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“flown in” to the ACTPS from elsewhere is having on the day-to-

day experience and ability of senior leaders to achieve 

outcomes. There are some signs from the interviews that it is 

not significant, particularly when considering the capability 

strengths raised: collaboration, one-service and trust (noting 

this was raised more often from those who had served in the 

ACTPS for a longer period of time), while other comments 

underscore concerns (e.g. “We’re often talking different 

languages to each other”, “…when it comes to making the 

change – we stick to our knitting.”). This finding suggests the 

need to build a common language for management and 

leadership and may point to collective leadership featuring in a 

subsequent leadership strategy. 

 

The current state of leadership development 

The ACTPS currently invests in the development of the SES 

cohort in a variety of ways, including through centrally-

coordinated programs and events, Directorate-funded 

initiatives and other opportunities such as executive coaching. 

• Over the past five years, the ACTPS has invested in a 
range of professional development opportunities for 
the SES. The most common opportunities on offer over 
this timeframe include ANZSOG’s Executive Masters of 
Public Administration, Executive Fellows Program, 
Deputy Forum, Deputy Leadership Program and CEO 
Forum, Jeff Whalan learning circles, the China 
Reciprocal Program and IPAA mentoring opportunities.  

• Most of the interviewees we spoke to had engaged in 
at least one of these initiatives and spoke well of the 
learnings they gained and the value of the program. 
Without exception, they acknowledged the privilege of 
receiving such an investment in their professional 
development.  

• However, interviewees did not consider that the 
current approach to leadership development was 
meeting the needs of the ACTPS.  

• Specifically, interviewees noted that what is offered 
and who it is offered to appear to them random and 
ad-hoc rather than aligning with a particular purpose 
or strategy. 

• A small number of interviewees commented that the 
current approach [regarding who gets selected for a 
development initiative] appears to be about “everyone 
has a turn”, rather than business need. 

• Additionally, most interviewees felt that the ACTPS 
hadn’t invested properly in management training in a 
consistent, enduring way for a long time, and this was 
evident in the capability of both managers at the 
middle level and more senior level. Interviewees 
indicated some form of foundational management 
training should be mandatory for all staff who manage 
people, and staff should be held to account to attend. 
Many expressed sentiments that Management training 
should be a mandatory requirement, not a nice to 
have. 

• Additionally, several interviewees indicated there was 
a significant need for a structured SES Induction to 
support newly promoted or transferred SES get across 
the requirements of their broader SES role quickly.  

 

The SES were asked what they felt has been most impactful in 

terms of developing leadership capability during their career.  

Interviewees indicated that different experiences helped 
develop different elements of leadership and a range of 
approaches were raised:  

 

Opportunities to gain broader leadership experience and 
exposure through mobility opportunities such as secondments 
or deliberate career choices were the most common 
development experience proposed by the SES. 

Many commented that the SES should gain experience from 
several different leadership roles and, 
theoretically, should be able to be 
moved into any SES roles across the 
service.  

There was an alternative school of 
thought on this however: Others 
considered that while there is 
commonality across many roles within 
the SES, there are some that draw on 
relatively unique capability sets and moving people into those 
roles without adequate preparation or support would only set 
good people up to fail.  

The Board may wish to note recent research from UNSW5 into 

the current state of learning on the job which indicates that 

effective learning on the job, including opportunities such as 

mobility-based projects and secondments, requires 

“initiatives such as 

ANZSOG and Jeff 

Whalan should be 

part of the mix, but 

they shouldn’t 

become our 

default”. 

- DDG interviewee 

“I don’t think there is an approach per se. Everyone manages their 

own career and development and will occasionally get nominated 

for a program – why? Who knows”. 

-DDG interviewee 

 

Secondments
/ mobility

Across-
ACTPS 

work/ task 
forces 

ANZSOG-
type 

programs

Cohort-based 
development

Committee/ 
governance 

exposure

Insightful 
feedback

Coaches, 
mentors

360s/other 
assessment
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Attachment B. ACTPS Executive Capabilities 
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Introduction 

This paper is the second of three discussion papers for 
Strategic Board, reporting findings and insights from the 
current review and future of SES Leadership and 
Development across the ACTPS.  

The first of these papers was discussed at the mid-
October Strategic Board and summarised the findings 
from consultation with senior SES across the service, as 
well as other research inputs.  

That paper outlined several foundational strengths 
across the SES which are currently serving the ACTPS 
and the community well. The paper also surfaced 
common capability gaps – in both individuals and the 
broader ACTPS system – as well as concerns regarding 
the lack of a coherent strategy guiding ACTPS 
management and leadership development efforts. 

This paper continues the discussion, first re-capping key 
feedback from the October discussion, then turning our 
focus towards the future of work and key predictions 
relating to the requirements of leadership – and public 
sector leadership in particular – in the next 5-10 years.  

We note that much of the available research and 
analysis was published prior to COVID-19, and deeper 
analysis about a ‘post-COVID’ workplace are only now 
being released.  We will continue to review this analysis 
as it emerges. However, our research so far suggests 
that the events of 2020 have not so much changed the 
relevance of research findings from recent years, rather, 
COVID-19 has dialled-up and accelerated the impact. 

Again, this paper concludes with a series of questions for 
discussion and feedback. 

Recap: Current SES leadership capability 
strengths and gaps  

In our first discussion paper, we highlighted the themes 
arising from around 45 interviews about SES leadership 
capability strengths, gaps and other challenges 
impacting the leadership group across ACTPS. The 
themes arising from those consultations are illustrated 
at Attachment 1, for reference.  

In response to the paper, the key points arising from the 
mid-October Strategic Board discussion were: 

a) Members agreed with the capability strengths and 
gaps identified during consultation. They recognise 
the difficulty faced by the SES who are working in 
an increasingly ambiguous, uncertain, and fast-
paced environment coupled with a risk averse 
culture.  

b) Members are supportive of WCAG taking a more 
strategic, driving role in common-across-ACTPS SES 
development needs to complement the 
development activities already underway within 
Directorates. 

c) Members support calls for the introduction of 
ACTPS SES induction, contemporary management 
training for those in management roles, and 
collective leadership development as well as 
individual development (such as mobility and on-
the-job opportunities).  

d) Members are keen for WCAG to progress systematic 
talent management for the SES and its feeder group, 
developing a clear purpose and desired outcomes 
statements, clarity in language, and design options 
based on contemporary, context-sensitive principles, 
such as those at Figure 1. 
 

Figure 1: Contemporary Talent Management Principles  

 
Do no harm 

Talent Management is a development 
intervention, not an assessment intervention. 
For every participant, it should feel like a growth 
experience, not a career-limiting experience. 

 Inclusive, not exclusive 

Every high performer is valued and receives 
professional development in line with their 
career aspirations.  

 ACTPS leaders are the stewards of Talent 

Talent Management is owned by the ACTPS 
senior leadership team (eg. Strategic Board) and 
facilitated by WCAG.  

 Not a single event 

Talent Management is not a single event. As a 
development intervention, it aims to support 
continuous learning and growth for both 
individuals and organisations. 
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3. Develop and communicate a shared, 

strategic intent 

To focus, guide and communicate this work, WCAG 

proposes the development of a ACTPS Leadership and 

Talent Strategy, based on the review and feedback to 

date, including clearly articulated and Strategic Board 

endorsed: 

• Purpose, vision, and outcomes, 

• Scope – time-period, target groups, common 

development requirements, 

• Key principles, language (leadership/ management), 

• Streams of focus and intent (eg. leadership, talent, 

induction, mobility), 

• Governance, Funding, Evaluation, Priorities 

 

4. Create a coherent work program 

Together with an overarching, guiding Strategy, there 

are several connected work program streams to support 

a shift from this current review to design and 

implementation. Figure 2 outlines a proposed (but not 

finalised) program of work which would – should 

Strategic Board agree – commence from WCAG 

immediately. 

 

5. Confirm sustainable funding 

Currently, WCAG receives around $210,000 annually 

from Directorates for SES development and associated 

initiatives (eg. ANZSOG membership), complementing 

initiatives undertaken and funded by Directorates 

directly for their senior executives and staff.  

Should Strategic Board agree to a greater emphasis on 

coherent SES Leadership and Talent development, 

current funding and the funding model will need to be 

revisited. This would form an initial component of the 

WCAG work program in this area. 

 

 

 

 

Figure 2. (draft) work program 

 

 

 

 

 

• Purpose, vision and outcomes

• Scope - timeframe, target groups, common 
development requirements

• Key principles, language (leadership/ management)

• Streams of focus (eg. leadership, talent, induction, 
mobility)

• Governance, Funding, Evaluation, Priorities

ACTPS Leadership & Talent Strategy

• Role and responsibilities of Strategic Board, WCAG and 
Directorates in Leadership Development, Talent 
management, etc (“common across ACTPS” & “local or 
role specific”)

• Reporting and monitoring progress against outcomes

Governance, Roles and Responsibilities

• Funding approach to support sustained and fit for 
purpose investment in contemporary delivery against 
the strategy.

Investment and Funding Arrangements

•Develop evaluation approach and timeline for individual 
intiatives and broader strategic outcomes

•Identify existing or future complementary measures 
(such as assessment; all staff survey)

•Technology options to support evaluation and data 
storage

Evaluation and Improvement

• Define work program streams

• Propose and gain endorsement for initial priorities 
such as:

• SES Mobility, "opt-in" SES Talent Profiles, better 
alignment of contracts, jobs sizing, advertising, EOI 
practices with more strategic discussion and 
development of the SES/ SOG-A workforce 

•Communication and engagement plan

Program and Priorities

• Foundation Management & Public Administration 
training

• Standard SES Induction

•Networking events

•ANZSOG engagements

•SES contracts, employment terms, etc

Complementary projects
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Recommendations 

It is recommended that Strategic Board endorse: 

1. ACTPS introducing a systematic, coherent and 

strategic approach to whole of ACT public sector 

Leadership and Talent, driven by WCAG. 

2. Their role as stewards of ACT public sector 

Leadership and Talent, noting that precise 

responsibilities are yet to be defined. 

3. The need to review and determine a sustainable 

funding model for this work program, early in 

the New Year. 

It is recommended Strategic Board note and provide 

comment on: 

4. The proposed draft work program, including 

development of a ACTPS Leadership and Talent 

Strategy. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 






