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The purpose

To start a conversation, provoke thought and 

recognise the issues critical to the development 

of a five year NTPS Workforce Strategy. .

This discussion paper is for NTPS Chief Executives, senior executive 

leadership teams and people managers.

We need your insights, input and feedback to help develop the most 

effective five year NTPS workforce strategy we can.

Some of the information may not be new to you and you might not agree 

with some, or all of it. There might also be issues that aren’t covered that 

need to be considered. All feedback is valued.

In the first quarter of 2021, the Commissioner for Public Employment will 

hold consultation workshops with agency executive leadership teams, 

followed by cross-sector groups on specific matters related to the 

workforce strategy. 

The consultation workshops will build on the information presented in 

this paper, and help us prioritise what we collectively agree needs to be 

included in the workforce strategy.

We want to know the best way to get your feedback and 

engage with you and your agency, see page 46 for details
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Having the right workforce capabilities and characteristics is critical 

to a well functioning government positioned to serve the needs of 

Territorians. Workforce planning enables this.

Employee costs are the single biggest cost in the NTPS budget and we 

have a responsibility to strategically plan and manage our workforce.

NTPS employees must be fully enabled to maximise their contribution 

to the Territory.

The Commissioner for Public Employment, in collaboration with the 

NTPS Strategic Workforce Board has commissioned the development 

of a five year NTPS Workforce Strategy to:

• Position the NTPS to focus on delivering customer needs, whether 

they are citizens, external organisations, NTPS employees or 

government ministers.

Right characteristics and capabilities at the right time

• Provide a central focus and activities to develop employee 

capabilities that are a shared need across the sector. 

• Enhance mobility across the sector.

• Consolidate activities being delivered under the workforce 

efficiency and effectiveness recommendations from the 

2019 ‘A Plan for the budget repair’ report, and other 

government strategies.

• Provide the overarching strategy for the development and 

implementation of targeted, agency specific workforce 

strategies and plans. 
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Delivering a whole-sector workforce strategy

Agencies will continue their own workforce 

planning as part of their strategic and 

business planning process.

The strategy will be developed as an overarching guiding 

document and as a resource for agencies to use as part 

of their strategic, business and workforce planning.

Developing a meaningful and actionable whole sector 

workforce strategy is complex. 

Apart from research on workforce data, trends and best 

practice, it relies on consulting agencies and stakeholder 

groups to explore, articulate and agree on shared priorities. 

It also depends on our understanding of what our 

workforce looks like now, and what it will need to look like 

over time.
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Identifying shared and common workforce opportunities, 

challenges, risks and capability requirements enables the 

design and implementation of activities and strategies that 

can maximise workforce investment, and achieve 

economies of scale. 

Combined with agency specific actions and initiatives, the 

delivery of a whole-sector workforce strategy will 

ultimately lead to improved organisational capability at an 

agency level, and better performance of the sector overall.

There are many similar and shared operational and 

workforce features across agencies including:

• the challenge to deliver quality outcomes in a 

constrained fiscal environment

• agency workforce profiles and risk factors, e.g., 

ageing workforce, and recruiting and retaining 

qualified professionals

• the expectation that customers will be at the 

centre of our service delivery design.

Our shared challenges and opportunities
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Additionally, the Strategic Workforce Board has discussed 
workforce issues in detail that will be considered for inclusion 
as part of the strategy.

We held an initial consultation workshop with the executive 
leadership team from the Department of Education. This 
uncovered a range of workforce characteristics to include in 
the strategy.

We believe similar results would have been achieved from other 
agencies, however this needs to be tested.

We’re not starting from scratch 

Many existing whole sector and agency 
workforce initiatives remain essential to 
maintaining and developing a fit for 
purpose workforce. They will be 
incorporated as appropriate. 
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Strategy 
development 
timeline

It starts at the top 

Consultation will take place first with agency leadership 

teams. They are responsible for delivering outcomes and 

mitigating organisational and workforce risks.

Identifying consistent and significant workforce issues will 

drive topics for cross-sector focus groups. 

The research and consultation already undertaken is the 

basis of this document. 

Further consultation and data will shape the Strategy and 

Implementation Plan.



Jan - Apr
2021

23 Jun
2021

Feb - May
2021

Dec
2020

Mar - Nov
2020

Initial development

 Research

 Consultation and workshops

 Drafting and review

Framing the process

 Context document drafting

 Initial consultation

Development

 Consultation and workshops

 Data inputs

 Drafting

Drafting and review

 Final consultations

 Drafting and review

Launch

 Workforce Strategy

 Implement Action Plan and 

Roadmap 2020-25
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It’s about the 
Territorian community 
and about our people 

Organisational outcomes are achieved through people. 

Achieving the best organisational outcomes relies on people 

planning, or workforce planning, which must be interwoven 

with, and central to strategic and business planning processes.

The relationship between the strategy and agency planning 

processes is shown in this diagram.
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Positioning the 
NTPS starts with
a purpose

The purpose of the NTPS is to:

1. Improve customer experience, deliver outcomes and put customers at 

the centre of everything the NTPS does.

2. Deliver high quality policy advice, regulatory oversight, and programs 

and services.

3. Tackle complex, multi-sector challenges in collaboration with the 

community, businesses and customers.

Questions:

•      Does this reflect your agency context and experience?

•      What, if anything, is missing?

The purpose of the public sector is to 

serve the public interest and ensure 

customers receive service and 

support which would not otherwise 

be provided.
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NTPS agencies perform multiple and diverse roles including:

• policy advisers

• researchers 

• program administrators 

• market regulators 

• primary health care providers 

• educators 

• community safe-keepers 

• policy owners and 

• program managers.

We propose the work of all agencies fits within the following 
functions, irrespective of the technical or specialist nature of 
the agency.

Agency functions across the sector

Services/Operations - ensure that outcomes are delivered efficiently and 
effectively, based on the customers’ needs, and that they optimise
government resources.

Policy - consultation, research and analysis of trends and issues, human-
centred design, formulating an appropriate public policy response, and 
articulating and implementing government policy.

Regulation / Compliance - develop, implement and enforce programs and 
activities complying with the Territory’s legislative and regulatory framework 
to optimise outcomes for Territorians: by safeguarding health and safety, 
protecting the environment, securing stable Territory revenue and delivering 
other essential public goals while keeping the costs and responsibility as low 
as possible.
Professional/Technical/Specialist Expertise - applying specialist knowledge 
essential to the effective delivery of government’s role, or providing 
technical, specialist, professional or strategic advice needed for strategies, 
plans, decisions and outcomes.

Leadership – focus on long-term strategy, building relationships and a vision 
for service, good public governance, shaping and adapting the workforce, 
and collaborating with Territory, state and federal agencies, local 
government, the private and community sectors and communities 
themselves.

What we do -
NTPS functions
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Considering the workforce through these functions, rather than 

through specific agency arrangements can help us to:

• determine and prioritise the critical capabilities required within 

each function and identify any gaps. This will help design 

initiatives for groups of employees performing the same function

• identify capabilities that are shared across functions, this can help 
develop initiatives to open career corridors between functions

• identify employees who are likely to have specific capabilities and 
skills (because they work in a particular function), which can help 
mobilise people for specific purposes (e.g. during an emergency 
response, special project etc.).

Questions:

• What functions does your agency excel at, and what 
functions are challenges? Why?

• Do you have existing strategies in place to meet challenges?

• Do you collaborate with other ‘like’ agencies on any 
workforce initiatives?

Workforce considerations through functions
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Breaking down silos continues to be a challenge across all jurisdictions.

Public sector agencies will always be set up according to the needs of the 

government of the day, and agency requirements, clearly, change over time.  

However, government service delivery, and the public sector workforce can 

be represented in the above diagram.

Spheres of 
government

If we want be respond to our customers, 
we need to think about ‘government’ 
from their perspective, not through a 
fixed agency perspective.

The need to work beyond traditional 
government silos is understood and has 
been documented for two decades. 

Working across agencies is one of the 
changes needed to deliver more 
sustainable, efficient and effective 
government services. This was recently 
reinforced through the Territory 
Economic Reconstruction Commission’s 
report and recommendations.
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Thinking 
beyond silos

The spheres clearly show the crossover between agencies 

and possible interactions with customers and stakeholders.

Service delivery within these spheres is supported and made possible by 

central agencies.

The NTPS functions and spheres of government demonstrate a way we 

can reimagine the public sector. Since these spheres remain constant and 

reinforce the connections between agencies, they can also help:

• strengthen collaboration across the spheres

• design more connected service delivery, including cross-overs in 

workforce and capability requirements

• consider and activate workforce mobility across spheres

• emphasise our purpose and placing customers at the centre of 

everything we do.
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The following section covers information about our regional 

populations and the NTPS workforce servicing these regions.

This is followed by a customer’s viewpoint, including showing potential NTPS 

touch-points through the spheres of government.

This emphasises the need for agency collaboration and examining the specific 

workforce characteristics and capabilities required to deliver high quality, 

appropriate services.

Regional snapshot

Questions:

• Do we have the right workforce in the right place?

• What planning will we need to do?

• What does this tell us about succession planning?

• What services will be required over time?
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Unique geographic 
and cultural makeup

The unique geographic and cultural makeup of the 
Territory is a critical consideration when developing 
and delivering public services and workforce 
requirements. 

Some services can be delivered to regions remotely using 

technology, making it easier and sometimes more effective. 

Some essential front line services must be delivered on the ground, 
such as health, education and police. 

Projected changes to population must also be considered in 
planning and identifying future service delivery requirements.
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Northern Territory facts and figures

For the purposes of this document, the city of 

Palmerston and the Litchfield Council are included in 

Greater Darwin, as residents in these areas access 

services in a similar way to Darwin residents.

The Territory’s population is projected to grow from 

250 000 to 350 000 by 2046. This is predicated on an 

annual average growth rate of 1.2%.

Aboriginal populations are projected to grow at 1.1% annually, 

taking the population to 105 000 in 2046. Both Aboriginal and 

non-Aboriginal population projections also show steady 

population ageing, with the number of people aged 65 years 

and over increasing. 

The population information is based on ABS collections and 

data held in NTPS HR systems, and used to help give context 

rather than as a direct comparison to other data sets. 

The Territory has a population of 1 per cent 

of Australia’s population and is divided into 

five regions and one city: Greater Darwin, 

Top End, East Arnhem, Big Rivers, Barkly 

and Central Australia. 
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Northern Territory
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When looking at the regional characteristics of the 
Northern Territory, and the characteristics of the NTPS, 
some critical considerations for public services’ design 
and delivery are revealed.

The average age of NTPS employees is 10 years older than the NT 

population. In some towns and communities, the average age of the 

population is as young as 25 years old. 

This has implications for service design and delivery, and consultation.  

For example, as the highest proportion of customers, are young 

people in regional areas included in consultation processes? 

Regional 
characteristics 
and the NTPS

Questions:

•      Are different types of human services required?

•      What are the implications for designing economic

development activities?
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Tenure could be an opportunity for the NTPS, if managed 

and governed appropriately.

The opportunity comes from understanding what segments 

of our workforce are characteristically unlikely to stay long 

term. For example, focusing on maximising their contribution 

as early as possible – acknowledging and understanding 

these segments will allow for more considered workforce 

design which will improve the delivery of public services.

Of note is the percentage of the NTPS with a 

tenure of less than five years.

In some regions, 50% – 60% of staff have less than five 

years’ tenure. It is easy to assume this is a failing

of workforce policy, and attraction and retention efforts. 

However, our relatively low tenure is in keeping with 

expected changes to tenure more broadly and aligned to 

generational changes in the workforce. 

We have an ongoing reliance on skilled migrants in the NT  

(from overseas and interstate), which extends to the 

NTPS. 

With an average age of 43, much of the transient 

workforce in the NTPS is not made up of early career 

employees (such as graduates), rather a flow of skilled 

workers entering and leaving the NTPS.
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Northern Territory 

There is an even split of workers with more than and less than five 

years tenure. 

We are getting new (potentially skilled and experienced workers) into 

the NTPS, keeping our organisational capability fresh and 

contemporary. 

We also have enough people staying for a long time who, with the 

right workforce culture and initiatives, can pass on corporate 

knowledge. 

To capitalise on this, inductions, orientation, corporate knowledge 

management and succession planning must be a priority. 

It takes time and resources to ensure appropriate knowledge is passed 

on as staff transition in and out of the NTPS, but we can’t afford to 

not do it well.



22

Greater Darwin

For the purpose of this paper, the 

Greater Darwin area includes Darwin, 

Palmerston, surrounding rural areas of 

Litchfield Council, Coolalinga, Humpty 

Doo and Berry Springs.
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Top End

This region includes Tiwi Islands and the 

north-east section of the Territory. 

Also Batchelor, Jabiru and Adelaide 

River, along with almost 20 other 

communities, four town camps and 

almost 140 homelands. As noted 

previously, Palmerston and the Litchfield 

Council are included in Greater Darwin.
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East Arnhem

East Arnhem region includes Groote 

Eylandt and Nhulunbuy, 10 other 

communities and more than 70 homelands.
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Big Rivers

Big Rivers’ major centre is Katherine, 

with more than 20 communities and 100 

homelands and outstations. Its borders 

reach both WA and QLD’s borders.
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Barkly

Sitting in the centre of the Territory, the 

Barkly’s major centre is Tennant Creek 

with 9 town camps, 13 communities and 

74 outstations.
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Central

At the southern end of the Territory, the 

major town in Central is Alice Springs 

with 27 communities, 16 town camps 

and more than 200 outstations.
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Territorians deserve an 
efficient, responsive, customer focused public sector

It is essential our workforce strategy drives responsiveness to 

enhance our customers’ experiences.  

Territorians want convenient access to services and don’t care 

which government agency delivers it.

Every interaction Territorians have with public servants has the 

potential to build trust in public institutions and government. 

Building an awareness, understanding and focus on who we 

serve, where they live, and how they experience service 

delivery, can help drive improvement. 

This is reflected in the NTG Customer Experience Principles 

and Framework, the Remote Engagement and Coordination 

Strategy, and most recently the recommendations from the 

Territory Economic Reconstruction Commission. 
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Understanding our customers

The following Territorian personas have been developed to 

provide a representation of NTPS customers.

Some of these personas were developed by the Department of 

Industry, Tourism and Trade and have been used in other 

planning projects.  Others have been developed using a range 

of data sources to create ‘typical profiles’.

They are used here to guide reflection on service delivery and 

encourage us to think about how we deliver services. 

Viewing our customers from ‘their’ perspective can help 

highlight what is required between agencies to deliver

quality services. 
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Plan for tomorrow – we can’t develop a workforce 
strategy that is focused on addressing today’s challenges 

If we continue ‘business as usual’ we run the risk of not being in a 

position for the future, or having the right workforce capabilities to 

deliver quality services to Territorians in coming years.

The following snapshot shows some of the global issues that could 

impact on all public sectors and may influence planning for our 

future workforce.

Questions:

• What external and internal issues present the biggest challenge or 
risk for your agency in a workforce context? 

• How have you been addressing this?

• What do you see as the most pressing issue in the context of 
workforce for the NTPS overall?

All senior executive employees, and executive leadership teams, 

should understand how their workforce will change as society 

changes, how it will need to be shaped, and the risks that need to be 

addressed.

As part of the consultation process we will be prioritising the issues 

and challenges that can be addressed by the sector as a whole, and 

prioritising them for immediate and/or mid term action.
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Not the rise of 
machines… yet 

According to a research from global consulting firms, in spite of rapid 

technological advancements, sustainable, quality government service delivery 

still relies on people. 

While new technologies will automate many tasks and processes, and a range 

of roles (and industries) will disappear, these will be replaced with roles that 

require uniquely human capabilities.  This also applies to the public sector. 

While specific roles and expertise will continue to be important, there will be a 

greater requirement to connect and work beyond employees’ fields of 

expertise. This also aligns with research about the future of public sector work, 

nationally and internationally.

Specific capabilities essential in our future workforce are shown in the table

on page 36. The workshop with DoE confirmed many, but not all of

these capabilities.
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What do we need?

Our research, experience, consultation 

with agencies, and workforce data gives us 

an insight into the capabilities we require 

now, and what we will need in the future.

It is important that we invest in our people to grow the capabilities we 

need, and to provide corridors to new career pathways. 

Focusing on the capabilities we need, instead of knowledge, 

qualifications and experience for a specific job has major implications 

for how we design jobs and recruit people.

Growing our pool of employees with transferable capabilities, and 

designing roles that can be deployed across agencies, is one of the 

keys to future proofing our workforce. For example, developing a pool 

of data analysts who could be transferred across agencies as required, 

rather than employing a statistical professional with expertise in sector 

specific data.

Questions:

• Do these capability requirements resonate for your agency? 

• Is something missing?

• Of these capabilities, which are the biggest gaps in your workforce?

• Which of the capabilities are the most relevant and least relevant to 

your context?
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Behavioural Technical

Customer 
focus/centricity

Creates policies, services, programs to solve customer 
needs/problems. Customer considered at every stage, 
uses human centred design. Customers say “I would do 
that again”.

Engaging with risk Uses tools and frameworks to assess risk, and understands risk 
in context. Uses tools and applies judgement in making 
appropriate risk based decisions.

Curiosity Identifies new ways of working, new ideas. Adapting and 
adopting approaches from elsewhere. Reframes 
perspectives and problems.

Financial literacy Understands budgets and financial management processes. Uses 
appropriate tools and accountability frameworks to make 
financial decisions.

Interpersonal / 
emotional 
intelligence

Uses empathy. Manages conflict effectively. Develops 
and maintains open, trusting relationships. Builds, values 
and nurtures relationships at all levels.

Digital Values and draws on emerging technologies, but puts customers 
and users at the centre. Data skills spanning analytics, data 
management and governance.

Boundary 
spanning / 
collaboration

Fosters and grows networks, works effectively and 
productively across sectors. Collaborative and 
connected.

Data literacy Understands the value of data and evidence and uses it for 
decision making. Identifies the right data to be collected and 
systems for collection.  Uncovers and communicates the stories 
from data effectively.

Flexibility / 
resilience / 
adaptability

Deals effectively and productively with ambiguity, 
complex situations and rapid change. Uses the 
experience to learn and grow.

Time management Uses tools and systems to get work done. Uses project 
management processes to ensure timely delivery.

Anticipatory, 
complex 
problem solving

‘Joins disparate dots’, big picture perspective. Critical 
thinking, determines probable cause/s through 
considering sets of symptom/s, assesses risk in context, 
and uses this to design solutions.

Public policy 
development

Understands interconnections of sectors, issues, stakeholders in 
public policy development, and places those impacted at the 
centre. Uses tools and frameworks to guide policy development.

People 
management

Identifies strengths in others and draws on them.  
Motivates and empowers others to contribute to their 
maximum potential.  Clearly articulates expectations, and 
develops others through training, coaching and 
mentoring.

Regulatory policy 
development

Understands the impact of regulatory policy on citizens and the 
business sector, and the requirement to connect across domains. 
Shapes regulatory policy, and legal instruments to create better 
economic, social and environmental outcome.

Leadership Communicates a compelling vision that motivates and 
inspires others. Values difference and uses information 
and insights from many perspectives to make decisions.

Cultural 
competency

Inclusive, respectful, differentiates cultural awareness 
and cultural safety.

NTPS workforce – what shared capabilities do we need?
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All jurisdictions are faced with the same 
workforce challenges we face in the NTPS

We must grow the right workplace culture, understand the 

capabilities, the people needed, and consider how to design

our agencies, our workforce and our jobs, so we can deliver

for Territorians. 

We must improve our people and performance management 

practices, and make sure every employee is fully engaged, valued 

and knows how their contribution makes a difference. 

We need to draw from talent pools that are under utilised such as 

older workers, people with disability and Aboriginal people. This 

highlights the urgent need for the NTPS workplaces to embrace 

and grow inclusion and diversity.

Understanding tenure trends provides an opportunity for agencies 
to develop and implement succession planning.

In Australia the average tenure in a job is three years. In 2018 the 
average tenure in the NTPS was almost eight years, across our 
regions around five years. This is both an opportunity and
a challenge.

The range of issues that need to be considered as part of planning 
for our future workforce can seem overwhelming, however, we do 
have the sign posts we need, including through our response
to COVID-19.

We need to provide a compelling employee value 

proposition to compete for, secure and keep the 

talent we need right now and in the future. 

Tenure and turnover matter 
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A preview of what is possible – responding to COVID-19

The lessons learned about workforce agility, collaborative innovation 

and industry working with government to overcome the challenges, 

needs to be remembered, and embedded. 

These need to become part of our ‘business as usual’ practices as 

industry, the community and government pivots to respond to the 

new normal. 

Trust, a shared mission and purpose, and empathy marked the 

response in the NTPS. 

Our agencies, contractors, the Federal Government and the 

community sector quickly and seamlessly formed partnerships to 

meet the challenge and keep Territorians safe.

COVID-19 came as a dramatic shock for the Australian and global economies.
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‘COVID-19
Unsung Heroes’ 

• The pace was so quick that we started 'incubators' 

– if a Local Court team member had an idea, we let them run with it to see if 

it would work. Those that did work, we then scaled to cover all the courts.

• 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.

• 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 this is here to stay.

• Barriers came down in the NTPS, between jurisdictions and with industry. 

Our existing relationships developed even closer working relationships. The 

public sector and industry were open and worked together towards a 

common goal.

• Everyone from AO2 to SAOs worked together. Nothing was too small or too 

big for anyone to do; the collaboration between everyone was unreal.

Employees nominated as COVID-19 

Unsung Heroes identified some 

compelling lessons from how the NTPS 

responded to COVID-19, and we want to 

use these lessons in the strategy. 
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Workforce lessons from 2020

Key takeaways from these comments, point to some 
important traits to implement in the strategy

Key phrase heard Traits to embed in the strategy

Let them run with it Innovation, empowerment, psychological safety

It’s not about us Customer service, citizen-centric, sense of service to the community

Give something  new a try Resilience to change, quick to adapt, making it easy for people to do their jobs

Public sector and industry 
working together

Partnership with industry, leveraging strengths of private and public sector to achieve shared 
goals

A common goal Shared vision, shared goals (that is, shared between NTPS staff members, shared with industry, 
shared with citizens)

Nothing too small 
or too big

Can do, will do attitude
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What should we 
leave behind? 

It is important to understand what we want to implement 
in the future, and what we need to set aside. 

We need to examine whether there are practices, processes, or values 

which served us once, but are no longer fit for purpose, or fit for 

future purpose.

A recent global forum, facilitated through the OECD Observatory of 

Public Sector Innovation (Government After Shock), gave voice to 

lessons learned by public sectors around the world in response

to COVID-19. 

This included examining the things that should be kept, the things that 

should be done differently, and the things that we need to discard. 
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What should we 
leave behind? 

Unsurprisingly perhaps, there was a chorus from many countries that, 

to support a well-functioning and responsive government, public 

sectors need to shed:

• traditional government hierarchies and silos

• command and control models

• risk aversion

• government and public sector as expert

• structures and bureaucracies that take months to make decisions. 

COVID-19 has given us an insight into what is possible when leaders 

and employees work for a common purpose and mission.  

The overall NTPS COVID-19 response exemplified the role of public 

servants as stewards of the collective good, and willing to take action, 

where and as required. 

Combined with what we know about the capability requirements in our 

workforce, we are well positioned to start articulating a whole sector 

workforce strategy. 

Fundamental to driving and embedding changes that we need to make, 

is the workforce and organisational culture to enable it.
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Deciding what 
drives us to a 
better future 

Clearly articulating the organisational and 

workplace culture that will drive 

performance improvements, will help 

embed and sustain the positive workforce 

lessons from COVID-19.

Our employees need to be empowered to innovate and to take risks, and 

be recognised for their achievements. We must continue to embed an 

integrity and safety culture. Our leaders need to inspire and drive learning 

organisations that focus directly on customer needs, encourage and 

support continuous and collaborative learning, innovation, forward thinking 

and knowledge sharing. 

We must continue to build a positive workforce culture that values 

diversity, health and safety, promotes positive workplace behaviours, and 

enables employees to contribute to their maximum potential.

Legislation, the Code of Conduct and NTPS Values help to define the 

“rules” for a desired culture.  But it is the behaviour of leaders, and in 

particular senior leaders, that set the underpinning tone and tenor of 

organisational and workplace culture.

With this in mind, the consultation process will seek input to the specific 

organisational and workplace cultural attributes that will need to be 

incorporated into the workforce strategy.
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The days of government and public servants knowing what’s best 

and working in isolation are over.  

We must actively seek out and listen to the voices of our 

customers and our citizens in pursuit of better service design and 

delivery, organisational performance and outcomes. 

This has significant implications for the capabilities we need in our 

workforce.  

We need to actively grow the capabilities we need across our 

workforce to be well positioned for the future.

The NTPS must position itself and plan for the future  

This requires workforce planning at a whole sector level, and 

within agencies – this is critical to a well-functioning government. 

Workforce planning is an integral part of strategic and business 

planning, and responsibility for it sits with those who own the 

business and service delivery risk.

Collaborative action is one of the keys to improving 

organisational performance through our workforce. If we are to 

break down the silos between and within agencies, we must 

consider the public sector through different lenses.  

The spheres of government and the NTPS functions presented in 

this paper provide one such lens.

In summary
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However, we are not starting from a blank slate. 

There are many effective strategies and programs in place that are 

improving the effectiveness, efficiency and sustainability of

our workforce.

Finally, articulating the workplace culture that we need, and expect, 

is fundamental in delivering and implementing a workforce strategy. 

Overcoming workforce challenges, mitigating workforce risks, and 

driving positive, sustainable workforce change will only be possible if 

we deliberately engender the culture to enable this.

Consider and prioritise the 
employee capabilities we need

There are multiple complex and challenging issues that need to be 

considered in planning for our future workforce. The world of public 

sector work is changing.  

How we manage shared challenges and risks; structure our agencies; 

design our jobs and find the talent we require all need consideration. 

We need to consider and prioritise the employee capabilities we 

need, and develop and implement actions to ensure we have access 

to those capabilities.
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Dates for agency executive leadership consultation workshops 

will be arranged in early February, through the Commissioner’s 

Executive Assistant for those agencies who want to participate. 

Consultation workshops will be held through to April 2021.

You, or others in your teams, may also wish to participate in the 

cross-sector focus groups, which will explore in detail specific 

workforce issues.  

More information about topics for these workshops will be 

available in the next few weeks.

Your input and feedback

‘HAVE YOUR SAY’

To make it easier to provide your feedback, a ‘Have your 

Say’ page has been set up. 

Haveyoursay.nt.gov.au/Workforce-Strategy

Written comments/information/feedback can also be sent 

to swpd.ocpe@nt.gov.au by 30 March 2021.

If you prefer to provide verbal feedback you 

can call Libby Doney on 8999 4137.

See a full list of questions on the back page.

Next steps: what can we do?

We want to know how best to engage with you and 

your agency to receive input and feedback on this 

document, and more broadly for the development of 

a five year NTPS Workforce Strategy.   

https://haveyoursay.nt.gov.au/workforce-strategy
mailto:SWPD.OCPE@nt.gov.au
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Positioning the NTPS starts with a purpose page 10

• Does this reflect your agency context and experience?

• What, if anything, is missing?

Workforce considerations through functions page 12

• What functions does your agency excel at, and what  
functions are challenges? Why?

• Do you have existing strategies in place to meet 
challenges?

• Do you collaborate with other ‘like’ agencies on any 
workforce initiatives?

Regional snapshot page 15

• Do we have the right workforce in the right place?

• What planning will we need to do?

• What does this tell us about succession planning?

• What services will be required over time?

Regional characteristics and the NTPS page 19

• Are different types of human services required?

• What are the implications for designing economic development activities?

Plan for tomorrow page 33

• What external and internal issues present the biggest challenge or risk for 
your agency in a workforce context? 

• How have you been addressing this?

• What do you see as the most pressing issue in the context of workforce 
for the NTPS overall?

What do we need? Page 35

• Do these capability requirements resonate for your agency? 

• Is something missing?

• Of these capabilities, which are the biggest gaps in your workforce?

• Which of the capabilities are the most relevant and least relevant to your 

context?

Full list of questions
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Haveyoursay.nt.gov.au/Workforce-Strategy

https://haveyoursay.nt.gov.au/workforce-strategy
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