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Department of the Prime Minister and Cabinet

The blueprint is your   
licence to question   
the status quo,  and a   
mandate for new   
ideas.  Use it.

Presenter
Presentation Notes
As I’ve described today, the blueprint is a broad document that spans the public service.  As such it provides you with a rare opportunity to pursue change.  In fact the blueprint is a mandate for change.  It is the mandate you need to pursue the improvements you have always wanted to help you do your job more effectively.

 

Those of you who have always wanted to engage more with the community – here is your opportunity to raise it with your boss.

 

Those of you who have been frustrated by red tape – you can now point to the blueprint and ask “what are we doing to meet this government policy?”

 

And those of you who want to learn and develop your skills, but have had limited opportunities, now is the time to ask “what is this organisation doing to support learning and development?”

 

And I encourage you to ask these questions.

 

Each of us can drive change to improve the way we do business for the benefit of the community.  Lets make it happen.  
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The Blueprint calls for changes in attitudes

Open:  open to new ideas, open with information, open to review

Strategic:  committed to building strategic capability and investing time and 
 resources in strategic thinking

Innovative: risk tolerant, challenges and removes red tape, embraces new 
 technology, flexible and adaptive to new challenges

People first:  thinking from citizen’s perspective, implementation focus to 
 deliver results for people

Collaborative: unified APS, authorised and skilled to partner with other sectors, 
 citizens and community

Diverse and 
 inclusive:
values wide experience, including in other sectors

Learning 
 culture:

active talent management, personal responsibility for career 
 development in a supportive environment

Strong 
 leadership:

Secretaries are clear and confident in roles, relationships with
 Ministers Offices are strong and professional

Presenter
Presentation Notes
Communication Strategy



1. We did a bit of research into cultural change theory.

Kotter is simple, logical, and current (still writing).  Using it as our frame.

 Resonates a bit with the energy efficiency behaviour change work I did which talked about behaviour change requires motivation, ability and a trigger.



2. behaviours we need to encourage.  These are all attached to particular reforms, but they are things that we think leaders should be encouraged to promote anyway.



3. We are mapping out the communications processes into a schedule

 we are keen on a multi-chanel approach – I’d like to get you on a blog

 one of our first tasks is to cook up some ideas for the retreat

 are you keen to do forums?

 I am being inundated with requests to speak to agencies about the reforms – (ANAO, Centrelink, AGD, others).  We are developing a standard presentation to use, and I want to get a more systematic schedule in place.

 We want to encourage secretaries/leaders to have discussions with staff on aspects of the reforms – I’d like to put together discussion aids on each of the nine reforms that can go out to secretaries and the APS 200.

Establish an HR contact network – APSC probably already has this – that we can use to leverage agencies



4 phased strategy

As per the slide
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Messages must be heard by leaders and staff

NOW FUTURE LEADERS 
MUST HEAR...

STAFF MUST 
HEAR...

Culture of risk 
aversion

Innovation is 
encouraged, 
recognised, and 
rewarded. 

Risks are 
appropriately 
managed.

You must 
support your 
staff to break 
through the 
barriers to 
innovation. 
Risks should be 
managed, and 
failure 
tolerated.

We must 
constantly seek 
out new ways 
to do better for 
citizens. Good 
ideas break 
through to 
provide benefits 
for our clients.
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Messages must be heard by leaders and staff

NOW FUTURE LEADERS 
MUST HEAR...

STAFF MUST 
HEAR...

Inward- 
looking

Agencies work 
closely with 
citizens, 
academics, and 
the community 
& private 
sectors to 
optimise policy 
design and 
service 
delivery.

Listen to your 
stakeholders. 
Seek out new 
channels to 
help them 
speak to your 
agency.

The needs and 
expectations of 
the Australian 
people are your 
primary point of 
reference in 
every activity 
you undertake.
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Messages must be heard by leaders and staff

NOW FUTURE LEADERS 
MUST HEAR...

STAFF MUST 
HEAR...

Unwilling to 
challenge the 
status quo

Red tape, bad 
policy and 
inefficient 
processes are 
openly 
challenged.

Don’t punish 
your staff for 
honesty. Use 
them to 
improve your 
agency’s 
performance.

If the status quo 
frustrates you, 
do something 
about it. 
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Messages must be heard by leaders and staff

NOW FUTURE LEADERS 
MUST HEAR...

STAFF MUST 
HEAR...

Short-term 
focus

Agencies have 
a broad 
strategic vision 
and awareness.

Position your 
agency for the 
future. Build 
internal 
strategic 
capability and 
engage in APS- 
wide strategic 
networks.

Don’t let the 
pressures of 
today’s work 
crowd out the 
needs of 
tomorrow. 
Strategy isn’t 
just for strategic 
units to do.
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Messages must be heard by leaders and staff

NOW FUTURE LEADERS 
MUST HEAR...

STAFF MUST 
HEAR...

Poor take-up 
of learning 
and 
development

Staff have the 
skills needed to 
perform at the 
highest level. 
Talent is 
recognised and 
nurtured.

Your people are 
your best 
resource. Invest 
in them, and 
you’ll reap rich 
dividends.

Learning and 
development is 
your right and 
responsibility.
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Messages must be heard by leaders and staff

NOW FUTURE LEADERS 
MUST HEAR...

STAFF MUST 
HEAR...

Limited 
career 
experience

Staff develop a 
broad skills, 
knowledge and 
experience 
base by moving 
between roles, 
agencies and 
sectors.

Mobility is not 
treachery. Help 
your staff to 
broaden their 
skills and 
experience 
base.

Take control of 
your career 
path. Seek out 
new 
opportunities 
that interest 
and inspire you.
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Messages must be heard by leaders and staff

NOW FUTURE LEADERS 
MUST HEAR...

STAFF MUST 
HEAR...

Siloed 
thinking

Agencies work 
in close 
collaboration to 
deliver optimum 
outcomes.

Build the 
infrastructure to 
support inter- 
agency 
collaboration. 

You are an 
APS member 
first; an agency 
member 
second. 
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Messages must be heard by leaders and staff

NOW FUTURE LEADERS 
MUST HEAR...

STAFF MUST 
HEAR...

Monocultures Agencies value 
diversity of 
background, 
skills and 
opinion. 
Agencies cast a 
wide net in 
recruitment.

Recognise and 
break through 
the entry 
barriers in your 
agency. 

The APS is a 
diverse network 
serving a 
diverse nation. 
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To achieve behaviour change, three elements must be 
 present: motivation, triggers and ability

Motivation

Ability

Trigger

Source:    1) Fogg Behaviour model, BJ Fogg, Stanford University

Motivation
People are motivated 

 by a range of complex 

 drivers, including:

social norms: a desire 
for social acceptance

sensation: the way the 
current and potential 
new behaviour makes 
people feel

anticipation: people’s 
hopes and fears for the 
future

Ability
Make new behaviours 

 simple and easy to do:

Inexpensive

Quick

Physically easy

Simple

Socially desirable

Routine

Triggers
Triggers to set off a 

 change in behaviour eg:

Signals: that motivate 
people to act

Reminders: that tell 
people to act now
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Number of adopters

Time

Source: 1 ) Rogers, E. (2003), Diffusion of Innovations, 5th Ed, 2

Tipping 
Point 

Range

Innovators 

Early 
Adopters Early 

Majority Laggards
Late 

Majority

If early momentum can be achieved, new behaviours can 
become self-reinforcing 

Presenter
Presentation Notes


Each target behaviour will have it’s own adoption rate – of course these may vary according to:

Attributes of the innovation –  its compatibility with existing values, ease of adoption and visibility

Communication channels –  whether it moves quickly through the mass media and word-of-mouth 

Nature of the population – its homogeneity and interconnectedness

Extent of promotion efforts –  efficacy of mass marketing and community engagement

Examples of tipping points

Farming Practices in Iowa -16.5%

Internet Adoption (world wide) -10%

Mobile Phones in Finland -20%

STOP AIDS San Francisco - 12.5%

Recycling in London -11%







12

Department of the Prime Minister and Cabinet

Kotter’s 8 steps to cultural change provides a useful model

SET THE 
 STAGE 

DECIDE WHAT 
 TO DO

MAKE IT 
 HAPPEN

MAKE IT STICK

1. Create a Sense of Urgency

2. Pull Together the Guiding Team

3. Develop the Change Vision and Strategy

4. Communicate for understanding and buy‐in

5. Empower others to act

6. Produce short‐term wins

7. Don’t let up

8. Create a new culture. 

Presenter
Presentation Notes
Communication Strategy



1. We did a bit of research into cultural change theory.

Kotter is simple, logical, and current (still writing).  Using it as our frame.

 Resonates a bit with the energy efficiency behaviour change work I did which talked about behaviour change requires motivation, ability and a trigger.



2. behaviours we need to encourage.  These are all attached to particular reforms, but they are things that we think leaders should be encouraged to promote anyway.



3. We are mapping out the communications processes into a schedule

 we are keen on a multi-chanel approach – I’d like to get you on a blog

 one of our first tasks is to cook up some ideas for the retreat

 are you keen to do forums?

 I am being inundated with requests to speak to agencies about the reforms – (ANAO, Centrelink, AGD, others).  We are developing a standard presentation to use, and I want to get a more systematic schedule in place.

 We want to encourage secretaries/leaders to have discussions with staff on aspects of the reforms – I’d like to put together discussion aids on each of the nine reforms that can go out to secretaries and the APS 200.

Establish an HR contact network – APSC probably already has this – that we can use to leverage agencies



4 phased strategy

As per the slide
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Communicating for buy‐in

Channels for early 

 communication

•Staff forums

 
with Secretary PM&C and PS Commissioner – national

•Website – blogs, video presentations, discussion forums, info & resources

•Toolkit for APS leaders –
 

discussion guides, customisable slide packs

•Agency presentations – by APS reform team and APSC.  

•APSC networks – direct link engaged staff

A phased 

 strategy to 

 accompany 

 implementation 

•First 90 days – focus on building awareness, understanding and acceptance

•First 6 months – remove barriers and identify and promote examples of 

 desired behaviours, identify and publicise ‘quick wins’

 
and communicate 

 progress 

•6‐18 months

 
– sustain effort.  Monitor and assess effectiveness of 

 communication strategy and refine or realign where necessary

•18 months+ ‐

 
embed networks, structures and communication to sustain 

 and maintain new culture
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1. We did a bit of research into cultural change theory.

Kotter is simple, logical, and current (still writing).  Using it as our frame.

 Resonates a bit with the energy efficiency behaviour change work I did which talked about behaviour change requires motivation, ability and a trigger.



2. behaviours we need to encourage.  These are all attached to particular reforms, but they are things that we think leaders should be encouraged to promote anyway.



3. We are mapping out the communications processes into a schedule

 we are keen on a multi-chanel approach – I’d like to get you on a blog

 one of our first tasks is to cook up some ideas for the retreat

 are you keen to do forums?

 I am being inundated with requests to speak to agencies about the reforms – (ANAO, Centrelink, AGD, others).  We are developing a standard presentation to use, and I want to get a more systematic schedule in place.

 We want to encourage secretaries/leaders to have discussions with staff on aspects of the reforms – I’d like to put together discussion aids on each of the nine reforms that can go out to secretaries and the APS 200.

Establish an HR contact network – APSC probably already has this – that we can use to leverage agencies



4 phased strategy

As per the slide
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Six areas to workshop

1.
 

Community engagement

2.
 

Innovation

3.
 

Reducing red tape

4.
 

Performance management

5.
 

Learning and development

6.
 

Mobility
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1. We did a bit of research into cultural change theory.

Kotter is simple, logical, and current (still writing).  Using it as our frame.

 Resonates a bit with the energy efficiency behaviour change work I did which talked about behaviour change requires motivation, ability and a trigger.



2. behaviours we need to encourage.  These are all attached to particular reforms, but they are things that we think leaders should be encouraged to promote anyway.



3. We are mapping out the communications processes into a schedule

 we are keen on a multi-chanel approach – I’d like to get you on a blog

 one of our first tasks is to cook up some ideas for the retreat

 are you keen to do forums?

 I am being inundated with requests to speak to agencies about the reforms – (ANAO, Centrelink, AGD, others).  We are developing a standard presentation to use, and I want to get a more systematic schedule in place.

 We want to encourage secretaries/leaders to have discussions with staff on aspects of the reforms – I’d like to put together discussion aids on each of the nine reforms that can go out to secretaries and the APS 200.

Establish an HR contact network – APSC probably already has this – that we can use to leverage agencies



4 phased strategy

As per the slide
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