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4 Our people

Workforce profile*
* Active and paid FTE/head count as at fortnight ending 27 June 2014.

Staff numbers
Division Permanent Temporary Casual SO S.122 SES Total %
Office of D-G 1.00 0.00 0.00 1.00 0.00 1.00 3.00 0.10%
Arts Queensland 73.02 25.00 0.00 8.00 0.00 2.00 108.02 3.70%
Change and Operations 194.00 39.25 0.00 13.00 1.00 4.00 251.25 8.60%
Digital Productivity and Services 490.35 44.76 2.96 10.00 7.00 3.00 558.07 19.10%
Internal Audit 2.00 0.00 0.00 2.00 0.00 0.00 4.00 0.14%
Office of Chief Scientist 5.34 1.00 0.00 0.00 0.66 0.00 7.00 0.24%
QGCIO 18.65 1.00 0.00 4.00 10.00 0.00 33.65 1.15%
Science 305.11 55.30 6.47 11.00 0.00 3.00 380.88 13.04%
Shared Corporate Services 964.23 127.10 1.13 15.90 3.00 3.00 1114.36 38.14%
Strategic ICT 322.15 63.28 0.00 11.00 33.64 0.00 430.07 14.72%
Strategic Policy and Innovation 26.20 1.00 0.00 2.00 0.00 2.00 31.20 1.07%
DSITIA 2402.05 357.69 10.56 77.90 55.30 18.00 2921.50

Gender as at 27 June 2014
Female % Male % Total

1664.12 56.96% 1257.38 43.04% 2921.50

Permanent retention rate
Permanent 

28.06.13
Permanent retained

27.06.14 % Permanent 
28.06.13

Permanent retained
27.06.14 %

2632.42 2471.95 93.90% 2794 2618 93.70%

Permanent separation rate 

FTE HC
Permanent 

27.06
Permanent 
separated % Permanent 

27.06
Permanent 
separated %

2471.95 308.70 12.49% 2618 335 12.80%
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Early retirement, redundancy and retrenchment
Redundancies were offered during 2013–14 as a result of business unit restructures to facilitate 
business efficiencies. During the period, 44 employees received redundancy packages at a cost 
of $2,924,001.28. Employees who did not accept an offer of a redundancy were offered case 
management for a set period of time, where reasonable attempts were made to find alternative 
employment placements. 

At the conclusion of this period, and where it was deemed that continued attempts of ongoing 
placement were no longer appropriate, employees yet to be placed were terminated and paid a 
retrenchment package. During the period, two employees received a retrenchment package at a 
cost of $101,807,47.

Informing the community
Communication of government services is essential to keep the community informed on matters 
such as research, science, innovation, information and technology and arts. The department 
also produces communications to facilitate access to government services.

As at 27 June 2014, the department employed 29.29 full-time equivalent staff whose functions 
relate to media, public affairs or communications.

Workforce planning, attraction and retention 
With a workforce reduction of 4.3 per cent and a public service employee reduction of  
4.67 per cent the focus for DSITIA has been the retention and development of staff.

The People Committee endorsed the DSITIA People Strategy 2013–17. 

In 2013–14, parts of the department implemented strategies to ensure they possessed the 
required capability and workforce capacity to deliver the required business outcomes and 
services to the Queensland community and other government agencies.

Strategies included:

•	 service excellence training

•	 formal and informal recognition programs

•	 performance and development planning

•	 development of ICT Workforce Transformation Plan 2014–16 and DSITIA Strategic 
Workforce Plan 2014–18

•	 mobility of staff to manage the changing workloads in business areas

•	 investing in capability development.
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Workforce planning framework and key strategies 
In line with the public sector renewal agenda and the recommendations of the Commission 
of Audit report, the Workforce Planning Framework is being prepared by government to give 
guidance to specific agency plans.  

DSITIA is regularly collecting data on workforce size and composition and the capability 
requirements to deliver on business outcomes.

A five-year strategic workforce plan was developed for 2014–18. Key strategies identified for the 
short term are:

•	 Reshape—assess the capacity and capability requirements of the workforce against the  
timeframes and milestones of the renewal and contestability agendas

•	 Retain—identify employees with skills, capabilities and experience that will be critical to 
the organisation’s future. The capabilities to be retained include:

 — strategic thinking linked with business change
 — leadership through change
 — understanding of business requirements and ability to consider and procure 

innovative methods of service provision

•	 Retrain—provide opportunities to retrain in areas of need. Key capabilities required that 
can be retrained include:

 — contract management
 — vendor management
 — procurement
 — project and program management
 — change management
 — service management
 — commercial acumen
 — process improvement
 — leadership
 — stakeholder relationships

Projects are already underway to build capability in:
 — business change management
 — leadership development
 — project and program management

•	 Recruit.

During the past 12 months, DSITIA’s workforce reduced by 4.3 per cent. To ensure delivery of 
the recommendations in the Commission of Audit report, capability needs will significantly 
change in the business areas where renewal is occurring.
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Employee performance management
The DSITIA Employee Performance Management Framework launched in 2012–13 continues to 
align performance with the Queensland Public Service Commission’s values. The framework 
outlines six key components of employee performance management, including employee 
induction/onboarding, probation, performance and development planning, rewards and 
recognition, management of unsatisfactory performance and discipline.

Supporting this framework is the DSITIA Performance and Development Planning Policy 
which articulates the responsibility of managers and their employees to ensure that annual 
performance and development agreements are conducted. 

The performance and development planning approach reflects the whole-of-government 
requirement to include the balanced scorecard approach to Senior Officers (SO) and staff at 
AO8/PO6 classification levels to ensure there is alignment with the Senior Executive Officers 
and Chief Executive Officer performance and development frameworks.

The balanced scorecard approach analyses performance across four different perspectives:  

•	 financial

•	 stakeholder and outcomes

•	 internal business 

•	 learning and growth.

All permanent staff, new starters, staff on probation and temporary staff (excluding agency 
staff and contractors) who are employed with DSITIA for six months or greater participate in 
the performance and development planning processes.

DSITIA has published a code of conduct and ethics section on the DSITIA intranet to provide 
information on ethical decision making. This includes links to an online code of conduct 
training package and relevant legislation. 

A series of training programs is available online to educate managers and staff on 
implementing the code of conduct in their everyday practices. The programs provide education 
and training in public sector ethics, the code, professional obligations and ethical conduct, 
harassment and discrimination, and diversity matters. The programs are delivered as:

•	 management training—cultivating positive workplaces

•	 employee training—supporting positive workplaces.
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Industrial and employee relations framework 
DSITIA’s Industrial and employee relations framework is based on the framework established by 
the Public Service Commission.

Currently the Public Service Commission is coordinating the public sector wide Award 
Modernisation process. The process aims to consolidate the number of awards in the public 
sector as well as to standardise conditions of employment. DSITIA has been working closely 
with the Public Service Commission in relation to this matter.

The department maintains effective relationships with key stakeholders through a proactive 
approach to consultation and conflict management at both industrial and workplace levels. This 
has resulted in minimal disputation and no days lost to industrial action.

Work-life balance
The implementation of DSITIA human resource policies has included a number of policies that 
promote work-life balance and offer a variety of flexible working arrangements.

Arrangements available to assist in improving work-life balance include telecommuting, 
part-time work, job-share, compressed hours, cultural leave, staggered start and finish times, 
purchased leave, parental leave, accumulated time, aggregated/averaging ordinary hours of 
week, time off in lieu and leave for caring purposes.

The Flexible Work Centre trial commenced on 12 May 2014 as part of an investigation into the 
feasibility of Flexible Work Centres by the Queensland Government, the Smart Services CRC 
Foundry and the Queensland University of Technology (QUT) Urban Informatics Research Lab. 
DSITIA is one of six departments in the trial where staff work one to two days per week at the 
two co-working centres (Co-Spaces at Southport  and The Hive at Redcliffe). 

The trial aims to test the potential of Flexible Work Centres to:

•	 provide longer-term accommodation options for Queensland Government employees

•	 promote innovation through support for collaborative workspaces

•	 reduce congestion and traffic on Queensland roads and transport links

•	 improve the work-life balance and health of Queensland Government employees

•	 improve employee attraction and retention within the Queensland Government

•	 provide further support for local economies.

The department continues to offer employees and their immediate families access to 
confidential, professional counselling to assist with the resolution of issues that may impact on 
their work or quality of life.  

DSITIA staff also have access to a variety of informative resources around maintaining good 
health and wellbeing.
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Leadership and management development
DSITIA is committed to supporting leadership development at both whole-of-government and 
whole-of-agency level. Therefore, DSITIA will continue to participate in the Public Service 
Commission’s endorsed programs, which include:

•	 Queensland University of Technology Emerging Leaders Program individual modules

•	 Leadership of Strategic Supplier Relationships

•	 Beyond Accounting

•	 Leading Public Sector Contestability

•	 Public Sector Management Program.

The DSITIA Management and Leadership Framework was developed in 2014 and brings 
together packages of management and leadership competencies, skills and training for distinct 
classification groups.

To reinforce a committed and coherent approach across our leaders DSITIA has established 
Senior Leaders Forums. The forums enable DSITIA to ensure leaders have clarity on the 
business direction, discuss and provide input on a range of strategic issues and collaborate and 
share ideas in the interest of improving our business and practices.

DSITIA will also continue to develop its managers using a management development approach 
that incorporates whole-of-government benchmarks as provided through the Public Service 
Commission’s Practical People Management Program. This program has been recently revamped 
to focus more strongly on building a performance culture across the sector and within DSITIA.

During 2013–14, a number of programs have been and will continue to be provided to managers 
both face-to-face and through e-learning to refresh and or to build capability in:

•	 service excellence

•	 leading and coping with change

•	 leading and delivering service excellence

•	 supporting and cultivating positive workplaces

•	 conversations for high performance

•	 managing stress and building resilience

•	 active career management

•	 developing a highly-engaged workforce

•	 performance and development planning for staff.
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Workplace health and safety
Workplace health and safety is a high priority for the department.

In 2013–14, DSITIA:

•	 developed and published the Workplace Health and Safety Action Plan July 2013–June 
2014

•	 implemented a range of health and wellbeing initiatives including: 
 — flu vaccination program
 — DSITIA Steps Out—a monthly three kilometre walk/run
 — information to support World No Tobacco Day—World Health Organisation
 — corporate private health insurance memberships and on-site visits
 — corporate rates for gym membership with Fitness First and Goodlife Gyms
 — participation in the 2012 Corporate Games

•	 completed the roll-out of the Safety Health and Environment (SHE) software program 
across DSITIA—this program provides an online reporting system for injuries and hazards 
across the department

•	 through the Early Intervention Centre (EIC), continued to provide early assistance and 
support to workers who are ill or injured, and to managers in dealing with such workers

•	 continued to offer an Employee Assistance Service (EAS), a confidential and professional 
service available to all employees and their families to help them deal with work and life 
issues.

Other whole-of-government plans/specific initiatives
DSITIA has developed a three-year people strategy that provides a vision of how the 
department will ensure effective delivery of the department’s and government’s goals through 
the capability, professionalism and performance of our people.

The DSITIA People Strategy is aligned to the Public Service Commission cultural renewal 
priorities and the recommendations from the Commission of Audit report.
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