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Letter of compliance

29 September 2017 

The Honourable Annastacia Palaszczuk MP 

Premier and Minister for the Arts 

Level 40, 1 William Street 

Brisbane Qld 4000 

Dear Premier 

I am pleased to submit for presentation to the Parliament the Annual Report 
2016–17 and financial statements for the Public Service Commission. 

I certify that this annual report complies with the: 

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

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

A checklist outlining the annual reporting requirements is on page 58             
of this annual report. 

Yours sincerely 

Robert Setter 

Commission Chief Executive 

Public Service Commission
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Chairperson’s message

I am pleased to present the 2016–17 annual report 
for the Public Service Commission. 

To ensure we continue to deliver the best possible 
services to Queenslanders and prepare for these future 
challenges, a whole-of-sector approach to our workforce 
is critical. With sector-wide collaboration and partnership 
with Deloitte, the Commission released the 10 year 
human capital outlook and 3 year strategic roadmap to 
provide the sector with a plan for our future workforce.         
Together, they inform the agenda for change and the 
strategic imperatives to position the sector for the future. 

I commend the initiatives delivered in 2016–17 and look 
forward to working with the Commission in 2017–18 
on sector-wide priorities and strategies, which foster 
an inclusive, diverse and high-performing sector that 
delivers for Queenslanders.

Dave Stewart

Chairperson (Acting)

Public Service Commission

Queensland public sector 10 year human capital 
outlook and 3 year strategic roadmap

More information: 

www.forgov.qld.gov.au/human-capital-outlook-and-roadmap

The Public Service Commission (the Commission) has 
continued to play a central role in ensuring we have a 
contemporary, high-performing Queensland public sector 
(the sector) that responds effectively and efficiently to the 
changing future needs of all Queenslanders. 

During the reporting period, the Queensland Government 
commissioned an independent governance review to 
ensure the Commission is best positioned to provide 
high-quality advice and services about the leadership, 
management and administration of the sector’s workforce. 

In response to the review, Commission priorities               
will include:

• public sector management – building on its traditional 
responsibility for public sector management by 
becoming the steward for the efficacy of the system-
of-government, including departmental performance 
and accountabilities 

• capability development – bridging capability gaps 
in departments, increasing the leadership capability       
of executives and developing a talent pipeline of 
future leaders 

• expertise in the future of work – developing further 
expertise in broad human resource (HR) trends 
like the changing nature of work, requirements                          
for the application of department data and             
predictive analytics. 
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Commission Chief Executive’s message

The Commission’s annual report outlines our achievements 
in line with our role and functions in accordance with 
the Public Service Act 2008 and our contribution to the 
Queensland Government’s objectives for the community.

The Queensland Government remains the largest and most 
diverse employer in our state. As such, our workforce has 
the privilege to make a positive difference to the lives of 
the people and communities of Queensland. 

We have directed resources and collaboratively progressed 
a range of initiatives towards the achievement of our vision 
for an inclusive, diverse, agile and high-performing sector.

To deliver ever better services and outcomes for 
Queenslanders, the Commission has been developing a 
compelling narrative to help attract and retain the best 
talent and establish the Queensland Government as an 
employer of choice (#BeHere4Qld). 

We continued to champion a more diverse workforce 
and inclusive workplaces and cultures where people 
feel equally valued and supported to bring their whole           
selves to work. 

In 2016–17, we:

• released the sector’s first LGBTIQ+ inclusion 
strategy 2017–2022, providing a framework to build 
workplaces where LGBTIQ+ employees feel safe to 
be their true self 

• advanced a comprehensive sector-wide review of 
gender pay equity to identify the challenges faced 
by our employees, and collaboratively designed how 
we will address gender pay inequity 

• accelerated our efforts to deliver on workplace 
reform in response to the Not Now, Not Ever 
taskforce report into domestic and family violence 
(DFV)

• progressed sector-wide flexible work initiatives 
to promote new and flexible ways of working to 
drive better business outcomes and attraction and 
retention of talent. 

I thank the entire Commission team (we are small yet 
we are capable) and acknowledge the collaboration and 
positive efforts of the Leadership Board and Strategic 
Workforce Council to implement sector-wide priorities 
and strategies.

Robert Setter

Commission Chief Executive 

Public Service Commission

‘I acknowledge and highly value the relationships we have 
developed with our customers and stakeholders, within 
government and across all sectors, to help us build an ever 
more inclusive, agile and high-performing sector to provide 
better services and outcomes for Queenslanders.’
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Highlights
During 2016–17, the Commission:

Re-established the Institute of Public 
Administration Australia in Queensland – 
providing thought leadership and activities 
to support a professional, proud and       
high-performing sector

Released the sector’s first LGBTIQ+ 
inclusion strategy 2017–2022 – 
supporting diversity and inclusion 
for all employees 

Advanced a sector-wide gender pay equity 
review – identifying the gender pay gap and 
recommending a suite of actions to address 
gender pay inequity 

Delivered 27 workshops to 723 leaders and 
HR professionals – building sector-wide 
capability to improve management of 
conduct and performance

Developed a new contract template for SES 
officers appointed under the Public Service Act 
2008 – creating a contemporary employment 
contract for senior executives

Delivered the latest Working for Queensland 
survey (89,000 employees from 58 agencies 
responded) – continuing to drive positive 
workplace change and improvements to agencies

Released the 10 year human capital outlook 
and 3 year strategic roadmap – providing the 
sector with a plan to transform our future work, 
workforce and workplaces
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The Commission’s work continued to support the Queensland 
Government’s objectives for the community, to build an inclusive, 
diverse, agile and high-performing sector, and ensure integrity, 
accountability and consultation underpin everything we do.

Supported three Capability Blueprints – 
enabling participating departments to 
strengthen their organisational capability

Delivered 10 thought leader seminars, 16 
masterclasses, 4 executive dialogues, 2 
CEO leadership roundtables and 2 leader-
led discussions – developing sector-wide 
leadership capability

Brokered experiential development 
opportunities for senior leaders – supporting a 
sector-wide leadership talent pipeline as part 
of Leader Connect

Led a multi-agency approach to            
White Ribbon Australia’s workplace 
accreditation program – strengthening 
support for employees affected by DFV

Partnered with the Office of Industrial Relations 
to amend the industrial relations framework 
– restoring fairness, rights and conditions for 
sector employees 
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About us The Commission, an independent central agency 
of government, was established under the Public 
Service Act  2008 on 1 July 2008.

Values

The Commission’s behaviour and practices are 
underpinned by the five Queensland public sector values:

• Customers first

• Ideas into action

• Unleash potential

• Be courageous

• Empower people

Vision

An inclusive, diverse, agile and high-performing sector.

Purpose

Partner with the sector to maximise workforce 
performance and grow leadership capability.

Strategic objectives

• Leadership – develop our leaders to ensure a depth 
of leadership talent

• Culture – empower our people to embed 
constructive workplace cultures and embrace 
innovation and collaboration

• Performance – strengthen our workforce with 
the right skills and capabilities to deliver quality 
services to the community

Role

The Commission is a small agency (less than 80 
employees), which reports to the Premier of Queensland. 

Our role and main functions are to:

• enhance the sector’s management capability

• promote the management and employment 
principles set out in the Public Service Act 2008

• enhance and promote an ethical culture and ethical 
decision making across the sector

• develop and implement sector-wide workforce 
management strategies

• enhance the sector’s leadership and management 
capabilities 

• conduct Commission reviews, including the handling 
by departments of work performance matters

• facilitate the development of mobile, highly skilled 
senior executives

• monitor and report to the Premier of Queensland 
about the workforce profile of the sector

• promote a culture of continuous improvement and 
organisational performance management across all 
public sector offices

• provide a best practice advisory role on public 
sector management, organisational performance 
management and workforce practices.

We work with the Department of the Premier and Cabinet 
(DPC) and Queensland Treasury to oversee continuous 
improvement of the sector, and collaborate with all 
government agencies to achieve our vision.
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Structure

Robert Setter
Commission Chief Executive 
Public Service Commission

Deputy Commissioner
Sonia Cooper

Deputy Commissioner

Executive Recruitment 
and Contracts

Conduct and 
Performance Excellence 

Legislation and Policy

Business Services

Community Insights

Capability Blueprint 
Program 

Workforce Strategy

Applied Research

Leadership and Capability

Leadership Talent 
and Performance

Performance Analytics

Premier of Queensland

Public Service Commission

Peter McKay

Communications and 
Engagement

IPAA Queensland

Support for the Office of the 
Commonwealth Games
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Business areas

Applied Research

Provides an applied research and review service to 
organisational and sector-wide workforce agendas in 
partnership with host organisations. The service also 
guides the formation of partnerships to explore strategic 
workforce issues with a view to better understand future 
workforce challenges.

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 

Supports departments to undertake Capability Blueprints 
(on behalf of the Leadership Board); manages the 
rollout of the program across the Queensland public 
service; and supports the Commission Chief Executive as               
sponsor of each blueprint to identify and respond to 
sectorwide themes. 

Communications and Engagement 

Provides communication and stakeholder engagement 
strategy; media monitoring and issues management; 
social media strategy and implementation; content 
development including speech writing, editorial and 
copywriting support; digital and print design services 
including video and animation, and web content 
development and governance. 

Community Insights 

Provides advisory services to help 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. 

Conduct and Performance Excellence (CaPE) 

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. The business 
unit also manages the CaPE and HR Assist Service with the 
Legislation and Policy Unit.

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. 

Leadership and Capability 

Builds leadership capability across the sector by brokering 
fit-for-purpose management and leadership development 
programs and forums focused on current and future 
leadership challenges; builds the capability, integrity and 
reputation of the sector by re-establishing Institute of 
Public Administration Australia (IPAA) – the nationwide 
professional association for public servants and others 
involved in public administration – in Queensland.

Leadership Talent and Performance 

Focuses on developing a pipeline of high-performing, 
high-potential leaders through leadership capability 
assessment and development initiatives; coordinates 
experiential development opportunities, builds strategic 
HR capability, co-facilitates sector-wide graduate 
recruitment; and provides stewardship in executive 
performance planning and development.

Legislation and Policy

Drafts, reviews and provides advice to the Queensland 
public service on legislation, directives, policies, 
guidelines and the Code of Conduct, and supports 
workforce management. The business unit also manages 
the CaPE and HR Assist Service with the CaPE team.

Performance Analytics

Manages the collation, validation and reporting of strategic 
workforce metrics as well as the delivery of the Working for 
Queensland (WfQ) survey, and subsequent partnering with 
agencies to present results and co-design actions for key 
areas of change.

Workforce Strategy

Collaborates with agencies to research, co-design and 
embed sector-wide workforce planning and strategies, 
sector values and resulting initiatives, including DFV 
support, flexible work arrangements and inclusion           
and diversity. 
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Legislation

The Commission administers the Public Sector Ethics Act 
1994 and the Public Service Act 2008.

Location

Level 27, 1 William Street, Brisbane, Queensland.

Strategic risks, challenges and 
opportunities

The Commission works within a complex operating 
environment faced with unprecedented changes, which is 
challenging the way we think about the future of our work, 
workers and workplace. Some of our challenges include:

• changing employment landscape

• digital transformation

• increase in population and urbanisation  

• increase in customer choice and engagement           
with government

• fiscal restraint and Fiscal Principle 6 (full-time 
equivalent (FTE) growth, on average over the forward 
estimates, is aligned with population growth).

These challenges are shaping our strategic direction       
and service delivery. Opportunities to meet these 
challenges include: 

• developing our leaders to ensure a future-focused 
sector-wide leadership talent pipeline

• lifting strategic HR capability across the sector to 
successfully deliver outcomes

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

• implementing robust performance reporting systems 
allowing effective workforce data management

• responding to imminent changes to prepare for the 
future of work, workers and workplace

• supporting and managing our workforce more 
effectively through applied research to better  
understand and predict workforce perceptions, 
characteristics and dynamics 

• providing insights to inform policy development 
through integrated data analytics 

• ensuring contemporary legislation and statutory 
instruments underpin the sector employment 
framework.

Customers and partners

Our customers are Queensland Government departments 
and agencies, and the whole-of-sector workforce. 

We put a great value on collaboration and partner with 
stakeholders across all sectors and industries to help   
build an inclusive, agile and high-performing sector. 

These include, but are not limited to:

• Leadership Board (Directors-General)

• Strategic Workforce Council and chief HR officers

• IPAA National

• other state and Commonwealth government agencies 
and jurisdictions

• unions

• tertiary education and development sectors, and 
research institutions

• business and industry

• non-government sectors.
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Organisational changes

Independent governance review

The Queensland Government commissioned an independent 
review of the Commission’s role, operating model and 
governance arrangements to ensure it is best positioned 
to provide high-quality advice and services about the 
leadership, management and administration of the sector’s 
workforce. In response to the review, the Commission             
re-focused its efforts on the following to ensure the sector is 
prepared to meet emerging and future:

• public sector management – building on its traditional 
responsibility for public sector management by 
becoming the steward for the efficacy of the system-
of-government, including departmental performance                                   
and accountabilities 

• capability development – bridging capability gaps 
in departments, increasing the leadership capability 
of executives and developing a talent pipeline of           
future leaders 

• expertise in the future of work – developing further 
expertise in broad HR trends like the changing nature of 
work, requirements for the application of department 
data and predictive analytics. 

The Commission also continued to implement these 
recommendations by articulating a renewed organisational 
vision and purpose, developing a revised approach to 
corporate governance, and refreshing the operating model 
to ensure a collaborative, customer-centric approach to      
service delivery.

Commission Chief Executive appointment

The Governor in Council appointed Mr Robert Setter as the 
Commission Chief Executive on 29 June 2017.

1 William Street relocation

The Commission relocated to Level 27, 1 William Street 
(1WS) on 31 October 2016. The 1WS design provides the 
Commission – and other departments and agencies – with 
a contemporary workplace, which supports the efficient 
delivery of services through collaboration, improved use of 
technology and in a healthy, vibrant environment.
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The Queensland public sector 10 year human capital outlook – 
creating a different workforce future by design.

An initiative of the Public Service Commission in partnership 
with the chief human resource officers.

More information: 

forgov.qld.gov.au/human-capital-outlook-and-roadmap
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Financial summary

Financial year 2016–17 saw the commencement 
of several whole-of-government initiatives and 
the continued delivery of sector-wide leadership 
and development programs. The Commission also 
continued to evolve its service delivery model.

Income

The Commission’s Total Income was $15.13M – a 9% 
decrease from the previous financial year. Refer to 
Figure 1 for Income Summary.

The Commission’s activities are predominantly 
funded through appropriation revenue provided 
from the Queensland Government Consolidated 
Fund. Appropriation revenue has dropped by $1.28M 
(9%) from the prior year primarily due to the delay 
in completing leadership and development projects 
during the year. Subsequently, the receipt of revenue 
has been postponed until 2017–18. 

The increase in user charges was primarily due to the 
Community Insights project transitioning to a fee-for-
service model earlier than anticipated.  

The decrease in other revenue reflects the financial 
effect of the relocation from 53 Albert Street to 1WS due 
to the acceleration of the lease incentives in 2015–16.

Expenditure 

The Commission’s Total Expenditure was $15.13M. 
Refer to Figure 2 for Expenditure Summary. 

Commentary on the major expenditure              
categories include:

• employee expenses – 10% reduction following 
the review of the operating model, which             
resulted in savings following an internal 
reallocation of positions

• supplies and services – 6% increase primarily due 
to additional spend on development programs and 
unforeseen recoverable project costs

• depreciation and amortisation – 67% decrease due 
to the acceleration of depreciation in 2015–16 as 
result of the relocation to 1WS in November 2016

• other expenses – 22% decrease primarily reflects 
the end of year deferral of whole-of-government 
leadership and development commitments

• expenses will rise slightly in 2017–18 to allow 
for the completion of projects commenced in 
2016–17. Employee expenditure is expected to               
remain constant.

Total Income 

$15.13 – ↓$1.51M

Appropriation Revenue 

$13.48M – ↓$1.28M

User Charges and Fees      

$0.74M – ↑$0.42M

Grants and Contributions 

$0.90M – ↑$0.10M

Other Revenue 

$0.00M – ↓ $0.75M

FY16 $M FY17 $M FY18 $M

Employee expenses 10.60 9.64 9.29

Supplies and services 4.34 4.62 6.86

Depreciation and 
amortisation

1.02 0.34 0.00

Other expenses 0.67 0.52 0.05

$18.0

$16.0

$14.0

$12.0

$10.0

$8.0

$6.0

$4.0

$2.0

$0.0

Figure 1: Income Summary

Figure 2: Expenditure Summary
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Financial position 

The Commission’s financial position remained consistent 
with the prior year, with the net asset position remaining 
identical at $0.936M. Due to the relocation to 1WS, 
the Commission now only maintains minor assets.                    
The leasehold fit-out asset was fully depreciated in line with 
the relocation from the former premises at 53 Albert Street, 
Brisbane. The current ratio has improved and demonstrates 
a sound liquidity position. Refer to Figure 3 for Financial 
Indicators. 

Figure 3: Financial Indicators

FY 16 $M FY 17 $M

Net Asset Position 0.936 0.936

Current Assets 2.490 2.646

Current Liabilities 1.896 1.711

Current Ratio 1.31 1.55

Analysis of the current financial budget performance has 
been undertaken in the supporting Financial Statements.

Chief Finance Officer statement 

Section 77 (2)(b) of the Financial Accountability Act 2009 
requires the Chief Finance Officer of the Commission 
to provide the accountable officer with a statement 
as to whether the agency’s financial internal controls 
are operating efficiently, effectively and economically. 
Assurance has been provided that:

• the financial records of the Commission have 
been properly maintained in accordance with              
prescribed requirements

• the internal compliance and control systems of the 
Commission relating to financial management have 
been operating efficiently, effectively and economically

• since balance date, there have been no material 
changes that may affect the risk management 
and internal compliance and control systems                           
of the Commission.

For the financial year ended 30 June 2017, a statement 
assessing the Commission’s financial internal controls 
has been provided by the Chief Finance Officer to the 
Commission Chief Executive and the Commission’s Audit 
and Risk Management Committee. 

The statement was prepared in accordance with Section 57 of 
the Financial and Performance Management Standard 2009. 
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Performance

Key performance indicators

This section reports on the Commission’s key performance 
indicators (PSC strategic plan 2016–2020).

Key performance indicator Our performance

Participant satisfaction with the Commission’s leadership 
development offerings

• 91 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

Satisfaction with executive leadership competencies • 76 per cent of respondents were satisfied that the 
executive leadership competencies were observed 
in their leaders’ behaviour (measured through the 
executive competency questions in the WfQ survey)

Client satisfaction with specialist HR advice • A user survey of HR officers measured client 
satisfaction with the CaPE Service. HR officers 
surveyed were either satisfied or highly satisfied 
with the service in 91 per cent of cases. 84 per cent 
indicated they implemented the CaPE advice

• A user survey of HR officers measured client 
satisfaction with the PSC Advisory Service. HR officers 
surveyed were either satisfied or highly satisfied in 78 
per cent of cases

Percentage of agencies that have team leaders or 
program managers participate in the Leaders Capability 
Assessment Development (LCAD) initiative

• 30 per cent of agencies had team leaders or program 
managers participate in the LCAD initiative
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Strategic objectives

This section reports on the Commission’s strategic 
objectives (PSC strategic plan 2016–2020) and through 
this how the Commission has delivered its main functions, 
including the application of the management and 
employment principles.

Objective 1: Leadership

Develop our leaders to ensure a depth of 
leadership talent

• Built leadership capability through delivering:

 – 10 thought leader seminars, 16 masterclasses, 
4 executive dialogues, 2 leader-led discussions 
and 2 CEO leadership roundtables as part of the 
Commission’s leadership development calendar

 – a new arrangement (from 1 July 2016) with the 
Australian Institute of Management (Group) 
Limited (AIM) to deliver the People matters 
program, and negotiated a whole-of-government 
corporate membership (including a discount on 
training and development programs) 

 – 32 People matters programs across the state to 
540 leaders at all levels as well as delivering the 
Recruitment and Selection extension module 
to 202 leaders, and the Inclusion and Diversity 
extension module to 19 leaders 

 – 27 workshops to 723 leaders and HR 
professionals to support a high-performing   
sector and improve capability for managing 
conduct and performance.

• Provided sector-wide scholarships to:

 – 81 employees to attend the People matters 
program

 – 22 employees to participate in the Emerging 
Leaders program

 – three employees, who identify as Aboriginal and/
or Torres Strait Islander, to participate in the 
Public Sector Management Program.

• Five employees commenced the two-year Executive 
Master of Public Administration Program (four of these 
funded through scholarships).

• Six executives attended the three-week intensive 
residential Executive Fellows Program (three of these 
funded through scholarships).

• Partnered with IPAA National to re-establish IPAA 
Queensland to provide thought leadership and 
activities for the sector. 

• Held the IPAA forum (Connected communities: 
Flourishing places) in May 2017 to bring together 
representatives from government and community 
organisations and leading academics to explore    
place-based approaches to address complex,         
cross-cutting public policy problems.

• Delivered three On the Couch forums, which feature 
interviews with sector leaders or ‘stewards’ to uncover 
the person behind the role by examining their interests, 
influences and aspirations. 

• Brokered Leader Connect placements for high-performing 
and high-potential leaders with government, private 
and not-for-profit sectors.

• Delivered the Executive Capability Assessment 
Development (ECAD) and LCAD initiatives to              
sector employees:

 – 170 executives completed or registered to 
complete ECAD

 – 95 completed or registered to complete             
ECAD Refresh

 – 265 team leaders and program managers 
completed LCAD. 
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Objective 2: Culture

Empower our people to embed constructive 
workplace cultures

• Contemporised the Chief Executive handbook and 
accountability guide, which provides chief executives 
with information required to perform their roles.

• Partnered with the Office of Industrial Relations (OIR) 
to undertake a sector-wide review of gender pay equity 
to identify challenges faced by our employees, and 
how to address gender pay inequity. 

• Continued to progress sector-wide flexible work 
initiatives. This included:

 – evaluating the pilot flexible working program, 
which saw three agencies undertake various 
activities to promote new and flexible ways of 
working 

 – establishing a working group to develop the 
Flexible by Design framework, which aims to 
disrupt the status quo and transform traditional 
approaches to work

 – developing tools and resources to support the 
implementation of contemporary flexible work 
practices within agencies. 

• Convened a data working group and circulated 
the consultation draft the Be healthy, be safe, be 
well framework, which provides an integrated and 
proactive approach to workforce health, safety            
and wellbeing.

• Continued to deliver on workplace prevention reform 
in response to the Not Now, Not Ever taskforce report 
into DFV. This included:

 – a multi-agency approach to White Ribbon 
Australia’s workplace accreditation program with 
13 agencies (including the Commission) 

 – partnering with the Department of Communities, 
Child Safety and Disability Services and 
Australia’s CEO Challenge to provide employees 
with access to DFV awareness and training 
programs to build capability across the sector

 – working with Australia’s CEO Challenge,                   
DV Connect and MinterEllison to develop and 
release a workplace resource, which provides 
guidance to Queensland workplaces on how 
to respond to employees who use or may use 
violence and abuse

 – developing new tools and resources (e.g. risk 
assessment and workplace safety plan) to 
support Queensland workplaces in managing DFV 
prevention and response

 – shaping national consideration of organisational 
best practice and innovation at the Council 
of Australian Governments’ National Summit 
on Reducing Violence Against Women and               
their Children.

Changes to Working for Queensland survey

The data collection process will also change – a pulse 
survey in even years and a full comprehensive survey in 
odd years. Agencies can add additional components to the 
core pulse survey if they choose. 

The Commission has committed to partner with agencies, 
outside of the formal WfQ season, to enable and be part of 
the culture change journey. 

It is hoped this new partnership will work to embed WfQ 
data into agency workplace improvements in a more 
constructive and sustainable manner.

The survey is an important indicator that brings positive 
change and improvements to agencies. It also provides 
valuable insights across the entire sector to help create an 
even better place to work. 

More information: 

forgov.qld.gov.au/working-queensland-survey

The WfQ survey underwent a review in late 2016 to ensure 
it continues to drive positive workplace change and 
improvements to agencies.  

The annual survey explores employee perceptions of 
workplace climate, including employee engagement, job 
empowerment and leadership.

The review included discussions with 28 chief HR officers 
and WfQ coordinators. 

Results from the strategic review include:

• survey ‘in-field’ timing moving from May to August                                                                               
– this timing is a better fit for the majority of 
participating agencies, allowing for the survey to  
occur after key corporate activities, such as end-of-
financial-year and Estimates Hearings

• survey tool to align with sector-wide people strategies 
and to be more behaviourally focused 

• change to the survey results briefing process, allowing 
the Commission to co-design with agencies the 
delivery of a feedback session that focuses on key 
areas for improvement. 

Case study
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• Established a multi-agency and disciplinary culture 
group to co-design a draft whole-of-government 
cultural transformation approach.

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

 – supporting the Housing and Homelessness 
Strategy which sought to change focus from the 
provision of infrastructure to a holistic view of the 
needs of people experiencing disadvantage

 – designing service models for DFV crisis shelters

 – commencing long-term projects to address 
complex government problems (e.g. over 
representation of Aboriginal and/or Torres Strait 
Islander children in the child protection system; 
transitioning 17 year olds from adult detention; 
increasing compliance with Responsible Service of 
Alcohol legislation).

• Led the implementation of the Queensland public 
sector chief executive remuneration framework, 
consistent with government policy, including an 
equitable set of principles for a whole-of-government 
approach to chief and senior executive remuneration 
and conditions, performance and termination.

• Developed a new contract template for SES officers 
appointed under the Public Service Act 2008 to                 
create a contemporary employment contract for       
senior executives.

• Worked with agencies to:

 – increase sector employment opportunities in paid 
and unpaid work for young people

 – review employment opportunities and practices 
to help develop a draft sector-wide youth 
employment strategy to attract high-potential 
youth to create a future talent pipeline.

• Received 7290 graduate registrations and 1353 
student registrations via the Queensland Government 
Graduate Portal. Fourteen agencies participated during 
2016–17. 

• Consulted on a revised draft of the:

 – Recruitment and Selection directive to provide 
agencies further clarity on how to acquire the   
best talent

 – Temporary Employment directive to better   
support security of employment for long-term 
temporary employees.



22

• Reviewed and updated the Fixed Term Contracts 
directive for the engagement of public service 
officers on a contract of employment for a fixed 
term with remuneration equal to or higher than, the 
remuneration payable to a senior officer.

• Worked with LinkedIn (whole-of-government level) 
to negotiate integration and cost benefits for 
participating agencies. 

• Increased use of social media to promote the 
Queensland Government employee value proposition 
(EVP) and support talent attraction.

• Developed strategies and commenced initiatives to 
support the Queensland Government employment 
brand through an EVP. This included:

 – a sector-wide poll (3000 responses) in late 2016 
to develop and test an EVP and themes for the 
sector under the banner #BeHere4Qld

 – small group market research with targeted future 
workforce (high-school, university and lateral 
hires) to test the current employment brand 
recognition of Queensland Government, EVP and 
themes and channels effective for each group to 
better understand what influences their future 
employment decisions. 

• Initiated an online talent mobility pilot (Talent Now) 
aimed at increasing employee visibility for short-term 
development opportunities.

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

• Provided challenging experiential development for 
high-performing and high-potential leaders through 
Leader Connect placements.

• Supported retention of leaders at all levels through 
the Leadership Roadmap to provide clear guidance on 
career pathways.

• Established an applied research function to enhance 
workforce insights in the future of work and better 
understand the implications for the sector.

• Held Diversity Data Week (February 2017) to 
encourage employees to check or update their 
diversity information through their HR information 
system (e.g. Aurion).

• Partnered with the Queensland Cyber Infrastructure 
Foundation and Department of Science, Information 
Technology and Innovation to review the Commission’s 
current data collections to identify strategic workforce 
insights and data opportunities.

• Hosted four Complex Case workshops with more than 
160 attendees to enhance the capability of agency 
HR professionals and ethical standards employees to 
manage complex performance and conduct cases in a 
timely and effective way.

• Worked with agencies to develop an approach that 
supports positive and healthy workplace cultures for 
the future.

• Continued to drive positive workplace change through 
the WfQ survey. This included:

 – collaborating with agencies to build capability in 
using data for evidence-based decision making 

 – completing a comprehensive review of the          
WfQ survey 

 – facilitating agency workshops to embed WfQ 
data into initiatives in a more constructive and 
sustainable manner. 

• Worked with OIR to amend the industrial relations 
framework, including amendments to the 
Public Service Act 2008 and the development 
of new directives which introduced a regulatory       
mechanism to:

 – support the conversion of long-term casual 
employees to permanent employment 

 – create an appeals process against fair        
treatment decisions

 – streamline the provisions relating to public   
service appeals.

• Continued to embed directives and guidelines relating 
to workplace and employment matters in the sector. 
These included:

 – issuing a Managing Employee Complaint directive, 
which sets out the principles and procedures 
for agencies to manage employee complaints 
efficiently and effectively

 – updating the Discipline guideline to aid staff 
managing disciplinary processes under the Public 
Service Act 2008

 – amending the Voluntary Medical Retirement 
directive and processes, which provide the 
conditions and entitlements for public service 
employees who experience illness or injury        
and cannot continue to perform the duties              
of their role.

• Commenced a review of the Code of Conduct, 
including an analysis of policies within other 
jurisdictions throughout Australia. 

• Partnered with Queensland’s Department of Health 
to pilot and deliver four training sessions (The Ethical 
Executive), which identifies the role of executives 
in shaping organisational ethics and conduct in the 
sector, with an emphasis on managerial responsibility 
for ethical behaviour. 

• Developed a training package (Performance and 
reasonable management action) to respond to 
changes to the Industrial Relations Act 2016 that 
impact the management of conduct and performance.

• Provided advice on 109 complex HR cases and 
delivered six strategic reviews of agencies’ handling of 
work performance matters. 
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Talent Now is a strategic imperative (Leadership and capability) 
within the Queensland public sector 10 year human capital outlook 
– creating a different workforce future by design.

An initiative of the Public Service Commission in partnership with 
the chief human resource officers.

More information: 

forgov.qld.gov.au/talent-now
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OBJECTIVE 3. Performance

Strengthen our workforce with the right skills 
and capabilities to deliver quality services to               
the community

• Supported the Queensland Public Sector Inclusion 
Champions of Change (ICC) to provide thought 
leadership to unleash latent potential and spark 
innovation through 2017 priorities of inclusion and 
engagement, flexible work, DFV and breaking biases. 

• Established diversity targets (at the request of the 
Leadership Board) for departments and invited the 
broader sector to opt in.

• Continued to support sector-wide LGBTIQ+ initiatives. 
These included:

 – releasing the Queensland public sector LGBTIQ+ 
inclusion strategy to support LGBTIQ+ employees 
in the workplace

 – establishing the LGBTIQ+ steering committee to 
promote and support inclusion initiatives

 – celebrating Queensland PRIDE March in 
September 2016 with sector employees marching 
under the Queensland Government banner for the 
first time. 

• Conducted a review of QG Women – the Queensland 
Government’s network for senior executive women – 
to ensure its effectiveness and purpose. 

• Released the 10 year human capital outlook and 3 
year strategic roadmap, grounded in design thinking, 
sector-wide collaboration and partnership with 
Deloitte, to position the sector’s workforce for a 
dramatically different future. 

• Delivered more than 20 Future of Work presentations 
to over 600 participants across the sector to support 
strategic workforce conversations and planning   
within agencies.

• Continued to deliver the Capability Blueprint 
program to enable departments to assess and build 
organisational capability to meet future challenges.  

• Completed three Capability Blueprints:

 – Department of Housing and Public Works

 – Department of National Parks, Sport and Racing 

 – Department of Natural Resources and Mines.

• Continuously improve and evaluate the effectiveness 
of the program, incorporating learnings gained from 
each Capability Blueprint. 

• Continued to manage the attraction and initial 
recruitment of graduates via the Queensland 
Government Graduate Portal, which 14 agencies use. 

• Deployed Commission employees to work alongside 
other agencies, government-owned corporations, 
local councils, the Australian Defence Force and 
non-government organisations to help fellow 
Queenslanders prepare, respond and recover from ex-
Tropical Cyclone Debbie, and associate severe flooding. 
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Case study

We support our employees! 

The Commission released the first Queensland public 
sector LGBTIQ+ inclusion strategy 2017–2022 on                
10 April 2017.

As the state’s largest and most diverse employer, the 
Queensland Government has a unique opportunity and 
responsibility to make a positive contribution to LGBTIQ+ 
inclusion – to recognise and value the contributions of 
LGBTIQ+ employees, and encourage their full inclusion and 
participation in our workforce. 

It is estimated that up to 11 per cent of Queensland’s 
population identify as LGBTIQ+, equating to around 1 in 10 
sector employees. 

To be a truly inclusive and diverse sector, all employees 
need to feel safe, valued and supported to bring their 
whole selves to work.

The strategy reinforces the government’s overarching 
inclusion and diversity commitment, and provides a 
framework for actions and approaches that can be taken at 
a sector, agency and individual level to build workplaces 
where our LGBTIQ+ employees feel safe and valued.

We are also working with agencies to identify and 
implement actions that will best work for them and          
their employees. 

An inclusive and diverse workforce is a priority for all of us. 

There is great work happening across the sector to ensure 
we are creating workplaces that are diverse, safe and 
inclusive of all employees – and that we are representative 
of the community we serve. 

More information: 

forgov.qld.gov.au/lgbtiq 
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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 on the total number of attendees 
against the total cost of holding the leadership development 
calendar offerings. Total cost includes: venue hire, catering, 
facilitators, facilitator related costs such as travel and/or 
accommodation, and video production costs. The projected number 
of offerings in 2016–17 is expected to be similar to 2015–16.

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 sector is a core function 
of the PSC. Leadership capabilities are measured via the annual 
WfQ survey. The target aims for 70 per cent of senior manager 
respondents to have positive views of the capability of the senior 
executive they report to, across all 13 executive capabilities. All 
13 executive capabilities have scored a minimum of 70 per cent 
satisfaction, as recorded in the 2015 WfQ survey.

5. Includes overall customer satisfaction with both the PSC Advisory 
Service and Conduct and Performance Excellence of 84 per cent 
positive feedback based on client survey results. 

6. The cost per employee of the annual WfQ 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 that 
are eligible to complete the survey. Eligibility to complete the survey 
is based primarily on an agency’s participation in the Minimum 
Obligatory Human Resource Information 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 sector. 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 positive feedback based on client survey results.

Performance statement

Public Service Commission (PSC) Notes Target/estimate 2016–17 Actual 2016–17

Service area: provision of services for a high-performing public sector

Service: PSC brokered development programs

Service standards

Effectiveness measure

Overall participant satisfaction with PSC                  
leadership development offerings

1 80% 91%

Efficiency measure

Cost per participant at PSC leadership                  
development offerings

2 $300 $307

Service: Sector-wide HR excellence

Service standards

Effectiveness measure

Satisfaction with executive leadership competencies

3,4 70% 76%

Effectiveness measure

Client satisfaction with specialist HR advice

5 75% 84%

Efficiency measure

Cost per employee of conducting annual sector-wide 
employee opinion survey

6 $1.40 $1.20

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% 30%

Efficiency measure 8 n/a n/a
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People matters provides current and aspiring team leaders with 
the practical skills and confidence to effectively manage people, 
performance and change in the workplace. 

An initiative of the Public Service Commission.

More information: 

forgov.qld.gov.au/people-matters
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Future direction

In accordance with our 2017–18 Service Delivery 
Statements, the Commission’s key priorities are to: 

• partner with departments to increase organisational 
performance across government through the 
Capability Blueprint program

• support agencies to develop integrated services   
and programs, and build their capability in 
community-centred service design methods 

• build expertise in the future of work through 
the sector’s 10 year human capital outlook, and 
implement strategic workforce initiatives in the           
3 year strategic roadmap

• deliver a general review of gender pay equity across 
the sector in collaboration with key stakeholders, 
including an annual audit with the Strategic 
Workforce Council

• support increased access to flexible work practices 
created by amendments to the Industrial Relations 
Act 2016, by developing a principles-based Flexible 
by Design framework 

• champion the sector’s workforce commitment 
to preventing and raising awareness about DFV, 
including progressing White Ribbon Australia 
workplace accreditation for 13 agencies (includes 
the Commission)

• build leadership talent pipelines, identify high-
performing and high-potential leaders, and grow 
leadership capability using creative people-centric 
experiential learning solutions and fit-for-purpose 
thought leader forums and development programs

• support sector professionalism by continuing to 
build IPAA’s presence in Queensland

• embed a contemporary information technology 
software solution to better collect, validate and 
report strategic workforce data, and build towards 
predictive analytics.
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Governance 

Leadership

Commission Board 

The Commission Board (the board) provides the 
Commission with its vision and strategic guidance to 
deliver innovative solutions to the sector workforce and 
performance issues. The board is responsible for the 
Commission’s governance described in the Public Service 
Act 2008: 

Members include:

• Dave Stewart, Director-General, DPC (acting Chair)

• Jim Murphy, Under Treasurer, Queensland Treasury

• Robert Setter, Commission Chief Executive, PSC

Executive Leadership Team

The Commission’s Executive Leadership Team (ELT) is 
the senior executive forum for corporate governance and 
decision making, and: 

• oversees the strategic direction and management of 
the Commission

• provides sound corporate governance in the delivery 
of business operations

• provides leadership and direction on the delivery of 
significant projects and ensures strategic alignment to 
the Commission’s vision and purpose

• acts as a forum to share information and manage 
relationships across the executive leadership of          
the organisation.

Members include:

• Robert Setter, Commission Chief Executive (Chair)

• Peter McKay, Deputy Commissioner

• Sonia Cooper, Deputy Commissioner (recommenced 
from 5 September 2016)

• Professor Anne Tiernan, Assistant Commissioner 
(Collaboration, 20 July – 23 December 2016)

Senior Management Group

The Senior Management Group (SMG) is the decision 
making and business management group, which:

• delivers on strategic objectives through a service    
logic approach

• manages associated risk and resource planning 

• oversees operational, budget and business priorities.

Members include:

• Commission Chief Executive

• Deputy Commissioners 

• Team leaders – Applied Research, Business Services, 
Capability Blueprint Program Management Office, 
CaPE, Communications and Engagement, Community 
Insights, Executive Recruitment and Contracts, 
Leadership and Capability, Leadership Talent and 
Performance, Legislation and Policy, Performance 
Analytics, Workforce Strategy
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Government bodies

Queensland Integrity Commissioner 

(part of the Commission 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 an 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 

The Commission is required to adhere to the Code of 
Conduct (prescribed by the Public Sector Ethics Act 1994), 
treats any breach of the Code of Conduct seriously, and 
manages it in accordance with best practice.

Employees can access the Code of Conduct and support 
resources through the Commission’s intranet site. New 
employees are required to complete the New Starter 
induction program to ensure their workplace performance 
and behaviour complies with the Code of Conduct. 
Managers and team leaders continue to incorporate 
these expectations into the ongoing cycle of employees’ 
performance and development. 

As custodian of the Public Sector Ethics Act 1994, the 
Commission is charged with considering requests from 
departments to apply additional standards of conduct and 
behaviour to people working for them. During 2016–17, 
the Commission issued no new standards, and continued 
to endorse and apply the Code of Conduct to ensure 
information about its application was readily available.

The CaPE team helps build the capability and 
confidence of managers and HR professionals to 
manage employee conduct and performance.

An initiative of the Public Service Commission.

More information: 

forgov.qld.gov.au/conduct-and-performance-
excellence-cape-service 
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Departmental officers may be invited to attend meetings   
as required.

During 2016–17, the committee’s chair and independent 
members received a combined total remuneration of 
$17,450 (excluding GST). 

During 2016–17, the committee:

• developed an internal audit plan based on strategic 
risks and operational risk registers, and presented the 
plan to the committee and management for approval

• successfully executed the internal audit plan, 
providing reports to the committee and management

• monitored and reported on the implementation of 
agreed audit recommendations 

• approved updates to risk management materials 
based on the QAO risk maturity assessment template

• considered trends in referrals as identified by the 
Crime and Corruption Commission

• monitored progress of the implementation status of 
internal audit recommendations 

• received and considered external audit reports and 
monitored the implementation status of agreed 
actions against recommendations made – refer to 
External Scrutiny for more information

• approved the financial statements for 2015–16        
and considered the ongoing financial position of       
the Commission

• considered ongoing corporate governance and risk 
management activities.

Audit and Risk Management Committee 

The Audit and Risk Management Committee (the 
committee) provides independent advice and assurance 
to the Commission Chief Executive on the Commission’s 
risk, control and compliance frameworks, and external 
accountability responsibilities imposed under the:

• Financial Accountability Act 2009

• Financial Accountability Regulation 2009 

• Financial and Performance Management Standard 
2009 (the Standard).

The committee was established in accordance with 
section 35(1) of the Standard, and operates within its 
terms of charter, having due regard to the Audit committee 
guidelines: improving accountability and performance, 
issued by Queensland Treasury (June 2012). 

During 2016–17, the committee met four times and 
comprised the following membership:

• Jenny Parker (chair)

• Neil Jackson (independent member)

• Bronwyn Morris (independent member)

• Peter McKay, Deputy Commissioner, PSC (member)

• Filly Morgan, Deputy Director-General, Corporate and 
Government Services, DPC (member) 

The following have standing invitations as observers to 
attend all committee meetings:

• Chief Finance Officer, DPC

• Director, Internal Audit and Risk, DPC

• a representative from the Queensland Audit Office 
(QAO)

• a representative from the internal audit                 
service provider.
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External scrutiny 

The Commission participated in the Queensland 
Ombudsmen’s Customer Complaints System audit, which 
improved our Customer complaints policy and process, 
particularly in terms of ease of access for customers and 
the identification of business improvement opportunities.

In addition, the following financial and performance audits 
(completed by QAO) were relevant to the Commission:

• QAO Report 3: 2016–17: Follow-up: Monitoring and 
reporting performance – follow-up on the progress 
and effectiveness of departments in implementing the 
accepted recommendations of Report 18:2013–14, 
which examined how well the 20 core departments 
measured, monitored and publicly reported on 
their non-financial performance. During 2016–17,             
the Commission liaised with DPC’s Corporate 
Governance and Performance Units in the preparation 
of its 2017–18 Service Delivery Standards to ensure 
its contents met the Queensland Government 
Performance Management Framework policy and 
guidance material.

• QAO Report 17: 2016–17: Organisational structure 
and accountability – this audit reviewed the strategic 
plan and organisational structure of 18 departments, 
and assessed how these plans reference the 
Queensland Government’s overarching strategic 
direction and clearly demonstrate the department’s 
contribution towards them. During 2016–17, the 
Commission revitalised its strategic planning process 
and format to better reflect our contribution to the 
government’s strategic direction.

• QAO Report 8: 2016–17: 2015–16 results of financial 
audits – this report summarises QAO’s analysis of the 
financial position, performance, and sustainability 
of the Queensland Government, as reported in the 
consolidated state government financial statements. 
It summarises the timeliness and quality of financial 
reporting by public sector entities. The Auditor-
General has certified without qualification that the 
Commission has complied with financial management 
requirements, the financial statements are accurate 
and fair, and that DPC met the statutory timeframes for 
the preparation of the financial reports for 2016–17.

Internal audit

During 2016–17, KPMG (through DPC) managed the 
Commission’s internal audit function. Internal audit 
provides independent assurance and advice to the 
Commission Chief Executive and the Audit and Risk 
Management Committee.   

Internal audit also improves the Commission’s corporate 
governance through an objective, systematic approach to 
evaluating the effectiveness and efficiency of processes, 
internal controls and risk management practices. KPMG 
operates in accordance with an approved Internal Audit 
Charter that incorporates professional standards of 
Queensland Treasury’s Audit committee guidelines: 
improving accountability and performance. 

Because of improvement opportunities identified through 
internal audit, the Commission: 

• adopted DPC’s risk management framework to 
maximise synergies and reduce duplication  

• increased employee awareness of potential risks, and 
their responsibilities relating to risk management 

• improved information management and security, with 
a focus on financial information and cyber security 

• increased vigilance around cyber security and cloud 
computing

• strengthened budget and conflict of interest 
management controls 

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

• continued to improve employee on-boarding and 
induction processes.
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Information systems 

The Commission continued to:

• use information systems for corporate functions 
under a shared service arrangement with Queensland 
Shared Services, a third party information and 
communications technology (ICT) provider. Our 
information systems include SAP (finance), Aurion 
(HR), HP Records Manager (records management), and 
Promaster (Corporate Card)

• provide employees with information management and 
information privacy training

• ensure systems and behaviours adhere to Information 
Standard (Information Security).

Recordkeeping 

The Commission uses HP Records Manager to manage 
electronic and physical documents, and has policies and 
processes in place for recordkeeping, email management, 
retention and disposal of records, managing information 
on shared network drives and information security.

The Commission continued to:

• expand its Paperlite strategy by using 1WS’s flexible 
work design and mobile technology

• raise awareness of recordkeeping practices through its 
New Starter induction program 

• ensure recordkeeping practices adhere to Information 
Standard (Recordkeeping), Information Standard 
(Retention and Disposal of Public Records) and the 
Public Records Act 2002.

Right to information and            
information privacy 

The Commission received three Right to Information 
applications (one transferred to another agency) and 
four Information Privacy applications, collecting a total of 
$139.20 in application fees (less $46.40 application fee 
transferred to another agency) and $0 in processing fees.

We continued to comply with the Right to Information Act 
2009 and the Information Privacy Act 2009. 
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People

Workforce profile

As at 30 June 2017, the Commission employed 
72.35 FTEs, and the permanent separation rate was      
10.12 per cent. 

One employee received a voluntary redundancy 
package at a cost of $184,556. 

Workforce planning

The Commission continued to implement its five-
year strategic workforce plan (2015–2020) to attract 
and retain an inclusive, diverse, capable and agile 
workforce. 

During 2016–17, the Commission:

• continued to implement actions and support 
commitments in the Queensland Multicultural 
Action Plan and Cultural Capability Action Plan 
towards an inclusive, diverse and culturally 
capable workforce 

• widened its recruitment net (e.g. LinkedIn, 
Queensland Government Graduate Portal) and 
improved recruitment and selection procedures 
(e.g. updates to role descriptions) to attract job 
applicants from diverse backgrounds

• partnered with agencies on employee exchange 
programs to increase agility and mobility, and 
broaden the skills-set of employees 

• assigned chief HR officer responsibilities to two 
existing directors to lead internal strategies and 
initiatives to increase our collective capability 
and ensure the Commission is well positioned to 
deliver on organisational priorities

• continued to progress its All roles flex approach 
in which all employees have access to flexible 
work options, developed resources to support 
decision making around flexible work, and 
developed managers’ capability in managing 
flexible working teams

• hosted cultural intelligence training to increase 
employee understanding of Aboriginal and/or Torres 
Strait Islander cultures

• provided DFV awareness training for employees and 
support options for employees affected by DFV

• participated in LGBTIQ+ events and initiatives (e.g. 
PRIDE March, wearing workplace rainbow lanyards) to 
show support for our LGBTIQ+ employees

• participated in Diversity Data Week to improve our 
workforce diversity data and better understand our 
workforce profile

• partnered with the National Disability Recruitment 
Coordinator to provide a tailored mix of advice, tools 
and training to build a sustainable approach to the 
employment of people with disability.

Employee performance

The Commission continued to recognise and support a 
culture of high performance through:  

• expressions of interest for higher duties and lateral 
moves, mentoring partnerships, placements in 
government, the private and not-for-profit sectors    
and key projects (e.g. Commonwealth Games)

• participation in the:

 – People matters program (seven employees) 

 – People matters program – Recruitment and 
Selection extension module (two employees)

 – ECAD Refresh program (one employee) 

 – Public Sector Management Program (one 
employee) 

 – Commission’s leadership development offerings 
(e.g. executive dialogues, thought leader 
seminars and masterclasses) – facilitated by 
national and international speakers

 – Good decision making course (three employees)  
– delivered by the Queensland Ombudsman

 – My mentor: courageous women program (five 
employees) 

 – Capability Blueprint program (three employees). 
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During 2016–17, the Commission also:

• completed an employees’ skills and aspirations 
analysis to inform plans to develop our capability as 
individuals, as teams and as an agency

• continued to deliver its New Starter induction program 

• continued to develop employee capability through 
yearly performance development plans 

• prepared for implementation of an online learning 
management system (iLearn) to enhance employee 
induction, statutory compliance and professional 
development opportunities. 

Working for Queensland survey

The Commission participated in the 2016 WfQ survey 
and achieved a response rate of 94 per cent. The survey 
identified areas of strength as being: 

• job empowerment improved by 3 percentage points 
to 84 per cent – 10 percentage points higher than the 
central agency benchmark

• learning and development improved by 5 percentage 
points to 66 per cent – 9 percentage points higher 
than the central agency benchmark

• being encouraged to pursue developmental 
opportunities in other workplaces improved 22 
percentage points to 73 per cent

• perceptions that red tape and approval process were 
not excessive improved by 13 and 10 percentage 
points respectively.  

These strengths will provide the foundation to address 
those areas where there is room for improvement, including: 

• a decrease in agency engagement by 14 percentage 
points to 58 per cent – 1 percentage point higher than 
the central agency benchmark

• a decrease in organisational leadership by 8 
percentage points to 64 per cent – 8 percentage points 
higher than the central agency benchmark

• a decrease in innovation by 2 percentage points to 
77 per cent – 12 percentage points higher than the 
central agency benchmark.

The Commission continues to work with all employees 
to challenge traditional ways of working, improve the 
lines of communication, develop more innovative ways              
of working across teams with the aim of delivering quality 
services to agencies.

Industrial and employee relations

During 2016–17, the Commission worked with OIR 
to amend the industrial relations framework, which 
resulted in the new Industrial Relations Act 2016 and 
amendments to the Public Service Act 2008. 

The Commission updated the Discipline guideline to aid 
staff managing disciplinary processes under the Public 
Service Act 2008, and consulted with agencies and 
unions on the development of the following instruments 
released during 2016 –17:

• Appeals directive to provide information on the 
appeal rights of public service employees under the 
Public Service Act 2008

• Managing Employee Complaints directive to provide 
principles and procedures for managing and 
resolving employee complaints

• Conversion of Casual Employees to Permanent 
Employment directive to outline how casual 
employees can apply to have their employment 
converted to permanent.
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Increased rights and conditions for Queensland 
public sector employees!

Changes were made to the Public Service Act 2008 as a result of landmark 
industrial reforms to restore fairness, rights and conditions for Queensland 
public sector employees.

These changes strengthen employee rights and conditions, and reflect 
modern workplace practices and entitlements. 

Casual employees, who have been employed as a casual employee on a 
regular basis for more than two years, will have the opportunity to apply to 
have their employment converted to permanent employment.

A new fair treatment appeal process will be implemented, allowing 
employees to appeal unfair and unreasonable decisions to the Queensland 
Industrial Relations Commission.

The Commission also issued a new directive, which details the principles 
and procedures for agencies to manage employee complaints efficiently 
and effectively.

Because of the legislative changes, the Commission either issued or 
reviewed a number of directives (including casual employment, temporary 
employment, and appeals) and guidelines (discipline). 

These changes reflect the government’s commitment to the development of 
a capable, engaged and empowered workforce, supporting employees to be 
the very best they can be. 

More information: 

forgov.qld.gov.au/directives-awards-and-legislation
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Glossary 

the Commission Public Service Commission

1WS 1 William Street

AIM Australian Institute of Management

CaPE Conduct and Performance Excellence

CEO Chief executive officer

Code of Conduct Code of conduct for the Queensland public service

DFV Domestic and family violence

DPC Department of the Premier and Cabinet

DSITI Department of Science, Information Technology and Innovation

ECAD Executive Capability Assessment Development initiative

ELT Executive Leadership Team

EVP Employee value proposition

FTE Full-time equivalent
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HR Human resources

ICC Queensland Public Sector Inclusion Champions of Change

ICT Information and communications technology

IPAA Institute of Public Administration Australia

IT Information technology

LCAD Leaders Capability Assessment Development initiative

LGBTIQ+ Lesbian, gay, bisexual, transgender, intersex, queer

OIR Office of Industrial Relations

QAO Queensland Audit Office

QCIF Queensland Cyber Infrastructure Foundation

SMG Senior Management Group

the sector Queensland public sector

WfQ Working for Queensland survey
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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 1

56

Public availability ARRs – section 10.2 Inside front cover

Interpreter service statement Queensland Government 
Language Services Policy 

ARRs – section 10.3

Inside front cover

Copyright notice Copyright Act 1968 

ARRs – section 10.4

Inside front cover

Information licensing QGEA – Information Licensing 

ARRs – section 10.5

Inside front cover

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 13

Non-financial 
performance

Government’s objectives for 
the community

ARRs – section 12.1 8

Other whole-of-government 
plans/specific initiatives

ARRs – section 12.2 Nil to report

Agency objectives and 
performance indicators

ARRs – section 12.3 18

Agency service areas and 
service standards

ARRs – section 12.4 26

Financial performance Summary of financial 
performance

ARRs – section 13.1 16

Governance – 
management and 
structure

Organisational structure ARRs – section 14.1 11

Executive management ARRs – section 14.2 29

Government bodies (statutory 
bodies and other entities)

ARRs – section 14.3 30

Public Sector Ethics Act 1994 Public Sector Ethics Act 1994 

ARRs – section 14.4

30

Queensland public service 
values

ARRs – section 14.5 10
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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 32

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

38

Independent Auditior’s Report FAA – section 62 

FPMS – section 50 

ARRs – section 18.2

54

FAA Financial Accountability Act 2009

FPMS Financial and Performance Management Standard 2009

ARRs Annual report requirements for Queensland Government agencies

QGEA Queensland Government Enterprise Architecture
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