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Public Service Commission annual report 
2015–16
The annual report provides detailed information about the Public Service 
Commission’s financial and non-financial performance for 2015–16. 

It has been prepared in accordance with the Financial Accountability Act 2009, 
the Financial and Performance Management Standard 2009, and the Annual 
report requirements for Queensland Government agencies.

The report aligns to the Public Service Commission’s strategic plan 2015–2019 
and the 2015–16 Service Delivery Statements.

The report has been prepared for the Commission Chief Executive (Acting) 
to submit to Parliament. It has also been prepared to meet the needs of 
stakeholders, including government agencies, business and industry, members 
of the community, media and employees.

In lieu of inclusion in the annual report, information about consultancies 
and overseas travel are available on the Queensland Government Open Data 
website (qld.gov.au/data).

More information
Contact the Public Service Commission:

• PO Box 15190, City East, Brisbane, Queensland, 4001

• commission.psc@psc.qld.gov.au

• (07) 3003 2800

An electronic version of this document is available at www.psc.qld.gov.au 
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CC BY licence summary statement
In essence, you are free to copy, communicate and adapt this annual report, as long as 
you attribute the work to the State of Queensland (Public Service Commission). 
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Interpreter service statement
The Queensland Government is committed to providing 
accessible services to Queenslanders from all culturally 
and linguistically diverse backgrounds. If you have 
difficulty in understanding the annual report, you can 
contact us on 13 QGOV (13 74 68) and we will arrange an 
interpreter to effectively communicate the report to you.
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30 September 2016

The Honourable Annastacia Palaszczuk MP 

Premier and Minister for the Arts

Level 15, Executive Building

100 George Street

Brisbane Qld 4000 

Dear Premier

I am pleased to submit for presentation to the Parliament the Annual Report 2015–16 and financial statements for the 
Public Service Commission. 

I certify this annual report complies with the:

• prescribed requirements of the Financial Accountability Act 2009, and the Financial and Performance Management 
Standard 2009

• detailed requirements set out in the Annual report requirements for Queensland Government agencies.

A checklist outlining the annual reporting requirements is on page 64 of this annual report.

Yours sincerely 

Robert Setter

Commission Chief Executive (Acting)

Public Service Commission

Letter of compliance
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Chairperson’s message

I am pleased to present the 2015–16 annual report as 
Acting Chairperson of the Public Service Commission 
(PSC). 

The PSC, an independent central agency of government, 
has key responsibilities for workforce policy, strategy, 
leadership and organisational performance across the 
Queensland public service. 

The PSC continued its role of empowering agencies to 
deliver quality, sustainable services to Queenslanders, 
and fostering a highly capable, inclusive, diverse and 
ethical workforce.

During the reporting period, the PSC completed the 
merit-based recruitment of 10 Directors-General. 
These senior public servants play a pivotal leadership 
role in delivering government priorities, leading to better 
outcomes for the people of Queensland. A series of 
Leadership Board forums were held for Directors-General 
during 2015–16. These focused on creating constructive 

workplace cultures, and developing leadership and 
modelling behaviours that encourage every public servant 
to be the best they can be. 

Another key activity for the PSC was the review of its 
operating model. The PSC is moving towards a more 
customer centric model of operation, promoting 
centres of excellence through more collaborative service 
provision. In turn, this has seen the establishment of a 
Strategic Workforce Council, a future-focused advisory 
body that will elevate, drive and influence the sectorwide 
workforce agenda within the Leadership Board and 
respective agencies. 

Furthermore, the PSC continued its responsibilities as 
lead agency for workplace-related recommendations 
outlined in the Not Now, Not Ever–Putting an End to 
Domestic and Family Violence in Queensland taskforce 
report. The PSC worked closely with other agencies, 
business, non-government organisations and other 
Australian governments to support Queensland 
workplaces to prevent domestic and family violence 
(DFV). In November 2015, the PSC delivered a 
workplace package to strengthen support for public 
service employees affected by DFV. In 2016–17, the 
PSC will continue to implement the taskforce report’s 
workplace-related recommendations, as part of the most 
comprehensive reform package for DFV prevention ever 
initiated in Queensland.   

In addition, the PSC established the Inclusion Champions 
of Change network to lead new thinking and action on 
inclusion and diversity in the Queensland public service. 
This network will build constructive workplace cultures 
that feature inclusion, collaboration and innovation to 
accelerate enhanced service delivery to Queensland 
communities.

The PSC also provided Being the best leader you can be 
workshops to develop leadership and human resources 
management capacity across the public service.
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The PSC continued its role of 
empowering agencies to deliver 
quality, sustainable services to 
Queenslanders, and fostering a 
highly capable, inclusive, diverse 
and ethical workforce.

In 2016–17, the PSC will continue to drive key 
sectorwide priorities and strategies. It will focus on:

• informing and supporting frameworks and strategy 
for continuous improvement of public service 
practices

• redesigning PSC services aligned to a 
contemporary central agency

• supporting Advance Queensland by harnessing 
innovation to strengthen and diversify the 
economy, and creating jobs. 

I will continue to work with the PSC to ensure it 
successfully delivers on its strategic objectives 
especially in key focus areas of leadership, 
performance and culture.

Dave Stewart 
Chairperson (Acting) 
Public Service Commission
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Commission Chief Executive
          year in review

This annual report highlights our commitment to 
providing better services and outcomes for the people 
of Queensland, and enabling the public service to 
be the best we can be. It also outlines our progress 
towards the Queensland Government’s objectives for 
the community.

During 2015–16, we focused our efforts on 
strengthening the public service workforce, ensuring 
it was more capable, better connected, and serious 
about engaging with the community in smarter, more 
innovative ways. 

We achieved this by:

• providing leadership development opportunities 
for managers and executives to ensure the 
Queensland public service has the depth of 
talent required to lead in times of rapidly evolving 
workforce challenges 

• providing high-performing, high-potential 
leaders with opportunities to take their skills 
to the next level by gaining intensive, practical 
leadership experience in private and public 
sector organisations

• connecting Queensland Government agencies 
with communities and service providers to better 
understand what Queenslanders are really looking 
for from government, and co-designing solutions 
with our cross-sector partners.

The Queensland public service continues to deliver 
increasingly tailored services to customers across our 
large, decentralised state within a framework of capped 
budgets and responsible management of resources. 
The PSC is setting the policy, strategy and conditions 
to enable a mobile, agile workforce that will meet the 
future demands of the Queensland community—a 
workforce that operates with integrity, ingenuity and 
across highly productive partnerships. 

During 2015–16, we focused our 
efforts on strengthening the public 
service workforce, ensuring it was 
more capable, better connected, 
and serious about engaging with 
the community in smarter, more 
innovative ways. 
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We are collaborating with other government agencies 
and non-government organisations so that together, 
we can more efficiently deliver statewide initiatives. 
For example, the 2018 Commonwealth Games, the 
Infrastructure Portfolio Office which is implementing 
the State Infrastructure Plan, and the National Disability 
Insurance Scheme (NDIS)—a significant piece of social 
reform that will impact our workforce as Queensland 
transitions to the new service delivery model.

On behalf of the Queensland Government, the PSC has 
taken a leadership role in driving several additional 
key reforms:

• delivering Australia’s most comprehensive 
workplace package to support employees affected 
by DFV

• collecting and analysing data from Queensland 
Government agencies on conduct and performance 
matters to identify developing issues, best practice 
and opportunities to develop greater management 
capabilities 

• building constructive, creative and inclusive 
workplace cultures that embrace diversity and 
strive for greater gender balance.

Reforms such as these demonstrate our commitment 
to being the best we can be as individuals, as teams, 
as agencies and as a public service determined to 
serve the government and people of Queensland to the 
highest possible standard.

We have continued to promote a positive work 
environment that supports the health, wellbeing and 
safety of our people. We are serious about providing 
safer, more inclusive workplaces that value innovation, 
creativity and diversity.

In 2015–16, we saw the release of the                      
whole-of-government Inclusion and diversity strategy, 
and its complementary Gender equity strategy. We 
have also seen changes to the QG Women network and 
the establishment of the Queensland Public Sector 
Inclusion Champions of Change. 

These are some of the key achievements that are 
forming the foundations of a modern, flexible, high 
achieving workforce for Queensland—one in which the 
richness of ideas, backgrounds and perspectives are 
valued and harnessed to achieve social outcomes for all. 

I would like to thank the Executive Leadership Team, 
Senior Management Group, and all of our employees. 
Together, they have maintained a strong commitment 
to the public service and our mission to deliver better 
services and outcomes for the people of Queensland.

I also acknowledge the collaboration and constructive 
efforts of Leadership Board and Strategic Workforce 
Council members in the design and implementation of 
priority public service workforce policy and strategy, 
and leadership and organisational performance.      
The emerging culture of collaboration and partnership 
will increasingly enable the Queensland public service 
to be the best we can be.

Robert Setter
Commission Chief Executive (Acting)
Public Service Commission
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Our highlights

Delivered 44  
Being the best leader 
you can be workshops  
999 attendees in 12 locations

to

June 2016

Hosted leadership 
development offerings:

7 thought leader  
seminars

15
masterclasses

5 executive  
dialogues

4 CEO leadership 
 roundtables

Led the development of the Working in the public service 
section of the Queensland Government website

Web pagesDocuments

Released the Constructive workplace cultures 
framework to embed inclusion and diversity principles 
in the Queensland public service

3119

693

December 2015

June 2016

559

243

December 2015

  
whole-of-government 
Inclusion and diversity, 
and Gender equity strategies

Co-designed and launched
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Collaborated with the 
Department of Housing and 
Public Works (DHPW) and 
Toowoomba community to 
improve service delivery 
for people seeking support for 
housing and homelessness 

Released a 
whole-of-government  
domestic family violence 
workplace package  
to strengthen support for  
affected employees

Developed a remuneration 
framework for new CEO 
appointments consistent with 
government policy

15 student and 1534 
graduate appointments  
were made through the  
Queensland Government 
Graduate Portal—managed 
by the PSC

Developed a Capability 
Blueprint program, 
enabling departments to 
strengthen their organisational 
capability, and partnered with 
DHPW to conduct a pilot  
of the program   

Conducted the 2016 Working 
for Queensland survey, 
achieving a response rate 
of 38 per cent

Completed an independent review of 
the scope, purpose and structure 
of the Public Safety Business Agency, and 
supported the portfolio to implement the 
report’s recommendations 

Developed a Queensland public service 
workforce strategy to support the rollout 
of the National Disability Insurance Scheme in 
Queensland

Provided advice and 
support to agencies on  

74 complex
  

and conduct matters
performance
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Our agency

Values
Our behaviour and practices as individuals and as an 
agency are guided by five public service values:

Vision
Our vision is a public service that is distinguished by its 
capability, impartiality and professionalism in serving 
the government and the community.

Purpose
Our purpose is to drive community-focused workforce 
strategies to deliver better outcomes for Queensland, 
by being a forward thinker, strategic enabler and     
key advisor.

Role
The PSC is an independent central agency of 
government with key responsibilities for workforce 
policy, strategy, leadership and organisational 
performance across the Queensland public service. 

We provide advice and support to government agencies on: 

• workforce strategy, planning and management

• workforce policy and legislation

• leadership capability development

• executive recruitment, remuneration and contracts

• human resource (HR) capability development

• conduct and performance excellence (CaPE)

• community insights for service innovation

• organisational design and capability reviews

• workforce performance analytics and employee surveys.

The Public Service Commission (PSC) 
was established 1 July 2008 under the 
Public Service Act 2008.

• Know your customer

• Deliver what matters

• Make decisions with 
empathy

Ideas into action
• Challenge the norm and 

suggest solutions

• Encourage and embrace 
new ideas

• Work across boundaries

Unleash potential
• Expect greatness

• Lead and set clear 
expectations

• Seek, provide and 
act on feedback

Be courageous
• Own your actions, 

successes and mistakes

• Take calculated risks

• Act with transparency

Empower people
• Lead, empower and 

trust

• Play to everyone’s 
strengths

• Develop yourself and 
those around you
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Our role is to: 

• advise the Premier of Queensland on the 
administration of the Queensland public service, 
and the management and employment of public 
service employees 

• foster a high-performing, apolitical and impartial 
public service which responds to government 
priorities and delivers services to the Queensland 
community efficiently, effectively and with integrity 

• enhance the Queensland public service’s HR 
management capability.

We partner with other central agencies, including 
the Department of the Premier and Cabinet (DPC) 
and Queensland Treasury, to oversee continuous 
improvement of the public service, and collaborate 
with all government agencies to achieve our vision.

Strategic objectives
Our strategic objectives are:

1. A high-performing, engaged, service-focused 
workforce

2. A professional and productive public sector to 
serve the government and the community

3. A provider of quality advice and trusted 
intelligence on contemporary HR matters

Legislation
We administer the Public Sector Ethics Act 1994 and 
the Public Service Act 2008.

Location
Level 13, 53 Albert Street, Brisbane, Queensland.

Challenges and opportunities 
We work within an increasingly complex operating 
environment faced with many challenges which shape 
our strategic direction and service delivery. These 
challenges include: 

• changing employment landscape

• fiscal restraint

• digital transformation

• demographic shifts

• increasing and changing community expectations

• transitioning to a knowledge-based economy

• large-scale, high impact workforce shifts 
(e.g. National Disability Insurance Scheme, 
Commonwealth Games).

To ensure we effectively meet these challenges 
and achieve our strategic objectives, we mitigate               
our risks by:

• developing our leaders to ensure a sectorwide 
leadership talent pipeline

• working with agencies to encourage and develop 
community-focused service delivery

• implementing robust performance reporting 
systems

• effectively managing workforce information

• focusing on optimising agency engagement and 
productivity

• ensuring our operating model reflects emergent 
needs

• growing strategic HR capability across the public 
service to successfully deliver strategic outcomes.

Customers and partners
Our customers are Queensland Government agencies 
and employees.

To help build a high-performing, agile workforce and to 
influence planning and policy, we partner with a broad 
range of stakeholders. These include other government 
agencies, the Leadership Board, the Strategic Workforce 
Council, chief HR officers, the tertiary education and 
development sector, the business/industry and non-
government sectors, unions, research institutions, and 
other public service jurisdictions. 

Changes to the Public Service 
Commission
Community Insights (formerly known as First Project) 
was transferred from DPC to the PSC on 1 July 2015. 
Community Insights provides advisory services to help 
government agencies better connect with Queensland 
communities, understand their needs in a service 
delivery context, and design better ways to meet 
those needs. 
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Our contributions to 
government 

Queensland Government’s objectives 
for the community
The PSC continued to support the Queensland 
Government’s objectives for the community in building 
an inclusive, diverse, agile and high-performing public 
service, and ensuring integrity, accountability and 
consultation underpin everything we do. 

We contributed to three of the four objectives:

1. Creating jobs and a diverse economy

2. Delivering quality frontline services

3. Building safe, caring and connected communities

In 2015–16, the PSC:

• co-designed and released Inclusion and diversity 
and Gender equity strategies for 2015–2020

• launched Constructive Workplace Cultures 
framework 

• raised awareness on the role unconscious          
bias plays in efforts to create diverse and   
inclusive cultures

• promoted flexible work arrangements 

• delivered on whole-of-government domestic 
and family violence (DFV) workplace-related 
commitments 

• partnered with the Office of Industrial Relations 
to develop a draft health, safety and wellbeing 
framework for the Queensland public service 

• released the Queensland public service National 
Disability Insurance Scheme (NDIS) workforce 
strategy (2015–2019)  

• collaborated with the Department of Housing and 
Public Works (DHPW) and Toowoomba community 
to improve service delivery for people seeking 
support for housing and homelessness 

• designed and piloted a procurement process in 
conjunction with Queensland Corrective Services 
(QCS) for the Borallon Training and Correctional 
Facility

• delivered a co-designed led procurement process 
in partnership with QCS for the South East 
Queensland Women’s Re-entry Service 

• assisted Youth Justice to develop a process to 
generate whole-of-government and community 
driven solutions to reduce youth recidivism in 
Townsville 

• supported agencies to better manage conduct and 
performance issues

• improved measurement and reporting of workforce 
diversity metrics.
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Australian Government—agreements 
and partnerships
During 2015–16, the PSC did not have any national 
agreements or national partnership agreements with 
the Australian Government. 

Statutory obligations
Each financial year and under relevant legislation, the 
PSC prepares workforce reports about the Queensland 
public service. The PSC released: 

• Annual report on public service appeals 2014–15 

• Annual publication of work performance matters 

• Queensland public sector workforce profiles. 

Supporting employees affected by domestic and family violence
As lead agency, the PSC is responsible for DFV workplace-related commitments outlined in the 
Not Now, Now Ever taskforce report. 

On 25 November 2015, the Premier of Queensland released a workplace package to provide 
greater support in the workplace for Queensland public service employees experiencing DFV.

The workplace package comprised a directive, model policy template, leadership pledge, 
communications toolkit and other supporting resources. 

Since its release:

• all departments have implemented a DFV 
workforce support policy

• all DGs and their leadership teams have signed a 
pledge committing to eliminate DFV

• all departmental employees have access to 
online DFV training

• all departmental managers have access to 
support and referral resources

• workplace partnerships with Australia’s CEO 
Challenge have increased

• the number of White Ribbon accredited 
departments have increased

• DFV-workplace related questions are 
now included in sectorwide Working for 
Queensland survey

qld.gov.au/gov/domestic-and-family-violence

• support provided by employee assistance providers 
to employees and managers has increased

• male Queensland public servants as White Ribbon 
ambassadors and advocates has increased

• over 17,000 visits to                                                    
qld.gov.au/gov/domestic-and-family-violence

The PSC will continue to deliver on its workplace-related 
commitments—to lead by example, promote the DFV 
workplace package to Queensland employers, drive 
national collaboration and strengthen workplace 
partnerships on DFV workplace issues. 
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Our financial 
summary

In 2015–16, the PSC commenced transitioning to 
a new service delivery model and also rephased 
Community Insights project funding as it transitions to 
a fee-for-service model. The effect of these two factors 
is the primary explanation underlying the decrease 
in appropriation revenue from the prior year. Also of 
key note is the PSC’s relocation to 1 William Street in 
2016–17, requiring an acceleration of depreciation 
relating to leasehold improvements and the lease 
incentive at the current 53 Albert Street location. 
The financial impact of this relocation resulted in an 
increase of expenditure by $0.84 million and increase 
in other revenue of $0.75 million in 2015–16.

Income
Total Income for the PSC was $16.63 million and 
represents a three per cent decrease from the previous 
financial year. An income summary is provided 
in Figure 1 where it is noted the PSC’s activities 
are predominantly funded through appropriation 
revenue derived from the Queensland Government 
Consolidated Fund. 

The PSC derives income to a much less extent from 
user charges and fees, primarily represented by agency 
reimbursement from whole-of-government leadership 
programs delivered by the PSC to the Queensland 
public service. 

Grant and other contributions income was also 
received in 2015–16, most notably a one-off 
contribution from DPC of $0.53 million to fund 
whole-of-government leadership and development 
commitments provided by the Australia and New 
Zealand School of Government (ANZSOG). 

$18M

$16M

$14M

$12M

$10M

$8M

$6M

$4M

$2M

$0M

FY15

$0.00M

$0.42M

$0.17M

$16.59M

FY16

$0.75M

$0.80M

$0.32M

$14.76M

FY17 Budget*

$0.00M

$0.21M

$0.19M

$14.79M

Other revenue

Looking to the 2016–17 financial year, appropriation 
income is planned to remain consistent with 2015–16. 
New funding of $0.46 million is included in budgeted 
amount to replace the Workforce Analysis and Collection 
Application (WACA) information system, used to perform 
the workforce reporting services delivered by the PSC. 
Other income will be derived from workforce reporting 
services the PSC provides to Queensland Government 
and other interstate jurisdictions.

Figure 1. PSC income summary

Grants and 
Contributions

User charges 
and fees

Appropriation
revenue
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Financial position
The PSC’s financial position remained consistent 
with the prior year, the net asset position remaining 
identical at $0.936 million with a slight improvement to 
the PSC’s current ratio noted (Refer to Figure 3). 

Figure 3. Financial position indicators

FY 15 FY 16

Net Asset 
Position

$0.936M $0.936M

Current Assets

Current 
Liabilities

1,977

1,618

2,490

1,896

Current Ratio 1.22 1.31

Chief Finance Officer statement
Section 77 (2)(b) of the Financial Accountability Act 
2009 requires the Chief Finance Officer of the PSC to 
provide the accountable officer with a statement as to 
whether the department’s financial internal controls 
are operating efficiently, effectively and economically.

For the financial year ended 30 June 2016, a statement 
assessing the PSC’s financial internal controls has 
been provided by the Chief Finance Officer to the 
Commission Chief Executive (Acting).

The statement was prepared in accordance with 
Section 57 of the Financial and Performance 
Management Standard 2009. The statement was also 
provided to the PSC’s Audit and Risk Committee.

Expenditure
A summary of the PSC’s major expenditure categories 
is provided in Figure 2 and key category commentary is 
outlined as follows:

• employee expenditure—the number of employees 
remained consistent with the prior year and the 
small amount of category growth primarily reflects 
an increase for enterprise bargaining outcomes 

• supplies and services—category expenditure 
reduced primarily as a result of rephasing the 
Community Insights project. A key aspect of the 
project’s new service model will be a reduced 
reliance on external providers. This is planned to 
be achieved by building internal capability within 
the project team and collaborating with agencies 
through a co-design approach and upskilling 
participating agency staff 

• depreciation expenses—as previously noted, 
the increase in category expenditure is a result 
of accelerated depreciation of 53 Albert Street 
leasehold improvements

• other expenses—primarily reflects                    
whole-of-government leadership and   
development commitments. 

Figure 2. PSC expenditure summary

$18M

$16M

$14M

$12M

$10M

$8M

$6M

$4M

$2M

$0M

FY15

$0.32M

$0.19M

$6.21M

$10.47M

FY16

$0.67M

$1.02M

$4.34M

$10.60M

FY17 Budget*

$0.04M

$0.19M

$5.21M

$9.74M

Other revenue

Depreciation and 
amortisation

Supplies and 
services

Employee
expenses
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Our performance

Key performance indicators 
This section reports on the key performance indicators 
of the PSC strategic plan 2015–2019.

Key performance indicator Our performance 

Overall participant satisfaction 
with PSC leadership 
development offerings

• 90 per cent of participants surveyed agreed or strongly agreed the 
offering had given them a good understanding of the topic. They will 
use or adapt the ideas from the offering in their work, and would 
recommend the offering to their colleagues.

Overall participation in PSC 
leadership development offerings

• 962 executives, program managers and team leaders from across the 
Queensland public service participated in PSC-sponsored leadership 
development offerings.

Overall satisfaction with 
organisational leadership

• The target is for 70 per cent of senior manager respondents in the 
annual Working for Queensland survey to have positive views of the 
capability of the senior executive they report to, across all 13 executive 
capabilities. Each of the 13 capabilities scored between 70 per cent 
and 84 per cent positive in the 2015 Working for Queensland survey.

Percentage of agencies that 
have leaders participating in 
capability assessment and 
development initiatives

• 77 per cent of agencies participated in the Executive Capability 
Assessment and Development (ECAD) initiative and 95 per cent 
participated in the Leaders Capability Assessment and Development 
(LCAD) initiative.

Overall participation in executive 
performance framework (e-Plan)

• 24 chief executive officers entered into performance agreements using 
e-Plan, the online performance management system.

• 16 agencies use e-Plan to administer performance and development 
agreements and assessments for their executives.
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Key performance indicator Our performance 

Key stakeholder satisfaction with HR 
frameworks that support the sector’s 
service delivery

• 69 per cent of strategic HR professionals surveyed through the 
Strategic Human Resource Capability Assessment and Development 
(SHR-CAD) pulse survey (a cross-section of staff from the majority 
of departments) agree that SHR-CAD, underpinned by the SHR 
competency framework, raised their awareness of strengths and areas 
of development.

Agency engagement 
and effectiveness 
of community-focused 
service delivery improvements  

• Engaged with 17 departments, services providers and community to 
complete 13 inter-agency, whole-of-government community-focused 
service delivery improvement projects. 

• Provided 12 agencies with assistance in specialist service design 
approaches (including co-design, behavioural insights, design thinking 
methodologies) and provided community input to deliver projects with 
improved service outcomes. 

• Built capability across government in specialist approaches to 
community-driven service design.

Implementation of strategic 
workforce plans across the sector 

• All Queensland Government departments have an active strategic 
workforce plan. The PSC has provided departments with resources to 
assist in the development of their plans.

Client satisfaction with specialist HR 
advice

• A user survey of HR officers measured client satisfaction with the PSC 
Advisory Service and CaPE Service. HR officers surveyed were either 
satisfied or highly satisfied in 83 per cent of cases (79 per cent for the 
Advisory Service and 86 per cent for the CaPE Service).

Timely provision of 
workforce metrics

• Leadership Board and HR officers were provided quarterly data on 
sectorwide trends in managing performance and conduct matters.

Improvement in workforce 
participation for people from 
diverse groups

• As at 30 June 2016, the PSC’s workforce comprised women           
(76.62 per cent), Aboriginal and Torres Strait Islander peoples      
(1.30 per cent), non-English speaking background (7.79 per cent)   
and people with disability (6.49 per cent).
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Strategic objectives
This section reports on the strategic objectives of the 
PSC strategic plan 2015–2019. 

Objective 1. A high-performing, engaged, 
service-focused workforce

Embed a constructive, high performance culture 
across the public service, underpinned by the public 
service values

• Delivered 44 Being the best leader you can be 
workshops to 999 attendees in 12 locations, 
focusing on effective recruitment and 
performance practices: 

 – 88 per cent of employees reported an increase 
in their management skills

 – 85 per cent felt their team’s performance 
would improve from individual participation in 
the workshop. 

• Completed the DG recruitment project 
(which commenced 2014–15)—10 remaining         
Directors-General (DGs) were appointed.

• Completed a separate recruitment process for 
the DG, Department of Environment and Heritage 
Protection—after the resignation of the DG—in 
partnership with Talent2. 

• Commenced a review of the Code of Conduct for 
the Queensland public service (Code of Conduct), 
including an analysis of policies within other 
jurisdictions throughout Australia. 

• Approved two revised standards of conduct for the 
Queensland Police Service and the Department of 
Education and Training. 

• Amended the Public Service Regulation 2008 to 
apply provisions of the Public Service Act 2008 and 
instruments issued under the Act to a number of 
state government entities. Amendments: 

 – included applying the PSC’s directive providing 
assistance to employees affected by DFV to a 
number of government bodies 

 – ensured management and employment 
principles, and personal conduct principles for 
public servants and public service agencies 
apply across government 

 – helped ensure safe and effective public service 
workplaces, and ethical decision-making.

• Responded to more than 600 requests for advice 
from HR officers and employees in relation to PSC 
administered legislation, directives, policies and 
ethical values. 

• Established the Strategic Workforce Council—
the peak consultative and advisory body for 
strategic workforce priorities in the Queensland 
public service—to provide high-level advice to 
inform the development and implementation of          
workforce priorities. 

• Developed a Constructive Workplace Cultures 
framework to support a high-performing, 
productive and mobile workforce that delivers 
better outcomes to community and customers. The 
PSC partnered with agency chief HR officers and 
workplace culture leads to:

 – establish a culture sub-group of the Strategic 
Workforce Council

 – grow a whole-of-public service strategic 
perspective to workplace culture and change

 – define a whole-of-public service aspirational 
culture that reflects greater collaboration, 
agility, innovation and connectivity.

• Continued to use the Workforce Capability   
Success Profile to provide a sectorwide view of 
leadership behaviours expected of employees in 
high-performing workplaces. 

• Received 36961 graduate registrations and 
1113 student registrations via the Queensland 
Government Graduate Portal. Fourteen agencies 
participated during this reporting period.

Implement leadership and talent management 
capability development strategies

• Recognised by the Australian Human Resources 
Institute (AHRI) as a finalist (2015 AHRI Award for 
Talent Management) for our Leadership talent 
management strategy.

• Continued to deliver ECAD and ECAD Refresh:

 – 133 executives completed or are registered to 
complete ECAD 

 – 132 executives completed or are registered to 
complete ECAD Refresh.

• 217 team leaders and 387 program managers across 
the Queensland public service completed LCAD.

1 Please note this figure does not represent Queensland Health as they do not accept graduate registrations of interest. 
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• Developed a Leadership Talent Portal, an online 
business intelligence tool, giving chief HR     
officers streamlined access to leadership talent 
pipeline data.

• Co-designed a Leadership Roadmap with other 
government agencies, detailing key competencies 
an individual requires to transition to a more 
complex leadership role. 

• Negotiated and piloted Leader Connect 
placements for high-performing, high-potential 
leaders with Virgin Australia and the United 
Kingdom Civil Service. 

• Supported resourcing of the newly established 
Infrastructure Portfolio Office within the 
Department of Infrastructure, Local Government 
and Planning through a mobility strategy to identify 
talented individuals from across the public service.

• Collaborated with the Office of the Commonwealth 
Games (OCG) to make a secondment as part of 
a strategic partnership between the Queensland 
Government (Leader Connect) and the UK Civil 
Service (High-potential Program)—fully funded by 
the United Kingdom Government.

• 1030 executives and senior leaders participated 
in leadership and management development 
programs, ranging from workshops to two-year 
post-graduate degrees:

 – 610 aspiring team leaders completed the 
three-day face-to-face People Matters 
Program, and 18 team leaders completed the 
new one-day extension module Recruitment 
and Selection 

 – 309 participants completed the Emerging 
Leaders Program, and 59 participants 
commenced and 21 participants completed the 
15-month Public Sector Management Program 
(PSMP), both delivered by the Queensland 
University of Technology

 – six participants commenced the two-year 
Executive Master of Public Administration 
Program and seven executives attended the 
three-week intensive residential Executive 
Fellows Program, both delivered by ANZSOG. 

• Partnered with ANZSOG to host two CEO forums, 
attended by five chief executives, enabling heads 
of departments or agencies across Australia to 
share practices and insights, reflect and develop 
how best to deal with common challenges.

• Developed a new online leadership development 
calendar, giving executives, program managers 
and team leaders an opportunity to attend forums 
to hear the latest thinking on leadership and 
management, engage in constructive discussions 
with leading national and international authorities 
and peers, and hone their skills in critical 
capability areas. 

• Facilitated seven thought leader seminars, 15 
masterclasses, five executive dialogues and 
four CEO leadership roundtables as part of the 
leadership development calendar. 

• Finalised the tender process for the People Matters 
Program. A new arrangement with one provider for 
the delivery of the program for the next three years 
commenced 1 July 2016.

Enable a culture of inclusion which values and fosters 
diversity

• Actively supported the Queensland Male 
Champions of Change implementation leads to 
advance gender equality across the public service.

• Supported the formation of the Queensland Public 
Sector Inclusion Champions of Change and their 
five priority areas of unconscious bias, mainstream 
flexible work, thought leadership, growing 
workforce participation, and DFV.

• Released whole-of-government Inclusion and 
diversity, and Gender equity strategies to build a 
more inclusive and diverse workforce that better 
reflects the community we serve.

• Commenced a review of the Recruitment and 
selection directive to include a stronger focus on 
encouraging and supporting diversity within public 
service recruitment processes.  

• Designed a suite of resources to support the 
introduction of flexible work arrangements within 
government agencies.

• Partnered with the Anti-Discrimination Commission 
Queensland to raise staff awareness of inclusion, 
diversity, discrimination and sexual harassment as 
part of Human Rights Month.
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• Created QG Women, a network for senior women 
that engages in new conversations, drives 
meaningful change, steps out to encourage others 
to step up, and empowers through connection. 

• Released the Constructive Workplace Cultures 
framework, which supports embedding inclusion 
and diversity principles across the public service.

Objective 2. A professional and productive 
public sector to serve the government and 
the community

Implement organisational and workforce management 
strategies that support service delivery improvement

• Led the development of the Working in the public 
service section of the Queensland Government 
website and negotiated content to be hosted 
on other QGov franchises. This allowed us to 
decommission four legacy PSC websites.

• Reviewed the Voluntary medical retirement pilot 
to determine if the scheme would continue to 
support employees to retire from the public 
service due to illness or injury, which renders 
them unable to perform the duties of their role. 
The scheme will continue on an opt-in basis with 
some policy-setting changes.

• Commenced a review of pre-employment (criminal 
history checking) for public service employees. 
The PSC is consulting with agencies about 
changes to the relevant directive and supporting 
materials. The PSC also prepared a guide to 
assist agencies that have to conduct international 
criminal history checks. 

• Developed the Queensland public service NDIS 
workforce strategy (2015–2019) to support the 
Department of Communities, Child Safety and 
Disability Services in leading the rollout of NDIS 
in Queensland, as well as providing input into 
communication and workforce transition plans. 

• Continued to oversee reporting on employees 
affected by workplace change and management of 
the eJobs Employee Placement System.  

Deliver a contemporary, streamlined and flexible 
employment framework

• Issued a new directive related to DFV (Support for 
employees affected by DFV) and amended existing 
directives and policies. These included:

 – Declarations of interests–chief              
executives directive

 – Voluntary medical retirement directive

 – Supporting employees affected by workplace 
change directive

 – Use of internet and email policy

 – Senior officers–employment conditions 
directive

 – Senior executive service–employment 
conditions directive. 

• Consulted with public service unions to examine 
directives and instruments, such as the 
Recruitment and selection directive and Temporary 
employment directive, and their impact on 
Queensland Government employees. Consultation 
on these instruments with unions and agencies 
will continue in 2016–17 to ensure contemporary 
instruments, relevant supporting documentation 
and implementation support.

• Continued to conduct ongoing reviews of directives 
and instruments to ensure a contemporary 
employment framework. 

Partner with agencies to support improved 
organisational performance

• Partnered with DPC, Queensland Treasury and 
the PSC Board to establish objectives for CEO 
performance agreements. 

• Co-designed with the Leadership Board a 
Capability Blueprint program for the Queensland 
public service, enabling departments to assess 
and build organisational capability to meet future 
challenges. We partnered with DHPW to pilot the 
program, test and refine the methodology.
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Public Service Commission web 
consolidation project
To improve usability of the PSC website, a six-month 
Web consolidation project was completed. This 
involved a review of our five web platforms and the 
consolidation and migration of content to the most 
appropriate parts of the QGov site (qld.gov.au).

The project involved:

• content review

• customer needs and expectations research

• new topic-based website information architecture 
based on research

• content redevelopment to meet editorial, 
accessibility, and usability standards 

• a new online publishing model.

Overall, our content was streamlined by 75 per cent. 

Four web platforms were decommissioned—customer 
content is now published to the Working in the public 
service section on the For government franchise, 
Graduate Portal content to the Employment and jobs 
franchise, and PSC corporate content is now hosted on 
the About Queensland and its government franchise.

As content is written by topic, not by organisational 
unit, this will help future-proof online information from 
machinery-of-government changes. 

By integrating content into the QGov site, we no longer 
maintain multiple websites, saving time and money. 
Our customers now have a single source of truth 
written and structured in a way that makes sense to 
them. 

Five web platforms:

• PSC corporate site

• Ethics corporate site

• Graduate Portal

• Resource centre 
(extranet)

• Intranet.

December 2015 June 2016

December 2015

December 2015

June 2016

December 2015

June 2016

June 2016

Web pagesImagesAudio-visual

Documents

19

24

3119

693 559 243

478

47

December 2015 June 2016

4175 1007

Total

qld.gov.au/gov
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• Supported agencies in the development of their 
strategic workforce plans and ran workshops 
to provide strategic insights into the workforce 
planning process.

• Conducted an independent review of the scope, 
purpose and structure of the Public Safety 
Business Agency (PSBA), delivering a final report 
to the Minister for Police, Fire and Emergency 
Services, and supported the portfolio to implement 
the report’s recommendations.

• Provided advice and resources (including 
an optional online platform) to agencies to 
support implementation of CEO and executive 
performance frameworks.

Work with agencies to develop community-focused 
outcomes which improve service delivery

• Partnered with agencies on projects to improve 
community outcomes through use of specialist 
service co-design approaches and community 
input. These included:

 – prototyping an integrated housing and 
homelessness service in Toowoomba

 – co-designing procurement for the Borallon 
Training and Correctional Facility and the South 
East Queensland Women’s Re-entry Service

 – review of the implementation of DFV crisis 
shelters in Brisbane and Townsville.

• Conducted an independent review of the 
Queensland Mental Health Commission to 
consider its effectiveness and provide constructive 
guidance to future priorities. 

Work with agencies to continue to operate a 
community-focused and innovation driven culture

• Built internal capability in specialist,      
community-driven service design approaches, 
including co-design, behavioural insights and 
design thinking methodologies, to assist agencies 
to innovate services informed by community input.

Objective 3. A provider of quality advice and 
trusted intelligence on contemporary HR 
matters

Be engaged as a trusted advisor and strategic 
business partner

• Provided advice and support to agencies on 74 
complex conduct and performance matters. 

• Conducted five work performance reviews,    
driving continuous improvement and supporting 
the timely and appropriate resolution of       
complex matters.

• 86 per cent of surveyed clients provided positive 
feedback on PSC’s CaPE Service.

• 94 per cent of clients advised they were either 
satisfied or very satisfied with the Being the 
best leader you can be workshop. The workshop 
focuses on effective recruitment and performance 
management practices.

• Provided HR practitioners with specialist advice 
via the PSC’s Advisory Service regarding the Public 
Service Act 2008 and the Public Sector Ethics Act 
1994, as well as related PSC rulings. In addition, 
the PSC Advisory Service provided advice to public 
service employees on their appeal rights.  

• Completed a customer satisfaction survey on 
our specialist HR services—respondents gave 
an overall satisfaction rating of 83 per cent.              
This survey ensures the PSC’s Advisory Service is a 
high-quality and personalised service for clients.
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• Conducted the 2016 Working for Queensland 
survey, achieving a response rate of 38 per 
cent. The 2016 survey included a number of 
refinements, including a more streamlined 
questionnaire and improved reporting of        
survey results. 

• Continued to monitor and report agency workforce 
performance through the collection, analysis and 
reporting of Minimum Obligatory Human Resource 
Information (MOHRI). 

Build HR capability within the PSC to be thought 
leaders in our disciplines

• Successfully negotiated leadership development 
experiences for seven senior executives of the 
PSC for extended periods outside of their normal 
responsibilities. 

• Four employees completed ECAD, three employees 
completed ECAD Refresh and 18 employees 
completed LCAD.

• 13 employees participated the Being the best you 
can be workshop to develop skills in promoting 
excellent conduct and high performance and 
managing inappropriate conduct and poor 
performance.

• Two employees accepted PSMP scholarships 
and upon completion they will be awarded a 
Graduate Certificate in Business (Public Sector 
Management). 

• One employee completed the People Matters 
Program to build their knowledge, skills and 
confidence to effectively manage people in          
the workplace.

• 19 employees attended masterclasses, executive 
dialogues, CEO forums and thought leader 
seminars.

• One employee is part of the two-year Policy Futures 
graduate program coordinated by DPC, which 
includes rotation within a number of Queensland 
Government agencies with the aim of developing 
broad policy skills.

• Negotiated a 10-week Leader Connect placement 
for the Executive Director, Performance and 
Capability Development with the United Kingdom 
Civil Service. 

Grow strategic HR capability and implement a 
contemporary HR business model across the sector

• Developed a Chief executive officer remuneration 
framework for new CEO appointments consistent 
with government policy. This included:

 – an equitable set of principles for a             
whole-of-government approach to chief and 
senior executive remuneration and conditions, 
performance and termination

 – broadening the remuneration values in the 
framework to include chief executives of 
statutory entities where their work value is 
lower than the current bands.

• Updated the Chief executive handbook and 
accountability guide, which is a central reference 
point containing information CEOs require to 
perform their role. 

• Facilitated the establishment of a Strategic 
Workforce Council to replace the Chief HR officers’ 
forum. The council plays a critical role in advising 
the Leadership Board on workforce matters and 
driving workforce agendas across the public 
service.

• Developed and implemented a new contract 
template for CEOs appointed under the Public 
Service Act 2008.

• Continued to support the development of 
strategic HR capability through co-designing an 
integrated, sectorwide strategy further enabling HR 
professionals to support their business.

Leverage workforce data intelligence that informs 
productivity and high performance workforce 
strategies

• Collected information on the management of 
conduct and performance matters from 62 
agencies. The PSC used this information to 
inform CaPE engagement activities, including the 
development of workshops, reviews and targeted 
agency interventions.

• Used 2015 Working for Queensland survey results 
to inform decision-making, such as building 
leadership capability, encouraging use of flexible 
work arrangements, and building a more inclusive 
and diverse working environment. 
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Our performance statement statement

Public Service Commission Notes Target/estimate 
2015–16 

Actual 
2015–16

Service area: Provision of services for a                     
high-performing public service

Service: PSC brokered development program

Service standards

Effectiveness measure

Overall participant satisfaction with PSC leadership 
development offerings

1 80% 92%

Efficiency measure

Cost per participant at PSC leadership development 
offerings

2 $275 $295

Service: Sectorwide HR excellence

Service standards

Effectiveness measures

Overall satisfaction with leadership capabilities

3,4 70% 70%

Client satisfaction with specialist HR advice 5 75% 83%

Efficiency measure

Cost per employee of conducting annual sectorwide 
employee opinion survey

6 $1.40 $1.24

Service: High-performing, productive workforce

Service standards

Effectiveness measure

Percentage of agencies that have team leaders or 
program managers participate in the LCAD initiative

7 70% 100%

Efficiency measures 8
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Notes:
1. Overall satisfaction is measured across leadership development 

calendar offerings (using a 5-point Likert scale ranging from strongly 
agree to strongly disagree) covering three dimensions: The offering has 
given me a good understanding of the topic; I will use or adapt the ideas 
from the offering in my work; and I would recommend the offering to my 
colleagues.

2. Value for money is measured by the total number of attendees against 
the total cost of holding leadership development calendar offerings. 
Total cost includes venue hire, catering, facilitators, facilitator related 
costs, such as travel and/or accommodation, and video production 
costs. For 2015–16, 31 offerings attended by approximately 1237 public 
service workers were provided at a total cost of $364,462. The cost 
per participant varies, depending on the mix of forums offered. The 
2015–16 calendar featured more one and two-day masterclasses for 
approximately 25 participants each, and fewer short (1½ hr) seminars 
that cater for large audiences of 150 to 200 participants, thus raising the 
cost per person above the target.

3. The wording of this measure has been amended to clarify that 
satisfaction is focused on the executive cohort and their leadership 
capabilities. The measure was previously worded ‘Overall satisfaction 
with leadership capabilities’.

4. Building leadership capability across the public service is a core 
function of the PSC. Leadership capabilities are measured via the annual 
Working for Queensland survey. The target aims for 70 per cent of senior 
manager respondents to have positive views—across all 13 executive 
capabilities—about the capability of the senior executive they report to. 
In the 2015 Working for Queensland survey, the 13 executive capabilities 
scored a minimum of 70 per cent satisfaction. 

5. Includes overall customer satisfaction of 83 per cent positive feedback for 
the PSC Advisory Service, and CaPE Service, based on client survey results.

6. The cost per employee of the annual Working for Queensland survey is 
based on the cost of the core elements of the survey (i.e. standard survey 
services that are funded by the PSC and provided to all participating 
agencies). Core costs are divided by the number of employees eligible to 
complete the survey. Eligibility to complete the survey is based primarily 
on an agency’s participation in the MOHRI workforce data collection. 

7. The LCAD initiative is an independent assessment of leadership 
preferences targeted at team leaders and program managers, as defined 
in the Queensland public service Workforce Capability Success Profile. 
The 2015–16 estimated actual of 100 per cent has been achieved due 
to the PSC funding a small number of scholarships across the public 
service. In 2016–17, individual agencies will be required to fund their 
own scholarships.

8. An efficiency measure will be developed on a ‘high-performing, productive 
workforce’ as trend data is established over the next two years.

Discontinued measures
Performance measures included in the 2015–16 
Service Delivery Statements that have been 
discontinued or replaced are reported in the following 
table with estimated actual results.

Public Service Commission Notes Target/estimate 
2015–16 

Actual 
2015–16

Service area: High-performing productive workforce

Use of e-Plan in agencies to facilitate performance 
management of executives

9, 10 70% 65%

Notes:
9. This measure has been discontinued, as it is not a measure of efficiency. 

An alternative efficiency measure will be developed on a ‘high-
performing, productive workforce’ as trend data is established over the 
next two years.

10. e-Plan is an online performance management tool designed to achieve 
efficiencies in managing the Chief Executive annual assessment process 
facilitated by the PSC. e-Plan also provides efficiencies in collating 
the executive performance scores of participants across the sector, 
supporting identification of high-performing, high-potential executives. 
This measure is calculated, based on 20 departments.

Staffing

Service areas Notes Budget 
2015–16

Actual 
2015–16

Provision of services for a high-performing          
public service 

11 86 74

Notes
11. The decrease in FTEs as at 30 June 2016 reflects revision of the operating 

model for the Community Insights project and reduction associated with 
the Cessation of Public Sector Initiatives savings measure.
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Our future direction

In accordance with our 2016–17 Service Delivery 
Statements, our key priorities are to:

• partner with the Leadership Board and chief HR 
officers to:

 – embed performance frameworks that support 
productive and constructive workplaces

 – provide high-performing, high-potential 
executives with broader leadership experience 

 – build strategic HR capability by implementing a 
sectorwide strategic HR development strategy

• provide sectorwide, strategic advice and deliver on 
government reform priority areas, such as inclusion 
and diversity, DFV and NDIS

• support agencies to:

 – develop integrated services and programs that 
are informed by the needs of government and 
the community 

 – build capability in community-centred     
service co-design methods that deliver 
innovative solutions

• address government objectives by enabling 
collaborative relationships across agencies, 
service providers and the community

• collect data on conduct and performance matters 
from agencies and report on:

 – sectorwide trends to the Leadership Board and 
chief HR officers

 – agency work performance matters that 
exceed benchmarks, promoting continuous 
improvement of public service practices 
regarding the handling and optimal resolution 
of work performance matters 

• develop and publish practical resources for 
leaders and HR practitioners with the objective 
of strengthening performance and conduct 
management across the public service

• broker delivery of fit-for-purpose, high-quality 
development programs and thought leadership 
forums that build capacity of public service 
executives as part of the Leadership talent 
management strategy 

• procure and design a people leaders program, 
developing new modules on identified capability 
gaps and building people management skills of 
public service program managers

• conclude and evaluate pilot Capability Blueprint 
and roll out the program across the public service 
to drive continuous improvement and innovation 
in service delivery 

• support agencies by establishing a Standard 
Offer Arrangement for executive recruitment and 
associated services in collaboration with the 
Queensland Government Procurement  

• lead implementation of an equitable 
set of remuneration principles for a                           
whole-of-government approach to chief and 
senior executive remuneration and conditions, 
performance and termination 

• implement recommendations made by the 
Industrial Relations Legislative Reform Reference 
Group to amend the Public Service Act 2008, 
enhancing processes for public service appeals 
and directives
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Leader Connect—Amanda Pafumi
Amanda Pafumi, Deputy Director-General in the 
Department of Infrastructure, Local Government and 
Planning, undertook a six-month Leader Connect 
placement as Head of Business Improvement for   
Virgin Australia. 

ECAD data, combined with moderated executive 
performance information, identified Amanda as a 
public service executive who was likely to embrace 
greater leadership challenges. 

The PSC partnered with the Business Council of 
Australia to identify Virgin Australia as a host 
organisation for Amanda. We worked with Virgin 
Australia, Amanda and her department to formalise 
the placement, including relevant governance 
arrangements. 

Before starting her placement, Amanda reflected on 
her current leadership capability by completing ECAD 
Refresh and engaging with an executive coach to 
support her development during the placement.  

The PSC case manager is supporting Amanda 
throughout her placement to ensure it meets her 
development goals, and to assist in the transfer of 
knowledge upon Amanda’s return to the public service. 

qld.gov.au/gov/leader-connect

• procure and implement a contemporary 
information technology system to replace the 
current system that collects, validates and reports 
strategic workforce data 

• implement a contemporary PSC operating model, 
ensuring it is strategically aligned to government 
commitments, supporting the HR capability of 
executives and leaders across the public service, 
flattening the organisational structure and 
delegating accountability close to service delivery 
clients, and operating efficiently and effectively.
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Our governance

Organisational structure

Premier of Queensland

Public Service Commission

Chief Executive 
Public Service Commission

Deputy Commissioner
Workforce Strategy and Performance

Deputy Commissioner
Workforce Renewal and Operations

Assistant Deputy Commissioner
Workforce Policy and Legal

Executive Recruitment 
and Contracts

Conduct and 
Performance Excellence 

Performance and 
Capability Development Legislation and PolicyCommunication and Engagement

Business Services

Community Insights

Capability Blueprint 
Program Management Office

Workforce Strategy
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Business areas
• Business Services—provides executive, business 

and administrative support, including corporate 
governance; human, physical and financial 
resources management; accommodation and 
facilities; and Cabinet and parliamentary liaison.

• Capability Blueprint Program Management 
Office—supports departments to undertake 
Capability Blueprints; manages the roll out of the 
program across the public service; and supports 
the Commission Chief Exectutive (CCE) as sponsor 
of each blueprint to identify and respond to 
sectorwide themes.

• Conduct and Performance Excellence—supports 
agencies to manage conduct and performance; 
collects conduct and performance management 
data from agencies; facilitates workshops to build 
the capability and confidence of managers and 
HR professionals to manage employee conduct 
and performance; and works with the Crime and 
Corruption Commission to ensure matters are 
handled by the appropriate organisation.

• Communication and Engagement—coordinates 
strategic communication and issues management, 
including media management and monitoring; 
print, digital and social media communication 
support; editorial and copywriting support; speech 
and presentation support, brand management; 
digital design, including graphic, video and 
animation; and web governance.

• Community Insights—provides advisory services 
to help government agencies better connect with 
Queensland communities, understand their needs 
in a service delivery context, and design better 
ways to meet those needs. The team works with 
agencies on initiatives that address election and 
public commitments, complex whole-of-government 
problems, and matters for which value can be 
maximised through community engagement.

• Executive Recruitment and Contracts—supports 
executives by providing strategic advisory and 
operational services, covering recruitment; 
remuneration; governance; contract management; 
appointment and induction; performance 
management; machinery-of-government; and 
statistical reporting.

• Legislation and Policy—drafts, reviews and 
provides advice to the public service on legislation, 
directives, policies and guidelines, and supports 
workforce management. The business unit also 
manages the PSC Advisory Service.

• Performance and Capability Development—focuses 
on building a public service of highly capable, 
high-performing leaders by managing ECAD; 
LCAD; HR capability development; leadership 
and management development programs; Leader 
Connect; Workforce Analysis and Collection 
Application; Working for Queensland survey; and 
executive performance agreements.

• Workforce Strategy—collaborates with agencies 
to research, co-design and embed sectorwide 
workforce planning and strategies, Queensland 
public service values and resulting initiatives, 
including DFV support; flexible work arrangements; 
inclusion and diversity, and NDIS.

Organisational changes
We redefined our operating model to optimise 
services and client outcomes. Our new model ensures 
we are more strategically aligned to government 
commitments, supporting the HR capability of 
executives and leaders across the public service, and 
operating efficiently and effectively. We are moving 
towards a more customer centric model of operation, 
based on six centres of excellence supported by a 
corporate service unit:

• business intelligence

• talent management

• leadership development

• total rewards

• strategic governance

• community insights.

The new PSC operating model 
commenced 1 July 2016.
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Leadership
Public Service Commissioners 

The PSC is responsible to the Premier of Queensland, 
and informed by commissioners who provide the vision 
and strategic guidance to deliver innovative solutions 
to public service workforce and performance issues. 
The commissioners are responsible for the governance 
of the PSC described in the Public Service Act 2008:

• Dave Stewart, DG, DPC (Acting Chair)

• Jim Murphy, Under Treasurer, Queensland Treasury

• Robert Setter, CCE (Acting), PSC

Key activities

In 2015–16, the commissioners provided direction to 
the PSC to:

• implement government policy to restore the 
Westminster system of government through 
open, merit-based recruitment selection of DGs 
(employed under the Public Service Act 2008)

• build constructive, creative and inclusive 
workplaces

• improve HR capability across the public service

• drive continuous improvement and innovation in 
service delivery.

Executive Leadership Team

During 2015–16, the Executive Management 
Group (EMG)—the PSC’s primary decision-making           
body—transitioned to an Executive Leadership 
Team (ELT) to focus on strategic decision-making 
and program management for whole-of-government 
strategic projects, HR initiatives, and communications. 

ELT’s role is to: 

• provide strategy and vision to the PSC informed   
by government policy, the Leadership Board       
and agencies

• provide best practice corporate governance in the 
delivery of strategic business operations

• act as the program board, providing leadership 
and direction on the delivery of significant projects 
and ensuring alignment (to strategy and across the 
program of work)

• act as a forum to share information and manage 
relationships across the senior executive 
leadership of the PSC.

Membership

• Robert Setter, CCE (Acting)(Chair)

• Peter McKay, Deputy Commissioner

• Chris Wordsworth, Director, Communication and 
Engagement 

Senior Management Group

During 2015–16, the Senior Leadership Team—which 
supported EMG by implementing plans and operational 
services—transitioned to a Senior Management Group 
(SMG) consistent with ELT’s change of focus. 

SMG is the PSC’s decision-making and business 
management group, and is responsible for the PSC’s 
day-to-day operations. SMG discusses strategic and 
tactical work priorities and operational issues; and 
oversee operational, budget, business and emergent 
priorities. 

Membership

• Peter Mckay, Deputy Commissioner (Chair)

• Robert Setter, CCE (Acting)

• Executive Directors—Workforce Strategy, 
Executive Recruitment and Contracts, Community 
Insights, CaPE, and Performance and Capability 
Development

• Directors—Communication and Engagement, 
Legislation and Policy, Performance and Capability, 
Business Services, and Capability Blueprint 
Program Management Office 
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Government bodies
Queensland Integrity Commissioner 
(part of the PSC for administrative purposes)

Legislation

Integrity Act 2009

Role and function

The Queensland Integrity Commissioner is responsible 
for providing advice on integrity and ethics issues, and 
maintaining the Queensland Register of Lobbyists. 
The Commissioner is as independent officer of the 
Queensland Parliament and reports at least twice a 
year to the Finance and Administration Committee.

Reporting arrangements

The Queensland Integrity Commissioner produces its 
own annual report.

Public Sector Ethics Act 1994
The Code of Conduct applies to not only the PSC 
but also all agencies, their employees and other 
people working for public service agencies. The Code 
of Conduct, prescribed in the Public Sector Ethics 
Act 1994, is based on the four ethics principles: 
integrity and impartiality, promoting the public 
good, commitment to the system of government, and 
accountability and transparency. 

These principles and their values are incorporated into 
our policies, procedures and workforce planning.

New employees to the PSC are required to complete 
an online induction program, which details their 
responsibilities under the Code of Conduct. 
Expectations outlined in the Code of Conduct are 
also incorporated into the ongoing cycle of staff 
performance and development. Employees must 
ensure their performance and behaviour complies with 
the Code of Conduct. Their manager must address any 
concerns in a timely and proportionate manner. 

During 2015–16, the PSC commenced a review of 
the Code of Conduct. As part of this review, the PSC 
has completed an analysis of policies within other 
jurisdictions throughout Australia, and approved two 
revised standards of conduct for the Queensland Police 
Service and the Department of Education and Training. 

Risk management
The PSC has an organisational philosophy and culture 
that ensures risk management is an integral part of all 
activity. All employees are encouraged to contribute 
to effective risk management. Our risk management 
framework ensures risk management supports all 
business activities across the PSC, including strategic 
planning, business planning and staff responsibility. 
The framework facilitates timely and appropriate 
identification, assessment and management of 
strategic and operational risks. 

Our risk management practices comply with the 
Financial Accountability Act 2009, and Financial and 
Performance Management Standard 2009, and are 
based on the Australian/New Zealand/International 
Standard Risk management Principles and Guidelines 
AS/NZS ISO 31000:2009. 

During 2015–16, the PSC:

• commenced a review of its risk management 
framework, as part of the development of the PSC’s 
new operating model and increased commitment 
to flexible work arrangements

• increased staff awareness of risk identification and 
assessment strategies 

• strengthened risk management tools to underpin 
improved risk management across the agency 

• continued to advocate adherence to the Code 
of Conduct, including behaviours around              
fraud-related issues

• continued to test, refine and promote its business 
continuity plan.

Audit and Risk Management Committee

The DPC/PSC Audit and Risk Management Committee 
(ARMC) was established in accordance with the 
Financial and Performance Management Standard 
2009. The committee operates within its charter, 
having due regard to the Audit Committee Guidelines, 
issued by Queensland Treasury in 2012.

The committee is directly responsible and accountable 
to the DG of DPC and the CCE of PSC. 
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Role and responsibilities

The committee’s role is to support the CCE in financial 
management responsibilities imposed under the 
Standard, and provide independent assurance 
and assistance to the CCE on the risk control and 
compliance frameworks and internal accountability 
responsibilities, financial statements, internal and 
external audit matters, and performance management.

The committee does not replace or replicate 
established management responsibilities and 
delegations, the responsibilities of ELT and SMG, or the 
reporting lines and responsibilities of either internal 
audit or external audit functions. 

Members and meetings 

The committee met four times and members included: 

• Jenny Parker, Chairperson

• Neil Jackson, Independent Member

• Bronwyn Morris, Independent Member

• Peter McKay, Deputy Commissioner, PSC

• Filly Morgan, Deputy DG, Corporate and 
Government Services, DPC

Remuneration

External committee members are paid in accordance 
with instructions and procedures prepared by the 
Department of Justice and Attorney-General in 
Remuneration of Part-time Chairs and Members 
of Government Boards, Committees and Statutory 
Authorities: Remuneration procedures, 26 February 
2010.

External committee members were paid   
remuneration of: 

• Jenny Parker $5500

• Neil Jackson $6542 

• Bronwyn Morris—entitled to claim $2520              
(no claims or payments made during 2015–16)

Key achievements

During 2015–16, the committee:

• approved the annual internal audit plan and 
monitored the ongoing delivery of the internal 
audit program

• monitored progress of the implementation status 
of internal audit recommendations

• received and considered Queensland Audit Office 
(QAO) reports and monitored the implementation 
status of agreed actions against recommendations 
made (see external scrutiny below)

• considered the ongoing financial position of the 
department and approved the financial statements 
for 2014–15

• considered the ongoing corporate governance and 
risk management activities.

External scrutiny
During 2015–16, the QAO published two reports 
relevant to the PSC:

• Report 1: Results of audit: Internal control systems 
2014–15—this report summarised the results of 
the QAO’s evaluation of financial control systems 
and select internal controls within 21 departments 
during the 2014–15 financial year. The report 
included best practice guidelines to assist with 
self-assessment of disaster recovery planning and 
internal financial management reporting.

• Report 13: Cloud computing—this audit 
examined how well departments were adopting 
the Queensland cloud computing strategy in 
modernising information and communications 
technology (ICT) assets and services to deliver 
value while managing risk.

In addition, the QAO conducted an audit of the PSC, 
and its audit report and certificate are in the financial 
statements of this annual report. The Auditor-General 
has certified without qualification the PSC has 
complied with financial management requirements, 
and the financial statements are accurate and fair. 
The PSC also met the statutory timeframes for the 
preparation of the financial reports for 2015–16.
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Internal audit
KPMG, under a service level agreement, conducted 
the PSC’s internal audit, however Deloitte (previous 
internal audit provider) finalised three PSC internal 
audit reports during 2015–16. KPMG met with the 
DPC/PSC ARMC to establish a schedule of activities 
for review. The PSC provided the schedule to the QAO 
to use for its annual external audit of the PSC.

Key internal audit performance and achievements were: 

• Moranbah youth and community hub project—the 
internal audit examined key elements of the project 
methodology used. The independent auditors 
assessed the overall rating as being effective

• assessed the PSC’s cloud operations processes 
(2015–16 Cloud operations) around workforce 
reporting.  The report concluded improvement 
was required

• tested PSC’s compliance with the Gifts and benefits 
reporting policy. The overall rating was satisfactory.

During 2015–16, Jamie Blackburn, Director, Internal 
Audit and Risk Services, DPC, was the Head of Internal 
Audit for DPC/PSC.

Information systems and 
recordkeeping
The PSC’s operational efficiencies continued under 
a shared service arrangements with DPC, who in 
conjunction with Queensland Shared Services and a 
third-party ICT provider continued to provide the PSC’s 
corporate functions, including finance, HR, information 
technology, and information management services. 

As part of its shared service arrangements, both DPC 
and PSC are committed to quality recordkeeping 
practices that adhere to the Public Records Act 2002, 
and several key Information Standards: Information 
Security (IS18), Recordkeeping (IS40) and Retention, 
and Disposal of Public Records (IS31). In addition, 
these recordkeeping practices align with Queensland 
State Archives advice and guidelines.

In 2015–16, the PSC contributed to recordkeeping 
practices by:

• continuing to adopt a Paperlite strategy, 
particularly in preparation for the transition to 
1 William Street scheduled for late 2016. This 
included a significant exercise to archive all 
relevant files to Queensland State Archives or 
temporary off-site storage providers

• using HPE Records Manager (HPE RM), an 
electronic records and document management 
system, which contributes to the Paperlite strategy  

• ensuring new staff are trained in HPE RM 
along with the use of mobile information and 
communication technology devices 

• including a Management of public records section 
in the PSC’s online induction program.

Right to information and information 
privacy 
The PSC received two Right to Information applications 
and one Information Privacy applications, collecting 
a total of $89.70 in applications fees and $0 in 
processing fees. 

The PSC complied with the Right to Information Act 
2009 and the Information Privacy Act 2009.
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Our people 

Workforce profile
The PSC had 74 full-time equivalent (FTEs) employees 
at 30 June 2016. 

The permanent separation rate for the PSC was       
7.77 per cent.

No early retirement, redundancy or retrenchment 
packages were paid during 2015–16.

Workforce planning 
During 2015–16, the PSC continued to implement 
initiatives from its five-year strategic workforce plan 
(2015–2020). Our workforce plan guides attraction, 
development and retention of our workforce, ensuring 
we have the best people to achieve our objectives, and 
meet future business needs. 

Attraction and retention

To attract and retain an inclusive, diverse and capable 
workforce, the PSC: 

• implemented an All roles flex policy to provide 
work-life balance for employees 

• widened its recruitment net and improved 
recruitment and selection procedures (e.g. new 
role description) to increase the diversity of the 
candidate pool and internal workforce profile

• implemented actions under the                         
whole-of-government Cultural Capability Action 
Plan to increase workforce participation and 
capability of Aboriginal and Torres Strait Islander 
peoples

• partnered with agencies on an employee 
exchange to broaden, expand and increase the 
skills-set of employees

• updated its vision within the strategic plan 
2016–2020 to be an inclusive, diverse, agile and 
high-performing public service, with a culture of 
empowering our people to embed constructive 
workplace cultures in the workplace 

• reviewed its operating model to create a talent 
management centre of excellence focused on 
recruitment and selection, and talent placements.  

Flexible work arrangements 

The PSC recognises the importance of flexible work 
arrangements. All roles flex allows our employees to 
balance the demands of professional and personal life, 
and supports a workplace culture that explores and 
trials new ways of working. 

Employees have access to accrued leave time, 
compressed hours, flexible hours of work, job sharing, 
part-time employment, phased retirement and 
telecommuting arrangements.

The 2016 Working for Queensland survey results 
indicated 76 per cent of PSC employees who responded 
use one or more types of flexible work arrangements.

The PSC continued to actively:

• consult with staff and unions about current 
flexibilities and further opportunities

• promote flexible work arrangements through 
sharing of employee stories via the PSC intranet

• support the development of managers’ capability 
in managing flexible work teams

• provide advice and support to overcome barriers to 
flexible work arrangements (e.g. ICT infrastructure, 
industrial relations issues)
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• embed flexibility, inclusiveness and diversity in all 
HR processes with an emphasis on recruitment, 
selection and capability development

• assess all role descriptions to determine a range of 
possible flexible work arrangements.

Inclusion and diversity

The PSC aspires to a culturally capable, inclusive 
and diverse workforce that promotes the skills and 
insights of our people irrespective of gender, ethnicity, 
generation, sexual orientation or disability. 

The PSC:

• embedded flexibility, inclusiveness and diversity 
in all HR processes and tools with an emphasis on 
recruitment, selection and capability development. 
Examples include:

 – amending role descriptions

 – focusing on organisational fit and building 
the best teams in recruitment and selection 
processes

 – clarification about applying the merit principle, 
in terms of inclusiveness and diversity

• actively sought job applicants from diverse 
backgrounds 

• developed internal capability in recruiting for 
diversity, managing flexible work teams, and 
identifying and managing unconscious bias

• provided cultural capability training for all staff.

As part of the Queensland Government’s commitment 
to cultural capability, the PSC:

• finalised and released the Queensland public 
sector inclusion and diversity strategy 2015–2020, 
and continues to promote it within the public 
service

• developed and implemented an approach to 
build leadership skills and pathways into senior 
positions for Aboriginal and Torres Strait Islander 
employees in partnership with the Department of 
Aboriginal and Torres Strait Islander Partnerships 
(DATSIP)

• coordinated the annual census day’s activities 
to improve data on Aboriginal and Torres Strait 
Islander employees

• developed a sectorwide framework for agencies to 
build cross-cultural capability and/or competence 
in partnership with DATSIP

• actively sought opportunities to improve the PSC’s 
Aboriginal and Torres Strait Islander workforce 
participation through prioritising diversity 
in recruitment, selection and development; 
workshops for recruiters on diversity and 
unconscious bias; and promoting opportunities 
through the whole-of-government Graduate Portal 
used to recruit high-quality graduates. 

Employee performance

The PSC continued to implement its performance 
management framework to further foster and recognise 
performance excellence. The framework helps 
employees and managers to align expectations and 
make informed decisions about their business unit 
priorities, individual goals, behaviour expectations and 
development needs. 

During 2015–16, the PSC:

• introduced an online new starter and executive 
corporate induction program 

• continued the Employee exit procedure comprising 
an online survey and a one-on-one interview with 
the CCE  

• focused on staff development by ensuring all 
employees (including new employees) completed 
a performance development agreement, which was 
reviewed every six months by senior management

• created opportunities and facilitated capability 
development through internal and cross-sector 
mobility 

• provided opportunities through emerging projects 
for employees to apply existing skills and develop 
new ones

The PSC aspires to a culturally 
capable, inclusive and diverse 
workforce that promotes the 
skills and insights of our people 
irrespective of gender, ethnicity, 
generation, sexual orientation      
or disability. 
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• continued to engage with initiatives to build 
leadership capability—ECAD, LCAD and           
Leader Connect

• developed effective succession planning to 
support the new operating model

• acknowledged employee achievements and 
celebrated organisational successes (e.g. DPC 
Achievement Awards).

Supporting new staff

The PSC introduced an online induction program to 
support new employees. It provides an overview of 
who we are, what we do, how we do it and how they fit 
into the PSC. Employees are required to complete the 
online induction within the first month of employment. 

Line managers also work with new employees to ensure 
they are across key PSC programs and policies, and 
whole-of-government policies for the Queensland 
public service.

On a quarterly basis, all new employees are invited to 
attend an informal gathering to meet the CCE, Deputy 
Commissioners, and other key PSC leaders.

Developing our leaders and managers

The PSC is committed to achieving a culture of high 
performance—at individual, team and organisation 
levels—and exceptional service delivery in line with the 
Queensland public service values.

To achieve this, we focused our efforts on building 
management and leadership capabilities by providing 
development opportunities and promoting knowledge 
sharing through mobility. This included movement 
between PSC teams and projects, and interchanges 
and secondments with other agencies.

The PSC also supported employee development 
aspirations through:  

• a comprehensive performance development 
agreement with all employees

• participation in LCAD, ECAD and PSMP

• Leader Connect placements

• attendance at executive dialogues, thought leader 
seminars and masterclasses hosted by the PSC 
and facilitated by national and international 
speakers

• graduate placements.

Employee opinion survey

The PSC participated in the 2015 Working for 
Queensland survey, achieving a strong response 
rate of 89.33 per cent. It measured three workplace 
outcomes: agency engagement, job engagement, and 
intention to leave. 

Survey results indicated: 

• an increase in agency engagement by 13 
percentage points to 73 per cent

• an increase in job engagement and satisfaction by 
three percentage points to 83 per cent

• intention to stay reduced by seven percentage 
points to 36 per cent—this is a positive outcome, 
as mobility for purposes of professional and 
personal development is strongly advocated. 

The PSC used these results to strengthen employee 
engagement and improve workplace outcomes. Key 
changes include:

• improved communications between teams          
and executives

•  innovative approaches to the way the PSC thinks 
and solves problems, and works to achieve 
business outcomes

• implemented flexible work arrangements              
(All roles flex) 

• embraced and embedded inclusion, diversity and 
cultural capability into recruitment and selection, 
and development 

• focused on increasing workforce participation of 
Aboriginal and Torres Strait Islander peoples

• provided learning and development opportunities 
for employees to work across PSC teams, agencies 
and overseas

• reviewed and amended financial and                      
HR delegations.

In April 2016, the PSC participated in the 2016 Working 
for Queensland survey, achieving a response rate 
of 94 per cent. The PSC will use results to inform 
development of initiatives aimed at improving 
employee engagement and workplace outcomes in 
2016–17. 
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Industrial and employee relations

The State Government Entities Certified Agreement 
2015 covers PSC employees at Administrative Officer 
level 8 and below. The three-year agreement, certified 
on 1 June 2016, provided a move to modern awards, a 
wage increase of 2.5 per cent per annum, and a one-off 
payment of $1300 to eligible employees. Following this 
decision, the CCE (Acting) gazetted new employment 
conditions directives for Senior Executive Service and 
Senior Officer employees to provide a 2.5 per cent 
salary increase, backdated to 1 September 2015, in line 
with the Government wages policy.

Kickstart your career
The graduate recruitment market is becoming 
increasingly competitive with both public and private 
sectors trying to attract the best talent. 

The whole-of-government Graduate Portal—managed 
by the PSC—is an initiative designed to attract and 
recruit high-quality graduates and students to the 
Queensland public service.

During 2015–16:

• 14 agencies used the portal

• 1113 student registrations were received for 
cadetships, scholarships, work experience, 
vacation employment, and industry placements

• 15 student appointments were made via the portal

• 3696 graduate registrations2 were received for 
graduate entry-level roles and graduate programs

• 15343 graduate appointments were made via        
the portal.

The Queensland Government, as part of the 
GradConnection Top 100 Awards in February 2016, was 
recognised as the: 

• highest employer of graduates in 2015

• fourth most popular employer for graduates

• winner of Australia’s most popular graduate 
employer in the public sector category. 

During 2015–16, we also saw: 

• the migration of Graduate Portal web content to the 
Employment and jobs franchise on QGov website 
as part of the PSC’s Web consolidation project.

• a rebrand of the Graduate Portal social media 
identity, consisting of bold colours and visuals, 
to better connect and make a positive impression 
with our customers.

qld.gov.au/graduateportal

2 Please note this figure does not represent Queensland Health as they do not accept graduate registrations of interest.  

3 Graduate appointments were made from the following agencies: Department of Communities, Child Safety and Disability Services; Department of Housing and Public 
Works; Department of the Premier and Cabinet; Department of Transport and Main Roads; Greater Graduate Program; Queensland Audit Office; Queensland Government 
Chief Information Office; Queensland Health and Queensland Treasury. The Greater Graduate program encompasses six participating agencies: Department of Agriculture 
and Fisheries; Department of Energy and Water Supply; Department of Environment and Heritage Protection; Department of National Parks, Sport and Racing; Department of 
Natural Resources and Mines; and Department of Tourism, Major Events, Small Business and the Commonwealth Games.
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Glossary

AHRI Australian Human Resources Institute

ANZSOG Australia and New Zealand School of Government

ARMC Audit and Risk Management Committee

ARRs Annual report requirements for Queensland Government agencies

CaPE Conduct and Performance Excellence 

CCE Commission Chief Executive

CEO Chief executive officer

CHRO Chief human resource officer

DATSIP Department of Aboriginal and Torres Strait Islander Partnerships

DFV Domestic and family violence

DG Director-General

DHPW Department of Housing and Public Works

DPC Department of the Premier and Cabinet

ECAD Executive Capability Assessment and Development

EEO Equal employment opportunity 

ELT Executive Leadership Team

EMG Executive Management Group

FAA  Financial Accountability Act 2009   
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FPMS Financial and Performance Management Standard 2009

FTE Full-time equivalent

QGEA Queensland Government Enterprise Architecture 

HPE RM HPE Records Manager

HR Human resource/s

ICT Information and communications technology 

LCAD Leaders Capability Assessment and Development

MOHRI Minimum Obligatory Human Resource Information

NDIS National Disability Insurance Scheme

OCG Office of the Commonwealth Games

PSBA Public Safety Business Agency

PSC Public Service Commission

PSMP Public Sector Management Program

QAO Queensland Audit Office

QCS Queensland Corrective Services

SHR Strategic human resource

SHR-CAD Strategic Human Resource Capability Assessment and Development

SMG Senior Management Group

WACA Workforce Analysis and Collection Application
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Annual report 
compliance checklist

Summary of requirement Basis for requirement Annual report reference

Letter of compliance A letter of compliance from the 
accountable officer or statutory 
body to the relevant Minister/s

ARRs – section 8 3

Accessibility Table of contents 

Glossary

ARRs – section 10.1 2

62

Public availability ARRs – section 10.2 2

Interpreter service statement Queensland Government 
Language Services Policy 

ARRs – section 10.3

2

Copyright notice Copyright Act 1968 

ARRs – section 10.4

2

Information licensing QGEA – Information Licensing 

ARRs – section 10.5

2

General information Introductory information ARRs – section 11.1 4

Agency role and main functions ARRs – section 11.2 10

Operating environment ARRs – section 11.3 11

Non-financial performance Government’s objectives for 
the community

ARRs – section 12.1 12

Other whole-of-government 
plans/specific initiatives

ARRs – section 12.2 13

Agency objectives and 
performance indicators

ARRs – section 12.3 16

Agency service areas and 
service standards

ARRs – section 12.4 24
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Financial performance Summary of financial 
performance

ARRs – section 13.1 14

Governance – management 
and structure

Organisational structure ARRs – section 14.1 28

Executive management ARRs – section 14.2 30

Government bodies (statutory 
bodies and other entities)

ARRs – section 14.3 31

Public Sector Ethics Act 1994 Public Sector Ethics Act 1994 

ARRs – section 14.4

31

Queensland public service 
values

ARRs – section 14.5 10

Governance –                   
risk management and 
accountability

Risk management ARRs – section 15.1 31

Audit committee ARRs – section 15.2 31

Internal audit ARRs – section 15.3 33

External scrutiny ARRs – section 15.4 32

Information systems and 
recordkeeping

ARRs – section 15.5 33

Governance –              
human resources

Workforce planning and 
performance

ARRs – section 16.1 34

Early retirement, redundancy 
and retrenchment

Directive No.11/12 Early 
Retirement, Redundancy and 
Retrenchment

Directive No. 16/16 Early 
Retirement, Redundancy and 
Retrenchment (from 20 May 
2016)

ARRs – section 16.2

34

Open Data Consultancies ARRs – section 17 

ARRs – section 34.1

Inside front cover

Overseas travel ARRs – section 17 

ARRs – section 34.2

Inside front cover

Queensland Language Services 
Policy

ARRs – section 17 

ARRs – section 34.3

Nil to report

Financial statements Certification of financial 
statements

FAA – section 62 

FPMS – sections 42, 43 and 50 

ARRs – section 18.1

59

Independent Auditior’s Report FAA – section 62 

FPMS – section 50 

ARRs – section 18.2

60

FAA

FPMS

ARRs

QGEA

Financial Accountability Act 2009

Financial and Performance Management Standard 2009

Annual report requirements for Queensland Government agencies

Queensland Government Enterprise Architecture 
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