












































































































































































































































































































































































































Liaison Branch, which will then check for correctness of format and accuracy. Modifications will 

be made in conjunction with the action officer who will need to verify any changes before the 

Ministerial is sent to the Minister's Office following endorsement by the Secretary. 

In the Interim Report, we made the point that there was scope for a reduction in the public expectation for the 

response time for Ministerial correspondence. We accepted that Territorians were accustomed to a speedy 

response to letters sent to the Minister which the Department was called upon to answer in draft for the Minister. 

We simply made the point that, in general, other states accept a longer response time for Ministerial correspond­

ence and that the current Northern Territory Health and Community Services standard came at a financial cost 

- a cost which was ultimately borne by people in the Territory. Conservatively, we calculated that the cost of 

answering Ministerial correspondence is currently $240 per letter. 

This is not to say that Ministerial correspondence and liaison is not an important part of departmental activities. 

Having the capacity to brief the Minister and respond to correspondence both from the public and between the 

Minister and other Government agencies is a fundamentally necessary and important requirement of Govern­

ment. The point, however, was that those requirements can more cost-effectively be met by restructuring 

administrative arrangements. 

While we have persisted in the view that restructured arrangements would provide a more efficient procedure 

for Ministerials, we acknowledge and accept that the public expectation of a response directly from the Minister 

is well established. Hence, we have limited our recommendations to those aspects which can ensure a more 

efficient and effective response. 

The most significant change we propose is that the Director Ministerial Liaison attend meetings of the Executive 

as an observer, in order to upgrade the priority given to Ministerial matters, and ensure that Ministerial Liaison 

is aware of any changes to policy that may have department-wide ramifications. The Ministerial Liaison Branch 

would continue to be the point of co-ordination for all Ministerial briefings, Cabinet submissions and Ministerial 

correspondence referred to the Department for direct action. 

In summary, then, we recommend the following be implemented, in association with the Minister's Office: 

• Ministerial Liaison be upgraded and the Director Ministerial Liaison attend Executive meetings as 

an observer, firstly, in order to reduce the number of reporting "authorisations" necessary to 

process Ministerials and, secondly, to be aware of any changes to policy that may have department 

wide ramifications. 

• Guidelines be established to more clearly define the role of the Minister's Office and that of the 

Ministerial Liaison Branch of the Department; 

• Ministerial responses continue to be prepared by Action Officers; and 
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• Completion of computer networking through the Department be expedited in order to minimise 

delays in revising text, making corrections, and to reduce the need to make multiple hard copies. 

6.3 HUMAN RESOURCE MANAGEMENT 

The human resources of an organisation are a critical component in the capacity of that organisation to meet its 

objectives of service delivery and client satisfaction. In ensuring the well-being of employees in their work 

environment, an organisation can opt to provide a range of Human Resource Services. Our proposed structure 

for the Human Resource Management Division is based on our perception of the needs of the Department and 

our assessment of the best means of effectively meeting those needs while containing costs. 

The Human Resource needs of the Department fall into five separate but overlapping branches. These are: 

• Industrial Relations - activities related to award negotiations and interpretation; 

• Organisational Strategy and Development - aimed at ensuring the appropriateness of the organi­

sational structure, the mix of staff resources, the correct evaluation of positions and the maintaining 

of organisational documentation. 

• Human Resource Services - activities aimed at the well being of employees in their workplace, e.g., 

Occupational Health And Safety, Workers Compensation, employee relations and managerial 

advice on broader human resource issues; 

• Staffing Operations - the fundamental personnel activities of payroll and recruitment; 

• Staff Training and Development -identification of training needs, co-ordination of training activi­

ties and other staff development functions. 

In addition to the above functions, the position of Chief Nursing Advisor has been placed within the Human 

Resource Management Division to advise the Assistant Secretary on matters pertaining to workforce planning 

and continuing education for nurses. This position will also carry wider responsibilities related to nursing 

practice within the Territory. These include the formulation of nursing policy for the Territory, the selection of 

Directors of Nursing within the Department and membership on the Nurses Board. 

A functional organisation chart of the Division is given on the over page. 

These tasks are to be carried out within the framework of the Human Resource Management Division with a 

heavy emphasis on devolution of service delivery to the operating divisions. Central Office activities will 

concentrate on the formulation of department-wide human resource (HR) policies and procedures and the co-
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ordination of HR service provision throughout the Territory. This is more fully described in the pages that 

follow. 

Human Resource Management 

(Proposed Functional Organisation Chart) 

I 
lndustr1al 
Relations 

• Award negotiations 
& interprotatlon 

• Union negotiations 
• JR policy development 
• Training line managers 

in JR responsibilfties 
• Disseminating Awald Advices 

& providing advice to managers 

Chief Nursing 
Advisor 

I 
Organisational 

Strategy & Design 

• Worldorce planning 
• Organisational design 
• Establishment control 
• Job evaluations 

• Advocacy Service to JR Commission 
• Research of Industrial Relations trends 

Central Office Functions 

Assistant Secretary 
Human Resources 

Human 
Resource 
Services 

• Management advice 
• Errpioyee counsel/Ing 
• Redeployment/redundancy 
• Compensatlonlrehabllftation 
• Occupational health & safety 
• Grievance rosolution 
• Dlsclpllne 
• Conditions of Service 
•EEO 

Project 
Team 

I 
Staffing 

Operations 

• Recruitment 
• Resignation 
• Appointment 
•Promotion 
• Transfer 
• Leave management 
• Overtlmelpenanies 
• Higher duties 
• Salaries 
• Superannuation 

I 
Staff Training & 
Development 

• Personnel development 
• Scholarships 
• Management development 
• Professional development 
• Statutory training (nurses & welfare) 
• AHW training 
• Career path piannlng/counselling 
• Succession planning 
• Training Guarantee leg/slat/on 

The Human Resource Management Division Should Have A Central Office Human Resource Project Team 

Which Undertakes Projects For The Executive On HRM Issues 

In Central Office it is proposed that a project unit, made up of four Project Officer positions, be created to address 

strategic human resource issues, and to ensure that appropriate resources are available to tackle ad hoc projects 

that may arise. The role of the Project Officers will vary depending on identified needs. A Project Officer will 

be appointed to undertake a specific, fixed-term task within any of the HRM functional areas, and may either 

work directly to the Assistant Secretary, or be placed within one of the human resource management branches. 

The jobs may be filled by staff from within or outside the human resource management division. It is important 

that the jobs not be filled on a permanent basis, to ensure that the flexibility exists to address issues as they arise. 

Major projects envisaged for the first two years might include: 

• the development of a Managers' Handbook which will contain a guide to human resource 

management practice; HR policy and procedural guidelines, and streamlined forms wherever 

possible; 
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• a review of training needs for physical grade positions to redress the balance of training in the 

Department. Information contained in the departmental survey for Training Guarantee Legislation 

indicates that in 1989/90 expenditure on training as a percentage of salary compared to the 

percentage of current funded positions identified that physical grades receive less than one per cent 

of training, yet represent 16 per cent of departmental staff. The project will be undertaken within 

Hospitals and will identify, develop and conduct training across the various functional areas, e.g., 

catering, cleaning and laundry services in accordance with multi-skilling requirements of Award 

Restructuring; 

• the development of an Equal Employment Opportunity Management Plan (EEOMP) for the 

Department, in line with the Government's direction that all departments develop EEOMPs; 

• the development of departmental policy and procedures on Occupational Health and Safety, with 

a specific emphasis on ensuring that the Department is not in breach of the requirements of the Work 

Health Act or of its common-law responsibilities as an employer. 

The Project Unit would not be staffed on a permanent basis. Resources would be drawn from other areas to 

undertake specific projects which have been identified by the departmental Executive or the Assistant Secretary, 

Human Resource Management. Projects undertaken could relate to any aspect of human resource management 

including staff development or Territory-wide recruitment campaigns. 

An Organisational Strategy And Development Branch Should Be Established 

An Organisational Strategy and Development Branch should be established to advise managers on all aspects 

of organisational planning and development, including procedural items relating to staff positions, e.g., titles, 

position levels, job description format. In addition, the Branch will track the staff resources of the Department 

and identify future resource needs resulting from retirements, terminations and program changes. 

Three positions have been allocated to the Branch. The Director Organisational Strategy and Development 

reports to the Assistant Secretary HRM and is responsible for workforce planning, job design and evaluation 

projects and establishment control. The Branch will also be responsible for ensuring that accurate organisational 

charts are maintained, together with up-to-date job descriptions and other HR organisational documentation. 

Operation Of The Job Evaluation System Needs To Be Significantly Improved 

The Northern Territory Public Service introduced a new Job Evaluation System (JES) during 1989 /90 for all jobs 

in the Administrative, Professional and Technical streams. The time frame set for implementation was designed 

to meet the reporting requirements of the Industrial Relations Commission in regard to Award Restructuring, 

rather than any analysis of the time required to analyse and evaluate the positions in question. Evaluators were 

given a two day training period, and then formed into panels of three people from different departments. 
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Employees who occupied the positions were advised of the initial evaluations, and they, and management were 

allowed to appeal the outcome. The result was that the majority of positions which were downgraded during 

the initial evaluations were appealed and subsequently re-evaluated upwards. The system was, therefore, seen 

as one capable of manipulation and therefore not credible. 

While it is not productive to dwell on the past, care must be taken in the ongoing maintenance of the JES to 
ensure that positions are evaluated fairly and on the basis of knowledge gained both by a written description 
of the position, workplace visits and discussion. Where ongoing JES work identifies poorly classified jobs, 
they should be addressed as circumstances allow. 

Industrial Relations 

Responsibility for Employee Relations Should Be Moved From the Industrial Relations Branch To The 

Human Resource Services Branch 

It is proposed that the Industrial Relations Branch be sharply focused and report directly to the Assistant 

Secretary, HRM. There are a number of key awards which relate only to the Department of Health and 

Community Services, e.g., Nursing Award, Medical Officers Award, and these require dedicated resources to 

research trends in Australia, prepare submissions for the Public Service Commissioner, and represent the 

Department/Government at hearings locally or interstate (in the case of Nurses where Award conditions are 

being reviewed Australia-wide). 

Prior to ERC this Branch comprised two staff members. The decision arising from the Department's submission 

to ERC was that the additional function of Occupational Health and Safety should be allocated to this Branch, 

with staffing being increased to five. Occupational health and safety, and employee relations are more 

appropriately handled as close to the workforce as possible. There is a strong interrelation between these 

functions and the broader human resource management functions, and thus we believe that these functions 

should be within the Human Resource Services Branch. 

We, therefore, recommend that a Unit of two staff be established as the Industrial Relations Branch of the Human 

Resource Management Division, reporting directly to the Assistant Secretary, HRM and undertaking the 

following functions; 

• Award negotiations and interpretation; 

• Union negotiations; 

• IR policy development; 

• Training line managers in their IR responsibilities; 

• Disseminating Award Advices and providing advice to Managers; 

• Advo~acy Service to the Industrial Relations Commission; 

• Research into Industrial Relations trends. 
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