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Q&As 
4 November 2019 

Evolving Transport Consultation – 4 to 29 November 2019 

Consultation  

What are we consulting about? 

This consultation period is an opportunity for our division leaders to share their 
proposals for the functions and top level structures in each division in Transport. 

Specifically, it is an opportunity for all staff across the Transport Service to consider  
and respond to: 

• the functional models proposed for each division  

• the proposed top level structures for each division 

• the mapping of staff units to the proposed functions and top level structures. 

This consultation period is an opportunity to learn how our new structures align with 
our strategic priorities as we move from organising ourselves by modes of transport 
to organising around places and the needs of our customers and communities.  

What is the process and timeline for the November consultation and beyond? 

The consultation period will run from Monday 4 November until Friday 29 November 
2019.  

You can attend a number of face to face staff briefings in all divisions, including in 
regional locations. Click here to find out about the briefings for your division. 

From 4 November you will also get to see videos about the proposals for each 
division by clicking on your division on the side panel. 

The best way to provide your feedback about any of the proposals is through the 
online form. 

We will be considering feedback throughout the consultation period and will have an 
additional week to review all of the remaining feedback in the first week of December 
before making any announcements about the final structures in the week of 9 
December. 

Why are you only consulting about top level structures? 

We have focused on designing the top leader levels first because it is critical to get 
the functions right and decide on the roles that lead the functions before designing in 
detail. In most cases, the proposed structure includes all direct reports to the Deputy 
Secretary or divisional leader. In a few cases, roles at the next level have been 
proposed as well. 

https://www.stayinformed.com.au/evolving-transport/news_feed/24-october-2019-consultation-opens-4-november-sign-up-for-engagement-sessions
https://www.stayinformed.com.au/evolving-transport-operating-model
https://rmsnsw.syd1.qualtrics.com/jfe/form/SV_b9rAYBTq2yyCPbL
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We will be seeking your input on these proposals before we go into further detailed 
design in the new year. In this next phase (phase 3B-2), we will design and 
implement structures for all divisions down to branch and team levels. This will be 
the opportunity for divisions and branches to look at the approved functional model 
and understand the structure/roles that can best deliver it.  

We’re taking longer to get it right so we can avoid continuously restructuring and 
keep the divisional functions relatively stable for a while. 

I can’t find the consultation pack for my division. Where can I access this?  

Consultation packs for each division are available on the divisional pages of the 
Evolving Transport website. You can see and access all of the consultation packs 
here.  

Can I provide feedback about other divisions, not just my own? 

Yes. We are publishing the proposed leader-level structures and proposed models 
for all divisions so that everyone can see the full picture and how the functions relate 
to each other. We want to make sure everyone’s voice can be heard regardless of 
where they sit in the organisation. 

What happens to administrative and business support roles that currently 
report into Executive Director roles that are not in the proposed structure?  

We will be engaging with the divisional leaders and relevant support staff to work 
through how the support roles will report into the proposed structure. Whilst this 
exercise may involve reporting line changes for support staff, it will not result in any 
individual impacts. 

What happens to my feedback? 

Your comments are sorted by division and theme, and regularly reviewed by the 
relevant divisional leader as part of the decision-making process.  

All feedback is anonymous unless a response has been requested.   

Feedback relating to personal circumstances will be responded to on an individual 
basis wherever contact details have been provided. 

Key themes and any changes made in response will be communicated following the 
consultation period.  

I’m away during the consultation period. How can I participate?  

If you’re not able to attend a briefing session, there are other ways to stay informed . 
You can check the updates on the Evolving Transport website.  

Some divisions are organising a teleconference for those who can’t attend in person. 
Click here to find out about the briefings for your division.  

You can also get in touch with your manager to discuss the proposed changes and 
find out more.    

 

 

 

 

https://www.stayinformed.com.au/people-and-culture
https://www.stayinformed.com.au/people-and-culture
https://www.stayinformed.com.au/evolving-transport-operating-model
https://www.stayinformed.com.au/evolving-transport
https://www.stayinformed.com.au/evolving-transport/news_feed/24-october-2019-consultation-opens-4-november-sign-up-for-engagement-sessions
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Changes to structures 

Is the RMS legislation changing and how will this impact RMS staff? 

The Transport Administration Amendment (RMS Dissolution) Bill 2019 is following 

the democratic process through parliament. While there have been a few line 

management changes since RMS and TfNSW were brought together on 1 July 2019, 

there have been no impacts to staff conditions or entitlements through the 

amalgamation. 

What is being done to reconcile differences in senior titles and salaries between 
TfNSW and RMS? 

The proposed leader-level structure is underpinned by a set of organisational design 

principles and characteristics which will provide greater consistency in relation to job 

titles and levels. 

The proposed leader-level structure has been designed through the application of 

the organisational design principles and characteristics. Once the detailed 

organisational design at the branch level structures start, the application of the 

organisational design principles and characteristics will standardise ti tling and 

banding for senior roles. 

 

Filling of roles 

What is talent mobility and how is this being utilised for filling senior roles? 

A priority through this change is to retain our senior leadership talent, even if that 

means moving people to a different role. In the past few years we have removed 

some of the barriers to executive mobility, making it easier to develop our people 

and reassign Transport Senior Service Executives to roles in line with our strategic 

priorities. 

How will decisions be made about filling the new roles in the proposed structures? 

There are a lot of considerations and we will be using a mix of approaches to fill top 

level roles, including using the mobility provisions, direct matching, and internal and 

external advertising. Because there are a large number of new or changed roles, 

many new roles are likely to be advertised. 

 Direct match – Where the role is essentially the same, the incumbent will 

continue in the role. 

 Direct appointment – In a select number of cases, we are proposing to use 

the Senior Executive mobility provisions to assign our existing talent to a new 

role. These decisions are based on talent review data and leadership and 

capability assessments. 

 Invited EOI – If it is not immediately clear who the strongest person for the 

role is, and there are potentially suitable candidates based on individuals in 

comparable roles and talent data, then they may have been included in an 

Invited EOI. This means only the invited individuals will initially be considered 

for the role. 

https://s3-ap-southeast-2.amazonaws.com/ehq-production-australia/6e9c43d4904f930c9f98c653eb3c458d35aff865/documents/attachments/000/119/435/original/Organisational-Design-Principles.pptx
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 Advertising within the Cluster – For many roles, it is likely that the required 

skills exist across the cluster in affected or potentially affected roles. We also 

want to maximise the opportunity our people have to apply for new 

opportunities. In these cases we are proposing to advertise within the Cluster 

initially. 

 Advertising externally – Roles will be advertised internally and externally at 

the same time where there is a significantly new focus in that role and we 

don’t know if we have the capabilities internally. Advertising internally and 

externally at the same time avoids the need for running sequential processes 

in this case. We may also need to advertise externally for some senior roles 

based on practice set by the Public Service Commission. 

Why make any direct appointments to a new role? Wouldn’t it be better to advertise to 
give others a fair opportunity? 

Direct appointments are proposed where the role is new or changed and we are 

confident that a person is the right person for the role, based on our talent data and 

a leadership and capability assessment. 

Consideration is also given to whether the accountabilities and responsibilities are 

similar to the proposed incumbent’s previous role(s), the retention of critical skills 

and capabilities and the ability to source these in the market. 

In the past there have been barriers to mobility in the Transport senior service, 
including linking employees to specific positions in an org structure. New legislation 
in recent years (the Government Sector Employment Legislation Amendment Act 
2016 No 2) introduced structural changes that are helping to remove these barriers 
and create a more agile. 

Direct appointment is a great strategy to help us become more agile, reduce 

bureaucracy, and rapidly deploy our executive talent into roles in line with our 

strategic priorities and for development. As our talent data grows we will be able to 

increase the number of direct appointments in the future. 

As a senior executive, if I’m not appointed to a role or included in an invited EOI, will 
there be an opportunity to appeal the decision? 

The approaches for filling roles are still proposals which will go out for consultation 

until 29 November. Individuals personally affected by the proposed changes have 

the opportunity to give feedback on the proposed placement approach until 29 

November. 

The process for giving this feedback is: 

 Talk to your leader about your interest and potential suitability for the role 

 Send an email to the Director, People stating the role you are interested in 

and outlining why you believe you should be included in the process. 
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How are diversity priorities being promoted as part of filling our top level structures? 

Transport is striving for equal representation for men and women in senior 

leadership roles. To ensure a representative group of candidates are considered for 

senior roles, and to remove any inherent gender bias, for advertised roles all senior 

executive and senior manager interview shortlists must comprise of at least 50% 

female candidates. All shortlisted candidates must meet the minimum capability 

requirements for the role. An exception to the 50% requirement for female 

candidates requires approval from the Secretary. 

Additionally, all selection panels must comprise both male and female 

representation. 

We will also be analysing the impacts of proposed changes on women in leadership 

and Aboriginal and Torres Strait Islander people. 

Will all senior roles be open to applications by staff? If not, how will this be 
determined? 

Refer to answer [How will decisions be made about filling the new roles in the 

proposed structures?] above. 

Internally advertised roles are open to all permanent and temporary staff in the 
Cluster 

 

People 

What support is being offered to senior staff? 

Affected senior executive staff will have a high level of personal support from People 

& Culture, including career support and coaching on leading through change. Senior 

manager people partners are the main point of contact for support services and 

advice on navigating through these changes. 

There are also support services available on the Evolving Transport website, 

including the Employee Assistance Program. 

The Employee Assistance Program is available at any time for a confidential 

discussion. The contact number for TfNSW, Sydney Metro and RMS staff is 1300 

360 364. 

If I move from one senior role to another, will my existing salary be maintained? 

Transport Service Senior Managers and Transport Senior Service Executives as 

defined in the Transport Administration Act 1988 (NSW) may be assigned or 

transferred to another role on their current contract. Individuals assigned or 

transferred to another role on their current contract will have their salaries 

maintained. 

However, if a senior service employee applies for and wins a new role that changes 

their employment status for e.g. from TSSM to TSSE and/or fixed term to ongoing, 

then the employment and salary will be in accordance with a new contract. 
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While the top level structure is being filled, how will stability of operations and acting 
arrangements be managed? 

While we will seek to fill the top level structures as quickly and as effectively as 

possible, finalising these structures could take 6-8 weeks. The full recruitment and 

placement process could easily progress through to February or longer, particularly 

for external advertising, which means that acting arrangements will be in place for 

some months to guarantee continuity of service. 

What will happen to the other operating agencies? 

Operating agencies will work within a new division, but will remain as separate 

agencies: 

Greater Sydney Division: Sydney Trains, State Transit, Sydney Metro Authority 

Regional and Outer Metropolitan Division: NSW Trains 

How does the new proposed Asset Management branch work with the operating 
agencies? 

The establishment of the Asset Management branch within the SER division was a 

direct result of the Asset Management interdependency work in Evolving Transport 

Phase 3A. The operating agencies were involved in the interdependency work and 

helped guide the accountabilities to sit in the Asset Management function in SER. 

Once the proposed structures are determined and the ED, Asset Management is in 

place, the ED and their teams will work closely with the operating agencies and 

define their operating rhythms. 

What will happen to Sydney Trains and NSW Trains staff? 

The agencies are retained, as are the employment functions. The head of the 

agency will work with the Deputy Secretary of the new Greater Sydney and Regional 

and Outer Metropolitan divisions. There are no changes to existing roles and 

employment arrangements. The agencies will continue to be in the Federal 

jurisdiction and staff will be remain covered by existing Enterprise Agreements 

 


