understanding of risk management
create an environment where all employees assume responsibility for managing risk
ensure that relevant risks are considered in decision-making processes
ensure that significant risks faced by the Commission are identified and understood
ensure that material risks are appropriately monitored through documented review processes and that key mitigating actions are reported to management on a regular basis.
During 2010–11 the Commission conducted a comprehensive risk analysis and assessment to identify risks to achieving its objectives. The Commission’s response to the risk assessment is expected to be implemented in September 2011.
The Commission continued to participate in Comcover’s annual risk management benchmarking survey and Comcover prepared an insurable risk profile which indicated that all the Commission’s insurable risks were either insured or partially insured. In 2010–11, the Commission received a discount of 6.3% on its Comcover insurance premium for 2011–12.
Commission plans
Strategic priorities 2010–11
The Commission’s strategic priorities for 2010–11 were:
One APS—build a unified, citizen-centric APS by leading APS organisational and human capital strategies
APS agencies—lead APS agencies’ adoption of best human capital practices and assure agencies’ organisational capability
APS leaders—develop outstanding leaders and shape a cohesive leadership network
APS values—instil and enliven APS ethics and values to inspire excellence
APSC capability—invest in and grow the Commission’s capability to deliver its expanded role.
These priorities are reflected in specific objectives and deliverables under the Commission’s programs and group business planning. All involve a whole-of-Commission approach. Progress against these strategic priorities is monitored quarterly by the Commission Management Committee.
Fraud control plan
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The Commission’s Fraud Control Plan 2010–11 establishes the framework for detecting, reporting on and investigating fraud within the Commission. The plan also outlines ongoing fraud awareness steps to ensure that staff are aware of their responsibilities under the plan.
The Commission’s Fraud Control Plan 2011–12 to 2012–13 is being developed based on a comprehensive risk management process.
Business continuity plan
The Commission’s business continuity plan details the steps to be taken in the event of a disruption to business operations.
The plan’s objectives are to maintain the continuity of essential services as far as is practicable and to minimise the impact of any disruption to the availability of services. The plan provides practical assistance and guidance to staff on how to ensure that the Commission is able to resume normal business operations following a disaster.
In 2010–11, the Commission commenced a review of its business continuity plan following the transfer of the functions of the Remuneration Tribunal and the Defence Force Remuneration Tribunal to the Commission and the relocation of other Commission activities.
Environmental management system
The Commission aims to minimise the use of non-renewable resources. Significant activities include continuing to use recycled paper products for most work activities, maximising the benefits from energy-saving devices, and undertaking purchasing with energy efficiency in mind. Appendix F provides more detail on the Commission’s environmental performance.
Reconciliation Action Plan 2007–10
The Commission recognises that as a central agency involved in the development of employees, leaders and the culture of the APS, it is vital that we take a leadership role in reconciliation with Indigenous people.
The objectives of the reconciliation action plan are to:
establish a culturally competent, diverse and inclusive organisational culture within the Commission 
promote, influence and lead the embedding of a culturally competent, diverse and inclusive organisational culture across the APS. 
The Commission commenced a review of the plan in 2010–11 and is developing a plan for future years.
Client engagement strategy
The Commission developed a client engagement strategy in response to feedback provided by Commission clients. Feedback from three value creation workshops and views gathered from a broader series of consultations, helped to inform the development of the strategy.
The strategy establishes protocols for:
an internal governance and accountability framework to provide structure to client engagements (including a ‘rules of engagement’ methodology)
the establishment of an agency contact and engagement register to track and identify the themes of the Commission’s engagements with APS departments and agencies
an organisational change program to deliver the desired behavioural changes required to move towards a client engagement approach
a strategic communications plan to deliver channels to capture and share knowledge
training strategies to develop internal capability
senior employees to operate as client managers and be the Commission’s principal contact with APS departments, agencies and networks. 
A small number of employees were involved in a pilot of the client manager approach, which included active engagement with agencies through meetings, forums and other opportunities.
The pilot was supported by an online client relationship management system which captured the frequency of consultations and engagements, top themes and agency contacts. This data was evaluated and has been valuable in directing the Commission’s continuing efforts in strengthening its relationships with clients. 
The strategy formally commenced in July 2011.
Capability improvement assessment
During 2010–11 the Commission undertook a Portfolio, Programme and Project Maturity Model (P3M3™) capability improvement assessment of its ability to manage and realise benefits from its investment in change initiatives. The review was timely given the significant structural changes in the Commission during the year and the review of the Commission’s governance arrangements.
The assessment concluded that there was scope for the Commission to improve its management of programs and projects and the processes used to deliver services.
The Commission has developed a capability improvement plan, which will be implemented during 2011–13 in a staged approach to strengthen the Commission’s formal organisational governance.
Project and program management
The P3M3™ review highlighted some improvements that the Commission could make to its project management framework. In response, the Commission implemented a revised project management framework that recognises:
the experience within the Commission
the state of maturity of project management capability in the Commission.
The revised framework seeks to strike a balance between improving project and program management practices and maintaining a fit-for-purpose solution suitable to the Commission’s size and needs.
Electronic document and records management system
During 2010–11, the Commission began implementing a new electronic document and records management system. The new system will strengthen the Commission’s recordkeeping practices through the use of technology to manage information.
Compliance and accountability
During 2010–11, the Commission revised the framework for its financial policies and procedures. The revised framework consists of streamlined, principles-based Chief Executive’s Instructions, supported by rules detailing the mandatory procedures and additional guidance material.
The Commission conducts a review of its compliance with the financial management and accountability framework every six months. The results of the 2010–11 reviews confirmed that the Commission’s internal control environment is operating effectively.
The Commission is reviewing its human resource policies to ensure that they are consistent with better practice and contemporary human resource management principles.
Ethical standards
The Commission supports a culture of strong commitment to the APS Values. The Commission’s induction package for new staff (more than 150 new employees were inducted in 2010–11) includes information on the Code of Conduct and the APS Values and the Commission’s expectations of its employees. New Executive Level 2 and Senior Executive Service staff are also briefed by the Ethics Group on the APS Values and Code of Conduct. 
The Commission’s performance appraisal scheme focuses on assessing behaviour against the APS Values.
Internal audit
The Commission’s internal audit function is undertaken by Deloitte Touche Tohmatsu.
During 2010–11, compliance spot checks on a selection of financial processes, performance audits of the APS Employment Database and the Indigenous Employment Strategy and a post-implementation review of the Ethics Advisory Service were undertaken. The Commission is implementing the accepted recommendations.
As at 30 June two compliance audits-Procurement and Contract Management and Payroll Data Analytics - were underway.
[bookmark: _Toc306097018]External scrutiny
Reports by the Auditor-General, parliamentary committees and the Commonwealth Ombudsman
There were no reports into the operations of the Commission by the Auditor-General, a parliamentary committee or the Commonwealth Ombudsman in 2010–11. Reports of general application are considered by the Commission’s Audit Committee.
Court and tribunal decisions
There were no judicial decisions or decisions of administrative tribunals in 2010–11 that had a significant impact on the operations of the Commission.
[bookmark: _Toc306097019]People management
The Commission’s people management approach combines workforce planning strategies, recruitment plans and a remuneration framework that rewards performance, with a strong performance management system, a safe working environment, and learning and development strategies that enable staff to excel.
Staff profile
At 30 June 2011, the Commission employed 260 staff (193 at 30 June 2010), excluding non-ongoing employees employed in the Commission’s regional offices who provide fee-for-service work on an irregular basis. Of these 260 staff, the majority were based in Canberra (90%) and 216 (175 at 30 June 2010) were employed on an ongoing basis.
The Commission’s workforce increased by 34.7% during 2010–11 as a result of recruitment of staff for the Commission’s new functions and the transfer from the Department of Education, Employment and Workplace Relations of the functions and staff responsible for:
providing advice and support in relation to workplace relations policy
providing secretariat support for the Remuneration Tribunal and the Defence Force Remuneration Tribunal.
The Commission also recruited non-ongoing staff to deliver key elements of the APS reform agenda.
At 30 June 2011, the Commission’s workforce comprised 88 (33.3%) staff that have less than two years of service with the Commission and a further 44 (16.7%) who have less than five years of service in the APS (see Figures 3 and 4). At the other end of the spectrum, 72 (27.3%) of staff have more than 15 years of service with the Commission, 62 of whom (23.5% of total workforce) have more than 20 years of service in the APS. Of the 163 people recruited during the year, 81% remain with the Commission, and 66% of the staff who were with the Commission in 2009–10 remain.
[bookmark: _Toc306097093]Figure 3: Length of service of staff with the Commission
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[bookmark: _Toc306097094]Figure 4: Length of service of Commission staff in the APS
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Other notable trends in the Commission’s staffing are:
the proportion of women working in the Commission at June 2011 increased to 72.3% compared with 69.9% at June 2010 
the proportion of employees identifying as being of Aboriginal or Torres Strait Islander descent declined from 5.7% at June 2010 to 4.2% at June 2011, although the number remained the same
the proportion of staff identifying as having a disability at June 2011 declined to 5.3% compared with 6.7% at June 2010, although the number increased by one
11 Senior Executive Service staff were employed at June 2011 (five at June 2010, including one AusAID-funded staff member deployed overseas). 
More detailed information about the Commission’s workforce is set out in Appendix G.
Workforce planning
The Commission’s workforce requirements are identified each year as a key component of business planning. Strategies are developed to address identified skill gaps and inform recruitment processes. 
The Commission developed a workforce transition plan for 2010–11 that addressed the immediate capacity and capability issues arising from the Commission’s restructure following the release of the Blueprint.
A more detailed workforce plan for 2011–14 is in development to support the long-term direction of the Commission. It sets out the Commission’s strategies for the next three years to ensure that the Commission delivers its strategic priorities and builds and maintains a skilled, capable, diverse, valued and engaged workforce. The plan recognises that highly skilled staff are critical to the Commission’s success in delivering on its priorities.
During 2011–12 the Commission will:
implement a new statement of SES leadership behaviours against which the Commission leadership group will be measured and benchmarked
identify the key capabilities for the Commission to deliver on its current strategic priorities, and integrate them into the performance appraisal scheme and performance development plans
identify current key roles in the Commission and develop a structured succession management process
focus on the key capabilities that have been identified as being critical for delivery of the Commission’s strategic priorities.
Recruitment strategy
The Commission’s recruitment policy and procedures are currently being reviewed to ensure that they deliver on the objectives of the strategic plan 2011–14.
The Commission recruited three (two in 2009–10) graduates and one Indigenous cadet and one Indigenous trainee (one of each in 2009–10).
Learning and development strategies
The Commission’s draft workforce plan 2011–14 identified the following capabilities as central to the successful delivery of Commission services:
an expert knowledge of the Public Service Act and of the APS Employment Framework and how it may be applied to uphold, lead and support the APS
thought leadership in applying contemporary human capital planning and management knowledge and techniques to the APS
relationship management, establishing relationships and collaboration to drive change, provide support and develop capacity within the APS
 critical and analytical thinking skills to design solutions for the APS
project and program management for good stewardship, governance and evidence-based outcomes.
These key capabilities will drive the Commission’s learning and development strategy for 2011–12.
The Commission also identifies learning and development needs of staff annually through the performance appraisal scheme. The results of these appraisals help the Commission to shape its learning and development strategy for staff.
The Commission spent $431,000 ($302,000 in 2009–10) on staff learning and development activities across all categories in 2010–11.
Remuneration framework
The Commission’s remuneration framework consists of an enterprise agreement for non-SES staff and Public Service Act section 24(1) determinations for the SES employees. Section 24(1) determinations are the mechanism for setting the remuneration and other terms and conditions of employment for SES employees.
The Commission’s enterprise agreement 2009–11 expired on 30 June 2011. 
The salary ranges for the Commission’s classification levels covering the enterprise agreement and PS Act section 24(1) determinations (for the SES) are set out in Table 16.
[bookmark: _Toc306276274]Table 16: Salary ranges, 2008–09 to 2010–11
	Classification
	2008–09
($’000)
	2009–10
($’000)
	2010–11
($’000)

	APS 1–2
	36–45
	37–47
	37–48

	APS 3–4
	47–56
	49–58
	50–59

	APS 5–6
	59–74
	60–75
	62–76

	EL 1
	78–97
	83–100
	85–103

	EL 2
	90–127
	105–132
	107–138

	SES 1
	135–161
	149–168
	150–195

	SES 2
	–
	–
	200–225


Note: Salary ranges for EL 1 and EL 2 reflect the salary in the enterprise agreement adjusted to take account of the salary of staff joining the Commission as a result of machinery of government changes or recruitment market forces. During 2010–11 the Commission employed one SES Band 3 employee not included in this table.
During the year, the Commission commenced negotiations to establish a new enterprise agreement. The agreement received a positive response from staff. The new agreement, which is consistent with the APS Bargaining Framework, commenced on 15 August 2011 and expires on 30 June 2014. It delivers modest salary increases to staff and addresses several issues relating to staffing matters.
Performance management
The Commission’s performance appraisal scheme directly links annual assessment of individual performance with remuneration. The scheme integrates corporate, group and individual performance with the Commission’s strategic priorities, providing a basis for identifying individual development needs and, where necessary, managing poor performance.
The scheme supports the relevant provisions in the Commission’s enterprise agreement and provides that staff who are eligible for assessment and review and who achieve a rating of 2 or 3 may be eligible for performance-based salary advancement.
The Commission’s enterprise agreement and PS Act section 24(1) determinations do not provide for the payment of performance bonuses.
Rewards and recognition—Australia Day awards
The Commission formally recognises exceptional performance through the annual Australia Day awards. The Australia Day awards give us an opportunity to acknowledge and reward high levels of sustained commitment, achievement and contribution to the work of the Commission.
These awards celebrate the achievements of teams and individuals who provide excellent customer service, demonstrate exceptional leadership, achieve substantial efficiencies or contribute to outstanding policy and program outcomes. 
Team awards were presented to:
The Indigenous Employment Team of Sherryn Bellis, Diana Currie, Melanie Eldred, Alison Flack, Karl Hoffman, Gjai Hoolihan, Chantel Johns, Atalaya Jones, Mathew Kerwin, Scott Kneebone, Megan Mathews, Cecilia Murphy, Yvonne Norris, Debi Richardson and Gerrit Wanganeen.
The team built and maintained strong working relationships with other APS agencies and with Aboriginal and Torres Strait Islander APS employees and applicants. They have reinvigorated the assessment process for the recruitment of Aboriginal and Torres Strait Islander people into the APS.
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The Training Centre Management Team (left to right: Shovan Jamaly, Ashley Schneider and Kahlia Haar) with the Commissioner (far right) after receiving their team award.
The Training Centre Management Team, which provides a high-quality, customer-oriented service to both internal and external clients of the Commission. They actively represent the Commission as a professional, responsive and committed partner in the success and continuous improvement of client relationships.
Individual awards were presented to:
David Mylan, Chief Finance Officer, for his significant contribution to the APS reform and associated budget processes to position the Commission to deliver more effectively for government.
Meeghan Webster, APS Products and Services, for her exceptional contribution to the performance, culture and achievements of the Commission through her efforts in encouraging and facilitating opportunities for Commission staff to get together socially.
Unscheduled absences
The Executive and senior management continued to monitor unscheduled absences and to focus on providing early intervention services and support to staff to return to work. The Commission’s overall unscheduled leave decreased from 11.31 days per employee in 2009–10 to 10.3 days per employee in 2010–11.
Health and lifestyle
The Commission launched its Health, Safety and Wellbeing Program in 2009–10. The aim of the program is to increase staff awareness of health, safety and wellbeing issues and provide opportunities for staff to participate in a number of wellbeing activities.
The Commission’s Health, Safety and Wellbeing Program for 2010–11 included:
· Zero Harm, which focuses on the prevention of workplace injury, injury reporting, hazards, workstation assessments for all new staff and the Commission’s occupational health and safety performance 
· Focus on Health, which is designed to provide information to staff on how to reduce the likelihood of developing common health ailments
· Health and Wellbeing Seminars, which cover a variety of healthy lifestyle topics such as nutrition and work–life balance.
More information about the program is in the Commission’s report on occupational health and safety at Appendix C.
[bookmark: _Toc306097020]Information and communication technology
The Commission’s ICT infrastructure services are provided under a memorandum of understanding with the Department of Education, Employment and Workplace Relations. As part of this arrangement, the Commission moved to a new desktop environment based on Microsoft Windows 7 and Office 2007.
The Commission also developed a range of in-house applications to better support its business requirements. These included:
the Indigenous employment database to provide better data collection and reporting in relation to the Commission’s Indigenous employment initiatives
the Employment Policy Adviceline database to support the advisory service function
a redeployment register function within the APSjobs web portal to support agencies to better handle requests for redeployment between agencies.
During 2010–11 the Commission commenced several projects to improve access to information, both internally and externally. These projects are:
the development of a new communications channel on the Commission’s intranet for news, information and resources to ensure that communications are strategically aligned and follow Commission conventions, policies and practice
the development of a new corporate portal on the Commission’s intranet designed to provide a single access point to all corporate policies, procedures and guidance material to ensure that administrative activities align with Commission policies
the review of all Commission web pages to assess their compliance with the Web Content Accessibility Guidelines (WCAG) 2.0. The Commission will use the results of the audit to enable it to meet the Australian Government requirement that all government websites are to be WCAG Level A standard by December 2012.
The Commission updated its ICT Strategic Plan to take account of APS reform initiatives. New systems planned for development in 2011–12 include:
an extended web presence to allow the presentation of supporting material and, in some cases, the generation of dialogue between the Commission and its clients
improvements to the systems supporting capturing of data relating to the SES cap
enhancements to APSjobs to support a new service to manage graduate recruitment across the APS
implementation of web survey tools to allow collection, consolidation and reporting of a range of information from agencies.
[bookmark: _Toc306097021]Financial performance
This section provides a summary of the Commission’s financial performance during 2010–11. Further information is available in Part 5, which includes the independent auditor’s report and the Commission’s audited financial statements for the period to 30 June 2011.
Departmental activities
2010–11 income
The Commission’s total income for 2010–11 was $52.56 million. Appropriation from government accounted for 57.3%, and sales of goods and services accounted for 42.6%. Table 17 details Commission income since 2008–09.


[bookmark: _Toc306276275]Table 17: Commission income, 2008–09 to 2010–11
	Source
	2008–09
($ million)
	2009–10
($ million)
	2010–11
($ million)

	Appropriation
	22.132
	20.731
	30.096

	Non-appropriation
	19.365
	19.961
	22.460

	Total
	41.497
	40.692
	52.556



Table 18 details the income source by percentage since 2008–09.
[bookmark: _Toc306276276]Table 18: Percentage of income by source, 2008–09 to 2010–11
	Income source
	2008–09 (%)
	2009–10 (%)
	2010–11 (%)

	Appropriation from government
	53.3
	50.9
	57.3

	Sales of goods and services
	46.6
	49.0
	42.6

	Other income (gains from sale of assets and resources received free of charge)
	0.1
	0.1
	0.1


Appropriation funding
Appropriation funding increased from $20.731 million in 2009–10 to $30.10 million in 2010–11. The increase was to support the Commission’s role in implementing key APS reforms ($14.43 million) and was partially offset by the cessation of funding for the Career Transition and Support Centre ($0.67 million). In line with net cash appropriation arrangements, revenue from government was reduced by an amount equal to the budget-funded proportion of depreciation and amortisation expense ($0.83 million) and portfolio savings.
Three significant changes to the Commission’s appropriation funding occurred in 2010–11:
An FMA Act section 32 determination transferred funding of $3.98 million for agreement making, classification structures, Australian public service remuneration arrangements, work-level standards advice and the Defence Force Remuneration Tribunal to the Commission from the Department of Education, Employment and Workplace Relations (DEEWR).
The 2010–11 Mid-Year Economic and Fiscal Outlook reduced the Commission’s funding for the APS reform measure announced in the 2010–11 Budget by $8.17 million. This reduction delivered on the government’s election commitment.
The Administrative Arrangements Order of 14 September 2010 transferred responsibility for the Remuneration Tribunal to the Commission. Funding of $1.10 million for the Remuneration Tribunal functions was transferred to the Commission from DEEWR with effect from November 2010.
As a result of the transfer of functions and funding to the Commission, the percentage of appropriation from government increased from 50.9% in 2009–10 to 57.3% in 2010–11.
Non-appropriation income
Table 19 shows the non-appropriation income, by source, that the Commission received from the sale of goods and rendering of services in 2009–10 and 2010–11. Workplace relations and capability reviews are new income sources for the Commission.


[bookmark: _Toc306276277]Table 19: Non-appropriation income received by source, 2009–10 and 2010–11
	
	2009–10
	2010–11
	

	Source
	Actual ($ million)
	Estimate ($ million)
	Actual ($ million)

	Development programs
	13.8
	12.2
	14.6

	Employment services
	3.1
	1.9
	3.4

	International assistance
	2.4
	2.0
	2.2

	Better practice and evaluation
	0.5
	0.5
	0.4

	Workplace relations
	-
	0.6
	1.0

	Capability reviews
	-
	–
	0.7

	Other services
	0.2
	0.0
	0.2

	Total
	20.0
	17.2
	22.5



Table 20 details the percentage of non-appropriation income, by source, that the Commission received from sales of goods and services in 2009–10 and 2010–11.
[bookmark: _Toc306276278]Table 20: Percentage of non-appropriation income received by source, 2009–10 and 2010–11
	Source
	2009–10 (%)
	2010–11 (%)

	Development programs
	69
	65

	Employment services
	15
	15

	International assistance
	12
	10

	Better practice and evaluation
	3
	2

	Workplace relations
	–
	4

	Capability reviews
	–
	3

	Other services
	1
	1



Income from development programs amounted to $14.6 million in 2010–11 ($13.8 million in 2009–10) and made up 28% (34% in 2009–10) of the Commission’s total income from all sources. Although total income from this source increased, the percentage declined due to new funding for APS reform activities and for functions transferred from the Department of Education, Employment and Workplace Relations. 
The majority of this income is earned in an open market, where agencies have a choice about where they source their services and the level of services required. As demand can be unpredictable, the Commission devotes considerable effort to estimating income and expenditure and to monitoring its financial performance during the year.
Operating result
The Commission’s operating result for 2010–11 was a surplus of $1.912 million (surplus of $0.799 million in 2009–10). The surplus is mainly due to lower than expected expenditure for APS reform activities and from effective management of costs. Table 21 details operating results for 2009–10 and 2010–11.
[bookmark: _Toc306276279]Table 21: Operating result, 2009–10 and 2010–11
	
	2009–10
($ million)
	2010–11
($ million)

	Surplus
	 0.799
	1.912


[bookmark: _GoBack]Administered activities
On 14 September 2010, administration of the parliamentarians’ and judicial office holders’ remuneration and entitlements program was transferred from the Department of Education, Employment and Workplace Relations to the Commission.
The objective of this program is to facilitate the payment of parliamentarians’ and judicial office holders’ remuneration, allowances and entitlements. The Commission receives special appropriations for the program, and the Department of the Senate, the Department of the House of Representatives and the Attorney-General’s Department make all payments.
For the part of the year that the Commission was responsible for this program, payments amounted to $35.68 million. Payments made are reported in Table C of note 20 of the Commission’s financial statements in Part 5.
[bookmark: _Toc306097022]Asset management
The Commission manages assets with a gross value of $8.45 million ($8.21 million in 2009–10). These assets are managed by groups to meet their business needs.
During 2010–11, two changes to the Commission’s asset base occurred with the transfer of the Remuneration Tribunal and the Defence Force Remuneration Tribunal to the Commission.
The Commission conducts annual reviews of its capital budget and plan. A four-year capital investment plan is developed from which the Commission manages its future asset purchases and disposals. All assets owned by the Commission, including any information technology assets, are subject to an annual stocktake to verify the accuracy of asset records. Assets are depreciated at rates applicable for each asset class, as verified by the Australian National Audit Office.
[bookmark: _Toc306097023]Purchasing
The Commission’s purchasing is undertaken in accordance with the Commonwealth Procurement Guidelines. Further guidance is provided to staff through the Commission Purchasing Guide and the Chief Executive’s Instructions.
The Commission has also established a framework for managing the risks inherent in procurement activities and has operational guidelines to support staff in assessing the risks associated with their projects.
The Commission has published the annual procurement plan on AusTender (as required by the procurement guidelines) to facilitate early procurement planning for 2011–12.
Purchaser–provider arrangements
The Commission has three purchaser–provider arrangements:
ICT infrastructure services provided under a memorandum of understanding with the Department of Education, Employment and Workplace Relations
human resource support services provided under a memorandum of understanding with the Department of the Prime Minister and Cabinet 
international assistance under an arrangement with AusAID.
The Commission’s agreement with the Department of Education, Employment and Workplace Relations has been in place for two years and includes performance standards to monitor the delivery of services. Performance has met expectations.
The Commission’s agreement with the Department of the Prime Minister and Cabinet began in April 2011. The aim is to realise benefits by combining with a number of agencies to deliver shared payroll services. The agreement includes performance standards and a reporting regime to facilitate the effective delivery of the Commission’s human resource services. Performance has been satisfactory.
The Commission’s international work under its arrangement with AusAID is provided in Part 2 of this report.
[bookmark: _Toc306097024]Consultants
The Commission engages consultancy services in circumstances where it requires particular expertise that is not available internally. During 2010–11, the Commission entered into 39 (14 in 2009–10) new consultancy contracts, involving total actual expenditure of $1.907 million ($521,000 in 2009–10). In addition, nine ongoing consultancy contracts were active during 2010–11, involving total actual expenditure of $589,000 (six involving $206,000 in 2009–10).
Information on the value of contracts and consultancies for 2010–11 is available through the AusTender website (www.tenders.gov.au). Additional details for consultancy contracts over $10,000 can be found on the Commission’s website.
Table 22 details expenditure on consultancy contracts between 2008–09 and 2010–11.
[bookmark: _Toc306276280]Table 22: Expenditure on consultancy contracts, 2008–09 to 2010–11
	
	Number of new consultancies let
	Number of ongoing consultancy contracts that were active
	Total actual expenditure on new consultancy contracts
($’000)
	Total actual expenditure on ongoing consultancy contracts that were active
($’000)
	Total actual expenditure on consultancy contracts
($’000)

	2008–09
	11
	11
	276
	337
	613

	2009–10
	14
	6
	521
	206
	727

	2010–11
	39
	9
	1,907
	589
	2,496


[bookmark: _Toc306097025]Australian National Audit Office access clauses
The Commission’s standard form contracts for services and consultancies provide for access by the Australian National Audit Office.
[bookmark: _Toc306097026]Accommodation
As part of the implementation of the Commission’s revised organisational structure, minor changes were made to the Commission’s accommodation in Canberra and to co-locate the small number of staff in Adelaide, Brisbane, Melbourne and Perth offices with other agencies that have the same common ICT provider. Commission staff in Brisbane and Melbourne are co-located in the Department of Education, Employment and Workplace Relations premises and in Adelaide and Perth with the Office of the Australian Building and Construction Commissioner.
[bookmark: _Toc306097027]Exempt contracts
The Commissioner may direct that contract details are not to be reported on AusTender if they would be subject to an exemption under the Freedom of Information Act 1982, and the Commissioner considers that the information is genuinely sensitive and harm is likely to be caused by its disclosure.
The Commission did not issue any exemptions during 2010–11.
[bookmark: _Toc306097028]Grant programs
The Commission did not administer any grant programs in 2010–11.
[bookmark: _Toc306097029]Outlook for 2011–12
The Commission’s operations and delivery of its strategic priorities in 2011–12 will be guided by the new strategic plan and supported by a workforce plan, SES leadership behaviour statement and revised governance arrangements.
The Commission will continue to design and implement its knowledge-management and information-sharing capabilities, so that it can provide a stronger evidence base for APS workforce policies and better metrics and data for the APS and agencies more broadly.
The Commission’s top priorities to facilitate the delivery of its strategies and objectives relate to people, process and system capabilities. The focus in 2011–12 will be to:
implement priorities identified in the Commission’s workforce diversity plan and the capability improvement plan
embed new committee structures
finalise the implementation of the new electronic document and records management system
develop stronger financial management and reporting frameworks
implement the client engagement strategy
update and implement the Commission’s ICT Strategic Plan.
Future funding arrangements
In April 2011, secretaries and the heads of larger agencies agreed to provide the Commission with funding for a period of five years commencing in 2011–12 to enable the Strategic Centre to implement its program of reforms, and for two years to undertake reviews of APS classifications and work-level standards.
Under this funding arrangement, the Commission will provide regular (including in its annual report) progress reports on the work performed, including a description of progress, outputs and milestones achieved and the future work program. Continuation of funding beyond this period will be subject to an evaluation of the impact of the Strategic Centre’s work, with a formal evaluation of the Strategic Centre’s effectiveness to commence after the third year of the program.
Budget outlook
The Commission’s departmental revenue from government will decrease in 2011–12 by $4.27 million as a result of the reduction in funding for the APS reform measure. The departmental fee-for-service income is projected to be $3.66 million higher than the 2010–11 levels. This projected increase is due to the funding by agencies to enable the Strategic Centre to implement its program of reforms and undertake reviews of APS classifications and work-level standards.
On a full-year basis administered payments for the parliamentarians’ and judicial office holders’ remuneration and entitlements program are expected to be $47.87 million for 2011–12.
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[bookmark: _Toc298252259]The Honourable Julia Gillard MP
Prime Minister
Parliament House
Canberra ACT 2600
Dear Prime Minister
I am pleased to present the Merit Protection Commissioner’s report for the period 1 July 2010 to 30 June 2011 as part of the Australian Public Service Commissioner’s annual report required by section 51 of the Public Service Act 1999.
This report is prepared in accordance with the guidelines approved on behalf of the Parliament by the Joint Committee of Public Accounts and Audit as required by subsection 51(2) of the Public Service Act 1999. In accordance with the provisions of the Public Service Act 1999, detailing the administrative arrangements to support the performance of the Merit Protection Commissioner’s functions, some of the required information is published within the Australian Public Service Commissioner’s annual report.
In presenting you with the report on the activities of the Merit Protection Commissioner, I take this opportunity to express my thanks to the staff of the Australian Public Service Commission for their assistance in a time of substantial organisational change.
Yours sincerely

Annwyn Godwin
Merit Protection Commissioner
October 2011
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[bookmark: _Toc306097031]Merit Protection Commissioner’s review
[bookmark: _Toc240252757]Purpose and nature of role
The Merit Protection Commissioner is an independent statutory office holder who contributes to maintaining high standards of public administration through:
· ensuring that the Australian Public Service (APS) Values are applied effectively
· improving the quality, efficiency and effectiveness of agency employment-related decisions and the management of merit-based employment
· supporting agencies to maintain fair review procedures
· promoting the highest ethical standards.
In particular, the Merit Protection Commissioner is responsible for:
· overseeing the APS review of employment actions scheme by providing independent review as well as guidance and feedback to agencies on review arrangements and employment-related decision-making
· working with APS agencies to deliver effective, merit-based selection processes, including establishing Independent Selection Advisory Committees[footnoteRef:1] (ISACs) to assist in agency recruitment programs [1:  ISACs are independent committees that make recommendations to agencies about the suitability of candidates in staff recruitment exercises] 

· supporting public sector agencies more broadly, and other organisations, with employment-related services on a fee-for-service basis
· inquiring into whistleblowing reports
· conducting inquiries at the request of the minister responsible for the public service.
The office of the Merit Protection Commissioner is co-located within the Australian Public Service Commission (the Commission). The staff who support the Merit Protection Commissioner in the performance of her functions are employed in the Commission and are made available by the Public Service Commissioner (the Commissioner).
The respective responsibilities of the Merit Protection Commissioner and the Commissioner are established in the Public Service Act 1999. The two roles are complementary, particularly in relation to protecting the integrity of the public service and maintaining confidence in public administration. 
The Commissioner is responsible for promoting the APS Values and Code of Conduct and evaluating the extent to which agencies incorporate and uphold the APS Values and comply with the Code. The Merit Protection Commissioner, by reviewing individual actions or decisions for consistency with the APS Values and other requirements, and through reviews of determinations of breaches of the Code and/or sanctions imposed on individuals, helps to ensure consistent standards of decision-making and people management practices across the APS. 
In practice the two Commissioners work closely together on systemic matters relating to the APS.
[bookmark: _Toc240252758]Focus this year
The year 2010–11 was again a busy year. In my last report, I outlined structural changes within the Commission that are affecting the review function; implementing those changes has presented challenges. Supporting the new team and monitoring performance have occupied a considerable proportion of my time. I have also concentrated on bringing internal instructions and guidance up to date, in particular as they relate to promotion reviews and fee-for-service activities. 
I have continued to support the Commissioner with his statutory responsibility of promoting the APS Values, including through speaking engagements and chairing the new Ethics Advisory Group and meetings of the Ethics Contact Officer Network. As a member of the Commission’s Executive, I have contributed to the corporate governance of the Commission (see also Commissioner’s annual report).
Structural adjustment
As anticipated the major influence on the delivery of my functions was the restructure within the Commission that took effect on 1 July 2010. As part of a new business model for the Commission, the Commissioner decided that in 2010–11 the Merit Protection Commissioner’s review function and fee-for-service activities would be delivered from the Commission’s Sydney office. I, and my Principal Adviser, together with policy support staff, remained based in the Canberra office. 
The relocation of the functions to Sydney necessitated recruitment, induction and training of new staff. Recruitment for the Sydney office was finalised in July and the new employees started work the following month. 
The specialised nature of the review work required the development and delivery of a comprehensive induction program for new staff; tailored training in conducting Code of Conduct investigations and related matters; and, as part of the Commission’s performance management process, an individual training plan for each staff member. The managers and my delegates provided additional support  to develop the case management capability of the review staff. I have also put in place arrangements for regular meetings with managers, and with the Sydney office, to ensure that the communication flow is effective for the review and fee-for-service functions. Even with this support, the nature of the work and the complexity of the issues mean that the transition is not yet complete.
This is partly due to the devolved employment framework of the APS, in which agencies adopt differing policies and practices that are tailored to their operating environments, coupled with the complexities of employment and administrative law and the nature of review. The quality of decisions and recordkeeping practices in agencies also influences the workload of the review staff. Poorly articulated reasons, inadequate explanations of decisions and records that are incomplete or not well ordered are likely to lead to a greater review caseload.
Applications for review are running at higher levels than in recent years, which, coupled with the time necessary to establish a new office and train staff, has resulted in considerable delays in addressing casework. However the caseload had started to build before the relocation took place, with 59 cases on hand at the end of 2009–10. 
In early 2011, following discussion with the Commissioner, an additional review adviser was recruited and another delegate was allocated on a part-time basis. Despite those measures it is clear that challenges remain in managing the review caseload. 
As a result, I have commissioned a review of the function. Terms of reference were developed and the review started early in 2011–12. It will examine the efficiency of the review function in the context of the policy intent of the scheme, good practice in review of administrative decisions and good practice in client service. It is also timely, given the move of the review function to Sydney and the experiences of the relatively new staff, to reconsider the ‘what and how’ of that aspect of my role. I am confident that an independent consultant working with clients and staff will identify other efficiencies or changes to procedures to make the service more effective.
Review and fee-for-service initiatives
Since my appointment in 2008, I have focused on streamlining both the  processes and procedures for conducting review of action and fee-for-service activities. The Public Service Regulations 1999 require me to issue instructions about the procedures to be followed in the conduct of reviews and Independent Selection Advisory Committees (ISACs).
In December 2010, I issued new instructions for Promotion Review Committees (PRCs) and ISACs. These instructions were supported by the development of revised guidelines and templates to assist committee convenors and the administrative staff that support the committees. Guidance relating to PRCs was finalised in March 2011. To recognise the increased administration involved in larger promotion review exercises, I introduced a revised target of 12 weeks to finalise a promotion review where the process involves more than 10 parties. The target for promotion reviews with 10 or fewer parties remains eight weeks. Guidance relating to ISACs has been completed and is being prepared for publication on my webpage on the Commission website at www.apsc.gov.au. 
Over the last three years I have been working to streamline the administration of promotion reviews to improve timeliness and efficiency and to ensure that procedural fairness is afforded to all parties to the review. One area identified as needing attention was the method of distributing statements made by parties to the review. I proposed changing the existing practice so that information obtained for consideration by the PRC from a party to the review would be disclosed to all relevant parties to the review rather than just those in a direct relationship. Particularly in large recruitment exercises where there are multiple parties and a combination of both active and protective review applications, determining ‘direct’ relationships can be difficult and a number of anomalies in accessing information have been identified. Following the preparation of a privacy impact assessment, which concluded that the change was unlikely to breach the Privacy Act 1988, I sought the views of the Community and Public Sector Union. At the end of the financial year I was considering the Union’s response.
In 2010–11, I continued to place a high priority on ensuring that the services I offer agencies on a 
fee-for-service basis, such as ISACs, are of a high quality. My staff have worked to improve the outcomes and modernise the administration of the ISACs and to promote their use with agencies. 
I have also continued to make case summaries of the reviews conducted by my office available on my webpage. These are aimed at assisting agencies to understand the nature of the review undertaken by my office and to highlight approaches to common problems. In particular, agencies will be able to take decisions by my office into account when confronted with similar employment issues.
Last year I noted that amendments to Regulations concerning timeframes for lodging reviews were to come into effect on 2 August 2010. The timeframe to lodge an application for review of an employment decision occurring on or after 2 August 2010 has been reduced from 12 months to 120 days (for applications made to agency heads), or 60 days (for applications made to the Merit Protection Commissioner). This reduction in timeframes is consistent with the policy objective of dealing with employees’ concerns quickly to help encourage productive and harmonious workplaces. The amendment to the Regulations has resulted in a transitional period where two timeframes for lodging applications operate. Actions occurring before 2 August 2010 are still subject to the 12-month timeframe and applications under these timeframes continue to be received. It is too early to evaluate the impact of the Regulation change.
Ongoing role in feeding trend analysis back to agencies
Last year I foreshadowed the release of a better practice guide to assist agencies with the management of individual employee complaints and disputes between employees. The guide Not just about process: The review of actions scheme: A human resources practitioner’s guide to responding to and managing employee complaints and disputes is available on my webpage and a printed version is being prepared for publication early in 2011–12. Feedback to date indicates that the guide is a useful tool for all agencies, but in particular smaller agencies with more limited experience with reviews because of their infrequency. 
As indicated above, an important part of my role is ensuring that feedback is provided to agencies on reasons for decisions to assist them with better decision–making. During 2010–11, I and my delegates have continued to meet agencies to discuss issues arising from reviews and the wider organisational context where appropriate. Everyone benefits from a high standard of decision-making and review within agencies. If an issue is dealt with in a timely way and the reasons for the decision are communicated effectively, it is more likely that the issue will be resolved, the decision accepted, and the harmony and productivity of the workplace improved. A poor approach within agencies often leads to an escalation of the case, the issues becoming more complicated and a greater likelihood of the matter being referred to me for review.  
Legislative reform and ethics
In 2010–11 the Commission developed amendments to the Public Service Act 1999 (PS Act) to implement recommendations in the Ahead of the game: Blueprint for the reform of Australian Government administration (the Blueprint). These reforms aim to support the APS workforce and leadership, and embed new practices and behaviour in the culture of the APS. 
The Blueprint also proposed that the Commission consult broadly on a revised set of APS Values, including with employees and stakeholders from the government, the community, the private sector and relevant unions. Given my role, I have been involved in the legislative reform process, including consultation and the drafting of legislative change relating to my review function. 
I have also continued my involvement with the Commission’s Ethics Advisory Service (EAS) Implementation Advisory Group (IAG). Once the IAG had performed its initial function of overseeing the establishment and effective operation of the EAS, its focus moved to wider ethics and integrity questions. In recognition of this change the IAG has been renamed the Ethics Advisory Group (EAG). In June 2011, I chaired the first meeting of the EAG, which agreed revised terms of reference. 
I also chaired three meetings of the Ethics Contact Officer Network (ECOnet) which promoted debate on issues such as code of conduct investigations and the impact of social media in the workplace. Keynote speakers have included Mr Andrew Kefford, the ACT Commissioner for Public Administration, and, from the Australian National University, Professor John Wanna, Sir John Bunting Chair of Public Administration and Professor John Uhr, Director, Policy and Governance Program. Activities such as the ECOnet promote the role of the Merit Protection Commissioner and also enable me to support the Commissioner in promoting the APS Values.
I use the insight I gain from performing my statutory role, and as a member of the Commission’s Executive, to assist APS agencies and their employees to understand their respective responsibilities within the APS employment framework. This year I have worked closely with the Department of Immigration and Citizenship on its Next Step Program, focusing on talent management, and with the Department of Defence on approaches to complaints management. I have also welcomed the opportunity to address a wide cross-section of APS agencies on topics covering my role, leadership and ethics, and organisational change and leadership. In addition, I have regularly run sessions on the APS Values and Code of Conduct, and performance and conformance, at SES orientation programs delivered through the Commission. This is one way in which I discuss ethical obligations with new APS leaders and outline the expectations of leadership in the APS.
I have also had the opportunity to share my experiences with the wider public sector through my participation in the Australian Government Leadership Network. The Network aims to facilitate the effectiveness of senior leaders in the APS by providing leadership development and a forum for the exchange of innovative thinking and experiences. I have participated in other networks including EXPAND (an APS-wide Network of Executive Assistants and Personal Assistants) and the Indigenous Australian Public Service Employee Network to promote ethical issues and understanding on such topics as ‘What is and isn’t bullying and harassment’. I finalised an article on merit in recruitment and decision-making that has been accepted for publication in the Australian Journal of Public Administration in 2011–12.
Engagement with the wider community
I regularly meet colleagues in complementary roles to discuss policy areas where we have common interests and to share and learn about different approaches to common problems. This year I met with employees of the Fair Work Ombudsman, the Australian Commission for Law Enforcement Integrity, and the Office of the Australian Information Commissioner. I also maintain contact with my state and territory counterparts. While I was unable to attend this year, I was represented at the National Public Sector Appeals Conference in September 2010. This forum provides an opportunity for an exchange of views and experiences by senior public sector representatives engaged in the external review of employment-related decisions. 
During the year I received a number of requests from Parliament, APS agencies and other institutions for my input or services. In this context I made a submission to the Senate Standing Committee on Environment and Communications in relation to its inquiry into the National Broadcasting Legislation Amendment Bill 2010. I played a leading role in the development of the Commission’s submission to the Senate Standing Committee on Finance and Public Administration’s inquiry into the reform of Australian Government administration. In February 2011, I appeared with the Commissioner before the Parliamentary Joint Committee on the Australian Commission for Law Enforcement Integrity in relation to its inquiry into the operation of the Law Enforcement Integrity Commissioner Act 2006. I have also provided advice to the Department of the Prime Minister and Cabinet about the development of public interest disclosure legislation.
My office has provided significant assistance to AusAID in the development of the Australian Civilian Corps Act 2011 and its subordinate legislation. I have agreed to be one of the possible reviewers of determinations of breaches of the Australian Civilian Corps code of conduct by corps employees. My staff are currently working with AusAID on developing a memorandum of understanding governing the provision of review services. The service will be provided at the discretion of the Merit Protection Commissioner and on a fee-for-service basis. 
I have also participated in Senior Executive Service selection panels as an independent member. This year I have been involved in staff selections in agencies such as the Australian Customs and Border Protection Service, the Australian Sports Commission, the Department of Human Services and within the Commission.
Overseas engagement
During 2010–11 I assisted the Commissioner in supporting international reform. In September 2010 I represented the Commissioner at the Pacific Public Service Commissioners’ Conference in Vanuatu. I gave the keynote address on the Australian perspective of strategic leadership for successful organisational reform and led a working session on strategic integration. 
I have supported the work of the Papua New Guinea public service. In July 2010, I attended a conference in Papua New Guinea on values and transparency in agency head recruitment and facilitated a workshop. I have continued to work with officials on the Papua New Guinean Values. 
I have met, on behalf of the Commission, with delegations from a number of countries, including Vietnam, Bangladesh and Japan, and from the World Trade Organisation. I continue to share information, learning and ideas with my counterparts in the Canadian and New Zealand public service. The opportunities to share information and experiences are valuable both for the APS and our international colleagues.
Outcomes
[bookmark: _Toc240252759]Results have been mixed for the review and fee-for-service functions in 2010–11. The deterioration in the performance of the promotion review function reported last year was reversed; however, the review of action function did not meet its target.
There was an increase both in the number of promotion review cases (92 compared to 59 in 2009–10) and the number of promotion reviews completed (70 compared to 34 in 2009–10). At the same time, the number of applications received for review of a promotion decision increased by 253 to 423 — the highest level since 2007–08. Timeliness has also improved significantly with 86% of all promotion reviews concluded within target dates (compared to 47% in 2009–10), and a further 11% completed one week outside of the target date. Only two cases were on hand at 30 June 2011 and both were within time.
One possible reason for the rise in promotion review applications may be a perception by employees that promotion opportunities are less readily available in an environment of fiscal restraint. There is no evidence to suspect deterioration in the quality of agency selection processes, as only 12 promotion decisions were varied in 2010–11. This represents 2.5% of all promotions and is consistent with the variation range of two to five per cent over the last few years. 
Last year I reported that the outcomes on timeliness in reviewing applications for review of employment decisions were likely to suffer in 2010–11. As anticipated, the large residual caseload and the effects of structural change, combined with an increase in the number and apparent complexity of applications, have seen the number of reviews of actions completed within 14 weeks fall below the target of 70%. 
In 2010–11, 39.6% of the 53 completed reviews were finalised within 14 weeks, compared to 82% of the 76 completed reviews in 2009–10. The average time taken to complete reviews is just under 23 weeks. The lower number of review cases finalised, together with the increase in the number of applications, has resulted in 135 cases carried over into 2011–12. Fifteen of these cases are more than 12 months old.
This year there was a 16% increase in the number of review applications received, with the greatest increase seen in applications from employees seeking primary review of determinations of breaches of the Code of Conduct and/or sanctions imposed. Of all review applications received (excluding promotion reviews), 30% were not accepted. Many of these requests were for primary review of agency decisions (other than Code of Conduct matters) and were referred to the relevant agency for review, consistent with the intent of the scheme.
During the year, 31 reviews lapsed or were withdrawn. Such cases can still involve considerable work, depending on the complexity of the case and the timing of the withdrawal. 
In almost 25% of cases, it was recommended that the agency’s original decision be varied or set aside. As in previous years, the majority of these recommendations (77%) were made in reviews of determinations of the Code of Conduct and/or the imposition of a sanction. Three recommendations were not accepted by agencies in 2010–11. Further consultation with the agency in one case resulted in changes to agency policies, which I accepted. I am pursuing the matters involved in the other two cases with the relevant agency.
In 2010–11, I handled 10 whistleblowing reports. Assessments of whistleblowing reports and inquiries this financial year have taken longer than in previous years. This is largely because this function was also relocated to Sydney in July last year. The situation is similar to that of the review work, in that there is a steep learning curve for this work, but there is also only a small number of cases from which to learn. 
I have continued to promote my fee-for-service functions, in particular the use of ISACs. Eleven agencies used ISACs with nearly 60% of ISACs convened in two agencies—the Department of Defence and the Australian Taxation Office. While the number of requests for ISACs is similar to that of 2009–10, the number completed has increased by 23%. The size of ISACs, as measured by the average number of candidates, also appears to have increased significantly. This increase was influenced by the large recruitment exercises in the Australian Taxation Office which averaged over 1,500 candidates per ISAC. ISACs provide a cost-effective way of handling large numbers of candidates quickly and fairly and without the need for promotion review. 
Outlook
In 2011–12 my focus will be primarily on the review of actions function. While the reasons for the increase in cases on hand and the reduction in timeliness are valid, this situation is not one that can be continued. Unresolved reviews have implications for individual review applicants, their colleagues and employers. While matters remain unresolved, there are impacts on employee engagement and productivity, and a continuation of any poor decision-making. I will be examining ways to improve timeliness. 
At the end of August 2011, I will receive a report from the consultant engaged to undertake a review of the review of action function. Following consideration of the report’s recommendations, measures will be taken to assist the review team to conduct quality reviews in a timely way. The terms of reference require the consultant to examine existing business processes and decision support tools with a view to identifying efficiencies, as well as examining the legislative framework to assess the scope for improvement.
I will encourage the review team to identify any changes that will increase their efficiency without compromising quality. However, in the short-term, I do not envisage a significant improvement in the timeliness of review casework. While I anticipate an improvement in outcomes in 2011–12, I expect that it will take longer to meet targets. The rate of the improvement will also be influenced by the level and complexity of applications for review received in the coming months.
If the number of applications for review of actions continues to grow, serious examination of the resourcing of the function will be necessary. This will be difficult given the tight financial climate. As well as considering the possibility of additional staff, other options will need to be explored. These may include more strictly enforcing minimum standards for agency decision-making; raising awareness of the review provisions and what is reviewable; and encouraging agencies to implement the lessons learnt more quickly. 
I am conscious that the Merit Protection Commissioner is the final authority for administrative review—beyond this the only avenue available to employees is the court system. Review by the Merit Protection Commissioner assists both agencies and employees to understand the reasons and context for decisions and the perspectives of all parties to a matter. Improving timeliness at the expense of quality is not an option. Whatever initiatives are introduced to improve performance, I will not accept any lessening of the material quality of the review undertaken by my office. I will also be monitoring whether the changes to the timeframes for lodging reviews has any impact on the number of review applications received.
Amendments to the Regulations governing review are being considered as part of the reform of the PS Act arising from the implementation of the Blueprint’s recommendations. While the proposed amendments will be valuable in clarifying my statutory functions, the work to date has not focused on whether Part 5 of the Regulations is the best articulation of the APS Value of a fair system of review. 
The consultant’s recommendations will influence the extent to which there is further review of my functions, but I anticipate that more work will be required on the legislative basis for review. This work will also extend to an examination of the legislative provisions underpinning promotion review and the establishment of ISACs. There is an opportunity to modernise and update the legislation while reinforcing the transparency and trust generated by the processes.
From my discussions with agencies I am aware that some aspects of the Regulations are hindering the effectiveness of ISACs as well as promotion and general reviews. In 2011–12, I will undertake an internal examination of the Regulations with the intention of identifying areas that need to be amended to reflect current and possible future APS employment needs, such as bulk selection rounds, multiple employment opportunities and e-recruitment. Any substantial changes to the Regulations will be preceded by consultation with agencies and with the unions. 
While the extent of my fee-for-service activity is largely generated by agency recruitment activity, I will continue to promote the benefits of ISACs to agencies. I believe that the benefits of ISACs will be further enhanced following the proposed legislative review. Subject to resource constraints, I will consider requests from non-APS organisations, such as the Australian Civilian Corps and the Australian Federal Police for review and recruitment services. 
At the same time as focusing on the review area, I will ensure that my other statutory functions are pursued and that I continue to support the Commissioner with his statutory responsibilities.
I will continue to meet agencies to discuss trends and issues identified through the review work and to manage the increased number of review cases on hand. I will also be seeking feedback from agencies about the impact of the better practice guide on handling review applications. Other work planned for the year ahead will be the development of a guide to assist agencies to choose an external investigator to undertake Code of Conduct investigations. This will complement the role we already play in strengthening the skills of investigators through the accreditation of courses run by external providers. It is likely that the guide will be published jointly with the Commissioner. I will also post further case studies and revise material on my webpage to make it more user friendly.
My most pressing external focus will be working closely with the Commissioner in implementing the proposed new APS Values. This will be a significant body of work and will directly relate to my statutory role. I will continue my involvement with the Ethics Advisory Group and the ECOnet, which will be one of the main ways information on the new Values will be dispersed. I will also use the opportunities to speak at conferences and to agency forums to ensure that the ethical and accountability issues are considered and understood.
[bookmark: _Toc306097032]Role, function and structure
The office of the Merit Protection Commissioner, established under section 49 of the PS Act, is an independent office located within the Australian Public Service Commission.
[bookmark: _Toc240252760]Function
The Merit Protection Commissioner’s functions are set out in section 50 of the PS Act and Parts 2, 4, 5 and 7 of the Regulations. They include:
reviews of employment actions and promotion decisions
inquiries into whistleblower reports made to the Merit Protection Commissioner by APS employees alleging breaches of the APS Code of Conduct
employment services for APS agencies, in particular ISACs
other reviews, in particular reviews of the entitlements on separation of former APS employees and reviews of the employment-related actions of statutory office holders
employment services to non-APS organisations on request, including agencies in other jurisdictions
other inquiry functions, including inquiries into alleged breaches of the APS Code of Conduct by the Public Service Commissioner and inquiries into APS actions at the request of the Public Service Minister.
The Merit Protection Commissioner charges a fee for establishing ISACs and for providing employment services.
[bookmark: _Toc240252761]Organisational structure
In accordance with section 49 of the PS Act, the Commissioner makes available staff to assist the Merit Protection Commissioner in the performance of her functions. 
The Ethics Group in Canberra provides coordination and policy support for the Merit Protection Commissioner. In July 2010, the Merit Protection Commissioner’s review and fee-for-service activities were moved to the Commission’s Sydney office. 
The principal adviser in the Ethics Group is the full-time delegate of the Merit Protection Commissioner for review decision-making.
This report and further information about the Merit Protection Commissioner’s role and services are available on the Commission’s website.
[bookmark: _Toc240252762][bookmark: _Toc306097033]Management and accountability
[bookmark: _Toc240252763]Corporate governance
The Commissioner, as the head of the Australian Public Service Commission, is responsible for its corporate governance. The Merit Protection Commissioner is a member of the Commission’s Executive—a senior management group chaired by the Commissioner.
The Merit Protection Commissioner has taken on a wider governance role within the Commission. The Merit Protection Commissioner assists in the Commission’s governance arrangements by chairing the Audit Committee and the Information Technology Advisory Committee, and by providing management oversight to the Ethics and Corporate Groups as appropriate. The Merit Protection Commissioner has no direct management role in respect of these groups. To assist with her role on the Audit Committee, the Merit Protection Commissioner undertook training with the Australian Institute of Company Directors on Audit Committees.
In 2010–11, the Merit Protection Commissioner continued as the Commission’s representative on the Government 2.0 Steering Group.
[bookmark: _Toc240252764][bookmark: _Toc306097034]Review of performance
[bookmark: _Toc240252765]Contribution to outcomes 2010–11
The Commission is included in the Department of the Prime Minister and Cabinet’s Portfolio Budget Statements. The Commissioner, as head of the Commission, is responsible for the Commission’s financial and human resources and for assessing the level of the Commission’s achievement against its output structure.
The performance indicators and targets relevant to the Merit Protection Commissioner’s functions are provided under ‘Program 1.1—APS people and organisational performance’ in Part 2 of the Public Service Commissioner’s annual report.
The information on activity and performance provided below in Tables M1 to M10 refers to the Merit Protection Commissioner’s statutory functions.
Review of employment actions
Section 33 of the PS Act and Part 5 of the Regulations provide a scheme for the review of employment actions affecting individual APS employees. The Merit Protection Commissioner can review a broad range of employment matters affecting the individual employee in the workplace. Certain employment decisions, most notably review of termination of employment, are excluded from the review framework by the legislation. The Merit Protection Commissioner is also able to review complaints by former APS employees about the final entitlements they received upon separation from the APS.
The three main categories of reviews conducted by the Merit Protection Commissioner are: 
reviews of breaches of the APS Code of Conduct
reviews of other employment actions 
reviews of promotion decisions. 
Table M1 provides information on the number of applications for review (other than promotion review) received and reviews completed in 2010–11 compared with 2009–10. Table M2 provides information on the timeliness with which these functions were performed in comparison with 2009–10. 
The tables refer to ‘primary’ and ‘secondary’ reviews. Primary reviews are reviews conducted by the Merit Protection Commissioner without first being reviewed by the relevant agency head. The majority of primary reviews involve reviews of decisions that an APS employee has breached the Code of Conduct, and/or sanctions imposed as a result of a breach of the Code. There are also provisions in the Regulations for review of employment matters where it would be inappropriate for the review to be conducted within the agency. 
Secondary reviews are conducted by the Merit Protection Commissioner in circumstances where:
the employee is dissatisfied with the review conducted by the agency head
the agency head has told the employee that the matter is not reviewable, but the Merit Protection Commissioner considers that it is.
In 2010–11, the Merit Protection Commissioner received 229 applications for review and carried over 59 cases from the previous year. This represents a 16% increase in applications over the 198 received in 2009–10. 
A total of 153 cases were finalised in 2010–11, of which 53 were reviewed (that is, they were not ruled ineligible or withdrawn before the review was finalised). 
In 2010–11, 30% of applications received were assessed as non-reviewable compared to 44% in 2009–10. In 2009─10 the rate of non-reviewable applications was inexplicably high, but has returned to more normal levels in 2010─11.
[bookmark: _Toc306276281]Table M1: Review of employment actions workload for 2010–11 by type of review, compared with total reviews in 2009–10 
	Cases
	Primary reviews—Code of Conduct
	Primary reviews—other
	Secondary reviews
	Complaints by former employees
	Total

	
	2010–11
	2009–10
	2010–11

	On hand at start of year
	19
	2
	38
	0
	*44
	*59

	Received during the period
	65
	41
	122
	1
	*198
	229

	Reviewed
	26
	1
	26
	0
	76
	53

	Not accepted
	4
	37
	27
	1
	87
	69

	Lapsed or withdrawn
	10
	4
	16
	0
	20
	31

	Total finalised during period
	40
	41
	69
	1
	183
	153

	On hand at end of year
	44
	2
	91
	0
	*59
	135


Note: The data in Table M1 on page 92 of the 2009–10 annual report contained some errors as a result of system reporting problems. The figures marked * have been corrected in this table. The corrections affect cases on hand at the start of 2009-10 and applications received during 2009–10.
My office is carrying over 135 cases to the next financial year, which is more thantwice as many as in 2009–10, which was in its turn a 44% increase over 2008–09 levels. Of these 135 cases, 94 (70%) are outside the target date on carryover. This high rate of cases that have already reached their target date will impact on performance figures for 2011–12. 
Table M2 compares timeliness figures for 2010–11 with those for 2009–10. The target timeframe for completion of reviews in all these categories is 14 weeks from receipt of application. There has been a significant fall in percentage of cases completed within target times in 2010–11 (39.6%) compared to 2009–10 (82%). The average time taken to complete Code of Conduct and secondary reviews rose correspondingly in 2010–11, with an overall average time taken to finalise a case being just under 23 weeks.
The enhanced case management and streamlining of processes and procedures introduced over the last three years has minimised the effect of the relocation of the review function to Sydney. However the combination of the relocation and an increased workload in 2010–11 has resulted in an increase in the time taken to complete reviews. My office aims for timely review without any loss in quality—resolution of cases is beneficial to both the employee and employer as it improves the prospect of successfully reintegrating the employee into the workplace and minimises the ongoing impact on the individual, colleagues and the organisation.
[bookmark: _Toc306276282]Table M2: Timeliness in handling reviews, 2009–10 and 2010–11
	

Review type
	2009–10
	2010–11

	
	Average time to complete reviews (weeks)
	Completed within target time frames (%)
	Average time to complete reviews (weeks)
	Completed within target time frames (%)

	Primary reviews—Code of Conduct
	12.30
	75
	20.79
	46.15

	Primary reviews—other
	7.91
	100
	47.29
	0

	Secondary reviews
	12.70
	80
	24.41
	34.62

	Former employees
	0
	0
	0
	0

	Total
	11.7
	82%
	22.8
	39.6%



Table M3 provides a breakdown of the number of reviews by agency. As has been the case for the last few years, the agencies with the highest number of applications for review were the large employers, namely the Australian Taxation Office, Centrelink and the Department of Defence. These three agencies account for 80% of completed reviews (61% in 2009–10). 
[bookmark: _Toc306276283]Table M3: Reviews completed, by agency, 2010–11
	Agency
	Primary reviews—Code of Conduct
	Primary reviews—other
	Secondary reviews
	Complaints by former employees
	Total

	Australian Taxation Office
	15
	1
	8
	0
	24

	Department of Defence
	4
	0
	6
	0
	10

	Centrelink, including Centrelink Call
	1
	0
	7
	0
	8

	Department of Agriculture, Fisheries and Forestry
	1
	0
	1
	0
	2

	Department of Immigration and Citizenship
	1
	0
	1
	0
	2

	Seven other agencies (one review each)
	4
	0
	3
	0
	7

	Total
	26
	1
	26
	0
	53



The types of employment matters for which review is sought are shown in Figure M1. Breaches of the Code of Conduct accounted for 26 of the reviewed cases (49% of the total)—a decrease in the actual number of cases reviewed (32) and in the proportion reviewed (43%) compared with 2009–10. There was an increase in the proportion of performance management cases (11% in 2010–11 compared with 5% in 2009–10) and conditions of employment cases (17% in 2010–11 compared with 14% in 2009–10). There was a decrease in the proportion of harassment cases (7% in 2010–11 compared with 13% in 2009–10) and cases relating to workplace environments (9% in 2010–11 compared with 14% in 2009–10). 
[bookmark: _Toc306097095]Figure M1: Cases reviewed, by subject, 2010–11 
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Note: The percentages may not total 100% due to rounding to the nearest whole number. 
Breaches of the Code of Conduct 
There were 65 applications received during 2010–11 for review of a decision that an employee had breached the Code of Conduct and/or of the sanction imposed for a breach. Twenty-six cases were reviewed during the year.
Cases may involve more than one breach of the Code of Conduct. Inappropriate use of information technology, including internet and email, continues to be the predominant action reviewed, with 12 cases in this category. Nine of these cases concerned the inappropriate use of email systems, including the inappropriate distribution of email messages or images, the other three involved overuse and inappropriate access. 
Three cases were primarily concerned with behaviour towards colleagues, including allegations of harassment and lack of respect in the workplace. Five cases concerned employees’ failure to record their attendance accurately.
There were seven cases in which employees were found to have failed in their duty as public servants. In one case this involved a failure to declare a conflict of interest and in another two, the employees were accused of inappropriately disclosing information. The remaining four cases involved other inappropriate behaviour.
The Merit Protection Commissioner confirmed the agency’s decision in 16 of the 26 Code of Conduct decisions reviewed. In the remaining 10 cases the Merit Protection Commissioner recommended a variation to either the agency’s determination of a breach or the sanction imposed.
In three cases, the Merit Protection Commissioner found that the employee had breached the Code of Conduct but took a different view from the agency decision-maker about which elements of the Code of Conduct had been breached. In another three cases the Merit Protection Commissioner made a recommendation to reduce the sanction.
In the remaining four cases, the Merit Protection Commissioner recommended that the determination that a breach of the Code of Conduct had occurred be set aside because of procedural defects, noting both errors in the process and a lack of evidence to support the findings of one case. 
Investigation of complaints by former employees
Regulation 7.2 provides that the Merit Protection Commissioner may investigate a complaint by a former APS employee that relates to the employee’s final entitlements on separation from the APS. During 2010–11, one application was received under this Regulation. The application was not accepted as the review request concerned an action taken while the applicant had still been an employee and did not fall within the provisions of Regulation 7.2. 
[bookmark: _Toc240252766]Review of promotion decisions
The Merit Protection Commissioner conducts merit review of promotion decisions made for jobs in APS classification groups 2 to 6. These reviews are conducted by a three-member Promotion Review Committee comprising a nominee from the relevant agency, a convenor and a third member nominated by the Merit Protection Commissioner.
The only ground for a review of a promotion decision is greater merit. The committee has the power to confirm the promotion decision made by the agency or substitute a different decision.
Details of the promotion review caseload are in Table M4. In this table, ‘case’ means an application by one or more APS employees for review of a promotion decision (or decisions) arising from a discrete agency selection exercise. Target times are 12 weeks for cases with more than 10 parties and eight weeks for all others. 
The number of promotion review cases (92) has increased by over 55% compared with 2009–10 levels and has nearly returned to the 2007–08 level after falling to 58 and 59 in the intervening years. The number of Promotion Review Committees convened to consider them (69) has doubled since 2009–10. The two cases on hand at 30 June 2011 were within the target times.
Both the number of cases finalised within the year and the number reviewed in 2010–11 have more than doubled over 2009–10. At the same time the percentage of cases completed with the target times (86%) has increased compared with 2009–10 (47%). Five of the 10 cases completed outside of the target time were less than three days outside. 
[bookmark: _Toc306276284]Table M4: Promotion review caseload, 2009–10 and 2010–11
	Promotion review cases
	2009–10
	2010–11

	On hand at start of year
	1
	13

	Received during the period
	59
	92

	Reviewed
	34
	70

	Not accepted
	1
	0

	Lapsed or withdrawn
	12
	33

	Total finalised during period
	47
	103

	On hand at end of year
	13
	2

	Target completion time (weeks)
	8
	8 or 12 

	Completed within target time (number)
	16
	60

	Completed within target time (percentage)
	47%
	86%


Note: A target of 12 weeks for reviews with more than 10 applicants was introduced in 2010–11.
Table M5 provides information on the agencies whose promotions attracted review applications, as well as a breakdown of the number of ‘active’ and ‘protective’ applications. Unsuccessful candidates for a promotion may lodge an ‘active’ application seeking review of a promotion decision. Employees who have been promoted and whose promotion may be subject to review may lodge a ‘protective’ application against the promotion of other successful candidates.
During the year, applications for reviews were received in relation to promotion decisions made in 15 agencies. The three agencies with three or more applications for review are identified. Twelve other agencies with fewer than three applications for review are not separately identified.
Promotion Review Committees varied 12 (2.5%) of the 480 promotions reviewed. This is slightly higher than the 2% of promotion decisions varied in 2009–10. In recent years the proportion of decisions varied has fluctuated from between 2% and 5%. The small proportion of decisions varied over years, despite fluctuating levels of APS recruitment, indicates that agency recruitment decision-making at these classification levels is effective.
The size of cases more than doubled in 2010–11, with 423 applicants compared to 170 in 2009–10. In previous years, there have been instances of agency selection exercises that have resulted in promotion review applications of 100 or more. This commonly occurs in ‘bulk’ recruitment rounds and can significantly delay the capacity of agencies to fill vacant jobs. 
This year the largest number of applications for a single finalised exercise was 52 in a Centrelink review. Eleven other cases had 10 or more review applications (compared to four in 2009–10), with 67% having five or fewer applications. The average number of applications per case was six, compared with 3.4 in 2009–10.
Centrelink accounted for half of the finalised cases (17), with the number of applicants in each case ranging from one to 52. 
[bookmark: _Toc306276285]

Table M5: Review of promotion decisions, by agency, 2010–11
	Agency
	Total applications received
	‘Active’ applications received
	‘Protective’ applications received
	Promotion decisions considered
	Promotion decisions varied

	Centrelink
	211
	74
	137
	164
	7

	Department of Immigration and Citizenship
	130
	21
	109
	207
	1

	Australian Taxation Office
	60
	25
	35
	52
	3

	Twelve other agencies
	22
	20
	2
	57
	1

	Total
	423
	140
	283
	480
	12


Note: An APS employee may make an application for review of one or more promotion decisions. Not all applications are considered by a Promotion Review Committee. Some applications are withdrawn, determined to be invalid or, in the case of ‘protective’ applications, not activated. 
[bookmark: _Toc240252767]Independent Selection Advisory Committees
ISACs are established by the Merit Protection Commissioner at an agency head’s request, usually on a fee-for-service basis. ISACs are independent three-member committees that undertake a staff selection exercise on behalf of agencies and make recommendations to the agency about the relative suitability of candidates. 
An ISAC consists of a convenor nominated by the Merit Protection Commissioner and two members, one nominated by the Merit Protection Commissioner and one nominated by the agency head. ISACs work within agency recruitment policies and have the flexibility to accommodate a range of selection assessment techniques. 
ISACs may be used for any job vacancies in APS classification groups 2 to 6. An ISAC’s recommendation is not binding on an agency, but if it is accepted, any resulting promotions are not subject to review.
Agencies may choose to use ISACs for a variety of reasons. The most common reasons are to provide assurance about the fairness and integrity of their recruitment decisions and to avoid delays in placing staff resulting from review of promotion decisions. An order of merit established by an ISAC can also be used to fill similar employment opportunities for 12 months from the date of the original vacancy notification. 
Table M6 provides information on the number of ISACs established in 2010–11 compared with 2009–10.
The number of requests for ISACs in 2010–11 was only slightly lower than in 2009–10 (54 compared with 56). This is higher than in 2008─09 (41 requests) but significantly lower than in 2007–08 (101 requests). 
[bookmark: _Toc306276286]

Table M6: Independent Selection Advisory Committees, 2009–10 and 2010–11
	
	2009–10
	2010–11

	On hand at start of year
	4
	15

	Received during the period
	56
	54

	Completed
	43
	50

	Lapsed/withdrawn
	3
	8

	Total finalised during the period
	46
	58

	On hand at end of year
	*15
	11


Note: The number of cases on hand at the end of 2009–10 is reported as 14 in Table M6 on page 98 of the 2009–10 annual report. This was a data error which has been corrected in the table above as marked by *
While interest in the use of ISACs has been steady, the data suggests that on average the ISACs have been larger, as measured by the number of job vacancies to be filled and the candidates considered. Data on the number of candidates is available for 27 completed ISACs but is unavailable for the remaining 24, as a result of data recording problems arising from the transition of the ISAC function to a new office. Changes to procedures have been implemented to ensure that this data is recorded.
For those ISACs where data is available, 11,692 applications were considered in 2010–11 and 1,948 candidates were recommended for placement in jobs, as detailed in Table M7. In 2010–11, not including 24 ISACs for which there is incomplete data, the average number of applications for an ISAC was 433 applicants with 72 recommendations.
[bookmark: _Toc306276287]Table M7: Independent Selection Advisory Committees, by agency, 2010–11
	Agency
	Committees established and completed
	Candidates considered
	Candidates recommended

	Department of Defence
	11
	448
	91

	Australian Taxation Office
	6
	9,299
	1,330

	Australian Quarantine and Inspection Service
	1
	88
	20

	Department of Foreign Affairs and Trade
	2
	694
	116

	Bureau of Meteorology
	2
	16
	6

	Department of Immigration and Citizenship
	1
	872
	171

	Department of Agriculture, Fisheries and Forestry
	4
	275
	214

	Other
	24
	na
	na

	Total
	51
	11,692
	1,948


[bookmark: _Toc240252768]
[bookmark: _Toc306097035]Employment-related services (fee-for-service)
The Regulations provide that the Merit Protection Commissioner may undertake a range of employment-related functions on behalf of non-APS bodies, such as Commonwealth authorities to which the PS Act does not apply or other government bodies. The Merit Protection Commissioner may charge a fee for such services. Some of the services are provided on an ongoing basis under a memorandum of understanding.
Fee-for-service work can include staff selection services and training relevant to the Merit Protection Commissioner’s functions, as well as investigating grievances and providing mediation services and career advice. Over the last few years, a significant proportion of this fee-for-service work has been the provision of members of selection panels for the Australian Federal Police (AFP). 
Table M8 provides information on the level of fee-for-service activity performed by the Merit Protection Commissioner in 2010–11, in comparison with the previous year. 
The fee-for-service work in 2010–11 was generated from staff selection services provided to the AFP and APS agencies.
The number of fee-for-service requests received in 2010–11 fell by 31% compared with 2009–10. The lower number of requests also resulted in a 12% decrease in the number of completed services in 2010–11. 
[bookmark: _Toc306276288]Table M8: Other fee-for-service functions—workload and work completed, 2009–10 and 2010–11
	
	Other fee-for-service functions

	
	2009–10
	2010–11

	On hand at start of year
	3
	16

	Received during the period
	70
	48

	Completed
	59
	52

	Lapsed/withdrawn
	1
	8

	Total finalised during the period
	60
	60

	On hand at end of year
	16
	4


Note: The number of cases on hand at the end of 2009–10 is reported as 13 in Table M8 on page 99 of the 2009–10 annual report. This was a data error which has been corrected in the table above as marked by *.
[bookmark: _Toc240252769]Whistleblowing
The PS Act and Regulations provide a scheme for APS employees to report alleged breaches of the Code of Conduct (such reports are known as whistleblowing reports).
Agency heads are responsible for establishing procedures for handling whistleblowing reports. In the first instance, such reports are expected to be made to, and investigated by, the relevant agency head. Where the employee is not satisfied with the agency’s response to their report, or in other circumstances (for example where it is not appropriate for the agency head to deal with the matter), a whistleblowing report may be referred to the Commissioner or the Merit Protection Commissioner. Information on whistleblowing reports made to the Commissioner is contained in Part 2 of the Commissioner’s annual report.
In 2010–11, the Merit Protection Commissioner received eight whistleblower reports, two more than in 2009–10. The target of 70% of reports acknowledged within six weeks of receipt was met. Table M9 shows action taken by the Merit Protection Commissioner in response to these cases. Of the two matters finalised in the year, one was referred to the agency head for investigation and the second was considered as invalid as it was not an APS matter. There were eight reports on hand at the end of the reporting period.
The complaints received this year from public servants concerned allegations of bullying and harassment, making false complaints and failure to follow agency procedures. 
While the number of whistleblowing reports lodged is low, they often concern complex interpersonal matters and the issues can take a long time to assess, including whether any or all of the matters have been appropriately investigated by the agency in the first instance. 
[bookmark: _Toc306276289]Table M9: Whistleblower cases received by the Merit Protection Commissioner, 2009–10 and 2010–11
	Whistleblower complaints
	2009–10
	2010–11

	Number of reports
	
	

	Cases on hand at the start of the reporting period
	3
	2

	Received
	6
	8

	Finalised
	7
	2

	On hand at the end of the reporting period 
	2
	8

	Source of reports
	
	

	Current APS employees
	5
	6

	Anonymous
	1
	2

	Action by Commissioner
	
	

	Referred to agency head for consideration
	3
	1

	Investigated under whistleblowing powers
	2
	0

	No further action or referred elsewhere
	2
	1



[bookmark: _Toc240252770]Other functions
Under the PS Act, the Public Service Minister can ask the Merit Protection Commissioner to inquire into an APS action and report to the minister on the results of the inquiry. No such requests were received during the reporting period.
The PS Act also provides for the Merit Protection Commissioner to inquire into alleged breaches of the Code of Conduct by the Commissioner and to report to the Presiding Officers on the results of such inquiries. One inquiry was finalised during the reporting period. The Merit Protection Commissioner concluded that there was no basis to conduct any further inquiry into the conduct of the Commissioner.
[bookmark: _Toc306097036]Reviews of employment actions—notable issues and/or trends arising from the casework
This year there was an increase in the number of Code of Conduct cases in which the Merit Protection Commissioner recommended that the determination of a breach or the sanction decision be set aside. A recommendation to set aside such a decision is not made lightly, given the implications for both the employee and the agency in prolonging or reopening an investigation. However, the cases raised issues about both the quality and fairness of the decisions, and are indicative of the valuable feedback loop provided by the review function.
The decisions agencies make arising from Code of Conduct investigations are important. They are important to the employee because of the implications for that person’s reputation and future employment opportunities. They are important to the agency because these decisions assist in establishing appropriate standards of behaviour and provide assurance that the agency operates with the appropriate level of integrity.
The cases described in this section suggest that sometimes Code of Conduct decision–makers do not adequately understand the process of administrative decision-making and, in particular, their obligations under law. They also sometimes have difficulty articulating reasons for decisions, including explaining the way that apparent contradictory evidence has been assessed and a conclusion reached about the facts of a case. This is an area in which agencies may need to improve the capabilities of employees performing this important role and invest in training and development for this purpose.
The Administrative Review Council (ARC) has published best practice guides on decision-making, which cover making lawful decisions; natural justice; evidence, facts and findings; giving reasons for decisions; and accountability. They are an important reference tool for people making administrative decisions and a useful supplement to information that agencies provide decision-makers and delegates on their role and functions. These guides are available on the publications page on the ARC website at www.ag.gov.au/arc.
Code of Conduct decision-making
In Code of Conduct review cases, the Merit Protection Commissioner is required to consider, as a threshold matter, whether the case raises issues of procedural fairness or compliance with agency procedures, or any other concerns that might lead to a conclusion that there were serious defects in the decision-making process. Where the Merit Protection Commissioner identifies such a concern, her review is unable to proceed to consider the merits of the case. In these circumstances, the Merit Protection Commissioner must refer the matter back to the relevant agency with a recommendation that the decision be set aside. One of the consequences is that agencies then need to give consideration to whether they re-investigate the matter or make another decision with a different decision-maker[footnoteRef:2].  [2:  This is as a result of the decision in Walworth v Merit Protection Commissioner & Anor [2007] FMCA 24 (Walworth). ] 

The following cases examine a small number of Code of Conduct reviews where the Merit Protection Commissioner considered that there were substantial procedural defects, leading to a decision that was incorrect and could not be sustained. These all concerned breaches of procedural fairness, although some of these decisions also failed to comply with the agency’s procedures for investigating suspected misconduct.
Cases involving issues of procedural fairness
Procedural fairness requires that a decision be:
free from bias (or an apprehension of bias) on the part of the decision-maker (the bias rule)
rational, in that it is based on evidence that is logically capable of supporting the facts (the evidence rule)
fair, in that a person likely to be adversely affected by the decision has an opportunity to present their case and to have their response taken into consideration before the decision is made (the hearing rule).
In one case reviewed by the Merit Protection Commissioner, the sanction decision-maker advised the employee under investigation that the agency head was ‘furious’ about the employee’s behaviour. The ARC publication Decision Making: Natural Justice provides guidance on the bias rule of procedural fairness. It states:
The bias rule ... requires that a decision maker be impartial and free from actual or apparent bias. ‘Actual bias’ means that the decision maker has a predisposition to decide the matter otherwise than with an impartial and unprejudiced mind. ‘Apparent bias’ means that in the circumstances a fair-minded observer might reasonably suspect that the decision maker is not impartial ...
An apprehension or suspicion of bias can arise from things the decision maker says or does that suggest he or she ... has formed prejudgments and is not open to persuasion. 
The Merit Protection Commissioner was of the view in this case that a fair-minded observer, who had regard to the respective positions of the sanction delegate and the agency head and the sanction delegate’s knowledge of the agency head’s view, could quite reasonably apprehend bias on the sanction delegate’s part.[footnoteRef:3] This is not to suggest that the sanction delegate had been biased, just that there were grounds to support an apprehension of bias. [3:  The decision in Mongan v Woodward [2003] FCA 66 is relevant in this context.] 

Consequently, the Merit Protection Commissioner was unable to consider the merits of the sanction decision. It was recommended that the sanction be set aside and that consideration be given to whether the sanction decision should be remade by a different decision-maker.
In another case, the decision-maker did not provide the employee with comments made by a witness, who had given evidence about the employee’s behaviour. The agency argued that the employee was aware of the issues discussed with the witness. The Merit Protection Commissioner took the view that the employee’s awareness was general only and that the employee could not have been aware of the specific nature of the witness’s evidence, which was adverse to his case.
In a third case, the employee was not informed of the elements of the Code of Conduct he was considered to have breached before the determination of a breach was made. In the Merit Protection Commissioner’s view, this was not only a breach of the agency’s procedures but also of procedural fairness. The Merit Protection Commissioner noted in this case that an employee is entitled to know the seriousness with which behaviours are viewed before responding to allegations. For example, an employee’s response to an allegation that they had failed to behave with care and diligence (subsection 13(2) of the Code of Conduct) is likely to be different from a response to an allegation that they had failed to follow a direction given by their employer (subsection 13(5) of the Code of Conduct). Depending on the specific circumstances of the case, a breach of subsection 13(5) is likely to be viewed more seriously than a failure to show appropriate care and diligence. 
In a fourth case, the agency decision-maker failed to comply with all three elements of procedural fairness. This case in particular demonstrated poor reasoning on the part of the decision-maker. The Merit Protection Commissioner found that:
some of the findings made by the decision-maker were not based on any evidence (as far as the Merit Protection Commissioner could determine from the material gathered during the misconduct investigation) and the decision-maker did not explain the reasons for making particular findings (the evidence rule)
the statements made by the decision-maker in the decision failed to properly and genuinely consider the response made by the employee under investigation to the evidence (the hearing rule)
the decision-maker appeared to have ignored evidence or dismissed it without explanation, giving rise to a suspicion that the decision-maker had pre-judged the case and was not open to persuasion (the bias rule).
A poor approach to decision-making results in the escalation of issues, the continued frustration of the employee and prolonged disruption in the workplace. Poor decision-making also reinforces in the mind of the employee, their perceptions of the agency’s shortcomings, and can diminish the messages that agencies are seeking to reinforce about appropriate standards of behaviour. 
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This part includes the independent auditor’s report and the Commission’s financial statements for the year ended 30 June 2011.
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In our opinion, the attached financial statements for the year ended 30 June 2011 are based on properly maintained financial records and give a true and fair view of the matters required by the Finance Minister’s Orders made under the Financial Management and Accountability Act 1997, as amended.






	Stephen Sedgwick
	David Mylan

	Chief Executive
	Chief Finance Officer
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	Notes
	2011
$’000
	2010
$’000

	EXPENSES
	
	
	

	Employee benefits
	3a
	26,627
	21,312

	Supplier expenses
	3b
	22,571
	17,120

	Depreciation and amortisation
	3c
	1,378
	1,376

	Finance costs
	3d
	21
	22

	Write-down and impairment of assets
	3e
	-
	2

	Losses from asset sales
	3f
	47
	61

	Total expenses
	
	50,644
	39,893

	
	
	
	

	LESS:
	
	
	

	OWN-SOURCE INCOME
	
	
	

	Own-source revenue
	
	
	

	Sale of goods and rendering of services
	4a
	22,420
	19,922

	Total own-source revenue
	
	22,420
	19,922

	[bookmark: OLE_LINK7]
	
	
	

	Gains
	
	
	

	Resources received free of charge
	4b
	39
	39

	Reversals of previous asset write-downs and impairments
	4c
	1
	-

	Total gains
	
	40
	39

	
	
	
	

	Total own-source income
	
	22,460
	19,961

	
	
	
	

	Net cost of services
	
	28,184
	19,932

	
	
	
	

	Revenue from Government
	4d
	30,096
	20,731

	
	
	
	

	Surplus
	
	1,912
	799

	
	
	
	

	OTHER COMPREHENSIVE INCOME
	
	
	

	Changes in asset revaluation reserves
	
	264
	-

	Total other comprehensive income
	
	264
	-

	
	
	
	

	Total comprehensive income
	
	2,176
	799
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STATEMENT OF CASH FLOWS
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STATEMENT OF COMPREHENSIVE INCOME
for the period ended 30 June 2011
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	Notes
	2011
$’000
	2010
$’000

	ASSETS
	
	
	

	Financial assets
	
	
	

	Cash and cash equivalents
	5a
	1,291
	469

	Trade and other receivables
	5b
	24,282
	18,017

	Total financial assets
	
	25,573
	18,486

	
	
	
	

	Non-financial assets
	
	
	

	Land and buildings
	6a,d
	3,542
	3,244

	Property, plant and equipment
	6b,d
	1,821
	1,812

	Intangibles
	6c,d
	451
	691

	Inventories
	6e
	88
	189

	Prepayments paid
	6f
	506
	449

	Total non-financial assets
	
	6,408
	6,385

	Total assets
	
	31,981
	24,871

	
LIABILITIES
	
	
	

	Payables
	
	
	

	Suppliers
	7a
	5,879
	4,042

	Prepayments received
	7b
	7,153
	5,844

	Other payables
	7c
	729
	633

	Total payables
	
	13,761
	10,519

	
	
	
	

	Interest bearing liabilities
	
	
	

	Lease incentives
	8a
	1,431
	1,597

	Total interest bearing liabilities
	
	1,431
	1,597

	
	
	
	

	Provisions 
	
	
	

	Employee provisions
	9a
	6,139
	4,850

	Provision for restoration obligations
	9b
	458
	332

	Total provisions
	
	6,597
	5,182

	Total liabilities
	
	21,789
	17,298

	NET ASSETS
	
	10,192
	7,573

	
EQUITY 
	
	
	

	Contributed equity
	
	(857)
	(1,300)

	Asset revaluation reserve
	
	1,566
	1,302

	Retained surplus / (accumulated deficit)
	
	9,483
	7,571

	Total equity
	
	10,192
	7,573

	
	
	
	




AUSTRALIAN PUBLIC SERVICE COMMISSION
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	Item
	Retained earnings
	Asset revaluation reserve
	Contributed equity / capital
	Total equity

	
	2011
$’000
	2010
$’000
	2011
$’000
	2010
$’000
	2011
$’000
	2010
$’000
	2011
$’000
	2010
$’000

	
	
	
	
	
	
	
	
	

	Opening balance
	7,571
	6,772
	1,302
	1,302
	(1,300)
	(1,300)
	7,573
	6,774

	
	
	
	
	
	
	
	
	

	Comprehensive income
	
	
	
	
	
	
	
	

	Other comprehensive income*
	-
	-
	264
	-
	-
	-
	264
	-

	Surplus / (deficit) for the period
	1,912
	799
	-
	-
	-
	-
	1,912
	799

	Total comprehensive income
	1,912
	799
	264
	-
	-
	-
	2,176
	799

	
	
	
	
	
	
	
	
	

	Transactions with owners
	
	
	
	
	
	
	
	

	Returns of Capital
	
	
	
	
	
	
	
	

	Returns of contributed equity
	-
	-
	-
	-
	(3,560)
	-
	(3,560)
	-

	Contributions by owners:
	
	
	
	
	
	
	
	

	Equity injection -  appropriations
	-
	-
	-
	-
	3,333
	-
	3,333
	-

	Departmental capital budget
	
	
	
	
	559
	-
	559
	-

	Restructuring
	-
	-
	-
	-
	111
	-
	111
	-

	Sub-total transactions with owners
	-
	-
	-
	-
	443
	-
	443
	-

	
	
	
	
	
	
	
	
	

	Closing balance as at 30 June
	9,483
	7,571
	1,566
	1,302
	(857)
	(1,300)
	10,192
	7,573



* See notes 6a and 9b for details of revaluation adjustments.
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	Notes
	2011
$’000
	2010
$’000

	OPERATING ACTIVITIES
	
	
	

	Cash received
	
	
	

	Appropriations
	
	30,096
	20,731

	Goods and services
	
	26,236
	23,921

	Cash received from the OPA
	
	7,523
	14,494

	Other cash received
	
	966
	496

	Total cash received 
	
	64,821
	59,642

	
	
	
	

	Cash used
	
	
	

	Employees
	
	27,683
	22,732

	Suppliers
	
	22,876
	18,778

	Net GST paid
	
	254
	128

	Cash transferred to the OPA
	
	11,896
	17,294

	Other cash used
	
	547
	511

	Total cash used
	
	63,256
	59,443

	Net cash from / (used by) operating activities
	11
	1,565
	199

	
	
	
	

	INVESTING ACTIVITIES
	
	
	

	Cash received
	
	
	

	Proceeds from sales of property, plant and equipment
	
	-
	12

	Total cash received 
	
	-
	12

	
	
	
	

	Cash used
	
	
	

	Purchase of property, plant and equipment
	
	963
	71

	Purchase of intangibles
	
	112
	114

	Total cash used
	
	1,075
	185

	Net cash from / (used by) investing activities
	
	(1,075)
	(173)

	
	
	
	

	FINANCING ACTIVITIES
	
	
	

	Cash received
	
	
	

	Contributed equity
	
	559
	-

	Total cash received 
	
	559
	-

	
	
	
	

	Cash used
	
	
	

	Return of capital
	
	227
	-

	Total cash used
	
	227
	-

	Net cash from / (used by) financing activities
	
	332
	-

	
	
	
	

	Net increase / (decrease) in cash held
	
	822
	26

	Cash and cash equivalents at the beginning of the reporting period 
	
	469
	443

	Cash and cash equivalents at the end of the reporting period
	5a
	1,291
	469
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CASH FLOW STATEMENT
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	2011
$’000
	2010
$’000

	BY TYPE
	
	

	
	
	

	Commitments receivable
	
	

	Sublease rental income
	(270)
	-

	GST recoverable on commitments
	(3,299)
	(3,770)

	Total commitments receivable
	(3,569)
	(3,770)

	
	
	

	Commitments payable
	
	

	Capital commitments
	
	

	Property, plant and equipment
	-
	98

	Intangibles
	171
	-

	Total capital commitments
	171
	98

	
	
	

	Other commitments
	
	

	Operating leases[footnoteRef:4] [4:  Operating leases included are effectively non-cancellable and include leases for office accommodation and motor vehicles.
] 

	28,847
	28,874

	Other commitments[footnoteRef:5] [5:  Other commitments comprise amounts committed for fee for service, policy and administrative activities.] 

	7,520
	12,499

	Total other commitments 
	36,367
	41,373

	
	
	

	Net commitments by type
	32,969
	37,701



NB: Commitments are GST inclusive where relevant.




	

	2011
$’000
	2010
$’000

	BY MATURITY
	
	

	
	
	

	Commitments receivable
	
	

	Operating lease income
	
	

	One year or less
	(135)
	-

	From one to five years
	(135)
	-

	Over five years
	-
	-

	Total operating lease income
	(270)
	-

	
	
	

	GST recoverable on commitments
	
	

	One year or less
	(682)
	(846)

	From one to five years
	(1,306)
	(1,371)

	Over five years
	(1,311)
	(1,553)

	Total GST recoverable on commitments
	(3,299)
	(3,770)

	
	
	

	Commitments payable
	
	

	Capital commitments
	
	

	One year or less
	171
	98

	From one to five years
	-
	-

	Over five years
	-
	-

	Total capital commitments
	171
	98

	
	
	

	Operating lease commitments
	
	

	One year or less
	2,941
	2,309

	From one to five years
	11,697
	9,722

	Over five years
	14,209
	16,843

	Total operating lease commitments
	28,847
	28,874

	
	
	

	Other commitments
	
	

	One year or less
	4,520
	6,901

	From one to five years
	2,793
	5,355

	Over five years
	207
	243

	Total other commitments
	7,520
	12,499

	
	 
	 

	Net commitments by maturity
	32,969
	37,701



NB: Commitments are GST inclusive where relevant.



AUSTRALIAN PUBLIC SERVICE COMMISSION
SCHEDULE OF COMMITMENTS
as at 30 June 2011

The above schedule should be read in conjunction with the accompanying notes.

	
	2011
$’000
	2010
$’000

	
	
	

	Contingent assets
	-
	-

	Contingent liabilities
	-
	-

	Net contingent assets / (liabilities)
	-
	-





AUSTRALIAN PUBLIC SERVICE COMMISSION
SCHEDULE OF CONTINGENCIES
as at 30 June 2011


The following non-financial non-current assets were added in 2010-11:

	
	Buildings
	Other property, plant & equipment
	Intangibles
	Total

	
	$’000
	$’000
	$’000
	$’000

	Additions funded in the current year
	-
	-
	
	

	By purchase – appropriation ordinary annual services
	
	
	
	

	Departmental capital budget
	439
	29
	-
	468

	Ordinary operating costs
	-
	426
	104
	530

	By purchase – appropriation other services
	 
	 
	 
	 

	Equity injections
	-
	-
	6
	6

	Other
	-
	-
	-
	-

	From acquisitions of entities or operations(including restructuring)
	34
	19
	-
	53

	Total funded additions in the current year
	473
	474
	110
	1,057

	Additions recognised in current year to be funded in future years
	 
	 
	 
	 

	Make-good
	186
	-
	-
	186

	Other
	-
	-
	-
	-

	Total future years/unfunded additions
	186
	-
	-
	186

	Total additions
	659
	474
	110
	1,243






The following non-financial non-current assets were added in 2009-10:

	
	Buildings 
	Other property, plant & equipment
	Intangibles
	Total

	
	$’000
	$’000
	$’000
	$’000

	Additions funded in the current year
	
	
	
	

	By purchase – appropriation ordinary annual services
	
	
	
	

	Ordinary operating costs
	41
	45
	81
	167

	By purchase – appropriation other services
	 
	 
	 
	 

	Equity injections
	-
	-
	24
	24

	Other
	-
	-
	-
	-

	From acquisitions of entities or operations(including restructuring)
	-
	-
	-
	-

	Total funded additions in the current year
	41
	45
	105
	191

	Additions recognised in current year to be funded in future years
	 
	 
	 
	 

	Make-good
	-
	-
	-
	-

	Other
	-
	-
	-
	-

	Total future years/unfunded additions
	-
	-
	-
	-

	Total additions
	41
	45
	105
	191






AUSTRALIAN PUBLIC SERVICE COMMISSION
SCHEDULE OF ASSET ADDITIONS
for the year ended 30 June 2011



EXPENSES ADMINISTERED ON BEHALF OF GOVERNMENT
for the year ended 30 June 2011
	




	Notes
	2011
$’000
	2010
$’000

	
	
	
	

	Employee benefits
	16a
	35,677
	-

	Total expenses
	
	35,677
	-




ASSETS AND LIABILITIES ADMINISTERED ON BEHALF OF GOVERNMENT
as at 30 June 2011

There are no material assets or liabilities administered on behalf of government.


ADMINISTERED CASH FLOWS
for the year ended 30 June 2011
	
OPERATING ACTIVITIES
	
	
	

	Cash used
	
	
	

	Employees
	
	35,677
	-

	Total cash used
	
	35,677
	-

	Net cash from / (used by) operating activities
	
	(35,677)
	-

	
	
	
	

	Net increase / (decrease) in cash held
	
	(35,677)
	-

	Cash and cash equivalents at the beginning of the reporting period 
	
	-
	-

	Cash from Official Public Account for appropriations
	
	35,677
	-

	Cash and cash equivalents at the end of the reporting period
	
	-
	-




ADMINISTERED COMMITMENTS
as at 30 June 2011

There are no administered commitments.




ADMINISTERED CONTINGENCIES
as at 30 June 2011

There are no administered contingencies.


ADMINISTERED ASSET ADDITIONS
for the year ended 30 June 2011

There are no administered asset additions.


AUSTRALIAN PUBLIC SERVICE COMMISSION
SCHEDULE OF ADMINISTERED ITEMS*
* The APSC conducts the administered activity “Parliamentarians' and Judicial Office Holders' remuneration and entitlements” on behalf of Government.

The above schedules should be read in conjunction with the accompanying notes.



	Note
	Description

	1
	Summary of significant accounting policies

	2
	Events occurring after reporting date

	3
	Expenses

	4
	Income

	5
	Financial assets

	6
	Non-financial assets

	7
	Payables

	8
	Interest bearing liabilities

	9
	Provisions

	10
	Restructuring

	11
	Cash flow reconciliation

	12
	Contingent liabilities and assets

	13
	Senior executive remuneration

	14
	Remuneration of Auditors

	15
	Financial instruments

	16
	Expenses administered on behalf of Government

	17
	Administered reconciliation table

	18
	Administered contingent liabilities and assets

	19
	Administered financial instruments

	20
	Appropriations

	21
	Special accounts

	22
	Compensation and debt relief

	23
	Reporting of outcomes

	24
	Comprehensive income / (loss) attributable to the entity


[bookmark: _NOTE_1._SUMMARY_OF_SIGNIFICANT_ACCO][bookmark: _Toc305508329][bookmark: _Toc306097040]NOTE 1. SUMMARY OF SIGNIFICANT ACCOUNTING POLICIES
1.1 Objective of the APSC
The APSC’s mission is to lead and shape a unified, high-performing APS.
The APSC is structured to meet one outcome, increased awareness and adoption of best practice public administration by the public service through leadership, promotion, advice and professional development, drawing on research and evaluation.
The continued existence of the APSC in its present form and with its present programs is dependent on Government policy and on continuing funding by Parliament for the APSC’s administration and programs.
APSC activities contributing toward this outcome are classified as either departmental or administered. Departmental activities involve the use of assets, liabilities, income and expenses controlled or incurred by the APSC in its own right. Administered activities involve the management or oversight by the APSC, on behalf of the Government, of items controlled or incurred by the Government. 
The APSC conducts the administered activity “Parliamentarians' and Judicial Office Holders' remuneration and entitlements” on behalf of Government.
1.2 Basis of preparation of the Financial Statements
The financial statements are general purpose financial statements and are required by section 49 of the Financial Management and Accountability Act 1997.
The Financial Statements have been prepared in accordance with:
· Finance Minister’s Orders (or FMO) for reporting periods ending on or after 1 July 2010 and
· Australian Accounting Standards and Interpretations issued by the Australian Accounting Standards Board (AASB) that apply for the reporting period.
The financial statements have been prepared on an accrual basis and in accordance with the historical cost convention, except for certain assets and liabilities at fair value. Except where stated, no allowance is made for the effect of changing prices on the operating result or the financial position.

The financial statements are presented in Australian dollars and values are rounded to the nearest thousand dollars unless otherwise specified.
Unless an alternative treatment is specifically required by an accounting standard or the FMOs, assets and liabilities are recognised in the balance sheet when and only when it is probable that future economic benefits will flow to the APSC or a future sacrifice of economic benefits will be required and the amounts of the assets or liabilities can be reliably measured. However, assets and liabilities arising under executor contracts are not recognised unless required by an accounting standard. Liabilities and assets that are unrecognised are reported in the schedule of commitments or the schedule of contingencies.
Unless alternative treatment is specifically required by an accounting standard, income and expenses are recognised in the statement of comprehensive income when and only when the flow, consumption or loss of economic benefits has occurred and can be reliably measured.
Administered revenues, expenses, assets and liabilities and cash flows reported in the Schedule of Administered items and related notes are accounted for on the same basis and using the same policies as for departmental items, except where otherwise stated at note 1.24.
1.3 Significant Accounting Judgements and Estimates
No accounting assumptions or estimates have been identified that have a significant risk of causing a material adjustment to carrying amounts of assets and liabilities within the next accounting period.
1.4 Changes in accounting standards
Adoption of new Australian Accounting Standard requirements
No accounting standard has been adopted earlier than the application date as stated in the standard.
New and revised standards, interpretations and amending standards that were issued prior to the signing of the statement by the chief executive and chief financial officer and are applicable to the current reporting period did not have a material financial impact, and are not expected to have a material future financial impact on the APSC.
Future Australian Accounting Standard requirements
New and revised standards, interpretations and amending standards that were issued prior to the signing of the statement by the chief executive and chief financial officer and are applicable to the future reporting period are not expected to have a material future financial impact on the APSC.
1.5 Revenue
Revenue from the sale of goods is recognised when:
· the risks and rewards of ownership have been transferred to the buyer
· the APSC retains no managerial involvement nor effective control over the goods
· the revenue and transaction costs incurred can be reliably measured; and
· It is probable that the economic benefits associated with the transaction will flow to the APSC.

Revenue from rendering of services is recognised by reference to the stage of completion of contracts at the reporting date. The revenue is recognised when:
· the amount of revenue, stage of completion and transaction costs incurred can be reliably measured; and
· the probable economic benefits with the transaction will flow to the APSC.
The stage of completion of contracts at the reporting date is determined by reference to the proportion that costs incurred to date bear to the estimated total costs of the transaction.
Receivables for goods and services, which have 30 day terms, are recognised at the nominal amounts due less any impairment allowance account. Collectability of debts is reviewed at end of reporting period. Allowances are made when the collectability of the debt is no longer probable.
Interest revenue is recognised using the effective interest method as set out in AASB 139 Financial Instruments: recognition and measurement.
Revenue from Government
Amounts appropriated for departmental appropriations for the year (adjusted for any formal additions and reductions) are recognised as Revenue from Government when the APSC gains control of the appropriation, except for certain amounts that relate to activities that are reciprocal in nature, in which case revenue is recognised only when it has been earned.
Appropriations receivable are recognised at their nominal amounts.
1.6 Gains
Resources received free of charge
Resources received free of charge are recognised as gains when, and only when, a fair value can be reliably determined and the services would have been purchased if they had not been donated. Use of those resources is recognised as an expense.
Resources received free of charge are recorded as either revenue or gains depending on their nature.
Contributions of assets at no cost of acquisition or for nominal consideration are recognised as gains at their fair value when the asset qualifies for recognition, unless received from another Government entity as a consequence of a restructuring of administrative arrangements (refer to Note 1.7).
Sale of assets
Gains from the disposal of assets are recognised when control of the asset has passed to the buyer.
1.7 [bookmark: _Ref142793073]Transactions with the Government as owner
Equity injections
Amounts appropriated which are designated as ‘equity injections’ for a year (less any formal reductions) and Departmental Capital Budgets (DCBs) are recognised directly in contributed equity in that year.
Restructuring of Administrative Arrangements
Net assets received from or relinquished to another Government entity under a restructuring of administrative arrangements are adjusted at their book value directly against contributed equity.
Other distributions to owners
The FMOs require that distributions to owners be debited to contributed equity unless in the nature of a dividend.
In 2009-10, by agreement with the Department of Finance and Deregulation, the APSC relinquished control of surplus departmental appropriation funding of $250,000. On 30 June 2010, the Finance Minister issued a determination to reduce departmental appropriations by $250,000.
In 2010-11, by agreement with the Department of Finance and Deregulation, the APSC relinquished control of surplus departmental appropriation funding of $227,000. On 7 June 2011, the Finance Minister issued a determination to reduce departmental appropriations by $227,000.
In 2010-11, as announced in the 2010-11 Mid Year and Fiscal Economic Outlook, by agreement with the Department of Finance and Deregulation, the APSC relinquished control of surplus departmental appropriation funding of $11,500,000. On 7 June 2011, the Finance Minister issued a determination to reduce departmental appropriations by $11,500,000. The amount of the reduction under Appropriation Act (No. 1) of 2010-11 was $8,167,000 and under Appropriation Act (No. 2) of 2010-11 was $3,333,000.
1.8 Employee benefits
Liabilities for ‘short-term employee benefits’ (as defined in AASB 119 Employee Benefits) and termination benefits due within 12 months of balance date are measured at their nominal amounts. 
The nominal amount is calculated with regard to the rates expected to be paid on settlement of the liability.
Other long-term employee benefits are measured as net total of the present value of the defined benefit obligation at the end of the reporting period minus the fair value at the end of the reporting period of plan assets (if any) out of which the obligations are to be settled directly.
Leave
The liability for employee benefits includes provision for annual leave and long service leave. No provision has been made for sick leave as all sick leave is non-vesting and the average sick leave taken in future years by employees of the APSC is estimated to be less than the annual entitlement for sick leave.
The leave liabilities are calculated on the basis of employees’ remuneration at the estimated salary rates that will be applied at the time that the leave is taken, including the APSC’s employer superannuation contribution rates to the extent that the leave is likely to be taken during service rather than paid out on termination.
The liability for long service leave is recognised and measured at the present value of the estimated future cash flows to be made in respect of all employees at 30 June 2011. In determining the present value of the liability, the APSC has used the Australian Government shorthand method.
Separation and redundancy
Provision is made for separation and redundancy benefit payments. The APSC recognises a provision for termination when it has developed a detailed formal plan for the terminations and has informed those employees affected that it will carry out the terminations.
Superannuation
Staff of the APSC are members of the Commonwealth Superannuation Scheme (CSS), the Public Sector Superannuation Scheme (PSS) or the PSS accumulation plan (PSSap).
The CSS and PSS are defined benefit schemes for the Australian Government. The PSSap is a defined contribution scheme.
The liability for defined benefits is recognised in the financial statements of the Australian Government and is settled by the Australian Government in due course. This liability is reported by the Department of Finance and Deregulation as an administered item.
The APSC makes employer contributions to the employees’ superannuation scheme at rates determined by an actuary to be sufficient to meet the current cost to the Government of the superannuation entitlements of the APSC’s employees. The APSC accounts for the contributions as if they were contributions to defined contribution plans.
The superannuation payable (note 7c) recognised as at 30 June represents outstanding contributions for the final fortnight of the financial year. The provision for superannuation (note 9a) recognised as at 30 June represents the estimated superannuation payable on the provision for annual leave and long service leave.
1.9 Leases
A distinction is made between finance leases and operating leases. Finance leases effectively transfer from the lessor to the lessee substantially all risks and rewards incidental to ownership of leased assets. An operating lease is a lease that is not a finance lease. In operating leases, the lessor effectively retains substantially all such risks and benefits.
Where an asset is acquired by means of a finance lease, the asset is capitalised at either the fair value of the lease property or, if lower, the present value of minimum lease payments at the inception of the contract and a liability is recognised at the same time and for the same amount.
The discount rate used is the interest rate implicit in the lease. Leased assets are amortised over the period of the lease. Lease payments are allocated between the principal component and the interest expense.
Operating lease payments are expensed on a straight line basis which is representative of the pattern of benefits derived from the leased assets.
Lease incentives taking the form of “free” leasehold improvements, contributions and rent holidays are recognised as liabilities. These liabilities are reduced by allocating lease payments between rental expense and reduction of the liability.
1.10 Borrowing costs
All borrowing costs are expensed as incurred.
1.11 Cash
Cash is recognised at its nominal amount. Cash and cash equivalents includes:
· cash on hand
· demand deposits in bank accounts with an original maturity of 3 months or less that are readily convertible to known amounts of cash and subject to insignificant risk of changes in value.
· cash held by outsiders
· cash in special accounts

1.12 Financial assets
The APSC classifies its financial assets in the following categories:
· financial assets at fair value through profit or loss
· held-to-maturity investments
· available-for-sale financial assets; and
· loans and receivables.

The classification depends on the nature and purpose of the financial assets and is determined at the time of initial recognition.
Financial assets are recognised and derecognised upon trade date.
Effective interest method
The effective interest method is a method of calculating the amortised cost of a financial asset and of allocating interest income over the relevant period. The effective interest rate is the rate that exactly discounts estimated future cash receipts over the expected life of the financial asset, or, where appropriate, a shorter period.
Income is recognised on an effective interest rate basis except for financial assets that are recognised at fair value through profit or loss.
Financial assets at fair value through profit or loss
Financial assets are classified as financial assets at fair value through profit or loss where the financial assets:
· have been acquired principally for the purpose of selling in the near future
· are derivatives that are not designated and effective as a hedging instrument; or
· are a part of an identified portfolio of financial instruments that the APSC manages together and has a recent actual pattern of short-term profit-taking.
Assets in this category are classified as current assets.
Financial assets at fair value through profit or loss are stated at fair value, with any resultant gain or loss recognised in profit or loss. The net gain or loss recognised in profit or loss incorporates any interest earned on the financial asset.
Available-for-sale financial assets
Available-for-sale financial assets are non-derivatives that are either designated in this category or not classified in any of the other categories. 
Available-for-sale financial assets are recorded at fair value. Gains and losses arising from changes in fair value are recognised directly in the reserves (equity) with the exception of impairment losses. Interest is calculated using the effective interest method and foreign exchange gains and losses on monetary assets are recognised directly in profit or loss. Where the asset is disposed of or is determined to be impaired, part (or all) of the cumulative gain or loss previously recognised in the reserve is included in profit for the period.
Where a reliable fair value cannot be established for unlisted investments in equity instruments, these instruments are valued at cost. The APSC has no such instruments.
Held-to-maturity investments
Non-derivative financial assets with fixed or determinable payments and fixed maturity dates that the APSC has the positive intent and ability to hold to maturity are classified as held-to-maturity investments. Held-to-maturity investments are recorded at amortised cost using the effective interest method less impairment, with revenue recognised on an effective yield basis.
Loans and receivables
Trade receivables, loans and other receivables that have fixed or determinable payments that are not quoted in an active market are classified as ‘loans and receivables’. Loans and receivables are measured at amortised cost using the effective interest method less impairment. Interest is recognised by applying the effective interest rate.
Impairment of financial assets
Financial assets are assessed for impairment at the end of each reporting period.
· Financial assets held at amortised cost - if there is objective evidence that an impairment loss has been incurred for loans and receivables or held to maturity investments held at amortised cost, the amount of the loss is measured as the difference between the asset’s carrying amount and the present value of estimated future cash flows discounted at the asset’s original effective interest rate. The carrying amount is reduced by way of an allowance account. The loss is recognised in the statement of comprehensive income.

· Available-for-sale financial assets - if there is objective evidence that an impairment loss on an available-for-sale financial asset has been incurred, the amount of the difference between its cost, less principal repayments and amortisation, and its current fair value, less any impairment loss previously recognised in expenses, is transferred from equity to the statement of comprehensive income.

· Available-for-sale financial assets (held at cost) - If there is objective evidence that an impairment loss has been incurred the amount of the impairment loss is the difference between the carrying amount of the asset and the present value of the estimated future cash flows discounted at the current market rate for similar assets.

1.13 Investments in Associates
The APSC’s investment in its associates is accounted for using the equity method.
Under the equity method, investments in the associates are carried in the APSC's balance sheet at cost as adjusted for post-acquisition changes in the APSC's share of net assets of the associates. Goodwill relating to an associate is included in the carrying amount of the investment. After the application of the equity method, the APSC determines whether it is necessary to recognise any impairment loss with respect to the net investment in associates.
The APSC has no investments in Associates.
1.14 Jointly Controlled Entities
Interests in jointly controlled entities in which the APSC is a venturer (and so has joint control) are accounted for using the equity method. The APSC has no joint controlled entities.
1.15 Financial Liabilities
Financial liabilities are classified as either financial liabilities at fair value through profit or loss or as other financial liabilities.
Financial liabilities are recognised and derecognised upon trade date.
Financial liabilities at fair value through profit or loss
Financial liabilities at fair value through profit or loss are initially measured at fair value. Subsequent fair value adjustments are recognised in profit or loss. The net gain or loss recognised in profit or loss incorporates any interest paid on the financial liability.
Other financial liabilities
Other financial liabilities, including borrowings, are initially measured at fair value, net of transaction costs. These liabilities are subsequently measured at amortised cost using the effective interest method, with interest expense recognised on an effective yield basis.
The effective interest method is a method of calculating the amortised cost of a financial liability and of allocating interest expense over the relevant period. The effective interest rate is the rate that exactly discounts estimated future cash payments through the expected life of the financial liability, or, where appropriate, a shorter period.
Supplier and other payables are recognised at amortised cost. Liabilities are recognised to the extent that the goods or services have been received (and irrespective of having been invoiced).
1.16 Contingent liabilities and contingent assets
Contingent liabilities and contingent assets are not recognised in the balance sheet but are reported in the relevant schedules and notes. They may arise from uncertainty as to the existence of a liability or asset, or represent an asset or liability in respect of which the amount cannot be reliably measured. Contingent assets are disclosed when settlement is probable but not virtually certain and contingent liabilities are disclosed when settlement is greater than remote.
1.17 Financial Guarantee Contracts
Financial guarantee contracts are accounted for in accordance with AASB 139 Financial Instruments: Recognition and Measurement. They are not treated as a contingent liability, as they are regarded as financial instruments outside the scope of AASB 137 Provisions, Contingent Liabilities and Contingent Assets.
1.18 Acquisition of assets
Assets are recorded at cost on acquisition except as stated below. The cost of acquisition includes the fair value of assets transferred in exchange and liabilities undertaken. Financial assets are initially measured at their fair value plus transaction costs where appropriate.
Assets acquired at no cost, or for nominal consideration, are initially recognised as assets and income at their fair value at the date of acquisition, unless acquired as a consequence of restructuring of administrative arrangements. In the latter case, assets are initially recognised as contributions by owners at the amounts at which they were recognised in the transferor agency’s accounts immediately prior to the restructuring.
1.19 Property, plant and equipment
Asset recognition threshold
Purchases of property, plant and equipment are recognised initially at cost in the balance sheet, except for purchases costing less than $2,000, which are expensed in the year of acquisition (other than where they form part of a group of similar items which are significant in total).

The initial cost of an asset includes an estimate of the cost of dismantling and removing the item and restoring the site on which it is located. This is particularly relevant to the provision for restoration obligations in property leases taken up by the APSC where there exists an obligation to restore the property to its original condition. These costs are included in the value of the APSC’s leasehold improvements with a corresponding provision for restoration obligations recognised.
Revaluations
Fair values for each class of asset are determined as shown below:

	Asset class
	Fair value measured at:

	Leasehold improvements
	Depreciated replacement cost

	Property, plant and equipment
	Market selling price



Following initial recognition at cost, property plant and equipment are carried at fair value less subsequent accumulated depreciation and accumulated impairment losses. Valuations are conducted with sufficient frequency to ensure that the carrying amounts of assets do not materially differ from the assets’ fair values as at the reporting date. The regularity of independent valuations depends upon the volatility of movements in market values for the relevant assets.
Revaluation adjustments are made on a class basis. Any revaluation increment is credited to equity under the heading of asset revaluation reserve except to the extent that it reverses a previous revaluation decrement of the same asset class that was previously recognised in the surplus / (deficit). Revaluation decrements for a class of assets are recognised directly in the surplus / (deficit) except to the extent that they reverse a previous revaluation increment for that class.
Any accumulated depreciation as at the revaluation date is eliminated against the gross carrying amount of the asset and the asset restated to the revalued amount.
Depreciation
Depreciable property, plant and equipment assets are written off to their estimated residual value over their estimated useful lives to the APSC using, in all cases, the straight-line method of depreciation.
Depreciation rates (useful lives), residual values and methods are reviewed at each reporting date and necessary adjustments are recognised in the current, or current and future reporting periods, as appropriate.

Depreciation and amortisation rates applying to each class of depreciable asset are based on the following useful lives:

	Asset class
	2011
	2010

	Leasehold improvements
	Lease term
	Lease term

	Plant and equipment
	1 to 7 years 
	1 to 7 years



Impairment
All assets were assessed for impairment at 30 June 2011. Where indications of impairment exist, the asset’s recoverable amount is estimated and an impairment adjustment made if the asset’s recoverable amount is less than its carrying amount.
The recoverable amount of an asset is the higher of its fair value less costs to sell and its value in use. Value in use is the present value of the future cash flows expected to be derived from the asset. Where the future economic benefit of an asset is not primarily dependent on the asset’s ability to generate future cash flows, and the asset would be replaced if the APSC were deprived of the asset, its value in use is taken to be its depreciated replacement cost.
Derecognition
An item of property, plant and equipment is derecognised upon disposal or when no further future economic benefits are expected from its use or disposal.

1.20 Investment Properties
Investment properties are measured initially at cost, including transaction costs. Subsequent to initial recognition, investment properties are stated at fair value, which is based on active market prices, adjusted if necessary, for any difference in the nature, location or condition of the specific asset at the balance sheet date. Gains or losses arising from changes in the fair values of investment properties are recognised in profit or loss in the year in which they arise.
Where an investment property is acquired at no cost or for nominal cost, its cost is deemed to be its fair value as at the date of acquisition.
Investment properties are derecognised either when they have been disposed of or when the investment property is permanently withdrawn form use and no future economic benefit is expected from its disposal. Any gain or losses on disposal of an investment property are recognised in profit or loss in the year of disposal.
1.21 Intangibles
The APSC’s intangibles comprise intellectual property, purchased software and internally developed software for internal use. These assets are carried at cost less accumulated amortisation and accumulated impairment losses where the value of the asset exceeds $2,000 for software and $10,000 for intellectual property
Intangibles are amortised on a straight-line basis over their anticipated useful life. The useful lives of the APSC’s intangibles are between 2 to 10 years (2009-10: 2 to 10 years).
All intangible assets were assessed for impairment as at 30 June 2011.
1.22 Inventories
Inventories held for sale are valued at the lower of cost and net realisable value.
Inventories held for distribution are valued at cost, adjusted for any loss in service potential.
Costs incurred in bringing each item of inventory to its present location and condition are assigned as follows:
· raw materials and stores – purchase cost on a first-in-first-out basis and
· finished goods and work-in-progress – cost of direct materials and labour plus attributable costs that are capable of being allocated on a reasonable basis.

Inventories acquired at no cost or nominal consideration are initially measured at current replacement cost at the date of acquisition.
1.23 Taxation / Competitive Neutrality
The APSC is exempt from all forms of taxation except Fringe Benefits Tax (FBT) and the Goods and Services Tax (GST).
Revenues, expenses, assets and liabilities are recognised net of GST except:
· where the amount of GST incurred is not recoverable from the Australian Taxation Office and
· for receivables and payables.

The APSC is not subject to competitive neutrality arrangements.


1.24 Reporting of administered activities
Administered revenues, expenses, assets, liabilities and cash flows are disclosed in the schedule of administered items and related notes.
Except where otherwise stated below, administered items are accounted for on the same basis and using the same policies as for departmental items, including the application of Australian Accounting Standards.
Administered Cash Transfers to and from the Official Public Account
Revenue collected by the APSC for use by the Government rather than the APSC is administered revenue. Collections are transferred to the Official Public Account (OPA) maintained by the Department of Finance and Deregulation. Conversely, cash is drawn from the OPA to make payments under Parliamentary appropriation on behalf of Government. These transfers to and from the OPA are adjustments to the administered cash held by the APSC on behalf of the Government and reported as such in the statement of cash flows in the schedule of administered items and in the administered reconciliation table in Note 17.
Revenue
All administered revenues are revenues relating to ordinary activities performed by the APSC on behalf of the Australian Government.
Loans and Receivables
Where loans and receivables are not subject to concessional treatment, they are carried at amortised cost using the effective interest method. Gains and losses due to impairment, derecognition and amortisation are recognised through profit or loss.
Administered Investments
Administered investments in subsidiaries, joint ventures and associates are not consolidated because their consolidation is relevant only at the Whole of Government level.
Administered investments other than those held for sale are classified as available-for-sale and are measured at their fair value as at 30 June 2011. Fair value has been taken to be the Australian Government's proportional interest in the net assets of the entities as at end of reporting period.

Financial Guarantee Contracts
Financial guarantee contracts are accounted for in accordance with AASB 139 Financial Instruments: Recognition and Measurement. They are not treated as a contingent liability, as they are regarded as financial instruments outside the scope of AASB 137 Provisions, Contingent Liabilities and Contingent Assets.
Guarantees to Subsidiaries, Joint Ventures and Associates
The amounts guaranteed by the Commonwealth have been disclosed in the schedule of administered items and Note 16. At the time of completion of the financial statements, there was no reason to believe that the guarantees would be called upon, and recognition of a liability was therefore not required. The guarantees are in relation to lease obligations and are measured at the present value of future lease payments.
Other Guarantees
As for guarantees to controlled entities.
Indemnities
The maximum amounts payable under the indemnities given is disclosed in the schedule of administered items - contingencies. At the time of completion of the financial statements, there was no reason to believe that the indemnities would be called upon, and no recognition of any liability was therefore required.
Grants and Subsidies
The APSC does not administer any grant or subsidy schemes on behalf of the Government.
Grant and subsidy liabilities are recognised to the extent that:
(i) the services required to be performed by the grantee have been performed or 
(ii) the grant eligibility criteria have been satisfied, but payments due have not been made.
A commitment is recorded when the Government enters into an agreement to make these grants but services have not been performed or criteria satisfied.
Payments to CAC Act Bodies
Payments to CAC Act bodies from amounts appropriated for that purpose are classified as either administered expenses, equity injections or loans of the relevant portfolio department. The appropriation to the APSC is disclosed in Table A in of the appropriations note.

[bookmark: _NOTE_2._THE_IMPACT_OF_THE_TRANSITIO][bookmark: _NOTE_3._EVENTS_OCCURRING_AFTER_REPO][bookmark: _Toc305508330][bookmark: _Toc306097041]NOTE 2. EVENTS OCCURRING AFTER REPORTING DATE
No matter or occurrence has come to the APSC’s attention which would materially affect the accounts or disclosures therein or which are likely to materially affect the future results or operation of the APSC.
[bookmark: _NOTE_4._INCOME_1][bookmark: _NOTE_3._EXPENSES][bookmark: _NOTE_4._Income][bookmark: _NOTE_5._EXPENSE][bookmark: _Toc305508331][bookmark: _Toc306097042]NOTE 3. EXPENSES
	
	2011
$’000
	2010
$’000

	3a Employee benefits
	
	

	Wages and salaries
	20,434
	15,769

	Superannuation :
	
	

	  Defined benefit plans
	1,258
	727

	  Defined contribution plans
	2,337
	2,181

	Leave and other entitlements
	2,264
	1,834

	[bookmark: OLE_LINK1]Separation and redundancies
	326
	801

	Other employee expenses
	8
	-

	Total employee benefits
	26,627
	21,312

	
	
	

	3b Suppliers
	
	

	Goods and Services
	
	

	Consultants
	2,491
	747

	Contractors
	8,994
	6,742

	Stationery
	172
	149

	Travel
	2,108
	1,644

	Venue hire and catering
	1,378
	1,477

	Publications and printing
	403
	436

	Advertising and communications
	104
	362

	Training
	521
	399

	Information and communications technology
	2,409
	1,877

	Facilities expense
	590
	287

	Other supplier expense
	459
	359

	Total goods and services
	19,629
	14,479

	
	
	

	Goods and services are made up of:
	
	

	Provision of goods - related entities
	19
	4

	Provision of goods - external parties
	831
	667

	Rendering of services - related entities
	2,501
	2,207

	Rendering of services - external parties
	16,278
	11,601

	Total goods and services
	19,629
	14,479

	
	
	

	Other supplier expenses
	
	

	Operating lease rentals - external parties [footnoteRef:6] [6:  These comprise minimum lease payments only.] 

	2,809
	2,599

	Worker compensation expenses
	133
	42

	Total other supplier expenses
	2,942
	2,641

	
	
	

	Total supplier expenses
	22,571
	17,120

	
	
	




	

	2011
$’000
	2010
$’000

	3c Depreciation and amortisation
	
	

	Depreciation:
	
	

	Buildings
	602
	568

	Property, plant and equipment
	432
	433

	Total depreciation
	1,034
	1,001

	
	
	

	Amortisation:
	
	

	Intangibles
	344
	375

	Total amortisation
	344
	375

	
	
	

	Total depreciation and amortisation
	1,378
	1,376

	
	
	

	3d Finance costs
	
	

	Unwinding of discount on provision for restoration obligations
	21
	22

	Total finance costs
	21
	22

	
	
	

	3e Write-down and impairment of assets
	
	

	Asset write-downs and impairment from:
	
	

	Impairment on goods and services receivable*
	-
	2

	Property, plant and equipment – write-off on disposal
	-
	-

	Total write-down and impairment of assets
	-
	2

	
	
	


* For full disclosure on the impairment of financial assets see note 15b.

	
3f Sale of assets
	
	

	Buildings:
	
	

	Proceeds from sale
	-
	-

	Carrying value of assets sold
	8
	13

	Net loss from sale of buildings
	8
	13

	
	
	

	Property, plant and equipment:
	
	

	Proceeds from sale
	-
	12

	Carrying value of assets sold
	33
	60

	Net loss from sale of property, plant and equipment
	33
	48

	
	
	

	Intangibles:
	
	

	Proceeds from sale
	-
	-

	Carrying value of assets sold
	6
	-

	Net loss from sale of buildings
	6
	-

	
	
	

	Net loss from sale of assets
	47
	61


[bookmark: _NOTE_4._INCOME_][bookmark: _Toc305508332][bookmark: _Toc306097043]NOTE 4. INCOME
	
	2011
$’000
	2010
$’000

	Own-source revenue
	
	

	4a Sale of goods and rendering of services
	
	

	Provision of goods - related entities
	16
	22

	Provision of goods - external parties
	4
	3

	Rendering of services - related entities
	21,228
	18,677

	Rendering of services - external parties
	1,172
	1,220

	Total sale of goods and rendering of services
	22,420
	19,922

	
	
	

	Gains
	
	

	4b Resources received free of charge
	
	

	Resources received free of charge
	39
	39

	
	
	

	4c Reversals of previous asset write-downs and impairments
	
	

	Reversal of impairment losses
	1
	-

	
	
	

	Revenue from Government*
	
	

	4d Revenue from Government
	
	

	Appropriations:
	
	

	Departmental appropriation
	30,096
	20,731

	Total revenue from Government
	30,096
	20,731

	
	
	


*No payments have been received under the paid parental scheme (2010: nil).
[bookmark: _NOTE_6._FINANCIAL_ASSETS][bookmark: _Toc305508333][bookmark: _Toc306097044]NOTE 5. FINANCIAL ASSETS
	
	2011
$’000
	2010
$’000

	5a Cash and cash equivalents
	
	

	Cash at bank
	1,287
	466

	Cash on hand 
	4
	3

	Total cash and cash equivalents
	1,291
	469

	
	
	

	5b Trade and other receivables
	
	

	Goods and services:
	
	

	Goods and services – related entities
	3,423
	3,243

	Goods and services – external parties
	174
	161

	Total goods and services receivable
	3,597
	3,404

	
	
	

	Appropriations receivable:
	
	

	For existing programs
	20,469
	14,600

	Total appropriations receivable
	20,469
	14,600

	
	
	

	Other receivables:
	
	

	GST receivable from the Australian Taxation Office
	199
	-

	Incentive receivable
	25
	25

	Total other receivables
	224
	25

	
	
	

	Total trade and other receivables (gross)
	24,290
	18,029

	Less: impairment allowance account - goods and services
	(8)
	(12)

	[bookmark: OLE_LINK3]Total trade and other receivables (net)
	24,282
	18,017

	
	
	

	All receivables are expected to be recovered in no more than 12 months.
	
	

	
	
	

	Receivables are aged as follows:
	
	

	Not overdue
	23,617
	17,077

	Overdue by:
	
	

	0 to 30 days 
	423
	394

	31 to 60 days
	84
	456

	61 to 90 days
	52
	33

	More than 90 days
	114
	69

	
	673
	952

	Total goods and services receivables (gross)
	24,290
	18,029
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	2011
$’000
	2010
$’000

	5b Trade and other receivables (continued)
	
	

	
	
	

	The impairment allowance account is aged as follows:
	
	

	Overdue by:
	
	

	more than 90 days
	(8)
	(12)

	Total impairment allowance account
	(8)
	(12)

	
	
	

	Reconciliation of impairment allowance account
	
	

	Opening balance
	(12)
	(10)

	Amounts written-off
	5
	2

	Amounts recovered and reversed
	7
	6

	(Increase) / decrease recognised in net surplus
	(8)
	(10)

	Closing balance
	(8)
	(12)



[bookmark: _NOTE_7._NON-FINANCIAL_ASSETS][bookmark: _NOTE_6._NON-FINANCIAL][bookmark: _Toc305508334][bookmark: _Toc306097045]NOTE 6. NON-FINANCIAL ASSETS
	
	2011
$’000
	2010
$’000

	6a Land and buildings
	
	

	Leasehold improvements:
	
	

	Fair value
	3,553
	3,722

	Accumulated depreciation
	(11)
	(478)

	Total leasehold improvements
	3,542
	3,244

	Total Land and buildings
	3,542
	3,244

	
	
	

	Leasehold improvements were subject to revaluation. All revaluations were conducted in accordance with the revaluation policy stated at Note 1. 
On 30 June 2011 an independent valuer conducted a revaluation of leasehold improvements. A revaluation increment of $249,000 (2010: nil) for leasehold improvements was credited to the asset revaluation reserve by asset class and included in the equity section of the balance sheet. 
No indicators of impairment were found for land and buildings.
No land and buildings is expected to be sold or disposed of within the next 12 months.



	6b Property, plant and equipment
	
	

	Other property, plant and equipment:
	
	

	Fair value
	2,588
	2,224

	Accumulated depreciation
	(767)
	(412)

	Total other property, plant and equipment
	1,821
	3,244

	Total property, plant and equipment
	1,821
	1,812

	
	
	

	Property, plant and equipment was last revalued by an independent valuer on 30 June 2009. All property, plant and equipment acquired since 1 July 2009 are carried at cost, which is materially reflective of their fair value.
No indicators of impairment were found for property, plant and equipment.
No property, plant or equipment is expected to be sold or disposed of within the next 12 months.




	

	2011
$’000
	2010
$’000

	
	
	

	6c Intangibles
	
	

	Computer software:
	
	

	Internally developed - in use
	1,170
	1,178

	Internally developed - in progress
	-
	-

	Purchased
	130
	41

	Accumulated amortisation
	(892)
	(670)

	Total computer software
	408
	549

	
	
	

	Intellectual property:
	
	

	Internally developed - in use
	1,005
	1,048

	Accumulated amortisation
	(962)
	(906)

	Total intellectual property
	43
	142

	
	
	

	Total intangibles
	451
	691



No indicators of impairment were found for intangible assets.

No intangibles are expected to be sold or disposed of within the next 12 months.


[bookmark: _7d_Analysis_of_property,_plant,_equ][bookmark: _Toc305508335][bookmark: _Toc306097046]6d Reconciliation of the opening and closing balances of property, plant and equipment and intangibles (2010-11)
	Item
	Buildings leasehold improvements
	Other property, plant & equipment
	Computer software purchased
	Computer software internally developed
	Intellectual property
	Total intangibles
	Total

	
	$’000
	$’000
	$’000
	$’000
	$’000
	$’000
	$’000

	As at 1 July 2010
	
	
	
	
	
	
	

	Gross book value
	3,722
	2,224
	40
	1,179
	1,048
	2,267
	8,213

	Accumulated depreciation / amortisation and impairment
	(478)
	(412)
	(19)
	(651)
	(906)
	(1,576)
	(2,466)

	Net book value 1 July 2010
	3,244
	1,812
	21
	528
	142
	691
	5,747

	Additions*
	659
	474
	96
	14
	-
	110
	1,243

	Revaluations and impairments through equity
	249
	-
	-
	-
	-
	-
	249

	Depreciation / amortisation expense
	(602)
	(432)
	(22)
	(223)
	(99)
	(344)
	(1,378)

	Disposals
	 
	 
	 
	 
	 
	 
	 

	Other disposals
	(8)
	(33)
	(6)
	-
	-
	(6)
	(47)

	
	
	
	
	
	
	
	

	Net book value 30 June 2011
	3,542
	1,821
	89
	319
	43
	451
	5,814

	
	
	
	
	
	
	
	

	Net book value as at 30 June 2011 represented by:
	
	
	
	
	
	
	

	Gross book value
	3,553
	2,588
	130
	1,170
	1,005
	2,305
	8,446

	Accumulated depreciation / amortisation and impairment
	(11)
	(767)
	(41)
	(851)
	(962)
	(1,854)
	(2,632)

	Net book value 30 June 2011
	3,542
	1,821
	89
	319
	43
	451
	5,814


* Disaggregated additions information are disclosed in the Schedule of Asset Additions.

6d (continued) Reconciliation of the opening and closing balances of property, plant and equipment and intangibles (2009-10)
	Item
	Buildings leasehold improvements
	Other property, plant & equipment
	Computer software purchased
	Computer software internally developed
	Intellectual property
	Total intangibles
	Total

	
	$’000
	$’000
	$’000
	$’000
	$’000
	$’000
	$’000

	As at 1 July 2009
	
	
	
	
	
	
	

	Gross book value
	3,784
	2,276
	102
	1,154
	1,080
	2,336
	8,396

	Accumulated depreciation / amortisation and impairment
	-
	(17)
	(74)
	(418)
	(883)
	(1,375)
	(1,392)

	Net book value 1 July 2009
	3,784
	2,259
	28
	736
	197
	961
	7,004

	
	
	
	
	
	
	
	

	Additions*
	41
	45
	3
	30
	72
	105
	

	Revaluations and impairments through equity
	-
	-
	-
	-
	-
	-
	-

	Depreciation / amortisation expense
	(568)
	(433)
	(10)
	(238)
	(127)
	(375)
	(1,376)

	Disposals
	
	
	
	
	
	
	

	Other disposals
	(13)
	(59)
	-
	-
	-
	-
	(72)

	
	
	
	
	
	
	
	

	Net book value 30 June 2010
	3,244
	1,812
	21
	528
	142
	691
	5,747

	
	
	
	
	
	
	
	

	Net book value as at 30 June 2010 represented by:
	
	
	
	
	
	
	

	Gross book value
	3,722
	2,224
	40
	1,179
	1,048
	2,267
	8,213

	Accumulated depreciation / amortisation and impairment
	(478)
	(412)
	(19)
	(651)
	(906)
	(1,576)
	(2,466)

	Net book value 30 June 2010
	3,244
	1,812
	21
	528
	142
	691
	5,747


* Disaggregated additions information are disclosed in the Schedule of Asset Additions.
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	2011
$’000
	2010
$’000

	6e Inventories
	
	

	Inventories held for distribution
	88
	189

	Total inventories
	88
	189

	
	
	


During 2010-11, $101,188 of inventory held for distribution was recognised as an expense (2009-10 $74,309).

No items of inventory were recognised at fair value less cost to sell.

All inventory is expected to be sold or distributed in the next 12 months.


	6f Prepayments paid
	
	

	Prepayments paid
	506
	449

	
	
	


[bookmark: _NOTE_8._PAYABLES_1][bookmark: _NOTE_7._PAYABLES][bookmark: _Toc305508336][bookmark: _Toc306097047][bookmark: _NOTE_8._PAYABLES][bookmark: _Toc305508337][bookmark: _Toc306097048]All prepayments are expected to be utilised in no more than 12 months.
NOTE 7. PAYABLES
	
	2011
$’000
	2010
$’000

	7a Suppliers
	
	

	Trade creditors and accruals
	4,277
	2,781

	Operating lease rentals
	1,602
	1,261

	Total supplier payables
	5,879
	4,042

	
	
	

	Supplier payables expected to be settled within 12 months:
	
	

	Related entities
	1,023
	751

	External parties
	3,267
	2,030

	Total
	4,290
	2,781

	
	
	


Supplier payables expected to be settled in greater than 12 months:
	Related entities
	-
	-

	External parties
	1,589
	1,261

	Total
	1,589
	1,261

	Total suppliers payable
	5,879
	4,042

	
	
	

	7b Prepayments received
	
	

	Prepayments received
	7,153
	5,844

	
	
	


All prepayments received are expected to be settled within the next 12 months.
	
	
	

	7c Other payables
	
	

	GST payable to ATO
	-
	76

	Salaries 
	528
	303

	Superannuation
	85
	52

	Separations and redundancies
	105
	185

	Other
	11
	17

	Total other payables
	729
	633

	[bookmark: OLE_LINK6]
	
	


All other payables are expected to be settled in no more than 12 months.
[bookmark: _NOTE_9._INTEREST_BEARING_LIABILITIE]
[bookmark: _NOTE_9._INTEREST_BEARING_LIABILITIE_1][bookmark: _NOTE_8._INTEREST][bookmark: _Toc305508338][bookmark: _Toc306097049]NOTE 8. INTEREST BEARING LIABILITIES
	
	
	

	8a Lease incentives
	
	

	Lease incentives are expected to be settled in:
	
	

	No more than 12 months
	166
	166

	More than 12 months
	1,265
	1,431

	Total lease incentives
	1,431
	1,597


[bookmark: _NOTE_10._PROVISIONS_1][bookmark: _NOTE_9._PROVISIONS][bookmark: _NOTE_10._PROVISIONS][bookmark: _Toc305508339][bookmark: _Toc306097050]NOTE 9. PROVISIONS
	
	2011
$’000
	2010
$’000

	9a Employee provisions
	
	

	Leave
	5,634
	4,429

	Superannuation
	505
	421

	Total employee provisions
	6,139
	4,850

	
	
	

	Employee provisions are expected to be settled in:
	
	

	No more than 12 months
	2,348
	1,851

	More than 12 months
	3,791
	2,999

	Total employee provisions
	6,139
	4,850

	
	
	

	
	
	

	9b Provision for restoration obligations
	
	

	Carrying amount 1 July
	332
	530

	Additional provisions made
	185
	-

	Amounts used
	-
	(220)

	Amounts reversed
	(80)
	-

	Unwinding of discount or change in discount rate
	21
	22

	Closing balance 30 June
	458
	332

	
	
	


Provision for restoration obligations are expected to be settled in:
	No more than 12 months
	26
	87

	More than 12 months
	432
	245

	Total provision for restoration obligations
	458
	332

	
	
	

	[bookmark: _NOTE_11._RESTRUCTURING_1]The APSC currently has 5 agreements for the leasing of premises which have provisions requiring the APSC to restore the premises to their original condition at the conclusion of the lease. The APSC has made a provision to reflect the present value of this obligation.

On 30 June 2011 an independent valuer conducted a revaluation of restoration obligations. The provision decreased by $15,000 (2010: nil). An increment of $15,000 (2010: nil) was credited to the asset revaluation reserve as this reversed previous decrements to the revaluation reserve for the relevant asset class. This increment to the asset revaluation reserve was included in the equity section of the balance sheet


[bookmark: _NOTE_11._Restructuring][bookmark: _Toc305508340][bookmark: _Toc306097051]NOTE 10. RESTRUCTURING
[bookmark: _Toc305508341][bookmark: _Toc306097052]10a Departmental Restructuring
On 4 May 2010 the Australian Government transferred policy responsibility for agreement-making, classification structures, Australian public service remuneration arrangements, work level standards advice and Defence Force Remuneration Tribunal from the Department of Education, Employment and Workplace Relations (DEEWR) to the Australian Public Service Commission (APSC).  By agreement between the APSC and DEEWR this transfer had financial effect from 1 July 2010.

In respect of functions assumed, the net book values of assets and liabilities transferred to the APSC as at the date of transfer were: 
	
	2011

	
	$’000

	Department of Education, Employment and Workplace Relations

	Assets recognised
	

	Appropriations receivable - for existing programs
	983

	Leasehold improvements
	35

	Other property, plant & equipment
	13

	Total assets recognised
	1,031

	Liabilities recognised
	

	Employee provisions – leave
	(925)

	Total liabilities recognised
	(925)

	Net assets assumed
	106

	
	


Expense funding for the function of $3,985,000 was transferred to the APSC for 2010-11. Own source income totalled $695,000 in 2010-11.

On 14 September 2010, the Australian Government transferred the functions of the Remuneration Tribunal from DEEWR to the APSC. By agreement between the APSC and DEEWR, for Departmental operations this transfer had financial effect from 1 November 2010.
In respect of functions assumed, the net book values of assets and liabilities transferred to the APSC as at the date of transfer were:

	Department of Education, Employment and Workplace Relations

	
	2011

	
	$’000

	Assets recognised
	

	Appropriations receivable - for existing programs
	513

	Property, plant & equipment
	6

	Total assets recognised
	519

	Liabilities recognised
	

	Employee provisions - leave
	(513)

	Total liabilities recognised
	(513)

	Net assets assumed
	6





Departmental income and expenses for the Remuneration Tribunal function assumed by the APSC were as follows:
	
	2011

	
	$’000

	Income
	

	Recognised by DEEWR
	424

	Recognised by APSC
	1,096

	Total income
	1,520

	
	

	Expenses
	

	Recognised by DEEWR
	424

	Recognised by APSC
	881

	Total expenses
	1,305




[bookmark: _Toc305508342][bookmark: _Toc306097053]10b Administered Restructuring

On 14 September 2010, the Australian Government transferred the administered program “Parliamentarians' and Judicial Office Holders' remuneration and entitlements” to the APSC.
No administered assets or liabilities were transferred to the APSC.

Administered expenses for the program assumed by the APSC were as follows:
	
	2011
	

	
	$’000
	

	Expenses
	
	

	Recognised by DEEWR
	8,881
	

	Recognised by APSC
	35,677
	

	Total expenses
	44,558
	




[bookmark: _NOTE_12._CASH_FLOW_RECONCILIATION_1][bookmark: _NOTE_12._CASH_FLOW_RECONCILIATION][bookmark: _NOTE_11._CASH][bookmark: _Toc305508343][bookmark: _Toc306097054]NOTE 11. CASH FLOW RECONCILIATION
	
	2011
$’000
	2010
$’000

	Reconciliation of cash and cash equivalents as per Balance Sheet to Cash Flow Statement:
	
	

	
	
	

	Cash and cash equivalents as per:
	
	

	Cash flow statement
	1,291
	469

	Balance sheet
	1,291
	469

	Difference
	-
	-

	
	
	

	Reconciliation of net cost of services to net cash from operating activities:
	
	

	Net cost of services
	28,184
	19,932

	Add revenue from Government
	30,096
	20,731

	
	
	

	Adjustments for non-cash items
	
	

	Depreciation and amortisation
	1,378
	1,376

	(Gain) / loss on sale of assets
	47
	61

	
	
	

	Changes in assets / liabilities
	
	

	(Increase) / decrease in net receivables
	(4,769)
	(2,958)

	(Increase) / decrease in inventories
	101
	74

	(Increase) / decrease in prepayments paid
	(57)
	96

	Increase / (decrease) in supplier payables
	1,737
	55

	Increase / (decrease) in prepayments received
	1,309
	1,904

	Increase / (decrease) in other payables
	96
	18

	Increase / (decrease) in interest bearing liabilities
	(166)
	(169)

	Increase / (decrease) in employee provisions
	(149)
	(859)

	Increase / (decrease) in provision for restoration obligations
	126
	(198)

	Net cash from / (used by) operating activities
	1,565
	199



[bookmark: _NOTE_12._CONTINGENT][bookmark: _Toc305508344][bookmark: _Toc306097055]NOTE 12. CONTINGENT LIABILITIES AND ASSETS
Quantifiable contingencies
As at 30 June 2011 the APSC has no quantifiable contingencies (2010: nil).

Unquantifiable contingencies
As at 30 June 2011 the APSC has no unquantifiable contingencies (2010: nil).

Significant remote contingencies
As at 30 June 2011 the APSC has no significant remote contingencies (2010: nil).

[bookmark: _NOTE_13._EXECUTIVE_REMUNERATION_1][bookmark: _NOTE_14._CONTINGENT_LIABILITIES_AND][bookmark: _NOTE_13._EXECUTIVE_REMUNERATION][bookmark: _Toc305508345][bookmark: _Toc306097056]NOTE 13. SENIOR EXECUTIVE REMUNERATION
[bookmark: _Toc305508346][bookmark: _Toc306097057]13a Senior executive remuneration expense for the reporting period
	
	
	

	
	2011
	2010

	
	$
	$

	Short-term employee benefits:
	
	

	Salary
	2,061,068
	1,370,256

	Annual leave accrued
	184,832
	127,960

	Performance bonuses
	39,000
	27,296

	Motor vehicle and other allowances
	280,582
	203,702

	Total short-term employee benefits
	2,565,482
	1,729,214

	
	
	

	Post employment benefits:
	
	

	Superannuation
	365,827
	231,504

	Total post employment benefits
	365,827
	231,504

	
	
	

	Other long-term benefits:
	
	

	Long service leave
	59,995
	70,914

	Total other long-term benefits
	59,995
	70,914

	
	
	

	Termination benefits
	-
	120,202

	Total
	2,991,304
	2,151,834

	
	
	


Notes:	This note was prepared on an accrual basis.
This note excludes acting arrangements and part year service where remuneration expensed for a senior executive was less than $150,000.
[bookmark: _NOTE_14._REMUNERATION_OF_AUDITORS]

[bookmark: _Toc305508347][bookmark: _Toc306097058]13b Average annual remuneration packages and bonus paid for substantive Senior Executives as at the end of the reporting period
	
	As at 30 June 2011
	
	As at 30 June 2010

	
	
	Fixed elements
	
	
	
	Fixed elements
	

	Fixed elements and bonus paid 1
	Senior Executives
	Salary
	Allowances
	Total
	Bonus paid 2
	
	Senior Executives
	Salary
	Allowances
	Total
	Bonus paid 2

	
	No.
	$
	$
	$
	$
	
	No.
	$
	$
	$
	$

	Less than $150,000*
	-
	-
	-
	-
	-
	
	-
	-
	-
	-
	-

	$150,000 to $179,999
	2
	150,971
	24,843
	175,814
	-
	
	2
	151,700
	23,000
	174,700
	-

	$180,000 to $209,999
	7
	170,356
	23,507
	193,863
	2,143
	
	2
	171,531
	23,000
	194,531
	-

	$210,000 to $239,999
	2
	197,138
	24,500
	221,638
	-
	
	-
	-
	-
	-
	-

	$240,000 to $269,999
	1
	221,000
	24,500
	245,500
	-
	
	1
	244,898
	25,000
	269,898
	17,296

	$270,000 to $299,999
	1
	273,000
	26,500
	299,500
	24,000
	
	-
	-
	-
	-
	-

	$300,000 to $329,999
	-
	-
	-
	-
	-
	
	-
	-
	-
	-
	-

	$330,000 to $359,999
	-
	-
	-
	-
	-
	
	-
	-
	-
	-
	-

	$360,000 to $389,999
	-
	-
	-
	-
	-
	
	-
	-
	-
	-
	-

	$390,000 to $419,999
	-
	-
	-
	-
	-
	
	1
	393,372
	24,422
	417,794
	-

	$420,000 to $449,999
	1
	410,505
	24,500
	435,005
	-
	
	-
	-
	-
	-
	-

	Total
	14
	
	
	
	
	
	6
	
	
	
	



1. This table reports substantive senior executives who were employed by the entity at the end of the reporting period. Fixed elements were based on the employment agreement of each individual. Each row represents an average annualised figure (based on headcount) for the individuals in that remuneration package band (i.e. the 'Total' column).  

2. This represents average actual bonuses paid during the reporting period in that remuneration package band. The 'Bonus paid' was excluded from the 'Total' calculation, (for the purpose of determining remuneration package bands). The 'Bonus paid' within a particular band may vary between financial years due to various factors such as individuals commencing with or leaving the entity during the financial year.  



Variable Elements:
With the exception of bonuses, variable elements were not included in the 'Fixed Elements and Bonus Paid' table above. The following variable elements were available as part of senior executives' remuneration package:
(a) Bonuses:
· Bonuses were based on the performance rating of each individual.  From 2010-11 no bonuses will be payable.  Bonuses disclosed are based on performance ratings in the prior year of service.

(b) On average senior executives were entitled to the following leave entitlements:
· Annual Leave: entitled to 20 days (2010: 20 days) each full year worked (pro-rata for part-time SES)
· Personal Leave: entitled to 20 days (2010: 20 days) or part-time equivalent and
· Long Service Leave: in accordance with Long Service Leave (Commonwealth Employees) Act 1976.

(c) Senior executives were members of one of the following superannuation funds:
· Commonwealth Superannuation Scheme (CSS): this scheme is closed to new members, and employer contributions were averaged 28.3 per cent (2010: 24 per cent) (including productivity component). More information on CSS can be found at http://www.css.gov.au
· Public Sector Superannuation Scheme (PSS): this scheme is closed to new members, with current employer contributions were set at 15.4 per cent (2010: 15.4 per cent) (including productivity component). More information on PSS can be found at http://www.pss.gov.au
· Public Sector Superannuation Accumulation Plan (PSSap): employer contributions were set at 15.4 percent (2010: 15.4 per cent), and the fund has been in operation since July 2005. More information on PSSap can be found at http://www.pssap.gov.au and
· Other: there were some senior executives who had their own superannuation arrangements (e.g. industry super funds or self-managed superannuation funds). Their employer contributions were set at 15.4 per cent (2010: 15.4 per cent)."

(d) Others:
· Senior executives are provided with on site car parking and airline memberships.

(e) Salary sacrifice arrangements were available to senior executives including superannuation and motor vehicles.

[bookmark: _Toc305508348][bookmark: _Toc306097059]Note 13c: Other Highly Paid Staff
During 2010-11, there were no employees (2010: nil) who did not have a role as a Senior Executive, whose salary plus performance bonus were $150,000 or more, noting that employees posted mainly outside Australia are exempt from this disclosure.


NOTE 14. REMUNERATION OF AUDITORS
	
	2011
$’000
	2010
$’000

	Financial statement audit services are resources provided free of charge to the APSC.

The fair value of the services provided was: 
	39
	39

	
	
	

	No other services were provided by the Auditor-General.
	
	


[bookmark: _NOTE_15._AVERAGE_STAFFING_LEVELS][bookmark: _NOTE_16._FINANCIAL_INSTRUMENTS][bookmark: _Toc305508349][bookmark: _Toc306097060]NOTE 15. FINANCIAL INSTRUMENTS
[bookmark: _Toc305508350][bookmark: _Toc306097061]15a Categories of financial instruments
	
	2011
$’000
	2010
$’000

	Financial Assets
	
	

	Loans and receivables:
	
	

	Cash and cash equivalents 
	1,291
	469

	Goods and services receivable
	3,597
	3,404

	Incentive receivable
	25
	25

	Total
	4,913
	3,898

	
	 
	 

	Carrying amount of financial assets
	4,913
	3,898

	
	-
	

	Financial Liabilities
	
	

	At amortised cost:
	-
	

	Trade creditors
	4,277
	2,781

	Other payables
	11
	17

	Total
	4,288
	2,798

	
	
	

	Carrying amount of financial liabilities
	4,288
	2,798

	
	
	

	15b Net income and expense from financial assets
	
	

	Loans and receivables
	
	

	Impairment on goods and services receivable
	1
	(2)

	Net gain/(loss) loans and receivables
	1
	(2)

	
	
	

	Net gain/(loss) from financial assets
	1
	(2)




	15c Net income and expense from financial liabilities
	
	

	
	2011
$’000
	2010
$’000

	
	
	

	Financial liabilities - at amortised cost
	
	

	Interest expense
	-
	-

	Net gain/(loss) financial liabilities - at amortised cost
	-
	-

	
	
	

	Net gain/(loss) from financial liabilities
	-
	-

	
	
	


The total interest expense from financial liabilities not at fair value from profit and loss is nil 
(2009-10: nil).

[bookmark: _Toc305508351][bookmark: _Toc306097062]15d Fair value of financial instruments
The carrying amount of all financial assets and liabilities is a reasonable approximation of their fair value. The net fair values of finance lease liabilities are based on discounted cash flows using the interest rate implicit in the lease.



[bookmark: _Toc305508352][bookmark: _Toc306097063]15e Credit risk
The APSC is exposed to minimal credit risk as loans and receivables are goods and services receivable and incentive receivable. The maximum exposure to credit risk is the risk that arises from potential default of a debtor. This amount is equal to the total amount of goods and services and incentive receivable (see note 15a). The APSC has assessed the risk of the default on payment and has allocated an allowance for impairment on goods and services receivable.

The APSC’s goods and services receivable are principally recoverable from other Australian Government agencies. The incentive receivable is recoverable from a building lessor, with the amount recoverable specified in the lease agreement. In addition, the APSC has policies and procedures that guide debt recovery techniques that are to be applied.

The APSC holds no collateral to mitigate against credit risk.

Credit quality of financial instruments not past due or individually determined as impaired

	
	Not Past Due Nor Impaired
2011
$’000
	Not Past Due Nor Impaired
2010
$’000
	Past due or impaired
2011
$’000
	
Past due or impaired
2010
$’000

	Financial Assets
	
	
	
	

	Loans and receivables
	
	
	
	

	Goods and services receivable
	3,148
	2,452
	673
	952

	Incentive receivable
	25
	25
	-
	-

	Total loans and receivables
	3,173
	2,477
	673
	952

	
	 
	 
	 
	 

	Total
	3,173
	2,477
	673
	952



Ageing of financial assets that are past due but not impaired

	
	

Year
	0 to 30
 days
$’000
	31 to 60
 days
$’000
	61 to 90
days
$’000
	90+
days
$’000
	Total

$’000

	
	
	
	
	
	
	

	Goods and services receivable:
	2011
	423
	84
	52
	106
	665

	
	2010
	394
	456
	33
	57
	940



The following list of assets have been individually assessed as impaired

	Financial Assets
	2011
$’000
	2010
$’000

	Loans and receivables
	
	

	Goods and services receivable
	(8)
	(12)

	Total
	(8)
	(12)



These items are assessed as impaired as they are past due by 90 + days and it will be uneconomic to pursue them.
[bookmark: _Toc305508353][bookmark: _Toc306097064]15f Liquidity risk
The APSC’s financial liabilities are payables, finance leases and other interest bearing liabilities. The exposure to liquidity risk is based on the notion that the APSC will encounter difficulty in meeting its obligations associated with financial liabilities. This is highly unlikely as the APSC is appropriated funding from the Australian Government and the APSC manages its budgeted funds to ensure it has adequate funds to meet payments as they fall due. In addition, the APSC has policies in place to ensure timely payment are made when due and has no past experience of default.

Maturities for non-derivative financial liabilities
	
	On demand
2011
$’000
	Within 1 year
2011
$’000
	1 to 2 years
2011
$’000
	2 to 5 years
2011
$’000
	> 5 years

2011
$’000
	Total

2011
$’000

	Financial Liabilities
	
	
	
	
	
	

	Liabilities at amortised cost
	
	
	
	
	
	

	Trade creditors
	-
	4,277
	-
	-
	-
	4,277

	Other payables
	-
	11
	-
	-
	-
	11

	Finance lease
	-
	-
	-
	-
	-
	-

	Total liabilities at amortised cost
	-
	4,288
	-
	-
	-
	4,288

	
	
	 
	
	
	
	 

	Total
	-
	4,288
	-
	-
	-
	4,288

	
	
	
	
	
	
	

	
	On demand
2010
$’000
	Within 1 year
2010
$’000
	1 to 2 years
2010
$’000
	2 to 5 years
2010
$’000
	> 5 years

2010
$’000
	Total

2010
$’000

	Financial Liabilities
	
	
	
	
	
	

	Liabilities at amortised cost
	
	
	
	
	
	

	Trade creditors
	-
	2,781
	-
	-
	-
	2,781

	Other payables
	-
	17
	-
	-
	-
	17

	Finance lease
	-
	-
	-
	-
	-
	-

	Total liabilities at amortised cost
	-
	2,798
	-
	-
	-
	2,798

	
	
	 
	
	
	
	 

	Total
	-
	2,798
	-
	-
	-
	2,798

	
	
	
	
	
	
	



[bookmark: _Toc305508354][bookmark: _Toc306097065]15g Market risk
The APSC holds basic financial instruments that do not expose the APSC to certain market risks. The APSC is not exposed to 'Currency risk' or 'Other price risk'.

Interest Rate Risk
There are no interest-bearing items on the balance sheet.

[bookmark: _NOTE_16._EXPENSES][bookmark: _Toc305508355][bookmark: _Toc306097066]NOTE 16. EXPENSES ADMINISTERED ON BEHALF OF GOVERNMENT
[bookmark: _16a_Employee_Benefits][bookmark: _Toc305508356][bookmark: _Toc306097067]16a Employee Benefits
	
	2011
$’000
	2010
$’000

	Employee benefits
	
	

	Wages and salaries
	35,677
	-

	Total employee benefits expense
	35,677
	-

	
	
	


[bookmark: _NOTE_17._ADMINISTERED][bookmark: _Toc305508357][bookmark: _Toc306097068]NOTE 17. ADMINISTERED RECONCILIATION TABLE
	
	2011
$’000
	2010
$’000

	Opening administered assets less administered liabilities as at 1 July
	-
	-

	Less: Administered expenses
	(35,677)
	-

	Administered transfers (to)/from Australian Government:
	
	

	Appropriation transfers from OPA:
	
	

	Special appropriations (unlimited)
	35,677
	-

	Opening administered assets less administered liabilities as at 30 June
	-
	-

	
	
	



[bookmark: _NOTE_18._ADMINISTERED][bookmark: _Toc305508358][bookmark: _Toc306097069]NOTE 18. ADMINISTERED CONTINGENT ASSETS AND LIABILITIES
The APSC has no quantifiable, unquantifiable or significant remote administered contingencies.
[bookmark: _NOTE_17._APPROPRIATIONS][bookmark: _NOTE_19._ADMINISTERED][bookmark: _Toc305508359][bookmark: _Toc306097070]NOTE 19. ADMINISTERED FINANCIAL INSTRUMENTS
The APSC has no administered financial instruments.
[bookmark: _NOTE_20._APPROPRIATIONS][bookmark: _Toc305508360][bookmark: _Toc306097071]NOTE 20. APPROPRIATIONS
[bookmark: _Toc305508361][bookmark: _Toc306097072]Table A: Annual Appropriations (“Recoverable GST exclusive’)
	
	2011 Appropriations
	Appropriation applied in 2011 (current and prior years)
	Variance

	
	Appropriation Act
	FMA Act
	Total Appropriation
	
	

	
	Annual Appropriation
	Appropriations reduced(a)
	Section 30
	Section 31
	Section 32
	
	
	

	
	$'000
	$'000
	$'000
	$'000
	$'000
	$'000
	$'000
	$'000

	Departmental:
	 
	 
	
	
	
	 
	 
	 

	Ordinary annual services
	33,527
	(8,167)
	238
	24,809
	6,791
	57,198
	(50,287)
	6,911

	Other services:
	 
	 
	
	
	
	
	 
	 

	Equity
	3,333
	(3,333)
	-
	 
	-
	-
	(58)
	(58)

	Total Departmental
	36,860
	(11,500)
	238
	24,809
	6,791
	57,198
	(50,345)
	6,853



(a) Appropriations reduced under Appropriation Acts (No. 1, 3, 5) 2010-11: sections 10, 11, 12 and 15 and under Appropriation Acts (No. 2, 4, 6) 2010-11: sections 12, 13, 14 and 17.

Departmental appropriations do not lapse at financial year-end. However, the responsible Minister may decide that part or all of a departmental appropriation is not required and request that the Finance Minister reduce that appropriation. The reduction in the appropriation is effected by the Finance Minister's determination and is disallowable by Parliament.

On 7 June 2011, the Finance Minister determined a reduction in departmental appropriations following a request by the Special Minister of State. The amount of the reduction under Appropriation Act (No. 1) of 2010-11 was $8,167,000 and under Appropriation Act (No. 2) of 2010-11 was $3,333,000.

On 7 June 2011, the Finance Minister determined a reduction in departmental appropriations following a request by the Special Minister of State. The amount of the reduction under Appropriation Act (No. 1) of 2009-10 was $175,000 and under Appropriation Act (No. 2) of 2008-09 was $52,000.

On 8 November 2010, a delegate of the Finance Minister determined a transfer in departmental appropriations from DEEWR to the APSC for the Australian Government employment workplace relations policy function. The amount of the increase under Appropriation Act (No. 1) of 2009-10 was $982,737 and under Appropriation Act (No. 1) of 2010-11 was $4,027,152.

On 8 November 2010, a delegate of the Finance Minister determined a transfer in departmental appropriations from DEEWR to the APSC for the Remuneration tribunal function. The amount of the increase under Appropriation Act (No. 1) of 2009-10 was $513,306 and under Appropriation Act (No. 1) of 2010-11 was $1,267,566.



	
	2010 Appropriations
	Appropriation applied in 2010 (current and prior years)
	Variance

	
	Appropriation Act
	FMA Act
	Total Appropriation
	
	

	
	Annual Appropriation
	Appropriations reduced(a)
	Section 30
	Section 31
	Section 32
	
	
	

	
	$'000
	$'000
	$'000
	$'000
	$'000
	$'000
	$'000
	$'000

	Departmental:
	 
	 
	
	
	
	 
	 
	 

	Ordinary annual services
	20,981
	(250)
	246
	22,181
	-
	43,158
	(40,594)
	2,564

	Other services:
	 
	 
	
	
	
	 
	 
	 

	Equity
	-
	-
	-
	 
	-
	-
	(24)
	(24)

	Total Departmental
	20,981
	(250)
	246
	22,181
	-
	43,158
	(40,618)
	2,540



 (a) Appropriations reduced under Appropriation Acts (Nos. 1, 3) 2009-10: sections 10, 11 and 12 and under Appropriation Acts (Nos. 2, 4) 2009-10: sections 12, 13 and 14.

Departmental appropriations do not lapse at financial year-end. However, the responsible Minister may decide that part or all of a departmental appropriation is not required and request that the Finance Minister reduce that appropriation. The reduction in the appropriation is effected by the Finance Minister's determination and is disallowable by Parliament.

On 30 June 2010, the Finance Minister determined a reduction in departmental appropriations following a request by the Special Minister of State. The amount of the reduction under Appropriation Act (No. 1) of 2009-10 was $250,000.
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[bookmark: _Toc305508362][bookmark: _Toc306097073]Table B: Unspent Departmental Annual Appropriations ('Recoverable GST exclusive')
	
	2011
$’000
	2010
$’000

	
	
	

	Appropriation Act (No. 1) of 2009-10
	-
	14,823

	Appropriation Act (No. 1) of 2010-11
	21,734
	-

	Appropriation Act (No. 2) of 2007-08
	24
	30

	Appropriation Act (No. 2) of 2008-09
	-
	52

	Total
	21,758
	14,905

	
	
	



[bookmark: _Toc305508363][bookmark: _Toc306097074]Table C: Special Appropriations ('Recoverable GST exclusive')

The APSC has recently become aware that there is an increased risk of non-compliance with Section 83 of the Constitution where payments are made from special appropriations and special accounts in circumstances where the payments do not accord with conditions included in the relevant legislation. 

The APSC will investigate these circumstances and any impact on its special appropriations shown below, seeking legal advice as appropriate.
	
	
	
	Appropriation applied
	

	Authority
	Type
	Purpose
	2011
$’000
	2010
$’000
	

	
	
	
	
	
	

	Remuneration and Allowances Act 1990 – Section 8
	Unlimited amount
	An Act to provide for the remuneration and allowances of holders and judicial offices, Secretaries of Departments and holders of public offices, Senators and Members of the House of Representatives, Ministers and office holders of the Parliament related matters(a).
	15,373
	-
	

	
	
	
	
	
	

	Remuneration Tribunal Act 1973 – Section 7(13)
	Unlimited amount
	An Act to inquire into, and determine or provide advice on, remuneration and related matters(b).
	20,304
	-
	

	Total
	
	
	35,677
	-
	



Notes:
(a) This special appropriation is administered by the APSC. However, the APSC does not draw on the appropriation for this Act. The Department of the House of Representatives draws down for this act.

(b) This special appropriation is administered by the APSC. However, the APSC does not draw on the appropriation for this Act instead these are drawn down by the Department of the House of Representatives, the Department of the Senate and the Attorney General’s Department.



[bookmark: _NOTE_21._SPECIAL][bookmark: _Toc305508364][bookmark: _Toc306097075]NOTE 21. SPECIAL ACCOUNTS
	
	2011
$’000
	2010
$’000

	Other Trust Moneys Special Account (Departmental)

	Appropriation: Financial Management and Accountability Act 1997; s21.

	Establishing Instrument: Financial Management and Accountability Act 1997; s20.

	Purpose: Expenditure of moneys temporarily held on trust or otherwise for the benefit of a person other than the Commonwealth.

	
	
	

	Balance brought forward from previous period
	-
	-

	Other receipts - Comcare compensation receipts
	-
	10

	Total increase
	-
	10

	Available for payments
	-
	10

	Payments made - reimbursement to Departmental annual ordinary services
	-
	(10)

	Balance carried to next period
	-
	-



Services for Other Government and Non Agency Bodies Special Account (Departmental)
Appropriation: Financial Management and Accountability Act 1997; s21.
Establishing Instrument: Financial Management and Accountability Act 1997; s20.
Purpose: Expenditure in connection with services performed on behalf of other Governments and bodies that are not FMA Agencies.

A determination issued by the Finance Minister abolished this account from 11 September 2009.

For the period 1 July 2000 to 11 September 2009, the account had nil balances and there were no transactions debited or credited to it.

[bookmark: _NOTE_18._COMPENSATION_AND_DEBT_RELI][bookmark: _NOTE_22._COMPENSATION][bookmark: _Toc305508365][bookmark: _Toc306097076]NOTE 22. COMPENSATION AND DEBT RELIEF
	
	2011
$
	2010
$

	Compensation and debt relief -Departmental
	
	

	No ‘Act of Grace’ expenses were incurred during the reporting period (2010: nil).
	-
	-

	No waivers of amounts owing to the Australian Government were made pursuant to subsection 34(1) of the Financial Management and Accountability Act 1997 (2010: no waivers).
	-
	-

	No payments were provided under the Compensation for Detriment caused by Defective Administration (CDDA) Scheme during the reporting period (2010: nil).
	-
	-

	No ex-gratia payments were provided for during the reporting period (2010: nil).
	-
	-

	One payment was provided in special circumstances relating to APS employment under s73 of the Public Service Act 1999 (PS Act) during the reporting period (2010: nil).
	8,039
	-



	Compensation and debt relief - Administered
	
	

	No ‘Act of Grace’ expenses were incurred during the reporting period (2010: nil).
	-
	-

	No waivers of amounts owing to the Australian Government were made pursuant to subsection 34(1) of the Financial Management and Accountability Act 1997 (2010: no waivers).
	-
	-

	No payments were provided under the Compensation for Detriment caused by Defective Administration (CDDA) Scheme during the reporting period (2010: nil).
	-
	-

	No ex-gratia payments were provided for during the reporting period (2010: nil).
	-
	-

	No payments were provided in special circumstances relating to APS employment under s73 of the Public Service Act 1999 (PS Act) during the reporting period (2010: nil).
	-
	-

	
	
	


[bookmark: _NOTE_19._REPORTING_OF_OUTCOMES_1][bookmark: _NOTE_19._REPORTING_OF_OUTCOMES][bookmark: _NOTE_23._REPORTING][bookmark: _Toc305508366][bookmark: _Toc306097077]NOTE 23. REPORTING OF OUTCOMES
[bookmark: _Toc305508367][bookmark: _Toc306097078]23a Net Cost of Outcome Delivery
	
	Outcome 1

	
	2011
$’000
	2010
$’000

	Expenses
	
	

	Administered
	35,677
	-

	Departmental
	50,644
	39,893

	Total expenses
	86,321
	39,893

	
	
	

	Income from non-government sector
	
	

	Administered
	-
	-

	Departmental:
	
	

	Goods and services revenue
	1,176
	1,223

	Total departmental
	1,176
	1,223

	Total
	1,176
	1,223

	
	
	

	Other own-source income
	
	

	Administered
	-
	-

	Departmental:
	
	

	Resources received free of charge
	39
	39

	Reversals of previous asset write-downs and impairments
	1
	-

	Goods and services revenue
	21,244
	18,699

	Total departmental
	21,284
	18,738

	Total
	21,284
	18,738

	
	 
	 

	Net cost / (contribution) of outcome delivery
	63,861
	19,932



Outcome 1 is described in Note 1.1. Net costs shown include intra-government costs that are eliminated in calculating the actual Budget outcome.


[bookmark: _Toc305508368][bookmark: _Toc306097079]23b Major classes of Departmental expense, income, assets and liabilities by outcome
As the APSC only has one outcome, major classes of departmental assets and liabilities for Outcome 1 are as per the balance sheet and major classes of departmental expenses and income for Outcome 1 are as per the statement of comprehensive income.
[bookmark: _Toc305508369][bookmark: _Toc306097080]23c Major classes of Administered expense, income, assets and liabilities by outcome

[bookmark: _NOTE_24._COMPREHENSIVE]Administered expenses for Outcome 1 are as per the schedule of expenses administered on behalf of Government.


[bookmark: _Toc305508370][bookmark: _Toc306097081]NOTE 24. COMPREHENSIVE INCOME / (LOSS) ATTRIBUTABLE TO THE ENTITY

	
	2011
$’000
	2010
$’000

	Total Comprehensive income / (loss) attributable to the entity
	
	

	Total comprehensive income / (loss)*
	2,176
	799

	Plus: non-appropriated expenses 
	
	

	Operating lease rental expense
	340
	320

	Depreciation and amortisation expenses
	825
	-

	Total comprehensive income / (loss) attributable to the entity
	3,341
	1,119

	
	
	


* As per the Statement of Comprehensive Income.









[bookmark: _Toc298252261]Appendices



This part consists of the following appendices:
A: Agency resource and outcome resource statements
B: Changes to disability reporting in annual reports
C: Occupational health and safety
D: Freedom of information
E: Advertising and market research
F: Ecologically sustainable development and environmental performance
G: Staffing profile and equal employment opportunity
H: List of requirements


[bookmark: _Toc306097082][bookmark: _Toc275183692]Appendix A: Agency resource statement 
[bookmark: _Toc306276290]Table A1: Agency resource statement, 2010–11
	
	
	Actual available
	
	Payments
	
	Balance
	

	
	
	appropriation
	
	made
	
	remaining
	

	
	
	for 2010–11
	
	2010–11
	
	2010–11
	

	
	
	$'000
	
	$'000
	
	$'000
	

	
	
	(a)
	
	(b)
	
	(a-b)
	

	Ordinary annual services
	
	
	
	
	
	
	

	Departmental appropriation1
	
	
	
	
	
	
	

	Prior year departmental appropriation
	
	14,823 
	
	14,823 
	
	–
	

	Departmental appropriation2
	
	57,198 
	
	35,464 
	
	21,734 
	

	Total
	
	72,021 
	
	50,287 
	
	21,734 
	

	
	
	
	
	
	
	
	

	Total ordinary annual services  
	
	72,021 
	
	50,287 
	
	21,734 
	

	
	
	
	
	
	
	
	

	Other services3
	
	
	
	
	
	
	

	Departmental non-operating
	
	
	
	
	
	
	

	Prior year appropriation
	
	82 
	
	58 
	
	24 
	

	Equity injections
	
	 -
	
	–
	
	–
	

	Previous years' outputs
	
	 -
	
	–
	
	–
	

	Total
	
	82 
	
	58 
	
	24 
	

	
	
	
	
	
	
	
	

	Total other services 
	
	82 
	
	58 
	
	24 
	

	
	
	
	
	
	
	
	

	Total available annual appropriations and payments
	
	72,103 
	
	50,345 
	
	21,758 
	

	
	
	
	
	
	
	
	

	Special appropriations
	
	
	
	
	
	
	

	Special appropriations limited
	
	
	
	
	
	
	

	 by criteria/entitlement
	
	
	
	
	
	
	

	Remuneration and Allowances Act 1990
	
	
	
	15,373 
	
	
	

	Remuneration Tribunal Act 1973
	
	
	
	20,304 
	
	
	

	Total special appropriations
	
	 
	
	35,677 
	
	 
	

	
	
	
	
	
	
	
	

	Special accounts4
	
	
	
	
	
	
	

	Opening balance
	
	–
	
	
	
	
	

	Appropriation receipts
	
	–
	
	
	
	
	

	Non-appropriation receipts to special accounts
	
	 –
	
	
	
	
	

	Payments made
	
	
	
	
	
	
	

	Total special account 
	
	–
	
	 
	
	 
	

	
	
	
	
	
	
	
	

	Total net resourcing for Australian Public Service Commission
	
	72,103 
	
	86,022 
	
	 
	

	Notes
	
	
	
	
	
	
	

	1. Appropriation Act (No. 1) 2010–11 less appropriation reductions.
	
	
	
	

	2. Includes an amount of $0.6m in 2010–11 for the departmental capital budget. For accounting purposes this amount has been designated as ‘contributions by owners’.
	
	
	

	3. Appropriation Act (No. 2) 2010–1 less appropriation reductions.
	

	4. Does not include ‘Special Public Money’ held in accounts like Other Trust Moneys.
	
	
	
	

	
	


[bookmark: _Toc306276291]Table A2: Expenses and resources for Outcome 1, 2010–11
	Outcome 1: Increased awareness and adoption of best practice public administration by the public service through leadership, promotion, advice and professional development, drawing on research and evaluation
	Budget*
	Actual expenses
	

	
	2010–11
	2010–11
	Variation

	
	$’000
	$’000
	$’000

	
	(a)
	(b)
	(a)–(b)

	Departmental
	
	
	

	Program 1.1: APS people and organisational performance
	
	
	

	Departmental expenses
	
	
	

	Ordinary annual services (Appropriation Act No. 1)
	17,151
	15,766
	1,385

	Revenues from independent sources (section 31)
	2,314
	4,722
	 (2,408)

	Expenses not requiring appropriation in the Budget year
	620
	557
	63

	Total for program 1.1
	20,085
	21,045
	 (960)

	Program 1.2: Investing in APS development and capability
	
	
	

	Departmental expenses
	
	
	

	Ordinary annual services (Appropriation Act No. 1)
	5,294
	3,243
	2,051

	Revenues from independent sources (section 31)
	14,216
	16,623
	 (2,407)

	Expenses not requiring appropriation in the Budget year
	487
	394
	93

	Total for program 1.2
	19,997
	20,260
	 (263)

	Program 1.3: Australian Government employment workplace relations
	
	
	

	Departmental expenses
	
	
	

	Ordinary annual services (Appropriation Act No. 1)
	7,651
	8,010
	 (359)

	Revenues from independent sources (section 31)
	620
	1,076
	 (456)

	Expenses not requiring appropriation in the Budget year
	–
	253
	 (253)

	Total for program 1.3
	8,271
	9,339
	(1,068)

	Administered
	
	
	

	Parliamentarians’ and judicial office holders’ remuneration and entitlements
	
	
	

	Administered expenses
	
	
	

	Special appropriations
	36,933 
	35,677 
	1,256 

	Total for administered program
	36,933
	35,677
	1,256

	Outcome 1 totals by appropriation type
	
	
	

	Administered expenses
	
	
	

	Special appropriations
	36,933 
	35,677
	1,256

	Departmental expenses
	
	
	

	Ordinary annual services (Appropriation Act No. 1)
	30,096 
	27,019
	3,077

	Revenues from independent sources (section 31)
	17,150 
	22,421
	 (5,271)

	Expenses not requiring appropriation in the Budget year
	1,107 
	1,204
	 (97)

	Total expenses for Outcome 1
	85,286
	86,321
	 (1,035)

	
	2009–10
	2010–11
	

	Average staffing level (number)
	194
	239
	


[bookmark: _Toc306276292]*Full-year budget, including any subsequent adjustment made to the 2010-11 Budget


[bookmark: _Toc306097083]Appendix B: Changes to disability reporting in annual reports
Since 1994, Commonwealth departments and agencies have reported on their performance as policy adviser, purchaser, employer, regulator and provider under the Commonwealth Disability Strategy. In 2007–08, reporting on the employer role was transferred to the Australian Public Service Commission’s State of the Service Report and the APS Statistical Bulletin. These reports are available at www.apsc.gov.au. From 2010–11, departments and agencies are no longer required to report on these functions.
The Commonwealth Disability Strategy has been overtaken by a new National Disability Strategy which sets out a 10-year national policy framework for improving life for Australians with disability and their families and carers. A high-level report to track progress for people with disability at a national level will be produced by the Standing Council on Community, Housing and Disability Services to the Council of Australian Governments and will be available at www.fahcsia.gov.au. The Social Inclusion Measurement and Reporting Strategy agreed by the Australian Government in December 2009 will also include some reporting on disability matters in the regular How Australia is faring report and, if appropriate, in strategic change indicators in agency annual reports. More information about social inclusion matters can be found at www.socialinclusion.gov.au. 
[bookmark: _Toc275183693][bookmark: _Toc306097084]Appendix C: Occupational health and safety
Executive commitment
The Commission is committed to delivering a robust occupational health and safety environment for its staff.
Occupational Health and Safety Committee
The Commission has an Occupational Health and Safety Committee, which is responsible for advising the Commissioner on the administration of the Commission’s occupational health and safety (OH&S) policies and practices.
The Commission’s OH&S function is managed through the workplace development team with assistance from professional experts, which provides advice to the committee, undertakes OH&S inspections, provides necessary training and manages any return-to-work cases.
Health and safety management arrangements
Under section 16(2)(d) of the Occupational Health and Safety Act 1991 (OH&S Act), the Commission is required to develop written health and safety management arrangements in consultation with its employees. These arrangements are concerned with the management of OH&S in the Commission and are one of the main mechanisms by which the Commission demonstrates its commitment to meeting its duty of care under the OH&S Act. They provide a flexible framework for the management of occupational health and safety in a way which suits the needs of the Commission. The Commission’s health and safety management arrangements were reviewed and updated during 2010–11. The policies and procedures associated with the arrangements are revised and updated regularly to reflect legislative changes and moves towards better OH&S practices.
Ongoing initiatives
During 2010–11 the Commission continued to deliver its Health, Safety and Wellbeing Program, which includes the following initiatives:
Zero Harm, which focuses on the prevention of workplace injury, injury reporting, hazards, workstation assessments for all new staff and the Commission’s OH&S performance 
Focus on Health, which is designed to provide information to staff on how to reduce the likelihood of developing common health ailments
Health and Wellbeing Seminars, which cover a variety of healthy lifestyle topics such as nutrition and work–life balance.
The Commission undertakes a number of activities aimed at preventing illness and injury in the workplace, including preventive injections for influenza, workstation assessments, a quit smoking program and health and fitness activities, such as yoga and pilates classes.
First aid officers are located throughout the Commission to ensure immediate assistance is available when required.
Future initiatives include a staff survey on their health and wellbeing activities and interests. This information will be used in the design of future programs.
Performance assessment
The Commission’s OH&S performance is assessed against both positive performance indicators and outcome measures.
Positive performance indicators
The Commission’s induction program for new staff includes an OH&S component. Workstation assessments are undertaken for all new staff and for those with reported health concerns.
Table A3 details the result of the Commission’s preventive measures during 2009–10 and 2010–11.
[bookmark: _Toc306276293]Table A3: Occupational health and safety positive performance indicators, 2009–10 and 2010–11
	Actions
	Measures
	2009–10
	2010–11

	Workstation assessments
	Percentage of new staff assessed 
	100%
	100%

	
	Percentage requiring corrective action
	40%
	75%

	OH&S induction
	Percentage of staff who underwent relevant OH&S induction
	100% 
	100%

	Flu vaccinations
	Percentage of staff who received an influenza vaccination
	19%
	36%

	Employees receiving employee assistance
	Number of staff
	29
	26


Outcome measures
The Commission noted a decline in the number of accidents and incidents during 2009–10 and 2010–11. Early management of reported accidents and incidents has continued to keep the Commission’s claim numbers low.
There were 11 (12 in 2009–10) incidents reported in 2010–11, one of which resulted in a compensation case. None of the incidents (two in 2009–10) required notification to Comcare.
The Commission referred nine (13 in 2009–10) early intervention cases to SRC Solutions. These resulted in five compensation cases and four fitness-for-duty cases. In two of the five compensation cases, the Commission is not the liable agency.
No directions were given to the Commission under section 45 of the OH&S Act and no notices were given under section 29, 46 or 47.
No investigations were conducted during the year.
[bookmark: _Toc306097085]Appendix D: Freedom of information
This statement is published in accordance with the requirements of section 8 of the Freedom of Information Act 1982 (FOI Act) for the period 1 July 2010 to 30 April 2011. From 1 May 2011 agencies subject to the FOI Act are required to publish information to the public as part of the Information Publication Scheme (IPS). This requirement is in Part II of the FOI Act and has replaced the former requirement to publish a section 8 statement in an annual report. An agency plan showing the information the Commission publishes in accordance with the IPS requirements is accessible from the Commission’s website at www.apsc.gov.au/ips. 
The Public Service Commissioner and the Merit Protection Commissioner are prescribed authorities for the purposes of the FOI Act. This statement is made on behalf of both offices.
Organisation, functions and powers (s. 8(1)(a)(i))
Public Service Commissioner
The functions of the Public Service Commissioner and the organisational structure of the Commission are described in Part 1 of this annual report in the Commission overview.
The principal powers exercised by the Commissioner as they affect members of the public are those relating to the issuing of Commissioner’s Directions under the Public Service Act 1999 (PS Act) in relation to each of the APS Values specified in the PS 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 set out binding provisions relating to the framework within which people are recruited to the APS, the basic elements of which include:
merit-based employment decisions, including transparent and fair selection processes 
absence of discrimination and recognition of the diversity of the Australian community 
promotion of equity in employment 
provision of reasonable opportunity to all eligible members of the Australian community to apply for APS employment. 
Another of the APS Values relates to the delivery of services to the Australian public. The 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.
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 PS Act, which relate generally to reviewing actions affecting individual APS employees in relation to their employment, are described in the Merit Protection Commissioner’s annual report.
The principal powers exercised by the Merit Protection Commissioner that may affect members of the public relate to some review functions, the recommendations of Independent Selection Advisory Committees (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, includes functions performed for state and territory departments and authorities, local government bodies, private corporations and bodies, and Commonwealth authorities whose employees are not engaged under the PS Act.
Arrangements for external bodies to participate in policy formulation or administration (s. 8(1)(a)(ii))
Public Sector Management Program Board of Management
The Public Service Commissioner is represented on the Public Sector Management Program 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 Public Sector Management Program is a national strategy to deliver relevant, practically focused training that reflects the changing expectations of the public sector. All participants who meet the assessment requirements of the program will be eligible for a Graduate Certificate in Public Sector Management from Flinders University, South Australia.
Categories of documents maintained (s. 8(1)(a)(iii))
General
The majority of documents held by the Commission are in hard-copy form, either in records management files or as individual written or printed items. Other documents are held as computer-stored data, microfiche, films, videotapes, audiotapes or card indexes.
Consistent with Australian Archives authorities, both policy and case-work document files are maintained. The Records Management Unit maintains a list of indexed headings covering subjects.
Documents available to the public in accordance with arrangements made by the Commissioner and the Merit Protection Commissioner include:
the Public Service Commissioner’s annual report (incorporating the Merit Protection Commissioner’s annual report) 
the State of the Service series of reports
the APS Statistical Bulletin 
instructions and guidelines on a wide variety of matters. 
Most publications are available electronically on the Commission’s website or in hard copy free of charge. Details of all publications are available on the Commission’s website.
Public Service Commissioner
Documents maintained by the Commissioner include those relating to:
internal management 
performance management 
APS Employment Database (APSED) 
personnel practices 
employment framework 
recruitment, selection, promotion and staffing 
employment-related fee-for-service activities
review of the PS Act 
ethics advice 
redeployment, retrenchment and retirement of staff 
individual review and other casework 
senior executive staffing 
learning and development programs and events and related evaluations
submissions to inquiries 
legal matters 
surveys, studies, reviews and evaluations 
machinery of government and administrative arrangements 
values and conduct policy 
networks established and/or managed by the Commission 
whistleblowing 
outsourcing of activities 
workplace diversity, including equal employment opportunity.
Merit Protection Commissioner
Documents maintained by the Merit Protection Commissioner include:
information brochures about the range of functions of the Merit Protection Commissioner, ISACs, Promotion Review Committees (PRCs) and reviews of actions 
Merit Protection Commissioner’s Instructions on procedures for ISACs and PRCs and for reviews of actions 
documents relating to the Merit Protection Commissioner’s decision-making processes, day-to-day administration and policy matters 
individual case files 
files relating to fee-for-service activities including records of processes 
submissions to inquiries
policy development. 
There may be some documents maintained in relation to the powers of the former MPRA exercised by the Merit Protection Commissioner.
The pre-July 1987 records of the Public Service Board are held by the National Australian Archives.
Facilities for access to documents (ss. 8(1)(a)(iv) and (v))
In relation to both the Commissioner and the Merit Protection Commissioner, facilities for accessing publications or other documents available outside the scope of the FOI Act are provided through the Public Service Commissioner’s website (which incorporates the Merit Protection Commissioner site). In the event that documents cannot be located on this site, further inquiries about access should be directed to communicationsunit@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.
Written requests for access to documents in the possession of the Public Service Commissioner or the Merit Protection Commissioner should be directed to:
Freedom of Information Coordinator
Australian Public Service Commission
16 Furzer Street
Phillip ACT 2606
There is no pro forma application document. Inquiries about access to documents may be directed to the Freedom of Information Coordinator at the above address or by telephoning (02) 6202 3571 between 9.00 am and 5.00 pm Monday to Friday.
Operation of the Freedom of Information Act
In relation to both the Commissioner and the Merit Protection Commissioner, 16 valid requests for access were received during 2010–11 to 30 June 2011 with some requests being finalised after 1 July 2011.
[bookmark: _Toc275183695][bookmark: _Toc306097086]Appendix E: Advertising and market research
A total of 375,105 was paid for advertising in 2010–11, representing a 4.7% decrease over the previous year.
The master advertising agency, Adcorp Australia, was paid 347,452. This represents the only payments in 2010–11 for advertising services greater than $11,500 (inclusive of GST).
Advertising was used to promote development programs, 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, the Commission undertook a range of processes to assess the attitudes of APS employees.
[bookmark: _Toc275183696][bookmark: _Toc306097087]Appendix F: Ecologically sustainable development and environmental performance
The following summary of the Commission’s environmental management activities and performance is provided in accordance with section 516A of the Environment Protection and Biodiversity Conservation Act 1999. It requires Australian Government organisations to include in their annual reports a report on the organisation’s contribution to ecologically sustainable development.
As stated in the Commission’s environmental policy statement, the Commission aims to minimise the use of non-renewable resources. The Commission’s environmental activities are directed towards improving energy management and environmental practices within the Commission. This includes continuing to use recycled paper products for most work activities, maximising the benefits from energy-saving devices and undertaking purchasing with energy efficiency in mind.
The Commission does not administer any legislation or have any appropriation directly related to sustainable development and environmental performance.
As part of the Commission’s environmental management system, the Commission established a number of environmental objectives and targets. The Commission achieved the targets in 2009–10. Table A4 indicates that the Commission maintained its performance against the established targets in 2010–11.
[bookmark: _Toc306276294]Table A4: Environmental performance, 2009–10 and 2010–11
	Objective
	Target
	Result 2009–10
	Result 2010–11

	Reduce the amount of virgin paper purchased
	By December 2009: 90% of paper purchased has 60% or better recycled content
	Achieved
	Maintained

	Purchase environmentally sound stationery products
	By December 2009: Reduction of 5% in the purchase of non-recycled paper 
By December 2010: Further reduction of 5% in the purchase of non-recycled paper
	All paper purchased has a 60% or better recycle content
	All paper purchased has a 60% or better recycle content

	Improve recycling practices to minimise the amount of general waste going to landfill
	Upgrade and standardise recycling practices 
Increased awareness through publicity, training of staff and championing of energy management
	Separate containers for waste and recyclable materials have been provided to staff
Appointed a champion and provided awareness information to staff on a regular basis
	Maintained in major tenancy

	Maintain energy-efficient systems and minimise energy consumption
	7,500 megajoules (MJ)/person/year* 
Minimum energy performance standard (4.5 on the ABGR rating)
	5,880 MJ/person/year in 2008 
Obtained a 5 on the ABGR rating scale in 2009
	5,198 MJ/person/year in 2010 



* This target was set in the Australian Government Energy Efficiency in Government Operations Policy 2006.
During 2010–11, the Commission upgraded its printing facilities to, among other things, utilise ‘follow-me’ printing, which minimises wasted or uncollected print-outs. The Commission also made energy savings through improved technology and continued to:
use recycled paper and co-mingle recycling and paper waste recycling 
purchase whitegoods and office equipment that had water- and energy-efficient features, including sleep modes 
encourage the use of E10 fuel in Commission vehicles 
provide staff with information on energy-efficient ways of working. 
[bookmark: _Toc275183697][bookmark: _Toc298252262][bookmark: _Toc306097088]
Appendix G: Staffing profile and equal employment opportunity 
Table A5 gives a breakdown of all staff in the Commission at 30 June for the last two years by type and gender. All staff, except for the Public Service Commissioner and the Merit Protection Commissioner, are employed under the Public Service Act 1999.
[bookmark: _Toc306276295]Table A5: Ongoing and non-ongoing staff, by gender, 2009–10 and 2010–11
	
	2009–10
	2010–11

	
	Female
	Male
	Total
	Female
	Male
	Total

	Ongoing full-time
	103
	46
	149
	134
	57
	191

	Ongoing part-time
	22
	4
	26
	22
	3
	25

	Non-ongoing full-time
	9
	7
	16
	31
	10
	41

	Non ongoing part-time
	1
	1
	2
	1
	2
	3

	Total
	135
	58
	193
	188
	72
	260


Note: Figures do not include Executive Level casual employees providing fee-for-service work. Figures include 9 (9 in 2009–10) staff on long-term leave or secondment and the Public Service Commissioner and Merit Protection Commissioner, who are statutory office holders and are counted as ongoing full-time.

Table A6 shows Senior Executive Service staff at 30 June for the last two years by gender.
[bookmark: _Toc306276296]Table A6: Senior Executive Service by gender, 2009–10 and 2010–11
	
	2009–10
	2010–11

	
	Female
	Male
	Female
	Male

	Band 1
	2
	2
	4
	4

	Band 2
	0
	0
	1
	1

	Band 3
	1
	0
	1
	0

	Total
	3
	2
	6
	5


Note: One male Band 1 was located overseas in 2009–10. Figures do not include the Public Service Commissioner and the Merit Protection Commissioner, who are statutory office holders.


Tables A7 and A8 shows staff by occupational groups, gender and location for the last two years.
[bookmark: _Toc306276297]Table A7: Occupational groups by location and gender, 30 June 2010
	 
	ACT
	NSW
	Qld
	SA
	Vic.
	WA
	Overseas
	Total

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

	Trainee APS
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	1

	Cadet APS
	 
	 
	 
	 
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	1

	Graduate APS
	2
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	2

	APS 1
	 
	2
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	2

	APS 2
	1
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	2

	APS 3
	10
	4
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	14

	APS 4
	15
	5
	1
	 
	 
	 
	 
	 
	2
	 
	 
	 
	 
	 
	23

	APS 5
	8
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	8

	APS 6
	35
	11
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	46

	EL 1
	32
	19
	1
	1
	 
	 
	1
	 
	1
	 
	1
	1
	 
	 
	57

	EL 2
	18
	9
	 
	 
	 
	2
	 
	 
	 
	 
	1
	 
	 
	 
	30

	SES 1
	2
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	1
	4

	SES 3
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	1

	Statutory office holders
	1
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	2

	Subtotal
	126
	53
	2
	1
	1
	2
	1
	0
	3
	0
	2
	1
	0
	1
	 

	Total
	179
	3
	3
	1
	3
	3
	1
	193


Note: Figures do not include 56 (37 female and 19 male) Executive Level 1 and one female Executive Level 2 casual employees providing fee-for-service work. Figures include nine staff on long-term leave and the Public Service Commissioner and the Merit Protection Commissioner, who are statutory office holders and counted as ongoing full-time. The overseas employee is located in Indonesia.
[bookmark: _Toc306276298]Table A8: Occupational groups by location and gender, 30 June 2011
	 
	ACT
	NSW
	Qld
	SA
	Vic.
	WA
	Overseas
	Total

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

	Cadet APS
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Graduate APS
	3
	
	
	
	
	
	
	
	
	
	
	
	
	
	3

	APS 1
	3
	2
	
	
	
	
	
	
	
	
	
	
	
	
	5

	APS 2
	1
	1
	
	
	
	
	
	
	
	
	
	
	
	
	2

	APS 3
	12
	3
	
	
	1
	
	
	
	
	
	
	
	
	
	14

	APS 4
	19
	3
	2
	
	
	
	
	
	1
	
	
	
	
	
	25

	APS 5
	18
	3
	
	
	3
	
	
	
	
	
	
	
	
	
	24

	APS 6
	32
	13
	4
	
	1
	
	
	
	
	
	
	
	
	
	50

	EL 1
	47
	23
	3
	3
	
	
	1
	
	2
	
	1
	
	
	
	80

	EL 2
	26
	13
	1
	1
	
	1
	
	
	1
	
	1
	
	
	
	44

	SES 1
	4
	4
	
	
	
	
	
	
	
	
	
	
	
	
	8

	SES 2
	1
	1
	
	
	
	
	
	
	
	
	
	
	
	
	2

	SES 3
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	1

	Statutory office holders
	1
	1
	
	
	
	
	
	
	
	
	
	
	
	
	2

	Subtotal
	166
	67
	10
	4
	5
	1
	1
	
	4
	
	2
	
	0
	0
	

	Total
	233
	14
	6
	1
	4
	2
	0
	260


Note: Figures do not include 71 (48 female and 23 male) Executive Level 1 casual employees providing fee-for-service work. Figures include nine staff on long-term leave and the Public Service Commissioner and the Merit Protection Commissioner, who are statutory office holders and counted as ongoing full-time.


Tables A9 and A10 shows the representation of equal employment opportunity groups as a percentage of staff by occupational groups for the last two years.
[bookmark: _Toc306276299]Table A9: Representation of equal employment opportunity groups as a percentage of staff by occupational groups, 30 June 2010
	 
	Total staff
	Women
	ATSI
	BO
	BO+ENFL
	PWD

	
	No.
	No.
	%
	No.
	%
	No.
	%
	No.
	%
	No.
	%

	Trainee APS
	1
	1
	100.0
	1
	100.0
	0
	0
	0
	0
	0
	0

	Cadet APS
	1
	1
	100.0
	1
	100.0
	0
	0
	0
	0
	0
	0

	Graduate APS
	2
	2
	100.0
	1
	50.0
	1
	50.0
	0
	0
	1
	50.0

	APS 1–2
	4
	1
	25.0
	1
	25.0
	0
	0
	0
	0
	2
	50.0

	APS 3–4
	37
	28
	75.7
	4
	10.8
	3
	8.1
	2
	5.4
	0
	0

	APS 5–6
	54
	43
	79.6
	1
	1.9
	9
	16.6
	3
	5.6
	3
	5.6

	EL 1
	57
	36
	63.2
	2
	3.5
	9
	15.8
	3
	5.3
	6
	10.5

	EL 2
	30
	19
	63.3
	0
	0
	3
	10.0
	1
	3.3
	1
	3.3

	SES and SOH
	7
	4
	57.1
	0
	0
	1
	14.3
	0
	0
	0
	0

	Total
	193
	135
	69.9
	11
	5.7
	26
	13.5
	9
	4.7
	13
	6.7


ATSI = Aboriginal and Torres Strait Islander; BO = born overseas; BO+ENFL = born overseas and did not speak English as a first language; PWD = people with disability; SOH = statutory office holder.
Note: Figures do not include 56 (37 female and 19 male) non-ongoing Executive Level 1 and one female Executive Level 2 casual employees providing fee-for-service work. Figures include nine staff on long-term leave.
As some people fall into more than one equal employment opportunity group, the components do not add to the total staff number.
[bookmark: _Toc306276300]Table A10: Representation of equal employment opportunity groups as a percentage of staff by occupational groups, 30 June 2011
	 
	Total staff
	Women
	ATSI
	BO
	BO+ENFL
	PWD

	
	No.
	No.
	%
	No.
	%
	No.
	%
	No.
	%
	No.
	%

	Cadet APS
	
	
	
	
	
	
	
	
	
	
	

	Graduate APS
	3
	3
	100.0
	1
	33.3
	0
	0
	0
	0
	0
	0

	APS 1–2
	7
	4
	57.1
	1
	14.3
	1
	14.3
	0
	0
	2
	38.6

	APS 3–4
	39
	33
	84.6
	3
	7.7
	11
	28.2
	4
	10.3
	0
	0

	APS 5–6
	75
	59
	78.7
	3
	4.0
	12
	16.0
	3
	4.0
	4
	5.3

	EL 1
	79
	53
	67.1
	3
	3.8
	31
	39.2
	3
	3.8
	6
	7.6

	EL 2
	44
	29
	65.9
	0
	0
	10
	22.7
	0
	0
	1
	2.3

	SES and SOH
	13
	7
	53.8
	0
	0
	7
	53.8
	0
	0
	1
	7.7

	Total
	260
	188
	72.3
	11
	4.2
	72
	27.4
	10
	3.8
	14
	5.3



ATSI = Aboriginal and Torres Strait Islander; BO = born overseas; BO+ENFL = born overseas and did not speak English as a first language; PWD = people with disability; SOH = statutory office holder.
Note: Figures do not include 67 (43 female and 19 male) non-ongoing Executive Level 1 casual employees providing fee-for-service work. Figures include nine staff on long-term leave.
As some people fall into more than one equal employment opportunity group, the components do not add to the total staff number.


[bookmark: _Toc275183698][bookmark: _Toc306097089]Appendix H: List of requirements
	Description
	Requirement

	Letter of transmittal
	Mandatory

	Table of contents
	Mandatory

	Index
	Mandatory

	Glossary [abbreviations and acronyms]
	Mandatory

	Contact officer
	Mandatory

	Internet home page address and internet address for report
	Mandatory

	Review by Commissioner
	Mandatory

	Summary of significant issues and developments
	Suggested

	Overview of department’s performance and financial results
	Suggested

	Outlook for following year
	Suggested

	Significant issues and developments—portfolio
	Portfolio departments—suggested

	Commission overview
	

	Role and functions
	Mandatory

	Organisational structure
	Mandatory

	Outcome and program structure
	Mandatory

	Where outcome and program structures differ from the Portfolio Budget Statements, Portfolio Additional Estimates Statements or other portfolio statements accompanying any other additional appropriation bills (other portfolio statements), details of variation and reasons for change
	Mandatory

	Portfolio structure
	Portfolio departments—mandatory

	Review of performance during the year in relation to programs and contribution to outcomes
	Mandatory

	Actual performance in relation to deliverables and key performance indicators set out in the Portfolio Budget Statements, Portfolio Additional Estimates Statements or other portfolio statements
	Mandatory

	Performance of purchaser–provider arrangements 
	If applicable, suggested 

	Where performance targets differ from the Portfolio Budget Statements or Portfolio Additional Estimates Statements, details of both former and new targets, and reasons for the change
	Mandatory

	Narrative discussion and analysis of performance
	Mandatory

	Trend information
	Mandatory

	Significant changes in nature of principal functions/services
	Suggested

	Factors, events or trends influencing departmental performance
	Suggested

	Contribution of risk management in achieving objectives
	Suggested

	Social inclusion outcomes
	If applicable, mandatory

	Performance against service charter customer service standards, complaints data, and the department’s response to complaints
	If applicable, mandatory

	Discussion and analysis of the department’s financial performance
	Mandatory

	Discussion of any significant changes from the prior year or from budget
	Suggested

	Agency resource statement and summary resource tables by outcomes
	Mandatory

	Developments since the end of the financial year that have affected or may significantly affect the department’s operations or financial results in future
	If applicable, mandatory

	Certification by agency head that the agency complies with the Commonwealth Fraud Control Guidelines
	Mandatory

	Statement of the main corporate governance practices in place
	Mandatory

	Names of the senior executive and their responsibilities
	Suggested 

	Senior management committees and their roles
	Suggested

	Corporate and operational planning and associated performance reporting and review
	Suggested

	Approach adopted to identifying areas of significant financial or operational risk 
	Suggested

	Policy and practices on the establishment and maintenance of appropriate ethical standards
	Suggested

	How nature and amount of remuneration for SES officers is determined
	Suggested

	Significant developments in external scrutiny
	Mandatory

	Judicial decisions and decisions of administrative tribunals
	Mandatory

	Reports by the Auditor-General, a parliamentary committee or the Commonwealth Ombudsman
	Mandatory

	Assessment of effectiveness in managing and developing human resources to achieve departmental objectives
	Mandatory

	Workforce planning, staff turnover and retention
	Suggested

	Impact and features of enterprise or collective agreements, individual flexibility arrangements, determinations, common law contracts and Australian workplace agreements
	Suggested

	Training and development undertaken and its impact
	Suggested

	Occupational health and safety performance
	Suggested

	Productivity gains
	Suggested

	Statistics on staffing
	Mandatory

	Enterprise or collective agreements, individual flexibility arrangements, determinations, common law contracts and Australian workplace agreements
	Mandatory

	Performance pay
	Mandatory

	Assessment of effectiveness of assets management 
	If applicable, mandatory

	Assessment of purchasing against core policies and principles
	Mandatory

	A summary statement detailing the number of new consultancy services contracts let during the year; the total actual expenditure on all new consultancy contracts let during the year (inclusive of GST); the number of ongoing consultancy contracts that were active in the reporting year; the total actual expenditure in the reporting year on the ongoing consultancy contracts (inclusive of GST); and a statement noting that information on contracts and consultancies is available through the AusTender website
	Mandatory

	Absence of provisions in contracts allowing access by the Auditor-General
	Mandatory

	Contracts exempt from AusTender
	Mandatory

	Disability reporting—explicit and transparent reference to agency-level information available through other reporting mechanisms
	Mandatory

	Financial statements
	Mandatory

	Occupational health and safety (section 74 of the Occupational Health and Safety Act 1991)
	Mandatory

	Freedom of information (section 8(1) of the Freedom of Information Act 1982)
	Mandatory

	Advertising and market research (section 311A of the Commonwealth Electoral Act 1918) and statement on advertising campaigns
	Mandatory

	Ecologically sustainable development and environmental performance (section 516A of the Environment Protection and Biodiversity Conservation Act 1999)
	Mandatory

	Grant programs
	Mandatory

	Correction of material errors in previous annual report
	If applicable, mandatory

	List of requirements
	Mandatory




[bookmark: _Toc275183699][bookmark: _Toc306097090]Abbreviations and acronyms
Section 5(1)(c) of Attachment A of the Requirements for annual reports for departments, agencies and FMA Act bodies (July 2011) states that an annual report must contain ‘a glossary to make clear the meanings of any abbreviations and acronyms used’. This list of abbreviations and acronyms fulfils that requirement.
	APS
	Australian Public Service

	APSED
	APS Employment Database

	APSEDII
	APSED Internet Interface

	ARC
	Administrative Review Council

	AusAID
	Australian Agency for International Development

	Blueprint
	Ahead of the game: Blueprint for the reform of Australian Government administration

	Commission
	Australian Public Service Commission

	Commissioner
	Australian Public Service Commissioner

	EAG
	Ethics Advisory Group

	EAS
	Ethics Advisory Service

	ECOnet
	Ethics Contact Officers Network

	EL
	Executive Level

	FMA Act
	Financial Management and Accountability Act 1997

	FOI Act
	Freedom of Information Act 1982

	IAG
	Implementation Advisory Group

	IAPSEN
	Indigenous Australian Public Service Employees Network

	ICT
	Information and communication technology

	ISAC
	Independent Selection Advisory Committee

	LAFIA
	Leading Australia’s future in Asia

	OECD
	Organisation for Economic Co-operation and Development

	OH&S
	Occupational health and safety

	PNG
	Papua New Guinea

	PRC
	Promotion Review Committee

	PS Act
	Public Service Act 1999

	SES
	Senior Executive Service
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