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DEVELOPMENT OF STRATEGY

Mar 2021

COO 
Committee 

commissioned 
the APSC to 
lead skills-

based 
workforce 

planning pilot

Jun 2021

COO Committee 
endorsed 

Accounting and 
Finance job family 

as one of six 
projects for 

delivery

Jul 2021

Research into APS 
workforce, labour 

market intelligence 
and insights from 
Accounting and 

Finance Working 
Group to identify 

key workforce risks 
and opportunities

Aug 2021

Current state 
workforce analysis 

presented to 
Accounting and 

Finance Working 
Group

Sep 2021

Stakeholder 
consultation 

undertaken with 
Accounting and 

Finance Working 
Group

Oct 2021

Skills profile
presented to 
Accounting & 

Finance Working 
Group

Nov 2021

Capability 
Framework for 
APS3/4 to EL2 
classifications 
presented by 
Accounting & 

Finance Working 
Group

Dec 2021

Workforce Transition 
Strategy under 
development

Mar 2022

Finalisation of 
Workforce 

Transition Strategy 
in partnership with 

DoF

Feb 2022

APSC provides pilot 
status update to 

HR Working Group

Apr 2022

Local 
implementation of 

Workforce 
Transition Strategy 
with APSC Centre 
of Excellence for 

Workforce Planning 
supporting 

workforce planners



ENVIRONMENT & WORKFORCE RISKS
Internet Vacancies Index: Select Occupations 

(Australia-wide, Jan 2018- Sep 2021)

CHANGING CAPABILITIES
Automation and changing expectations in the work of 
accounting and finance professionals is seeing more 
emphasis on data, digital and interpersonal skills.

INCREASED COMPETITION
Recovery of demand to pre-Covid-19 levels coupled with 
limited skilled migration has meant increased market 
competition for qualified accounting and finance 
professionals. 

LOCAL LABOUR MARKETS
Approximately 98 per cent of national accounting and 
finance professionals are located outside the ACT. 
Continued focus on the Canberra market may 
exacerbate shortages in these roles. 

AUTOMATION & AUGMENTATION 
The automation of a number of accounting and finance 
job family tasks will reduce the need for some roles. 
Workers in these roles will need to be reskilled or 
upskilled into other roles. 

OPERATING ENVIRONMENT
Technology changes continue to impact on this cohort of accounting and
finance professionals, both in the work undertaken and the skills and
capabilities required to perform in these roles. Simultaneously, labour supply
shocks following a period of international border closures coupled with
growing demand for emerging capabilities is likely to heighten market
competition for skilled professionals. Improved flexibility in work presents
opportunities outside traditional local labour markets to recruit staff.

ACT

• 2% of national labour
market

• 44% APS roles
• 80% APS vacancies 

(65% ACT only)

NSW/VIC
66% Accounting

& Finance 
professionals

Comparisons of APS and national labour markets 
Accounting & Finance roles

Top Critical Future Skills in the Accounting Profession*

2020 Employment Projections- for the five years to 
November 2025

Source: Job Outlook, APS Jobs, APSED July 2021

Source: Internet Vacancies Index, Labour Market Information Portal

10.8%

8.6%

5.5%

3.9%

2.1%

-4.5%

Financial Investment Advisers and Managers

Accountants

Finance Managers

Purchasing and Supply Logistics Clerks

Accounting Clerks

Debt Collectors

Source: 2020 Employment Projections, Labour Market Information Portal

Employment projections reflect anticipate higher growth in occupations with 
higher skill requirements (Skill Level 1- highlighted)

76%

68%

56%

54%

Problem solving

Communication skills

Collaboration

Working with data, latest
technology and systems

*Top four skills rated “very important” by accounting professionals.
Source: The Future of Talent: Opportunities Unlimited, Charted Accountants, 
2017. 

Skills identified as critical for the future differ from
those skills historically considered important to the
profession:

Source: JobOutlook (Accountants)

• Complex problem-
solving (46%)

• Coordinating work 
with others (43%)

• Helping people 
(43%)

• Critical thinking (55%)
• Mathematics (54%)
• Reading

comprehension (54%)
• Active listening (52%)

Top 4 Skills by Importance Similar Skills Importance
Representation in Accounting & Finance Job Family

Source: APSED July 2021Accounting & Finance Job Family
Whole of APS

57%
60%

3.8%
4.1%

11.8%
9.4%

2.9%
3.5%

Women Staff with 
disability

Aboriginal and Torres 
Strait Islander staff

Staff from non-English 
speaking background
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Auditors, Company
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ATTRACT
Develop clear employee value 

proposition and harness 
opportunities to move beyond 

traditional models of work to 
recruit staff 

DEVELOP
Support the augmentation of 

this workforce by providing 
targeted development of 

emerging skills

RETAIN
Increase staff retention by 

providing opportunities 
for strategic mobility and 

long-term career 
progression. 

WORKFORCE INITIATIVES & ACTIONS

• Leverage ambassadorship 
behaviors of current staff

• Develop targeted employee value 
propositions that articulate 
employment conditions and long-
term career pathways

• Establish dedicated early career 
recruitment and partner with 
education institutions to support 
early attraction of talent

• Leverage new work models, 
flexible workforce composition 
and workforce flexibility to provide 
greater access to expertise and 
talent across Australia

• Leverage APS Academy 
offerings to address identified 
gaps in data, digital, 
communication, and 
leadership capabilities 

• Apply capability framework 
for critical classifications to 
support professionalization 
and talent pipelines

• Identify and provide targeted 
training and development 
opportunities to reskill staff 
into in-demand roles

• Support high performing staff 
to broaden experience and 
build key capabilities through 
strategic mobility and 
secondment opportunities 

• Establish and communicate 
clear career pathways into 
senior leadership and 
professional roles

• Build profession culture by 
promoting APS specific 
accounting and finance 
community of practice

• Promote flexible work to 
support mobility and 
staff at all life stages

Implementation
While many of these initiatives will be the responsibility of the agency, other actions will be supported outside the
agency. Engaging with APS Academy, educational institutions, and the broader community of practice can support
the early attraction, development and retention of this cohort.



IMPLEMENTATION

Establish dedicated early career recruitment stream

Develop selection criteria based on classification specific 
accounting and finance capability framework 

Develop compelling employee value proposition to 
support attraction of accounting and finance talent

Partner with educational institutes to support early 
attraction of talent (e.g. internships, course offerings on 
public sector finance and accounting)

Promote the APS as an employer of choice

Develop guidance for agencies to apply modern and 
practical recruitment practices

Review workforce management practices and promote 
flexibility to support greater access to talent pools 
outside ACT and increase regional presence of the APS

Include qualified finance delegates on recruitment 
panels for senior finance and accounting roles

Investigate alternative entry level programs to support 
staff diversity including cadetships, internships and 
vocational education and training (VET) programs

Develop targeted Employee Value Propositions (EVPs) to 
attract and retain staff from diverse groups

Support targeted professional development including 
access to appropriate mentors, technical training, and 
formal education opportunities (e.g. graduate diploma)

Support upskilling of staff though development 
opportunities based on capability framework 

Address identified gaps in data, digital, 
communication, and leadership capabilities through 
APS Academy 

Support reskilling of staff in processing roles through 
targeted training and development opportunities 
based on Capability Framework

Embed capability framework into performance 
processes to support active, ongoing development

Investigate opportunities to partner with professional 
bodies to support accreditation of training undertaken 
for professional development

Develop capability framework into user stories to 
support staff to map out career plans and 
development needs

Support professional identity and culture through APS 
accounting and finance community of practice (CoP)

Build profile of corporate services through CoP, 
secondments, articulated career paths, and 
professionalization 

Build a culture that recognises and rewards individual 
achievement and mobility

Build a culture that promotes upskilling and the 
importance of life-long learning

Recruitment

Australian Public Service Commission Department of Finance Agency

Culture 

Training & 
Development

Diversity

Underway



APS3/4 
processing 

roles

APS5 
financial 

roles

IMPLEMENTATION IN ACTION:

TRANSITION PATHWAYS

Graduate EL2 
(managerial

EL1APS6APS5

EL2 
(technical)

Lateral accounting professional hires recruited into the public sector at all levels

Transition pathways including lateral recruitment
and reskilling efforts will be supported by the
capability framework which articulates required
skills, accreditation and responsibilities for APS 3/4
to EL2 levels

UPSKILLING
The capability framework should be 
used to structure training and 
development to upskill staff and 
establish talent pipelines

RESKILLING
As processing roles are automated, 
staff can be transitioned to other 
roles through targeted reskilling 
efforts aligned with the capability 
frame work and APS Reskilling Guide

RECRUITMENT
The capability framework should be 
used to inform the development and 
assessment of selection criteria

Entry Level to APS 5 stretch 
training & opportunities
• Introduction to legislative & 

compliance frameworks
• Exposure to non-routine 

information, complex issues 
and tasks without clear 
operating procedure

• Structured reporting & 
analysis tasks

• Training in application & use of 
tools, systems & analytics

• Structured research tasks

APS5 to APS6 stretch training & 
opportunities
• Peer supported resolution of non-

compliance 
• Unstructured or complex research & 

analysis tasks
• Training in advanced use of tools, 

systems, & analytics
• Structured application of legislation 

& frameworks relevant to business 
areas

APS6 to EL1 stretch training & 
opportunities
• Conduct research & analysis of 

highly complex issues
• Lead investigation & resolution 

of non-compliance issues
• Unstructured application of 

frameworks, legislation, tools to 
non-routine issues & complex 
problems requiring judgement

• Peer support for other staff
• Provide strategic insight & 

direction to junior staff

EL1 to EL2 stretch training & 
opportunities
• Support strategic application of 

legislative & compliance 
frameworks

• Lead investigation and 
resolution of significant non-
compliance

• Provide strategic insight & 
direction to staff undertaking 
research & analysis tasks

• Undertake risk assessment & 
management activities 
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The capability framework provides 
guidance on structuring staff 
development to deepen skills 

(upskilling) or acquire new skills  
(reskilling). Development can be 

further supported through strategic 
mobility opportunities. 

31% of accounting and finance staff are 

APS 4 or below. These classifications are 
anticipated to be the most impacted by 

automation

26% of accounting and finance staff are 

in APS6 roles. Targeted development, clear 
career pathways and mobility 

opportunities will be important for staff 
retention at this level

Source: APSED July 2021
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g In addition to stretch training and opportunities, 
reskilling efforts include:

• Identifying in-demand roles that are similar or 
complementary in knowledge and skills

• Training to support acquisition of new 
knowledge and skills (i.e. theory & content)

• Supported application of new knowledge & 
skills (i.e. practical, on the job training)

The development of the APS 
Reskilling Guide will provide 

guidance on identifying 
viable and desirable 

pathways into in-demand 
roles.  



IMPLEMENTATION IN ACTION:

USER STORIES

DEVELOPING PROFESSIONAL

Arjun has been working as a finance officer
in the APS for three years. Arjun is familiar
with established guidelines and procedures
in his area and enjoys problem-solving and
working with stakeholders.

EMERGING PROFESSIONAL

Jia recently graduated from university with 
an accounting degree. She is excited to start 
her graduate year and use her skills and 
interests to benefit the Australian Public. Jia
is interested in what a career in the Public 
Service might look like for her. 

DEVELOPMENT NEEDS OPPORTUNITIES BENEFITS

Arjun, APS5

Jia, Graduate

• Apply knowledge and foundational 
skills to APS context

• Build awareness of business area 
and agency 

• Build knowledge of commonwealth 
compliance & legislative 
frameworks

• Establish proficiency in relevant 
tools and systems

• Develop writing abilities for the APS

• Peer supported resolution of 
routine processes

• Structured research or written tasks 
to assist team members addressing 
complex or non-routine issues

• Second rotation in upstream or 
downstream business area

• Shadow senior staff and attend 
senior meetings in observational 
capacity

• Training in application & use of 
tools, systems & analytics

• Can apply knowledge and skills to 
routine, moderately complex problems

• Gains exposure to non-routine 
information and complex decision-
making processes

• Builds skills in writing for the APS 
• Builds understanding of areas’ role 

within the organisation and needs of 
stakeholders

• Gains exposure to different career 
options within the APS 

• Gains familiarity with tools and systems 

DEVELOPMENT NEEDS OPPORTUNITIES BENEFITS

• Strengthen capabilities in analysis 
and judgement

• Broaden knowledge base and use of 
financial information beyond 
immediate role

• Gain understanding of strategic role 
of business area

• Deepen knowledge of tools and 
systems 

• Build leadership and supervisory 
skills

• Unstructured or complex research & 
analysis tasks

• Peer supported resolution of 
complex processes

• Leading moderately complex 
processes

• Three-to-six month secondment 
either in agency or externally

• Training in advanced use of tools, 
systems, & analytics

• Mentoring and supporting junior staff 
(like Jia) to resolve routine issues

• Gains experience working under 
ambiguity and using judgement

• Broadens knowledge of financial 
matters, including procedures, 
frameworks and legislation

• Gains broader understanding of 
business area strategic role 

• Builds professional networks 
• Deepens knowledge of tools and 

systems
• Builds supervisory and leadership 

capabilities and strategic awareness



IMPLEMENTATION IN ACTION:

EMPLOYEE VALUE PROPOSITION

Source: 2019 APS Employee Census 

72%

64%

48%

57%

44%

53%

30%

29%

57%

43%

43%

49%

38%

73%

46%

27%

75%

61%

49%

65%

69%

57%

24%

29%

Employment conditions

Long term career progression

Type of work offered

Security and stability

Service to the general public

The work aligned with my job skills/experience

Geographical location

Remuneration

Reasons for attraction, by classification level
APS 1-6 level EL level Trainees and Graduates

EVP’s targeting entry 
level and junior staff 

should emphasise 
employment conditions

& long-term career 
progression

Results oriented. Workers are able to use their 
strongest abilities, giving them a feeling of 
accomplishment.

Work alone and make decisions. Workers are 
able to try out their own ideas, make decisions 
on their own, and work with little or no 
supervision.

Serve and work with others. Workers usually 
get along well with each other, do things to 
help other people, and are rarely pressured to 
do things that go against their sense of right 
and wrong.

Supportive management that stands behind 
employees. Workers are treated fairly, they are 
supported by management, and have 
supervisors who train them well.

ACHIEVEMENT

INDEPENDENCE

RELATIONSHIPS

SUPPORT

Accounting professionals value*…

*Based on ratings of importance for ‘accountant’ occupation groups. 
Source: JobOutlook

Targeted recruitment and retention activities can be enhanced
using labour market information on the values, interests and
physical and social demands of accounting and finance
professionals. Additionally, census information provides insight into
what makes the APS attractive to potential employees.

An EVP that emphasises autonomy, career progression,
employment conditions, and the opportunity to use skills and
experiences in a results-orientated environment may support
attraction of accounting and finance professionals.


