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Our People  
and Policies
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Investment in our people is vital to 
DPAC so we focus on our people 
management. 
We are committed to the management of our key human 
resources through:

• developing a clear strategy and action plan for 
workforce management;

• creating a safe, supportive and equitable work 
environment for employees which sustains high levels 
of satisfaction, empowerment, commitment and 
accountability;

• supporting processes and practices which recognise 
and reward excellence and value the contribution our 
people make to our success;

• enhancing our leadership and coaching offering, 
ensuring managers and supervisors are equipped with 
the necessary skills and tools to effectively manage 
their employees; and

• ensuring our policies and practices provide transparency, 
honesty and fairness in the management of our people.

HR STRATEGIC PLAN
Our focus for 2015-16 has been on the streamlining of the 
recruitment process, with the introduction of an electronic 
recruitment system, PageUp. Work has also commenced 
towards White Ribbon Accreditation, which has involved the 
instigation of policy updates in key areas including social media 
and workplace behaviour. 

Strategic projects focussing on workplace diversity, flexible 
workplaces, and reviewing and simplifying performance 
review processes, have also been initiated.

Our focus for 2016-17 will be on embedding cultural 
change elements integral to White Ribbon Accreditation 
Program, and developing a People Plan based around the 
premise of “Getting the Right People, in the Right Roles, at 
the Right Time, with the Right Skills”, which will include the 
development of an overall Workforce Management Plan.
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STAFFING INFORMATION
As at 30 June 2016, DPAC employed 519 (454.07 full-time equivalent (FTE)s) employees and 126 (117.84 FTEs) employees in 
Ministerial and Parliamentary Support offices. This includes Tasmanian State Servants (TSS) and non-Tasmanian State Servants 
(non-TSS) and excludes casual employees and employees on unpaid leave. The figures are presented below in two groups: DPAC; 
and Ministerial and Parliamentary Support offices.

Headcount & FTE - DPAC Staff

Headcounts FTEs

Divisions TSS Non-TSS Total TSS Non-TSS Total

Communities, Sport & Recreation 75 0 75 71.59 0.0 71.59

Corporate & Governance 96 0 96 90.38 0.00 90.38

Government Courier Services 7 0 7 7.00 0.00 7.00

Local Government Division 13 0 13 12.00 0.00 12.00

Office of eGovernment 7 0 7 7.00 0.00 7.00

Office of Parliamentary Counsel 13 0 13 11.49 0.00 11.49

Office of Security & Emergency Management 7 0 7 6.80 0.00 6.80

Policy Division 15 0 15 14.51 0.00 14.51

Service Tasmania Unit 177 0 177 129.05 0.00 129.05

State Service Management Office 25 0 25 24.40 0.00 24.40

Tasmanian Climate Change Office 8 0 8 7.40 0.00 7.40

TMD 76 0 76 72.46 0.00 72.46

Total 519 0 519 454.07 0.00 454.07

FTE Change

Total FTEs have increased from 337.23 FTEs in 2015 to 
454.07 FTEs in 2016 due to the transfer of Service Tasmania 
from the Department of Primary Industries, Parks, Water 
and Environment (167 employees or 119.47 FTEs including 
Corporate Support), offset by a decrease of 2.64 FTEs across 
the other Divisions.

Casual Employment

The Department also employs 26 casuals to fulfil the 
duties of Government Courier (8) and House Assistant, 
Silverdome (18).
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EMPLOYEE STATISTICS – DPAC

Headcounts, FTEs, Gender, Employments Status, Age and Salary

DPAC employees by gender and employment status

The number of women employed by DPAC has increased significantly from 54 per cent in 2015 to 66 per cent in 2016.  
This increase is due to the transfer of Service Tasmania whose workforce is 85 per cent female. Eighty nine per cent of DPAC staff 
are employed on a permanent basis as at 30 June 2016 compared to 84 per cent as at 30 June 2015. 

DPAC employees by full-time/part-time employment

Just a third of the DPAC workforce is now employed on a part-time basis, with the majority of these employees being women.  
This increase in part time, female employees from 18 per cent in 2015 to 31 per cent in 2016 is again attributable to 65 per cent 
of Service Tasmania staff working part time.
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DPAC employee profile by age

The peak age range of both men and woman has fallen from 50-54 in 2015 to 45-49 in 2016. In addition, the gender profile within 
the age ranges shows a greater variation this year compared to last year.

DPAC employees by salary range

The average (full-time) salary has fallen to $83 059, with an average salary of $93 540 for men and $77 728 for women in 2016. 
The salary profile has also changed significantly due to the majority of female employees now being paid at $60 000 - $69 000 
(equivalent to Tasmanian State Service Band 3 - Band 4) as a result of the transfer of Service Tasmania Service Centre Staff.
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DPAC employees by Classification and Gender

The impact of Service Tasmania Operations transferring to 
DPAC is shown in the following graph that supports the previous 
graph on salary range there has been a significant increase in 
Band 3 positions in the Department that are predominately 
occupied by women.

DPAC Staff movements

Staff Movements 2015-16 Male Female Total
Appointments
Permanent 11 16 27
Fixed-term 9 16 25
SES 1 1 2
Total Appointments 21 33 54
Status Changes
Promotions without advertising 0 1 1
Number of conversions from 
Fixed Term to Permanent

0 0 0

Total Status Changes 0 1 1
Transfers/Secondments
Fixed-term transfers to DPAC as at 
30 June

1 5 6

Fxed-term transfers/secondment 
out of DPAC as at 30 June

8 4 12

Total Transfers/Secondments 9 9 18
Terminations/Exits
Resignations 8 12 20
Resignations (WRIPs) 0 1 1
Retirements (including ill health 
retirements)

2 1 3

Contract expiries 1 3 4
Transfers/promotions to 
other Agencies

9 8 17

Voluntary redundancies 1 1 2
Termination of SES contracts 1 1 2
Total Terminations/Exits 24 43 67

TNVRs, WRIPs & SES Terminations

DPAC has paid two Targeted and Negotiated Voluntary 
Redundancies (TNVRs), one Workforce Renewal Incentive 
Programs (WRIP) and ceased two SES Contracts in 2015-16. 

Leave Management

DPAC average sick leave (excluding carers’ leave)

The average amount of sick leave taken has risen slightly in 
the last year from 9.39 days to 9.77 days compared to the 
previous year. 

DPAC leave liability

Recreation and Long Service 
Leave (as at 30 June) 2014 2015 2016

Average number of days recreation leave 
per employee

15.5 16.6 15.2

Employees with >40 days recreation leave 12 20 21

Average number of days LSL per employee 
with a minimum of 10 years service

52.0 53.6 50.0

Employees with >100 days LSL 1 1 0

Unpaid Leave

Sixty-one employees accessed either unpaid leave or unpaid 
maternity leave, which totalled 2 683 days taken during the 
year. This comprised 11 employees taking less than five days; 
30 employees taking less than 20 days; and 31 employees 
taking more than 20 days unpaid leave (50 per cent of these 
were for unpaid maternity leave).
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EMPLOYEE STATISTICS – MINISTERIAL AND PARLIAMENTARY SERVICES (M&PS)

Headcount & FTE – M&PS Staff

Offices

Headcounts FTEs

TSS Non-TSS Total TSS Non-TSS Total
Government Ministerial and Electorate Offices 0 88 88 0.00 83.94 83.94
Labour Opposition Office and Electorate Offices 0 18 18 0.00 15.2 15.2
Tasmanian Greens Electorate Offices 0 6 6 0.00 4.7 4.7
Ministerial Drivers 10 0 10 10.00 0.00 10.00
Other Government Offices 0 4 4 0.00 4.00 4.00
Total 10 116 126 10.00 107.84 117.84

Casual Employment

Ministerial and Parliamentary Support employs nine casual 
Ministerial Drivers. 

Headcounts, FTEs, Gender, Employments 
Status, Age and Salary

M&PS employees as at 30 June 2016 by FTEs and headcounts

M&PS employees by gender and employment status

Ministerial offices have a high proportion of fixed-term 
employees as many are employed for the term of the 
Government.

M&PS employees by full-time/part-time employment
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M&PS employee profile by age

M&PS employees by salary range

The average (full-time) salary is $93 103. The average salary 
for men is $100 416 and the average salary for women is 
$87 062. Salary excludes Ministerial driver allowances and any 
other allowances.

M&PS staff movements

Staff movements 2015-16

Number of employees on secondment to M&PS 
as at 30 June

23

Number of new appointments (including 
secondments)

41

Number of resignations 21

Number of retirements 1

Number of contract expiries 4

Number of terminations (redundancy) 0

Number of terminations (non-redundancy) 3

Number of voluntary redundancies 0

Leave Management

M&PS average sick leave (excluding carers leave)

The average amount of sick leave taken has increased slightly 
in the last year from 2.18 days to 2.76 days.

M&PS leave liability

Recreation and Long Service 
Leave (as at 30 June)

2014 2015 2016

Average number of days rec leave 
per employee

10.0 16.9 19.6

Employees with > 40 days 
recreation leave

4 6 13

Average number of days LSL 
per employee with a minimum of 
10 years service

53.63 51.06 49.42

Employees with >100 days LSL 0 0 0

Unpaid Leave

Twenty employees accessed either unpaid leave or unpaid 
maternity leave which totalled 342 days taken during the 
year. This comprised six employees taking less than five days; 
15 employees taking less than 20 days; and five employees 
taking more than 20 days unpaid leave (two of these were for 
unpaid maternity leave).
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HUMAN RESOURCES ACTIVITIES

Recruitment policies and programs

DPAC is committed to providing a family-friendly 
employment environment and provides employees with a 
number of options to balance their work/life commitments. 

Recruitment practices across the Department are conducted 
in accordance with the State Service Act 2000, including State 
Service Employment Directions. The Department manages 
vacancies within the parameters of Managing Positions in the 
State Service.

In 2015-16, the State Service introduced a new recruitment 
system, PageUp, to replace the Government Jobs web 
platform. The introduction of PageUp has led to a significant 
reduction in position-filling times and has also enhanced the 
applicant’s experience.

As part of our recruitment process, we have committed 
to encouraging and identifying opportunities for staff 
mobility and development across all DPAC vacancies. 
The Department has implemented a flexible approach to 
advertising roles, including advertising roles on a flexible basis 
to assist in eliminating some of the barriers to employment 
described by different applicant groups,  
including women.

The Department has also been part of a State Service trial of 
the “one page pitch” for SES vacancies. Advertisements for 
SES vacancies – online (www.jobs.tas.gov.au) and via any other 
media – focus on ‘the opportunity’, giving an overall summary 
of the job and its outcomes, and ‘the ideal candidate’ in terms 
of experience, skills and knowledge. This is a fundamental 
shift from the traditional application, where statements are 
gathered against specified selection criteria. The trial 
is continuing.

Performance management

The Department of Premier and Cabinet is committed to 
making DPAC a challenging and supporting place to work, and 
one that develops and fosters its people. The Performance 
Management and Development (PMD) program provides a 
mechanism to assess employee performance, to identify the 
tasks that employee needs to undertake over the coming 
year, to create plans to further develop their skills and 
potential, and also to reward performance.

During 2015-16, following feedback from employees, the 
Department has begun work on reviewing simplifying the 
current PMD process and reframing the focus from the 
‘paperwork’ to the ‘conversation’. This work is continuing.

Workplace diversity

DPAC aims to provide a positive workplace that respects 
the background and characteristics of each employee and 
recognises all employees for their valuable contributions. 
DPAC values diversity and recognises that harnessing the 
strengths of a wide variety of individual employees is how 
we achieve our organisational goals. DPAC appreciates the 
importance of a workplace culture that treats external clients 
and stakeholders with respect and courtesy, regardless of 
their attributes.

The Department, along with the rest of the State Service, 
is working on addressing gender diversity. In 2015-16, the 
Department announced the goal that 50 per cent of our 
Senior Executive’s will be women by 2020. Currently this sits 
at around 40 per cent.

In 2016-17, our emphasis will be on developing an inclusive 
workplace, which will include reviews of recruitment 
practices, the development of strategies to encourage 
inclusion, together with the provision of support for managers 
to promote inclusion.

Contemporary HR policies, procedures 
and practices

During 2015-16, Human Resources has concentrated on the 
development, review and evaluation of both current and new 
HR policies, procedures and practices. The redevelopment 
of the Department’s intranet, iPac, ensured efforts were 
dedicated to the refresh and development of tools and forms 
to assist both managers and employees, as well as driving 
improvements in HR service delivery.

There has been a sustained focus on communication 
and consultation with stakeholders in regard to business 
improvement initiatives, complimented by the development 
of simplified, practical and Plain English policies, procedures, 
guides, templates, forms, and frequently asked questions 
material.    

Grievance resolution

The DPAC Grievance Resolution Policy is designed to support 
employees in resolving workplace grievances in a prompt 
and professional manner. The Policy encourages employees 
to reach grievance resolution before a situation escalates, 
while maintaining positive workplace relationships. The DPAC 
Workplace Behaviour Policy clearly states that employees 
should behave in a respectful manner towards all colleagues, 
to provide a positive working environment, free from bullying, 
victimisation, sexual harassment, and discrimination. 

There were two formal grievances reported in the 
Department during 2015-16.
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Work, health and safety strategies

The people who work for the Department of Premier and 
Cabinet are our greatest assets and we all have the right 
to work in an environment where our health, safety and 
well-being are paramount to everything that we do. The 
commencement of the Work Health and Safety Act on 1 
January 2013 has created the impetus for a renewed focus on 
health and safety for all our workers, and demonstrates our 
commitment to the State Service being a leader in workforce 
health, safety, wellbeing and injury management.

The DPAC Workplace Health and Safety Plan aims 
to continue to create a shared understanding of our 
responsibilities in identifying and undertaking actions that will 
improve our health, safety, wellbeing and injury management 
performance.

The objective of our Plan is to identify strategies, actions 
and performance measures that will enable our people to 
work together to build a culture that values, supports and 
improves the work health, safety and wellbeing of everyone 
within DPAC. Workplace health and safety is everyone’s 
responsibility.

Performance measures

The following measures are indicators of the Department’s 
success in actively providing a safe and healthy 
work environment:

DPAC

Measure 2014-15 2015-16

Number of incidents reported 34 55

Number of workers’ compensation 
claims

5 3

Number of First Aid Officers 24 29

Number of employees participating 
in flu vaccine program

207 226

M&PS

Measure 2014-15 2015-16

Number of incidents reported 10 2

Number of workers’ compensation 
claims

0 0

Number of First Aid Officers 2 2

Number of employees participating in flu 
vaccine program

27 28

Workers Compensation Claim Statistics

Number of 
claims by year 
of injury 2012-13 2013-14 2014-15 2015-16

DPAC 5 7 5 3

M&PS 3 4 - -

Total 8 11 5 3
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WHITE RIBBON PROGRAM
On the 13 August 2015 the Government released Safe 
Homes, Safe Families: Tasmania’s Family Violence Action Plan 
2015-2020.

Action Five of Safe Homes, Safe Families was to roll out 
the White Ribbon Workplace Accreditation Program (the 
Program) across all Tasmanian Government agencies, to be 
led by the Department of Premier and Cabinet (DPAC). 

By undertaking the White Ribbon Workplace Accreditation 
Program, DAPC has committed to taking active steps to 
prevent and respond to violence against women,  
which include:

• embedding policies and procedures, and leading 
training in the prevention of violence against women;

• building capacity to prevent violence against women 
by equipping staff with the skills and knowledge to 
recognise and respond to violence against women; and

• empowering staff to promote safe places for women 
and respectful relationships between all employees.

White Ribbon Workplaces are centres of respect and 
proactivity in relation to the safety of women in the 
workplace, and are members of a truly leading edge cohort, 
both nationally and internationally.

The Department of Premier and Cabinet is a part of the 
inaugural Tasmanian Government cohort, alongside the 
Department of Treasury and Finance and the Department 
of Police, Fire and Emergency Management. These three 
agencies formed an Inter-Agency Steering Committee to 
progress the implementation of the White Ribbon Program 
by sharing resources and participating in events. The Inter-
Agency White Ribbon Program Committee is chaired by 
David Strong, DPAC.

Within DPAC, a Steering Committee and a Working 
Group have been created to support the implementation 
of the Program.

In addition, there is also an Interagency Working Group, led 
by DPAC, that is responsible for sharing ideas and resources, 
challenges and opportunities throughout the accreditation 
process. This group currently includes representatives from 
each department involved in the inaugural cohort, however 
the other departments will be invited to join this group as 
their cohorts commence.

Significant achievements to June 2016 include:

• roll-out of White Ribbon and Family Violence training 
for all DPAC staff;

• organisation of key White Ribbon Events, including 
White Ribbon Day and White Ribbon Night, together 
with participation in other events such as the Mother’s 
Days Classic;

• the development of Family Violence manager training, 
together with a suite of support tools for managers; 

• implementation of internal communication strategy 
actions, increasing awareness of employees on issues 
such as violence in the workplace and family violence; 
and

• compiling the submission material for evidence to 
White Ribbon for the accreditation assessment.

We will know in October 2016 whether we have attained 
accreditation as a White Ribbon Workplace.
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SUPERANNUATION CERTIFICATE
I, Greg Johannes, Secretary, Department of Premier and Cabinet, hereby certify that the Department of Premier and 
Cabinet has met its obligations under the Australian Government Superannuation Guarantee (Administration) Act 1992 in respect 
of those employees of the Department who are members of the following complying superannuation schemes to which this 
Department contributes: 

AGEST

AMP Custom Super 

AMP Flexible Life Super 

AMP Flexible Super 

AMP Mobile Super

AMP Society 

AMP Superleader Plan

ANZ Australian Staff Super 

ANZ Smart Choice Super 

AON Master Trust - Viva 

AXA Australia

Asgard Super Account 

Australian Catholic Super 

Australian Ethical Super 

AustralianSuper 

BT Super Wrap 

BT Super for Life Savings 

Bay Ridge Superannuation 

Braemar Super Fund

CBUS Super 

CFM Retire Fund

Care Super 

Catholic Super Fund 

Colonial FSFC Personal 

Colonial FSFC Wholesale 

Colonial Portfolio Services Ltd

Comet Super Fund

Commonwealth Essential Super 

Commonwealth Personal Super 

Comsuper 

Denney Family Super

Energy Super 

FSP Super Fund 

First State Super 

First Super 

Flourishing Super Fund 

Ford Andrews Super Fund 

Generations Personal Super 

Gordon Family Super Fund 

Greskie Superannuation Fund 

Guild Retirement Fund 

Hesta Super 

Host Plus Super 

ING Direct Super Fund 

IOOF Employer Super 

IOOF Portfolio Service Super

Investment Exchange RS 

JM & NL Mason Super Fund 

Kiste Superannuation Fund 

Legal & General Life Australia Ltd

Legal Super 

Long and Strong Super Fund 

MLC MasterKey Business 

MLC MasterKey Super 

MLC Navigator Super 

Mercer Super Trust 

Murrell Superannuation Fund 

National Flexi Super Plus

Netwealth Super Accelerator 

North Personal Super Fund 

Norwich Union Life Australia

One Path MasterFund 

Optimum Super Master Plan 

Our Super Fund 

Perpetual Trustees Tasmania Ltd

Perpetual’s Select Super 

Powerwrap Master Plan 

Q Super 

Quadrant Super 

RBF Contributory Scheme

RBF-TAS 

REI Super 

REST Personal 

REST Super 

Rainier Kroeze Superannuation 

Retirement Savings Account

S&L Wiggins Super 

Smartsave Members Choice 

Sunsuper Super Fund 

TPF&C Nominees Spectrum 

Tabe Family Super Fund 

Tasplan Super 

Telstra Super 

Tronson Superannuation Fund 

UniSuper 

VicSuper 

Vision Super 

Westpac Super

Winwood Super Fund 

Zurich Australia Life

Zurich Superannuation Plan

These are the only complying superannuation schemes (other than those established under the provisions of the Retirement 
Benefits Act 1993 and the Public Sector Superannuation Reform Act 1999) to which this Department makes employer superannuation 
contributions.

  Greg Johannes 
  Secretary 
  Department of Premier and Cabinet

  30 June 2016


	Submission to the
Premier and Ministers
	Our Year in Review
	Our Strategic Goals
– How we performed 
	Our Performance Measures
	Our People 
and Policies
	Our Compliance Report
	Statement of Compliance
	Our Contacts



