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The Honourable Paul Kirby MLA 
Minister for Public Employment 
GPO Box 3146
Darwin NT 0801

Dear Minister Kirby

State of the Service Report 2019‑20 

In accordance with section 18 of the Public Sector Employment and Management Act 1993 (PSEMA), I present to 
you the State of the Service Report 2019‑20 (the Report) for the Northern Territory Public Sector (NTPS). 

The report is divided into six sections, meeting the requirements of section 18 of PSEMA. This report assesses 
human resource management practices across the NTPS, including the extent to which agencies comply with 
the principles of human resource management, and performance and conduct, as prescribed by PSEMA. 

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

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

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

Yours sincerely

Vicki Telfer PSM
Commissioner for Public Employment

29 September 2020

Letter to the
Minister
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I am pleased to present the 2019‑20 State of the 
Service Report for the Northern Territory public sector 
(NTPS).

The NTPS delivers a wide range of services and 
support for the community. Its workforce includes 
23,590 people (headcount), employed by Northern 
Territory government (NTG) departments and 
agencies. That’s around 18.6% of the total employed 
Territory labour force. They provide health, education, 
transport, emergency services and more.

The community trusts the public sector to keep 
people safe, help grow the economy and provide 
high quality service. The public sector needs safe 
workplaces and diverse, inclusive teams. It deserves 
high‑performing leaders, and agile, capable and 
engaged employees.

The State of the Service is my annual report to the 
Minister for Public Employment on human resource 
management of our sector consistent with the 
Public Sector Employment and Management Act 1993 
(PSEMA). As Commissioner, it is my role to review our 
sector’s achievements, performance and identify areas 
ripe for transformation.

The Report has facts and figures about the structure 
and composition of the public sector workforce 
combined with information about how our public 
sector principles are being upheld and developed.

Each year I plan to focus on one specific area of 
the human resource or performance and conduct 
principles. This year the Report discusses how 
the sector responded to COVID‑19, as far as our 
workforce is concerned, workforce flexibility and 
workforce planning.

COVID-19

The sector performed a high‑calibre job of 
coordinating, collaborating and sharing resources 
to respond to and address the issues and events 
affecting the way in which Territorians conducted their 
personal and business needs. It was evident through 
this time that when our employees are connected to 
a sense of higher purpose – in this case knowing they 
were delivering critical services to our community ‑ 

they are inspired to bring more energy and creativity 
to their jobs. Keeping our employees connected to 
purpose is something to always keep in mind and 
continue.

Workforce flexibility

In regards to workplace flexibility it is apparent that  
for the NTPS it is a work in progress. While there  
has been some great progress much more needs  to 
be done to increase flexibility for our employees. 
Workplace flexibility allows us to respond to a  
number of emerging workforce challenges such as:

• meeting our diversity and inclusion objectives
• managing costs such as unplanned leave
• facing the demographic shifts occurring across

our workforce
• helping us work in environments which require

flexible mindsets
• moving beyond ‘presence’ as a way of measuring

productivity

Workforce planning

Most agencies undertake workforce planning 
quite well. However, we are less well‑developed at 
workforce planning across the sector as a whole. This 
means that we may not be harnessing opportunities 
to build needed future capability. Strategic workforce 
planning ensures the workforce, as a tool to 
deliver organisational outcomes, is effective and 
fit for purpose. It considers the current workforce 
environment as well as changes that are likely to 
impact on the ability of the workforce to fulfil its 
purpose over time.  Establishing sector‑wide strategic 
workforce planning will be a focus for the Office of 
the Commissioner for Public Employment (OCPE) 
during 2020‑21.

One of my early observations during 2019‑20 is that 
a more strategic and coordinated approach in the key 
workforce areas of talent, leadership, integrity 

Commissioner’s
foreword
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and profile is needed. There are opportunities for the 
sector to use its collective experiences and knowledge 
to find solutions; continue to reduce bureaucracy; and 
make better use of data to develop workforce policy 
and inform service improvement.

In late 2019 an NTPS Strategic Workforce Board 
(SWB) was established to drive actions and initiatives 
that maximise NTPS workforce investments as a 
means to improve workforce sustainability and 
capability. It will provide the NTPS with a future 
focused, whole of sector approach to managing 
strategic workforce risks and combined with other 
measures, the SWB will enable mitigation and 
management of whole sector workforce risks. During 
the last year the SWB has been involved in discussing 
job‑family concepts, evaluating training and 
development investment and coming to grips with 
what the future of work may mean for the needed 
capability of the NTPS.

While we have made significant progress in increasing 
the number and percentage of (Aboriginal and Torres 
Strait Islander) employees in our sector it is apparent 
that more needs to be done if we are better reflect 
the community we service. During 2020‑21 we will 
be reviewing agencies’ special measures plans and 
supporting CEOs on the actions they take to increase 
the number of Aboriginal employees, particularly at 
the senior level.

I also note that the number and percentage of 
workers with a disability in our sector is relatively low. 
For that reason I recently wrote to all CEOs 
requesting they put in place Disability Action Plans. I 
will be working with the CEOs Champions of Inclusion 
group on practical measures that can be put in place 
so our sector is more inclusive.

During 2020‑21 OCPE will continue working 
collaboratively with departments and entities and the 
SWB toward our strategic focus areas:

• Delivering a five year strategic workforce plan

• Growing Aboriginal employment

• Strengthening leadership

• Increasing our focus on performance

• Identifying and nurturing talent

• Enabling contemporary and sustainable
NTPS working arrangements

In the first half of 2021 we will undertake our next 
NTPS People Matter survey to help me and our 
sector leaders gauge whole of sector and agency 
performance across a range of employee perception 
measures. This will allow us to focus on continuous 
improvement strategies at agency and whole of 
sector levels. This enables us to work with agencies 
to improve employee engagement and compliance 
with public sector values and employment principles. 
I intend to feature the outcomes of this survey in the 
2020‑21 State of the Service Report.

My aspiration is for a high performing and resilient 
public sector that Territorians trust and which delivers 
outstanding results and value for money where our 
employees are motivated to continuously innovate. 
Fostering an NTPS culture of customer focussed, 
flexible and agile service delivery to Territorians 
coupled with high ethical standards of employees 
is the way forward and which the sector needs to 
deliver.

I trust the evidence in the State of the Service Report 
2019–20 will assist efforts to continuously improve 
the work environments we provide and the services 
we deliver.

I look forward to continuing to build relationships 
across the government sector with the aim of 
developing a high quality and productive workforce 
to deliver the very best outcomes for Territorians. 

Yours sincerely

Vicki Telfer PSM
Commissioner for Public Employment

29 September 2020



Introduction

Section 18(1) of PSEMA requires the Commissioner to report annually to the Minister 
on human resource management in the NTPS. Section 18(2) of PSEMA prescribes the 
matters the report must contain:

a) the extent to which the human resource management principle and performance 
and conduct principle have been upheld in the Public Sector during the financial year, 
including:
i) measures taken to ensure they are upheld; and
ii) any significant failures to uphold them of which the Commissioner is aware;

b) measures, if any, taken to improve human resource management in the various agencies; 
the extent to which disciplinary, redeployment and inability procedures were invoked in 
the Public Sector;

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

d) any other matters prescribed by regulation.

The matters required to be reported on under 
Section 18(2)(e) above are reported separately, 
in the OCPE Annual Report.

Report  
overview
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Public Sector Principles

The human resource management, merit, equality 
of employment opportunity, and performance 

and conduct principles are complemented by the 
administration management principle. These principles 

(collectively, the Public Sector Principles) underpin PSEMA 
as the basis for administrative action, administration of the 
NTPS, and conduct expected of NTPS employees. They are  
the essential components of the human relations framework 
that governs employment in the NTPS.

The Public Sector Principles are designed to support 
agencies by providing a framework within which each 

agency can develop the culture and values that 
best support its operations and achievement 

of service objectives. A definition of each 
principle is provided within the body of 

the report.
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The NTPS at a glance

The NTPS is the largest employer in the Northern 
Territory (NT), with agencies providing a broad range 
of government services to the NT community. As at 
the last pay in June 2020 the NTPS employed 23,590 
employees (headcount). The total June 2020 quarterly 
average full‑time equivalent (FTE) was 21,836. 

For the purpose of this year’s Report, the figures provided 
in this section use statistical data from 25 agencies.  
However, as in past years, the data represented in the 
sections of the report referencing the PSEMA principles is 
based on survey responses from 23 agencies.

 The two agencies excluded from these sections are:

• The Department of the Legislative Assembly, for 
whom the Speaker of the Legislative Assembly is 
their Commissioner under PSEMA section 3(1). 
Therefore their PSEMA section 18 reporting 
requirement is contained separately in their annual 
report.

• Aboriginal Areas Protection Authority, which is 
not an agency for the purposes of PSEMA. As in 
previous years they were excluded from the survey.
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Figure 1  - Proportion of staff in NTPS agencies providing services across the NT
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Figure 2  - Growth in the NTPS, labour force and population: 2010 to 2020

The proportional growth in the NTPS full‑time equivalent (FTE) since 2016 is slightly higher than the growth 
in the NT population and NT labour force. The most significant difference occurred in the past two years when 
the NT population slightly declined. The growth in the NTPS has been steadily rising in the past two years even 
though the size of the NT labour force remained generally consistent during this same period.

Figure 3  - Staffing by employment status

STATUS 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020
Change  
10 to 20

Ongoing 70.4% 70.8% 69.9% 73.4% 71.6% 70.6% 69.5% 69.2% 69.8% 70.3% 71.5% 0.5% pts.

Fixed period 25.3% 25.3% 26.1% 22.7% 24.6% 25.6% 26.7% 27.0% 26.7% 26.0% 25.0% -0.9% pts.

Casual 3.9% 3.7% 3.7% 3.6% 3.6% 3.5% 3.5% 3.6% 3.3% 3.6% 3.4% -1.1% pts.

Misc. 0.4% 0.3% 0.3% 0.3% 0.3% 0.3% 0.2% 0.2% 0.1% 0.1% 0.1% -0.9% pts.

NOTE: This table is based on Paid Headcount (staff with an FTE greater than 0).

In the last two years there has been a slight increase in the number of ongoing (permanent) employees 
and subsequent decrease in the number of fixed period (temporary contract) employee arrangements. The 
proportion of casual employees has steadily declined in the last 10 years.
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Figure 4  - Distribution of men and women in the NTPS by salary level: June 2020

NOTE: This graph is based on Paid Headcount (staff with an FTE greater than 0), and excludes Executive Contract Staff.

When comparing the distribution of men and women across salary groups, women represent a higher 
percentage of the workforce in the low to mid‑range salary levels (up to $80,000 per annum, which corresponds 
to the Administrative Officer 4 and equivalent classification levels). Men are increasingly represented in the mid 
to high‑range salary levels, with most significant disparity occurring at salary levels of $140,000 per annum and 
above (corresponds to SAO2/SP2 and executive contract officer and equivalent classifications. It is noted the 
disparity across the salary ranges $110,000 to $140,000 per annum (comparable to AO7 to SAO1/SP1 and 
equivalent classifications) is minimal.

Figure 5  - Percentage of employees working full-time vs part-time
Female Percentage Male Percentage

Full-time 85.67% 95.24%
Part-time 14.33% 4.76%

Figure 6  - Gender balance of NTPS employees vs NT total employed persons 

Gender
NT  Total Employed 

Persons% NTPS %
Female 47.8% 64.09%
Male 52.2% 35.91%

NOTE: These tables are based on Paid Headcount (staff with an FTE greater than 0). NT Labour Force Figures are sourced from ABS.
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Women make up the greater proportion of the NTPS workforce representing approximately 64% of NTPS 
employees, and 84% of part‑time workers are women compared to 16% of men. Figure 5 represents the 
percentage of women who work full‑time compared to part‑time, and proportion of men who work full‑time 
compared to part‑time.

Figure 7  - Age distribution employed NTPS vs NT total employed persons 2020

NOTE:  NTPS total employed persons is based on Paid Headcount (staff with an FTE greater than 0). NT total employed persons 
numbers are sourced from ABS.

The age distribution of men and women in the NTPS across most age groups is generally consistent with the 
age distribution of NT employment, except in the group aged 15‑24. This age group represents significant 
opportunities to promote NTPS recruitment programs for school based apprenticeships and graduate 
opportunities.
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Figure 8  - Location of NTPS officers throughout the NT

NOTE: This table is based on Paid Headcount (staff with an FTE greater than 0).
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Figure 9  - Change in executive contract numbers by classification and gender June 2019 to 
June 2020 

Women Men Total
2019 2020 Diffce 2019 2020 Diffce 2019 2020 Diffce

Administration
Executive Officer 1 124 115 -9 125 108 -17 249 223 -26

Executive Officer 2 72 67 -5 87 80 -7 159 147 -12

Executive Officer 3 15 16 1 25 22 -3 40 38 -2

Executive Officer 4 11 9 -2 13 9 -4 24 18 -6

Executive Officer 5 6 6 0 6 5 -1 12 11 -1

Executive Officer 6 4 6 2 7 7 0 11 13 2

Sub-total 232 219 -13 263 231 -32 495 450 -45
Education
Contract Principal 2 47 45 -2 15 16 1 62 61 -1

Contract Principal 3 15 16 1 4 4 0 19 20 1

Contract Principal 4 2 2 0 4 4 0 6 6 0

Contract Principal 5 3 2 -1 2 2 0 5 4 -1

Sub-total 67 65 -2 25 26 1 92 91 -1
Police
Commissioner 0 0 0 1 1 0 1 1 0

Police Contract Officer 1 2 1 14 13 -1 15 15 0

Sub-total 1 2 1 15 14 -1 16 16 0
Power & Water
Executive Manager 1 1 1 0 12 7 -5 13 8 -5

Executive Manager 2 3 2 -1 5 5 0 8 7 -1

Executive Manager 3 3 2 -1 5 6 1 8 8 0

Executive Manager 4 2 2 0 12 11 -1 14 13 -1

Sub-total 9 7 -2 34 29 -5 43 36 -7

TOTAL 309 293 -16 337 300 -37 646 593 -53

NOTE: This table is based on Paid Headcount (staff with an FTE greater than 0).

14 State of the Service Report 2019‑20



Figure 10 - NTP average (mean) personal leave days taken per employee 2010-11 to 2019-20

NOTE: This graph is based on FTE.

Personal leave includes leave taken because the employee is sick or injured (sick leave); or to provide care or 
support to a member of the employee’s immediate family or household who is sick or injured; or because of an 
unexpected emergency affecting the member (carer’s leave).
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Figure 11 - NTPS average (mean) personal days taken per employee by stream by gender: 2019-20

STREAM Females Males Total
Administrative 12.2 9.7 11.5
Health Workers 9.0 5.9 8.3
Physical 10.2 8.6 9.4
Professional 9.7 8.0 9.1
Teaching 11.6 10.3 11.3
Technical 11.2 10.4 10.6
Uniformed 19.6 13.7 15.2
Total 11.4 10.1 10.9

NOTE: This table is based on FTE.

Figure 11 represents the average personal leave (sick and carer’s leave) by employment stream.

Figure 12 - Representation of EEO groups in the NTPS

Category
June 
2010

June 
2011

June 
2012

June 
2013

June 
2014

June 
2015

June 
2016

June 
2017

June 
2018

June 
2019

June 
2020

Ten-year 
change

Aboriginal 
Australians 8.1% 8.1% 8.4% 8.4% 8.7% 9.1% 10% 10.5% 10.4% 10.6% 10.9% 2.8% pts.

People with 
disability 1.5% 1.4% 1.2% 1.2% 1.1% 1% 1% 1% 1.1% 1.2% 1.3% -0.2% pts.

People from 
culturally diverse 
background

5.5% 5.1% 5.7% 7.1% 8.4% 9.1% 9.8% 10% 10.4% 11.4% 12.5% 7% pts.

Women in senior 
management 
(SAO2 to ECO6)

40% 43% 44% 44% 44% 46% 49% 51% 51% 51% 53% 13% pts.

The representation of Aboriginal employees in the NTPS has significantly increased to 10.9%.  This is the highest 
recorded representation of Aboriginal employees in the NTPS, and represents a percentage  increase of 2.9%  
since June 2016.

The number of women represented in senior management roles has increased to 53%.
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Note: The DCIS machinery of government change to centralise corporate services occurred during 2019 resulting in the transfer of 
corporate staff from agencies to DCIS. When this movement is reflected in FTE reporting it restricts the readers ability to identify 
individual agency FTE variations. A back casting estimate was therefore applied to historical annual data, including the June 2019 
Quarterly FTE figures to resolve this issue. This allows a more accurate representation of yearly change to FTE by agency.

Agency Average June 
Quarter 2019

Average June 
Quarter 2020

Change Over  
12 Months

Aboriginal Areas Protection Authority^ 27 34 7
Attorney-General and Justice (+ Corrections) 1 432 1 465 33
Auditor-General 5 5 0
Chief Minister 318 296 -22
Commissioner for Public Employment 32 31 -1
Corporate and Information Services 1 199 1 166 -33
Education 4 296 4 386 90
Environment and Natural Resources 301 281 -20
Health 7 109 7 268 159
Independent Commissioner Against Corruption 11 22 11
Infrastructure, Planning and Logistics 789 755 -34
Jacana Energy 72 69 -3
Land Development Corporation 19 21 2
Legislative Assembly 98 100 2
Local Government, Housing and Community Development 629 596 -33
NT Electoral Commission 10 17 7
Ombudsman 14 15 1
Police, Fire and Emergency Services^ 2 089 2 178 89
Power and Water Corporation 848 844 -4
Primary Industry and Fisheries 464 422 -42
Territory Families 863 810 -53
Territory Generation 196 188 -8
Tourism and Culture 578 511 -67
Trade, Business and Innovation 237 234 -3
Treasury and Finance 124 122 -2
TOTAL 21 760 21 836 76

This Report:
• Shows the NTPS quarterly staffing FTE average by agency
•  Results are represented as whole numbers for ease of reading, with rounding performed at the last stage of calculation for 

maximum accuracy. Values from X.00 to X.49 are rounded down and values from X.50 to X.99 are rounded up. Due to rounding, 
in some instances the results may not total 100%.

•  ̂ The uniformed police component of NTPFES and the Aboriginal Areas Protection Authority are administered under their own 
Acts, not under the PSEMA.

Figure 13 - Changes to average NTPS staff employed by agency: June quarter 2019 to June quarter 2020



Measures taken to improve HR practices –
Contemporary and sustainable NTPS working arrangements
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This year the COVID‑19 pandemic affected all 
Australian states and territories, including public 
services to varying degrees. It provided the NTPS 
with a significant opportunity to demonstrate its 
agility, responsiveness, and capacity to flex to meet 
the needs of Territorians in challenging and changing 
circumstances.

This section of the Report focuses particularly on 
measures taken to improve human resource (HR) 
practices through three lenses of COVID‑19, flexible 
work arrangements and workforce planning.

This Report also highlights extracts from a number 
of COVID‑19 ‘Unsung Heroes’ who are fantastic 
exemplars of the high quality public servants who 
deliver each and every day for the Territory.

COVID-19
Employees in the NTPS were fortunate in that we 
were not as seriously impacted by some of the major 
constraints that applied in other jurisdictions or 
those which impacted a large proportion of Territory 
businesses. For example, many staff could continue 
to work, and attend the workplace (being mindful of 
physical distancing). 

The sector did a high‑calibre job of coordinating, 
collaborating and sharing resources to respond to 
and address the issues and events affecting the way 
in which Territorians conducted their personal and 
business needs.

We learnt valuable lessons. Two of the key learnings 
from the Territory’s initial COVID‑19 pandemic 
experience, which have also been reflected in other 
jurisdictions, are:

1. paying ongoing attention to the health and 
wellbeing of staff is very important

2. preparation is vital

Some aspects of the NTPS employment arrangement 
responses are worth calling out. Some examples are 
included below. 

Surge planning and sharing resources
• The Department of Health (DoH), NT Police, 

Fire and Emergency Services (NTPFES), and 
Territory Families (TF) who have many years 
of experience with emergency responses, as 
expected, had excellent surge planning strategies 
for their workforce. Other agencies weren’t as 
well equipped in this regard to begin with and 
needed to implement different initiatives to cope 
with the volume of work needed to be delivered 
to support the community. The pandemic has 
highlighted the need to build more mature surge 
planning strategies.

• A ‘snapshot’ of staff skills for the future will 
enable emergency roles to be filled with the right 
people without delay.

• The sharing of resources across agencies 
created beneficial partnerships that need to be 
maintained post pandemic.

• Agencies would benefit from continuing to share 
data, information and resources, to improve 
how the NTPS responds to the needs of the 
community.

• There was some duplication of effort when 
agencies developed or customised HR policies 
and plans that had already been developed in 
consultation with unions for the purpose of 
dealing with the employment arrangements and 
distributed centrally. This points to a need for 
clearer lines of communication.
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High-level purpose matters
• Leaders uniformly reported that linking 

people’s work to the purpose of protecting the 
community’s health and the Territory economy 
drove higher levels of engagement.

• Employees delivered ‘above and beyond’ for 
the Territory, clearly demonstrating that when 
employees are connected to a sense of higher 
purpose they are inspired to bring more energy 
and creativity to their jobs. The pandemic 
response reinforced that when employees feel 
that their work has meaning, they become more 
committed and engaged. They take risks, learn, 
and raise performance.

• The changes in staffing roles to deal with the 
COVID‑19 pandemic led to exposure in new and 
different work. This enabled staff development 
while also providing opportunities for new 
leadership roles. 

• At the same time, it is important to ensure that 
health and wellbeing strategies and resources 
continue to be promoted and made available to 
employees all of whom have varying abilities to 
cope and remain resilient during extended periods 
of uncertainty.

Flexible work practices are a work  
in progress
• It was critical to ensure agencies continued to 

deliver essential services to the NT community.

• A key focus was on supporting staff whose health 
and family circumstances significantly increased 
their vulnerability and/or those of their family or 
household members to contracting COVID‑19 
and other health complications, and where extra 
protection measures were needed.

• The working from home (WFH) arrangements 
were designed to suit the particular work 
requirements and staff needs across the NTPS’s 
diverse areas of work. Reducing the number 
of employees in offices assisted in maintaining 
physical distancing requirements, especially 
for those performing work that could not be 
undertaken outside of the workplace.

• It was important to ensure that staff were working 
safely. WFH assisted by the promotion and use of 
online collaboration tools.

• WFH practices and access to other flexible work 
arrangements during the COVID‑19 pandemic 
enabled more flexible hours of work to be trialled. 
Some teams greatly benefited from time to focus 
on technical work.

• There were a mixture of employee opinions 
about WFH arrangements. Some employees 
and divisions were able to quickly adapt their 
work practices, and some employees missed the 
physical office and connections with staff, and 
took longer to adapt their working routines.

• There were some practical limitations with 
Employment Agreement arrangements for 
agencies where shift work occurs.

• System improvements would help agencies to 
better capture WFH data and manage workflows, 
which may need a corresponding cultural shift 
within agencies. 

Communication is key
• Communicating across the sector throughout 

the COVID‑19 wave was key. Whole of sector 
messaging ensured consistency in key messages 
and methods of communication, which was 
beneficial to employees.
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Innovation happened
• Agencies for the most part demonstrated their 

ability to respond to the changing landscape 
quickly and exercise a level of innovation. It is 
important that this innovation is captured and 
continued post COVID‑19.

Dedicated resources made available
• To enable agencies and employees to quickly 

implement working from home arrangements, 
OCPE developed a dedicated WFH site providing 
information, tools and support for employees 
and agencies, including an easy to understand 
guideline.

Lessons
• Along with recognising the ability of the NTPS to 

quickly adapt, the lessons from this experience 
will assist the NTPS to remain contemporary and 
effective into the future.

• Implementing the Northern Territory 
Government’s (NTG’s) response to the COVID‑19 
pandemic provided an ideal opportunity for 
agencies to build and promote contemporary 
work arrangements on a much broader scale. 
These arrangements, when implemented well, 
can deliver increased productivity and boost 
engagement.

• However, as noted earlier, system improvements 
will be necessary to better capture flexible 
work arrangements within agencies. For this 
reason the data is not readily available for this 
report, particularly in relation to the number of 
employees working from home during COVID‑19.

Many agencies will share their COVID‑19 work stories 
and employee experiences in their annual reports. 
However, some of these stories, which were published 
in full on the OCPE website as part of our United 
Nations Public Service Day celebrations on 23 June, 
have been included throughout this year’s Report. 

By celebrating our employees and their stories 
through publishing them online and as extracts in 
this Report, not only do we continue to recognise 
their achievements, it is also a reminder of our agility, 
responsiveness and ability to innovate, during and 
beyond times of crisis, which improves our services to 
the NT community.
NOTE: The full COVID‑19 Unsung Hero posts can be viewed at 
ocpe.nt.gov.au.
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Flexible work arrangements 
Although WFH is the most recognised type of 
flexible work arrangement available, there are a 
number of differing flexible work arrangements 
available to NTPS employees, which support them 
to maintain a measure of work and life (personal 
commitments) balance. 

Flexible work practices are available to employees 
across all agencies. The below table reflects the 
percentage of agencies where flexible work practices 
reported to be in use.

Significant events, such as the NTPS response to 
the COVID‑19 pandemic or cyclones or floods, 
highlight the need for flexible working arrangements, 
along with some benefits. WFH arrangements can 
benefit workplaces and employees by maintaining 
the health and wellbeing of employees who attend 
work, and those who may need to work from home, 
while enabling the continued delivery of necessary 
services. 

However, it is important to recognise that flexible 
work arrangements need to benefit all parties to the 
arrangement, and not just the employee requesting 
the arrangement. It’s also important to note that not 

all types of work are suited to all of the flexible work 
arrangements available.

For flexible work arrangements to be successfully 
sustained they have to work for the customer or 
client (whether internal or external), for the team as 
well as the individual. 

As can be seen in Figure 13 employees from all 
agencies were able to access WFH arrangements, 
with many of the arrangements being implemented 
in response to the COVID‑19 pandemic. 

Notably, the number of agencies in which employees 
accessed home based work arrangements increased 
during 2019‑20. This was likely due to the impacts of 
community and work measures to reduce the impact 
of COVID‑19 across the NT. This contributed to the 
significant number of agencies in which employees 
are accessing individual flexible work agreements.  

Figure 14 - Type and percentage of flexible work arrangements adopted by agencies
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What the numbers say
The number of agencies in which employees were 
accessing flexible work arrangements increased 
in relation to employees accessing flex‑time 
arrangements (up 1%), part‑year employment (up 
2%), and career breaks (up 2%). 

There was a decrease in the number of agencies in 
which employees accessed part‑time work (down 
4%); purchase of additional leave (down 8%); 
short term absences for family and community 
responsibilities (down 1%); and job sharing (down 
11%). The application of staffing caps along with the 
impacts of COVID‑19 may have contributed to some 
of these decreases. Utilisation of recreation leave at 
half pay remained stable.

Who can request
Under the NTPS enterprise agreements, employee 
requests for flexible work arrangements must be 
genuinely considered by managers. This includes 
taking into account the impact of the request not 
just on the employee, but also the impact of those 
arrangements on other employees within the 
workplace and ensuring services can continue to 
be delivered. Flexible work arrangements should 
not result in unreasonable increases in workload 
and/or overtime required to be performed by other 
employees to accommodate the request. 

Employee requests to access a flexible working 
arrangement for one or more of the following 
reasons, can only be refused on reasonable business 
grounds: 

• is the parent, or has responsibility for the care of 
a child who is of school age or younger 

• is a carer (within the meaning of the Carer 
Recognition Act 2006) 

• has a disability 

• is 55 years or older 

• is experiencing violence from a member of the 
employee’s family 

• provides care or support to a member of the 
employee’s immediate family, or a member of 
the employee’s household, who requires care 
or support because the member is experiencing 
violence from the member’s family 

The circumstances in which this type of request can 
be refused include: 

• the requested arrangements are too costly

• other employees working arrangements could not 
be changed to accommodate the request

• it was impractical to change other employees’ 
working arrangements or hire new employees to 
accommodate the request 

• the request would result in significant loss of 
productivity or have a significant negative impact 
on customer service

According to agencies, the main reason where 
requests were refused was that it would result 
in a significant loss of productivity and/or have a 
significant negative impact on customer services. No 
requests were refused because the arrangements 
were too costly or other employees working 
arrangements could not be changed.

This may highlight issues associated with managing 
employee performance and outputs, which can be 
problematic without the right supporting tools and 
good performance plans. Monitoring employee 
health and wellbeing risks associated with extended 
periods of isolation, can also be difficult if regular 
communication is not planned and maintained.
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Workforce planning 
The coordination and implementation of the NTG’s 
emergency response to the COVID‑19 pandemic 
highlighted another key issue for the NTPS, which 
is the need for workforce planning across the NTPS 
and within agencies. Workforce planning (and 
associated activities) can boost our ability to identify 
employees with the necessary skills and abilities, 
and preparedness to undertake work outside of their 
usual activities, or to train and develop the required 
skills in others, both in emergency situations or 
otherwise. 

Understanding our current and future challenges and 
workforce capacity and capability skills gaps enables 
the NTPS to quickly acquire and develop these skills 
through recruitment, development, and training. This 
positions the sector to flex and adapt to the NT’s 
changing economic and environmental needs as and 
when required.

Coordinating workforce planning is one of the 
activities that ensures agencies can provide effective 
and efficient services to the NT community. 

NTPS agencies need to plan for the future workforce, 
to ensure that their workforce is structured and 
administered so that: 

• responsibilities are clearly defined 

• appropriate levels of accountability are in place 

• excessive formality and delay are minimised 

• innovation is encouraged 

To meet these requirements, agencies use a number 
of different methods for their workforce planning 
activities.

Figure 15 - Type and percentage of workforce planning approaches adopted by agencies

WORKFORCE PLANNING APPROACHES

PEOPLE PLAN

  LEADERSHIP STRATEGY

57%

35%

30%

30%

26%

9%

9%

WORKFORCE STRATEGY

NO DOCUMENTED WORKFORCE PLAN

CAPABILITY DEVELOPMENT PLAN

TALENT MANAGEMENT PLAN

HUMAN CAPITAL
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Agencies assessed their operational risks which the 
workforce influence, including their capability and 
capacity.

Identified workforce 
challenges and risks 
The top four risks identified by agencies relate to 
inadequate resourcing, and recruitment and retention 
of appropriately skilled staff.

There was less variance in the weighting of 
workforce risks across agencies than in previous 
years. One percentage point separated the two 
highest ranked risks, with only two percentage points 
between the second and third. This is unsurprising 
given the recent events surrounding COVID‑19 have 
compounded workforce issues such as business 
continuity planning.

Figure 16 - Workforce challenges and risks

INADEQUATE RESOURCES FOR CHANGING BUSINESS NEEDS

RECRUITING APPROPRIATELY SKILLED PEOPLE

RETAINING APPROPRIATELY SKILLED PEOPLE

RETAINING EMPLOYEES WITH A HIGH POTENTIAL FOR SUCCESS

ADDRESSING CAPABILITY GAPS DUE TO A CHANGING OPERATING ENVIRONMENT

LIMITED CAREER ADVANCEMENT OR MOBILITY OPTIONS

LOSS OF CORPORATE KNOWLEDGE OR TALENT DUE TO RETIREMENT 

SKILL SHORTAGES WHICH IMPACT ON AGENCY CAPABILITY
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Identified capacity (headcount) and capability (skills) gaps
Key capacity (headcount) gaps 
Key capacity gaps experienced across the NTPS were industry specific skilled employees, (such as health, 
uniformed, teachers, engineers etc).

Figure 17 - Key capacity (headcount) gaps identified by agencies, numbered from 
highest to lowest

Addressing capacity (headcount) gaps 
Agencies report that they continue to depend on private sector, interstate recruitment, and inter‑jurisdictional 
recruitment to address capacity risks.

Figure 18 - Addressing capacity (headcount) gaps

Method
Percent of agencies 
employing method

Inter-jurisdictional recruitment 52%
Strategies aimed at increasing the supply of skills (e.g. skilled migration, supported study etc.) 43%
Recruitment from private sector 57%
Overseas recruitment 9%
We are not addressing the gaps 4%
We do not have gaps 26%

1. INDUSTRY SPECIFIC
2. PROJECT MANAGEMENT

3. POLICY

4. FINANCE

5. ICT

6. PROCUREMENT

7. HUMAN RESOURCES

8. FRONTLINE ADMINISTRATION

9. BACK OFFICE ADMINISTRATION
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Key capability (skills) gaps 
Performance management was identified as the most significant capability gap across the sector. This is the 5th 
consecutive year this capability has been ranked in the top four. Similarly, leadership has been ranked by almost 
80% of agencies as being a significant capability gap. Maintenance of a skilled and professional workforce will 
assist agencies to provide efficient and appropriate services to the community.

Figure 19 - Key capability (skills) gaps identified by agencies (highest to lowest)  

There is a correlation between the skills gaps and the areas where agencies focused their training investment. 
However, when compared to previous years, there is less correlation between the apparent significance of the 
capability gap and the investment by agencies. For a breakdown of the training investment by capability gap, 
see Figures 23 and 24.  
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INVESTMENT IN
PROFESSIONAL DEVELOPMENT
both accredited
and non-accredited STRATEGIES AIMED AT INCREASING 

THE SUPPLY OF SKILLS
eg skilled migration,  

supported study   

INTER-JURISDICTIONAL
SECONDMENT

MENTORING AND 
SUCCESSION

PLANNING

87%

83%

52%

48%

4%

30%

NO 
CAPABILITY GAPS

INVESTMENT IN KNOWLEDGE
MANAGEMENT INITIATIVES

Addressing capability (skills) gaps 
Agencies took proactive actions to address the current/projected skilled staff shortfall. Agencies reported that 
the most frequently used method to capability address gaps was an investment in professional development 
(both accredited and non‑accredited).

Figure 20 - Percentage and type of activities undertaken by agencies to address capability 
(skills) gaps
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Fiona Hicks
Fiona was part of the initial response team within DTBI 
that helped local business get ready for the shutdown of 
stage one. 

Fiona was proud of her colleagues. “We adapted to the 
public’s needs and requirements in a time of crisis,” she 
said.

“[Territorians] adapt to change quickly to suit the 
circumstances and we help each other out when things 
are tough.”

Taking care 
of business

Louise McCormack
The General Manager of the Transport and Civil division, 
Louise McCormack, provided advice and support to 
DCM and Commonwealth colleagues on transport and 
logistics issues. 

“My team would probably agree that achieving a positive 
health outcome for the Territory is what we are most 
proud of. We are also proud of the leadership role the 
Territory has taken in its response. 

“Everyone in the Territory was willing to help and do 
whatever it took.”

Every day was 
different

Rachael Shanahan and Larnie Batten
Colleagues Rachael Shanahan and Larnie Batten have 
been working to support international students through 
the StudyNT ambassadors program.

“The first thing about COVID-19 was making sure 
students in the Territory were ok,” Rachael said.

 “The alumni and this year’s ambassadors were amazing – 
they were worried about each other, and how they would 
survive. They really supported each other through the 
crisis.” Study buddies

COVID‑19 UNSUNG HEROES
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Dr Vicki Krause
Life changed for Dr Vicki Krause on 9 January when, as 
Director of the Top End Health Service Centre for Disease 
Control, she was notified of a potential pandemic. 

That kicked off several months of 12-plus-hour days for 
Vicki and her team.

"I'm extremely proud of the team. Nobody ever said 
'I can't…'," she said. 

"People can do amazing things apart from what they do 
every day in their jobs."

On the disease 
control frontline

Grant Smith
The creation of the COVID-19 Emergency Operations Centre 
was a mammoth task – and yet it took only four days, thanks 
to public servants, contractors, suppliers and volunteers. 

Two people in the thick of it were Grant Smith and Tony 
Berrill, from the electrical section of Urgent Minor Repairs 
and Minor Works for DIPL. 

“There are a lot of people who were involved, too many to 
be named, and we all worked exceptionally hard and put in a 
lot of time and effort on days off and after hours to pull it all 
together,” Grant said.

Creating an emergency 
operations centre

Emmylou Trombley 

Territorians were among the first in the nation to have 
their own dedicated coronavirus website, thanks to the 
work of DCIS Digital Content Quality Officer Emmylou 
Trombley and her colleagues.

Territorians banded together when it came to 
restrictions, Emmylou said, and “a real sense of 
community was established. This flourished online and 
helped people feel connected even when they were 
distanced from loved ones.” Connecting the 

community

COVID‑19 UNSUNG HEROES
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Human resource management principle

Section 5C of PSEMA defined the human resource management principle (HRM) as follows:

(1) The human resource management principle is that human resource management in the Public Sector must be 
directed towards promoting the following: 
(a) employment based on merit;
(b) equality of employment opportunity;
(c) working environments in which employees:

(i) are treated fairly, reasonably and in a non-discriminatory way; and 
(ii) are remunerated at rates appropriate to their responsibilities; and 
(iii) have reasonable access to training and development; and 
(iv) have reasonable access to redress when adversely affected by improper or unreasonable decisions.

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

Agency observance of the HRM principle 
All agencies indicated that they had implemented processes to ensure employees are aware of and observe 
this principle, which includes the merit principle, and equality of employment opportunity principle.

Working environments
Remuneration/job classification 
Remuneration in the NTPS is determined in accordance with the NTPS wages policy and through enterprise 
agreement bargaining processes, the application of awards, or via a Commissioner’s determination if new 
employment classifications are created between enterprise agreement bargaining years.

However, the determination of a job classification level is applied by evaluating the relative value of the job 
roles and responsibilities using either the Mercer CED Job Evaluation System (JES), which applies to the 
majority of jobs (administrative, professional, technical, policing, nursing); or via competency requirements or 
other arrangements established under the relevant enterprise agreement (physical, classroom teachers, medical 
officers). 

Once the classification level is determined, the employee will be remunerated as per the rates set under the 
relevant enterprise agreement, award or determination. 

All agencies review job descriptions (JD) prior to advertising to ensure that the JD accurately reflects the 
responsibilities and requirements of the role. If the job has changed significantly, that review can assist to 
determine if the job needs to be re‑evaluated, noting that the changes will not necessarily result in a change to 
the classification level. 
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Agencies also undertake reviews of JDs and classifications in the following circumstances:

• establishment of new functions  

• during change management processes  

• when prompted by a performance management review 

• upon request from individual employees 

• machinery of government changes 

Performance management  
EI 4 – Employee Performance Management and Development Systems requires CEOs to develop and 
implement an employee performance management and development procedure within their agency that is 
compliant with the requirements of EI 4. 

All agencies reported having an operational performance management system in place. However, as in previous 
years, the systems are not implemented in all areas of an agency and not all employees have a formal written 
performance agreement in place.

Figure 21 - Performance management systems

43% 
OF AGENCIES HAD MORE THAN 75% 
OF STAFF WITH PERFORMANCE PLANS 
IN PLACE

17% 
OF AGENCIES HAD BETWEEN 51–75% 
OF STAFF WITH PERFORMANCE PLANS 
IN PLACE

30% 
OF AGENCIES HAD BETWEEN 25–50% 
OF STAFF WITH PERFORMANCE PLANS 
IN PLACE

9%  
OF AGENCIES HAD LESS THAN 25% 
OF STAFF WITH PERFORMANCE PLANS 
IN PLACE

25–50%

<25%

> 75%

51–75%
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Effective performance management systems contribute to the achievement of organisational objectives, 
improves the performance of individuals and teams, and provides a valuable opportunity for employees and 
managers to give and receive feedback and discuss how their roles achieve the agency’s goals. Agencies 
measure the effectiveness of their performance management systems in a number of ways, as shown in 
Figure 21.

Figure 22 - Methods of measuring the effectiveness of performance management systems 

Professional development 
Monitoring performance and responding to skills gaps through a variety of development opportunities is 
a critical component of developing a skilled workforce. A total of 87% of agencies reported that the most 
frequently used method to address gaps was an investment in professional development (both accredited 
and non‑accredited), refer figures 23 and 24. Interestingly, non‑accredited training procured and designed by 
agencies was the preferred mode of development with 17,558 recorded enrolments.

There remains a correlation between the skills gaps and the areas where agencies focused their training 
investment. However, when compared to previous years, there is less of a correlation between the apparent 
significance of the capability gap and the investment by agencies. 

MONITOR 
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PROGRAMS

ANALYSE WORKFORCE
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Finding pathways home
Juanita helped find a way for prisoners to return to country 
while keeping remote communities safe. 

"We worked with our EVP elders, Larrakia Nation, prison staff, 
Community Corrections teams, Police, Health, land councils, 
legal services and travel providers to get people back to their 
communities safely," she said.

"This was a huge team effort… and something I was proud to be 
part of.” Juanita Jones 

COVID‑19 UNSUNG HEROES
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Figure 23 - Addressing training and development needs
 

Number of 
participants Development method

Top five training topics 
employees enrolled in

17,558 Non-accredited training and development procured/
designed by agency for internal delivery

Industry specific
Project management
Leadership
Performance management
Mentoring and coaching

2,886 Attendance at publicly available non-accredited training 
and development courses/programs.

Industry specific
Project management
Leadership
Performance management
Mentoring and coaching

762 Vocational education and Training (VET) qualifications Industry specific
Project management
Training and assessment
Leadership
Procurement and contracting

449 Higher Education – bachelor degree or higher level 
qualification

Industry specific
Leadership and management 
Financial services
Community services
Project management



Figure 24 - Investment in staff attending agency procured non-accredited training and 
development by topic  

Agencies that 
identified topic  
as a skills gap

Agencies invested 
in training

Total number of 
participants 

Procurement 70% 48% 619
Finance 65% 39% 355
Project management 78% 44% 105
HR/IR 30% 39% 651
Policy 70% 13% 46
Governance 48% 30% 51
ICT 48% 43% 851
Business acumen 30% 35% 1,173
Social awareness and community 35% 35% 266
Cross cultural training 52% 56% 2442
Work health safety 48% 61% 1,074
Leadership 78% 61% 483
Performance management 78% 48% 454
Mentoring and coaching 78% 44% 214
Industry specific 61% 56% 8,774
Total number of participants 17,558

Rolling with the changes 
When the pandemic hit, Samantha Hunter was tasked with 
leading DCIS' COVID-19 compliance team as Data Management 
Coordinator, managing arrivals from all entry points, and keeping 
the Territory safe. 

Samantha is proud of her team. "They always just rolled with the 
punches!" she said. 

"They took the time and care to notice when something didn't 
seem right and raised the right questions rather than just seeing 
their role as 'data entry'."

Samantha Hunter 

COVID‑19 UNSUNG HEROES34



Figure 25 - Investment in staff attending publicly available non-accredited training and 
development by topic 

Agencies that 
identified topic  
as a skills gap

Agencies invested 
in training

Total number of 
participants 

Procurement 70% 26% 346
Finance 65% 35% 51
Project management 78% 26% 25
HR/IR 30% 26% 23
Policy 70% 26% 43
Governance 48% 17% 18
ICT 48% 22% 61
Business acumen 30% 26% 46
Social awareness and community 35% 13% 7
Cross cultural training 52% 30% 103
Work health safety 48% 43% 248
Leadership 78% 35% 90
Performance management 78% 9% 10
Mentoring and coaching 78% 9% 4
Industry specific 61% 65% 1,811
Total number of participants 2,886

People’s welfare at the heart of response 
The Northern and Southern Welfare Groups has fielded over 
1,700 referrals, managed the quarantine of arrivals in the 
Territory and supported biosecurity and return to country for 
more than 2,000 people.

Leanne Taylor and Gabrielle Brown said Territory Families is 
experienced in flexing to whatever needs to be done, “but it’s 
always with people at the centre or heart.” 

“People fire off each other and are inspired by the actions of 
other team members. The attitude in the Welfare Group really 
seems to be ‘go beyond, do whatever it takes’ to get the job 
done.”

Leanne Taylor and
Gabrielle Brown
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Natural justice 
The concept of natural justice is a fundamental 
underpinning of administrative law across Australia.

EI 3 – Natural Justice sets out the principles of natural 
justice that must be observed in all dealings with 
employees under PSEMA where an employee may 
be adversely affected by an impending decision. The 
exception is action taken under section 50 of PSEMA, 
which deals with summary dismissal. 

In order that employees understand their rights to 
access redress when adversely affected by improper or 
unreasonable decisions, it is necessary to ensure they 
understand what natural justice is and how it is applied 
in the NTPS.

Figure 26 - Methods used to communicate principles of natural justice to employees

In the last year, agencies have increasingly relied on 
communicating the principles of natural justice through 
performance management discussions, merit selection 
training, links to the OCPE website (where the Public 
Sector Appeals and Grievance Review (PSA&GR) 
information is contained) and through information 
provided by agency human resource divisions.

Applying the principle of natural justice in the NTPS is 
important because it allows employees to participate 
in decision making processes that affect them, and 
promotes transparency, impartiality and procedural 
fairness. Employees are encouraged to use their 
agency’s internal complaint handling procedure in the 
first instance, prior to seeking a section 59 review 

under PSEMA. Ninety‑six per cent of agencies have 
an internal complaint handling process, and the 
one agency that has not developed its own internal 
complaint handling process relies instead on the 
process outlined in the Employment Instruction 
Number 8 – Internal Agency Complaints and Section 
59 Grievance Reviews.  

Agencies make available information to employees 
about the agency’s internal complaint handling 
procedures through their performance management 
discussions, their agency websites and in discussion 
at team meetings.  Individual employees can also seek 
information direct through the agency HR division.

36 State of the Service Report 2019‑20
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Public sector appeals and grievance reviews
PSA&GR objective is to enable merit, equity, and fairness (all aspects of the Human Resource Management 
Principle) to prevail in the NTPS through effective, impartial and independent delivery of its functions. 

Grievance reviews
Under section 59 PSEMA, employees aggrieved by their treatment in employment, including in relation to 
selection processes, may seek a review the Commissioner to review the action, intended action, or decision of 
the agency. During 2019‑20, 83 section 59 grievances were lodged. 

Figure 27 - Reasons for section 59 grievance reviews 2019-2020
Reasons Reviews
Management action or decision 20
Selection decision 34 
Application of procedures and policies 1
Application of conditions of service 2
Agency handling of bullying 4
Termination of probationary employment 2
Termination of executive contract 0
Bullying 4
Review of a disciplinary/inability decision 3
Unfair treatment 11
Other (non-NTPS complaints) 3
Total handled 84

Figure 28 - Outcomes of section 59 grievance reviews 2019-20
Outcomes 2019-2020
Agency directed to take/refrain from taking action 1
Agency action confirmed 22
Agency action confirmed with comment from the Commissioner 0
Resolved through PSA&GR involvement 30

Being handled by the agency 3
Declined to review (e.g., no jurisdiction, non-employee) 4
Withdrawn 4
On hand at the end of the period 20
Total handled 84
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Steve Pegg
As Manager of User Experience in the Office of Digital 
Government, Steve and his colleagues are the champions 
for the end user.

“I'm proud of the role our team played to make sure 
Territorians could access clear, accurate information at 
any time, on any device,” he said. 

“The website provided critical information about borders 
and travel restrictions, quarantine measures, school 
closures, health advice, Chief Health Officer directions, 
and messages in language.”

Critical information 
at a click

Rachelle 'Rae' Hobbs
When the pandemic hit, the CEO directed Rae and her 
team to focus solely on welfare response, providing 
psychological first aid and quarantine support to people 
affected. The team worked up to 12 hours a day, seven 
days a week.

Rae and her team went above and beyond to help people 
affected during the pandemic. "People are resilient, but 
when they get into stressful situations and feel like they 
can't cope, our team was there to help and listen and talk 
them through it." 

Fantastic 
collaboration

Dorelle Anderson
As Executive Director, Southern Region for Territory 
Families, Dorelle Anderson and her Southern Welfare 
Group had a crucial role in fielding referrals, supporting 
biosecurity and assisting people to return to country. 

Although the team has operated during natural 
disasters such as the Kintore floods and fires, 
coronavirus was different.

"You couldn't see it like you can with flood and fire," 
Dorelle said. "It challenged how we approached the 
'crisis'."

Watching out for 
welfare in the Centre

COVID‑19 UNSUNG HEROES



39

Vicki Schultz
Taking more than 1,000 telephone calls was all in a day's 
work for the team behind the COVID-19 hotline. Vicki 
was part of a small team which rapidly increased in size 
to cope with demand. Staff took over 17,000 phone calls 
– including, on 31 March, 1,125 calls in one day.

Vicki is proud of the resilience, dedication, 
professionalism and capability within the team. "Even 
in times of challenging phone calls, the team responded 
really well as they ultimately wanted to get the right 
information, support and assist others," she said. "

Support at the end 
of the phone line

Laura Dunn
Laura manages all COVID-19 communications across 
T-Gen, requiring her to sift through a huge volume of 
information and make it digestible for staff. 

"We provide such an essential service to the 
community," she said. "People really put that at the 
forefront of their work, actions and behaviour. No one 
complained, everyone turned up every day and did 
what they had to do."

Laura was also impressed by the way Territorians 
reacted – "It brought people together."

Making information 
digestible

DCIS COVID-19 Data Compliance Team 2

The work of the DCIS COVID 19 data compliance 
team may not sound glamourous, but has been 
vitally important. 

Grace Waugh was responsible for providing 
staff to assist in entering all border arrivals and 
designated area arrivals into a database. She said 
she was particularly proud of the way her normal 
team put in their all to help.

For Imran North, a crucial part of his role was 
ensuring accurate data was captured.  “I have 
been most proud of the team who have worked 
tirelessly,” he said.

Timika King learned about the importance of 
accurate information: “I will 100% accurately fill 
all aspects of any form I do, and in block letters so 
it’s easier on data entry staff! I’m really proud of 
the team.”

True to form
Team 2: Grace Waugh, Stacey Lynch, Hannah Garland, 
Miranda Exner, Monique Keeney, Elizabeth Rizzotto, 
Kaliope Loder, Sarah Roche, Brooke Keogh, Donzilia Simoes, 
Imran North, Lydia Szczyglowski and Timika King

COVID‑19 UNSUNG HEROES
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Merit principle 

Section 5D of PSEMA defines the merit principle as follows:

(1) The merit principle is that the employment of a person as an employee, or the promotion or transfer of an employee, 
under this Act must be based solely on the person’s suitability: 
(a) to perform the relevant duties; and 
(b) for employment in the relevant workplace; and 
(c) for employment in the Public Sector.

(2) A person’s suitability is to be determined having regard to the person’s:
(a) knowledge; and 
(b) skills; and 
(c) qualifications and experience; and 
(d) potential for future development

(5) The merit principle applies subject to sections 35(7), 38B(1), 42(2), 46(3) and 49C(3).1

Agency observance of the merit principle 

1 These sections are related to staff transfers under section 35, special measures, transfer of surplus employees (redeployees), 
inability and discipline processes.

All agencies have implemented processes to ensure employees are aware of and observe the merit principle. 
All agencies also encourage staff to undertake the OCPE approved merit selection training, and advice and 
information about merit can be accessed via the agency’s HR. The OCPE merit selection templates and 
guidelines are also made available to staff via links on agencies websites. Fifty per cent of agencies also 
include merit as part of their induction training.

Employment based on merit and merit selection 
All NTPS agencies are required to comply with the NTPS Recruitment and Selection Policy to achieve 
consistency and best practice in all selection processes. Under the policy, NTPS selection processes are: 

• simplified (i.e. not lengthy or unduly process‑oriented) 

• consistent across NTPS agencies 

• fair and transparent 

• courteous and respectful of applicants 

• designed to assess applicants’ suitability based on proven capabilities 

• informative about the reasons for selecting successful applicants 
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M
erit principleThe NTPS Recruitment and Selection Policy requires 

all employees who participate as panel members to 
complete Merit Selection training. Merit Selection 
training is available in a half‑day face‑to‑face format 
offered by OCPE, or via the OCPE online learning 
module. It is noted there have been some technical 
issues for some agencies accessing this module, and 
these are being addressed.

Agencies verify that panel members have completed 
the Merit Selection training as part of their selection 
processes, with many agencies requiring panel 
members to provide the date of their training on the 
selection assessment report. Agencies then cross‑
check compliance via training records kept by the 
agency or OCPE. 

OCPE requires employees to have attended Merit 
Selection training within the last three years to be 
eligible to sit on a selection panel. Regular and ongoing 
training enhances panel members' understanding of 
NTPS merit selection procedures and ensures they 
have the ability to identify the most suitable applicant 
for the role. It also assists with a timely selection 
process. Since the application of the recruitment 
policy and requirement for panel members to attend 
the merit selection training, recruitment processes are 
generally completed within the required six weeks.

Recruitment and Special 
Measures 
EI 15 – Special Measures 
All NTPS recruitment and selection processes are 
subject to the merit principle. Employment Instruction 
Number 15 enables agencies to implement Special 
Measures programs, plans, and/or arrangements that 
are designed to promote equality of opportunity for 
disadvantaged groups. In the NTPS, the two priority 
disadvantaged groups that have been identified as 
having not yet obtained equality of opportunity in 
employment are Aboriginal people and people with 
disabilities. Special Measures is generally implemented 
through two methods in the NTPS and these are by 
identifying designated positions and granting suitable 
applicants priority consideration and preference in 
selection.

Designated positions 
Agencies may designate a vacancy for a person with 
a disability or who is Aboriginal that can only be filled 
by a person from that group. Designated positions 
are mostly used for occupations where the duties 
are specific to the skills of a certain group – such as 
Aboriginal Health Workers or Aboriginal Interpreters.
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Priority consideration and 
preference in selection 
Eleven NTPS agencies have a priority preference 
recruitment plan for Aboriginal applicants for all   
advertised vacancies. These agencies are: 

• Department of the Chief Minister 
• Department of Corporate and Information Services 
• Department of Education 
• Department of Health 
• Department of Local Government, Housing and 

Community Development 
• Department of Primary Industry and Resources 
• Department of Trade, Business and Innovation 
• NT Police, Fire and Emergency Services (for NTPS 

vacancies) 
• Office of the Commissioner for Public 

Employment 
• Power and Water Corporation 
• Territory Families 

A number of other agencies have implemented Special 
Measures plans applying only to some vacancies, as 
decided by the agency. 

In order to ensure selection panels properly assess 
eligible applicants under Special Measures plans, 
PSA&GR reviews all Special Measures selection 
processes where an eligible Aboriginal applicant 
applied for a vacancy under an agency’s Special 
Measures plan and was found unsuitable. 
Special Measures has resulted in the highest 
representation of Aboriginal people in the NTPS to 
date (10.9%). In order to be considered for a special 
measures role, the applicant must meet all of the job 
requirements and be suitable at level (thereby the 
merit principle is applied).
It should also be noted in the event no eligible 
applicants are deemed suitable for a vacancy under the 
priority consideration and preference special measures 
plan, the panel then assesses all other applicants for the 
role. It is estimated that 85% of advertised vacancies 
are filled by non‑Aboriginal applicants.

Selection appeals and grievances
In the event that an employee believes that a 
recruitment process or selection outcome was 
incorrect, section 59 of PSEMA enables an employee 
to appeal a promotion (in limited circumstances), or 
seek a review of their treatment in a selection process. 

Putting the pieces together 
Territory businesses got the support they needed thanks in part 
to the work of DTBI's Renee Tennent. 

Renee said she was impressed that people who would normally 
be in competition put this aside. 

"All gave so much of their time and put in a lot of extra work for 
free – Territorians helping Territorians."

Renee Tennent

COVID‑19 UNSUNG HEROES
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M
erit principlePromotion appeals 

Promotion appeals can only be made by existing employees, in situations where the selection would be a 
promotion for both the appellant and the provisional promotee. The test applied by the independent Appeal 
Board in determining a promotion appeal is whether the selection decision is consistent with the merit principle. 

During 2019‑20, 40 promotion appeals were lodged with the following outcomes.

Figure 29 - Summary of promotion appeal outcomes 2019-2020
Promotion Appeal Board Outcomes 2019-2020
Varied by promoting appellant (allowed) 1
Decision affirmed (promotion upheld) 23
Set aside and returned to be redone 4
Withdrawn 11
Vacated (promotion cancelled) 0
On hand at end of period 1
Total handled 40

Figure 30 - Selection decision grievance review outcomes
Outcomes 2019-2020
Agency action confirmed 13
Resolved through PSA&GR involvement 20
Declined to review (e.g., no jurisdiction, non-employee) 1
Total handled 34

Staying cool on the hotline 
Megan Kelly wasn't surprised by the great work of her 
colleagues during COVID-19. Megan worked in the Remote 
Travel Hotline Team. 

" I loved the opportunity to help," she said.

"I've learnt a lot about myself and my team, that no matter what 
you throw at us, we’ll get through it and deal with it."

Megan Kelly

COVID‑19 UNSUNG HEROES
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DCIS COVID-19 Data Compliance Team 1

The DCIS COVID-19 Data Compliance Team 
has had a key role in keeping Territorians safe. 
Samantha Hunter and the team worked long 
and hard hours, nights, weekends and for 
weeks without any days off. 

Jonathan Grandez, had the job of capturing data 
from designated area and border arrival forms.  

He said he never thought he’d be so involved in 
almost daily communications with the AFP.

Orin Williamson was impressed by the attitude 
of Territorians during COVID-19. “Territorians 
have complied with the regulations in place 
better than I thought they would,” she said.

Charlene Pollard
Charlene Pollard took on a new role assisting the grants 
team, and learned to value her flexibility and sense of 
humour. 

"It's not about us, it's about the tradies, the essential 
workers and keeping the economy going so we as 
Territorians can still have a livelihood," she said.

"During these times we all need to have a sense of 
humour and be supportive of others – there is always 
someone who is worse off than you."

Humour helps 
in hardship

Peter Hudson
During COVID-19, Peter worked with business unit 
leaders to ensure electricity generation would continue to 
be delivered.

“I cannot express enough how proud I am of the business 
unit’s support … and their ability to take on extra activities 
and hours of work,” he said. “During stressful times you 
tend to see the true character in people.”

“I believe that people will benefit from the understanding 
of what NTG do for the wider community and how staff 
went above and beyond their normal day-to-day roles.”

Powering on 
through

COVID‑19 UNSUNG HEROES

Keeping track of 
compliance

Team 2: Grace Waugh, Stacey Lynch, Hannah Garland,  
Miranda Exner, Monique Keeney, Elizabeth Rizzotto,  
Kaliope Loder, Sarah Roche, Brooke Keogh, Donzilia Simoes, 
Imran North, Lydia Szczyglowski and Timika King
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Mez Korbetis
As a Director of Communications and Media, Mez 
Korbetis had been engaged in crisis response since 
the January bushfires. During COVID-19, Mez has 
interacted with national bodies and communicated with 
stakeholders. 

"The information we provided was met with great 
appreciation," she said. "And despite people having 
personal concerns regarding the pandemic … it did not 
sway the work of the team – they rose to the challenge."Rapid response

to industry

Perrine Orlandini, Sarah  
and Kassandra Hall
Jacana Energy's customer focus was thrown into the 
spotlight during COVID-19, and the team delivered. 

"My team worked to educate customers in an 
empathetic manner and create engaging content," 
Perrine said.

"Putting ourselves in the place of the customer so we 
could understand what they felt, wanted and needed 
during these stressful times was essential to what my 
team achieved."

Compassion for 
customers

Leonique Swart and Fiona Hardy 

The demand for legal advice across NTG didn't stop 
during COVID-19. As Principal Policy Lawyers with 
Legal Policy, Leonique and Fiona offered essential  
legal advice. 

Leonique said she was proud of the collective effort: 
"I saw people, many people, working really hard and 
doing really long hours because it had to be done."

Fiona echoed that the team, along with other public 
servants, worked hard. "People enter the public service 
because we care about providing service to the public," 
she said. Legal advice 24/7

COVID‑19 UNSUNG HEROES



Equality of employment opportunity principle

Section 5E of PSEMA defines the equality of employment opportunity principle as follows:

(1) The equality of employment opportunity principle is that human resource management in the Public Sector must be 
directed towards the following: 
(a) ensuring all persons have equal opportunity to compete for employment, promotion and transfer, and to pursue 

careers, within the Public Sector; 
(b) eliminating unlawful discrimination from human resource management in the Public Sector; 
(c) promoting diversity among employees reflective of the diversity of persons in the community.

(2) In this section: unlawful discrimination means discrimination that is unlawful under the Anti Discrimination 
Act 1992. 

Agency observance of the equality of employment 
opportunity principle
EI 10 – Equality of Employment Opportunity Programs sets out rules for developing programs to ensure that 
employees have equal employment opportunities in accordance with PSEMA. 

All agencies indicated that they had implemented processes to ensure employees are aware of and observe the 
equality of employment opportunity principle, via:

• Information provided through induction

• Implemented special measures plans

• Recruitment through the DCIS Aboriginal Employment Program

• Designated positions

• Agency EEO strategies

• Adhoc HR advice to managers

• EEO programs integrated with corporate strategic and other agency planning processes 

Getting a fix on Katherine business 
As a Small Business Champion and acting Manager for Economic 
Development in the Big Rivers Region, Miranda Halliday said 
she and her colleagues would do "anything and everything" to 
support businesses. 

The resilience and creativity of the business community and her 
colleagues left Miranda impressed. "We saw businesses adapt or 
pivot their business models almost overnight to get by and what 
resulted were some amazing opportunities,” she said.

“I've been equally proud of seeing everyone within our 
department and the broader NT Government really stand up to 
carry the load, together."

Miranda Halliday 
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Equality of em
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Inclusion and diversity 
All agencies demonstrated compliance in 2019‑20, 
predominantly through information provided at 
induction (74%), implementation of special measures 
policy (65%), and recruitment through the Aboriginal 
Employment Program (52%). Ad hoc HR advice about 
inclusion and diversity was also provided to managers 
across all agencies. 

All agencies up‑skill staff by providing opportunities for 
a number of programs, initiatives and celebrations to 
support inclusion and diversity in the NTPS.  Sixteen 
agencies actively promoted mental health awareness 
month, whilst 20 agencies actively promoted and 
encouraged the use of flexible work arrangements 
as an option to support the needs of people with 
disability or caring responsibilities.  In 2019‑20, 
15 agencies reported conducting mental health 
awareness training sessions. This activity is in addition 
to 590 whole‑of‑sector Inclusion and Diversity 
registrations for the 15 sessions delivered as part of 
Hands Up for Inclusion Week (mental health workforce 
wellbeing), with attendance from 21 agencies.

The number of people employed with disability 
within an agency is likely to fluctuate throughout the 
year for a number of reasons, including temporary 
disabilities (such as injury or illness). The overall figure 
for disability employment in the NTPS, as captured 
through the HR reporting system PIPS increased to 
1.3%. This figure should be noted in context of the 
results of the most recent voluntary and confidential 
whole‑of‑sector employee survey, which reported 
3% of employees identified as having disability.  
Employees are not obligated to share information on 
their disability, however they are more likely to do so if 
their workplace is inclusive. 

Team spirit underpins wellbeing 
During the COVID-19 crisis, Youth Justice Officer Jon Watkins 
and his fellow outreach officers supported young people 
and contributed to their successful return to country. Their 
willingness to do things differently and shift work flexibly meant 
they could problem-solve and get the best outcomes.

“I’m proud of those I worked with during this time. There was an 
amazing team spirit; we really were ‘All in this together’.”

Jon Watkins 
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Sharing information around disability means that 
workplace adjustments can be put in place to assist 
employees at work.  While some agencies made 
note that they do not centrally capture requests 
for workplace adjustments, Figure 30 shows the 
adjustments provided to enable employees with 
disability to work comfortably.

The most common workplace adjustment requested 
by employees with disability is a workstation 43% 
(i.e. standing desk).  Thirty per cent of agencies 
reported no adjustments required. Other workplace 
adjustments requested include ergonomic furniture 
with 22%, IT Hardware 17%, and IT Software 17%.

Figure 31 - Types of workplace adjustments required for staff

WORKSTATIONS
(ie standing desk)
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Equality of em
ploym

ent opportunity principle

Public Service with a passion 
Leah Boyd started the week we all found out about closures and 
restrictions, going straight into a COVID support role. A normal 
day for Leah was liaising with local businesses, letting them 
know about the government support they might be eligible for.

Leah said she was pleased to see people drop what they were 
doing to do whatever they had to do. 

"It made me feel proud as a new public servant, it made me 
feel proud as a Territorian, it just made me feel proud as in 
individual," she said.

Leah Boyd 
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Inclusiveness through 
strategy and programs
At present, the NTPS has 10.9% Aboriginal 
representation in the workforce and 1.3% people with 
disability. Approximately 30% of the population of the 
NT is Aboriginal and an estimated 14% of working age 
Australians are people with a disability. 

The NTPS remains strongly committed to working 
towards our proposed global target of 16% Aboriginal 
employment, and is also strongly encouraging the 
recruitment of people with disability. 

The NTPS continues to use the following range of 
recruitment programs and strategies to increase 
employment opportunities for Aboriginal people and 
for people with disability: 

• Aboriginal Employment Program 

• Special Measures Recruitment Plans 

• Aboriginal Apprentice, Cadet, and Traineeship 
programs 

• Aboriginal Employment and Career Development 
Strategies (AECDS)

• inclusion of Aboriginal recruitment in strategic 
action plans 

• career expos and school visits 

• NTPS Disability Employment Program 

• NTPS EmployAbility Strategy 2018–2022 

49
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Cross cultural training 
The NTPS strives to have a culturally competent and 
informed workforce, to ensure all employees can work 
effectively in culturally diverse environments. The 
provision of Cross Cultural Training (CCT) is mandated 
under section 3 of EI 10, in an effort to ensure 
services are delivered and consultation is conducted 
effectively and in a culturally appropriate manner. 
Agencies have demonstrated continued and increased 
commitment to CCT with 86% of agencies offering 
basic cross cultural awareness and 41% of agencies 
mandating the training for all new employees as part 
of their induction process. This is a significant increase 
from the previous year where only 73% of agencies 
offered basic CCT and 23% included CCT as part of 
their induction. 

Since the Aboriginal Employment and Career 
Development (AECD) Division developed the Cross 

Cultural E‑Learn – Foundation Story to support the 
NTPS CCT Framework in mid‑2018, there has been an 
increase in employees completing CCT. The E‑Learn 
is an additional resource to agencies’ existing tailored 
CCT programs and is done before agency face‑to‑face 
training. 

OCPE maintains a CCT Framework which identifies 
five key areas of training, from basic through to in 
depth training for frontline staff and those designing 
programs and service delivery for Aboriginal people. 
Agencies reported a total of 2003 employees who 
participated in CCT in 2019‑20, which is a slight 
increase from 1715 in 2018‑19. 

Agencies reported a total of 2567 employees who 
participated in CCT in 2019‑20, which is a slight 
increase from 2003 in 2018‑19. 

Figure 32 - Percentage of agencies that offered cross-cultural training
Types of cross cultural training provided in agencies
Basic CCT 83% 
In depth CCT  48% 
Training for managers of cross cultural teams 26% 
CCT for senior managers  9% 
We have not implemented CCT  9% 

Aboriginal employment and career development strategy 
The NTPS remains committed to achieving a public 
sector that reflects the community it serves. As stated 
earlier, Aboriginal people represent around 30% of the 
NT population and over 70% of the NTPS clientele in 
a range of services from health, housing, education 
and justice. 

As the the largest employer in the NT the NTPS is in a 
unique position to contribute to improving social and 
economic outcomes for Aboriginal people through 

increasing Aboriginal employment across all levels of 
the NTPS, and subsequently providing more relevant, 
efficient and effective services. 

Valuing and understanding the diversity of Aboriginal 
cultures, knowledge, experience and histories has the 
potential to inform and shape how the NTPS engages 
with and provides services to Aboriginal people in the 
NT. 
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The AECDS outlines the NT Government’s 
commitment to increase and encourage Aboriginal 
employment, participation and capability at all levels 
of NTPS work activity, and in all areas within agencies. 
The AECDS also aims to enhance professional 
development and career development opportunities 

for Aboriginal employees, to enable them to determine 
their own employment and career paths. 

The AECDS supports working towards a global target 
of 16% Aboriginal employment and a 10% target for 
Aboriginal participation in the senior management/ 
executive levels by 2020.

Figure 33 - Methods used by agencies to implement the AECDS
Methods used by agencies to implement the AECDS
Recruit through the DCIS Aboriginal Employment Program 65% 
Implemented special measures plan 65% 
Celebrate events of cultural significance ie NAIDOC 74% 
Offer mentoring and coaching to Aboriginal employees 52% 
Offer Cultural Awareness Training 91% 
Offer Cultural Competence Training 30% 
Designated positions 48% 
Agency specific AECDS or action plan for recruitment and development 43% 
We have not implemented any part of the AECDS 4% 

To assist in achieving targets, 55% of agencies have 
developed their own specific AECDS or action 
plan for recruitment and development. Monitoring 
and reporting against agencies’ key responsibilities 
under the AECDS requires more effort. This will 
continue through the ongoing processes with the 
AECD Champions of Inclusion, Resource, and Senior 
Aboriginal Reference Groups. 

Leadership is provided by these groups across 
agencies to assist in the objective of increasing and 
achieving sustainable Aboriginal employment in the 
NTPS. 

As at June 2020 there were 2565 Aboriginal 
employees in the NTPS, 84 more than the previous 
year.
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James Buckley
As part of the DTBI Jobs Rescue and Recovery Plan 
team, James Buckley has made a real difference for 
many Territory organisations. James was seconded from 
DLGHCD. 

“I’m proud of being part of the NT Government’s solution 
to keep trades people and businesses afloat. I’ve gained 
new skills relating to grants administration, and created 
new professional relationships with a wide range of staff 
from a mix of agencies.”Granting wishes 

during tough times

The Digital Communications and Agency Web 
Services, part of DCIS, doesn’t normally build 
websites, but the COVID-19 pandemic has not 
been a normal time. 

“Informing the NTPS and public on COVID 
updates and arrangements was too important to 
wait,” Helen said.

“The team have shown initiative, been 
responsive, and worked collectively to maintain a 
solution focus throughout.”

Website too 
important to wait

Kostas Trikilis
When COVID-19 struck, the ban on public gatherings put 
Kostas’s normal role on hold, and his team was redirected 
to manage government's newly established Coronavirus 
Travel Hotline and Approved Remote Essential Worker 
(AREW) applications.

"My role initially was to get the AREW application process 
up and running," Kostas explained. 

Kostas said the COVID-19 response has taught him that 
everyone is on the same team. "Everyone in a crisis came 
in to help as one," he said. "We are all together – we work 
for one government.”

Impressive 
Territorians

COVID‑19 UNSUNG HEROES

Digital Communications
Helen Perry, Christopher Mackay, Emmylou Trombley, Melanie 
Goetze, Marlene Woods, Katalin Woelfel, Euan Hawthorne, 
Steven Pegg, Vanessa Madrill, Danny Key, Fiona Easton, 
Jiraporn Homngam, Beia Capaque, Chrishan Peiris, Jami 
Godfrey, Andrea Ruske, Mark Matuguina, Victoria Edmonds, 
Arthur Hoffmann, Natalie Wilson and Nicola Kalmar
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Lily Andrews
Lily took a key role in the Emergency Operations Centre 
(EOC) as a liaison officer. 

“A day in the EOC is always very busy,” Lily said.
“There are so many people to be proud of,” she added. 
“The team at the EOC, the Australian Defence Force, 
the Northern Territory Police, medical personnel and 
other frontline services … the Welfare Group Incident 
Management Team and all other Northern Territory and 
Commonwealth Government departments, and everyday 
Territorians who were adaptable to the changes needed 
to keep Territorians safe during this challenging time.”

Crucial 
coordination

Samantha Cubillo
Territorians got information about COVID-19 thanks to 
the work of the DCM communications team, with the 
assistance of employees like Samantha Cubillo. Samantha 
volunteered to join the DCM team to help.

"Everyone wants to help out as there is a general feeling 
of not wanting to let others down. People really do want 
to make a difference. I enjoyed learning how others work 
in different agencies, meeting new people and networking 
and how other comms teams operate."Helping to keep 

Territorians informed

Louise Taylor 
Louise performed the role of DCM Liaison officer at 
the EOC. 

“When the NT Government worked with the Australian 
Government to develop legislation to protect the 
vulnerable Aboriginal population in our remote 
communities, DCM led that work,” she said.
“It was a learning experience for me ... I liaised with 
the other functional groups, welfare, critical goods and 
transport to troubleshoot and solve situations that 
needed to be solved very quickly.” Legislation 

in action

COVID‑19 UNSUNG HEROES
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Performance and conduct principle

Section 5F of PSEMA defines the performance and conduct principle as follows:

(1) The performance and conduct principle is that a public sector officer must do the following 
(a) carry out the officer’s duties as follows; 

(i) objectively, impartially, professionally and with integrity; 
(ii) to the best of the officer’s ability;
(iii) in accordance with the Act and any code of conduct applicable to the officer under section 16(2)(c);

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

(c) ensure effective, efficient and appropriate use of public resources; 
(d) avoid actual or apparent conflicts of interest between personal or other interests and duties as a public sector 

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

(i) adversely affect the performance of the officer’s duties as a public sector officer; or 
(ii) bring the Public Sector into disrepute. 

(2) In this section: public sector officer means the Commissioner, a Chief Executive Officer or an employee.  

Agency observance of the performance and conduct principle
All agencies have implemented processes to ensure that employees are aware of, and observe this principle, 
as per section 5F of PSEMA.

Crisis sparks change of plans
Kim was invited to work alongside colleagues to visit businesses 
affected by restrictions. "Over this period I door knocked many 
businesses," she said.

She then moved to the Grants Unit working in the Jobs Rescue 
and Recovery Package. 

She said she was proud to be part of a large team assessing a 
huge volume of grant applications and doing so with positivity, 
purpose and team spirit. 

"I've appreciated the new opportunity … to deliver valuable 
services to the public on behalf of the DTBI.”

Kim Davis
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Efficient and appropriate use of public resources 
The Performance and Conduct Principle requires employees to efficiently and appropriately use public 
resources. To promote this agencies provide information to employees as per below. 

Figure 34 - Methods used to ensure employees are aware of the requirements to efficiently 
and appropriately use public resources

Scaling solutions for the Courts 
Rebecca Plummer is the Principal Registrar of the NT Local 
Court and Director of Local Courts (North). It’s a fast-paced role 
without a pandemic thrown in. But when COVID-19 hit, the 
pace tripled.

Rebecca said she's enormously proud of her team. "Although 
challenging, it was actually quite enjoyable working in the 
pandemic environment," she said. "There was a collective will for 
people to be more caring and adaptable, willing to innovate and 
willing to give something new a try. Doors that had previously 
been closed were open. Hopefully that is here to stay.”

Rebecca Plummer 

COVID‑19 UNSUNG HEROES 55



56 State of the Service Report 2019-20

Performance and conduct 
principle and the code of 
conduct 
EI 12 – Code of Conduct outlines the expectations 
of NTPS employees in relation to their conduct in 
employment. The Code of Conduct provides guidance 
on a range of ethical issues and the principles that 
NTPS employees must uphold. 

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

The Performance and Conduct Principle and the Code 
of Conduct, requires employees to avoid actual or 
apparent conflicts of interest. 

Employees must disclose to their CEO any financial 
and private interests immediately upon becoming 
aware that a potential conflict, whether real or 
apparent, has arisen or is likely to arise. Employees 
must also obtain approval to engage in paid 
employment outside of work hours, which must be 
renewed annually unless otherwise determined by the 
agency CEO. 

To assist in reducing the incidence of poor workplace 
behaviours, conflicts of interest and thereby breaches 
of discipline under PSEMA and the Code of Conduct, 
agencies make information available to employees in 
relation to each of these matters as demonstrated in 
figure 34.

Figure 35 - Agency methods used to inform employees about appropriate workplace 
behaviours, conflicts of interest and the code of conduct

* Other methods used to inform staff about conflicts of interest include through agency newsletters/bulletins.



57State of the Service Report 2019-20

Perform
ance and Conduct Principle

Agency inductions, performance management 
discussions, through HR, and addressing matters as 
they arise are the most common methods used by 
agencies to inform employees of their requirements 
in relation to the abovementioned matters. Many 
agencies also provide specific appropriate workplace 
behaviours training which also addresses the Code of 
Conduct. Promoting the NTPS values and information 
on agency websites is also a commonly used method 
that is readily accessible to employees through 
onscreen applications. 

Consistent with previous years’ reporting, 43% of 
agencies have implemented an agency specific code 
of conduct. Generally, these tend to be agencies that 
manage a high degree of regulatory legislation, e.g. 
Correctional Services, Police.

Discipline, inability and  
redeployment 
Discipline 
In the NTPS, all public sector officers (which includes 
agency employees and CEOs, are required to comply 
with the Performance and Conduct Principle and  
Code of Conduct.  

Employees that breach the legislation are subject to 
disciplinary procedures under the PSEMA (ongoing 
employees), or through their contracts of employment 
if such provisions are contained within them.  Whilst 
the PSEMA discipline process under the Act does not 
apply to fixed period employees (as their contracts 
of employment contain provisions that enable them 
to be terminated at any time, which would include 
for serious breaches of discipline), the principles of 
natural justice still apply.  Despite the requirement 
for natural justice, in the event that an employee’s 
action or omission constitutes a breach of discipline 
that amounts to misconduct of such a nature it is in 
the public interest, the employee can be immediately 
dismissed from the Public Sector. 

During 2019‑20, across 13 agencies, 111 disciplinary 
processes were undertaken under section 49 PSEMA 
of PSEMA. This is an  increase of 17 disciplinary 
processes from last year, but across a reduced number 
of agencies (down 4 from last year). 

These discipline actions resulted from employees 
allegedly breaching the PSEMA for one or more of the 
following reasons: 
• fails to uphold the performance and conduct 

principle or otherwise contravenes PSEMA 
• is found guilty in a court of an offence that affects 

the employee’s employment 
• fails to uphold the performance and conduct 

principle or otherwise contravenes PSEMA 
• is found guilty in a court of an offence that affects 

the employee’s employment 
• disregards or disobeys a lawful order or direction 

given by a person having authority to give such an 
order or direction 

• using a substance (including liquor or a drug) in a 
manner that results in inadequate performance of 
the employee’s duties or improper conduct at the 
place of employment 

• is negligent or careless in the performance of any 
of the employee’s duties or fails to perform the 
duties assigned to them 

• in the course of employment or in circumstances 
having a relevant connection to the employee’s 
employment, conducts themselves in an improper 
manner 

• harasses or coerces another employee 
• without good cause, is absent from duty without 

leave 
• except as authorised by the employee’s CEO, 

engages in remunerative employment, occupation 
or business outside of the NTPS 

• provides information in the course of the 
employee’s employment that the employee knows 
or ought reasonably to know is false or misleading 

• fails to remedy previous unsatisfactory conduct or 
fails to comply with a formal caution 
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Disciplinary action taken by agencies under section 49C of PSEMA were: 

• no further action 

• formal caution 

• employee ordered to attend training or counselling 

• salary reduction 

• ordered to pay a fine

• employee transferred to other duties 

• termination of employment 

Figure 36 - Summary of discipline cases: 2015-16 to 2019-20
Year Number of Cases Percentage of NTPS
2019-20 111 0.47%
2018-19 94 0.40%
2017-18 117 0.55%
2016-17 142 0.63%
2015-16  223 1.08%

Inability 
As with the discipline provisions of PSEMA, the inability processes under section 44 of PSEMA do not apply to 
fixed period, casual and executive contract employees. 

Across 13 agencies, there were 44 employees formally subject to inability action under Part 7 of PSEMA. 
Remedial actions applied by agencies under section 46 of PSEMA were: 

• no further action 

• ordered to attend training or counselling

• employee transferred to perform other duties 

• termination of employment. 

The number of inability actions significantly increased this financial year compared with previous years.  

Figure 37 - Inability or unsatisfactory performance actions: 2015-16 to 2019-20
Year Number of Cases Percentage of NTPS
2019-20 44 0.19%
2018-19 16 0.06%
2017-18 25 0.12%
2016-17 30 0.13%
2015-16 37 0.18% 
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Disciplinary and inability appeals
Disciplinary and inability appeals are conducted by an independent appeal panel under sections 59C to 59G 
PSEMA and PSEM Regulations 8‑10 and 12‑15.

Figure 38 - Summary of disciplinary and inability appeal outcomes 2019-20
Appeal Board Outcomes Discipline Inability
Affirm the decision of the CEO 3 0
Vary the decision 0 0
Set aside the decision of the CEO and replace with the PSAB decision 1 0
Settled 0 0
Withdrawn 0 1
Set aside the decision of the CEO 0 0
Set aside the decision and return the matter to the CEO for reconsideration 0 0
Appeal still on foot 2 0 
Total handled 6 1

Redeployment 
It should be noted that the redeployment provisions 
of PSEMA are quite separate to the discipline and 
inability provisions. 

In the NTPS, where an ongoing employee is potentially 
surplus to the requirements of the agency, and all 
reasonable attempts have been made to find a suitable 
placement within the agency, the CEO may declare 
the employee potentially surplus (a redeployee) as 
per section 41 of PSEMA. This does not prevent the 
termination of a fixed period employee’s contract for 
reasons of redundancy under the Fair Work Act 2009. 
However, the redeployment procedures under section 
41 of PSEMA, and EI 14, do not apply to fixed period 
employees.

EI 14 – Redeployment and Redundancy Procedures 
set out the processes that apply to ongoing 
redeployees to assist them to find suitable alternative 
employment in the NTPS. Under these processes, 
where a redeployee applies for a vacancy at level, the 
redeployee will be assessed, having regard to section 
5D(2) of PSEMA and whether the redeployee would 

be suitable to perform the duties with a reasonable 
period of training. The merit principle does not apply 
(noting that the redeployee has previously been 
deemed suitable at level), and the redeployee must 
be assessed before other applicants are considered, 
including special measures applicants. Where more 
than one redeployee applies for the same vacancy, the 
merit principle will apply between them. 

During 2019‑20, seven ongoing redeployees, 
including one to whom the notice of redundancy 
provisions were being applied (forced redundancy) 
were placed in suitable alternative positions. Forty‑
two ongoing employees accepted offers of voluntary 
retrenchment. The other employee to whom the 
notice of redundancy provisions had been applied was 
unable to be placed in a suitable alternative position 
during the notice period, resulting in the cessation of 
their employment at the end of the notice period. 

At the end of 2019‑20, two redeployees were 
registered on the OCPE Database.



60

Bardia Bodaghi, Nick Mavros, Evan 
Tyrrell and Gina Cassimatis
Senior Director Grants and Business Performance 
Bardia Bodaghi and his team developed and rolled out 
millions of dollars' worth of stimulus programs to support 
Territory businesses and jobs – and they did it fast. DTBI 
received almost 27,000 applications.

"To achieve this, we were able to rely on fantastic 
goodwill from agencies across the public service, 
who loaned DTBI a range of staff members that were 
incorporated in the existing team," Bardia said.

Thousands receive
a helping hand

Kathleen Skandaliaris
Handling the role of executive assistant to three 
executive directors in addition to working as a business 
manager was all in a day's work for Kathleen Skandaliaris. 
Kathleen said she was always up for a challenge but the 
surge during COVID-19 and increased responsibilities 
meant that her confidence increased.

Kathleen said it was important to acknowledge both the 
people who left the team to assist in other areas and 
those who stayed. "Public servants do a lot of great work 
and often working lots of overtime," she said. "Staff are 
coming in early and working late to get the job done."Four jobs in one

Sharon Jones and Greg Woodroffe
In just 72 hours, a team led by DIPL created a fully 
operational quarantine site at Howard Springs for 
Australians repatriated from Wuhan, from the Diamond 
Princess, and other international locations. 

Then the team had to stand up the village for a second 
time for use as part of the NT’s Covid-19 response. 

“Greg was very involved,” said Sharon. “Lots of people 
supported this – especially local businesses and the 
Department’s infrastructure arm. All worked around 
the clock.”

From mothballed 
village to quarantine site

COVID‑19 UNSUNG HEROES
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Selina Holtze
Selina worked on the Remote Travel Hotline. The hotline 
took thousands of calls, answered by staff from DCM, 
Parks and Wildlife, Sport and Recreation, DLGHCD and 
Libraries. She was then seconded to Larrakia Nation 
Return to Country (COVID-19) Program.

"The cross-collaboration and working partnerships 
with other agencies' staff was unbelievable and very 
supportive, building strong relationships," she said. 

"Politics were put aside in favour of getting on with the 
job of keeping Territorians safe."

Stepping up 
to support

Garry Fischer
Garry Fischer’s role in the pandemic was to manage 
engineering and transport for the NTG's Territory 
Operations Centre (TOC) in Darwin.

"Work in the TOC was highly fulfilling and enjoyable, as 
much as it was a stressful time," Garry said. "I worked 
with fantastic people in an amazing cross-agency team.”

"NTPS employees are as much there for the Territory 
as everyone else, and they work just as hard for the 
Territory. There were many hard, unpaid hours put into 
the COVID-19 period. The 4:21 knock-off didn't exist. It 
was about getting the job done."

Amazing cross-agency 
teamwork

Zena Borg
Zena was asked to be a part of a new biosecurity hotline. 
"At the beginning it was very quiet, no one knew we 
existed. Once the Chief Minister announced our small 
team, it became full on." 

"In the beginning there wasn't much of a process, so there 
was plenty of back and forth to figure it out. We worked 
with the land councils and built strong relationships." 

“I found myself thriving," she said. Thriving under 
pressure

COVID‑19 UNSUNG HEROES
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Appendices

Employment Instructions
Employment Instruction Summary of Employment Instruction

1. Filling Vacancies Sets out rules for undertaking actions to employ a person, or promote or 
transfer an employee in accordance with PSEMA.

2. Probation Sets out rules for managing probation for an ongoing employee in 
accordance with PSEMA.

3. Natural Justice Sets out the principles of natural justice to ensure that persons exercising 
powers and functions under PSEMA understand the principles and apply 
them properly.

4. Employee Performance Management 
and Development Systems

Sets out rules for developing and implementing employee performance 
management and development systems in accordance with PSEMA.

5. Medical Examinations Sets out rules for requiring an employee to attend a medical examination.

6. Performance and Inability Sets out rules for undertaking an employee performance and inability 
process in accordance with PSEMA.

7. Discipline Sets out rules for undertaking a discipline process in accordance with 
PSEMA.

8. Internal Agency Complaints and 
Section 59 Grievance Reviews

Sets out rules for handling internal employee grievances and procedures 
for employees lodging grievances in accordance with section 59 of 
PSEMA.

9. Employment Records Sets out rules for keeping employment records in accordance with PSEMA.

10. Equality of Employment Opportunity 
Programs

Sets out rules for developing programs to ensure that employees have 
equal employment opportunities in accordance with PSEMA.
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Employment Instruction Summary of Employment Instruction

11. Occupational Health and Safety 
Standards Programs

Sets out the rules for developing occupational health and safety standards 
and programs in NTPS agencies.

12. Code of Conduct Is the Code of Conduct which stipulates the basic level of conduct 
expected of ‘public sector officers’ (employees, CEOs and the CPE). CEOs 
may issue agency specific codes of conduct consistent with PSEMA, 
Regulations, By laws, and EIs.

13. Appropriate Workplace Behaviour Sets out the requirement for all employees to behave appropriately in the 
workplace and for CEOs to foster a culture which supports appropriate 
behaviour and is free from bullying. It also provides the NTPS definition of 
workplace bullying and inappropriate behaviour.

14. Redeployment and Redundancy 
Procedures

Designed to assist NTPS employees and agencies in understanding their 
rights and obligations in redeployment and redundancy situations, and 
to ensure that these situations are handled as sensitively, efficiently, and 
effectively as possible.

15. Special Measures Sets out the requirements and conditions for approval by the CPE of 
agency special measures programs, plans, or arrangements.
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Acronyms and abbreviations
Aboriginal Aboriginal and Torres Strait Islander peoples

AECD Aboriginal Employment and Career Development

AECDS Aboriginal Employment and Career Development Strategy

CCT Cross Cultural Training

CEO Chief Executive Officer

Commissioner Commissioner for Public Employment

DCIS Department of Corporate and Information Services

DoH Department of Health

EEO Equal Employment Opportunity

EI Employment Instruction

FTE Full‑Time Equivalent

HR Human resources

ICT Information Communication Technology

IR Industrial Relations 

IT Information Technology

JD Job description

JES Job Evaluation System

NT Northern Territory

NTG Northern Territory Government

NTPFES Northern Territory Police, Fire and Emergency Services

NTPS Northern Territory Public Sector

OCPE Office of the Commissioner for Public Employment

PIPS Personnel Information Payroll System

PSA&GR Public Sector Appeals and Grievance Review 

PSEMA Public Sector Employment and Management Act 1993

Report State of the Service Report

SWB Strategic Workforce Board

TF Territory Families

WFH Work from home
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How to contact us

Office of the Commissioner  
for Public Employment

Level 10, Charles Darwin Centre
19 The Mall
Darwin NT 0800

GPO Box 4371
Darwin NT 0801

Telephone: (08) 8999 4282
Facsimile: (08) 8999 4186

Email: enquiries.ocpe@nt.gov.au
Web: www.ocpe.nt.gov.au
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