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Letter to the Minister 

Letter to the Minister 
The Honourable John Elferink MLA 
Minister for Public Employment 
GPO Box 3146 
Darwin NT 0801 

 

Dear Minister Elferink 

RE: STATE OF THE SERVICE REPORT 2012-13 

In accordance with the Public Sector Employment and Management Act (PSEMA), I present to you 
the State of the Service Report 2012-13 for the Northern Territory Public Sector (the Report). 

The Report is in three parts. The first part meets the requirements of section 18 of the PSEMA. 
The second part is a section with statistical analysis of state of the service indicators. Together, 
these two parts help to assess human resource management practices, including the extent to 
which agencies comply with the principles of human resource management, administration 
management, and performance and conduct as prescribed by the PSEMA. The third part contains 
the appendices. 

The Report draws on a range of information sources, primarily an Agency Reporting Survey in 
which Chief Executive Officers (CEOs) are required to critically analyse and report on the 
application of human resource management processes within their agencies. 

I can report that all agencies have established processes that ensure the observance of the human 
resource management principle and the performance and conduct principle, and no significant 
breaches or evasions of the principles have been detected or brought to my attention. 

It is a requirement of section 18(4) of the PSEMA that you table a copy of this Report before the 
Legislative Assembly within six sitting days of its receipt. 

Yours sincerely 

 

 

KEN SIMPSON 

Commissioner for Public Employment 
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Report Overview 
Under section 18(1) of the PSEMA the 
Commissioner for Public Employment (the 
Commissioner) is required to report annually 
to the Minister on human resource 
management in the Northern Territory Public 
Sector (NTPS). Section 18(2) of the PSEMA 
provides that the Report shall refer to: 

(a) the extent to which the human resource 
management principle and 
performance and conduct principle 
have been upheld in the Public Sector 
during the financial year, including: 

(i) measures taken to ensure they are 
upheld; and 

(ii) any significant failures to uphold them 
of which the Commissioner is aware; 

(b) measures, if any, taken to improve 
human resource management in the 
various Agencies; 

(c) the extent to which disciplinary, 
redeployment and inability procedures 
were invoked in the Public Sector; 

(d) those matters specified in section 28(2) in 
so far as they relate to the 
Commissioner’s Office; and 

(e) any other matters as prescribed by 
regulation. 
 

The relevant matters specified under section 
28(2) of the PSEMA are: 

 management training and staff 
development programs in the Agency; 
and  

 occupational health and safety programs 
in the Agency. 
 

Both these matters are dealt with in the 2012-
13 OCPE Annual Report rather than in this 
Report. 

There are no prescribed matters under 
section 18(2)(e) of the PSEMA. 

Public Sector Principles 
Human Resource Management 
Principle 

The human resource management 
principle prescribed in section 5C of the 
PSEMA is that human resource management 
in the NTPS must be directed towards 
promoting the following:  

(1) (a) employment based on merit;  

 (b) equality of employment 
opportunity; 

 (c) working environments in which 
employees: 

  (i) are treated fairly, reasonably, 
and in a non-discriminatory 
way; and  

  (ii) are remunerated at rates 
appropriate to their 
responsibilities; and 

  (iii) have reasonable access to 
training and development; 
and 

  (iv) have reasonable access to 
redress when adversely 
affected by improper or 
unreasonable decisions. 

(2) The human resource management 
principle incorporates the merit principle 
and the equality of employment 
opportunity principle. 
 

Performance and Conduct 
Principle 

The performance and conduct principle 
prescribed in section 5F of the PSEMA is that 
a public sector officer must do the following: 

(a) carry out the officer’s duties as follows: 

(i) objectively, impartially, professionally 
and with integrity; 
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(ii) to the best of the officer’s ability; 

(iii) in accordance with the Act and any 
code of conduct applicable to the 
officer under section 16(2)(c); 

(b) treat other public sector officers, other 
persons in the workplace and members of 
the public fairly, equitably and with proper 
courtesy and consideration; 

(c) ensure effective, efficient and appropriate 
use of public resources; 

(d) avoid actual or apparent conflicts of 
interest between personal or other 
interests and duties as a public sector 
officer; 

(e) ensure the officer’s personal conduct 
does not: 

(i) adversely affect the performance of 
the officer’s duties as a public sector 
officer; or 

(ii) bring the Public Sector into disrepute. 
 

Public Sector Officer means the 
Commissioner, a Chief Executive Officer or 
an employee. 

The human resource management 
principle and performance and conduct 
principle are complemented by the 
administration management principle. 
These three principles (collectively, the Public 
Sector Principles) underpin the PSEMA as 
the basis for administrative action, 
administration of the public sector, and 
conduct expected of public sector employees.  
They are the essential components of the 
human relations framework that governs 
employment in the NTPS. The Public Sector 
Principles are designed to support agencies 
by providing a framework within which each 
agency can develop the culture and values 
that best support its operations and 
achievement of service objectives. 
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Introduction 
The material in Part 1 of this report is derived 
from a number of sources of information: 

 the annual Agency Reporting Survey in 
which agencies report to the 
Commissioner on agency implementation 
of the Public Sector Principles, 
Employment Instructions (EIs) and 
workforce planning and development 

 the Personnel Integrated Payroll System 
(PIPS)  

 appeals and grievance reporting. 

Due to a review of the administrative 
arrangements in September 2012 and 
fragmenting of the mega-agencies such as 
the Department of Business and Employment 
(now the Departments of Business; and 
Corporate and Information Services) and the 
Department of Natural Resources, 
Environment, the Arts and Sport (now the 
Departments of: Land Resource 

Management; Arts and Museums; and Sport, 
Recreation and Racing) there was an 
increase in the number of agencies for the 
purposes of PSEMA from 21 in the 2011-12 
reporting period to 30 for the current reporting 
period. (Refer Part 3 – Appendices for a list of 
the agencies that participated in the Agency 
Reporting Survey.)  Employment for all 30 
agencies is under the PSEMA.  

All agencies reported they had established 
processes to ensure their employees were 
aware of and observe the Human Resource 
Management Principle and the Performance 
and Conduct Principle. 

The following sections provide more detailed 
information about the state of human 
resource management and development in 
the NTPS. 
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Reporting Against Employment 
Instructions 
All agencies were asked the extent to which 
the application of the Public Sector Principles 
were managed within their agencies, as 
measured against the relevant EIs, and 
incorporated into agency processes and 
programs. EIs are rules relating to the 
functions and powers of the Commissioner 
under the PSEMA, or otherwise relating to 
the good management of the NTPS. EIs 
assist agencies in their interpretation and 
application of associated PSEMA provisions. 

Therefore, a review of the application of the 
EIs is by necessity also a review of the 
application of the relevant PSEMA provisions. 
Agencies’ responses are demonstrated in 
Figures 2 to 5. 

A summary of the 13 EIs and associated 
PSEMA requirements is listed in Figure 1.  
EIs reported against in this section that are 
particularly relevant as a human resource 
measure for this State of the Service Report, 
are in bold typeface. 

Office of the Commissioner for Public Employment State of the Service Report 2012-13
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Figure 1:    Employment Instructions 

Employment Instruction Summary of Employment Instruction and Associated PSEMA 
Requirements 

1. Filling Vacancies Develop procedures for the employment, promotion and transfer of 
employees that are consistent with the PSEMA, Regulations, By-laws, 
Employment Instructions, determinations and relevant award or 
enterprise agreement. 
Ensure selection is made in accordance with the merit and equality of 
employment opportunity principles. 

2. Probation Develop procedures for a probationary process that are consistent with 
the PSEMA, Regulations, By-laws, Employment Instructions, 
determinations and relevant award or enterprise agreement. 
Ensure probationary employees are aware of the details of that process 
as soon as practicable after commencing duty. 

3. Natural Justice Sets out the rules of natural justice that must be observed in all 
dealings with employees under the PSEMA where an employee may 
be adversely affected by an impending decision, other than those 
referred to in section 50 of the PSEMA – Summary Dismissal. 

4. Employee Performance 
Management and Development 
Systems 

Develop and implement an employee performance management 
and development procedure consistent with the PSEMA, 
Regulations, By-laws, Employment Instructions, determinations 
and relevant award or enterprise agreement. 
Ensure employees are aware of, understand the purpose and 
application of, and participate in the agency’s employee 
performance management and development system. 
Ensure supervisors responsible for conducting employee 
performance reviews have adequate training within six months of 
commencing a position where they will be required to perform this 
function. 

5. Medical Examinations Ensure the prescribed requirements regarding medical examinations of 
employees as set out in this Employment Instruction - such as engaging 
a health practitioner, notifying the employee in writing of the direction to 
attend and purpose, and information to be provided to the health 
practitioner - are followed.  

6. Employee Performance and 
Inability 

Ensure the prescribed requirements for undertaking an employee 
performance and inability process, medical examinations, suspension 
and transfers are followed. 

7. Discipline Ensure the prescribed requirements for undertaking a discipline process, 
medical examinations, suspension and transfers are followed. 

8. Internal Agency Complaints 
and Section 59 Grievance 
Reviews 

Develop an internal agency employee grievance-handling policy 
and procedure consistent with the PSEMA, Regulations, By-laws, 
Employment Instructions, determinations and relevant award or 
enterprise agreement. 

9. Employment Records Ensure recording of required details for every employee. 
Ensure a person’s employment record contains the prescribed 
information. 
Comply with the requirements of the Information Act (NT) regarding the 
correction, collection and handling of personal information contained in 

Office of the Commissioner for Public Employment State of the Service Report 2012-13
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Employment Instruction Summary of Employment Instruction and Associated PSEMA 
Requirements 

an employee’s employment record. 

10. Equality of Employment 
Opportunity Programs 

Develop an Equality of Employment Opportunity Program 
consistent with the PSEMA, Regulations, By-laws, Employment 
Instructions, determinations, Anti-Discrimination Act and relevant 
award or enterprise agreement.  
Ensure programs are integrated with corporate, strategic and other 
agency planning processes and be directed towards: 
 ensuring all persons have equal opportunity to compete for 

employment, promotion and transfer, and to pursue careers 
within the public sector 

 eliminating unlawful discrimination from human resource 
management in the public sector. 

11. Occupational Health and Safety 
Standards Programs 

Develop an occupational health and safety program which includes 
a management plan that encourages employees and their 
representatives to participate in the decision making process in 
relation to occupational health and safety, and other requirements 
as set out in the Employment Instruction. 
Ensure the application of appropriate occupational health and 
safety standards and programs in the agency. 

12. Code of Conduct The Code of Conduct applies to all public sector officers 
(employees, CEOs and the Commissioner). 
CEOs may issue agency-specific codes of conduct consistent with 
the PSEMA, Regulations, By-laws and Employment Instructions. 
CEOs may issue guidelines regarding acceptance of gifts and 
benefits by employees. 

13. Appropriate Workplace 
Behaviour 

Develop and implement a policy and procedure to foster 
appropriate workplace behaviour and a culture of respect, and to 
deal effectively with inappropriate workplace behaviour and 
bullying as defined by this Employment Instruction. 
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Employment Instruction 4 
– Employee Performance 
Management and 
Development Systems 
The PSEMA and EI 4 emphasise the 
requirement for performance management 
and development systems to be implemented 
across all areas of the agency and 
28 agencies reported this to be the case. The 
two agencies that did not, reported they are 
reviewing their current processes towards full 
implementation.  

Twenty-four agencies indicated they have 
reliable monitoring systems in place to verify 
that all supervisors/managers are providing 
formal performance feedback to staff at least 
annually. Whilst this is a slight improvement 
on last year the creation of new agencies 
would have impacted on the outcome this 
year.  The six agencies that did not have 
reliable monitoring systems reported they 
were reviewing their current practices and 
reporting arrangements. 

In accordance with EI4’s commitment to 
providing new supervisors with performance 
management training, 28 agencies reported 
that they provide information on performance 
management and development as part of 
orientation and other training, such as 
management and leadership capacity 
building training.  Of the two agencies that 
didn’t include information, one reported that 
as a new agency it was reviewing the current 
orientation program to include performance 
management information.  The other agency 
reported that it is progressing its performance 
and conduct systems, however, 
implementation has not yet been completed.  

The majority of agencies are developing 
procedures to ensure that all staff appointed 
to a supervisory/management role for the first 
time attend training on performance feedback 
within six months of appointment.  Three 
agencies reported they are continuing to 
develop and deliver leadership training and 
orientation programs for new and emerging 
leaders, and two of the smaller agencies that 
have stable workforces have not had any 
requirement to provide this training during the 
reporting period. 

 
Figure 2:    Employment Instruction 4 – Performance Management and 

Development Systems 

 

28 2 

0 5 10 15 20 25 30 35

20
12

-1
3

Number of agencies  that provide all employees with information on performance management and 
development as part of orientation or other training 

Yes No

Office of the Commissioner for Public Employment State of the Service Report 2012-13

10



 

 

Human Resource Management in the NT Public Sector 

 

 

 

28 2 

0 5 10 15 20 25 30 35

20
12

-1
3

Number of agencies that have performance management and development system implemented in all 
areas of the agency 

Yes No

24 6 

0 5 10 15 20 25 30 35

20
12

-1
3

Number of agencies that have a reliable monitoring system in place to verify that all 
supervisors/managers are providing formal performance feedback to staff at least annually 

Yes No

25 5 

0 5 10 15 20 25 30 35

20
12

-1
3

Number of agencies developing procedures to ensure that all staff appointed to a 
supervisory/management role for the first time attend training on performance feedback within 6 
months of appointment 

Yes No

Office of the Commissioner for Public Employment State of the Service Report 2012-13

11



 

 

Office of the Commissioner for Public Employment State of the Service Report 2012-13 

 

All agencies reported they build training and 
development needs into their performance 
agreements, however, not all agencies were 
able to report on the percentage of agency 
Full-time Equivalent (FTE) budget spent on 
formal training and development activities 
due to technical and reporting difficulties. For 
the 24 agencies that could provide detail, the 
majority indicated they spent on average, 
approximately 1 percent of FTE budget. 

Employment Instruction 8 
– Internal Agency 
Complaints and Section 
59 Grievance Reviews 
EI 8 – Internal Agency Complaints and 
Section 59 Grievance Reviews, states that 
CEOs must develop an internal employee 
complaint-handling policy and procedure. 

Twenty-nine agencies have developed an 
agency internal employee complaint-handling 
policy and procedure and have made the 
procedures readily available to employees. 
The one agency that did not was a smaller 
agency which reported that natural justice 
was entrenched in all of its procedures with 
written advice provided individually on a case 
by case basis following a complaint. 

Twenty-six agencies reported that employees 
are provided with information as part of 
orientation or though other training on their 
rights to seek a review of decisions affecting 
them.  Two of the remaining agencies 
indicated that their orientation program is 
being developed and reviewed and will 
include this information in future, and another 
deals with issues on a case by case basis. 

 
Figure 3:    Employment Instruction 8 – Internal Agency Complaints and Section 59 

Grievance Reviews 
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Employment Instruction 
10 – Equality of 
Employment Opportunity 
Programs 
EI 10 – Equality of Employment Opportunity 
Programs, states that CEOs must develop an 
Equality of Employment Opportunity Program 
(EEOP) and sets out the minimum 
requirements.   

One such requirement is that an agency must 
ensure communication of its equal 
employment opportunity policies and 
programs to all staff.  Twenty-seven agencies 

provide all employees with this information as 
part of orientation or through other training.  
All agencies reported they have built the 
equal employment opportunity principle into 
relevant agency policies and procedures. 

The EI also requires that the agency program 
include an Indigenous Employment Career 
Development Program (IECDP) or strategy 
and provide for all employees to participate in 
cross cultural awareness training. 

Twenty agencies reported they have an 
IECDP compared to 14 last year.  Ten of 
these agencies indicated they were reviewing 
their agency strategic directions and people 
plans and would be implementing their new 
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IECDP once the new sector-wide NTPS 
IECDS, which is under review by OCPE for 
implementation, is released during the 2013-
14 reporting period. The remaining ten 
agencies that do not have a strategy 
indicated this was due to either being a newly 
established agency, or being small enough to 
work solely under the NTPS IECDS. 

The NTPS Cross Cultural Framework 
provides learning outcomes across five key 
areas of cross cultural training.  These are:  

• Basic cross cultural training (all staff) 

• In-depth cross cultural training (for 
frontline staff and those designing 
programs and service delivery) 

• Training for managers of multi-cultural 
teams (for all managers, particularly those 
with Indigenous staff) 

• Cross cultural training for senior 
managers (for senior managers to inform 
policy development and other strategic 
decision making) 

• Reverse cross cultural training (for 
Indigenous staff). 

Nineteen agencies require new employees to 
undertake cross cultural awareness training. 
Twenty-eight agencies offered basic cross 
cultural awareness training during the 2012-
13 reporting period.  Sixteen agencies offered 
in-depth cross cultural training, five offered 
training for manager of cross cultural teams, 
eight offered cross cultural training for senior 
managers, and three agencies offered 
reverse cross cultural training. 

Although there was a decrease in the number 
of employees participating in cross cultural 
awareness training this is not an unexpected 
result taking into account the new agency 
arrangements that were implemented in 
September 2012. It is expected that these 
figures should improve once individual 
agency change management processes and 
structures settle, the new NTPS IECDS is 
distributed and agencies finalise their new 
IECDPs. 

 

Figure 4:    Employment Instruction 10 – Equality of Employment Opportunity 
Programs 
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Employment Instruction 
11 – Occupational Health 
and Safety Standards 
Programs 
EI 11 – Occupational Health and Safety 
Standards Programs, states that CEOs must 
ensure the application of appropriate 
occupational health and safety standards and 
programs in their agency.  EI 11 must be read 
in conjunction with the relevant Work Health 
and Safety Act and associated legislation. 

Nineteen agencies reported that the 
requirements of EI 11 had been fully 
implemented following the introduction of the 
Northern Territory Work Health and Safety 
(National Uniform) legislation in January 
2012.  Although this is consistent with the 
results from the 2011-12 reporting period, the 

11 agencies that had not fully implemented 
the requirements advised it was due to the 
impact of the new agency arrangements.  As 
such these agencies were modifying and/or 
developing their Occupational Health and 
Safety frameworks for implementation during 
the 2013-14 reporting period. 

Employment Instruction 
12 – Code of Conduct 
EI 12 – Code of Conduct, applies to all Public 
Sector Officers (employees, CEOs and the 
Commissioner). 

All agencies reported they provide employees 
with access to the Principles and the Code of 
Conduct and that they are appropriately 
reflected in relevant agency policies, 
procedures and practices.  This is a 
significant improvement from the last 
reporting period. 
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Figure 5:    Employment Instruction 12– Code of Conduct 
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employees are provided with information on 
the Principles and Code of Conduct as part of 
orientation.  These agencies ensure 
employees are also briefed in orientation or 
through other training about the disclosure of 
potential conflict of interest section of the 
Code of Conduct.  The one agency that 
reported it did not provide this information as 
part of orientation indicated that, as a new 
agency, it was in the process of developing 
its orientation program to be implemented in 
the 2013-14 reporting period.  

All agencies reported they have appropriate 
policies and procedures in place to safeguard 
against potential conflicts of interest.  

In keeping with ensuring agency employees 
are aware of their responsibilities under the 
Principles and Code of Conduct, 86 percent 
of agencies reported they have client service 
principles/policies and standards (eg. service 
excellence, confidentiality, respect, fairness 
and equity, etc.) in place.  These agencies 
indicated they monitor service performance 
and standards and actively seek feedback 
from clients via: 

• client surveys (whether it be from other 
agencies and/or the general public) 

• reporting against key statistics and 
service measures and performance 

• internal reviews 

• internet and intranet feedback 
mechanisms 

• annual reports 

• visitor satisfaction surveys (Parks and 
Wildlife Commission and the Department 
of Arts and Museums) 

• agency performance management 
systems. 

Employment Instruction 
13 – Appropriate 
Workplace Behaviour 

EI 13 – Appropriate Workplace Behaviour, 
states that CEOs must develop and 
implement a policy and procedure to foster 
appropriate workplace behaviour and a 
culture of respect, and to deal effectively with 
inappropriate workplace behaviour and 
bullying. 

All agencies reported they have a policy and 
procedure for dealing with inappropriate 
workplace behaviour (including bullying). 
Fourteen agencies reported that no 
complaints of inappropriate workplace 
behaviour and/or bullying were received 
within the agency during the reporting period.  
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Across the remaining 16 agencies there were 
130 complaints of inappropriate workplace 
behaviour and/or bullying received. The 
largest number of complaints within one of 
the larger agencies was 46, however, across 
the remaining agencies the number of 
complaints received was relatively small, 
generally between one and four complaints.  

Ten agencies reported they require first time 
supervisors/managers to undertake training in 
managing workplace behaviour. However, 
there did not appear to be a correlation 
between the requirement to undertake 
training and the number of complaints 
received within an agency. Further 
information on appropriate workplace 
behaviour is on page 49. 

Office of the Commissioner for Public Employment State of the Service Report 2012-13
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Remuneration Commensurate with 
Responsibilities 
To ensure remuneration is commensurate 
with responsibilities throughout the NTPS, 
designations of positions are evaluated using 
the Mercer Job Evaluation System (JES), or 
where applicable, work level standards 
contained in the relevant enterprise 
agreements, such as ‘Physical’ stream jobs. 
The resultant evaluation determines the 
designation of the job within a particular 
stream.  

Job evaluation measures the work value of a 
job relative to other jobs, it is not of itself a 
tool for remuneration setting. Once evaluated, 
jobs are paid at the salary level for that 
designation in the relevant classification 
stream.  

Fifty-three percent of agencies indicated that 
information on JES (or other relevant work 
value systems) is included as part of 
orientation or through other training for all 
employees.  This is an improvement on 
36 percent of agencies in the last reporting 
period. A number of the agencies that do not 
provide information as part of the orientation 
or other training indicated they are developing 

information to include in their training; will 
provide information as part of their training 
framework, or make it available on their 
websites and provide advice as required.  

Twenty-nine agencies reported their agency’s 
policy/recruitment procedures include a step 
of reviewing the Job Description/JAQ prior to 
advertising. This is consistent with the same 
figures from last year’s report. The one 
agency that did not, reported that a review of 
their existing procedures had highlighted 
gaps and amendments were being made 
accordingly.  

Also consistent with last year’s figures, 
26 agencies indicated they have appropriate 
steps for job design and job evaluation built 
into their procedures for change management 
and the establishment of new functions.  The 
two agencies that did not indicated that whilst 
there are no set procedures for change 
management, if needed job design and 
evaluation would be built into any strategies. 
Another agency indicated it is reviewing its 
current policies and strategies and updating 
and amending them accordingly.
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Breaches or Evasions of Application 
of the Principles 
No significant breaches or evasions of the 
principles of human resource management 
were brought to the notice of the 
Commissioner.  

Whilst the grievance process reveals 
occasional examples of poor management or 
decisions, the number of grievances does not 
indicate any general trend towards poor 
management practices across agencies.  The 
grievance results indicate a minor increase in 
the number of reviews undertaken by the 
Commissioner. Further information on 
grievances can be found on page 53 of this 
report. 

Ongoing work is also being done by the 
Public Sector Appeals and Grievance Review 
(PSA&GR) division of the OCPE in providing 
education and training on the application of 
the merit principle and the principle of natural 
justice in merit selection process.  OCPE now 
conducts regular training sessions for all 
agencies and is in the process of preparing 
standardised merit selection materials, and 
an online package for training in merit 
selection. 

The low number of complaints about 
inappropriate workplace behaviour made 
within agencies during the reporting period 
suggests improvement in this area
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Promoting Strategic Workforce 
Planning and Development 
Developing Workforce 
Capability 
The NTPS is the Northern Territory’s largest 
employer and a core institution within the 
framework of Government in the Northern 
Territory. It needs to be agile and adaptable 
in order to meet the challenges of providing 
services to Territorians as well as positioning 
itself to build on the opportunities arising from 
its geographic proximity to South East Asia. A 
high performing NTPS needs highly capable 
employees. 

The Strategic Workforce Planning and 
Development (SWPD) division of OCPE is 
responsible for developing sector-wide 
capability building initiatives. Smaller 
agencies are able to access OCPE initiatives 
to eliminate the need for duplication, while 
larger agencies complement OCPE work with 
programs targeted at specific needs and 
identified gaps. 

A number of agencies have ‘people plans’ 
aimed at guiding human resource 
management and organisational development 
activities to enhance workforce capability. A 
range of practices have been adopted within 
the NTPS to build capability which is 
described in more detail throughout this 
section. 

Sector-Wide Training and 
Development 

The current fiscal environment necessitated a 
review of OCPE’s approach to sector-wide 
short course training opportunities. In an 
effort to maintain sector-wide opportunities 
while operating within budget limitations, 
OCPE developed a new business model 
which sees the delivery of short courses 
outsourced through a range of partnerships 
with third party providers. 

The sector-wide panel contract for non-
accredited training and development services 
consists of 16 providers to deliver training on 
the following topics: 

• Leadership 

• 360 degree feedback 

• Recruitment and selection 

• Performance management 

• Conflict management 

• Financial management 

• Procurement and contract management 

• Change management 

• Team development 

• Project planning and management 

• Governance 

• Writing skills 

• Professional and personal effectiveness 

• Workforce planning, diversity 

• Work health and safety 

• ICT skills 

• Other training (such as 4WD training). 

OCPE continues to offer leadership programs 
including the Public Sector Management 
Program, Executive Leaders Program, Future 
Leaders Program, Indigenous specific 
Kigaruk and Lookrukin programs, Discovery – 
Women as Leaders, the Executive Fellows 
Program, and Executive Master of Public 
Administration offered through the Australia 
and New Zealand School of Government.  

Under the new business model, implemented 
on 1 January 2013, agencies could access 
training and development programs through 
the following options: 

• A NTPS three-year panel contract for 
non-accredited training managed by 
OCPE 
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• The Australian Public Service panel 
contract of providers 

• Partnerships with industry bodies who 
provide training to government agencies 

• Direct negotiation with third party 
providers to deliver targeted or specific 
programs. 

Section 24(3)(g) of the PSEMA states that 
agency CEOs are responsible for ensuring 
assistance to employees in the agency to 
undertake relevant training, education and 
development programs. Given the existence 
of many agency specific short courses, as 
noted in the Agency Specific Training and 
Development Programs section, it appears 
the new business model has not detracted 
from an agency’s ability to deliver ongoing 
workforce development in line with the above 
stated responsibility. Instead it complements 
existing programs such as OCPE’s suite of 
leadership programs and provides avenues 
for a more collaborative approach to training 
across the sector. 

Leadership Programs 

Strategic leadership is critical in building 
capability, for example, in navigating change, 
tackling wicked problems, embedding a 
culture of innovation and investing in the 
development of people. The capability of 
leaders in the NTPS continues to be an 
important cornerstone in an increasingly 
complex and challenging environment. It is 
important that our leaders see themselves as 
belonging to a sector-wide leadership cohort, 
and also that they engage in continuous 
learning to enable ongoing adaptability and 
engagement. 

Agencies identified “the bench-strength of 
management for strategic leadership roles” 
as a workforce risk in the last reporting 
period. To try and combat this risk and grow 

leadership capability, OCPE facilitates a 
number of whole of Government leadership 
programs, and also provides advice to those 
agencies developing in-house leadership 
development programs. Using the NTPS 
Leadership Capability Development and 
Learning pathway, leadership development 
can be linked from a frontline supervisory 
level up to the CEO level. 

OCPE also provides the Indigenous 
leadership development courses, known as 
the Kigaruk and Lookrukin programs. These 
programs are available for Indigenous 
employees at the AO4 level (or equivalent) 
and above and are well supported by 
agencies. The Lookrukin Women’s 
Leadership program was delivered in 2012 by 
Charles Darwin University with 20 
participants graduating with a Diploma of 
Management.  

OCPE Leadership Initiatives 

During 2012-13, six whole of sector 
leadership programs were coordinated by 
OCPE:  

• ANZSOG workshops and courses 
(4 participants) 

• Executive Leaders program 
(15 participants) 

• Future Leaders program (21 participants) 

• Public Sector Management Program 
(40 participants) 

• Discovery – Women as Leaders 
(18 participants) 

• Lookrukin (24 participants)*. 

*The Kigaruk and Lookrukin programs are run on 
alternative years. 

The 360 Degree Feedback course did not run 
in 2012-13 due to a lack of nominations. 
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Figure 6: Number of Agencies that Accessed the 2012-13 OCPE Leadership 
Programs 
 
Name of Leadership Program Agencies 

ANZSOG workshops and courses 4 

Executive Leaders program 8 

Future Leaders program 9 

Public Sector Management Program 18 

Discovery – Women as Leaders 11 

Lookrukin* 11 
 

Agency Leadership Initiatives  

While many agencies are still utilising the 
OCPE leadership programs, some have 
developed their own programs to target 
specific agency needs.  

Five agencies ran an “‘Emerging Leaders” 
program however the audience of the 
programs varied considerably, for example: 

• The Department of Lands, Planning and 
Environment and the Department of 
Transport base their program on the 
NTPS Capability and Leadership 
Framework (CLF) for employees in the 
CLF6 to CLF8 range 

• The Department of Mines and Energy and 
the Department of Primary Industry and 
Fisheries target AO4 to AO7 employees 

• Power and Water Corporation target 
Band 3 and above (including executive) 
and Senior Technical and Coordinator 
staff. 

Although the programs are delivered with 
differing structures and outcomes they all 
seek to provide their employees with 
structured learning in leadership 
development. 

Agencies with specialised functions have 
leadership programs specific to industry 
needs, such as: 

• The Centre for School Leadership 
Learning and Development at Charles 
Darwin University offered a suite of 

leadership programs to the Department 
of Education and Children’s Services 
school staff that included: 

- 19 staff participated in the School 
Leaders in the Making program 

- 87 staff took part in the School 
Leadership Program 

- 203 staff members attended the 
Leader’s Conference 

- 3 staff participated in the 
Development Program for High 
Performing Principals 

- 20 staff participated in the 
Introduction to Leadership Coaching  

- 160 staff participated in Master 
Classes for School Leaders 

• The Department of Correctional Services 
had 26 employees participate in a 
promotional course which was targeted 
at Prison Officers who aspire to progress 
to the rank of First Class 

• The NT Police, Fire and Emergency 
Services also held a number of 
specialised leadership development 
programs across the Tri-service. These 
included: 

- NT Police had 21 members 
complete the Operational 
Development course which is 
targeted at Police members at the 
rank of Constable to obtain the rank 
of Senior Constable  
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- NT Police had 15 members 
complete the Supervision 
Development Program which is 
targeted at police members at the 
rank of Senior Constable to obtain 
the rank of Sergeant 

- NT Police had 1 Police Officer and 
1 civilian complete the Police 
Executive Leadership Program at 
the Australian Institute of Police 
Management 

- NT Fire had 8 officers participate in 
Officer Leadership Development and 
22 Auxiliary and Volunteer Fire-
fighter Captains participate in 
Leadership Development.  

Other agencies demonstrated their 
commitment to supporting leadership and 
professional development in alternative ways, 
for example:  

• The Department of Treasury and Finance 
offer studies assistance, partial 
reimbursement of professional 
memberships and mobility arrangements 
within the agency 

• The Department of Infrastructure 
developed a Building Our Managers 
Capacity Program where regular training 
sessions are coordinated throughout the 
year locally and by video link-up to deliver 
training across the regions.  During the 
reporting period, 116 senior officers 
participated in the training 

• The Department of Health has two 
tailored leadership development 
programs (as outlined below) for first line 
managers and middle managers. Each 
program is limited to 30 participants 
(27 Department of Health and three Office 
of Children and Families participants per 
program). 

Department of Health  

Building Our Leaders – First Line Managers 

This program aims to increase knowledge 
and skills in managing people, systems, 
process and resources whilst developing 
personal awareness of strengths and 
preferences. 

The program is aligned to a Certificate IV in 
Frontline Management and the target 
audience is (but not limited to): 

• Administrative Officer 4/5 

• Professional 1 

• Technical 3/4 

• Aboriginal Health Worker 2/3 

• Physical 7 

• Medical Officers 1 to 3 

• Nurse 2/3. 

Leading the Way – Middle Managers 

This program aims to increase knowledge 
and skills in middle managers in strategic and 
operational direction, increasing team 
effectiveness and having a greater 
understanding of personal strengths and 
preferences. 

The program is aligned to a Diploma of 
Management and the target audience is (but 
not limited to): 

• Administrative Officer 6 to Senior 
Administrative Officer 2 

• Professional 2/3 to Senior Professional 2 

• Technical 5/6 

• Aboriginal Health Worker 4 to 6 

• Medical Officer 4/5 

• Nurse 4 to 8 

• Physical 8/9. 

Office of the Commissioner for Public Employment State of the Service Report 2012-13

23



 
 

 

11
 

Agency Specific Training and 
Development Programs 

In addition to leadership programs, the 
majority of agencies conducted agency-
specific training that included both accredited 
and non-accredited training across a range of 
topics.  

For example, the Office of Children and 
Families, the Department of the Attorney-
General and Justice and the Department of 
Correctional Services ran position specific 
training including Orientation for Child 
Protection workers, a Law Graduate 
Development Program and Prison Officer 
Core Training.  

Twenty-six agencies conducted or attended 
soft skills training such as:  

• Chairperson refresher 

• Cross cultural training  

• Work health and safety 

• Appropriate workplace behaviour  

• Change management 

• Resilience training 

• Code of Conduct 

• Merit Selection Training 

• Advanced Government Decision Making 

• Project management 

• Emergency management 

• Performance Management 

• The Art of Giving feedback. 

The Department of Treasury and Finance 
held in-house sessions on Cross cultural/ 
Indigenous Awareness and Giving and 
Receiving Feedback for AO1 to AO5 staff.  
They also held a series of seminars and 
workshops as part of the agency’s graduate 
training schedule which covers various 
aspects of the agency’s role in government 
and its operations. The sessions are 
presented by the Department of Treasury and 
Finance’s directors and experienced senior 
staff. 

Agency Induction and 
Orientation Programs 

Induction and orientation programs are vital in 
welcoming new employees into a workplace. 
They inform employees of their 
responsibilities, workplace rules and 
expectations, employment entitlements along 
with outlining business goals and desired 
outcomes. The programs ensure new 
employees integrate into the workplace 
quickly with a greater understanding of the 
fundamentals of the work environment. 
Inductions and orientation programs are also 
valuable for staff retention. 

In 2012-13, all but one agency reported that 
they had a structured induction and 
orientation program in place for new 
employees.  

The Department of Health offers a 
comprehensive face to face orientation 
program which is specifically designed to 
quickly integrate new employees into the 
workplace and assists with their staff 
retention.   

The Department of Health also uses an 
online eLearning portal to induct new 
employees both efficiently and economically. 
The orientation and induction program 
includes a nursing and midwifery clinical 
orientation, medical officer orientation and 
remote health orientation. The remote health 
orientation package is design-built on the 
information provided during the agency 
Orientation Program.  The online modules 
provide additional information and advice 
relevant to all new Remote Health staff, which 
include but are not limited to: 

• Nursing 

• Aboriginal Health Workers 

• Aboriginal Community Workers 

• Medical 

• Professional 

• Administration 

• Physical (Cleaners, Drivers, 
Gardeners).  
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The nursing and midwifery clinical orientation 
is an online education package to guide 
Nurses new to the Central Australia Hospital 
Network through the Department of Health’s 
IT systems and mandatory training at 
commencement.  

The Power and Water Corporation has a 
multi-layer induction process including face to 
face inductions with the individual’s 
supervisor, business unit and a 2 day whole 
of corporation induction. New managers have 
a separate induction process.  There is also a 
requirement to undertake online induction in 
areas such as bullying and harassment 
prevention training.  

Capability and Leadership 
Framework 

The NTPS Capability and Leadership 
Framework (CLF) provides a common 
language to support consistent sector-wide 
capability development and is designed to 
ensure that leadership capabilities and 
behaviours exist to meet future challenges.  

The framework can be used as a centrepiece 
for discussion around strengthening the work 
performance of individuals and teams and to 
inform decisions around determining and 
prioritising appropriate professional 
development and learning. The CLF also 
assists employees to identify key capabilities 
required of them at their current level and 
growth areas for future career development. 
The framework can be used by employees at 
all levels and streams across the NTPS. 

Implementation of the CLF commenced in 
2010. Since then, updated CLF materials 
became available via the OCPE website and 
a series of interactive training and information 
sessions in both Darwin and Alice Springs 
were facilitated. The cross-sector 360 degree 
feedback process was also redesigned to 
ensure alignment with the CLF. 

Twenty-six agencies reported they have 
incorporated the CLF into their learning and 

development activities and the following 
agencies specifically reported that the CLF is 
incorporated into their performance 
management process. This requires 
employees and managers to undertake an 
assessment of the employee’s performance 
against their level within the CLF, and then 
consider appropriate development 
opportunities. 

• Parks and Wildlife Commission of the NT 

• Department of Arts and Museums 

• Department Sport and Recreation 

• Department of Land Resource 
Management 

• Department of Lands, Planning and 
Environment 

• Department of Transport 

• NT Department of Correctional Services 

• Department of Education and Children’s 
Services 

• Department of the Attorney-General and 
Justice. 

The Department of Education and Children’s 
Services uses the CLF as an integral 
component of the Performance and 
Development process for non-teaching staff. 
The teaching employees use the National 
Teaching Standards within the recently 
introduced Teacher Performance and 
Development Framework. 

The Department of the Attorney-General and 
Justice encourages the use of the CLF in 
their performance management and 
development information sessions. They 
identify how it can be used in self and peer 
assessments, initiating a performance and 
development conversation and how it can be 
linked to business plans, job descriptions, 
developing job roles and to help identify skill 
gaps. 

The Department of Mines and Energy 
reported that it is revising its performance 
management system and will use the CLF as 
its foundation. 
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Human Resource and Industrial 
Relations Capacity 

The OCPE continue to implement a range of 
initiatives to address HR/IR capacity skill 
gaps across the NTPS including:  

• The PSA&GR division conducts regular 
training sessions on Recruitment and 
Merit Selection. The sessions cover 
topics such as the merit principle, natural 
justice, conflicts of interest, selection 
report writing and issues relating to 
grievances and appeals. During 2012-13 
the training was provided in Darwin, 
Palmerston, Alice Springs, Katherine, 
Nhulunbuy and Tennant Creek and will 
continue to be offered on a regular basis. 

• A successful ‘internship’ program 
whereby agency HR staff rotate through 
OCPE for one week, participating in 
information and practical sessions to 
develop their knowledge and skills of 
OCPE functions and agency 
requirements under the PSEMA. The 
internships commenced in June 2012 
and positive feedback suggests the 
program is extremely worthwhile. The 
program will continue whilst there is 
agency demand for places (the 
remaining two intakes for 2013 are full). 

• The development of a human resource 
capability framework to support and 
promote the development of HR 
professionals across the sector has 
commenced. This framework will draw on 
the work of the Australian Human 
Resources Institute to ensure 
professional alignment at a national and 
international level. 

Early Careers Programs 

Early careers programs aim to attract people 
to the NTPS workforce through structured 
development programs. These programs 
include work experience, school-based 
apprenticeships, Indigenous employment 
programs, adult apprenticeships, graduate 
traineeships, Indigenous cadetships and 
vacation employment (for undergraduates on 
holidays).  

The OCPE is responsible for setting policy in 
this area, and updated the Graduate Policy 
and Guidelines for Vacation Employment 
during the reporting period. 

Implementation and administration of the 
suite of early careers programs is the 
responsibility of the Employment Programs 
Unit in the Department of Corporate and 
Information Services. Most agencies continue 
to use the centralised programs however 
some agencies coordinate their own early 
careers programs such as the Department of 
Treasury and Finance, Power and Water 
Corporation and the Department of 
Infrastructure.  

The Department of Treasury and Finance 
undertake annual recruitment for the Finance 
Officer In Training graduate program, 
employing local and interstate graduates from 
a variety of disciplines. The program is a 
year-long learning experience where 
participants are provided with ‘hands on’ work 
experience in up to four work areas in the 
agency. 

The following information refers specifically to 
centralised program participation. The tables 
exclude agency specific program figures, with 
the exception of the Department of Treasury 
and Finance’s graduate participants who are 
counted in the Employment Programs Unit’s 
figures. 

The Department of Health continued to have 
the highest participation rate in the 
centralised programs followed by the 
Department of Education and Children’s 
Services.   
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Figure 7:  2012-13 Early Careers Program Participants by Agency (includes 
participants who commenced on the program prior to 2012-13 but are continuing on 
the program) 
 

*The figures for the former Department of Resources have been incorporated in the Department of Mines 
and Energy. 

Disclaimer: Given the recent agency name changes and movements in 2012-13 the numbers reflected in the 
table should be considered a guide only. 
 

 

  

Agency Apprentices Graduates Cadets Vacation 
Employment 

Indigenous 
Employment Total 

AGD 4 4 
 

3 
 

11 

DCIS 21 9 1 1 
 

32 

DCM 4 3 
 

4 
 

11 

DECS 33 4 
  

6 43 

DHsg 7 2 2 
  

11 

DLPE 
 

15 
   

15 

DLRM 3 1 
   

4 

DME* 2 1 
 

1 
 

4 

DOB 5 3 
 

1 
 

9 

DOH 9 1 28 7 17 62 

DOI 
 

1 2 
  

3 

DOT 1 
  

3 1 5 

DPIF 3 2 5 
  

10 

DSR 
  

1 
  

1 

DTF 2 26 5 3 
 

36 

NTDCS 2 
 

2 
 

12 16 

NTPFES 4 
    

4 

PWCNT 23 
    

23 

Total 123 72 46 23 36 300 
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Figure 8: 2012-13 Early Careers Program Participants by Agency Who 
Commenced the Program During 2012-13 
 

Agency Apprentices Graduates Cadets Vacation 
Employment 

Indigenous 
Employment Total 

AGD 1 4 
 

3 
 

8 
DCIS 11 3 

 
1 

 
15 

DCM 1 1 
 

3 
 

5 
DECS 11 

   
6 17 

DHsg 1 
    

1 
DLPE 

 
1 

   
1 

DME* 3 
  

1 
 

4 
DOB 2 1 

 
1 

 
4 

DOH 1 
 

12 7 17 37 
DOT 

   
2 1 3 

DPIF 3 
    

3 
DTF 1 8 

 
2 

 
11 

NTPFES 1 
    

1 
NTDCS 

    
12 12 

PWCNT 5 
    

5 
Total 41 18 12 20 36 127 

*The figures for the former Department of Resources have been incorporated in the Department of Mines 
and Energy. 

Apprenticeships/Traineeships 

A total of 123 apprentices were employed during the reporting period across an array of 
disciplines. Figure 10 lists the types of apprenticeships currently administered through the 
Employment Programs Unit in the Department of Corporate and Information Services. 

Figure 9: Apprenticeship Participants by Gender 
 

NTPS Apprentices 
Gender Participants 
Male 52 
Female  71 
Total 123 
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Figure 10: Apprenticeship Participants by Discipline 
 

NTPS Apprenticeships 
Disciplines Number  
Certificate II in Business 1 
Certificate II In Conservation And Land Management 1 
Certificate II in Financial Services 1 
Certificate II Tourism 1 
Certificate III Education Support 1 
Certificate III Horticulture 1 
Certificate III In Automotive Mechanical Technology (C) (Heavy Vehicle Road 
Transport) 

2 

Certificate III in Business 44 
Certificate III in Business Administration 11 
Certificate III In Captive Animals 1 
Certificate III in Community Services 1 
Certificate III In Conservation And Land Management 6 
Certificate III in Dental Assisting 1 
Certificate III in Electronics and Communications 1 
Certificate III In Electro-technology Systems Electrician 1 
Certificate III in Financial Services 1 
Certificate III In Horticulture 2 
Certificate III In Information Technology 9 
Certificate III in Information, Digital Media and Technology 3 
Certificate III in Laboratory Skills 7 
Certificate III in Printing and Graphic Arts (Graphic Pre-Press)  1 
Certificate III in Printing and Graphics Arts (Print Finishing) 1 
Certificate III in Seafood Industry (Aquaculture)  1 
Certificate III Outdoor Recreation 1 
Certificate III Tourism 1 
Certificate IV In Aboriginal and/or Torres Strait Islander Primary Health Care 
(Practice) 

2 

Certificate IV in Business 3 
Certificate IV In Conservation And Land Management 11 
Certificate IV in Information Technology 1 
Certificate IV in Occupational Health and Safety 1 
Certificate IV in Population Health 1 
Certificate IV in Veterinary Nursing 1 
Diploma Of Dental Technology 2 
Total 123 
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Graduate Trainee 

Figure 11: Graduate Trainee Participants by Discipline 
 

Graduate Trainee 
Discipline Participants 
Associate Degree in Business 1 
Bachelor of Accounting 11 
Bachelor of Applied Science 2 
Bachelor of Architecture 1 
Bachelor of Arts 1 
Bachelor of Behavioural Science 2 
Bachelor of Building Surveying 1 
Bachelor of Business 3 
Bachelor of Business Studies and Computer Science 1 
Bachelor of Commerce 21 
Bachelor of Communications and Cultural Studies 1 
Bachelor of Economics 6 
Bachelor of Engineering 1 
Bachelor of Environmental Science 2 
Bachelor of Government and Public Management 1 
Bachelor of Information Technology 3 
Bachelor of Land Surveying 1 
Bachelor of Law 6 
Bachelor of Regional and Town Planning 2 
Bachelor of Science and Commerce 1 
Bachelor of Science in Marine Biology 1 
Bachelor of Urban and Rural Planning 1 
Degree of Professional Accounting 1 
Master of Business Administration 1 
Total 72 
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Indigenous Employment Program 

The Indigenous Employment Program is a 
pre-employment program specifically 
designed to attract Indigenous jobseekers. 
Candidates may wish to enter or return to the 
workforce, or be individuals seeking the 

opportunity to enter into a NTPS career. The 
program aims to equip trainees with a 
foundation of skills relevant to entry level 
positions. Trainees undertake a targeted 
training program that incorporates accredited 
vocational training. This is complemented by 
work readiness and work-based learning. 

Figure 12:  Indigenous Employment Program Participants by Discipline 
 

Indigenous Employment Program 
Discipline Participants 
Certificate II Community Services 30 
Preparation for Tertiary Success (ITPP) 6 
Total 36 

 

Figure 13: Indigenous Employment Program Participants by Gender 
 

Indigenous Employment Program Participants 
Gender Participants 
Male 7 
Female 29 
Total 36 
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Indigenous Cadetship Support  

The NTPS continued to participate in the 
federally funded Indigenous Cadetship 
Support (ICS) program by sponsoring 
46 Indigenous tertiary students in their 
studies during 2012-13. The program 
provides paid work experience for 12 weeks 

each year and offers ongoing employment 
after successful completion of studies 
wherever possible. These figures do not 
include the Department of Education and 
Children’s Services Indigenous Cadetship 
Support participants as they are managed 
internal to the agency. 

Figure 14: Indigenous Cadetship Support Participants by Discipline 
 

Indigenous Cadetship Support 
Disciplines Participants 
Advanced Diploma of Accounting  1 
Bachelor of Accounting 3 
Bachelor of Agriculture 1 
Bachelor of Arts 1 
Bachelor of Biomedicine 1 
Bachelor of Business 1 
Bachelor of Commerce 1 
Bachelor of Engineering 2 
Bachelor of Environmental Science 1 
Bachelor of Exercise and Sport Science 3 
Bachelor of Health Science 1 
Bachelor of Law 3 
Bachelor of Medicine 4 
Bachelor of Midwifery 2 
Bachelor of Mining and Engineering 1 
Bachelor of Nursing 8 
Bachelor of Physiotherapy 1 
Bachelor of Psychological Science 1 
Bachelor of Psychology 3 
Bachelor of Social Work 3 
Bachelor of Speech Pathology 1 
Bachelor of Sport and Recreation Management 1 
Bachelor of Veterinary Science 2 
Total 46 
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Attraction and Retention  
Employee attraction and retention is critical to 
the long term health and success of any 
organisation. The ability to retain and attract 
the best employees ensures satisfied staff, 
retention of organisational knowledge and 
effective succession planning. Agencies 
again reported that attracting and retaining 
skilled staff is a key challenge. Some 
strategies included: 

Attraction  

• Attending career expos 

• Scholarships 

• Flexible work arrangements 

• Sponsoring academic awards at schools 
and universities 

Retention  

• Health and wellbeing programs 

• Training aimed at career development   

• Transition to retirement policies. 

Other attraction and retention activities 
agencies conducted during 2012-13 included: 

• The Department of Treasury and Finance 
aimed to increase attraction to their 
agency by holding a number of Treasury 
Forums. The agency invited high schools 
to attend a half day forum that provided 
students of economics, accounting, 
politics and legal studies with the 
opportunity to experience decision-
making in government. The forums 
informed students about the various 
employment programs offered by the 
Department of Treasury and Finance as 
well as the wider career options that exist 
in the NTPS. 

• The Department of Education and 
Children’s Services continued to offer 
special remote study leave to eligible 
employees as well as other incentives to 
attract and retain staff in remote 
communities. These provisions, 
combined with efforts in recent years to 
introduce more rigour to the screening of 
teachers during recruitment to remote 
teaching positions, have contributed to 
improved teacher retention rates in 
remote schools. 

Promoting a Flexible 
Workplace 
Flexible workplace practices are a key 
attraction and retention strategy in a 
competitive labour market. The NTPS 
recognises that employees fulfil a number of 
important roles in their lives such as: 
employee, parent, carer, volunteer and 
community leader, and that each of these 
roles imposes demands on effort and time.  

In recognition of the above the NTPS 
supports flexible work practices where 
possible, through consideration of flexible 
working hours (‘flexitime’) and individual 
flexible workplace agreements. More 
information about these arrangements can be 
found within the NTPS Enterprise Agreement 
2010-2013 and other NTPS certified 
agreements. 

The range of flexible workplace practices 
adopted across the NTPS is summarised in 
Figures 15 and 16. In most agencies, 
applications for flexible workplace practices 
are assessed by managers within the work 
unit on a case-by-case basis to ensure a 
balance is maintained between business 
needs and the specific circumstances of the 
individual. 
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Figure 15: Number of Agencies That Have Implemented Flexible Work Practices 

Flexible Work Practice 2010-11 2011-12 2012-13 

Flexible working hours 22 21 27 

Home-based work 19 18 18 

Job sharing 12 13 14 

Part-time work 21 19 28 

Career breaks 13 16 16 

Part-year employment 9 9 9 

Short term absences for family & community 
responsibilities 18 19 21 

Utilisation of recreation leave at half pay 19 19 22 

Purchase of additional leave 15 15 16 

NTPS Extended Leave Scheme 12 14 13 
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A number of agencies reported that accurate 
data was not available on the number of 
individual approvals (see Figure 16) and that 
reporting and monitoring systems were being 
developed. For example, the Department of  

Corporate and Information Services reported 
that there are many flexible working hours 
arrangements across the agency that do not 
require formal agreements eg. flex-time or 
support for family responsibilities.   

 
Figure 16: Number of Approved and Declined Flexible Work Practices in 2012-13 

Flexible Work Practice 

Number of Agencies 
who have Approved 
Employees Utilising 

Flexible Work Practice 

Number of 
Approvals 

2012-13 

Number 
Declined 
2012-13 

Flexible working hours 27 185 3 

Home-based work 18 24 0 

Job sharing 14 9 0 

Part-time work 28 911 0 

Career breaks 16 33 0 

Part-year employment 9 37 0 

Short term absences for family and 
community responsibilities 21 147 0 

Utilisation of recreation leave at 
half pay 22 248 0 

Purchase of additional leave 16 45 0 

NTPS Extended Leave Scheme 13 54 0 
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Workforce Planning  
Workforce Planning is a continual process 
used to align the needs and priorities of an 
organisation with those of its workforce to 
ensure it can meet its objectives. The OCPE 
has published on its website a structured 
framework called ‘Making Workforce Planning 
Work in the NT Public Sector’ as well as a 
suite of up to date resources aimed to assist 
agencies in their workforce planning efforts.  

Due to the new administrative arrangements 
all agencies workforce plans have had to be 
revisited. Agencies are at different stages of 
their workforce planning efforts such as: 

• The Department of Education and 
Children’s Services have undertaken 
substantial workforce planning during 
2013. This effort has been particularly at 
the school level in middle and senior 
schools in preparation for implementing 
the new teacher staffing model from 
2014. 

• The Department of Correctional Services 
was created as a standalone agency in 
2012 leading to the human resources 
team being restructured and a new 
workforce planning and development 
team being established. This team will 
now focus on strategic workforce 
planning for the new agency moving 
forward. 

 
 

Four agencies indicated they had current 
workforce plans: NT Police, Fire and 
Emergency Services, the Department of 
Primary Industry and Fisheries, the 
Department of Mines and Energy, and the 
Department of Infrastructure. The remaining 
agencies either did not have a workforce plan 
or are in the process of developing one. 

The Department of Infrastructure’s 2010-13 
workforce plan aims to build capacity and 
capability within the agency by having the 
right people with the right skills in the right 
jobs. It seeks to identify and address areas of 
skill shortages and barriers to recruitment, as 
well as to improve retention and increase 
representation of equal employment 
opportunity groups.  

The Department of Health acknowledged that 
workforce planning had occurred in the past, 
however, a new workforce plan is currently 
being developed. The agency reported that 
there is significant involvement with Health 
Workforce Australia (HWA) which provides 
information and significant projects around 
the health workforce. The NT Health 
workforce data is collected by the Australian 
Health Professionals Registration Authority 
(AHPRA) registrations. The data provides 
significant insights to understand the age, 
gender, locations and planned retirements 
from the workforce. HWA have provided 
reports on Health workforce planning until 
2025 and the NT can identify its health 
workforce and the predicted problem areas. 
 

Figure 17: Number of Agencies that have Workforce Plans  
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Identified Capacity (Headcount) Gaps 

Seven agencies identified critical capacity 
gaps such as: 

• Power and Water Corporation: 
Supervisory Control and Data Acquisition 
(SCADA) Specialists and some Engineers 

• The Department of Mines and Energy: 
GIS Database Specialist and Petroleum 
and Mining Engineers 

• The Department of Primary Industries and 
Fisheries: Biosecurity Specialists, 
Specialist Agriculture Researchers and 
Specialist Scientists 

• The Office of Children and Families: Child 
Protection workers, frontline 
administrative stream employees (e.g. 
Aboriginal Community Workers) and 
Indigenous male frontline Child Protection 
workers 

• The Department of Lands, Planning and 
the Environment: Land Surveyors and 
Building Surveyors 

• The Department of Sport and Recreation: 
Specialists in sports science and event 
mangement 

• NT Police, Fire and Emergency Services: 
Police Officers and Firefighters. 

 
Identified Capability (Skills) Gaps 

Seven agencies identified key capability skill 
gaps in their workforce plans.  

Of the seven agencies, all identified 
leadership and management as one of their 
key capability skill gaps, three identified 
performance management, and two identified 
industry and community engagement. 

Identified Workforce Challenges and Risks 

Agencies were asked to list up to five of the 
greatest workforce risks facing their agency in 
the next five years. The most common 
responses were: 

• Ageing workforce – Each agency that 
responded mentioned an ageing 

workforce as one of their primary 
concerns. Coupled with this was the lack 
of both transition to retirement schemes 
and knowledge management initiatives. 

• Organisational capacity – In the areas of 
addressing skills gaps, recruiting and 
retaining the right people especially in a 
market with a high level of competition for 
skills and managing performance. 

• Change management – The challenges to 
business continuity caused by agency 
restructures has brought with it greater 
mobility in and out of agencies and 
associated corporate knowledge loss. 

Agencies were asked to outline any 
strategies to mitigate those risks. Some of the 
more robust strategies included: 

To counteract an ageing workforce the 
Department of Health is contributing to “grow 
your own” campaigns such as through the NT 
Medical Program. They are also promoting 
flexible work arrangements to support their 
ageing workforce such as: 

• Flexible working hours 

• Transition to retirement 

• Job redesign 

• Ability to transition to less physical jobs 

• Free superannuation seminars 

• Ability to purchase leave. 

The Department of Business is addressing 
concerns around organisation capacity 
through the establishment of a workforce 
planning committee to identify risks and 
create strategic solutions to address 
succession planning, retention and other 
organisational service delivery risks. 

Succession Planning  

Succession planning strategies ensure that 
there are qualified people capable of filling 
critical positions within agencies. The 
approach to succession planning across the 
agencies varied. For example the Department 
of Lands, Planning and the Environment 
developed a succession planning form which 
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has been used for Director level positions. 
Although they are yet to implement a 
structured succession planning approach, this 
does happen through informal discussions.  

The Darwin Port Corporation used some 
recent restructures to formalise their 
succession planning effort.  Many other 
agencies had no structured approach while 
the majority of agencies reported that their 
approach to succession planning was under 
development with most beginning by creating 
a policy.  

Workforce Metrics  

During the reporting period OCPE released a 
Workforce Metrics Dictionary and Guidelines 
to support efforts to strengthen workforce 
planning across the NTPS.  

The purpose of the dictionary is to allow 
agencies to quickly and easily review a 
common set of measures across the sector 
using a standard set of definitions. The 
dictionary endeavours to strengthen 
management reporting for decision making by 
executives, strengthen workforce planning 
efforts, proactively monitor workforce 
activities and influence agency workforce 
strategy. 

In 2012-13 the OCPE commenced 
developing a bird’s eye view of workforce 
data across the sector. The first report was 
released to agency CEOs for the 
2013 January to March quarter and allows 
agencies to compare their own agency 
statistics with others, with a view to looking 
for best practice and benchmarks. 

The Department of Education and Children’s 
Services reported that a ‘Human Resources – 
Quarterly Workforce Report’ is distributed to 
executive, senior managers and HR 

practitioners to provide summary level and 
trend information for an extensive range of 
workforce metrics and performance 
indicators. Over time it is anticipated that the 
measures will become more refined and an 
agreed core set of key performance 
indicators, performance targets and other 
benchmarks will be set and reported against. 

Across the NTPS, a total of 28 agencies 
reported using workforce metrics and were 
asked to rank the level of usage of workforce 
metric reporting as:  

1. Foundation Data - Agreeing on how and 
what workforce data will be defined, 
measured and interpreted. 

2. Data Distribution and Reporting - 
Extracting data from its original source 
and manipulating and integrating as 
necessary. 

3. Data Analysis - Translating data into 
information, finding connections, testing 
hypostheses and identifying root causes. 

4. Modelling Forecasting - Developing 
models of workforce and forecasting 
internal and external needs and 
capabilities. 

5. Strategic Decision Making - Leveraging 
analysis in business decisions and 
process improvement. 

Most agencies reported using workforce 
metrics for data distribution and reporting as 
outlined in figure 18 below. 

It should be noted that NT Police, Fire and 
Emergency Services responded with more 
than one answer due to a combination of 
reporting across the Tri-service. This has 
resulted in the figures in the table being 
slightly higher than the number of agencies 
reported to be using workforce metrics. 
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Figure 18: Agency use of Workforce Metrics 
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NTPS Values 
The NTPS values offer a shared understanding 
of what it means to be a public servant. They 
underpin how the NTPS works in delivering 
services to Territorian’s, promote collaboration 
and professionalism and guide employees in 
achieving best performance. Approved by 
Cabinet in April 2013, they set common 
expectations across the sector for all public 
sector officers. The NTPS values are: 

• Commitment to Service – The NTPS is 
professional, hardworking, effective, 
innovative and efficient, working 
collaboratively to achieve the best results 
for the NT 

• Ethical Practice – The NTPS upholds 
the highest standards of practice and 
acts with integrity in all that it does 

• Respect – The NTPS respects all 
people, and in particular their rights as 
individuals 

• Accountability – The NTPS is 
transparent and accountable in all its 
actions 

• Impartiality – The NTPS is apolitical and 
provides the Government with advice 
that is objective, timely and based on the 
best available evidence 

• Diversity – The NTPS values the 
diversity of its workforce as well the NT 
population it serves. 

Since their implementation many agencies 
have incorporated the values into their 
orientation programs, code of conduct sessions 
and/or internal training programs.  As well as 
promotion via emails or the intranet, some 
agencies have included the values on job 
descriptions, or as part of employee’s annual 
performance plans.  

The NTPS values do not replace agency 
specific values, instead they inform and 
support agency values and remind 
employees of the behaviours that are 
expected from peers, Government and the 
Northern Territory public. Some agencies 
have aligned their own agency values more 
closely with the new NTPS values. 

Equity and Diversity 
Disability Employment Program  

The NTPS recognises the advantages of 
having a diverse workforce that reflects and 
draws on the full diversity of the community it 
serves and is committed to increasing the 
employment opportunities for people with 
disability. 

The new EmployAbility a Strategy for People 
with Disability 2013-17 replaces the Willing 
and Able Strategy 2009-12 and was 
approved by Cabinet in May 2013.  

The NTPS offers employment to people with 
disability as a pathway to employment under 
the Disability Employment Program (DEP). 
The DEP is an initiative under the 
EmployAbility strategy and aims to provide 
job opportunities in the NTPS and wage 
assistance for people with disability who face 
severe workplace restrictions and are unable 
to compete for jobs on merit. 

The DEP provides participants with the 
opportunity to gain skills and experience, 
together with building their self confidence, to 
widen their future employment opportunities. 
At the conclusion of the training and 
development period, host agencies are 
encouraged to consider permanent 
employment for participants who have 
demonstrated the ability to undertake the 
required duties. 

As of May 2013, 63 people participated in the 
DEP. Twenty-seven people gained 
employment, of these 20 people remain in the 
NTPS workforce and seven people resigned 
due to health, family or relocation reasons. 

Indigenous Employment and Career 
Development  

Advice was provided to government on a fourth 
Indigenous Employment and Career 
Development Strategy (IECDS) following the 
expiration of the previous strategy in 
December 2012. 
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The proposed IECDS 2013-17 will build on 
previous strategies and has been developed 
in consultation with NTPS agencies, 
particularly Indigenous staff, through forums 
and staff surveys. From the consultation 
process and through in-depth research, the 
strategy identifies five key focus areas: 

• Improving cultural competence 

• Building capability 

• Increasing entry pathways 

• Strengthening the remote workforce 

• Accountability and performance. 

The following ten agencies have agency 
specific IECDS strategies in place.  

• Department of Education and Children's 
Services 

• Department of the Attorney-General and 
Justice 

• Department of Lands, Planning and the 
Environment 

• Department of Health 

• Department of Infrastructure 

• Department of Transport 

• Department of Primary Industry and 
Fisheries 

• Department of Treasury and Finance 

• Office of Children and Families 

• Power and Water Corporation. 

Ten other agencies are in the process of 
developing a strategy and the remaining ten 
agencies do not have a strategy due to either 
being a newly established agency or being 
small enough to work solely under the NTPS 
IECDS. 

Agencies continue to actively participate in 
IECD programs. For example, the 
Department of Mines and Energy and the 
Department of Primary Industry and Fisheries 
worked collaboratively to promote the 
Indigenous Apprenticeship program to 
schools. Both agencies visited Career 
Advisors and Aboriginal and Islander 
Education Workers (AIEW) at Darwin High 

School, Casuarina Senior College and held 
presentations at Rosebery Middle School to 
promote the programs and to discuss career 
paths. Career Advisors and AIEWs were 
encouraged to discuss the program with their 
Indigenous students which resulted in four 
applications from students. 

The Department of Primary Industry and 
Fisheries also invited Career Advisors and 
AIEWs from senior schools to attend a tour of 
the Berrimah Farm facility and learn about the 
early careers opportunities available across 
various disciplines. Darwin High School 
participated in the tour and developed a web 
article for their students.  

There are various Indigenous training and 
development opportunities throughout the 
NTPS such as opportunities for Indigenous 
people to up-skill and gain meaningful 
employment in their local communities. 

Remote Indigenous Housing 

The Department of Housing supports 
Indigenous employment, training and career 
progression in remote communities under the 
National Partnership Agreement on Remote 
Indigenous Housing. The Agreement aims to 
improve remote Indigenous housing by 
upgrading existing houses and building new 
houses. It is a $1.7 billion program over a ten 
year period and reaches locations such as 
Jilkmingan, Nganmarriyanga, Ngukurr, the Tiwi 
Islands, Maningrida, Gunbalanya, Umbakumba 
and central Australia. 

The Department of Housing have developed 
partnerships with organisations carrying out 
the works and encourage the training and 
employment of local Indigenous people.  As 
at 31 July 2013 over 1860 Indigenous people 
had gained valuable skills and experience 
through the training and employment 
partnership. Indigenous Territorians are 
continuing to work on houses and learn new 
skills so they can seek other employment 
after the construction program is complete. 

The Department of Housing initially had an 
ambitious target of 20 percent of Indigenous 
employment for the program which has been 
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exceeded, with 26 per cent of the workforce 
identifying as Indigenous. 

Stronger Futures 

The Australian Government has made a ten 
year commitment to work with Indigenous 
people in the Northern Territory to build 
strong, independent lives, where 
communities, families and children are safe 
and healthy. Stronger Futures in the Northern 
Territory is a $3.4 billion investment in 
programs and services that are critical to 
closing the gap in Indigenous disadvantage 
and making communities safer, in areas such 
as health, education, housing and policing. 
The relating key portfolios in the NTPS 
(health, education, housing and police) have 
been incorporating the workforce elements of 
Stronger Futures into their agency IECDS.  

Community Workforce Planning Guide and 
Tools 

The Department of Business has supported 
the development of a Community Workforce 
Planning Guide and Tools. The work aims to 
provide a consistent approach to developing 
local workforce plans as part of the Northern 
Territory Government’s commitment under 
the Remote Services Delivery National 
Partnership Agreement.  

The guide will help focus and coordinate the 
economic participation effort in the existing 
Local Implementation Plans for the Major 
Remote Towns. The economic participation 
priorities for each community varies but 
commonly include initiatives that improve 
local employment outcomes, support the 
development of skills and other capabilities 
required to enter, stay and develop in the 
workforce as well as economic activity. 

Women in Senior Roles 

The percentage of women in senior roles 
(SAO2 to ECO6) remained unchanged at 
44 percent in 2012-13.  

The percentage of women that participated in 
the leadership programs facilitated by OCPE 
was: 

• 62 percent of the Future Leaders 
Program  

• 53 percent of the Executive Leaders 
Program  

• 72.5 percent of the Public Sector 
Management Program. 

The Discovery – Women as Leaders program 
continued to run at full capacity in 2012-13 as 
it has in previous years.  

Health and Wellbeing  
Most agencies supported programs that 
encourage the positive health and wellbeing of 
their employees. During 2012-13, 27 agencies 
reported that they have some form of healthy 
lifestyles and/or wellbeing programs. Common 
initiatives included: 

• Availability of Employee Assistance 
Program across the NTPS 

• Free annual influenza vaccinations 

• Smoking cessation programs. 

A leader in this space is the Department of 
Health which has developed a website that 
contains information on healthy lifestyles, online 
screening tools and a calendar of events. The 
program is designed to support Department of 
Health staff live and enjoy a healthy and active 
lifestyle. 

The NT Police, Fire and Emergency Services 
has an in-house Employee Support Services 
Unit offering support to employees on wellbeing 
and psychological health. Clinical support is 
also provided in the areas of critical incident 
responses, peer support, psychological 
intervention, access to external specialists and 
pastoral care (Chaplaincy Service). 
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The annual Life Be In It Corporate Challenge is 
run throughout the Northern Territory with 
strong representation from the NTPS. The 
2012-13 Corporate Challenge had over 100 
teams participate with the Department of 
Treasury and Finance sponsoring three teams 
alone.  The challenge promotes healthy active 
lifestyles along with social interaction with work 
colleagues. 

Agency Structures 
Following the review of the administrative 
arrangements, a large proportion of agencies 
underwent restructures. 

Of the 30 agencies, 21 have finalised their 
agency structures and have them accurately 
reflected in PIPS which means that all positions 
and designations are correctly recorded with the 
nominal and actual incumbents. 

Some agencies are still in the process of 
finalising the restructures, however, reported 
the majority of their agency structures are 
accurately recorded in PIPS. 

Unattached/supernumerary employees  

All 30 agencies have unattached staff 
(employees that are not held against a position 
number) at the end of the reporting period. The 
main reasons identified for having unattached 
staff was due to staff extended absences 
(parental leave, long service leave, leave 
without pay and temporary transfers). The other 
primary reason was due to staff restructures 
and informal redeployees being declared. 

Innovation  
Innovation is essential in an ever changing 
environment that requires government to 
accomplish more with less, and develop new 
solutions to increasingly complex challenges. 
Increasing our capacity to embrace innovation 
in our daily business will result in better policy, 
better services and better value for the 
community while making the NTPS a leading 
edge and rewarding place to work.  

It is acknowledged across the sector that 
innovative ideas can be in the form of small 
ideas that have real impact in an agency or 
work area, and that ideas do not need to be 
ground breaking.  

The OCPE provides a comprehensive resource 
on its website for all NTPS employees to 
encourage innovation. During 2012-13, the 
website was refreshed to include a series of 
podcasts covering a range of topics on 
innovation in the NTPS. The website also 
includes an innovation toolbox which is a 
collection of resources to support employees as 
they generate fresh ideas and innovative 
solutions.  

Some agencies encourage innovation through 
reward and recognition of achievements for 
successful programs and initiatives such as the 
Ombudsman’s office that has a perpetual 
trophy for innovation with recognition at monthly 
meetings.  

Most agencies have strategies in place to 
encourage innovation such as Tourism NT who 
have ‘innovation’ as a core behaviour in their 
Corporate Plan. As part of their performance 
management process, employees reflect and 
consider how their behaviour aligns to the 
agency’s core behaviours. 

Some agency innovations during the 
reporting period are outlined below. 

The Office of Children and Families 
implemented a Memorandum of 
Understanding (MoU) with Charles Darwin 
University for a period of three years which 
guarantees the employment of up to 75 
eligible students and graduates through the 
Work Integrated Learning Scholarships. Up to 
30 of the scholarships will be offered for 
community services studies, primarily 
targeting Indigenous students. The 
arrangement will see up to 75 graduates 
joining the agency’s workforce in the next 
three years.   

The Department of Education and Children’s 
Services created online systems within a 
shared access environment.  SharePoint is 
used by the Human Resource department to 
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provide continuous professional development 
that includes: 

• monitoring and recording professional 
learning 

• performance and development activities 

• for staff management processes such as 
the School Staffing Monitoring Committee 

• the Placement Committee information to 
be uploaded to a central point. 

The Northern Territory Library continued the 
i-stories project which focuses on parental 
and community engagement for learning 
through the use of information technology in 
Indigenous communities. In i-stories, families 
and other community members are creating, 
producing and using context-specific bilingual 
literacy materials such as, bilingual singing 
stories, picture stories, talking stories and  
e-stories, with accompanying artwork, music 
and audio-visuals.  

Local employment is a key success factor of 
i-stories and is delivered in three remote 
Indigenous communities on Groote Eylandt 
and Bickerton Island in the Gulf of 
Carpentaria, as well as Numbulwar, 
Gapuwiyak and Ngukurr. In 2012 the 
Northern Territory Library liaised with several 
organisations to manage employment of local 
community members in the project. In 2013, 
local employment and training has included 
community musicians and filmmakers who 
now use libraries and cloud storage for 
access to their materials.  

In addition, the Northern Territory Library has 
been able to provide a wage subsidy to 
enable locally employed Community Library 
Officers to work additional hours to teach 
community members how to use iPads and 
Mac books to record stories, and as a 
resource to retrieve information.  i-stories is 
funded by the Australian Government 
Department of Education, Employment and 
Workplace Relations under the Parental and 
Community Engagement (PaCE) program. 

Best Practice/ Innovation 

The Chief Minister’s Awards for Excellence in 
the Public Sector are the Northern Territory 
Government’s centrepiece for showcasing the 
exceptional talent and energy we have in the 
NTPS. They are an outstanding example of 
the innovation that is happening across the 
sector.  

The awards are designed to recognise the 
best and brightest initiatives that make a real 
difference to public sector administration and 
to the broader Northern Territory. The awards 
acknowledge outstanding service by teams 
and individuals that go above and beyond the 
call of duty. The awards also seek to inspire 
and motivate others to better serve 
Territorians. 

The 2012 awards were presented on 
Thursday 15 November 2012. The Awards 
recognise and reward teams or work groups 
for their achievements of excellence in the 
NTPS. A total of 39 applications across six 
categories were received from agencies. The 
winning entries by category were: 

Category: Improving Health and Wellbeing 

Agency: Department of Health  
Initiative: Implementation of the TelehealthNT 
Network 

The TelehealthNT Network is a major 
innovation supporting patient centric 
healthcare service delivery and reform. It 
enables patients and clinicians across the 
Territory to access specialist clinical services 
remotely utilising video-based technologies.   

The implementation of the TelehealthNT 
Network has increased access and availability 
of specialist clinical services for patients 
based on need, not location and will provide 
significant financial savings due to reductions 
in travel, administration and avoided hospital 
expenses.  

TelehealthNT Network provides education 
potential and information sharing between 
doctors which promote adherence to best 
practices by: 
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• allowing patients to self-manage  simple 
treatments under close supervision 

• providing fast responses  from experts 
that could save lives 

• greater engagement with the health 
system amongst sections of the 
population that might otherwise be 
reluctant (eg. rural inhabitants and the 
elderly) 

• facilitating patients with chronic 
conditions to have regular contact with 
doctors, promoting greater compliance 
with medical treatment. 

A growing number of virtual clinics have been 
established using the TelehealthNT Network, 
including: 

• TeleBurns 

• Preadmissions 

• Telecardiology 

• Teleoncology 

• Telepaediatric 

• Telepsychiatry 

• Virtual trauma and critical care support. 

The TelehealthNT Network also supports an 
eLearning Framework for clinicians working in 
remote areas to maintain and improve their 
competencies. 

Category: Strengthening Government and 
Public Administration 

Agency: NT Police, Fire and Emergency 
Services 
Initiative: Implementing WebEOC into the 
Northern Territory Government environment 

Web Emergency Operation Centre or 
WebEOC is a whole of government, web 
enabled information management system 
which provides managers with secure real 
time information sharing during critical 
operations and emergencies. With minimal 
training requirements, it is a decision support 
tool which provides situational awareness to 
any authorised person with access to the 
Web. 

The introduction of WebEOC has provided the 
framework in which effective communications, 
information sharing, tasking, recording and 
reporting can occur during operations and 
emergencies.  It ensures processes and 
decision-making relating to incident control, 
planning, operations, logistics and public 
information are recorded, measurable and 
accountable. 

Category: Preserving our Environment and 
Lifestyle 

Agency: Department of Housing 
Initiative: Public Housing Garden Competition 

For the last 14 years green-thumbed public 
housing tenants in the Territory's main centres 
have been recognised and rewarded for 
taking care of their gardens through the 
annual Public Housing Garden Competition.  

The competition aims to encourage ‘pride in 
your place', and winners and runners-up 
receive garden vouchers and tool kits to help 
maintain and improve their yards. Last year, 
for the first time, the competition was 
expanded to include public housing tenants in 
remote regions, with an overwhelming 
response. 

Category: Delivering Quality Education 
and Training 

Agency: Department of Education and 
Children’s Services 
Initiative: Strong Start, Bright Future College 
Model 

Strong Start, Bright Future Colleges are an 
innovative and flexible approach to education 
that extends beyond the traditional boundaries 
of schooling. Educators work with families and 
children from birth. Individual pathways to jobs 
and tertiary education are established and 
authentic community partnerships are 
promoted. 

There are currently three Strong Start, Bright 
Future sites fully operational: 

• West Arnhem College at Gunbalanya and 
Jabiru  

• Shepherdson College at Galiwinku 
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• Ngakwurralangwa College at Angurugu, 
Umbakumba, Milyakburra and Alyangula.  

Warlpiri-patu Kurlunga Jara College at 
Yuendumu, Lajamanu, Willowra and Nyirripi 
and Ntaria College at Hermannsburg are 
currently being established with planning for 
the next two sites at Ngukurr and Maningrida 
underway.  

Category: Growing Prosperity 

Agency: Department of Regional Development 
and Indigenous Advancement  
Initiative: Remote Land Administration Reform 

The Northern Territory Government is working 
closely with Land Councils, Traditional Owners 
and the Australian Government to implement 
land administration arrangements in remote 
Indigenous communities that: 

• provide security for government 
investments, particularly in remote public 
housing 

• enable economic development, including 
through private business investment, 
private home ownership and individual 
wealth creation.  

This work has involved building land 
administration systems in remote communities 

from the ground up, including planning, 
valuation and long-term leasing.  It also 
required approaches that respect Indigenous 
land rights and the unique cultural identity of 
each community. 

The work of the Land Tenure Unit is building 
the foundations for future investment and 
prosperity in remote Indigenous communities. 

Category: Enriching our Society 

Agency: Office of Children and Families  
Initiative: Women's Safe Houses in Remote 
Communities 

Women's Safe Houses have been established 
in 12 remote communities across the NT since 
2009. They provide a refuge for women and 
children escaping family violence, and gives 
them time and space to think about options for 
their family in a safe and supportive 
environment.  From 2009 to June 2012 the 
program has provided emergency 
accommodation to 997 women and 850 
accompanying children. 

The Program employs community based 
Aboriginal women which ensures the service is 
provided in a culturally safe and supportive 
manner by women who know the day-to-day 
issues faced by the clients 
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Ensuring Merit, Fairness and Equity in 
Employment 

Merit Selection 
In accordance with the PSEMA all NTPS 
selections are to be undertaken on the basis 
of merit. The principle of merit requires all 
employment, promotions and transfers to be 
on the basis of the person’s suitability to 
perform the relevant duties, and their 
suitability for employment in the relevant 
workplace and for employment in the public 
sector. A person’s suitability is determined 
having regard to the person’s knowledge, 
skills, qualifications and experience, and 
potential for future development. 

All agencies indicated the Merit Selection 
Guide is made readily available to employees 
and 20 agencies reported they require 
selection panel members to attend Merit 
Selection training.   

Due to the new agency arrangements only 
26 agencies were able to provide data on the 
number of selection panel chairpersons who 
have received training in merit-based 

selection process during this reporting period.  
The four agencies that did not provide data 
advised that merit selection training for 
panels is not mandated but considered best 
practice, and/or they were unable to provide 
statistics due to technical issues. 

In response to agency demand in 2012-13 
the OCPE PSA&GR division conducted 
formal training sessions in the area of merit 
selection.  Nearly 1000 employees 
participated in this training, which was highly 
rated by participants. As a result the training 
will continued throughout the next financial 
year and consistent merit selection 
procedures will be developed.  PSA&GR will 
conduct a series of monthly training sessions 
in merit selection throughout 2013-14 for up 
to 35 people per session. The first three 
monthly sessions are completely booked and 
additional sessions will be conducted upon 
agency request.  Training and education will 
be increased to coincide with development of 
an online training package and release of 
standardised merit selection procedures in 
later 2013. 

 
Figure 19: Provision of Chairpersons Training 
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Promotion Appeals 

While the number of promotion appeals 
during the reporting period is consistent with 
previous reporting period, it is significant that 
this was from a much smaller number of 
overall promotions (961 compared with 1835 

in the 2011-12 reporting period). This is a 
noticeable percentage increase of promotions 
appealed from the historical average of about 
4% to 6.8% (the unusually high percentage of 
7.9% from 2011-12 was based on several 
large bulk recruitment process and was not 
representative of the usual). 

 
Figure 20: Number and Percentage of NTPS Promotions Appealed 

Year Promotions Appeals % 

2012-13 961 65 6.8% 

2011-12 1835 145 7.9% 

2010-11 1587 66 4.2% 
 
Figure 21: Outcome of NTPS Promotion Appeals 

Outcome 2010-11 2011-12 2012-13 
Varied by appointing Appellant (Allowed) 2 3 1 

Decision Affirmed (Disallowed) 16 38 27 

Set Aside and returned to be redone 7 58 14 

Withdrawn 28 55 16 

Vacated (Cancelled) 3 2 5 
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Fair Treatment and Equity 
in Employment 
The human resource management principle 
requires that employees be treated fairly, 
reasonably and in a non-discriminatory way. 
Agencies ensure fair treatment by: 

• having  appropriate workplace behaviour 
policies 

• promoting impartial, ethical and 
professional behaviour 

• the application of natural justice 

• seeking employee consultation and input 
into processes 

• informing employees about issues directly 
affecting their employment. 

Whilst some agencies deliver appropriate 
workplace behaviours training on demand or 
as required, several agencies deliver training 
as part of their orientation programs. Seven 
of the newly created agencies indicated they 
were in the process of establishing specific 
training that would be available to employees 
during the 2013-14 financial year. 

Further discussion on EI 13 – Appropriate 
Workplace Behaviour on page 15. 

Promoting Impartial, Ethical and 
Professional Behaviour 

For information relating to promoting 
impartial, ethical and professional behaviour 
refer to the sections on EI 12 – Code of 

Conduct and EI 13 – Appropriate Workplace 
Behaviour, pages 15 to 17. 

Application of Natural Justice 

The data shows strong compliance by 
agencies regarding the application and 
observance of the principles of natural justice. 
Twenty-nine agencies reported their policies 
and procedures for selection, discipline and 
performance management specifically require 
adherence to the principles of natural justice.  
The one agency that did not indicated that 
while not specifically mentioned in all 
documents, the principles of natural justice 
are adhered to in these processes to the 
extent required by law.  The agency also 
indicated that it is reviewing its current 
policies and procedures to ensure 
consistency with the PSEMA amendments 
and the requirements of natural justice will be 
more clearly reflected in the revised 
documents.   

The figures represent an improvement on last 
year’s report in which 17 of the 22 agencies 
had built the principles into their policies and 
procedures for selection, discipline and 
performance management. 

Twenty-seven agencies reported they provide 
information as part of orientation, and/or 
through other training programs, policies or 
guidelines on the principles of natural justice.  
The three agencies that did not provide 
information indicated that their policies were 
under review or being developed and that 
information would be provided as part of the 
agency’s training framework.  
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Figure 22: Application of Natural Justice 
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Informing and Consulting 
Employees 

All agencies ensure employees are provided 
with information about Government priorities 
relevant to their workplaces; are informed 
about workplace changes that affect them; 
and encourage staff input and commitment 
on those workplace changes wherever 
practicable.   

Various methods of communication are used 
by agencies to inform employees about 
government priorities relevant to their 
workplace, as detailed in Figure 23. Agencies 
indicated that other methods of informing 
employees included: 

• quarterly meetings with all directors and 
other key staff 

• regular forums eg. Chief Minister/Minister 
forums, senior leader forums, HR forums 

• whole of agency briefings 

• change management committee 
meetings. 

Agencies also utilise a range of methods of 
communication to inform employees about 
workplace changes and other issues affecting 
them, as detailed in Figure 24. Other 
methods used by agencies included: 

• quarterly CEO staff meetings 

• union consultative committee meetings 

• whole of agency meetings 

• learning and development information 
sessions 

• toolbox meetings. 

Similar methods are used by agencies to 
encourage employee input and commitment 
to workplace changes.  

 
Figure 23: Methods of Communication Used by Agencies to Inform Employees 
About Government Priorities Relevant to Their Workplace 

Method 

Number of 
Agencies 

Using 
Method 
 2010-11 

Number of 
Agencies 

Using 
Method 
 2011-12 

Number of 
Agencies 

Using 
Method 
 2012-13 

Corporate and business/budget planning process 19 20 29 

Internal newsletters and e-bulletins 16 15 28 

Managers/supervisor/team meetings 22 22 30 

As part of performance management processes 19 18 26 

Promoted on the intranet 15 17 24 

Other (methods include agency forums, CEO 
briefings, workshops and through annual 
reporting) 

13 13 15 
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Human Resource Management in the NT Public Sector 

Figure 24: Methods of Communication Used by Agencies to Inform Employees 
About Workplace Change Affecting Them 

Method 

Number of 
Agencies 

Using 
Method 
2010-11 

Number of 
Agencies 

Using 
Method 
2011-12 

Number of 
Agencies 

Using 
Method 
2012-13 

Communication from CEO 22 22 29 

Senior Management and branch meetings 21 22 27 

Team meetings and informal meetings 22 21 29 
Communications plan/change management strategies 20 20 19 

Regular newsletters, print and electronic 12 13 25 

Intranet 16 17 23 

Email 21 20 27 

Other (includes joint consultative committees, monthly 
staff forums, focus groups, working groups) 7 6 6 

 

Office of the Commissioner for Public Employment State of the Service Report 2012-13

52



  

 

 

Grievance Reviews 
In 2012-13, 115 requests for reviews of 
treatment in employment under section 59 of 
the PSEMA were dealt with compared to 112 
in the previous reporting period. 

The most common issues raised in 
grievances in 2012-13 were, in order of 
prevalence: 

• Management action or decision 

• Selection decision 

• Application of procedures and policies 

• Agency handling of internal bullying 
complaints 

• Bullying and harassment 

• Termination on probation (section 59(1) of 
the PSEMA) 

• Review of disciplinary decision (section 
59(1)(aa)(ii) of the PSEMA) 

• Application of conditions of service. 

The OCPE PSA&GR division uses a flexible, 
outcome-focussed approach to handling 
grievances, which aims to achieve resolution 

through discussion, mediation and 
negotiation wherever possible. 

This approach is achieving positive 
outcomes.  In 2012-13 only six instances 
occurred where it was necessary for the 
Commissioner to specifically direct an agency 
to change its original action or decision. 

Most grievances resulted in the 
Commissioner upholding the agency action, 
or the grievance was resolved through the 
involvement of the PSA&GR. Where 
appropriate the Commissioner provided 
comments and recommendations to guide the 
agency in future actions and decisions, even 
if the agencies actions were upheld. 

Agencies are encouraged to review their 
internal grievance review systems regularly to 
ensure they have effective processes in place 
that seek to mitigate or resolve issues before 
they escalate. 

The grievances did not indicate any general 
pattern of poor management practices across 
agencies, although the high number of 
grievances about selection decisions 
highlights merit selection as an area for 
improvement across the NTPS. 
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Redeployment, Discipline and Inability 
Specific details were sought on the numbers 
of actions under these processes and the 
outcomes to compare with previous data to 
determine trends or critical interventions. 

Redeployment 

Where a CEO is of the opinion that an 
ongoing employee is potentially surplus to the 
requirements of his or her agency, and the 
agency has made all reasonable attempts to 
find a suitable placement for the employee, 
the person may be referred to the 
Commissioner as a redeployee, in 
accordance with section 41 of the PSEMA. 

Potentially surplus means that the 
employee is in a class comprising a greater 
number of employees than is necessary for 
the efficient and economical working of the 
agency; or the employee’s services cannot be 
effectively used because of technological or 
other changes in the work methods of the 

agency, or changes in the nature, extent or 
organisation of the functions of the agency. 

In 2012-13, six employees were declared 
potentially surplus in accordance with section 
41 of the PSEMA, all of whom elected 
voluntary retrenchment under section 43 of 
the PSEMA.  Figure 25 details action taken 
under sections 41, 42, and 43 of the PSEMA 
since 2010-11.  The significant increase in 
redeployees is directly attributable to the 
machinery of Government changes 
implemented since September 2012 and 
mini-budget review undertaken by the 
Government in November 2012.    

As the review and reallocation of agencies 
budgets resulted in some jobs being 
redesigned or abolished, an informal 
redeployment process was implemented 
across Government that provided additional 
time for affected employees to find suitable 
alternative employment before being formally 
declared potentially surplus. 

 
Figure 25: Action Taken in Accordance with Sections 41, 42 and 43 of the Public 
Sector Employment and Management Act 

Year Employees declared 
potentially surplus 

Employees declared 
potentially surplus 

transferred 

Employees made 
redundant 

2012-13 6 0 6 

2011-12 0 0 0 

2010-11 0 0 3 
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Discipline and Inability 

Section 18 of the PSEMA requires the 
Commissioner to report on the extent to 
which discipline and inability procedures have 
been invoked in the NTPS.  

In Figure 26, the data from 2012-13 indicates 
that there has been an increase in the overall 
number of discipline cases compared to the 
previous reporting periods.  Apart from one 
agency indicating that it has taken a proactive 
stand against inappropriate workplace 

behaviours leading to an increase in the 
number of discipline matters in their agency, 
there were no specific reasons given by 
agencies in the increased numbers overall.  

There was only one summary dismissal case 
which was resolved during the reporting 
period.  The data also shows that as a 
percentage, the number of employees who 
are subject to formal disciplinary proceedings 
compared to the average number of all 
employees during the reporting period is very 
low.  

 
Figure 26: Summary of Discipline 2010-13 

Year Type Number of New 
Cases Percentage of NTPS 

2012-13 
Dismissal 1 0.01% 

Discipline 105 0.53% 

2011-12 
Dismissal 2 0.01% 

Discipline 62 0.25% 

2010-11 
Dismissal 2 0.01% 

Discipline 82 0.35% 

 
In Figure 27 the data from 2012-13 indicates a slight increase in the number of new inability or 
unsatisfactory performance cases compared to the previous reporting period.  It is encouraging to 
note that 71 percent of cases were finalised during the reporting period which was higher than last 
year.   

Figure 27: Inability or Unsatisfactory Performance Cases 2010-13 

Year Type Number of New 
Cases Percentage of NTPS 

2012-13 Inability 46 0.23% 

2011-12 Inability 51 0.20% 

2010-11 Inability 3 0.01% 
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Staffing Statistics 
Preamble 
Multiple previous editions of the Statistical 
Profile of the NTPS have shown long term 
trends in a number of the metrics profiled in 
this report. Following the August 2012 
election the new government set about 
bringing expenditure under control. One part 
of that strategy was to address the rise in 
public sector staffing numbers over preceding 
recent years. While some of this rise had 
been funded by additional special purpose 
grants from the Commonwealth, it was seen 
that in order to keep the Budget under control 
this rise needed to be stemmed. 

As part of this strategy a policy to control 
fixed period employment was implemented 
whereby expiring fixed period employment 
contracts were only to be renewed following 
scrutiny of the necessity of retaining the 
position, in other words renewal was not to be 
seen as a foregone conclusion. As a result 
the normal drop off in numbers over the 
Christmas break was magnified, with FTE 
numbers dropping by over 700 in the two 
months to the end of January 2013. While 
from that low the numbers have slowly risen 
by over 500 to the end of June 2013, this 
rapid change has caused a blip in some of 
the time series profiles described in the 
following pages, and it is helpful to bear this 
in mind when considering some of these 
descriptors. 

Overview 
References to the NTPS in this report include 
the agencies listed on page 94. The list 
includes a substantial number of people 
employed under Acts other than the PSEMA, 
including uniformed police, employees of 
Tourism NT, employees of the Aboriginal 
Areas Protection Authority and ministerial 
staff.  

It should also be noted that the total public 
sector numbers described in this report are 

different to those described in the NT 
Treasury Budget papers, as this report 
includes the Power and Water Corporation. 

The analysis in the following sections is 
based mainly on data extracted from the 
Personnel Integrated Payroll System (PIPS). 
Most figures, summaries and tables refer to 
individual employees, not to their full-time 
equivalent (FTE) status. The basic criterion 
for an individual being included in the 
summary is that they had a positive FTE 
figure as defined by PIPS (i.e. they recorded 
a positive pay transaction of some 
description) in the final pay of the reporting 
period. 

Staffing analyses from the early 1980s until 
1992-93, relied largely on data contained in a 
previous personnel database. The accuracy 
and scope of the analyses were limited, as 
some agencies maintained detailed 
personnel records in facilities other than the 
default database. From mid 1993 the PIPS 
system came into mandated use, and so 
most time-series comparisons described 
below start at that point in time. 

Comparisons made using data after 
June 1994 are more accurate than those 
using earlier data. However, small changes in 
some variables may be due to changes in 
definitions or developments in processing 
protocols.  

In addition, the FTE staffing calculation was 
fine tuned in late 1999 to decrease the 
variance in the FTE figure. The revised 
calculation was then back cast to 1995, which 
was when pay data started to be back loaded 
into PIPS as part of pay processing. 
Consequently, caution should be exercised 
when making detailed comparisons of some 
current data with PIPS data extracted before 
1995. 

When referring to Figure 31 it needs to be 
noted that following the election the new 
government made substantial changes to the 
Administrative Arrangements Order whereby 
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the number of agencies increased from 22 to 
32 (now 30).  It also involved cross agency 
transfers of staff so that comparisons of 
individual agency staffing numbers from 
before to after the changes is difficult. 

Equity and Diversity 
Information on the representation of EEO 
groups in the NTPS is stored in PIPS. NTPS 
employees voluntarily identify their own EEO 
status, usually when they start employment. 
The data tends to under-represent the actual 
number of employees who are Indigenous, 
people with disability and people from 
culturally diverse backgrounds. 

There are a number of reasons why people 
may choose not to disclose their EEO status, 
including fear of stigma or discrimination or 
feeling that their disability does not affect their 
ability to perform their job. However, the 
introduction of agency censuses, and 
improvements in data collection and 
processing, have been responsible for at 
least some of the increases in the percentage 
values over the past nine years. Also, for the 
purposes of obtaining the most accurate 
representation practicable, the historical 
Indigenous data series includes all those 
employed in generic Indigenous 
classifications, such as Aboriginal Health 
Workers and Aboriginal Community Police. 

It should be noted that the people from 
culturally diverse background figures from 
2007 onward have been revised since earlier 
State of the Service reports, as it was 
discovered that the standard personnel 
system report had not been revised to pick up 
changes made to the non-English speaking 
background questions in 2006 to bring them 
into line with Australian Bureau of Statistics 
standards and was understating the true 
figures. The current figures in Figure 28 now 
follow a consistent definition across the years 
2006 to 2007, but differ from those in 
previous reports in this series in which data 
for the years 2007 to 2010 were low. 

At June 2013, the proportion of employees 
identified as being: 

 Indigenous was 8.4 percent; 

 a person with disability was 1.2 percent; 

 a person from culturally diverse 
background was 5.7 percent. 

The following table highlights the annual 
changes to the percentages of employees 
identified as being in the four highlighted EEO 
groups from 2002. The year 2002 saw the 
introduction of the IECDS in the NTPS, and it 
was also the year the regular and consistent 
collection of Indigenous employee statistics 
began. 

 

Figure 28: Representation of Equal Opportunity Groups in the NTPS 

 

* Revised - Cultural diversity questions changed in 2006-07 to parallel national standards – defined as 
people of a non-English speaking background with neither parent’s first language being English. 

     

June June June June June June June June June June June
2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013

Indigenous 
Australians

5.0% 5.7% 6.6% 6.9% 7.3% 7.7% 8.1% 8.1% 8.1% 8.4% 8.4% 3.4% pts.

People with 
disability

1.3% 1.7% 1.8% 2.1% 1.9% 2.0% 1.8% 1.5% 1.4% 1.2% 1.2% -0.1% pts.

People from * 
culturally diverse 
background

2.3% 3.6% 4.1% 4.9%
  

5.8%
  

6.2%
  

5.9%
  

5.5% 5.1% 5.7% 7.1% 4.8% pts.

Women in senior 
management
(SAO2 to ECO6)

26% 27% 31% 32% 34% 37% 40% 40% 43% 44% 44% 18.0% pts.

Category Ten-year 
change
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Of particular note in the above table is that 
over the last ten years Indigenous employees 
have increased their participation by 3.4 
percentage points and women in senior 
management by 18 percentage points. 

Staffing Levels 
Figures 29 and 30 show movements in total 
staffing in the NTPS compared to changes in 
the Northern Territory population and 
employment numbers from 1983 (about the 
time the NTPS consolidated following self-
government) to 2013. There has been an 
overall increase in NTPS FTE employment 
from around 14 200 to 19 695 persons over 
this period. While data from the 1980s and 
early 1990s was compiled from two different 
databases to PIPS, the basic definitions and 
assumptions are similar enough to make valid 
any broad comparisons made in this Report.  

Since the early 1990s, an FTE figure based 
on payroll has been used to track numbers of 
employees, and this provides more robust 
data than was used previously. Nevertheless, 
the overall time series from the late 1980s to 
the 1990s is quite smooth, as can be seen 
clearly from Figure 30, which indicates that 
the effects of the changeover at that time 
were marginal. 

Aggregation of the data shows that from 1983 
to 2012, the Northern Territory population 
grew by 75 percent while the labour force 
grew by 91 percent. The NTPS is currently 
40 percent larger than it was in 1983. Further 
analysis shows that, in 2002, the NTPS was 
1.1 percent larger than in 1983, but increased 
by a further 14.8 percent from 2002 to 2008, 
and by an additional 12.8 percent in the two 
subsequent years to June 2010.  

This latter rapid growth can be attributed 
largely to increased NTPS staffing as a result 
of the Federal Government Intervention and 
to the Territory Government’s Closing the 
Gap on Indigenous Disadvantage Strategy. 
Following the introduction by Government of 
agency specific staffing caps from March 
2010, the increase from the June quarter 
2010 to the June quarter 2011 was limited to 
2.1 percent, but the subsequent year saw a 
further increase of 4.6 percent, representing 
880 full time equivalent employees. This latter 
increase was comprised largely of expanded 
front line services to support the various 
Closing the Gap/Stronger Futures initiatives, 
as well as progressing the then NT 
Government’s Territory 2030 Strategy. 

Following the measures introduced by the 
new government to stem the growth in 
staffing, over the 2012-13 financial year there 
was a decrease in FTE numbers of 1.2%. 
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Figure 29: Growth in the NTPS, Labour Force and Population June 1983-2013 

 

The change in the size of the NTPS since 
1983 is compared directly to population 
growth in Figure 30. The graph shows that 
the population of the Northern Territory has 
grown steadily during this period while NTPS 
staffing has varied substantially, first peaking 
in 1986 at around 15 000 FTE. The decrease 
that followed was precipitated by significant 
cuts in federal funding to the Northern 
Territory following a review of state and 
territory financing. Staffing numbers then 
steadily increased until the Northern Territory 
Government’s Estimates Review Committee 
decisions in 1991 began a further three-year 
decline of close to 1000 public servants. 
Another period of growth followed, peaking in 
2000. In 2001-02 there was a drop of nearly 
290 employees after significant budget cuts 
to agencies, the outsourcing of information 
technology (involving about 120 people) and 
a major restructuring of the NTPS following a 
change of government. This restructure 
reduced the number of individual agencies 
from 35 to 19, which created some 
uncertainty about staffing budgets and 
required staffing levels.  

This process of significant change appeared 
to have consolidated when staff numbers 
increased by 235 over the 12 months to June 

2003. Following a number of government 
commitments on increasing staff resources 
(mainly affecting police, education and 
health), the numbers increased in 2003-04 by 
565 and from 2004-05 by a further 651. 
During this period there were also significant 
increases in several agencies other than 
those targeted.  

From the time of a further minor restructuring 
of Administrative Arrangements from June 
2005, which increased the number of 
agencies from 19 to 21, the subsequent 
overall staffing level remained relatively 
constant for the ensuing 18 months or so.  

From June 2007 to June 2008 there was an 
increase of 378, and from June 2008 to June 
2009 a further increase of 1342. The 2009-10 
increase of 830 was followed by a 
considerably reduced addition of 396 during 
2010-11, following the introduction of the 
staffing cap mentioned previously. The major 
part of the 2007 to 2009 increases appeared 
to be associated with the additional Australian 
Government funding and resulting staffing 
required for the Intervention in Indigenous 
communities, particularly in the areas of 
health, education and housing.  
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From 2009-11 the expansion was further 
extended to other agencies and included 
reforms involving infrastructure and local 
government. Also there was a refocusing of 
the health system in 2011, with the splitting of 
Department of Health and Families into the 
Department of Health and the Department of 
Children and Families.  

While the staffing cap remained in place 
during 2011-12, there were significant staffing 
increases in all the major front line agencies, 
particularly Health, Education and Training, 
Children and Families, and Justice. During 
the March quarter the caps for a number of 

agencies were raised to bring them more into 
line with their actual staffing levels, but the 
June quarter then saw a further surge in 
numbers so that the average for the June 
quarter 2012 was 880 higher than for the 
June quarter 2011.   

Following the change of Government in 
August 2012 there was a larger than normal 
drop of over 700 in staffing numbers over the 
Christmas period, but staffing slowly built up 
again over the remainder of the financial year 
so that the net decrease over the year from 
June quarter 2012 to June quarter 2013 was 
a relatively modest 238. 

 
Figure 30: Movements in NT Population and NTPS Employees 1983-2013 

 

Base of each index 1983 = 100 

The changes over the last three years are 
illustrated clearly in Figure 31, which shows 
full-time equivalent staffing numbers for each 
agency averaged over the June quarter for 
2013 and for the previous three years. Also 
shown are the changes for each agency 
between years. This quarterly reporting 

protocol is in line with the tables published 
on the OCPE internet site. The reason for 
this protocol is that comparison of quarterly 
data 12 months apart removes seasonal 
effects on staffing numbers and is more 
sensitive than annual averages to relatively 
rapid changes in overall staffing levels. 
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Figure 31: Changes to Average NTPS FTE Employees Employed by Agency: June 
Quarter 2010 to June Quarter 2013 

 

Note:  Numbers refer to the full-time equivalent of all paid staff including those on paid leave and casual employees. 
* Agencies marked 'ceased' and 'new' are a result of changes in Administrative Arrangements following the change of 
Government in August 2012 

AGENCY*

Average 
June 

quarter 
2010

Average 
June 

quarter 
2011

Change 
over 12 
months

Average 
June 

quarter 
2012

Change 
over 12 
months

Average 
June 

quarter 
2013

Change 
over 12 
months

Aboriginal Areas Protection 
Authority

 34    32   - 2    31   - 1    31   ..   

Arts & Museums new    147    147   
Attorney- General & Justice new    430    430   

Auditor General  4    4   ..    4   ..    5    1   
Business new    307    307   

Business & Employment  746    759    13    806    47   ceased   - 806   
Chief Minister  285    273   - 12    275    2    209   - 66   

Children & Families new    585    585    741    156    606   - 135   
Commissioner for Public 

Employment
 31    27   - 4    32    5    27   - 5   

Construction & Infrastructure  436    432   - 4    407   - 25   ceased   - 407   
Corporate & Information 

Services
new    602    602   

Correctional Services new    909    909   
Darwin Port Corporation  93    96    3    105    9    99   - 6   

Education & Training 4 203   4 383    180   4 584    201   4 442   - 142   
Health 5 843   5 335   - 508   5 600    265   5 820    220   

Housing new    419    419   
Housing, Local Govt & 

Regional Services
 638    619   - 19    674    55   ceased   - 674   

Infrastructure new    377    377   
Justice 1 217   1 297    80   1 428    131   ceased   -1 428   

Land Development Corporation new    9    9   
Land Resource Management new    250    250   

Lands & Planning  552    552   ..    567    15   ceased   - 567   
Lands, Planning & 

Environment
new    284    284   

Legislative Assembly  103    102   - 1    96   - 6    94   - 2   
Local Government new    45    45   

Mines & Energy new    125    125   
Natural Resources, 

Environment, Arts & Sport
 906    862   - 44    791   - 71   ceased   - 791   

NT Electoral Commission  11    15    4    43    28    13   - 30   
Ombudsman  19    15   - 4    14   - 1    13   - 1   

Parks & Wildlife Commission new    270    270   
Police, Fire & Emergency 

Services
1 857   1 914    57   1 957    43   2 043    86   

Power & Water Corporation  914    997    83   1 054    57   1 059    5   
Primary Industry & Fisheries new    288    288   

Regional Develpment & 
Indigenous Advancement

new    178    178   

Resources  450    447   - 3    427   - 20   ceased   - 427   
Sport & Recreation new    47    47   

Tourism NT  136    129   - 7    117   - 12    107   - 10   
Transport new    269    269   

Treasury & Finance  179    178   - 1    180    2    171   - 9   
TOTAL 18 657  19 053   396  19 933   880  19 695  - 238  
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Staffing by Employment 
Status 
Data on the employment status of staff from 
June 2003 to June 2013 is presented in 
Figure 32.  

The table shows that the proportion of 
ongoing employees dropped by 4.9 
percentage points over this period. There had 
been a slow trending down of this figure over 
many years up until last year, but from June 
2012 to June 2013 this was reversed, with an 
increase of 3.5 percent and a corresponding 
drop in the number of fixed period employees 
of 3.4 percent. While the reason for this 
cannot be stated definitively, there was a 

period of several months following the 
installation of the new government where 
there was a policy of scrutinising the renewal 
of expiring fixed period contracts which would 
have had some influence on this figure. In 
particular the government placed 
considerable emphasis on employing fixed 
period front line employees on an ongoing 
basis where appropriate, with the result that, 
for instance from June 2012 to June 2013 the 
proportion of ongoing classroom teachers in 
the Department of Education increased from 
74 percent to 84 percent. 

Earlier data not included in the table shows 
that in 1994 the percentage of ongoing 
employees was 81.5 percent, which gives an 
overall drop of 8.1 percentage points since 
that time.  

 
Figure 32: Employment Status of NTPS Employees 2003-2013 

 

Part-time Staffing 
Part-time work has, in recent years, been 
encouraged as an option to assist in retaining 
the valuable skills of employees who are 
striving to achieve a better work-life balance. 
For the purposes of this section, part-time 
employment includes all employees who 
have a part-time flag in PIPS.  

At 2,766, the number of part-time NTPS 
employees this year is almost exactly the 
same as it was at the same time last year. 
Nevertheless this is still nearly four times 
more than were working in a formal part-time 
capacity in 1994. The largest employment 
category in ongoing part-time work is nursing, 
which currently holds nearly one third of 
these positions, with the administrative 

stream not far behind. However, there have 
also been large increases in the number of 
part-time employees across all streams, with 
the administrative, professional and technical 
streams all in excess of a five-fold increase 
since 1994.  

In terms of the proportion of workers within 
the streams who are part-time, the highest is 
assistant teachers where 41 percent work 
part-time, followed by the nursing stream at 
32 percent and the physical stream at 25 
percent. At the other end of the spectrum are 
firefighters and prison officers, of which there 
are no ongoing part-time employees. 

The increase in the proportion of workers in 
part-time employment since 2002 is shown in 
Figure 33. 

STATUS 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013
Change 
03 to 13

Permanent 78.3% 77.0% 75.5% 75.6% 74.0% 72.3% 70.9% 70.4% 70.8% 69.9% 73.4% -4.9% pts.

Temporary 18.7% 19.6% 21.3% 21.3% 22.1% 23.7% 24.9% 25.3% 25.3% 26.1% 22.7% 4.0% pts.
Casual 2.8% 3.3% 3.2% 3.0% 3.6% 3.7% 4.0% 3.9% 3.7% 3.7% 3.6% 0.8% pts.
Misc. 0.2% 0.2% 0.1% 0.1% 0.3% 0.3% 0.3% 0.4% 0.3% 0.3% 0.3% 0.1% pts.

100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%
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Figure 33: Part-time Employees in the NTPS 2003-13 

 

Further discussion of the demographics of 
part-time staff is contained in the following 
section. 

Staffing by Gender 
The proportion of women in the public sector 
as at June 1994 was 55.6 percent. Since then 
the figure has risen slowly but steadily to 
reach 62.9 percent in June 2013, which is 
fractionally down on the 63.0 figure in June of 
both the previous two years (see Figure 34). 
Over this period, this equates to an average 
annual increase in the proportion of women of 
0.43 percentage points. This should be 
viewed in the context of Australian Bureau of 
Statistics national data, which indicates that 
the trend labour force participation rate for 
women (i.e. the number of women either in 
work or looking for work) has increased by 
15.4 percentage points since the beginning of 

the ABS Labour Force trend series in 1978, 
whereas that for men has decreased by 7.7 
percentage points over the same period. It 
should be noted that the overall downward 
trend for men reversed slightly from mid 2003 
to the end of 2007 but has again dropped off 
since the Global Financial Crisis (GFC) took 
effect. Conversely, the GFC had only a 
marginal effect on the upward trend of the 
female participation rate until early 2009, but 
subsequently it too dropped significantly and 
has since flattened out. 

In terms of Northern Territory labour force 
data, the participation rate for women has 
increased by 19.4 percentage points since 
1978, whereas that for men has dropped by 
3.5 percentage points. While the current 
participation rate for women is almost 
identical to last year, for men it has risen by 
1.3 percentage points, presumably largely as 
a result of the Inpex gas project. 

 
Figure 34: Proportion of Women in the NTPS 1993-2013 

  

  

STATUS 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013
Change 
'03 to '13

Part-time 
staff 11.3% 11.3% 11.4% 11.5% 12.1% 12.2% 12.8% 12.5% 12.5% 12.8% 13.0% 1.6% pts.

50%

52%

54%

56%

58%

60%

62%

64%

66%

Pe
rc

en
ta

ge
 o

f W
om

en
Office of the Commissioner for Public Employment State of the Service Report 2012-13

65



 

 

Following on from the previous section on 
part-time work, it is of interest to note the 
distribution of part-time staff by age and 
gender. Figure 35 illustrates that ongoing 
part-time work arrangements are far more 
common for women than men (80 percent of 
part-timers are women) and far more 
prevalent in the middle years, especially for 
women. 

Figure 35 further breaks this down by 
showing the proportion of total men and 
women in each age group who are engaged 

in part-time work arrangements. Note that this 
graph treats each individual age group 
separately and, regardless of how many are 
in the age group, charts the proportion in that 
group who are part-time. This shows that 
such arrangements are most common among 
the youngest and oldest groups, with an 
additional upward trend during the child-
rearing years. The latter is far more 
noticeable for women than for men. Also 
obvious is that men are proportionately far 
less likely to be engaged in part-time work for 
all age groups, except the young. 

 
Figure 35: Part-time Employees by Age and Gender: June 2013 

 
  

0

50

100

150

200

250

300

350

15-19 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65+

Pe
rs

on
s

Age Group

Females

Males

Office of the Commissioner for Public Employment State of the Service Report 2012-13

66



 

 

Figure 36: Proportion of Part-time Employees in Age Groups by Gender: June 
2013 

 

The proportions of women to men in each 
agency are shown in Figure 37. This division 
can be misleading for very small agencies 
because minor staff changes can vary the 
proportions considerably. However, the graph 
shows quite clearly that there are some large 
agencies where one gender predominates. 

Given the nature of the work in most of these 
agencies, it is unlikely that this will change 
substantially in the short to medium term. 
Nevertheless, the gender-by-stream data in 
the following section suggests that some of 
this imbalance is changing incrementally. 
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Figure 37: Proportion of Women and Men by Agency (All Employees) 2013 
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Figure 38 illustrates the change in the 
proportion of women by vocational stream 
from June 1994 to June 2013. The seven 
major streams are derived from the historical 
industrial relations framework and are 
retained for the purpose of making consistent 
time series comparisons. In the NTPS these 
streams consist, in alphabetical order, of 
Administration (clerical and managerial staff), 
Health (doctors, nurses and Aboriginal health 
workers), Physical (work predominantly of a 
physical nature), Professional (requiring a 
specific professional qualification), Teaching 
(all educators), Technical (requiring a specific 
technical qualification) and Uniformed (police, 
prison officers and fire fighters). Since 1994 
the proportion of women has gone up in 
every stream except Health. The greatest rise 
has been in the professional stream (up 
20.4 percent) followed by the uniformed 
stream (up 11.3 percent) and educators 
(10.5 percent). 

Some of this change can be viewed positively 
from an EEO perspective. For example, the 
very high over-representation of women in 
the health professions (doctors, nurses and 
Aboriginal health workers) has shown some 
decline (with the proportion of males 

increasing by 4.0 percentage points) and, 
conversely, the proportion of females has 
increased markedly in the uniformed (with the 
increase confined to prison officers and 
police, not fire officers), technical and 
professional streams, with women 
professionals rising by a remarkable 20.4 
percentage points. However, in the education 
sector, the proportion of female teachers 
further increased by 10.5 percentage points. 
Three out of four educators in NT public 
education are women and, given the trend 
over the last 19 years, there appears to be 
little chance of this reducing in the short to 
medium term. 

Looking closely at Figure 38 reveals a 
marked rise in the proportion of female 
physicals over the past year. This was due 
principally to the transfer of some male Power 
and Water Corporation former trade 
employees into new classifications with 
technical specialist labels, consequently 
moving from the physical into the technical 
stream. These two streams are becoming 
rather blurred in contemporary times because 
of the much higher rates of pay the labour 
market now awards to some trade based 
occupations. 
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Figure 38: Percentage of Women by Employment Stream June 1994 to June 2013 
with Overall Percentage Change Since 1994 

 

Status by Gender 
Figure 39 graphs the proportion of ongoing 
employees by gender from 1994 to 2013. 
This reveals that the drop in the proportion of 
ongoing employees over the ten years to 
2012 was not split evenly between men and 
women. While the earlier initial drop was at a 
similar rate, the proportion for females 
levelled out from 1996 while that for men 
continued to decrease until they converged in 
2001. They remained at a similar level for five 
years, with the overall drop in the proportion 
of ongoing employees from 2003 being 
similar for both genders. From 2006 there 
was a slightly greater drop for women than for 

men with women close to three percentage 
points lower than for men in 2008. For the 
next two years the two rates again 
converged, with the difference then standing 
at 1.7 percent. The following year there was a 
slight increase for both women and men, but 
then they both further declined.  

This year, following the change of 
government, there has been a sharp increase 
in the proportion of ongoing employees for 
both genders, largely as a result of the policy 
discouraging the renewal of fixed period 
contracts unless necessary and a policy of 
making front line employees ongoing where 
appropriate. 
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Figure 39: Proportion of Ongoing Employees by Gender NTPS 1994-2013 

 

Age by Gender 

Figure 40 illustrates the division of staffing by 
age and gender at June 2013. As in previous 

years, while women remain in the majority in 
the NTPS, they also remain over-represented 
in the lower age groups. 

 
Figure 40: Distribution of Men and Women in the NTPS by Age Group (All 
Employees) 2013 
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Comparisons with data from the mid nineties 
suggest that there is now a somewhat flatter 
age distribution for women and men. In other 
words, there appears to be a more even 
distribution of employees across the age 
categories. 

Figures 41 and 42 compare the percentage 
distributions of women and men both 
currently and in 1994. It is clear from these 
illustrations that the distribution has changed. 
The proportion for both genders decreases at 
the lower age categories and increases at the 
higher. Of particular note is that females are 
staying in, or returning to, the workforce at a 

later age to a greater extent than the men. 
This is in line with ABS labour force 
participation rate data discussed earlier, 
whereby in this instance between June 1994 
and June 2013 the participation rate in the NT 
for women increased by 9.8 percentage 
points, whereas for men only increased by 
5.2. While the reasons for this are not clear, it 
is reasonable to suggest that the overall 
increases in participation rates may be 
associated with economic pressures such as 
the approximate doubling of property prices 
that has occurred locally over the last ten 
years.  

 
Figure 41: Distribution of Women in the NTPS by Age Group June 1994 and June 
2013 
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Figure 42: Distribution of Men in the NTPS by Age Group June 1994 and June 
2013 

 
 

The average age of NTPS personnel from 
June 1994 to June 2013 is shown in Figure 
43. Currently at 42.9 years, the overall 
average has risen by 3.5 years during this 
time. Most of this increase occurred up to 
around 2003, with the level of increase 
subsequently being minimal despite the 
relaxation and then repeal of compulsory 
retirement during 2002-03. 2009 was the first 
year in which there had been an actual drop 
in average age since the series began, and 
the overall average has remained at that 
same level for the past three years. When the 
series initially dropped from 2008 to 2009 we 
observed that this was probably related to the 
rapid expansion of the sector over the year, 
with younger people being more likely to be 
transient. Nevertheless it was thought likely 
that this was a ‘blip’ in the series and that the 
long term upward movement in average age 
would continue. However, the overall level 
subsequently remained fairly static. The 

upward blip in the series this year may be an 
aberration, or may be again be partially 
attributable to the decreased usage of fixed 
term contracts, where it could be reasonably 
suggested that, on average, people with 
permanency would likely be older. 

The most recently released data from the 
Australian Bureau of Statistics indicates that 
in the two decades prior to 2012 the median 
age of the Australian population grew by 5.0 
years. The median age of Northern 
Territorians, currently 31.6 years (June 2012), 
is nearly six years lower than the national 
average of 37.4 years. Nevertheless, the 
Territory figure increased by a similar amount 
to the Australian average over the same 
period (+4.7 years for the NT vs. +5.0 years 
for Australia). It is therefore reasonable to 
suggest that the cause of the slowly ageing 
NTPS can be at least partially attributed to 
the changing demographics of the broader 
population. 
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Figure 43: Average Age by Gender NTPS Staff 1994-2013 

 

Length of Service by Gender 
(Ongoing Employees) 

Figure 44 compares the length of service 
profiles of men and women for ongoing 
employees only. Given that women are more 
likely to take career breaks for child rearing, it 
might be expected that the length of service 

profile for women would be more heavily 
skewed towards the lower end of the chart 
than that for men. Somewhat surprisingly, 
while this effect is present, it is not particularly 
marked. The median length of service for 
women in ongoing positions is 6.3 years 
(similar to the last two years) and for men 6.5 
years (down from 6.9 in 2011). 

Figure 44: Length of Service by Gender NTPS Staff, 2013 – Ongoing Employees 
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The overall median length of service for all 
employees is currently 4.4 years, up from 3.9 
years in 2012. This current overall average is 
comprised of 4.2 years for women and 4.7 
years for men. 

Stream by Gender 

While the gender balance within streams has 
varied, there has been less significant change 
in the balance between streams over time. 
The largest employment category in the 
NTPS remains the administrative stream, 

which accounts for 37.8 percent of the sector. 
Women remain overwhelmingly concentrated 
in administration, teaching and health. Figure 
45 shows that the greatest changes since 
1994 have been increases in the proportions 
of health, uniformed and administrative staff, 
and a drop in the proportions of physical, 
teaching and technical staff. Of note is the 
drop in the proportion of the administrative 
stream from 39.3 percent of the sector last 
year to 37.8 percent this year. This would 
appear to be a reflection of the emphasis the 
new government has placed on concentrating 
resources on front line staff. 

 
Figure 45: Distribution of Men and Women in the NTPS by Employment Category 
June 2013 (Change in Total Stream Proportion Since 1994) 

 
Salary by Gender 

Over the last decade and a half there has 
been a substantial increase in the 
participation rate of women in the traditionally 
male-dominated professional, technical and 
uniformed streams. There has also been a 
concurrent marked increase in the numbers 
of women in middle and senior management. 
In June 1994 the proportion of women in 
executive officer classifications was 
15 percent, whereas the current figure is 44 
percent. More striking is that over the same 

period the proportion of women in the AO6 to 
SAO1 (formerly AO8) middle management 
group has increased from 37 percent to 
67 percent, which is now greater than the 
proportion of women in the public sector as a 
whole. 

Although there remains a large number of 
women at the lower salary levels, there is a 
positive trend with an increase of women at 
management levels. Figure 46 illustrates the 
significant difference in the profiles of male 
and female earnings in 2013. Executive 
contract officers are not included in this 
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graph, and are reported on separately in a 
later section (page 78).  Note that, while there 
is a seemingly inconsistent jump in the 
proportion of women in the $80 000 to 
$90 000 a year salary bracket, 61 percent of 
these are teachers and nurses, both female 
dominated professions. At the lower end of 
the spectrum, the large predominance of 

women in the $40 000 to $50 000 bracket 
consists of 51 percent administrative staff, 
with the next most common category being 
physicals at 21 percent. The similar 
predominance of women in the $50 000 to 
$60 000 bracket consists of 62 percent 
administrative staff followed by 14 percent 
level one and two nurses. 

 
Figure 46: Distribution of Men and Women in the NTPS by Salary Level - June 
2013 

 
Figure 47 shows the distribution of salary by 
gender over the then current salary ranges in 
1995 (the first year that salary data was back 
loaded into PIPS). A clear change in salary 
profiles can be seen when compared to the 

2013 data (Figure 46), with the extreme 
female salary trend line at the lower levels in 
1995 dropping away by 2013, and the upper 
salary profile drawing significantly closer to 
that for males. 
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Figure 47: Distribution of Men and Women in the NTPS by Salary Level -June 1995 

 
* Note that officers on executive contracts are not included in these graphs 

Staffing by Stream 
Age by Stream 

A plot of average age against stream, 
together with the change in age for each 
stream between 1993 and 2013, is shown in 
Figure 48. This illustrates that uniformed staff 
and the health stream are, on average, the 
youngest in the NTPS. Technical, physical, 
and teaching staff are the oldest. While the 
average age of the NTPS has risen by 3.1 
years since 1994, the average age increases 

of the individual streams differ markedly. The 
lowest change is that of professional staff 
with an increase of 2.8 years. At the other 
end of the spectrum is the average age for 
the physical stream, which has risen by 7.6 
years. With respect to the latter, it is 
noteworthy that as at June 2013, 10.4 
percent of physicals are over 60 years of age. 

Of concern is the continuing significant 
increases in the average age for teachers 
and the health professions (mainly nurses). 
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Figure 48: Average Age by Classification Stream June 2013 All Employees with 
Change in Median Age Since 1994 

 
Executive Contracts 

Figure 49 shows the change in executive 
contracts numbers from June 2012 to June 
2013 by classification and gender. The total 
number on contract decreased by 68 (-9 
percent) in this period, comprising 39 women 
and 29 men. However women on contract 
continue to be unevenly distributed over the 
different streams. The administrative stream 
(38 percent) is in line with the average 
(40 percent) but the high proportion of women 

in education (59 percent) is in contrast to the 
low levels among medical specialists 
(10 percent), Power and Water managers 
(29 percent) and police (23 percent). 

The significant decrease this year is in sharp 
contrast to the rapid growth in executive 
contracts that has been evident in recent 
years. This is again in line with earlier 
observations reflecting the incoming 
government’s policy of fiscal reform and 
placing strong scrutiny on the renewal of all 
fixed period contracts, including executives. 
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Figure 49: Change in Executive Contract Numbers by Classification and Gender 
2012-2013 

 

Staff Separation and 
Recruitment 
Staff separation and recruitment data since 
2007-08 is set out in Figures 50 and 51. For 
the purpose of this section, recruitment is 
defined as when someone begins 
employment in the NTPS, and payment of 
salary commences. Separation is defined as 
when someone formally leaves the NTPS, for 
whatever reason, and salary payments 
cease. 

The following background information will 
assist in interpreting the turnover statistics.  

A few years before PIPS was introduced, a 
decision was made to revise the reporting of 
turnover data by producing two sets of tables. 
One contained both ongoing and fixed period 
employees (as had been the custom) and the 
other included ongoing employees only. The 
practice of using both sets of data has 
continued, as both have their uses in tracking 
turnover profiles. The data representing 
ongoing employees only is contained in 
Figure 50 and the data representing both 

2012 2013 Diffce 2012 2013 Diffce 2012 2013 Diffce
Administration
Executive Officer 1 131 105 -26 193 169 -24 324 274 -50
Executive Officer 2 66 56 -10 78 72 -6 144 128 -16
Executive Officer 3 15 12 -3 35 29 -6 50 41 -9
Executive Officer 4 11 9 -2 10 9 -1 21 18 -3
Executive Officer 5 4 4 0 4 9 5 8 13 5
Executive Officer 6 1 1 0 14 16 2 15 17 2
Sub-total 228 187 -41 334 304 -30 562 491 -71
Education
Executive Principal 1A 0 0 0 1 0 -1 1 0 -1
Executive Principal 1 8 2 -6 4 1 -3 12 3 -9
Executive Principal 2 12 3 -9 7 1 -6 19 4 -15
Executive Principal 3 1 0 -1 3 1 -2 4 1 -3
Contract Principal 2 22 34 12 17 20 3 39 54 15
Contract Principal 3 5 10 5 5 8 3 10 18 8
Contract Principal 4 2 2 0 3 6 3 5 8 3
Contract Principal 5 3 3 0 0 0 0 3 3 0
Sub-total 53 54 1 40 37 -3 93 91 -2
Medical Specialists
Medical Contract 2 1 -1 10 9 -1 12 10 -2
Police
Commissioner 0 0 0 1 1 0 1 1 0
Police Contract Officer 4 3 -1 9 9 0 13 12 -1
Sub-total 4 3 -1 10 10 0 14 13 -1
Power & Water
Executive Manager 1 3 5 2 13 15 2 16 20 4
Executive Manager 2 0 2 2 5 6 1 5 8 3
Executive Manager 3 4 2 -2 4 4 0 8 6 -2
Executive Manager 4 4 5 1 8 10 2 12 15 3
Sub-total 11 14 3 30 35 5 41 49 8
TOTAL 298 259 -39 424 395 -29 722 654 -68

Women Men Total
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ongoing and fixed period employees is in 
Figure 51. 

Nevertheless, and as noted in previous years’ 
reports, there is an additional complication 
with the interpretation of the PIPS turnover 
data. While the separations count is 

reasonably straightforward, the 
commencements data is a little more 
complex. A count of all commencements is 
simple enough, but becomes confusing when 
we attempt to separate ongoing from fixed 
period appointments. 

 
Figure 50: NTPS Separation and Recruitment Rates by Employment Category: 
2007-08 to 2012-13 Ongoing Employees* 

 

* For clarification regarding low recruitment rates see text 

Closer analysis of the data shows it is quite 
common for individuals to be hired as fixed 
period employees and then, after a varying 
period, to win ongoing positions. Their status 
is simply transferred across to 'ongoing' on 
the main database, but this is quite 
reasonably not reflected in the 
commencement report. The commencements 
data thus shows them as being recruited to 
fixed period, rather than ongoing, positions. 
The net result is that the figures for 
recruitment of ongoing staff fall far below 
those for separation of ongoing staff without 
this actually being the case.  

In singling out those actually recruited as 
ongoing, the annual report for 2001-02 noted 
as significant that these had, for every 
stream, ‘decreased significantly over the six-
year period outlined’, dropping steadily from 
seven percent in 1996-97 to four percent in 
2001-02. In 2002-03 the figure jumped back 

to six percent, in 2003-04 to seven percent, in 
2004-05 back to six percent and, for the 
subsequent five years was five percent. While 
during 2010-11 it dropped to four percent, for 
the subsequent two years it has been back to 
five.  

Historically the most notable component of 
the overall decrease has been in the 
education stream where the recruitment to 
ongoing positions was for many years 
virtually non-existent. However, this year the 
rate has risen to two percent (58 out of 726 
recruitments), presumably again due to the 
government policy of discouraging the over 
use of fixed period contract positions. 
Conversely, in the uniformed stream 69 
percent of the 297 recruitments were to an 
ongoing position, and the bulk of the fixed 
period recruitments were to new recruits on 
fixed period contracts while undertaking 
training. 
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Administrative 10 4 7 4 8 3 7 4 8 4 8 3
Professional 13 7 11 8 9 7 11 7 10 7 11 6
Technical 13 8 9 7 9 8 10 5 10 6 11 7
Physical 10 8 9 9 9 5 10 7 11 7 9 9
Teaching 7 0 8 0 8 0 8 0 6 0 8 2
Health Workers 11 7 11 9 11 9 11 7 11 7 10 5
Uniformed 9 8 7 11 5 7 7 5 7 8 6 10
Total 10 5 8 5 8 5 9 4 8 5 9 5

2012-20132011-20122007-2008 2008-2009 2009-2010 2010-2011
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Figure 51: NTPS Separation and Recruitment Rates by Employment Category: 
2007-08 to 2012-13 (Ongoing and Fixed Period Employees) 

 

As shown in Figure 51, the separation rate is, 
at 23 percent, a percentage point higher than 
that for the previous two years, but the same 
as that for the two years prior to that. In fact 
the last five years are the lowest since 1994-
95 when it was again 24 percent. The reason 
it has been lower for the last five years 
appears to be related to the high demand for 
staff associated with the follow up to the 
Australian Government Intervention starting 
in 2007-08. The slight rise this year is 
associated with the overall drop in staffing 
numbers over the reporting period. 

Two years ago it was noted that the 
separation rate for health workers, at 

32 percent, was the lowest since 1994-95 
when it was 42 percent. While last year it 
rose marginally to 34 percent and has 
remained at that level this year, it is still quite 
low in historical terms. From the earlier low 
point in the mid-nineties it trended upward 
until it peaked at 59 percent in 2000-01, and 
has subsequently decreased to the current 
level. This variation needs to be viewed in the 
context of the various recruitment drives and 
consequent rapid expansion of numbers in 
the health area in recent times, particularly in 
response to the ‘Little Children are Sacred’ 
report. 
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Administrative 27 31 25 26 25 31 23 29 24 30 26 21
Professional 29 31 25 30 24 32 25 30 24 32 26 25
Technical 22 23 17 24 17 22 20 15 17 17 18 18
Physical 30 35 25 37 26 33 26 30 24 35 29 34
Teaching 25 29 24 28 25 29 24 30 21 27 24 24
Health Workers 42 47 38 48 35 45 32 37 34 43 34 39
Uniformed 10 9 8 11 6 9 7 8 8 10 7 14
Total 27 31 24 29 24 30 23 27 23 29 24 24
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Figure 52: Separation Statistics for 2012-13 (Ongoing and Fixed Period 
Employees)* 

 

* Does not include casual staff or those on long-term workers’ compensation 

The breakdown of separations by type is 
listed by stream in Figure 52. The proportion 
of resignations to total separations, which 
was up three percentage points to 60 percent 
two years ago, dropped back up to 59 
percent last year and to 55 percent this year. 
This compares favourably with the high 
resignation rate of 69 percent in 1994-95. 

It might be expected that having ongoing 
employment in the NTPS would lead to a 
reasonable period of stable employment. But, 
of the 1,745 ongoing employees who elected 
to leave in 2012-13, 43 percent had two years 
or less service and 68 percent had five years 
or less service. For the three years to 2009 
these percentages had been fairly steady at 
around 42 percent for the two-year cut-off 
and 63 percent for the five year cut-off. In 
2009-10 the numbers were up to nearly 50 
percent and 69 percent respectively, but for 
2010-11 and 2011-12 moderated to 44/45 
and 66. This year the two year cut-off 
dropped to 43 percent but the five year 
jumped back up to 68 percent, as stated 
above. It is difficult to suggest a logical 
reason for the latest movements which are in 
opposite directions. 

The following paragraph discusses turnover 
in relation to the commonly referenced 
groups of baby boomers and generations X 
and Y. While there is no clear agreement on 
the precise datelines dividing these groups, 

for the purpose of this discussion baby 
boomers are defined as having been born 
post World War II up until 1960, Generation X 
born during the 1960s and 1970s, and 
generation Y from 1980 on. 

It has been hypothesised that a substantial 
number of those who resign early may be 
generations X and Y. The descendants of the 
baby boomers are reputed to, on average, 
value ongoing employment less than those 
born earlier. In fact, the median age of those 
leaving during 2012-13 with two years’ or less 
service was 35 whereas the median age of 
those leaving during 2012-13 with greater 
than two years’ service was 46. While there 
has been some variation in these averages 
from year to year, they have been 
consistently different for at least the past 12 
years, and so further support the hypothesis 
of a disparity between generations. 

The ageing workforce and higher endemic 
turnover of post baby boomers will continue 
to apply pressure on staff retention and 
recruitment in the NTPS. 

Personal Leave (Sick and 
Carer's Leave) 
Figure 53 shows the distribution of the 
number of days personal leave with pay was 

Admin Teaching Health Profesnl. Technical Uniformed Physical Total

Cessation - 
Temporary

718 403 492 144 52 4 167 1980

Deceased 3 2 2 1 2 0 1 11
Dismissal 16 4 3 1 3 2 15 44
Resignation 1153 327 522 283 167 123 205 2780
Retire Invalid 2 4 2 0 3 3 0 14
Retire Min Age 6 2 1 0 0 3 1 13
Retire Other 10 8 2 3 3 3 1 30
Retrenchment 44 0 1 5 0 0 0 50
Other 90 0 2 0 0 0 0 92

Total 2042 750 1027 437 230 138 390 5014
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taken by individual employees during 2012-
13. The graph shows that employees taking 
just one personal leave day during the year 
was the most frequent occurrence. The 
median number of personal leave days taken 

this year was 6.0. This means half the sector 
took more days and half took fewer days, 
which is the statistically appropriate average 
measure for a distribution of this shape. 

 
Figure 53: Days Personal Leave Taken by Individuals in the NTPS in 2012-13 (All 
Employees) 

 
 
The median amount of personal/sick leave 
taken for each employee since 1994-95 is 
shown in Figure 54. The data suggests that 
there has been some variation from year to 
year, but overall there has been a significant 
increase in the average days taken over that 
time. The figure for this year, at 6.0 days, is 
higher than the 5.5 days recorded for the 
previous two years, which in turn was higher 
than the 5.0 recorded for the two years prior 
to that. The three years preceding that 
showed a median of 4.7 days. It could be 
speculated that the sudden jump in the 
average this year may have been related to 
uncertainty in the workforce associated with 
the election of the new government, the 
restructuring of agencies and the stated 
policy of a reduction in workforce numbers. 

These changes need to be viewed in the 
context of the provision of carer’s leave. This 

was first provided for in the NTPS as part of 
the 1994 Enterprise Bargaining Agreement 
(EBA), which allowed up to five days to be 
taken when caring for sick family members. 
This maximum was extended to ten days in 
the 1997 EBA. While carer's leave was, in 
theory, immediately available to the whole 
sector, there was some evidence that 
knowledge and use of this leave may have 
been slower to be adopted in some sectors 
than in others. 

The introduction of national personal leave as 
part of the federal Fair Work Act 2009 may 
also have had an influence on the utilisation 
of leave for caring for household members, 
as the Act has put increasing focus on and 
public awareness of the rights of the carer in 
the contemporary workplace. A combination 
of the above could explain at least some of 
the increase over the past few years. 
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Figure 54: NTPS Average (Median) Personal Leave Days Taken per Employee 
1995-2013 (Data Not Reliable Pre 1995) 

The measure of average sick leave more 
commonly used in the industrial relations 
arena is the mean, rather than the median, 
number of days taken (total days taken 
divided by the number of FTE staff). This, at 
10.8 days, is up substantially on the 10.0 
recorded for the two preceding years, which 
in turn was up on 9.7 days the year prior, 9.5 
days the year before and 9.4 the year before 
that. For the three years preceding this (mid 
2004 to mid 2007), the mean had been 
steady on 9.1 days. As explained earlier, the 
higher average this year could be related to 
uncertainty among some employees 
associated with the reform agenda introduced 
by the new government.. 

There is no doubt that high levels of personal 
leave can impact significantly on overall 
workforce costs, particularly in work 
environments where it is imperative that 
absent employees must be replaced. Levels 
can also be monitored as an indication of 
workforce satisfaction. It is therefore of 
interest to look at the rates of personal leave 
use by employment category. In line with 
mainstream industrial analysis, this section 
will use the mean as the average. Figure 55 
shows the mean number of days taken by 
stream and by gender for 2012-13. 

 
Figure 55: NTPS Average (Mean) Personal Leave Days Taken per Employee by 
Stream by Gender 2012-13 
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Stream Females Males Total
Admin Staff 12.5 9.2 11.5
Health Workers 9.7 6.1 8.9
Physical Staff 12.2 10.0 10.9
Prof Staff 9.5 7.1 8.5
Teaching Staff 11.0 9.6 10.6
Technical Staff 10.7 10.2 10.3
Uniformed Staff 17.2 11.9 13.2
Total 11.6 9.6 10.8
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The data shows that there is a considerable 
disparity between the streams. While one or 
two days difference may not seem significant, 
when considering a workforce of more than 
21 000 people, single day differences in 
averages can translate into many millions of 
dollars annually. While the average (mean) 
number of days taken overall is 10.8, the 
lowest average is by professional staff at 8.5 
days (up from 7.8 last year), and the highest 
by the uniformed stream at 13.2 days (down 

from 13.4 last year). A further breakdown of 
the uniformed staff figures reveals that the 
police sub-group is at the top of the average 
with a figure of 13.7 days (down from 14.5 in 
2012), followed by fire fighters with 13.1 days 
(up from 10.1 in 2012) and prison officers 
with 11.4 days (up from 10.8 in 2012). Also of 
note is that a rise in the average compared to 
last year was common to all streams except 
technical and uniformed, which both 
experienced a decrease. 
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Acronyms and Abbreviations 

AAPA Aboriginal Areas Protection Authority 

ANZSOG Australia and New Zealand School of Government 

CEO Chief Executive Officer 

CLF NTPS Capability and Leadership Framework 

Commissioner Commissioner for Public Employment 

EBA Enterprise Bargaining Agreement 

EEO Equal Employment Opportunity 

EEOP Equality of Employment Opportunity Program 

EI Employment Instruction 

EPU Department of Business and Employment’s Employment 
Programs Unit 

FTE Full-time Equivalent 

GFC Global Financial Crisis 

IECDP Indigenous Employment Career Development Program 

IECDS Indigenous Employment and Career Development Strategy 

IEP Indigenous Employment Program 

JAQ Job Analysis Questionnaire 

JD Job Description 

JES Mercer Job Evaluation System 

NTPS Northern Territory Public Sector 

NT Treasury Northern Territory Treasury 

OCPE Office of the Commissioner for Public Employment 

PIPS Personnel Integrated Payroll System 

PSA&GR Public Sector Appeals and Grievance Review  

PSEMA Public Sector Employment and Management Act 

Tourism NT Tourism Northern Territory 
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Data Collection Methods - Including 
Surveys 
To meet the legislative reporting requirement a 
range of sources of data were drawn on, 
including: 

 annual Agency Reporting Survey* 

 Personnel Integrated Payroll System 

 appeals and grievance reporting 

The other major components of the reporting 
framework are summarised in Figure 56. 

 
Figure 56: Reporting Framework 

Type of Information Method of Collection Source 

Qualitative Data Agency self-assessment and reporting 
survey against Employment Instructions 
(EIs) and key indicators. 
Commissioner and OCPE staff visits to 
agencies. 
Coordination Committee, 
Commissioners' and other conferences. 
Biennial employee surveys. 

All agencies covered 
by the PSEMA. 
 
 
 
 
 
Employees of all 
agencies covered by 
the PSEMA. 

Quantitative Data Statistical data. 
 

Internal, Department 
of Business and 
Employment, agency 
reporting. 

Policy/Strategy Coordination of employment relations 
issues associated with 
Northern Territory Government strategic 
objectives. 
Reports and reviews on application of 
policies/strategies issued by the 
Commissioner, e.g. Indigenous 
employment and career development, 
remote locality conditions, job 
evaluation. 

Specific reports, 
reviews, Enterprise 
Agreement 
negotiations. 
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Key Components of the 
Agency Reporting Survey 
The Agency Reporting Survey requires CEOs 
to critically analyse their internal policies, 
processes and practices in relation to the 
Public Sector Principles and application of 
human resource management within their 
agencies. It also seeks examples of best 
and/or innovative practice in human resource 
management. 

Summary Statement 

This is a statement advising of the extent to 
which the agency has observed the 
prescribed human resource management 
principle, and performance and conduct 
principle. This statement is underpinned by 
information provided in the EIs and other key 
indicators. 

Employment Instructions and 
Other Key Indicators 

These detail the extent to which the 
application of the Public Sector Principles 
was managed within agencies as measured 
against the application of the relevant EIs, 
including relevant sections of the PSEMA, 
and other key indicators. 

Employment Instructions 

EIs are rules relating to the functions and 
powers of the Commissioner under the 
PSEMA, or otherwise relating to the good 
management of the NTPS. EIs assist 
agencies in their interpretation and 
application of associated PSEMA provisions.   

Together with the relevant sections of the 
PSEMA, the EIs provide a framework to 
support the Commissioner’s partnership 
arrangement with agency CEOs and facilitate 
a reporting mechanism which is important for 
three reasons: 

 agency reports relating to the EIs provide 
information to the Commissioner so he 
can report to the Minister and the 

Legislative Assembly on corporate 
governance of the NTPS 

 the reporting requirement provides an 
opportunity for CEOs and managers to 
analyse their internal policies, processes 
and practices in relation to the Public 
Sector Principles 

 preparation of the reports provides 
agencies with the opportunity to assess 
their internal communication, processes 
and procedures. 
 

Other Key Indicators 

Additional information was sought against a 
number of other key indicators, including: 

 merit selection 

 fair treatment in employment, including 
promoting impartial, ethical and 
professional behaviour, ensuring 
accountability to government and 
employee consultation and input 

 promoting a flexible workplace 

 developing workforce capability 

 remuneration commensurate with 
responsibilities 

 client service delivery 

 appeals under sections 59A and 59B, and 
grievance reviews under section 59 of the 
PSEMA (information provided by 
PSA&GR). 
 

Redeployment, Discipline and 
Inability or Unsatisfactory 
Performance 

Specific details were sought on the number of 
actions under these processes and their 
outcomes in order to compare them with 
previous data to determine trends or critical 
interventions. 
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Examples of Best/Innovative 
Practice 

An opportunity for agencies to showcase 
examples of best/innovative practice people 
management policies and procedures in 
areas such as: 

 equity and diversity 

 workforce planning 

 work-life balance 

 Indigenous employment and leadership. 

Summaries of agency activities have been 
incorporated within the Promoting Strategic 
Workforce Planning and Development, and 
Examples of Best/Innovative Practice 
sections of this report 
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Agency Participation in the Agency 
Reporting Survey 
Consistent with the previous reporting period, 
30 agencies participated in the Agency 
Reporting Survey. The 30 agencies are:  

 Auditor-General’s Office 

 Darwin Port Corporation 

 Department of Arts and Museums 

 Department of Business  

 Department of Corporate and Information 
Services 

 Department of Education and Children’s 
Services 

 Department of Health 

 Department of Housing 

 Department of Infrastructure 

 Department of Lands, Planning and the 
Environment 

 Department of Land Resource 
Management 

 Department of Local Government 

 Department of Mines and Energy 

 Department of Primary Industries and 
Fisheries 

 Department of Regional Development 
and Women’s Policy 

 Department of Sport and Recreation 

 Department of Transport 

 Department of Treasury and Finance 

 Department of the Attorney-General and 
Justice  

 Department of the Chief Minister 

 Department of the Legislative Assembly 

 Northern Territory Electoral Commission 

 Northern Territory Police, Fire and 
Emergency Services 

 NT Department of Correctional Services 

 Office of Children and Families 

 Office of the Commissioner for Public 
Employment 

 Ombudsman’s Office 

 Parks and Wildlife Commission of the NT 

 Power and Water Corporation 

 Tourism Northern Territory* 
* It should be noted that Tourism NT is included 
as an agency, as employment for the majority of 
Tourism NT employees are covered under the 
PSEMA. 

Although the Aboriginal Areas Protection 
Authority (AAPA) was included as an agency 
for the purpose of Part 2 – Statistical 
Reporting, it is not an agency for the 
purposes of PSEMA as its employees are 
employed under the Northern Territory 
Aboriginal Sacred Sites Act, not the PSEMA. 
Therefore it was not included as an agency 
for the purpose of Part 1 of the Report.
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Office of the Commissioner for Public Employment State of the Service Report 2012-13 

Feedback Form 
We welcome your feedback on the State of 
the Service Report 2012-13. Your comments 

and suggestions will be used in the 
development of future reports.  

 
Please tick the relevant box to indicate how you rate the report 

 Excellent Good Satisfactory Poor 

Overall impression     

Presentation and design     

Easy to read and understand     

Content/information     
 

Which areas of the report were most useful? 

....................................................................... 

....................................................................... 

....................................................................... 

How do you think the report could be 
improved? 

....................................................................... 

....................................................................... 

....................................................................... 

Does the report contain the information you 
required? 

 Yes  No 

 

If no, please list suggested information to be 
included in future reports. 

........................................................................ 

........................................................................ 

........................................................................ 

 

Please indicate where you are from: 

  NT Government 

  Education or research institution 

  Community member or organisation 

 

 

  Australian Government 

 Industry 

  Other State or Territory government 

  Private sector 
 
Please return your completed feedback sheet either by email, post, or fax to: 
 
Email: enquiries.ocpe@nt.gov.au 
Post: GPO Box 4371 
Darwin   NT   0801 
Facsimile: 08 8999 4186 
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Human Resource Management in the NT Public Sector 

 

How to Contact Us 
Office of the Commissioner for Public Employment 
Ground and 4th Floors, Harbour View Plaza 

8 McMinn Street 

(Cnr Bennett and McMinn Streets) 

Darwin   NT   0800 

 

GPO Box 4371 

Darwin   NT   0801 

 

Telephone: 08 8999 4187 

Facsimile: 08 8999 4186 

 
Email: enquiries.ocpe@nt.gov.au 

Web: www.nt.gov.au/ocpe 
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