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The Honourable Mike Reed MLA
Minister for Public Employment
GPO Box 3146
DARWIN NT 0801

Dear Minister

In accordance with the provisions of Section 28 of the Public Sector Employment and
Management Act, I am pleased to submit the Annual Report of the Office of the Commissioner
for Public Employment for 1997/98.

In doing so, I advise that in respect of my duties as an accountable officer pursuant to Section
13 of the Financial Management Act and to the best of my knowledge and belief, the system
of internal control provides reasonable assurance that:

• Proper records of all transactions affecting the Agency are kept and that employees under
my control observe the provisions of this Act, the Regulations and the Treasurer’s Directions;
and

• Procedures within the Agency are such as will at all times effect a proper control over
expenditure, receipts and public property. The Office’s Accounting and Property Manual
has been updated to provide a full description of such procedures.

In accordance with Section 15 of the Financial Management Act, the internal audit capacity
available to the Office is adequate and appropriate procedures are in place for the development
and review of an audit plan. No indication of fraud, malpractice, major breach of legislation
or delegation, major error in or omission from accounts and records exists.

In my opinion the financial accounts included in the Report for 1997/98 have been prepared
from proper accounts and are in accordance with Part 2 Section 5 and Part 2 Section 6 of the
Treasurer’s Directions.

As Chief Executive Officer, I have complied with all Employment Instructions issued by me as
Commissioner for Public Employment pursuant to Section 16 of the Public Sector Employment
and Management Act.

Yours sincerely

D J HAWKES
Commissioner for Public Employment

18 September 1998

Office of the Commissioner for Public Employment
GPO Box 4371, Darwin NT 0801

4th Floor, Harbour View Plaza, Cnr McMinn & Bennett Streets, Darwin NT
Telephone: 08 8999 4282, Facsimile: 08 8999 4148

eMail: commissioner.public_employment@nt.gov.au
cc:mail: Public_Employment, Commissioner
URL: http://www.nt.gov.au/ocpe

Northern Territory Government
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COMMISSIONER’S REPORT

INTRODUCTION
The Government is the employer of all public sector employees and must account to the
community for the manner in which it delivers services. Under Section 13 of the Public
Sector Employment and Management Act, the Commissioner’s Office fulfils the role of employer
by establishing policy and practice frameworks for the management of all public sector
employees. The Commissioner’s statutory functions extend beyond pay and conditions to
total people management and the management of government owned and leased office
accommodation. The Office’s clients include agencies, employees, unions and the general
community.

In providing information to these groups, the objectives of the Annual Report are to:

• provide an analysis of the overall performance of the public sector in terms of human
resource management;

• identify the strategic role of the Commissioner’s Office; and,

• articulate the major objectives of the Office and evaluate the extent to which they have
been achieved.

This year a section titled ‘State of the Service’ provides an overview of significant issues
impacting on the public sector and the extent to which the prescribed principles of human
resource management have been met across the sector. Additional statistical information is
provided in the Statistical Supplement.

The Agency Report for the Office of the Commissioner for Public Employment (OCPE) has
been structured on the basis of the new Strategic Plan, which has been developed in readiness
for the 1998/99 year.

Over this past year, the issues and themes raised in the NTPS21 promotion have became part
of our everyday consciousness and working environment. The focus of NTPS21 was on the
readiness of employees to perform effectively in an environment of diversity, technology,
renewed emphasis on core business, expanding global relations, new expectations for the
working environment, less hierarchy, increased mobility, requirements for more flexible work
practices and a greater emphasis on personal responsibility. We can now see these issues
impacting on the way in which the public sector is structured and how it will need to be
managed into the next century.

As a relatively new and innovative public sector the NTPS aspires to best practice.

D J HAWKES
Commissioner for Public Employment

18 September 1998
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2 Office of the Commissioner for Public Employment

COMMISSIONER’S REPORT

97/98 HIGHLIGHTS

Enterprise Bargaining Agreements (EBA)
The Office continued to implement positive workplace reforms by reaching enterprise
bargaining agreements covering most employees. The agreements provide for the
implementation of more flexible working arrangements, workplace change and enhanced
productivity in exchange for a seven percent salary increase over two years.

The agreements open the way for further reforms and ensure the creation of a stable industrial
relations climate, which will underpin further workplace reforms for leading the NTPS into
the 21st century.

Aboriginal and Torres Strait Islander Cadetship Program
In March this year, a joint Commonwealth and NT Government initiative was launched to
attract and support indigenous employees undertaking higher education courses. Ten people
were selected for this program and are undertaking a combination of further education and
work placements. There was an overwhelming amount of interest in the program from the
target group. A key challenge for the public sector is recruiting and retaining indigenous
employees so that we might better reflect, in service delivery terms, the clients to whom we
provide services. These cadetships will help meet this challenge.

Katherine Floods
The devastating effects of the Katherine floods was obvious to all Territorians. The response
of the NT Government and the contribution of the public sector played a critical role in the
re-establishment of this regional centre. The efforts of many individuals were inspiring.

Within 48 hours the Office coordinated the establishment of an Employee Assistance Centre
in Katherine for post flood counselling, and a flood relief office in Darwin.

Career Management
Over 1000 participants were involved in a range of activities to raise awareness of mentoring
as an acknowledged lynchpin in successful career development. I am particularly grateful to
the Chief Executive Officers whose personal experience and views on the role of mentoring
in people development greatly added to the value of the program.

More Opportunities for Regional Employees (MORE) Program
Acknowledging our obligations in respect of access and equity, a new program has been
developed to provide access for regional employees to increase their ability to deal with the
changing working environment and issues such as diversity and technological change. Regional
employees play a critical role in service delivery within the Northern Territory.

Review of the Public Sector Employment and Management Act
The first major review of the legislation after five years of operation revealed that, in the
main, the legislation provides the Northern Territory Public Sector with a good framework
for best practice management. Minor changes were addressed in full consultation with agencies
and unions.

Strategic Planning Process
During the last three months of the year a series of workshops were held to produce a new
Strategic Plan for the Office. The involvement of all staff was critical in developing the seven
key objectives that have been utilised as the basis for this year’s Agency Report to outline
achievements and principal activities over the past 12 months.

9
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COMMISSIONER’S REPORT

STATE OF THE SERVICE

Introduction
This section provides an overview of the development of the public sector in the Northern Territory
and, more importantly, reinforces the important issues to be addressed in the future. It will also
provide a summary of agencies’ compliance with the Employment Instructions under the Public
Sector Employment and Management Act and a report on the Discipline and Inability provisions
of the Act.

Twenty years of self government
The NT Public Sector officially came into being on Self-Government Day, Saturday 1 July
1978. At that time it was quite small (with about 5 500 employees) as a significant number
of functions continued to be performed by staff in the Australian Public Service. Over the
ensuing three years most of these functions were transferred to the Northern Territory
Government and the size of the service grew rapidly, as did the population of the NT. For the
1997/98 reporting year, the average number of full-time-equivalent staff employed in the
NTPS was 14 684.

The face of the Territory has changed since 1978, and the profile of the public sector has had
to change along with it. With this in mind, I would like to highlight some of the more
notable statistics and trends.

Flexible staffing arrangements
The concept of permanent part-time work is an example of the more flexible work practices
that have received considerable attention in recent enterprise bargaining agreements. Some
arrangements, such as telecommuting, have emerged only recently but others have been
around for longer periods. For example, in the 1979 Annual Report of the Public Service
Commissioner for the Northern Territory, the Development Projects Unit reported as follows:

Permanent Part-Time Employment
Priority is being given to the examination of this subject. A broad framework of policy
has been developed and is now in the process of refinement involving union,
management and government inputs and review in respect of the conditions of service
to apply. The phased introduction of this concept, initially in areas where a continuing
and/or predictable work load situation exists, should enable valuable experience to be
gained which could then be applied to other work areas. The benefits to management
of adding staffing flexibility under probably pro rata conditions and the opportunity
for staff to reduce standard working hours should enable this Service to more closely
reflect community expectations and changing work patterns.

The preceding quote indicates that while part-time employment was topical in 1979 it did
not officially exist. The number of NTPS employees in this employment category is currently
around 530, which represents 4.4 percent of the permanent workforce. Contemporary data
illustrates that there has been a slow but steady increase in this type of employment over the
past 5 years (see Table 1). The increase of 1.3 percentage points in Table 1 represents an
actual increase of 171 employees.
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4 Office of the Commissioner for Public Employment

It is the policy of my Office to encourage the utilisation of flexible work practices in the
public sector. Consequently I anticipate increased activity in this area in the future and the
introduction of a number of innovative practices.

 TABLE 1
Permanent Part-Time Employees in the NT Public Sector

1994 to 1998

Status June ’94 June ’95 June ’96 June ’97 June ’98 Change
’94 to ’98

Permanent part time 3.1% 3.8% 3.8% 4.0% 4.4% 1.3%pts

Gender/Equity
In a similar manner to part-time employment, the proportion of women in the public sector
has increased steadily, from 55.6 percent in 1994 to 58.6 percent in 1998. While it can be
argued that there is some cause and effect in this relationship (the majority of permanent
part-timers being women), the increase in the proportion of women overall represents a
greater number than that contributed by the number retained by permanent part-time work.
It is probably true to some extent that other family-friendly arrangements have encouraged
women into the service, but it is highly likely there are other factors impacting on this growth.

Proportions of females and males in agencies are represented in Figure 1. The graph shows
clearly that there are some large agencies with substantial gender imbalance in their staffing
profiles. At the time of the introduction of the automated Personnel Information Payroll
System (PIPS) in 1993, there were five agencies with less than 30 percent females in their
staffing profiles, namely Correctional Services, PAWA, Police Fire & Emergency Services,
Darwin Port Authority and the Racing & Gaming Commission – all acknowledged as
traditional bastions of male employment. By 1998 each of these had increased their proportion
of women by some degree, which could be reasonably interpreted as evidence of the concept
of women moving into non-traditional areas of employment. Conversely, of the five agencies
employing less than 30 percent of males in 1994, three further decreased their proportion of
males, with the Department of Education decreasing its figure by a substantial 3.9 percent.

A further overlay to the gender profile is that there has been an increase of participation by
women both in the professional stream and in the ranks of middle management. Nevertheless,
women remain predominantly at the lower salary levels, with Figure 2 illustrating the significant
gap between male and female earnings. Programs such as Management Skills for Women and
agency Equal Opportunity Management Plans are important strategies in redressing this
imbalance.
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FIGURE 1
Proportions of Males and Females by Agency

All Employees
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6 Office of the Commissioner for Public Employment

FIGURE 2
Distribution of Men and Women in the NT Public Sector by Salary Level – June 1998
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* Note that those on Executive Contracts have had their salaries adjusted to the approximate
equivalent non-contract level in order to normalise the data.

Indigenous employment
While it is not possible to gauge accurately the numbers of indigenous employees, anecdotal
evidence suggests that they represent approximately six to seven percent of the service. The
implementation of a range of initiatives under the Aboriginal Employment and Career
Development Strategy, at both sector-wide and agency levels, is designed to improve the
employment and promotional prospects of indigenous people over the next three to five
years.

NTPS staffing numbers and the future
The change in the size of the public sector from 1983 (which is about when the NTPS
settled into its present form), is compared to population growth in Figure 3.

FIGURE 3
NT Population and NTPS Staff
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Base of each index 1983 = 100

The graph shows that the population of the Territory has grown steadily during this period,
and is now nearly 40 percent higher than it was in 1983. Conversely, NTPS staffing has been
subject to substantial variation, first peaking in 1986 at a level comparable with current
staffing. The decrease which followed was precipitated by substantial cuts in federal funding
to the NT, with the numbers then steadily increasing again until the Estimates Review
Committee decisions in 1991 forced a further three year decline. Growth since 1994 has
been limited primarily to the front-line service agencies delivering health, law and order, and
education.

The public sector as a proportion of the Northern Territory workforce has been steadily
reducing over the last 15 years, as illustrated in Figure 4. The NTPS now comprises 24.4
percent of the workforce, the Federal public sector has halved to 5.1 percent and the private
sector has grown to represent 70.5 percent of the total workforce.

FIGURE 4
Profile of Northern Territory Workforce

NTPS (24.4%)

Federal (5.1%)

Private (70.5%)

NTPS (35.8%)

Federal (10.0%)
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In the 1997/98 budget speech, the Treasurer announced the Government’s embarkation
on a comprehensive examination of the public sector titled ‘Planning for Growth’. The
objective of the process is to provide sufficient flexibility to meet the additional needs of a
growing population and economy within the Territory’s financial resources. Accordingly,
there is a need to review what we are doing now and to see if we can do it in more efficient
and effective ways so that we may use the savings to meet new demands.

For further clarification of the statistics contained in the overview above see the Statistical Supplement
Section.
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8 Office of the Commissioner for Public Employment

EMPLOYMENT INSTRUCTIONS
Employment Instructions issued under Section 16 of the Act are the principal means by
which the Commissioner gives effect to ‘measures … to improve human resource management
in the various agencies’. The Instructions underpin the relationship between the Commissioner
and Chief Executive Officers.

A total of 13 Instructions were issued on proclamation of the Act on 1 July 1993. Instruction
No. 14, Part-Time Employment was issued in April 1996. A major review of the Act and
subordinate legislation was completed in early 1998 and all employment instructions were
examined to ensure their ongoing currency. As a result of this review, Employment Instruction
No. 9, Transfers will be incorporated into Employment Instruction 1, leaving 13 operational
Instructions.

The Employment Instructions, which replaced hundreds of General Orders, Circulars and
Memoranda, play a crucial role in management of the NTPS. They provide agency
management with guidelines for developing procedures and practices appropriate to the
different work environments of each agency and enhance the flexibility that is critical in this
era of continuous change.

This year I asked Chief Executive Officers to provide a rigorous, qualitative assessment of the
effectiveness of the processes they have put in place for adhering to the EIs. The results of
this assessment are summarised below. It is particularly pleasing to note that, whilst there are
14 separate Employment Instructions, agencies are emphasising that every human resource
policy is related and that each is reliant upon the others to provide a comprehensive framework
for the management and development of all Public Sector employees.

Agency Reporting – Employment Instructions

Employment Instruction Agency Performance Reporting Comments/Issues

E.I.1 ADVERTISING, SELECTION & APPOINTMENT

Objectives

• Develop selection
procedures for the
recruitment and selection
of employees that are
consistent with the Public
Sector Employment and
Management Act,
Regulations, By-Laws,
Employment Instructions
and relevant Awards.

• Ensure selection is made
in accordance with the
merit principle and equal
opportunity principles
and that candidates are
assessed by a panel
competent for the
purpose.

• Agencies continue to use the
handbook ‘The Selection
Process – Principles and
Guidelines for the Filling of
Vacancies in the NTPS’, (The
Green Book) and E.I.1 as the
basis for their selection
procedures.

• 28 agencies (85%) have now
developed their own procedures
or have service level agreements
(SLA) with larger agencies to
administer their selection
procedures.

• 11 agencies (33%), including
most large agencies, conduct
regular training for
chairpersons, selection panels
and interview skills.

• Agency reports confirm greater
emphasis on internal quality
control measures, including the
need to improve the integrity of
selection reports.

• An increasing number of agencies
are making use of intranet sites,
to disseminate advice on vacancy
details.

• Many agencies commented on
the need to reduce time delays
between various stages of the
selection process. Six weeks from
advertising to finalisation is the
current recognised benchmark.

• A sector-wide project involving
all agencies is currently under
way to improve all aspects of the
advertising and selection process.
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Employment Instruction Agency Performance Reporting Comments/Issues

E.I.2 PROBATION

Objective

• Develop probationary
procedures that ensure
details of the process are
known by probationary
employees within the first
week of reporting for
duty.

• Twenty one agencies (64%)
have developed their own
probationary guidelines. Many
of these agencies are reviewing
their procedures as part of their
wider recruitment selection
process and induction program.

• Remaining agencies report that
the provisions of the legislation
and the Employment
Instruction are sufficient for
their needs.

• Many agencies report the need
for increased emphasis by all
supervisors/managers on
effective probationary
processes, including the
accuracy and timeliness of
probation reports.

• There is increased recognition
that probation is a collaborative
process emphasising induction,
ongoing support and rigorous
assessment. It is critical that
procedures are tailored to meet
the specific working environment
of the agency.

• The effectiveness of the process is
dependent upon the effort of the
supervisor and the quality of
probation reports. To this end
many agencies conduct training
for potential supervisors and
managers.

• Agencies are increasingly using
intranet sites for ease of
dissemination of information on
probation processes.

E.I.3 NATURAL JUSTICE

Objective

• Ensure natural justice is
observed in all dealings
with employees under the
PSEMA, other than those
referred to in section 50
(Summary Dismissal).

• No specific agency reporting is
required.

• There is sector-wide
acknowledgement of the
fundamental need for all
employees to comply with the
rules of natural justice.

• There have been no reported
breaches of natural justice
provisions over the reporting
period.

E.I.4 PERFORMANCE MANAGEMENT

Objective

• Develop and implement
performance
management systems.

• 28 agencies (85%) have
implemented performance
management schemes or have
an agreement for use of another
agency’s scheme.

• The majority of the 28 agencies
have given high priority to their
performance management
system and consider it an
integral part of the agency’s
integrated strategic
management.

• Agencies report performance
management systems facilitate
the development of training
programs specifically linked to
business objectives.

• Three agencies report that there
has been a need for significant
redesign of their systems to
make them less complex, less
reliant on numerous reports
and more ‘user friendly’.

• A range of different schemes is in
place, known by a variety of
names. Essentially, each scheme is
designed to achieve closer
integration of individual
performance with the objectives
of the agency. Integral
components are the training and
development needed to achieve
that integration.

• Two agencies report there is still
considerable hesitation about
reporting negative performance
issues. This indicates the crucial
need for marketing and inform-
ation about the benefits of an
effective system and specific skills
training in providing feedback.

• A few agencies report that
significant restructuring and high
turnover rates make
implementation of a rolling
performance management system
difficult.
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10 Office of the Commissioner for Public Employment

Employment Instruction Agency Performance Reporting Comments/Issues

E.I.6 INABILITY TO DISCHARGE DUTIES

Objectives

• Identify the issues that
might be addressed when
an employee is not
performing his or her
duties to the required
standard.

• Describe the action to be
taken prior to
commencing the formal
inability process under
the PSEMA.

• 16 agencies (48%) have
developed agency specific
inability guidelines or have
adopted procedures developed
by larger agencies. Remaining
agencies report that the
PSEMA and Employment
Instruction are sufficient for
their needs.

• Increased use is made of
intranet sites to provide
immediate information to
managers and employees.

• Statistical data on inability
cases is reported separately on
page 14.

• Best practice is demonstrated by
the ‘Nipping in the Bud’
program of the Department of
Education. This program links
aspects such as discipline,
inability, internal grievance
procedures, managing poor
performance and OH&S into a
consolidated package.

E.I.5 MEDICAL INCAPACITY

Objective

• Identify necessary
procedures when a CEO
is of the opinion that an
employee may be
medically incapacitated.

• No specific agency reporting is
required.

EM
P

LO
Y

M
EN

T
 I

N
ST

R
U

C
T

IO
N

S

E.I.7 DISCIPLINE

Objective

• Establish procedures
regarding breaches of
discipline consistent with
the PSEMA, Regulations,
By Laws and
Employment
Instructions.

• 16 agencies (48%) have
developed agency specific
guidelines; other agencies use
those guidelines or report that
the PSEMA and Employment
Instruction adequate for their
needs.

• As reported previously, the
availability and workload of
Appeal Board Members,
especially Chairpersons, has
caused some delay in the
resolution of cases.

• Increased use is made of
intranet sites to provide
immediate information to
managers and employees.

• Statistical data on discipline
cases is reported separately on
page 14.

• Many agencies are conducting
information sessions and training
courses to increase the
communication skills of
employees.

• Agencies report increasing
awareness of the requirement to
eliminate all types of harassment
in the workplace.

• All agencies stress the need for
clear, transparent and
comprehensive procedures.
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Employment Instruction Agency Performance Reporting Comments/Issues

E.I.8 GRIEVANCE REVIEW

Objective

• Establish grievance
settling procedures.

• 25 agencies (76%) now have
internal grievance settling
procedures or make use of
other agency arrangements.

• In all cases, agency guidelines
focus on the settlement of a
grievance as close to the point
of dispute as possible. This
ensures that only a minority of
cases are referred to the
Commissioner.

• Many formal grievances relate
to the unwillingness of the
aggrieved to accept critical or
adverse comments arising from
selection and performance
assessment.

• Most agencies have found that
regular visits by CEO and Senior
Management to work sites to
discuss issues as they arise and
enhance communications has
reduced formal grievances.

• Many agencies incorporate their
guidelines on harassment with
their grievance review guidelines.

• Agencies stress the need for
maximum employee and union
consultation in development of
their guidelines.

E.I.10 EMPLOYEE RECORDS

Objective

• Ensure recording of
required details for every
employee and guarantee
access to records by
individual employees
while ensuring overall
confidentiality.

• Establish procedures to
restrict access to records
for official purposes on a
‘need to know’ basis only.

• All agencies report effective
procedures are in place for the
secure keeping of their
employees’ records.

• Agencies report ongoing
expansion of remote electronic
input (REI) access to enhance
integrity of records and permit
access to individual PIPS data as
appropriate.

• Agencies review procedures
annually to ensure currency and
appropriate confidentiality and
security measures are in place.

• Agencies with field staff are
developing procedures for access
to computers and training on
REI procedures.

• A number of agencies report the
continued reticence of some
employees to provide personal
details such as ethnicity, next of
kin and private addresses.

EM
P

LO
Y

M
EN

T
 IN

ST
R

U
C

T
IO

N
S

E.I.9 TRANSFERS

Objective

• Provide guidance to
CEOs and employees on
the application of transfer
provisions of the
PSEMA.

• Refer to E.I.1. • This EI will be incorporated into
E.I.1 during the next financial
year.
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Employment Instruction Agency Performance Reporting Comments/Issues

E.I.12 OCCUPATIONAL HEALTH AND SAFETY PROGRAMS

Objective

• Consult with employees
and their representatives
for the purpose of
developing and
implementing agency
occupational health and
safety (OH&S)
programs.

• 28 agencies (85%) have
developed OH&S plans or have
service level agreements with
larger agencies for OH&S
matters.

• In all cases agency OH&S plans
emphasise the principal
objectives of prevention,
education and timely
rehabilitation. In addition, the
focus is on workplace safety
being the responsibility of every
employee.

• Most medium to large agencies
have representative OH&S
Committees that meet regularly
and provide advice to CEOs.

• An NT Government OH&S
network is coordinated by the
Work Health Authority to share
information and raise awareness
of OH&S issues.

• A number of agencies have
entered agreements with the
Employee Assistance Service
(EAS) to provide counselling,
training and advice to their
employees.

• The Department of Transport &
Works has conducted 379 various
OH&S courses for a total of
1286 agency staff.

• Agency plans, in general, cover
the following topics:
- stress in the workplace,
- manual handling awareness,
- preventing workplace injury and

raising productivity through
ergonomic awareness,

- emergency/disaster procedures,
and,

- promotion of work safety.

E.I.11 EQUAL OPPORTUNITY MANAGEMENT PROGRAMS

Objectives

• Implement programs that
ensure employees have
equal employment
opportunities in
accordance with the merit
principle.

• Implement programs for
the employment and
development of
Aboriginal and Torres
Strait Islanders within the
framework of the
PSEMA, the
Employment Instruction
and the NTPS Aboriginal
Employment and Career
Development Strategy.

• 30 agencies (90%) have
developed Equal Opportunity
Management Plans (EOMP).
Many agencies report that their
plans are working documents
that require regular review to
maintain currency.

• Agencies stress the need for
effective marketing to ensure
that EO principles are
promoted, understood and
internalised.

• A growing number of agencies
report that an appreciation of
EO principles is being included
in job profiles.

• Most agencies have placed their
EOMP on the intranet to
provide immediate access for
managers and employees.

• Most agencies have established
EEO committees with repre-
sentatives from different work
areas and social groups. In a
number of cases the committees
are chaired by the CEO.

• A majority of agencies have
developed specific Aboriginal
employment and career
development plans.

• A strong and effective EO
network is in place, with
representatives from most
agencies. The network is a
valuable means of profiling EO
issues and sharing of ideas.

• Many agencies are moving
beyond traditional EEO measures
to implement Workplace
Diversity Programs as an intrinsic
component of their HRM
strategic framework. EEO/
Diversity goals and targets are
increasingly tied to business
directions.

• Agencies report an emphasis on
the contribution that a diverse
workforce can make to
organisational effectiveness.
Policies to assist employees
balance their work and family
commitments are included.

• Across the sector the response
rate to various agency EEO
surveys is no better than 50%.
This highlights the difficulties of
collecting accurate personnel data
and will need to be addressed in
the coming year.

• As reported elsewhere, there has
been significant support for the
sector-wide Aboriginal cadetship
program.

• A new, two day, personal
development program ‘Taking
Responsibility for Change’ has
been designed for delivery in
1998-9 to aquaint ATSI
personnel with ways in which
they can gain personal leverage
within the NTPS.
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Employment Instruction Agency Performance Reporting Comments/Issues

E.I.13 CODE OF CONDUCT

Objective

• 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.

• 14 agencies (42%) have
developed a code or policy
statement specific to their
agency. Other agencies consider
the Code of Conduct sufficient
for their needs. Sufficient stocks
of the booklet are produced to
allow for provision to new
recruits.

• Where relevant, agency codes
are complementary to codes of
conduct and behaviour
developed by professional
bodies.

• Most agency specific guidelines
address one or more of the
following issues:
- declaration of pecuniary

interests,
- outside employment,
- acceptance of gifts and benefits,
- use of agency facilities and

equipment,
- guidelines on outsourcing

tenders,
- conflict of interest,
- conduct for VIP drivers.

• Where agencies do not have
separate codes, awareness
sessions are conducted to discuss
ethical issues.
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E.I.14 PART-TIME EMPLOYMENT

Objective

• Enhance employment
flexibility through
effective part-time
employment provisions.

• No routine agency reporting is
required.

• Refer to page 3 of this report for
further details.



14 Office of the Commissioner for Public Employment

Discipline and Inability
Under section 18 of the Act, the Commissioner for Public Employment is required to report
on the extent to which discipline and inability procedures are invoked in the Public Sector.

The following tables provide a summary of discipline and inability matters dealt with by
agencies and the appeals which flow from these cases.

TABLE 2
Summary of Disciplinary and Inability Cases 1995-1998

Year Provision Cases New Cases C/Fwd
B/Fwd Cases Completed 1998/99

1997/98 Inability 4 5 5 4
Summary Dismissal 0 1 1 0

* Discipline 12 34 31 5

1996/97 Inability 2 12 10 4
Summary Dismissal 0 1 1 0

* Discipline 10 36 34 12

1995/96 Inability 3 8 9 2
Summary Dismissal 1 1 2 0

* Discipline 7 31 28 10

* excluding summary dismissal

TABLE 3
Summary of Disciplinary and Inability Appeals 1995-1998

Total Appeals Handled
Year Provision Total Cases (1) Appeals C/Fwd

Completed New B/Fwd Resolved 1997/98
1997/98 Inability 1 0 1 1 0

Summary Dismissal 1 0 1 1 0
* Discipline 4 1 4 5 1

1996/97 Inability 10 1 0 0 1
Summary Dismissal 1 1 0 0 1

* Discipline 34 5 1 2 4

1995/96 Inability 9 0 1 1 0
Summary Dismissal 2 0 1 1 0

* Discipline 28 2 3 4 1

* excluding summary dismissal
(1) cases finalised to point prior to lodgement of an appeal
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This program provides administrative support to the Office and also
has responsibility for corporate information management.

Manager: Fiona Roche
Fiona began her career in the Department of Law before joining

OCPE in 1981.

HUMAN RESOURCE
MANAGEMENT

This program’s objectives are to formulate, develop
and review policies and principles that provide

leadership, advice and support for effective
management of public sector human resources. The

program works in partnership with agencies to achieve
excellence in human resource practices in the public

sector through:
• provision of an appropriate legislative framework;

• leadership in all facets of human resource
management;

• maintenance of a constructive work environment,
and

• enhancement and promotion of a public sector
culture that values diversity, equity and merit.

Director: Theo Tsikouris
Theo joined the Office in 1989 after five years with
the Northern Territory Chamber of Commerce and

Industry, specialising in industrial relations matters.
Theo was appointed Director of HRM in 1997 and
represents the Office and the Government in most
major matters before the Australian Industrial

Relations Commission and local Tribunals.

HUMAN RESOURCE
DEVELOPMENT

This program’s objectives are to ensure that the training
and development of employees are integral components of

agencies’ corporate strategies, thereby improving the
capability of the Territory’s public sector workforce to

provide more efficient and effective delivery of
Government services.

Quality strategic advice is provided to CEOs and senior
managers on human resource development (HRD) and

organisational development issues. Sector-wide strategies
and specific training programs are developed which
encourage best practice HRD throughout the sector

Director: Dr Naida Tattersall
Naida has extensive experience in education and

information services both within Australia and overseas,
filling various professional and senior management

positions in schools, public and special libraries. Her career
has included two years as Director of NT Library Services

prior to becoming Director of Personnel in NT
Department of Education in 1990. Naida was appointed
Director of HRD in 1994 and a major focus of her work

has been developing and coordinating strategies and
programs to develop senior executives.

NT PROPERTY
MANAGEMENT

This program is responsible for the
effective management of the

Government’s leased office and
warehouse property portfolio and

ensures the accommodation needs of
agencies are satisfied within

Government guidelines.
Director: Glyn Rhys-Jones

Glyn has over 35 years experience in
the Territory with both the
Commonwealth and NT

Government. He has had extensive
experience at senior management
level in a number of agencies. In

recent years, he has also undertaken a
range of management consultancy

tasks.

CENTRAL
AUSTRALIA

OFFICE
The Commissioner maintains a

presence in Alice Springs
providing a regional contact for

the range of OCPE services.

Central Australia
Representative: Ann

Jacobs
Ann joined the Northern

Territory Public Sector following
private sector employment in both

Australia and New Zealand.
Ann took up the position of

Central Australia
Representative after working for
Territory Health Services in the

human resource area.

PROMOTIONS
APPEAL BOARD
The Promotions Appeal Board

provides an independent, impartial
mechanism for the resolution of

promotion appeals and grievances
within the principles of merit, equity

and fairness.
Chairperson: Lee Berryman
Lee was appointed Chairperson in
1997 following extensive experience

in both Human Resource
Management and Development

within the Commonwealth Public
Sector. Lee has held management
positions across a range of human

resource functions and has experience
in the private sector as a

Recruitment Consultant.

OFFICE OF THE COMMISSIONER FOR PUBLIC EMPLOYMENT
The Commissioner’s principal functions are to provide leadership to the NTPS in
the development, observance and promotion of the highest possible standards of

human resource practices.

Commissioner: David Hawkes
The Commissioner‘s early career was spent as a union official in Tasmania, Papua New Guinea and the

Australian Public sector before moving into industrial relations within the private sector. Following a period
as Deputy Public Service Commissioner in the Northern Territory (1980–83) he was appointed

Commissioner for Public Employment in Tasmania in 1984. The Commissioner returned to the Territory in
1989 to take up dual roles as Secretary, Department of Labour and Administrative Services and Public

Service Commissioner.

Reported separately on page 30.

OCPE AGENCY OVERVIEW
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AGENCY REPORT

The agency report is based on the seven key objectives of the OCPE Strategic Plan.

Objective 1

POLICIES
To provide a framework within which agencies

develop policies consistent with NTPS 21

Key Outcomes

Review of legislation
The first review of the Public Sector Employment and Management Act since its
introduction in 1993 was undertaken this year. Agencies and unions were involved in
an extensive consultation process. Overall, the legislation was judged to provide an
effective framework for best practice management. The need for minor changes was
addressed including some aspects of appointment, promotion and the discipline and
inability provisions. A new section was introduced to give protection to employees
who provide referee reports for applicants to job vacancies. The amendments were
passed in the August sittings of the Legislative Assembly.

Amendments are being made to the Regulations, Employment Instructions and By
Laws to complement the changes to the Act and to implement changes arising from
the most recent NTPS enterprise bargaining process.

Once finalised, the legislation will be accessible via the Internet.

Property Management
Standard leasing documents were introduced in conjunction with the NT Branch of
the Property Council of Australia which standardise the responsibilities of government
and building owners in lease negotiations. This new approach simplifies and speeds up
the agreement process to the benefit of both parties, resulting in savings in reduced
time and legal fees, and value for money through improved quality of leased premises.

An Energy Management Policy was developed for the use of after hours airconditioning.
The policy provides a fair and equitable cost structure, both for agencies and building
owners. Installation of Time of Use meters to enable implementation of the policy will
be phased in as leases are renegotiated or new ones negotiated. This policy will result
in significant energy savings to Government and provide a more manageable standard.

Government has endorsed a strategy to address property management problems posed
by the ‘millennium bug’. This joint initiative with the Property Council of Australia
will ensure that leased premises will be certified as compliant.

New training advisory body
The Public Service Employment and Training Australia (PSETA) group was established
by Commissioners for Public Employment from all Australian jurisdictions. This new
body will replace the National Public Administration Industry Training Advisory Body.
In the Territory the Joint Training Advisory Council (JTAC) will take on the role of
industry training advisory body for the sector.
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Consultative Council
The Public Sector Consultative Council is chaired by the Commissioner and is a joint
management and union forum for discussion and resolution of topical matters relating
to public employment. The Office coordinated joint working parties on the following
matters:
• equal employment opportunity;
• work and family responsibilities;
• indigenous workforce issues; and,
• remote locality conditions.

The council meets quarterly and at least one meeting each year is held in a regional
centre.

International Labour Organisation
The Office coordinates the NT Government responses to Commonwealth requests
for input into issues raised by the International Labour Organisation (ILO). Various
review and reporting activities were undertaken to ensure NT compliance with Australia’s
commitment to ILO standards.
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Objective 2

WORKING ENVIRONMENT
To deliver a quality working environment for all NTPS employees

Key Outcomes

Enterprise Bargaining Agreement
Enterprise Bargaining Agreements covering most NTPS employees were finalised this
year ensuring the creation of a stable industrial relations climate. The agreements
implement more flexible working arrangements, workplace change and enhanced
productivity in exchange for a 7% salary increase. The agreements also provide for
examination over the next two years of further workplace reforms such as restrictive
duty provisions, salary packaging for remote area employees and incentives for
professionals.

Property Management
During the year a major review of property service contracts was initiated. The aim of
the review is to implement better business practices and simplify internal contract
management procedures. The intended outcome is to provide value for money, open
and effective competition, and to increase opportunities for small to medium business
operators in line with the recent Australian Procurement and Construction Council
Accord.

Major work environment improvements in the Paspaley Centrepoint building resulted
in better utilisation of space through conversion to an open plan environment. This
was made possible through a partnering approach with our clients, building owners,
consultants, and the project management company.

Orientation to the NTPS
What it means to be a public sector employee is the focus of orientation materials
developed this year. The materials will complement induction programs in agencies
and provide a sector-wide overview of the NTPS environment, government processes
and functions of key office holders. Innovative delivery methods for the orientation
program are being pursued.

Award Simplification
In accordance with the Commonwealth Workplace Relations Act the Office has
coordinated the process of simplifying the 30 Awards covering NTPS employees to
the twenty allowable award matters listed in the legislation. It is anticipated that the
process will be completed by September 1998.
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Objective 3

INNOVATION
To acknowledge and foster innovative and exciting

people management practices

Key Outcomes
Mentoring

Close to 1000 participants took part in a program of activities to raise awareness and
understanding of the organisational value of mentoring and its use as a management
improvement tool. Major activities included a breakfast series addressed by NTPS Chief
Executive Officers and leading Australian consultants in the field, skills workshops and
the production and distribution of a booklet ‘Mentoring Made Easy’.

The Office Of Women’s Policy, Department of the Chief Minister supported the
mentoring series.

Three mentoring activities were held in Alice Springs and further skills workshops are
scheduled for all major regional centres towards the end of 1998. A mentoring program
specifically for indigenous employees is also being developed for next financial year.

Linking public sectors across Australia
The Office was responsible for the coordination of a trial national Internet site for
Commissioners of Public Employment. The site will encourage increased and
streamlined communication between the jurisdictions. A range of national committees
and key contacts have access to the site.

 Management in the new millennium
Three workshop sessions titled ‘Management in the New Millennium’, which explored
cutting edge thinking and management theory, were sponsored by the Office. They
were presented by Viv Read, the National President of the Australian Human Resources
Institute. Over 220 people attended these sessions held in Alice Springs and Darwin.

Flexible working practices
A booklet was launched to promote broader use of flexible work practices within the
public sector. The booklet, titled ‘Flexible Work Practices’, was launched at a briefing
for human resource practitioners in Darwin during October attracting considerable
interest and comment. A range of activities to promote new practices is planned for the
coming year.

Streamlining recruitment
A major review of sector-wide advertising and options to achieve best practice in the
recruitment process was conducted. Broad consultation was undertaken across the
Territory to identify current blockages, to identify alternative solutions for improving
quality of advertising and to reduce the time taken to fill vacancies.

The implementation program is expected to take place next financial year.

Mobility
The concept of staff mobility was promoted to agencies and individuals across the
sector and an increased demand for information on mobility, secondments, rotations
and work placements has been noted. A workshop aimed at middle managers titled
‘It’s Your Move’ was successfully trialed in Darwin and will be available in Alice Spring
next year.

360 degree feedback tool
Research has been undertaken to identify an on-line feedback tool that would meet
the needs of executives across the NTPS. The tool will be based on the ‘NTPS Executive
Officer Competencies – Behavioural Descriptors’.
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Objective 4

LEARNING ENVIRONMENT
To identify and meet the needs of our clients

Key Outcomes

Executive Development
The Executive Development Program (EDP) is a two-year action learning management
and leadership program for NTPS Executives. The program has been designed to
provide senior executives with the skills and knowledge to respond not only to the
broad changes in public administration and management, but also to the economic
and social demands of the Northern Territory.

This year the Chief Minister presented certificates to 26 graduates who had successfully
completed the first and second EDP programs.

A review of both the EDP program and its predecessor, the Executive Management
Program (EMP), was undertaken this year to determine their success and to establish
how future programs should be structured. A total of 110 participants have been involved
in the process over the past eight years. The review involved 45 past participants,
facilitators and CEOs. The final recommendations from the review will be considered
next financial year.

Reaccreditation of the EDP program as a Graduate Diploma in Public Sector Executive
Management was obtained from Northern Territory University in May.

A new managerial effectiveness program has been developed as an alternative to the
EDP program. This proposal is to be further developed in the 1998/99 financial year
for delivery at deputy secretary and senior executive levels.

A range of short workshops were delivered on the following topics, attracting over 100
senior managers in total to participate:
• Strategic Management of Information Technology
• Making Your Presentations Effective
• Implementing Outsourcing in Government
• Performance Management in the Public Sector.

Middle Management
The Public Sector Management Course designed for middle management levels
continued to provide sector-wide accredited training. A total of 76 participants began
programs in Darwin and Alice Springs. At a graduation ceremony in October, the
Chief Minister presented 51 participants from the 1995 and 1996 courses with their
Graduate Certificate of Public Sector Management.

Over 400 middle managers in total attended short workshops on the following topics:
• HR for Non HR Managers
• Leadership and Middle Managers
• Making Your Presentations Effective
• Ministerial Briefings and Cabinet Submissions.

Developing Human Resource Practitioners
A Foundation of Human Resources Program (in conjunction with Australian Human
Resource Institute) was conducted for 21 participants. The program introduced those
new to the human resource area to key human resource concepts and theories.
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The Office conducted a seminar in August to showcase best practice within the NTPS
regarding the implementation of National Public Administration Competencies. The
competency standards were placed on the Intranet and Government Internet Home
Page.

Liaison with professional associations
This year the relationships with key local professional associations such as the Institute
of Public Administration Australia (IPAA), the Australian Human Resources Institute
(AHRI), the Industrial Relations Society (IRS) and the Australian Institute of
Management (AIM) have been strengthened to reap the benefits available from joint
sponsorship of breakfasts, dinners, guest speakers and other professional activities.

In association with AHRI, arrangements were made for Dr Wayne Casio, an international
expert on both intellectual capital and restructuring organisations, to present seminars
in Darwin and Alice Springs. These sessions were attended by a total of 167 participants.

A video link to an AHRI conference in Western Australia allowed 70 participants to
listen to a presentation by internationally recognised speaker William Bridges on ‘The
Changing Workplace’.

The Office has sponsored the development and maintenance of an Internet site for the
NT Division of IPAA to increase access to professional development opportunities in
the public sector.
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Objective 5

CLIENT SERVICE
To identify and meet the needs of our clients

Key Outcomes

Communication with agencies
The Office coordinated four Human Resource Forums and monthly HRD Network
meetings to ensure maximum communication with HR practitioners in agencies and
to increase professional development opportunities.

Regional Highlight
Networks of staff with an interest in human resources have been established in Alice
Springs and Katherine. The Office coordinated a session in Nhulunbuy to update
employees on current issues and trends in HR and gain feedback on regional issues.

NTPS Training Plan
A review of the NTPS Training Plan involving all HRD Network members was
conducted during the year. The results of the review included the identification of the
following training priorities: global management skills, HR management skills, computer
and IT training, frontline supervisory skills, financial management, cross cultural
awareness, staff selection and recruitment. Strategies to address these needs will be
developed in collaboration with HRD Network members.

Organisation review and change management
The Office provides a consultancy service to CEOs and undertook 5 major organisational
reviews within the reporting period. In addition, information is regularly provided in
the use and design of external consultancies and training programs.

Executive Officer Contracts
The Office administers Executive Contracts for the NTPS for senior executives and
professionals.

Review of legislation
A full day workshop to review the By Laws and Employment Instructions was attended
by 47 agency representatives as a part of the legislative review process.

Tribunals
The Office coordinates arbitral tribunals for prison officers, senior officers and police.

Two sittings of the Prison Officers’ Tribunal and three of the Senior Prison Officers’
Tribunal were held.

Regional Highlight
Five of the police hearings were related to enterprise bargaining and included a series
of inspections and hearings in a number of remote localities in Central Australia, Arnhem
Land and Groote Eylandt.

Job Evaluation Scheme (JES)
A major marketing activity was undertaken this year to ensure NTPS employees have a
good understanding of the scheme. The evaluation undertaken last year identified this
need as a priority.
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New materials, including a pamphlet and information booklet, have been developed
and distributed for general information and for inclusion in agency induction materials.
Information sessions were conducted in agencies and new guidelines and a questionnaire
developed to simplify the evaluation process. Evaluators were trained to run
complementary information sessions to assist employees to understand the job evaluation
process.

Coordination of government advertising
The Advertising Coordination Unit (ACU) of the Office monitors government
recruitment advertising in the media to ensure a professional and cost effective approach.
During the year the ACU was able to negotiate advertising rates that resulted in
significant cost savings for government and introduced a new corporate format for
press advertising in the ‘NT News’.

Redeployment and redundancy
Employees who are deemed potentially surplus to the requirements of their agency
may be formally declared as redeployees to this Office. They are then are afforded
priority status for recruitment vacancies across the service at their substantive level.

The number of redundancies from the NTPS has risen to 183 in this financial year
from a total of 98 employees last year. This increase results from three agencies
implementing targeted redundancy programs. These agencies were Correctional
Services, Lands Planning & Environment and the Power & Water Authority.

Targeted redundancy programs allow the exit of staff who are experiencing difficulty
coping in a changed work environment. It should be noted that there is an obligation
under the NTPS Redeployment and Redundancy Award to retrain and redeploy staff
wherever possible; redundancy is a last option.

Since last year the number of active redeployees has risen slightly with 40 people currently
referred to this Office. Movement off the list to permanent placements has been
satisfactory.

Labour Inspectorate
This Office has responsibility for the administration of the Long Service Leave Act,
Annual Leave Act and Public Holidays Act. The Acts cover employees in the private
sector who are not covered by an award or whose award has no provision for the
entitlement covered by the Act.

During this year, 24 formal investigations were conducted with two of these resulting
in recommendations for prosecution action against employers.

Enhancements to the Personnel Information Payroll System (PIPS)
The Office is the system owner in partnership with NT Treasury which undertakes
system maintenance. This year, key areas of PIPS were upgraded to enable
implementation of EBA outcomes such as changes to Long Service Leave and Part
Time Employment arrangements. Implementation of the enhancements is scheduled
for the 1998-99 financial year.

Property Consultancy
NT Property Management provides consultants for minor building service and space
utilisation audits. During the year a service contract review was conducted totalling
$54,413.

O
b

jective 5
: C

LIEN
T

 SER
V

IC
E



24 Office of the Commissioner for Public Employment

Objective 6

EQUITY
To advocate, practise and actively support diversity,

equity and merit in the NTPS

Key Outcomes

Aboriginal Employment and Career Development Strategy
Increasing the participation of Aboriginal employees within the NTPS is the focus of
this strategy. While agencies continue to implement their own strategies, there were
three major sector-wide initiatives this year.

The Aboriginal and Torres Strait Islander Cadetship Program was launched. The four
year program is jointly funded by the NT and Commonwealth governments and
attracted a strong and diverse field of applicants from within the NT community for
the 10 available positions.

An Indigenous Workforce Issues Working Party (IWIWP) was established to advise
the Commissioner on employment issues such as cross cultural training and the value
and recognition of indigenous skills within the Job Evaluation System (JES). Appropriate
changes have been made to the JES manual and to the evaluation processes.

The Working Party recommended changes in the recognition of service with community
organisations for long service leave purposes. This recommendation was implemented
through the EBA process.

Management Skills for Women
Over 400 women have now participated in the Management Skills for Women program
as part of a long-term strategy designed to increase the participation of women in
NTPS management. The evaluation of the program was completed in 1997 and
recommended the continuation of the program in its current format with a move from
individual to group projects. This shift will maximise learning outcomes, particularly
in the area of team skills.

This year 35 participants undertook the Darwin program. Recall workshops were
conducted for past participants and attended by 105 women in Darwin and in Alice
Springs.

The New Opportunities for Women (NOW) program is a two-day program targeted
at women in supervisory and pre-supervisory positions. It aims to help them increase
interpersonal, team and self-management skills, and to gain an appreciation of
organisational issues relating to the NTPS. Courses were run in Darwin and Alice
Springs for a total of 89 participants.

Training for regional employees
Regional Highlight
To meets the needs identified by agencies, a new two day pilot program was developed
titled More Opportunities for Regional Employees (MORE).

The main aims of MORE are to assist participants with:
• communication skills;
• skills for working with a diverse range of people;
• developing a personal learning strategy; and,
• gaining an appreciation of organisation issues relating to the NTPS.

The first program was conducted in Alice Springs and was positively received by
participants. Programs for other regional centres are scheduled for next year.
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 Equal Employment Opportunity Network
The Network is a forum coordinated by this Office. It promotes exchange of ideas to
heighten awareness of equal employment opportunity issues such as the benefits of
developing a culturally diverse workforce which better reflects the composition of our
community. In conjunction with the Institute of Public Administration Australia, OCPE
sponsored awards recognising special initiatives in government agencies promoting
equal opportunity outcomes. Over 20 nominations were received. The winners were
the Power & Water Authority, the Department of Education and the Office of the
Ombudsman.

Project Employment
Project Employment for the Intellectually Impaired is a program to encourage the
employment of people with an intellectual disability. The Office works in partnership
with Project Employment, a non-profit Commonwealth funded organisation that
identifies employment opportunities for intellectually disabled persons. This program
has a significant impact on the employment opportunities for this group within the
Northern Territory. At present fourteen people are employed through the program.
All agencies make a financial contribution to this program by way of a levy, which is
administered by the Office. Agencies were levied a total of $244,000.
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Objective 7

OCPE AS AN EMPLOYER
To be a model employer in the NTPS

Key Outcomes

Information Strategy
The Office has developed a coordinated approach to information management to
improve consistency and compatibility with current whole of government initiatives.
The strategy has included electronic communication, improved records management,
information systems and enhancements to general communication (including a more
consistent approach to publications).

A strategy is now in place to identify any impact of the ‘millennium bug’ issue.

The OCPE Internet site is being finalised for launch in late 1998.

Performance Management
All staff participated in the Office performance management system that will be linked
more clearly to business plans by the end of 1998.

Equity and Diversity Management Plan
In order to re-energise this area, a new plan is being developed. The new approach will
move away from the ‘traditional’ EEO concept to a wider approach at valuing difference
as a positive force and capitalising on it in the workforce.

Industrial Relations
No industrial relations matters arose within the Office this year.

Occupational Health & Safety
This year the Office Safety Management Program operated successfully and was reviewed
by Management Board on a regular basis. The need for awareness and training in
ergonomics was identified and organised for the Office during January.

Staff Development
The Office spent $129,014 on staff development activities this year. This presents
4.64% of the salaries, an increase from the 1996/97 figure of 3.01%. There was a
significant increase in activity this year with employees participating in the following:

Higher Education 10
NTPS Seminars/Courses 102
External Seminars/ Courses 115
Interstate Seminars/Courses 8
Overseas Seminars/Courses 1

Client Survey
An internal survey was completed which showed clients were very satisfied with service
delivery from the Corporate Services area.
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Staffing by Designation
TABLE 4

Staffing Profile

Designations 1998 1997
Female Male Total Female Male Total

Workers Comp 0 1 1 0 1 1
AO1 2 2 4 0 1 1
AO2 6 1 7 2 0 2
AO3 5 1 6 9 1 10
AO4 6 2 8 5 2 7
AO5 1 2 3 2 2 4
AO6 7 3 10 4 5 9
AO7 5 4 9 6 5 11
AO8 2 1 3 2 1 3
EO1 1 0 1 1 1 2
E01C 1 2 3 1 1 2
EO6C 0 1 1 0 1 1
P2 0 1 1 0 1 1
Trainee 1 0 1 0 0 0
TOTALS 37 21 58 32 22 54

The increase in staff numbers this year reflects a greater use of part time employment,
an emphasis on information management within the Office, and the recruitment of
two Graduate Trainees and an Office Technology Trainee.

Use of Consultants
During this year, the Office engaged a number of consultants for services relating
directly to the functions of the Office. Total expenditure was $108,535 compared with
$143,293 in 1996/97.

Noble Lowndes Cullen Egan Dell
Job Evaluation System licence and annual audit $60,001

Rob King Graphics
Artwork and graphics $19,760

Cordiner King Hever
Executive Search retainer $15,774

Wordworks
Annual Report $3,000

Dorchestor Securities
Costing remote employment conditions $10,000

The Office also engaged a number of consultants for sector-wide training and
development programs such as the Executive Development Program, Public Sector
Management Course and Management Skills for Women. Total expenditure amounted
to $326,761. Fees paid by agencies of participating employees met all direct costs of
these programs.
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Results of audits undertaken during the reporting period follow:

Audit Audit Outcome Action

Performance Management
System Audit

• Include Northern Territory
Property Management in
corporate planning
documents.

• Link business planning
process and related
documents more closely to
the strategic plan.

• Improve financial reporting.
• Include performance targets/

indicators in the agency’s
strategic and business
planning documents, and
Annual Report.

• Consider possible changes to
the performance appraisal
system to align with business
plans.

A new business planning model
involving the whole of the Office
to be adopted in July 98 to
incorporate recommendations.

Performance Management system
will be reviewed by end of 1998.

Audit of Accounting and
Control Procedures

• The Accounting Property
Manual was deficient in a
number of areas.

• Information in relation to
procurement was not being
included with the Request for
Supplies and Services.

• The authorisation procedure
in relation to official travel
was not being adhered to in
all cases.

• Movement requisitions were
not being acquitted on a
timely basis.

• The asset register was
incomplete.

The manual has been updated
with identified procedures
reviewed and correct practice
reinforced with staff.

The asset register has been
updated.
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Career Planning • Career planning workshops
were perceived as a useful
sector-wide program.

• Career development
workshops should form part
of a coordinated career
development strategy.

• Needs of indigenous
employees must be addressed.

• In the future, a new updated
format for the workshops
should incorporate current
issues and change
management.

A new sector-wide strategy is
being developed by the HRD
area. As part of this process,
workshops will be tendered to
external providers.

A career planning and mentoring
program based on the needs of
indigenous employees is being
developed for the second half of
1998.

Management Skills for
Women Program

• General support for the
program as exists.

• Incorporate group projects to
maximise returns.

Group projects will be utilised in
the 1998 Darwin program.

Executive Development
Strategy and Program
Review

• Overall the EMP and EDP
programs were perceived as
highly successful in achieving
their stated objectives.

• Future design of the program
should use the framework and
competencies presented in the
report.

• Changes were suggested to
individual modules and
nomination processes.

Some recommendations have
already been addressed in the
current program with those
remaining to be addressed in the
next program.

Results of reviews undertaken during the reporting period follow:

Review Review Outcome Review
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PROMOTIONS APPEAL BOARD AND
GRIEVANCE REVIEW

The Promotions Appeal Board and Grievance Review Program establishes procedures for,
and chairs, promotion appeals within the Northern Territory Public Sector; and investigates
and reports on requests for grievance review lodged under section 59 of the Public Sector
Employment and Management Act 1993 (the Act).

The PAB & GR considers all appeals and grievances with integrity and impartiality, provides
impartial advice and assistance on promotion appeals and grievance matters, and determines
appeals and reviews grievances within the principles of merit, equity and fairness.

PAB & GR provides protection of the rights of individual employees and upholds managers’
rights to carry out their job consistent with sound human resource management practices.

The PAB operates as an independent body but works cooperatively with the Office of the
Commissioner for Public Employment and other agencies in the development and evaluation
of sound human resource management policy and practice and in promoting the application
of the merit principle.

Activities during 1997/98 include: clarification and streamlining of PAB & GR procedures
and practices; introduction of the declaration of impartiality signed by all PAB members;
establishment of review meetings as an integral part of the appeal process; provision of reasons
for decision to all parties to appeals; and ongoing emphasis on agency resolution of grievances.

Overview
Promotion appeal matters are prescribed under sections 55 and 56 of the Act and regulations
9, 10, 11 and 12 of the Public Sector Employment Regulations.

Promotion appeals may be lodged only on the grounds of superior merit. Appeals are
determined by a board consisting of a Chairperson nominated by the Commissioner, a nominee
of the agency and a nominee of the relevant staff association or union. In determining an
appeal, the Board reviews statements provided by parties to the appeal, may seek further
information and may also require parties to attend a Hearing on the matter.

Grievance review is outlined in section 59 of the Act, and Employment Instruction Number
8. Reference to grievance review is also made in clause 6 of Employment Instruction (EI)
Number 2, clause 10 of EI Number 5 and clause 4 of EI Number 9.

PAB & GR has a staff of three, with assistance from the Central Australia Representative of
OCPE in appeals and grievance reviews in the southern region.

1997/98 Appeals and Grievances
PAB & GR attempts to hear promotions appeals within two weeks of the closing of the
appeal period and to finalise grievance appeals within 12 weeks of the date of lodgement.
These timeframes were generally met but for a few more difficult cases.

The number of appeals received during the year decreased, but the number of grievances
handled (s59 plus grievances referred back to Agencies for attention) increased. Tables 5 and
6 show that appeals decreased from 65 to 37 and section 59 reviews increased from 39 to 49.

The raw data on appeals is misleading, as in 1997/98 20 appeals resulted from three employees
lodging appeals against multiple promotions. Discounting the multiple appeals, there was a
decrease of 8 appeals over the previous year’s figures. Whilst s59 grievances increased by 10
during the period, the number of s59 grievances resolved increased from 24 to 40.
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Of a total of 1091 promotions during 1997/98, there were 47 appeals received against 37
promotions, therefore 3.4 percent of appealable vacancies resulted in appeal. Of the 47 appeals,
31 were disallowed, one was allowed, three resulted in the agency concerned being directed
to cancel the provisional promotion and to readvertise the position, four were withdrawn,
one was cancelled and eight have not been determined.

Reasons for upholding appeals or cancelling provisional promotions and directing Agencies
to readvertise the position include:

• failure to properly assess applicants against the selection criteria;

• poorly framed or ambiguous selection criteria; and

• selection panels focusing on interview performance and not taking into account applications
and referee comment.

The most common reason for lodging a grievance is unfair treatment (e.g. harassment, the
termination of contracts, denial of natural justice, and the way disputes have been handled)
Other reasons include the way selection processes are handled, the application of conditions
of service, termination of employment while on probation, and retirement on the grounds of
invalidity.

Of the 41 s59 grievances finalised during the year, the action/decision was confirmed in 16.
Seven resulted in the agency being directed to take or to refrain from taking specific action
and 18 were withdrawn or cancelled. Six new grievances were referred to agencies for attempted
resolution prior to formal action, bringing the total of this group handled to eight. Of these
two have been resolved, four became section 59 reviews, and two are outstanding.

1997/98 priorities
During 1998/99, in addition to handling appeals and grievances, PAB & GR will: further
review procedures and practices applying to appeals and grievance reviews; establish on-line
information about PAB & GR matters; and review information/training needs on appeal
and grievance matters for employees in remote localities. PAB & GR will also continue to
encourage agencies in sound human resource management practices through participation
in training and information forums and feedback to agencies on appeal and grievance matters.

TABLE 5
Appeals Against Promotions

1996/97 1997/98
Temporary Provisional Total Temporary Provisional Total

Carried Over
Cases 0 2 2 0 1 1
Appeals 0 2 2 0 1 1

Received
Cases 5 60 65 1 36 37
Appeals 6 75 81 1 46 47

Finalised Allowed 1 2 3 0 1 1
Disallowed 2 31 33 1 30 31
Readvertised 0 3 3
Cancelled 1 5 6 0 1 1
Withdrawn 1 23 24 0 4 4

On hand at
end 96/97

Cases 0 1 1 0 5 5
Appeals 0 1 1 0 8 8
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TABLE 6
Grievance (Section 59) Reviews

1995/96 1996/97 1997/98
Carried over 5 7 15
s59 Grievances Lodged 23 32 31
Formalised after referral to Agency 4
TOTAL 28 39 50
S59 Grievances Finalised 21 24 41
Confirmed 11 14 16
Agency directed to take/refrain from action 8 4 7
Withdrawn 2 6 18
s59 Grievances not finalised (on hand) 7 15 9
Grievances Referred to Agencies for
Attempted Resolution
Carried over 1 2
Received during this period 12 6
Resolved within Agency 6 2
Withdrawn 4 0
Became s59 Grievance 1 4
On hand at end of period 2 2
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FINANCIAL NOTE
Contingent Liabilities have been provided to Northern Territory Treasury in accordance
with Treasurer’s Directions Part 2 Section 4 for consideration in global reporting in the
Treasurer’s Annual Financial Statement.
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OFFICE OF THE COMMISSIONER FOR
PUBLIC EMPLOYMENT

CERTIFICATION OF FINANCIAL STATEMENTS

In our opinion the accompanying financial statements and notes have been prepared in
accordance with the provisions of the Financial Management Act and Treasurer’s Directions
and give a true and fair view of the results of the agency’s operations for the financial year
ended 30 June 1998.

The receipt and expenditure of moneys and the acquisition and disposal of property by the
Office during the year have been in accordance with the Financial Management Act and
Treasurer’s Directions.

D J HAWKES FIONA ROCHE
Accountable Officer Administration Manager
18 September 1998
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Office of the Commissioner for Public Employment
Expenditure by Standard Classification

For Year Ended 30 June 1998
CATEGORY Notes Actual Actual
Standard Classification 1997 1998

$000 $000

PERSONNEL COSTS 3258 3576
Salaries 2819 2776
Payroll Tax 161 227
FBT 3 33

OTHER PERSONNEL COSTS
Higher duties 37 43
Leave loading 30 26
NT allowance 14 14
Other allowances 7 4
Other benefits paid by employer 86 95
Overtime 2 0
Recreation leave fares 44 63
Salary advances 0 7
Termination payments 32 263
Workers compensation 23 23
Allowance in lieu of fare 0 2

OPERATIONAL EXPENSES/EXPENDITURE 33177 30770
Property Maintenance 2401
General Property Management 33177 28180
Power 94
Water and Sewerage 95

OTHER OPERATIONAL COSTS 2537 2020
Advertising 3 24
Audit Fees 0 0
Clothing 0 0
Communications 102 90
Consultants’ fees 615 453
Consumable/General 34 25
Document production 418 455
Entertainment 7 4
Freight 5 3
Furniture and fittings 11 28
Information technology 330 328
Insurance 0 1
Legal expenses 295 25
Library services 41 27
Marketing and promotion 20 9
Membership and Subscription 0 4
Transport and vehicles 85 66
Office requirements and stationery 42 52
Official duty fares 108 59
Other plant and equipment 43 41
Recruitment expenses 22 0
Regulatory Advisory Boards and Committee 18 56
Relocation expenses 18 1
Training and study (a) 285 245
Travelling allowance 35 24

CAPITAL EXPENDITURE
Purchase of capital assets (b) 1618

TOTAL 38972 37984

NOTES

(a) $116,212 is attributed to the administrative costs associated with public sector-wide training courses.

(b) For the first time this year expenditure relating to fitouts was coded against capital code.
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Office of the Commissioner for Public Employment
Expenditure by Activity

For Year ended 30 June 1998
Final Actual

Activity/Program Notes Budget Expenditure
Allocation 1997/98

$000 $000
CORPORATE MANAGEMENT 2198 2141
Executive 804 802
Administration 1218 1168
Information Systems 176 171

ADVISORY SERVICES 3106 2633
Human Resoure Development a) 1216 967
Human Resource Management c) 1664 1441
Promotions Appeal Board 226 226

PROPERTY MANAGEMENT 34865 33210
Accommodation b) 33971 32316
Support Services 892 892
Disaster Relief 2 2

TOTAL EXPENDITURE 40169 37984

NOTES

a) The commencement of Executive Development Program (EDP) was delayed to next financial year.

b) The savings in the Accommodation program were for various reasons, such as better business
practices, re-assessment of business and financial arrangements with the Construction Agency and
a number of leased rental reviews being finalised at less than estimated.

c) Senior staff permanently transferred during the year with no action taken to fill the vacancies.

Office of the Commissioner for Public Employment
Receipts by Account

For Year Ended 30 June 1998
Estimated Actual Receipts

Operating Account Receipts Receipts 1996/97
1997/98 1997/98

$000 $000 $000
Charges 6217 5807 5203

436
Miscellaneous Receipts 41 41 54

Sale of Assets 0 0 0
Intra-sector Receipts 0 18 0
Total Operating Account Receipts 6258 5866 5693
Transfers from Consolidated Revenue Account 34467 34467
Total Receipts to Agency Operating Account 40725 40333

NOTES

The major components of the receipts are:

Charges for Goods and Services:
Human Resource Development – $666,496 was received from participants attending the sector-wide
training programs. The Executive Development Program was rescheduled to the 98/99 financial year,
resulting in decreased receipts from agencies.
Human Resource Management – $243,573 – a levy is charged to all NT Agencies to fund the Intellectually
Impaired Program.
Property Management – $4,923,917 – General Business Divisions are charged for their accommodation
and associated costs.
Intrasector Receipts: $18,000 – Project funding from NTETA to update data entry policies and procedures
for the Staff Development and Training module of the Personnel and Integrated Payroll System.
Miscellaneous Receipts: Money recouped in this financial year for expenditure last financial year.
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Office of the Commissioner for Public Employment
Employee Entitlements Outstanding

As at 30 June 1998
Entitlement 1996/97 1997/98

$000 $000
Current
Recreation Leave 422 392
Leave Loading 60
Long Service Leave 542 564
Non Current
Long Service Leave 73 79

TOTAL 1037 1095

METHODOLOGY
Recreation Leave
The value of recreation leave entitlements is calculated by PIPS based on employees’ actual salaries and
entitlements at 30 June 1998.
Leave Loading
The value of leave loading entitlements is calculated by PIPS based on employees’ actual salaries and
entitlements at 30 June 1998.
Long Service Leave
Long Service Leave entitlement is calculated in accourdance with Australian Accounting Standard AAS30.
The calculation takes into account the probability of employees reaching ten years of service, the future
increases in salary costs and discount rates to achieve the net present value of the future liability.

Office of the Commissioner for Public Employment
Write Offs and Waivers

For Year Ended 30 June 1998
Category $
WRITE-OFFS, POSTPONEMENTS AND WAIVERS UNDER THE ACT
Amounts written off or waivered by Delegated Officer 100
Amounts written off, postponed or waived by the Treasurer  nil

WRITE OFFS, POSTPONEMENTS AND WAIVERS AUTHORISED
UNDER OTHER LEGISLATION
Losses or deficiencies of money written off nil
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Office of the Commissioner for Public Employment
Debtors

As at 30 June 1998
Activity/Program External Intrasector Total

Charges Charges
$ $ $

CORPORATE MANAGEMENT
Executive
Administration 1298 1298
Information Systems 5000 5000

ADVISORY SERVICES
Human Resource Development 207390 207390
Human Resource Management
Promotions Appeal Board

PROPERTY MANAGEMENT
Accommodation 1340 30960 32300
Support Services

TOTALS 6340 239648 245988

NOTES

Human Resource Development issued debit notes to agencies in June 1998.

Some agencies have paid in this financial year, however most have elected to make payment in the 98/99
financial year.

Office of the Commissioner for Public Employment
Accountable Officer’s Trust Account

As at 30 June 1998
Activity/Trust Account Balance at Receipts Payments Balance at

1/7/97 30/6/98
$ $

CORPORATE MANAGEMENT
Security Deposits 5000 0 5000 0

Office of the Commissioner for Public Employment
Creditors

As at 30 June 1998
Activity/Program External Intrasector Total

Creditors Accruals Creditors Accruals
$ $ $

CORPORATE MANAGEMENT
Executive 393 7286 7679
Administration 2844 2456 39478 44778
Information Systems

ADVISORY SERVICES
Human Resource Development 9951 1837 11788
Human Resource Management 1538 3268 4806
Promotions Appeal Board 496 496

PROPERTY MANAGEMENT
Accommodation 8056 1438 9494
Support Services

TOTAL 15222 22903 40916 79041

NOTES

Creditors: invoice for goods or services received in June or invoice dated June

Accruals: invoice received in July for goods or services received in June.

All classified as current: payable within the next 12 months.

In the main, creditors and accruals were relatively small amounts. The intrasector accrual sum of $39,478
relates to the printing of Government Gazettes which were received in June but invoiced in July.
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STATISTICAL SUPPLEMENT

NORTHERN TERRITORY PUBLIC SECTOR
PERSONNEL STATISTICS

For the purpose of this statistical supplement, reference to the ‘Northern Territory Public
Sector’ includes those agencies listed in Table 8 on page 42. This list excludes the Northern
Territory University, the Totalisator Administration Board, the Territory Insurance Office
and the Menzies School of Health Research. However it includes a substantial number of
persons employed under Acts other than the Public Sector Employment and Management
Act.

STAFFING LEVELS
Table 7 and Figure 5 relate movements in the size of the Northern Territory Public Sector to
changes in total Northern Territory population and employment numbers from 1983 to
1998. The figures at 30 June show that there has been an overall increase in public sector
employment from around 14,200 to 14,970 persons over this period.

Staffing numbers have been subject to significant variation during this time, with the total
peaking first in 1986 and again in 1990. The total then dropped, bottoming out in
1993/94, and has subsequently trended back up to around the 1986 figure.

When making these comparisons, it should be borne in mind that the methods of counting
in the 1980s and early 1990s were not exactly the same as that used now. Nevertheless the
differences in methodology are not so great as to make comparisons invalid.
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The data shows that during the years 1983 to 1998 the Northern Territory population grew
by 39 percent, and employment grew by 43 percent. Over the same period the NT public
sector has grown by only five percent.

FIGURE 5
Growth in the NT Public Sector, Labour Force and Population

from June 1983 to 1998
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The significant variation in NTPS staffing, but with little overall net change, together with
the rapid growth of the NT population, is illustrated in Figure 1 in the earlier section of this
report titled ‘State of the Service’. The initial drop in public sector staffing in 1988 was
caused by cuts following a substantial drop in Federal Government funding to the Territory.
The second drop to 1993 was as a result of NT government Estimates Review Committee
decisions. Since 1993 the public sector size has trended back up, with significant expansion
in the service areas e.g. Health (up 530), Education (including colleges – up 340) and Police,
Fire, & Emergency Services (up 170).

The two major agencies in the public sector are Territory Health Services and the Department
of Education with around 4000 and 3500 employees respectively. Combined, they employ
about 50 percent of staff. The medium size agencies, which employ a further 20 percent of
total staff, are Transport & Works, the Power & Water Authority, and Police, Fire & Emergency
Services; all with around 850 to 1200 staff. All of the remaining agencies employ less than
500 staff each; the majority with considerably less.

Full-Time-Equivalent (FTE) staffing numbers for each agency are shown in Table 8. This
table shows the staffing averaged over the 26 pay periods for both the current reporting year
and the previous year, together with the change in number over this time. The table indicates
that there has been a net increase of 322 FTE persons between the two reporting periods,
again with the expansion limited mainly to service areas, plus the temporary increase in
Primary Industry & Fisheries to service the fruit fly eradication project. The decrease of 253
from Transport & Works was due mainly to the formation of the Department of
Communications & Advanced Technology and the decrease of 83 from PAWA to the transfer
of the water resources division to Lands, Planning & Environment.

These figures have been obtained from the Personnel and Integrated Payroll System (PIPS)
FTE staffing report which was developed jointly between this Office and Treasury. This
report makes use of both personnel and payroll records in order to calculate the FTE status
of each individual. While there are a number of ways of accounting for staff numbers, the
FTE report is considered to be a stable indicator of staffing numbers, thereby enabling
consistent tracking of staffing over time.
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STAFFING OVERVIEW
The analysis in the following sections is based mainly on data extracted from PIPS reports.
Most figures, summaries and tables refer to individual employees, with no reference to their
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 at the end of the reporting period.

It has been stated in recent previous reports that from the early 1980s until 1992/93, Annual
Reports from this Office relied largely on Interpers data (Interpers was the name of the
previous computerised personnel system). The generality of the analyses was limited under
Interpers, as some agencies utilised facilities other than Interpers for maintaining detailed
personnel records. From about the middle of 1993 the PIPS system came into general use,
and so most time series comparisons described below stem from that time. Detailed
comparisons with earlier data can be a little tenuous, depending on the variable under study.

Comparisons made using data after June 1993 (i.e. using all PIPS data) are generally accurate,
although care should be taken when noting small changes in some variables as profiles may
have changed slightly with both changes in definitions and developments in processing
protocols.

TABLE 8
Changes in Average Public Sector Staff Employed by Agency

1996 /97 – 1997/98

Agencies Average 1996/97 Average 1997/98 Difference

Aboriginal Areas Protection Authority 20 20 –
Aboriginal Development 21 23 2
Anti-Discrimination Commission 10 11 1
Arts & Museums 99 108 9
Asian Relations, Trade & Industry 88 85 – 3
Attorney-General’s Department 175 170 – 6
Auditor General 6 5 – 1
Batchelor College 210 213 3
Chief Minister 245 235 – 10
Commissioner for Public Employment 57 54 – 3
Communications & Advanced Technology na 233 233
Correctional Services 436 478 42
Courts Administration 120 123 3
Darwin Port Authority 48 47 – 1
Education 3499 3622 123
Employment & Training Authority 72 76 4
Housing & Local Government 333 330 – 3
Lands, Planning & Environment 352 410 58
Legal Aid Commission 32 32 –
Legislative Assembly 94 92 – 2
Liquor Commission 20 22 2
Mines & Energy 182 179 – 3
Ombudsman 13 15 2
Parks & Wildlife Commission 401 393 – 8
PAWA 869 786 – 83
Police, Fire & Emergency Services 1152 1222 70
Primary Industries & Fisheries 403 443 40
Public Prosecutions 38 43 5
Racing & Gaming Authority 36 37 1
Sport & Recreation 47 53 6
Strehlow Research Centre 7 7 –
Territory Health Services 3786 3879 93
Tourist Commission 91 91 –
Trade Development Zone 10 10 –
Transport & Works 1148 895 – 253
Treasury 194 195 1
Work Health Authority 49 50 1
TOTAL 14 363 14 684 322

Note: numbers refer to the full-time equivalent of all paid staff including those on paid leave, casual
employees and those on workers compensation
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The current report encompasses all agencies except those mentioned in the first paragraph of
this Appendix. The Port Authority could not be included in some analyses as it does not
utilise the payroll facilities of the PIPS System.

STAFFING BY EMPLOYMENT STATUS
Data on the break-up of staff by employment category as at June 1994 through to June
1998 is presented in Table 9 (June 1993 data is not directly comparable). It can be seen quite
clearly that the profile has changed significantly over the four year period, with the proportion
of permanent employees dropping by 4.8 percentage points during that time. This has been
countered by the more common usage of temporary/contract employees. In order to put
this in perspective, it should be noted that the actual number of permanent employees has
increased over the four years, but non-permanent employment has increased at a much greater
rate.

TABLE 9
Employment Status of NT Public Sector Staff – 1993/94 to 1997/98

Status June ’94 June ’95 June ’96 June ’97 June ’98 Change
’94 to ’98

Permanent 81.5% 80.0% 78.2% 78.4% 76.7% – 4.8%pts
Temporary 15.6% 17.0% 19.1% 18.9% 20.3% 4.7%pts
Casual 2.1% 2.2% 2.0% 2.1% 2.4% 0.3%pts
Misc. 0.7% 0.7% 0.7% 0.6% 0.5% – 0.2%pts

100.0% 100.0% 100.0% 100.0% 100.0%

PERMANENT PART-TIME STAFFING
The concept of permanent part-time work has received considerable contemporary attention,
and is commonly viewed as a means of retaining the valuable skills of employees who might
otherwise resign. This particular flexible workplace arrangement has been highlighted and
discussed in the earlier ‘State of the Service’ section of this report. Suffice to state here that at
530 the number of employees in permanent part time employment is half as much again as it
was four years ago.

A further point of interest is that while during the same period the proportion of temporary
employees in part-time work remained almost constant at around 12 percent, the actual
number increased by a smaller 35 percent to 365.

STAFFING BY GENDER
Using as a source a combination of personnel and payroll data, the proportion of women in
the public sector was found at June 1993 to be 54.3 percent. For 1994 this figure rose to
55.6 percent, to 56.3 percent women in 1995, and to 57.2 percent in 1996. The figure for
1997 was 57.9 percent and for 1998 is 58.6 percent. The cause of the initial 1.3 percent
increase in 1994 is arguable as it could be partly attributed to a possible more inclusive
coverage of staff under the then new PIPS reporting protocols, rather than indicating a shift
in the gender balance of the public sector. The further increases in subsequent years do
intimate a real change.

Table 10 indicates the change in the percentage of females by stream from June 1994 to June
1998. This shows that by far the greatest change has been in the professional stream with the
proportion of females increasing 7.2 percentage points. Conversely the proportion in the
health stream has decreased by 1.1 percentage points, albeit from an initial high of over 83
percent. This comparison between streams is interesting in that it highlights that there is
significant disparity between streams, thereby challenging the traditional theory that increases
in the proportion of women have been due principally to the more prevalent use of casuals
and temporaries in short term clerical vacancies.
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TABLE 10
Percentage of Females by Employment Stream – June ‘94 and June ‘98

Percent females
Stream 1994 1998 Difference
Administrative Staff 67.6% 69.7% 2.1
Professional Staff 40.8% 48.0% 7.2
Technical Staff 19.2% 23.0% 3.8
Physical Staff 40.2% 41.8% 1.6
Teaching Staff 65.6% 70.0% 4.4
Health Workers 83.5% 82.5% – 1.1
Uniformed Staff 12.7% 16.9% 4.2
ALL STREAMS 55.6% 58.6% 3.0

TABLE 11
Employment Status by Gender – NT Public Sector Staff – 1998

Status Females Percent Males Percent
Permanent 6932 75.5% 5111 78.5%
Temporary 1997 21.7% 1193 18.3%
Casual 234 2.5% 147 2.3%
Miscellaneous 21 0.2% 57 0.9%
TOTAL 9184 100.0% 6508 100.0%

Status by Gender
Table 11 details employment status by gender. This shows that women are more likely to be
employed in temporary and casual positions, although the differences are quite small.

Agency by Gender
The proportions of females and males in each agency have been covered previously in the
Commissioner’s report on the ‘State of the Service’. While the proportions for very small
agencies can be misleading (as they can vary substantially over time), there are some large
agencies with substantial gender imbalance in their staffing profiles. However, as discussed
earlier, there are signs that in some agencies this is changing.

Age by Gender
Figure 6 illustrates the division of staffing by age and gender as at June 1998. The overall
characteristic of previous years remains in that while women in the NT Public Sector are in
the majority, they are significantly concentrated in the mid and lower age groups.

FIGURE 6
Distribution of Men and Women in the NT Public Sector by Age Group

June 1998 – All Employees

P
e

r
s

o
n

s

15-20 21-25 26-30 31-35 36-40 41-45 46-50 51-55 56-60 61-65

Age Group

Females

Males

0

500

1000

1500

2000

N
T

P
S 

P
ER

SO
N

N
EL

 S
TA

T
IS

T
IC

S



1997/1998 Annual Report 45

The average age of NTPS personnel from June 1993 to June 1998 is shown in Table 12.
This shows that over the five years the overall average age has risen by only 1.1 years, with the
average for both men and women being almost exactly the same as last year. The rate of
ageing is similar for both men and women. This similar rate of ageing does not imply a
similar employment profile; another example of the difference is that the average length of
service (regardless of employment category) of females is 4.4 years whereas that for males is
7.5 years.

The 1992/93 Annual Report described how there was some concern that continued public
sector staffing restraint combined with a tight labour market could lead to an ageing public
sector and a shortage of suitably trained younger personnel to take over future senior positions.
With data from six points in time (Table 12) we can now say that while this is present, its
effect is only slight.

TABLE 12
Average Age by Gender – NT Public Sector Staff

1994 to 1997

AGE 1993 1994 1995 1996 1997 1998
Females 37.9 38.2 38.3 38.6 39.1 39.2
Males 41.0 41.0 41.2 41.7 42.1 42.1
Overall 39.3 39.4 39.6 40.0 40.4 40.4

Classification Stream by Gender
While the gender balance within streams has varied as described in the discussion of Table 10
above, there has been little change in the balance between streams over the last few years.
The largest employment category in the Northern Territory Public Sector remains the
administrative stream at 37 percent. Women remain concentrated in the Administrative,
Teaching and Health streams.

FIGURE 7
Distribution of Men and Women in the NT Public Sector by Employment Category

June 1998
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Salary by Gender
Analysis of the data shows again that while women outnumber men in the public sector,
there is a large proportion of women at the lower salary levels. Conversely, at the top of the
salary range few women are employed.

Data on salary increases by gender over time is presented in Table 13. This shows that the
average rate of increase of pay for women is less than that for men. The most plausible
explanation for the lower rate of increase is that the uptake by women of temporary positions
at lower levels, and the more prevalent use by women of part-time employment, tempers the
effect of across the board wage rises.

It is also worth noting that in June 1993 the proportion of women in senior (executive)
classifications was 14.7 percent. The figure currently stands at 21.0 percent.
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TABLE 13
Average Salary by Gender – NT Public Sector Staff – 1993 to 1998

1993 1994 1995 1996 1997 1998
Female $30,498 $32,135 $31,949 $33,272 $34,219 $35,630

% increase from
previous year 5.4% – 0.6% 4.1% 2.8% 4.1%

Male $35,342 $37,437 $37,595 $39,174 $40,775 $42,686
% increase from
previous year 5.9% 0.4% 4.2% 4.1% 4.7%

Age by Classification Stream
The result of plotting age against classification stream is shown in Figure 8. The graph shows
that health workers and uniformed staff are on average the youngest in the NT public sector.
Conversely Technical, Teaching and Administrative staff are the oldest.

FIGURE 8
Average Age by Classification Stream

June 1998 – All Employees
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When looking into an accurate representation of income by classification stream a quandary
arises as to how to best represent income. The analyses in earlier sections have used the
original payroll variable titled ‘Salary for Overtime’ (or its equivalent) to fill this role. This
consists basically of a person’s salary at their nominal classification and increment, plus any
higher duties being paid. Income analysis is complicated by the fact that actual average gross
income (after reimbursements, penalties and overtime) can be significantly higher than this
figure.

In order to quantify this, both measures of income have been presented in Figure 9. This
makes clear the observation that most staff make more than their base entitlement (if only
their annual leave loading), but that how much more they make depends to a substantial
degree on the vocational area of the public sector in which they work.
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FIGURE 9
Average Income by Classification Stream

Non Casual Employees – 1998
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STAFF SEPARATION AND RECRUITMENT
1994/95 TO 1997/98

Staff separation and recruitment data are presented below from the 1994/95 reporting period
onward as comparisons with data prior to that can be a little tenuous.

Even with limiting this analysis to recent data, a little background knowledge is helpful with
interpreting the staff turnover statistics. A few years prior to the introduction of PIPS, a
decision was made to revise the reporting of turnover data by producing two sets of tables,
one with both permanent and temporary employees (as had been the custom) and one with
permanent employees only. This was in order to address a former problem, the nature of
which need not concern us here. The practice of using both sets of data has continued, as
both have their uses in tracking turnover profiles.

Nevertheless, as noted in last year’s report, there is an additional complication with the
interpretation of the PIPS turnover data. While the separation count is reasonably
straightforward, the commencement data is a little more complex. A simple count of all
commencements is straightforward enough, but becomes confusing when we attempt to
separate out permanent appointments.

TABLE 14
NT Public Sector Separation and Recruitment Rates by Employment Category

1994/95 to 1997/98 – Permanent Staff

1994/95 1995/96 1996/97 1997/98
separation recruit- separation recruit- separation recruit- separation recruit-

ment ment ment ment
rate rate rate rate rate rate rate rate
% % % % % % % %

Administrative Staff 11 4 12 4 11 5 12 4
Professionals 12 11 15 9 12 9 14 7
Technical Staff 9 5 11 5 8 5 11 5
Physical Staff 14 6 16 6 14 6 15 6
Teaching Staff 9 4 12 5 14 4 14 3
Health Workers 21 15 25 12 24 19 27 19
Uniformed Staff 8 6 7 10 8 7 8 12
TOTAL 12 7 13 6 13 7 14 7
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What the data shows is that it is not uncommon for individuals to be hired as temporary
employees, and then, after gaining relevant experience, winning permanent positions. Their
status is simply transferred across to ‘permanent’ on the main database, but this is not reflected
in the commencement report. The commencements data thus shows them as being recruited
to temporary, rather than to permanent positions. The net result is that the figures for
recruitment of ‘permanent’ staff fall far below those for separation of ‘permanent’ staff without
this actually being the case.

TABLE 15
NT Public Sector Separation and Recruitment Rates by Employment Category

1990/91 to 1997/98 – Permanent & Temporary Staff

1994/95 1995/96 1996/97 1997/98
separation recruit- separation recruit- separation recruit- separation recruit-

ment ment ment ment
rate rate rate rate rate rate rate rate
% % % % % % % %

Administrative Staff 24 26 25 26 25 26 24 25
Professionals 24 31 28 30 28 30 28 28
Technical Staff 15 15 18 15 17 16 23 24
Physical Staff 35 38 35 38 36 37 35 36
Teaching Staff 18 21 21 21 23 24 21 24
Health Workers 42 47 48 52 55 60 58 58
Uniformed Staff 8 9 8 12 8 11 9 15
TOTAL 24 27 26 28 27 29 27 29

TABLE 16
Separation Statistics for the period 1 July 1997 to 30 June 1998

Permanent & Temporary Staff *

Admin Teaching Health Profesnl. Technical Uniformed Physical Total
Cessation – Temporary 559 200 467 110 90 1 153 1580
Deceased 4 0 0 0 0 2 3 9
Dismissal 6 5 0 0 4 3 22 40
Resignation 621 290 554 145 164 90 263 2127
Retire Early Age 24 10 4 0 0 3 5 46
Retire Invalid 10 6 3 1 1 2 6 29
Retire Max Age 7 4 5 4 1 7 5 33
Retire Other 10 2 0 1 1 0 1 15
Retrenchment 81 14 4 12 33 12 20 176
Other 6 9 1 2 2 0 1 21
TOTAL 1328 540 1038 275 296 120 479 4076

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

As noted previously in Table 9, the truth of the matter is there has indeed been a fall in the
proportion of permanent staff, from 81.5 percent in June 1994 to 76.7 percent in June
1998. This is obviously far less than would be predicted by taking the difference between
commencement and separation rates for permanent staff at face value. It is tempting to drop
the item of permanent commencements entirely, but so doing could create the impression of
incomplete data. Accordingly it is thought best to leave it in, but with this accompanying
rider. In any case logic tells us that, given the slight downward trend in the proportion of
permanent employees described earlier, the actual recruitment rate of permanent employees
is just slightly less than their rate of separation.

The breakdown of separations by type (e.g. resignation, retirement) is recorded on PIPS and
is listed by stream in Table 16. While the total number of recorded commencements is known,
their breakdown is not detailed on the database.
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SICK LEAVE 1997/98
Figure 10 shows the distribution of the number of days sick leave with pay taken by individual
employees during 1997/98. The graph shows that the most frequent occurrence was zero
sick days taken. From this high starting point the curve then drops off steeply up to about six
days leave per year, and then starts to flatten out. The average (median) number of sick days
taken was just under four. When the first analysis was done using 1994/95 data, concern was
expressed over the large number of people who were recorded as taking large amounts of
sick leave e.g. over 50 days (10 weeks). The figure dropped slightly in 1995/96 and then
dropped dramatically to 1996/97. This year the number is almost exactly the same as last
year with 294 people taking over 50 days leave.

As explained in last year’s report, this figure is on the high side of the true value. It is common
for cases which are eventually classified as workers compensation to be initially entered as sick
leave on the PIPS database. When the sick leave is re-credited this is done on the worker’s
personal record but does not correct the original entry in the data table from which PIPS
reports. Thus a significant proportion of the leave reported here is actually workers
compensation, although the exact figure is unknown.

FIGURE 10
Days Sick Leave taken by Individuals in the NT Public Sector in the Year 1997/98

All Employees
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Nevertheless this flaw in the data is consistent over time and so does not explain the reason
for the 45 percent drop in the number claiming over 50 days. This apparent anomaly may be
associated with the development of Employment Instructions which have enabled greater
focus on the area of misuse of sick leave. Additionally, the introduction of budget based
staffing in 1995/96 could reasonably be expected to have focused managers on optimising
usage of their salary budgets, which in turn could have prompted a review of employees
with, for example, pre-retirement illnesses.

Another aspect of sick leave which has received attention in recent years is the distribution of
single day absences over the days of the week. This data is presented in Figure 11. As explained
in previous reports, there is a common perception that single day absences are predominantly
a Monday and Friday phenomenon, and that they are much less frequent in the middle of the
week. While the data supports this to some extent, the effect is not strikingly significant. A
more interesting statistic is gained by looking at the pattern over time. Since the 1994/95
reporting year, the number of single day absences has increased by 25 percent while FTE
public sector staffing has increased by less than five percent. It has been suggested that this
increase may have been due to the freeing up of sick leave provisions (officially allowing for
care of family members) under the last two Enterprise Bargaining Agreements. While it is
difficult to obtain concrete evidence to demonstrate this, anecdotal evidence certainly provides
that explanation with some credence.
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FIGURE 11
Distribution of Single Day Sick Days

NTPS – Budget Year 97/98
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It is noteworthy that while this increase in single days counters the number of paid sick days
saved in the substantial reduction in long term sick leave described above, it comprises only
a fraction of that saving (estimated at about one-quarter for single days). In fact the overall
absence rate contributed by paid sick leave fell from 4.8 percent in 1994/95 to 3.9 percent
both in years 1996/97 and 1997/98.
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