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Resolution of appointment

On 27 November 2012 the Legislative Assembly for the ACT agreed by resolution to establish legislative and general purpose standing committees to inquire into and report on matters referred by the Assembly or matters that are considered by the committee to be of concern to the community, including:
c) 	a Standing Committee on Health, Ageing, Community and Social Services to examine matters related to hospitals, community, public and mental health, health promotion and disease prevention, disability matters, drug and substance misuse, targeted health programs and community services, including services for older persons and women, families, housing, poverty, and multicultural and indigenous affairs;
The Assembly agreed that each committee shall have power to consider and make use of the evidence and records of the relevant standing committee appointed during the previous Assembly.[footnoteRef:1] [1:      Legislative Assembly for the ACT, Minutes of Proceedings No. 2, 27 November 2012, pp. 24-27, accessible at http://www.parliament.act.gov.au/__data/assets/pdf_file/0005/393899/MoP_2.pdf] 
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To inquire into and report on ACT Public Service Aboriginal and Torres Strait Islander employment, with particular reference to:
· implementation of the ACT Public Service Aboriginal and Torres Strait Islander Employment Strategy;
· effectiveness of current attraction and retention programs;
· data collection, monitoring and reporting mechanisms;
· relevant experiences and learnings from Australian State, Commonwealth and International jurisdictions; and
· any other relevant matter.
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List of acronyms, Abbreviations and Indigenous terms
	ABS
	Australian Bureau of Statistics

	ACT
	Australian Capital Territory.  See also NT

	ACTPS
	ACT Public Service 

	ANU
	Australian National University

	APS
	Australian Public Service 

	APSC
	Australian Public Service Commission

	ASO 6
	Administrative Services Officer Grade 6.  Classification used in the ACTPS

	ATSI
	Aboriginal and Torres Strait Islander 

	ATSIEB
	ACT Aboriginal and Torres Strait Islander Elected Body  

	BLS
	Bureau of Labor Statistics in the United States

	CAEPR
	Centre for Aboriginal Economic Policy Research, ANU

	COAG
	Council of Australian Governments

	CEO
	Chief Executive Officer 

	CMTD
	Chief Minister and Treasury Directorate

	CSD
	Community Services Directorate in the ACTPS 

	DFEEST
	South Australian State Department of Further Education, Employment, Science and Technology 

	EEO
	Equal Employment Opportunities

	Elected Body 
	ACT Aboriginal and Torres Strait Islander Elected Body 

	Head of Service
	The Head of Service of the ACT Public Service 

	HR
	Human Resources 

	OATSIA
	Office of Aboriginal and Torres Strait Islander Affairs 

	ISO
	International Standards Organisation

	DEEWR
	Department of Education, Employment and Workplace Relations in the APS.  After October 2013 DEEWR was split into two departments: the Department of Education and the Department of Employment



	Mob
	Regularly used to mean a group of people, a cohesive group.  My mob means my people or extended family. Mob is also often used to refer to a language group.

	NAIDOC
	NAIDOC originally stood for ‘National Aborigines and Islanders Day Observance Committee’.  This committee was once responsible for organising national activities during NAIDOC Week and its acronym has since become the name of the week itself.  More information is at: www.naidoc.org.au 

	NSW
	Australian State of New South Wales

	NT
	Northern Territory.  

	OCHRO
	Office of the Chief Human Resource Officer in Canada 

	QLD
	Australian State of Queensland

	RED
	Respect, Equity and Diversity Framework in the ACTPS

	SA
	Australian State of South Australia

	SOG C
	Senior Officer Grade C.  Classification used in the ACTPS. See also ASO 6.

	Strategic Board
	Strategic Board of the ACT Public Service 

	TAS
	Australian State of Tasmania 

	WA
	Australian State of Western Australia

	WISeR
	Australian Workplace Innovation and Research Centre, University of Adelaide

	VIC
	Australian State of Victoria
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[bookmark: _Toc341433424][bookmark: _Toc341687869][bookmark: _Toc383615021]Recommendations 
Employment Strategy Implementation 
Recommendation 1
2.51	The Committee recommends that the ACT Public Service implement a project management approach to ensure the timely achievement of outcomes identified in the ACT Public Service Employment Strategy for Aboriginal and Torres Strait Islander People.
Recommendation 2
2.64	The Committee recommends that the ACT Public Service precisely define the target level of employment for Aboriginal and Torres Strait Islander employees in the ACT Public Service.

Recruitment 
Recommendation 3
3.22	The Committee recommends that the ACT Public Service Employment Strategy for Aboriginal and Torres Strait Islander people be amended with a view to incorporating a plan to recruit and retain suitably qualified Aboriginal and Torres Strait Islander senior executives in the ACT Public Service.
Recommendation 4
3.35	The Committee recommends that the ACT Public Service give priority to identifying and implementing innovative ways of recruiting Aboriginal and Torres Strait Islander people into the ACT Public Service, including secondments from non-government sectors.  This must entail ongoing consultation with the ACT Aboriginal and Torres Strait Islander Elected Body.
Recommendation 5
3.37	The Committee recommends that the ACT Public Service use proactive recruitment methods, including external recruitment agencies and alternative merit-based selection processes, to fill more vacancies with Aboriginal and Torres Strait Islander people.
Recommendation 6
3.40	The Committee recommends that the ACT Public Service enhance its website to address the requirements of Aboriginal and Torres Strait Islander people who may be interested in employment in the ACT Public Service.
Recommendation 7
3.55	The Committee recommends that the ACT Public Service Graduate Program offer at least 2.0 percent of the total number of positions to Aboriginal and Torres Strait Islander people.
Recommendation 8
3.60	The Committee recommends that the ACT Public Service  continue to be involved in the Australian Government’s Indigenous Cadetship Program.
Recommendation 9
3.69	The Committee recommends that, as a matter of priority, the ACT Public Service takes steps to improve the Community Services Directorate Indigenous Traineeship Program, ensuring that:
(a)	there is effective support and guidance given to all participants
(b)	Aboriginal and Torres Strait Islander secondary school students become aware of career pathways linked to the Traineeship Program
(c)	at the completion of their traineeship the trainees are mentored to continue their professional development; and
(d)	approved training must be qualification-based with automatic promotion upon successful completion within a broadband appointment.

Retention 
Recommendation 10
4.15	The Committee recommends that the ACT Public Service take the necessary steps to ensure exit data relating to Aboriginal and Torres Strait Islander employees is collected and reported:
(a)  to the ACT Aboriginal and Torres Strait Islander Elected Body;
(b)  in directorate annual reports for 2013-14; and
(c)  in annual ACT Public Service State of the Service reports.
Recommendation 11
4.20	The Committee recommends that, as a matter of priority, the ACT Public Service take steps to ensure all ACT Public Service agencies have in place for all staff and in particular Aboriginal and Torres Strait Islander employees (a) learning and development plans and (b) career pathway plans.


Recommendation 12
4.26	The Committee recommends that the ACT Public Service develop an induction program for new Aboriginal and Torres Strait Islander employees that augments the induction program for all new staff.  At a minimum the program should alert these new employees to structures and processes in place for their benefit such as networks, buddy systems and mentoring.

Cross-cultural Training 
Recommendation 13
4.37	The Committee recommends that the ACT Public Service review its cross-cultural training and take necessary steps to ensure it is of the highest standard, with benchmarking as appropriate.
Recommendation 14
4.38	The Committee recommends that the ACT Public Service ensure all staff undertake cross-cultural training so that they all possess high levels of cultural competence and that data on this training together with an assessment of its impact be reported in directorate and agency annual reports.
Recommendation 15
4.39	The Committee recommends that the ACT Public Service ensure all work environments are properly prepared for new Aboriginal and Torres Strait Islander employees.  This may mean additional cross-cultural training programs for the managers and/or supervisors of Aboriginal and Torres Strait Islander employees.

Supporting the ACTPS Indigenous Network 
Recommendation 16
4.40	The Committee recommends that, until the end of the current ACT Employment Strategy for Aboriginal and Torres Strait Islander People, the ACT Public Service report to the ACT Aboriginal and Torres Strait Islander Elected Body on a six-monthly basis providing data and information on the effectiveness of cross-cultural training.
Recommendation 17
4.58	The Committee recommends that the ACT Public Service ensure induction programs for all new ACT Public Service employees include effective training on the handling of racism and bullying.

Recommendation 18
4.64	The Committee recommends that the ACT Public Service take steps to ensure the ACTPS Indigenous Network is revitalised and recognised as a valuable resource to all Aboriginal and Torres Strait Islander employees in the ACT Public Service.
Recommendation 19
4.65	The Committee recommends that the ACT Public Service Indigenous Network meet regularly to discuss issues associated with the implementation of the ACT Public Service  Employment Strategy for Aboriginal and Torres Strait IslanderPeople.
Recommendation 20
4.66	The Committee recommends that the Office of Aboriginal and Torres Strait Islander Affairs report on the operation of the ACTPS Indigenous Network in the annual report of the Chief Minister and Treasury Directorate.

Recognition and Celebration 
Recommendation 21
4.81	The Committee recommends that the ACT Public Service Strategic Board actively encourage NAIDOC week celebrations on a Service-wide basis.
Recommendation 22
4.83	The Committee recommends that the ACT Public Service Office of Aboriginal and Torres Strait Islander Affairs develop innovative approaches to celebrating the achievements of Aboriginal and Torres Strait Islander employees in the ACT Public Service.

Training and Mentoring 
Recommendation 23
4.92	The Committee recommends that the ACT Public Service examine ways of working with the Australian Indigenous Leadership Centre for the delivery of innovative diversity and mentoring training for all ACT Public Service employees.
Recommendation 24
4.94	The Committee recommends that the ACT Public Service ensure mentors for Aboriginal and Torres Strait Islander employees are drawn from those ACT Public Service  employees who are respected within the wider Aboriginal and Torres Strait Islander community.
Recommendation 25
4.108	The Committee recommends that the all ACT Public Service directorates and agencies ensure they have an Aboriginal and Torres Strait Islander employment action plan with implementation underway during 2014-15, this to be managed by the proposed Project Team (Recommendation 1).
Recommendation 26
4.115	The Committee recommends that the ACT Public Service establish a Work in the Assembly Program for Aboriginal and Torres Strait Islander employees along the lines of the current Work in the Assembly Program which is open to all ACT Public Service  employees at the Administrative Service Officer 6 or Senior Officer Grade C levels.

Accountability and reporting 
Recommendation 27
5.6	The Committee recommends that the ACT Auditor-General conduct a performance audit of the implementation of the ACT Employment Strategy for Aboriginal and Torres Strait Islander People in 2016 which encompasses implementation of recommendations made by the Standing Committee on Health, Ageing, Community and Social Services.
Recommendation 28
5.12	The Committee recommends that the ACT Public Service take prompt action to ensure the wider collection of data, including exit surveys, relating to Aboriginal and Torres Strait Islander employees in the ACT Public Service .
Recommendation 29
5.26	The Committee recommends that the ACT Public Service Commissioner for Public Administration enhance the usefulness of his State of the Service Report by including analysis and interpretation of data relating to Aboriginal and Torres Strait Islander employees.





Recommendation 30
5.31	The Committee recommends that the ACT Public Service ensure information relating to the implementation and performance of the ACT Employment Strategy for Aboriginal and Torres Strait Island People that is reported to the Australian Capital Territory Aboriginal and Torres Strait Islander Elected Body also be reported to the Legislative Assembly to facilitate examination at annual reports inquiry hearings and/or Estimates Committee hearings.

Indigenous Leadership Program 
Recommendation 31
6.20	The Committee recommends that the Australian Capital Territory  Public Service review the merit of implementing an Indigenous leadership program similar to that proposed by the New South Wales Public Service Commission and report its findings to the Australian Capital Territory Aboriginal and Torres Strait Islander Elected Body and the Legislative Assembly .
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[bookmark: _Toc383615023]Background to the inquiry 
	On 2 May 2013 the Standing Committee on Health, Ageing, Community and Social Services (the Committee) resolved to conduct an inquiry into Indigenous employment in the ACT Public Service (ACTPS).   The main focus of the Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment (the Inquiry) was to make an assessment of the implementation of the ACT Public Service Employment Strategy for Aboriginal and Torres Strait Islander People (the Employment Strategy).   
	In reaching its decision to conduct the Inquiry the Committee noted the Employment Strategy covers the period 2011-15.  The Committee was of the view that there may be significant benefit in reviewing the Employment Strategy during its implementation rather than waiting until 2015. 
[bookmark: _Toc383615024]ACT Public Service 
	The Australian Capital Territory (ACT) became self-governing when the Australian Capital Territory (Self-Government) Act 1988 was passed by the Commonwealth Parliament, establishing the ACT as a body politic under the Crown. [footnoteRef:2]   In the period immediately following the granting of self government, the ACT’s public servants remained employed under their existing Australian Public Service employment arrangements, and it was not until 1994 that the ACTPS was established under ACT law by means of the Public Sector Management Act 1994.[footnoteRef:3] [2:    McRae, M (Ed)., Companion to the Standing Orders of the Legislative Assembly of the Australian Capital Territory, Canberra, 2009, p. 1. ]  [3:    http://www.legislation.act.gov.au/a/1994-37/default.asp] 

	In 2010 the then Chief Minister commissioned a review of the effectiveness, capacity and structure of the ACT Public Sector. [footnoteRef:4]  At the time of the Review the ACTPS employed some 20,000 people in nine departments and had various agencies divided into 81 separate reporting agencies for the purposes of annual reporting to the Legislative Assembly.[footnoteRef:5] [4:    Hawke, A., Governing the City State: ACTPS Review final report, Canberra, February 2011, p. 42.  ]  [5:    Hawke, A., Governing the City State: ACTPS Review final report, Canberra, February 2011, p. 42.  ] 

	The Report on the 2010 Review recommended the abolition of the existing structure and the re‑establishment of the ACTPS as a single agency.  Implementation resulted in the ACTPS having nine directorates: 
· Chief Minister and Treasury Directorate;
· Health Directorate;
· Economic Development Directorate; 
· Commerce and Works Directorate;
· Justice and Community Safety Directorate; 
· Environment and Sustainable Development Directorate; 
· Education and Training Directorate; 
· Community Services Directorate; and
· Territory and Municipal Services Directorate. 
	In 2013 Capital Metro was created with responsibility for the design, procurement and delivery of light rail services between Gungahlin and Civic. 
	The ACTPS submission states that the ACTPS employs 21,089 people.[footnoteRef:6]  Table 1 shows the growth in employment between June 2010 and June 2013.  [6:    ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 17.] 

Figure 1.1 – Headcount for the ACT Public Service - June 2010 to June 2013
	[image: ]
	Source:
	ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 17.


[bookmark: _Toc383615025]Conduct of the Inquiry 
	As stated in paragraph 1.1, the Committee resolved to conduct the Inquiry on 2 May 2013.  In a media release issued on 16 May 2013  the Chair of the Committee, said: 
It is important that the Standing Committee reviews the four year employment strategy at its midpoint, assess the effectiveness of actions in other jurisdictions and provide recommendations to the ACT Government about how outcomes can be improved. The report should also be useful for those working in Aboriginal and Torres Strait Islander employment.
	The Committee invited submissions from key stakeholders.  At the closing date of 16 August 2013, submissions had been received from the ACT Public Service (ACTPS), the ACT’s Aboriginal and Torres Strait Islander Elected Body  (the Elected Body ), and the Community and Public Sector Union (CPSU). 
Public hearings for the Inquiry were held on 11 and 12 December 2013.  In advance of these hearings the Committee reviewed evidence received thus far and agreed to invite a range of other stakeholders to make submissions and/or attend public hearings.    
A list of submissions received for the Inquiry is provided at Attachment A and a list of witnesses appearing at public hearings is at Attachment B. 
As part of the public hearing program, the Committee conducted a roundtable discussion with ACTPS Aboriginal and Torres Strait Islander employees.   With assistance from the ACTPS’s Office of Aboriginal and Torres Strait Island Affairs, an invitation was sent to all ACTPS Indigenous employees.   The roundtable was held on 12 December 2013 with twelve Indigenous employees participating, from a variety of ACTPS directorates.[footnoteRef:7]    [7:    A transcript of the roundtable is available on the Legislative Assembly website:  http://www.hansard.act.gov.au/hansard/2013/comms/health09.pdf
] 

Prior to the roundtable discussion, the Committee met with participants to explain the process of a parliamentary committee inquiry and to discuss informally aspects of being an Indigenous employee in ACTPS that participants wished to raise. 
As part of the Inquiry the Legislative Assembly’s Librarian completed a review of relevant research and information sources in Australia and overseas.   The Committee gratefully acknowledges this valuable contribution.    
[bookmark: _Toc383615026]Report Structure
The Report has seven chapters: 
	Chapter 1
	Introduction

	Chapter 2
	ACTPS Employment Strategy 

	Chapter 3
	Attraction 

	Chapter 4
	Retention

	Chapter 5
	Data collection, monitoring and reporting mechanisms

	Chapter 6
	Other jurisdictions

	Chapter 7
	Cultural safety: A story of a man with seven mothers


A copy of the Employment Strategy is provided at Appendix C. 
[bookmark: _Toc383615027]ACTPS Employment Strategy
[bookmark: _Toc383615028]History
	The origins of the ACT Public Service Employment Strategy for Aboriginal and Torres Strait Islander People (the Employment Strategy) can be traced back to 2008 when the Council of Australian Governments (COAG) agreed to six ambitious targets to address the disadvantage faced by Indigenous Australians in life expectancy, child mortality, education and employment.[footnoteRef:8]   The sixth target was, ‘to halve the gap in employment outcomes between Indigenous and other Australians by 2018’.  [8:  	The six targets were: 
to close the gap in life expectancy within a generation (by 2031);
to halve the gap in mortality rates for Indigenous children under five by 2018;
to ensure access to early childhood education for all Indigenous four year olds in remote communities by 2013;
to halve the gap in reading, writing and numeracy achievements for children by 2018;
to halve the gap for Indigenous students in Year 12 (or equivalent) attainment rates by 2020; and
to halve the gap in employment outcomes between Indigenous and other Australians by 2018.] 

	In January 2009 COAG members signed the National Partnership Agreement on Indigenous Economic Participation.  The then Chief Minister for the Australian Capital Territory, Mr Jon Stanhope MLA signed on behalf of the Australian Capital Territory (ACT).
	The National Partnership Agreement provided for a national target of at least 2.6 percent of public sector employment for Aboriginal and Torres Strait Islander people across all classifications by 2015, noting that jurisdiction-specific targets would be developed and agreed, recognising that the proportion of indigenous population varies significantly across States and Territories. 
	In April 2009 the Australian Government announced Australia’s official support for the United Nations Declaration on the Rights of Indigenous Peoples (the Declaration).  The Declaration outlines and upholds the rights of indigenous peoples throughout the world, and highlights the rights of indigenous peoples to maintain their own institutions, traditions and cultures and the right to develop their economic and social needs and aspirations as a group.  The ACT Public Service (ACTPS) submission states that the ACT Government is obliged to ensure that it enacts programs or policies that support the intent of the Declaration.[footnoteRef:9] [9:    ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 5.] 

	The ACT Aboriginal and Torres Strait Islander Elected Body  (the Elected Body ) is a representative body established in 2008 under the ACT Aboriginal and Torres Strait Islander Elected Body  ACT 2008 to enable Aboriginal and Torres Strait Islanders in the ACT to have a strong democratically elected voice.  It consists of seven people representing the interests and aspirations of the local Indigenous community and conducts annual estimates-style hearings to scrutinise the ACTPS.
	The Employment Strategy states that its development originated from the Report of the Elected Body  Estimates hearings, conducted in August 2009.[footnoteRef:10], [footnoteRef:11]  The Elected Body ’s Report had recommended that:  [10:       ACT Public Service, Employment Strategy for Aboriginal and Torres Strait Islander People [2011-2015], p. 7. ]  [11:     ACT Government, ACT Government response to the Aboriginal and Torres Strait Islander Elected Body :  Recommendations from 2008-09 Estimates Hearings. ] 

... the ACT Government implement a public sector-wide Aboriginal and Torres Strait Islander recruitment, retention and development strategy.[footnoteRef:12] [12:     Elected Body , Estimates Report, 2010, p.27. ] 

	The Employment Strategy also states that it forms part of the ACT Public Service’s overarching Respect, Equity and Diversity Framework, more commonly referred to as the RED Framework. 
	The Employment Strategy states: 
In developing the Employment Strategy we have considered research and evaluations of Aboriginal and Torres Strait Islander employment strategies used in other jurisdictions.  The research and evaluations have shown that an Aboriginal and Torres Strait Islander employment strategy should include the following:
· education and training initiatives;
· supported employment opportunities;
· Aboriginal and Torres Strait Islander specific employment programs;
· mentoring and workplace initiatives such as buddy systems;
· community support and leadership; and
· commitment from senior public servants.[footnoteRef:13] [13:     ACT Public Service, Employment Strategy for Aboriginal and Torres Strait Islander People [2011-2015], p. 7.] 

	The Employment Strategy was jointly launched by the Elected Body  and the then ACT Chief Minister, Mr Jon Stanhope MLA on 12 April 2011. 
 
[bookmark: _Toc383615029]The Strategy 
The Employment Strategy Vision is: 
For the ACT Public Service to be seen as an attractive workplace for Aboriginal and Torres Strait Islander people to seek employment, and to more than double, by 2015, the employment of Aboriginal and Torres Strait Islander people across the Service.[footnoteRef:14]     [14:    ACT Public Service, Employment Strategy for Aboriginal and Torres Strait Islander People [2011-2015], p. [8].] 

The Employment Strategy has been recognized as seeking to increase the number of Aboriginal and Torres Strait Islander people employed in the ACTPS.  When the Employment Strategy was issued in 2011, there were 176 Aboriginal and Torres Strait Islander people employees in the ACTPS, representing just 0.9 percent of the total full‑time workforce.   The Employment Strategy states that for the Vision to be achieved ‘efforts to attract and retain Aboriginal and Torres Strait Islander employees need to be increased significantly’.  Also in need of improvement were remuneration and barriers to promotion.[footnoteRef:15]   [15:    ACT Public Service, Employment Strategy for Aboriginal and Torres Strait Islander People[2011-2015], p. [8]] 

The employment target is specifically described as 407 employees or 2 percent of the total number of ACTPS employees by 2015.  As stated in paragraph 3.2, the COAG target is 2.6 percent of the Australian public sector workforce by 2015.  The Committee notes that the Aboriginal and Torres Strait Islander population in the Australian Capital Territory is 1.6 percent of the total ACT population.   
Figure 3.1 is taken from the Employment Strategy and shows how the 407 (2.0 percent) employment target was to be achieved year by year in the period 2011 to 2015 with 2010 being the base year.  From 2013 this translates to 4-6 new employees per month across the ACTPS. 







Figure 3.1 – Estimated increases in employment of Aboriginal and Torres Strait Islander people for the period 2010-2015[footnoteRef:16] [16:     ACT Public Service, Employment Strategy for Aboriginal and Torres Strait Islander People [2011-2015], p [...]] 

[image: ]
	Source:
	ACT Public Service, Employment strategy for Aboriginal and Torres Strait Islander people – Building a culturally sensitive workfoce, April 2011




Objectives
The Employment Strategy has five objectives: 
· To make the ACTPS an attractive workplace for Aboriginal and Torres Strait Islander people;
· To attract Aboriginal and Torres Strait Islander people  to seek employment in the ACTPS;  
· To retain Aboriginal and Torres Strait Islander people  within the ACTPS;
· To improve the capacity of Aboriginal and Torres Strait Islander people  in the ACTPS;  and
· To ensure that the ACTPS assesses and reports on the progress of implementing the Strategy. [footnoteRef:17] [17:     ACT Public Service, Employment Strategy for Aboriginal and Torres Strait Islander People [2011-2015], pp. 9-[10].] 

In the Employment Strategy each objective has detailed actions.  For example in the case Objective 4 it is stated: 
We will do this by: 
· Committing to the development of individual career pathways for Aboriginal and Torres Strait Islander employees. 
· Developing a framework for increasing career pathways and skill development through ‘on-the-job’ and ‘off-the-job’ mechanisms.
· Increasing opportunities for educational advancement – including vocational education and training; and graduate and post-graduate study.
· Ensuring access to professional development programs.[footnoteRef:18] [18:     ACT Public Service, Employment Strategy for Aboriginal and Torres Strait Islander People [2011-2015], p. [10].] 

Attached to the Employment Strategy (as its Attachment C) is the action plan titled:  Aboriginal and Torres Strait Islander Employment Strategy Action Plan.[footnoteRef:19]  The Action Plan is said to be aligned to the Employment Strategy objectives and helps to define the necessary actions.  [19:     The Employment Strategy and its Action Plan are provided as Appendix C. ] 

Measuring success
The Employment Strategy identifies six high level indicators which are said to provide measures of its success.  They are shown in Table 2.1. 
The Committee notes that Indicator 2 aims to measure the difference in remuneration between Aboriginal and Torres Strait Islander employees and that for all ACTPS employee.  
The Committee also notes that the Employment Strategy states that Indicator 2 aims to show that career opportunities and outcomes for Aboriginal and Torres Strait Islander people are non-discriminatory and consistent across the whole of the ACTPS workforce.   



	
Table 2.1 – Key performance measures for measuring the success of the ACT Public Service Employment Strategy for Aboriginal and Torres Strait Islander People

	Improving our capacity

	Indicator 1
	Reports on the achievements of this Employment Strategy (as outlined in the Action Plan and Directorate Action Plans) are provided to the Chief Minister in accordance with the annual progress report requirements under the ACTPS RED Framework.  These reports will also be provided to the ACT Aboriginal and Torres Strait Islander Elected Body .

	Retaining Aboriginal and Torres Strait Islander employees in the ACTPS

	Indicator 2
	The difference in representation of Aboriginal and Torres Strait Islander employees across ACTPS classifications and levels, as measured by average remuneration is progressively reduced.

	Indicator 3
	The number and percentage share of ACTPS permanent Aboriginal and Torres Strait Islander employees that leave the service is progressively reduced.

	Indicator 4
	All Aboriginal and Torres Strait Islander employees in the ACTPS have learning and development / career plans.

	Attracting Aboriginal and Torres Strait Islander people  to the ACTPS

	Indicator 5
	The percentage share of the ACTPS composed of Aboriginal and Torres Strait Islander people progressively increases from 176 (or 0.9 per cent) to 407 employees (or 2 per cent) by 2015.

	Indicator 6
	The number and percentage share of new ACTPS permanent employees recruited who tell us they are an Aboriginal or Torres Strait Islander person is progressively increased.

	Source:
	ACT Public Service, Employment Strategy for Aboriginal and Torres Strait Islander People [2011-2015], p. 11.




[bookmark: _Toc383615030]Implementation 
The Employment Strategy document suggests that the ACTPS had developed a comprehensive approach to implementation.   Evidence of this is found in the various Actions listed under each Objective and the Employment Strategy Action Plan.   That said, it is not clear what happened after the launch of the Employment Strategy.  The Committee notes that may have been competing priorities when implementation began.  In particular, from 2011 the ACTPS began a major organisational change as it sought to implement the recommendations to the Review of ACT Public Sector Structures and Capacity, which had been conducted by Dr Alan Hawke.  
Strategic Board 
One recommendation of the Hawke Review was the creation of a Strategic Board to provide leadership and direction to the ACTPS.  The Board is chaired by the Head of ACT Public Service (known as the Head of Service) and members include the directors-general of each directorate.   From the ACTPS submission, it is apparent that implementation of the Employment Strategy was devolved to the heads of the newly created directorates: 
Implementation of the employment strategy across the ACTPS is the responsibility of all directorates and agencies. A particularly important role is, however, played by Community Services Directorate (CSD).  As the directorate with portfolio responsibility for Aboriginal and Torres Strait Islander Affairs, there is a wealth of knowledge and experience in CSD that informs and bolsters the employment strategy. This arrangement enables the ACTPS to draw on increased resources to give the employment strategy more reach …[footnoteRef:20] [20:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 3.] 

The ACTPS submission states that top level support for the Employment Strategy is reflected in it being a regular agenda item for the Strategic Board and that there is a dedicated sub-committee on the Board to oversee, ‘ …  progress on Aboriginal and Torres Strait Islander employment in the ACTPS, as well as policy and service issues in the broader community’.[footnoteRef:21]  It is not clear that this has always been the case or if it is a more recent development.  The ACTPS did not provide details of membership but the Committee notes from the Elected Body ’s Report to Government states:   [21:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 8. ] 

 The Aboriginal and Torres Strait Islander Sub-Committee of the Strategic Board has oversight of the implementation of the recommendations arising from the ATSIEB estimate[s] reports. 
Membership of the Sub-Committee comprises the ATSIEB Chair, Director[s] General …  of Community Services, Education and Training, Health, Justice and Community Safety, Chief Minister and Territory and the Chief of Police.[footnoteRef:22] [22:     ACT Aboriginal and Torres Strait Islander Elected Body , Report to Government 2013, Canberra, 2014, p. 9. ] 

To an outsider there is a lack of clarity about roles and responsibilities for implementation within the ACTPS.   The Committee has been told that implementation of the Employment Strategy is the responsibility of all directorates and agencies and that it is also being directed by the Strategic Board. 
Other elements of the implementation are: 
dedicated resources allocated to the Employment Strategy through the budget; 
a senior officer in the Chief Minister and Treasury Directorate (CMTD) employed to co-ordinate the People with a Disability Strategy and the Employment Strategy  for Aboriginal and Torres Strait Islander people;
six agencies having made internal budget decisions to recruit Aboriginal and Torres Strait Islander Liaison Officers. 
The Committee notes that the ACTPS submission says nothing about the timing and duration of the abovementioned elements.   
The Committee also notes that on 27 February 2014 the Minister for Aboriginal and Torres Strait Islander Affairs announced the ACT Government will develop what he called the ACT Whole of Government Aboriginal and Torres Strait Islander Agreement.   It will seek to articulate how the ACT Government will progress equitable outcomes for the Aboriginal and Torres Strait Islander community in the ACT to ensure amongst other things, effective coordination and performance measurement mechanisms of programs and delivery of services to improve outcomes.  A consultation process includes online surveying, targeted roundtables and community forums.[footnoteRef:23] [23:     http://www.cmd.act.gov.au/open_government/inform/act_government_media_releases/rattenbury/2014/consultation-to-develop-new-aboriginal-and-torres-strait-islander-agreement ] 

RED Framework
The ACTPS submission states: 
The Employment Strategy forms an integral part of the Respect, Equity and Diversity Framework (RED framework), which describes and facilitates a workplace that enables equal employment opportunities for all people and highlights the fundamental importance of each ACTPS employee acting in a way that respects the inherent dignity of the person. The employment strategy is an important pillar of the RED framework in its diversity aspect as it requires actions from the ACTPS to develop and maintain a positive and respectful work culture for its Aboriginal and Torres Strait Islander staff.[footnoteRef:24] [24:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 3.   ] 

The Committee also notes that from the Employment Strategy’s inception, it was subsumed into the Respect, Equity and Diversity Framework (RED Framework).   There is logic in this in so far as both the Employment Strategy and the RED Framework are ongoing and entail cultural change.  However, the Employment Strategy is different in that it contains deliverables with specified delivery dates.  
Office of Aboriginal and Torres Strait Islander Affairs  
On 1 July 2013, the Community Services Directorate (CSD) established a new Office of Aboriginal and Torres Strait Islander Affairs (OATSIA).   The ACTPS submission states that, ‘Although the office will not have a specific service delivery function it will, where appropriate assist with the facilitation of community access for service delivery functions.[footnoteRef:25]  [25:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 17.] 

At the 11 December 2013 public hearing the Commissioner for Public Administration, Mr Andrew Kefford, remarked: 
I think also one of the strengths of the way in which the Community Services Directorate has now structured and organised the Office of Aboriginal and Torres Strait Islander Affairs is that it will allow us as a service to engage more coherently with the community, using the links that Ms Forester and her colleagues have, at a much more immediate way than we do perhaps from Chief Minister and Treasury.
The Committee is of the view the Office of Aboriginal and Torres Strait Islander Affairs is a good initiative that will contribute to achieving Employment Strategy outcomes. 
Outcomes to date
The ACTPS submission states: 
The Head of Service and Commissioner for Public Administration are generally satisfied with the extent of implementation at the whole-of-government and agency level.  Agencies have varied in their approach to implementation and some have had the opportunity (and the need) to take up more actions than others, but overall, the ACTPS has successfully incorporated the objectives of the employment strategy into its work environment.[footnoteRef:26]  [26:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 3] 

The Committee finds the phrase ‘generally satisfied’ to be somewhat disappointing, especially when compared to the vision expressed by the former Chief Minister when he launched the Employment Strategy in conjunction with the Elected Body  on 12 April 2011. 
While the issue of reporting mechanisms is covered in Chapter 5, the Committee notes that the ACT Aboriginal and Torres Strait Islander Elected Body  has been, and remains, uniquely placed to comment on the Employment Strategy.    The Elected Body ’s submission is critical of the ACTPS’s implementation of the Employment Strategy and says of the Strategy: 
… it seems to have been more of a ‘shelf warmer’ than being embedded into normal practice for the ACTPS.[footnoteRef:27] [27:     ACT Aboriginal and Torres Strait Islander Elected Body , [Submission], p. [1]. ] 

The Elected Body  submission lists deficiencies and apparent failures to deliver the Employment Strategy’s outcomes and concludes that the desired change has been slow.   At the public hearing on 11 December 2013, views about slow implementation and resistance to change were reiterated and it was suggested that the directors-general of each directorate needed to come together to solve the issue of resistance to change.[footnoteRef:28]   [28:     Transcript of Evidence, 11 December 2013, p. 35. ] 

The Committee was advised that the Strategic Board has recently commenced meeting with the Elected Body .  The Committee asked the Elected Body  witnesses how they found the Body’s most recent meeting with the Strategic Board.[footnoteRef:29]   [29:     The Committee understands the meeting took place in early December 2013. ] 

Elected Body  Member Mr  Brendan Church answered:
Quite good, I think. We always have frank and honest conversations with the strategic board. The unfortunate thing is that there is a genuine commitment from the senior executive, but then it has to go through various levels, and once it hits the ground to the operational staff, we encounter the issues. The government has got great intentions across the board; that has been evident through committing through the whole-of-government agreement. But I would be interested to see how that filters down to the ground. That is the concern, I think.[footnoteRef:30] [30:     Transcript of Evidence, 11 December 2013, p. 27.] 

The Committee considers meetings between the Elected Body  and the Strategic Board to be a very good initiative. Such high level communication is important to ensure the success of the Employment Strategy and the Committee supports their continuance.   The Committee hopes such meetings may contribute to mitigating criticisms contained in the Elected Body ’s submission: 
…  the Aboriginal and Torres Strait Islander Elected Body  is pleased that the ACTPS has an Aboriginal and Torres Strait Islander Employment Strategy but know that it has lacked the impetus to make the changes that were envisaged when launch in 2011.[footnoteRef:31]  [31:     ACT Aboriginal and Torres Strait Islander Elected Body , Submission to the Standing Committee on Health, Ageing, Community and Social Services  for the Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, Canberra, 2013, p. [4] ] 

The Committee notes that in formulating its submission, the CPSU conducted a survey of its Aboriginal and Torres Strait Islander members.  The submission stated:
Although the objectives of the Strategy are largely sound, feedback from CPSU members is that the implementation of the strategy is not effective in achieving these objectives. Key areas where improvement needs to be made are:
· Creation of ongoing secure jobs by reducing the proportion of Aboriginal and Torres Strait Islander employees engaged on a non-permanent basis;
· A stronger focus and greater commitment to career development outside of entry level training programs;
· Extension of mentoring and support arrangements; and
· Greater cultural awareness training, ensuring that the training is provided in all ACTPS agencies.[footnoteRef:32] [32:     Commonwealth Public Sector Union, CPSU Submission to the Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, Canberra, 2013, p. [1].
] 

The evidence before the Committee leads it to conclude that to date the implementation of the Employment Strategy has resulted in some successes but could, and should, have been very much better.   References to the ‘ethical imperative’ of United Nations Declaration on the Rights of Indigenous People and the former Chief Minister’s vision seem remote to the present-day situation.  
The Committee notes comments by Mr Brendan Church on behalf of the Elected Body  at the 11 December 2013 public hearing: 
I guess first and foremost the Elected Body  [members] are concerned about the current status of the strategy and we really want to ask the question:  Is the Strategy being implemented as a priority across the directorates? There are a lot of government frameworks out there these days that the community foresee as tick and flick documents, and the Elected Body  are concerned that this strategy may be one of those. [footnoteRef:33] [33:     Transcript of evidence, 11 December 2013, p. 27.] 


Project management
The Committee is of the opinion that traditional public service methods of gradual and methodical progress seem to have been employed to implement this strategy.  Based on the ACT Public Service, State of the Service Report 2013, the number of Aborigines and Torres Strait Islanders employed by the ACT Public Service has increased from 153 to 238 or 55% in the years 2010 – 2013.[footnoteRef:34]  Whilst this is a significant effort, the continuation of these methods will not be sufficient to meet the stated target of 407 by June 2015. Figure 2.1 illustrates this.  The purple line shows that at the current rate of increase the target of 407 employees will be reached in 2019.  The green line shows that a much higher rate of increase is needed to achieve the target of 407 employees in 2015. [34:     Australian Capital Territory. Commissioner for Public Administration, ACT Public Service - State of the Service Report 2013. Canberra, 2013, p. 71.  ] 


Figure 2.1 – Growth in number of Aboriginal and Torres Strait Islander employees – actual and projection to meet 2.0 percent by 2015 and projection to meet 2.0 percent based on rate of increase to date. 	
[image: ]
	Source: 
	Australian Capital Territory. Commissioner for Public Administration, ACT Public Service - State of the Service Report, 2013 Canberra, 2013, p. 71.  


Regrettably, in the third year of the Employment Strategy’s implementation, key stakeholders have concerns about the delivery of outcomes.   
The Committee has received no evidence that the Employment Strategy has resulted in time specific plans with annual targets.  If there were any such targets, then the Committee would expect to see details of performance in each agency’s annual report.   To date reporting on the Employment Strategy in directorate annual reports is limited and inconsistent.  
The ACTPS submission and other evidence received during the Inquiry leads the Committee to conclude that things have meandered along until recently.  Comments about slow progress are made in submissions by the Elected Body  and the CPSU.  The CPSU submission states: 
The Strategy has commendable objectives and contains an action plan with a number of specific measures designed to achieve those objectives ... 
However, feedback from CPSU members is that although they were positive about the objectives of the Strategy, they do not think the implementation of the Strategy is effective in achieving the objectives.  Some members commented that the strategy involved a lot of rhetoric but not enough genuine commitment from Agencies in its implementation. [footnoteRef:35] [35:     Commonwealth Public Sector Union, CPSU Submission to the Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, Canberra, 16 August 2013, p. [2].] 

The Committee finds the Employment Strategy’s rhetoric is good but, based on available evidence, the results are disappointing.  There is no sense of a tightly managed exercise, seriously focused on achieving outcomes.  The ACTPS submission is characterized by numerous references to activities that are aspired to, planned to happen and/or have only just happened. 
The Committee notes that effective project management is becoming essential as governments everywhere increasingly tackle issues that are highly complex, across portfolios and jurisdictions and require delivery through numerous stakeholders.  Effective project management using proven methodologies, such as PRINCE2 and PMBoK, help to deliver initiatives on time, on budget and to the scope and quality anticipated.[footnoteRef:36]    [36:     Australia.  Department of the Prime Minister and Cabinet.  Cabinet Implementation Unit, Management strategy, p.  4.] 

The Committee notes that the Education and Training Directorate’s Aboriginal and Torres Strait Islander Employment Action Plan 2014-17 includes Initiative 2.5 Consider the establishment of an Aboriginal and Torres Strait Islander Employment team.  The Health Directorate’s Aboriginal and Torres Strait Islander Health Workforce Action Plan 2013‑2018 offers a stakeholder view of responsibility for implementation with roles for People Strategies and Services Branch, ACT Health Managers and Aboriginal and Torres Strait Islander staff.
The Committee concludes that the ACTPS would have been better to establish a defined ACTPS-wide, Indigenous employment project and, using a proven project management methodology, managed the achievement of deliverables accordingly.[footnoteRef:37]   Such an approach would have resulted in a dedicated, cross-functional, project team reporting to the Strategic Board.  The project team would have been accountable for the delivery of specific Service-wide, measurable outcomes, the identification of risks and the mitigation of risks.  [37:     Project management methodologies such as PRINCE2 which is a de facto standard developed and used extensively by the UK government and is widely recognized and used in the private sector, both in the UK and internationally. It embodies established and proven best practice in project management.] 

A defined project would not have been a substitute for the Employment Strategy.    The Committee is of the view that a project management approach would have had a number of benefits not least being the ability to manage expectations of stakeholders within, and outside of, the ACTPS, notable stakeholders being the Elected Body  and members of the Legislatives Assembly.   The Committee concludes that the ACTPS must adopt such an approach if it is to achieve the Employment Strategy’s outcomes in a reasonable timeframe. 
[bookmark: _Toc384024355]
[bookmark: _Toc384024356]The Committee recommends that the ACT Public Service implement a project management approach to ensure the timely achievement of outcomes identified in the ACT Public Service Employment Strategy for Aboriginal and Torres Strait Islander People.
Leadership
A key element of achieving success in implementing any organizational strategy is leadership.  It is a finding of various studies into Indigenous employment.  The Committee notes the findings of a collaborative study by the Centre for Social Responsibility at the University of Queensland and several mining companies, notably Rio Tinto.[footnoteRef:38]   [38:     University of Queensland, Centre for Social Responsibility in Mining, Indigenous Employment in the Minerals Industry, Brisbane, QLD, [2013]. ] 

The study’s report,  titled,  Indigenous Employment in the Minerals Industry, identifies critical success factors, the first of which is executive leadership:

First and foremost, achieving sustainable improvements in Indigenous employment requires organisational commitment. Companies with successful Indigenous employment strategies are characterised by:
· an executive leadership team that has publicly committed to improving Indigenous employment outcomes and backs this commitment by providing adequate financial and human resources
· a commitment to the development of honest and transparent relationships with Indigenous communities
· corporate champions who ‘go the extra mile’ in supporting Indigenous employees and who have influence with the operation’s management team to ensure that Indigenous employment issues remain on the corporate agenda
· suitably qualified, skilled, informed and committed personnel in training and liaison positions, who are respected by the local Indigenous community.[footnoteRef:39]   [39:     University of Queensland, Centre for Social Responsibility in Mining, Indigenous Employment in the Minerals Industry, Brisbane, QLD, [2013]. Executive Summary. p. 3.] 

At the public hearing on 11 December 2013 the Acting Head of Service, Mr Gary Byles, made the following comments in relation to implementation of the RED Framework: 
Leaders have to model their behaviour, they have to demonstrate their commitment and they have to take charge and implement such a framework. I think that it has been very successful. Certainly from my perspective, I know that in my previous appointment I took a very personal commitment to implementing the framework, to the point of having a senior sponsor monitoring the implementation and ensuring that the entire directorate was very aware of the requirements of the RED framework. So I think it is good that leaders set the example and become the exemplar for such a framework. But I also agree that all the policies in the world can be useless unless they convert on the ground to actions.[footnoteRef:40] [40:     Transcript of Evidence, 11 December 2013, p. 4.] 

The Committee endorses the need for strong leadership in the ACTPS but has not been presented with a range of specific examples of how leaders have advocated and advanced the Employment Strategy.  In this context, the Committee notes that the Strategic Board has only recently undertaken cultural awareness training.[footnoteRef:41]  The Committee believes this is a positive step and commends the Strategic Board.  However, such training may have had much more impact if it were done at the start of the Employment Strategy rather than three years into its implementation.  Arguably the Strategic Board, which was created in 2011, had much to do during its infancy but undertaking cultural awareness training at the start of the Employment Strategy would have sent a strong message to a range of stakeholders and it would have demonstrated strong leadership.  [41:     Transcript of Evidence, 11 December 2013, p. 10.] 

Headcount of 407 versus 2 percent of total headcount 
Indicator 5 in the Employment Strategy is undoubtedly the most readily understood by any reader of the Employment Strategy and is invariably the figure used to make a quick assessment of the Strategy’s success.  The Committee notes that the Employment Strategy states, ‘the Figures refer to headcount, not Full Time Equivalents (FTE) and the percentages are based on the June 2010 headcount’.[footnoteRef:42]  No headcount estimate of the total ACTPS workforce is provided in the Employment Strategy.  [42:     ACT Public Service, Employment Strategy for Aboriginal and Torres Strait Islander People [2011-2015], p. [10].] 

The following analysis is based on data in the ACTPS submission. Similar results are obtained by using more recent data in the ACTPS State of the Service Report – 2013. 
If the figure of 407 for Aboriginal and Torres Strait Islander employees is 2.0 percent, then the assumed total ACTPS headcount in 2015 must be 20,350.  The Committee considers it reasonable for the 2010 drafted Employment Strategy to use estimates of future year employment numbers but concludes on the basis of the ACTPS submission that there is now a lack of precision about the target the ACTPS is pursuing for 2015 because of actual growth in the total headcount for the ACTPS.  
Page 17 of the ACTPS submission provides data relating to Indicator 5.  This data shows that, for the years 2011-13, the total ACTPS headcount has increased at an average rate of 3.29 percent per year.[footnoteRef:43]   Assuming the ACTPS continues to grow at just 3.0 percent per year in each of 2014 and 2015 then the total ACTPS headcount will be 22,373.  If it is further assumed that Employment Strategy results in 407 Aboriginal and Torres Strait Islander employees that figure will only represent only 1.82 percent of total ACTPS employees.   [43:     The rate of growth for same period using data in State of the Service Report 2013 is 3.43 percent. ] 

While the ACTPS submission refers to the target as ‘407 (2%) by 2015’, the recent ACT Aboriginal and Torres Strait Islander Elected Body ’s Report to Government states: 
All ACT Government directorates are working toward the 2% Aboriginal and Torres Strait Islander employment target by 2015.[footnoteRef:44]  [44:     ACT Aboriginal and Torres Strait Islander Elected Body , Report to Government, [Fourth Report on outcomes of the Aboriginal and Torres Strait Islander Elected Body  hearings 2013], Canberra, February 2014, p. 2.] 

If the total ACTPS headcount is 22,373 then the 2.0 percent target translates to 448 Aboriginal and Torres Strait Islander employees which in the context of the Employment Strategy is a significantly more than 407.   
The Committee notes both figures are much greater than the June 2013 figure of 257 presented in the ACTPS submission.[footnoteRef:45]  The Committee also notes that during the public hearing held on 11 December 2013 it was advised that the final June 2013 figure was actually 238.[footnoteRef:46]     [45:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 17. ]  [46:     Transcript of Evidence, 11 December 2013, p. <insert page>. ] 

Based on the Employment Strategy and the ACTPS submission and the State of the Service Report 2013, the Committee concludes there is a need for the ACTPS to precisely define its target level of Indigenous employment in light of the actual growth in the total number of ACTPS employees.  
[bookmark: _Toc384024357]
[bookmark: _Toc384024358]The Committee recommends that the ACT Public Service precisely define the target level of employment for Aboriginal and Torres Strait Islander employees in the ACT Public Service.     
Outcomes
The Committee’s comments on the achievement of Employment Strategy outcomes are considered in more detail in the remainder of the Report. 
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[bookmark: _Toc383615032]Introduction
	The Inquiry’s Terms of Reference state that the Committee would pay particular attention to current attraction and retention programs managed by the ACT Public Service (ACTPS).  The extent to which ACTPS can attract Aboriginal and Torres Strait Islander people to work in the Service and the extent to which they remain working in the Service are key elements of the Employment Strategy. Attraction is considered in Chapter 3 and retention and related issues are considered in Chapter 4. 
	The Committee first examined data relating to attraction and then reviewed ‘attraction’ actions taken by the ACTPS. 
	The Employment Strategy’s performance measures for attracting Aboriginal and Torres Strait Islander people to the ACTPS are: 
Indictor 5 – The percentage share of the ACTPS composed of Aboriginal and Torres Strait Islander people progressively increases from 176 employees (0.9 percent)  in 2010 to 407 (2.0 percent) by 2015; and
Indicator 6 – The number and percentage share of new ACTPS employees recruited to the ACPS who are Aboriginal and Torres Strait Islander people is progressively increased.  
	As noted in Chapter 2, there is a need for the ACTPS to precisely define the 2015 target.  
	Table 3.1 is reproduced from the ACTPS submission. 
[bookmark: _Toc383615033]Indicator 5 – Percentage of Indigenous employees 
	The Committee notes that at the 11 December 2013 public hearing, it was advised by the ACTPS that the ACTPS State of the Service Report - 2013 had more up to date data and that the June 2013 figure for the Indigenous identified headcount was 238.  This is 1.12 percent of the ACTPS headcount.  Table 3.2 is based on data from the State of the Service Report - 2013. 

Table 3.1 – Number and percentage of ACTPS employees who are Aboriginal and Torres Strait Islander people – ACT Public Service submission data
	Group
	June 2010
	June 2011
	June 2012
	June 2013

	Indigenous identified staff headcount
	177
	214
	220
	257

	Total ACTPS headcount
	19,137
	19,733
	20,432
	21,089

	Proportion of staff who are Indigenous (%)
	0.92
	1.08
	1.08
	1.22

	 Source:  ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 17.

	


Table 3.2 – Number and percentage of ACTPS employees who are Aboriginal and Torres Strait Islander people – 2013 State of the Service Report data
	Group
	June 2010
	June 2011
	June 2012
	June 2013

	Indigenous identified staff headcount
	153
	193
	202
	238

	Total ACTPS headcount
	17,4957
	17,9191
	19,331
	20,017

	Proportion of staff who are Indigenous (%)
	0.92
	1.08
	1.08
	1.22

	* Source:  ACT Public Service, State of the Service Report – 2013, Canberra, 13 September 2013, pp. 69, 71.


	
	Assuming the target is 2.0 percent of the total ACTPS headcount, the Committee concludes that it is unlikely the 2015 target will be met.  
[bookmark: _Toc383615034]
Indicator 6 – Increase in new employees who are Indigenous.  
	Table 3.3 is reproduced from the ACTPS submission. 
	Table 3.3 – Number and percentage share of new ACTPS employees recruited to the ACTPS who are Aboriginal and Torres Strait Islanders
	Group
	20090-10
	2010-11
	2011-12
	2012-133

	Indigenous identified staff commencements
	16
	25
	16
	25

	Total commencements
	593
	673
	708
	577

	Proportion who are Indigenous  
(% of total)
	2.70
	3.71
	2.26
	4.33

	Source:  ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 18.

	Source:  ACT Public Service, State of the Service Report – 2013, Canberra, 13 September 2013, pp. 69, 71.


	With reference to the data in Table 4.3, the ACTPS submission states: 
Since the launch of the employment strategy, the number of Aboriginal and Torres Strait Islander people recruited to permanent jobs in the ACTPS has increased. This would suggest that in the context of tightening vacancies, agencies are still pursuing the aims of the employment strategy with a level of success.
While the Committee agrees that the proportion of Aboriginal and Torres Strait Islander people recruited to the ACTPS has increased, it has concerns that the recruitment is mainly into lower grade positions and often on a short term rather than permanent basis. At the 11 December 2013 public hearing, the Elected Body  claimed that of all Aboriginal and Torres Strait Islander employees in the ACTPS 30 percent were temporary.   
The Committee notes that actual increases in the employment of Aboriginal and Torres Strait Islanders in the ACTPS have not kept pace with the projected increases in the Employment Strategy which are shown in Figure 2.1.
The Committee was interested to hear evidence from Dr Kate Barnett, Deputy Director, Australian Workplace Innovation and Research Centre (WISeR) at the University of Adelaide.[footnoteRef:47] Dr Barnett had completed a research project directly relevant to the Committee’s Inquiry. The 2006-07 research project for the Don Dunstan Foundation examined the effectiveness of a South Australian Government strategy to increase the number of Aboriginal and Torres Strait Islander employees in the South Australian Public Sector (SAPS).[footnoteRef:48]  The target had been to increase the percentage of Indigenous employees in the SAPS from 1.2 percent to 2.0 percent by 2009.[footnoteRef:49]  [47:     WISeR was previously known as the Australian Institute for Social Research (AISR).]  [48:     The Final Report, Equity works: achieving the target of @% Aboriginal employment in the SA Public Sector can be accessed at www.dunstan.org.au/resources/dunstanpapers]  [49:     Barnet, Dr Kate, Submission to the ACT Legislative Assembly, Standing Committee on Health, Ageing, Community and Social Services  for the Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, Adelaide, 2013, p. 1.  ] 

At the 11 December 2013 hearing Dr Kate Barnett explained that the WISeR research project  had looked at types of employment, comparing the Indigenous workforce with the non-Indigenous workforce: 
We found that a smaller proportion of Aboriginal people were being employed on an ongoing or permanent basis—around 50 per cent compared to 63.2 per cent for the broader public sector.  And from 2000 onwards, there had been—and this would be common with public services around the country—reduced ongoing permanent appointments and a move to more contract, fixed, short-term employment. However, for Aboriginal employees, this was much more marked than it was for non-Aboriginal employees. That reduction was in the order of five per cent for Aboriginal employees but for non-Aboriginal employees it was more like one per cent.
There had been at the same time a growth in short-term, contract-based employment for both Aboriginal and non-Aboriginal people, but more pronounced for Aboriginal people. Between 2000 and 2006, it increased for Aboriginal people from 21 per cent to 30 per cent of appointments, whereas for non-Aboriginal people there was a growth from 15 per cent to nearly 20 per cent of short-term appointments.
When we looked at age, there was a younger age profile among the Aboriginal employees, and we took that into account in our findings. And when we put that together with the greater use of short-term contractual employment, what we found was that for Aboriginal public servants there was a length of service that was much shorter compared with non-Aboriginal employees.[footnoteRef:50] [50:     Transcript of Evidence, 11 December 2013, p. 44. ] 

While the Committee is willing to accept there have been changes in the wider workforce towards more contract and temporary work, the ACTPS has not been able to present any evidence that explains the situation in the ACTPS.  The Committee notes the Employment Strategy and the ACTPS submission use ‘headcounts’, which include temporary and contract employees.  The more important outcome is an increase in the number of Aboriginal and Torres Strait Islander people who are employed in permanent roles.  
[bookmark: _Toc383615035]Actions 
The ACTPS submission states that, ‘The take-up of attraction and retention initiatives has been supported at all levels across the Service’.[footnoteRef:51]  Examples of actions to implement attraction elements include:  [51:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 9.] 

the creation of identified positions; 
recruitment initiatives;
recruitment guidelines; and
entry level programs. 
The elements are considered below. 
[bookmark: _Toc383615036]Identified positions
An ‘Identified Position’ is one with specific selection criteria that signify that the role has a strong involvement in issues relating to Aboriginal and Torres Strait Islander people.  Such roles will typically involve the development of policies or programs targeted at Aboriginal and/or Torres Strait Islander clients, or which involve direct interaction with Aboriginal and/or Torres Strait Islander communities.
In conjunction with the release of the Employment Strategy amendments were made to the Public Sector Management Standards 2006  (which is issued under the Public Sector Management Act 1994) to allow for the creation and use of identification of positions.  The ACTPS submission states:  
Similar to vacancies that require a mandatory qualification, identified positions are exclusively provided for people who identify as Aboriginal and/or Torres Strait Islander, or as a person with disability. It is important to note that these identified positions are not limited to entry level positions or to jobs where the key duties involve working with Aboriginal and Torres Strait Islander people or people with disability.
Since the amendments came into effect, 18 identified positions have been created across the ACTPS. Indications from directorates are that identified positions are likely to increase as they have been successful in attracting larger fields of Aboriginal and Torres Strait Islander candidates.[footnoteRef:52] [52:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 9.] 

The Committee notes that 18 Identified Positions have been created across the ACTPS and endorses the use of such positions for achieving the outcomes in the Employment Strategy.  The Committee also notes that these positions appear to be at lower classification levels. 
Role models
During the Inquiry the Committee heard evidence from various witnesses about the need for role models and more senior managers who identify as Aboriginal and Torres Strait Islanders.   In this context the Committee notes that the appointment of Ms Robyn Forester to the position of Director of the Office of Aboriginal and Torres Strait Islander Affairs.   While not the first Indigenous person to hold a senior executive role in the ACTPS, based on the evidence presented to the Committee she is the only member of the ACTPS Senior Executive Service (SES) who identifies as being Aboriginal and Torres Strait Islander.   Her appointment it is a significant milestone for the ACTPS and the Employment Strategy but she is one of 197 senior executives in the ACTPS.   In percentage terms, one SES officer is 0.5 percent of the total number of senior executives in the ACTPS.  The Committee is of the view that this percentage should be at least 2.0 percent Aboriginal and Torres Strait Islander employees 
The Committee believes that the Employment Strategy should be amended to ensure there is more representation at the most senior levels of the ACTPS.   Any such appointment must be merit based and this may involve recruiting from outside of the ACT.  It could be done as a secondment or as a standard contract.  The Committee notes that the ACT Government has already recruited externally in relation to Capital Metro.  
[bookmark: _Toc384024359]
[bookmark: _Toc384024360]The Committee recommends that the ACT Public Service Employment Strategy for Aboriginal and Torres Strait Islander people be amended with a view to incorporating a plan to recruit and retain suitably qualified Aboriginal and Torres Strait Islander senior executives in the ACT Public Service.
[bookmark: _Toc383615037]Recruitment initiatives 
The ACTPS submission states: 
Apart from identified positions, agencies have also implemented more targeted measures to attract more Aboriginal and Torres Strait Islander candidates, such as advertising in dedicated publications such as the Koori Mail, and forming links with the community to increase awareness of opportunities within the ACTPS.[footnoteRef:53] [53:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 9.] 

The Committee endorses such targeted measures and notes that in the case of the Koori Mail, the readership is more than 100,000 people.[footnoteRef:54]  Of particular interest to the Committee was the importance of non-traditional ways of recruiting Aboriginal and Torres Strait Islander people.  The Committee was mindful that traditional approaches had limited success in attracting applicants who were Aboriginal and Torres Strait Islander people.  [54:     The source for the circulation figure is Koori Mail website: http://www.koorimail.com/advertise-with-us  ] 

 At the 11 December 2013 public hearing, the Director of the Office of Aboriginal and Torres Strait Islander Affairs in the ACTPS, Ms Robyn Forester, told the Committee: 
… word of mouth is a powerful tool for humans, full stop. But I think the opportunities that Aboriginal and Torres Strait Islander people have is that we are a very connected community. We do talk a lot to each other and we listen to what people have to say about an organization. 
At the same hearing, about recruitment initiatives in the South Australian public sector. The Deputy Director of WISeR, Dr Kate Barnett, said: 
As to improving the recruitment process, we asked people, of course, to talk about what they would do to make things easier. And those who had kind of hurdled a lot of these barriers said that what had made it easier for them was knowing someone in the unit where the decision was based—and I guess that is something that applies to everyone, Aboriginal and non-Aboriginal—having a selection panel that included at least one Aboriginal person, having members on the selection panels who clearly were sensitive to the needs of Aboriginal people and to Aboriginal issues and for the Aboriginal person being well informed about the position itself and about the public sector as a whole.  


The strategies that Aboriginal people have proposed to attract Aboriginal recruits into the service are: 
· ensuring that Aboriginal people are well informed about public sector opportunities and what is required of public sector employees and not to assume that this is a known;
·  then providing that information through Aboriginal networks, not just through mainstream advertisements and the sort of usual recruitment approach;  [and
· then] having a supported application, selection and induction process.
I think the University of Sydney  … I am fairly sure that this was a model that they had used, had a range of things that you put in place to ensure that recruitment becomes a more informed process. It is about providing information and advice generally about applying for a public sector position and what is involved in the selection process, and using Aboriginal networks and often word-of-mouth networks, not just relying on a written statement, to do that.
While there seemed to be some consensus on the need to use non-traditional recruitment processes, the Commissioner for Public Administration, Mr Andrew Kefford, explained how the ACTPS was progressing to make some changes in this area.   
When asked about the apparent ongoing reliance on advertisements and applicants having to address selection criteria, he answered:
... I think you would be aware that there is some work being done in the ACTPS recruitment guidelines in part to pick up the recommendations that the Auditor-General made when she looked at unrelated matters going to the application of short-term and higher duties and so on. It gave us an opportunity to come back and recast those guidelines.
In that context, we are looking at how we can better provide guidance and advice to colleagues who are pursuing a recruitment process as to how they might make the way in which they seek to attract people more attractive to Aboriginal and Torres Strait Islander people. We will go to how to actually use the designated position process in a way that, because of the age of the document, is not there in a form that is useful. I do not think it is there at all, let alone in a form that is useful.  The question you raise about the way in which we select people for the public service is one which, both from personal experience as well as the process that we are going through in that recruitment process, we continue to reflect on. For a certain class of jobs, the capacity to write against five selection criteria is a good way to test whether someone is going to be able to fulfil the job. There are a good number of our jobs across the service, not just in relation to the particular group we are discussing this morning, where I would be much more interested to know their capacity to deliver the job, of which writing has very little part.
In the context of the review of the [Public Sector Management Act 1994] ... which we are currently working on, one of the significant conversations we were having as recently as yesterday is what does merit actually look like? As a public service, of course, we need to make selection processes based on merit, which go to both opportunity to compete for positions as well as the way in which we make that relative assessment. But as we reframe those guidelines for general application as well as for particular groups for which we have got strategies in place, I think there is room in there to be clearer that there are other ways to assess the suitability of people for positions that are perfectly valid and do not rely on long statements against selection criteria.[footnoteRef:55] [55:     Transcript of evidence, 11 December 2013, p. 14. ] 

Elected Body  member, Mr Brendan Church, said he recognised that recruitment and the promotion of public service positions would always be challenging.   He suggested that people like Robyn Forester and other senior employees should be actively engaging in the public service network and also speaking with school students:  
There should be engagement with younger people. 
… The message we need to pass on to these young people in the schools is that opportunities are out there, and if you stick by it and if you go to school, you can end up as an SES director in ACT government, as Robyn is.
We have got a lot of successful public servants in the ACT that work in the ACT public service but also in the commonwealth. I really think we underutilise them. A lot of people think the public service is an inflexible job where you come in and you cannot progress, whereas we have examples of that where you can. Getting that out to the community is really hard. But I think the best way would be to engage in the public service network, to engage in schools and provide flyers and brochures around Robyn’s career and how she started off. I think a lot of our community are afraid to start. But once they start, then there is no holding them back.
The Committee notes that the ACTPS is contemplating change in this area but questions whether it is fast enough.  The Committee concludes there is a challenge for the ACTPS to ‘think outside the square’ and believes that the Elected Body  is ideally suited to assist in this task as are various organisations in the private sector.  
The Committee notes comments in the ACTPS submission:
The Elected Body  has regularly highlighted the importance of reaching out to the Aboriginal and Torres Strait Islander community to market the ACTPS as an attractive place to work and emphasising its immediacy to the people it serves. They have suggested that forming links beyond the university centres with other groups to tell the stories of how Aboriginal and Torres Strait Islander staff have progressed in the ACTPS to build word-of-mouth and currency in the community would be beneficial to achieving greater levels of indigenous employment across the ACTPS.
A further suggestion around recruitment methodology was to think of ways other than addressing selection criteria in writing as a means of applying to work in the ACTPS. Criticism of using responses to selection criteria as a first step in recruitment is not new, particularly for jobs where high level writing skills are not required.  This will be investigated further as part of the review of the whole-of-government recruitment guidelines currently taking place.[footnoteRef:56] [56:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 23.] 

The Committee notes evidence from Professor Matthew Gray, Director of the Centre for Aboriginal Economic Policy Research at the Australian National University that Australia’s major banks are leading the way in making contact with younger Indigenous people to attract them to undertake traineeships and apprenticeships.[footnoteRef:57]   [57:    Transcript of evidence, 12 December 2013, p.[...]  ] 

The Committee also notes that some employers make effective use of their websites for Indigenous recruitment.  One example is Virgin Airways which includes straight forward descriptions of what jobs entail.[footnoteRef:58] [58:     See:  http://careers.virginaustralia.com/cw/en/#/job/492537/aboriginal-and-torres-strait-islander-careers-information-session] 

The Committee notes the ACTPS whole-of-government recruitment guidelines are being reviewed.
[bookmark: _Toc384024361]
[bookmark: _Toc384024362]The Committee recommends that the ACT Public Service give priority to identifying and implementing innovative ways of recruiting Aboriginal and Torres Strait Islander people into the ACT Public Service, including secondments from non-government sectors.  This must entail ongoing consultation with the ACT Aboriginal and Torres Strait Islander Elected Body.  
The Committee notes that the annual recruitment to the ACTPS is in the range of 500 – 700 and that the Aboriginal and Torres Strait Islander percentage share is in the range 2 - 4%.  The Committee considers that more suitably qualified Aboriginal and Torres Strait Islander applicants could have been recruited for many of these positions.  The Committee notes that this would require proactive recruitment tactics rather than the current traditional application and selection processes.  The Committee is of the opinion that the only way in which the percentage share of the ACTPS can be increased to 407 employees by 2015 (strategy indicator 5) is by a proactive recruitment campaign.  The Committee acknowledges that this may require the use of external recruitment agencies.
[bookmark: _Toc384024363]
[bookmark: _Toc384024364]The Committee recommends that the ACT Public Service use proactive recruitment methods, including external recruitment agencies and alternative merit-based selection processes, to fill more vacancies with Aboriginal and Torres Strait Islander people.
[bookmark: _Toc383615038]Recruitment guidelines
The Committee notes advice in the ACTPS submission that: 
In order to support these processes, the ACTPS Recruitment Guidelines are being amended to include specific information around recruitment of Aboriginal and Torres Strait Islander people, among other things, such as the use of identified positions, having Aboriginal and Torres Strait Islander people as panel members and conducting cross-cultural training.[footnoteRef:59] [59:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 9.] 

The Committee notes that the ACT Government website provides guidance on recruitment for prospective employees.  The Committee believes there is scope to enhance with website with a section specifically for Aboriginal and Torres Strait Islander people. 
[bookmark: _Toc384024365]
[bookmark: _Toc384024366]The Committee recommends that the ACT Public Service enhance its website to address the requirements of Aboriginal and Torres Strait Islander people who may be interested in employment in the ACT Public Service.   
Ambition
At the public hearing held on 11 December 2013, the Director of the ACTPS Office of Aboriginal and Torres Strait Islander Affairs, Ms Robyn Forester told the Committee her story of becoming a senior executive in the ACTPS.  In the course of this she suggested it was valid to ask what Aboriginal and Torres Strait Islander people wanted in terms of a working life.  Reflecting on her own community, she indicated that the level of ambition was different to that of some others in the wider community.  She said it was reasonable to question aspirations and motivations, adding:  
I think the motivation for Aboriginal and Torres Strait Islander people to work is (a) to be able to feed their family, [and b] to be able to get accommodation, clothing, and so forth. The motivation for a lot of Aboriginal and Torres Strait Islander people to get into the workforce is to be able to look after the mob.[footnoteRef:60]    [60:     Transcript of Evidence, 11 December 2013, p. 22. ] 

Commenting on how government may respond, she said: 
I think it is about people out there actually knowing what we [the ACTPS] do, knowing what services we provide and where there could be opportunities for Aboriginal and Torres Strait Islander people. Earlier we talked about the terminology of jobs. Yes, a high percentage of Aboriginal and Torres Strait Islander people want to work in Aboriginal and Torres Strait Islander programs. Another percentage of them just would like a job. We need to be clear about what the opportunities are out there, what we can provide and what are the expectations of those particular roles.
I think that where we can focus the best is to start getting into the younger generation, particularly our year 10s, 11s and 12s, talking to them about what government does and getting them job ready so that when they do graduate from year 12 there are opportunities for them to make that decision, so they can say (a) “I want to work for government,” (b) “I want to go study,” (c) “I want to work in the retail sector or in a community services type area.” I think that is where we need to concentrate our efforts so that people have an understanding about what is available in government. Yes, there are areas where you can work specifically supporting your community and supporting your mob, but there are other areas. If you want to work in IT, you can work in IT; if you want to be in HR, you can work in HR; if you want to be involved in the schools as a teacher’s aide or even in some of the more manual areas in horticulture or whatever, those opportunities are out there. I think that is really what we need to do.
In response to a question the need for mentoring for those in their later school years and early adulthood, Ms Forester said: 
 Yes; mentoring, school-based apprenticeships—those types of areas, where we can provide some of the work experience so that people can get an opportunity to know what it is to work in our organisation prior to them making a decision that this is where they want to end up.


Later during the hearing, Elected Body member, Mr Brendan Church, commented: 
We would like to take this time to challenge, I guess, the comment that Robyn made around the ambitions of Aboriginal people within the community. I think that Aboriginal people generally are very ambitious. We have got seven dedicated Elected Body members and we have got an Aboriginal person sitting across the table from us who is quite ambitious. That statement is probably a statement that does not apply to the whole of the population; it is probably a small population group.[footnoteRef:61] [61:     Transcript of evidence, 11 December 2013, p. 28.] 

Entry level programs
The ACTPS Submission states: 
In the specific area of employment of Aboriginal and Torres Strait Islander people, the ACTPS is particularly supportive of dedicated entry level programs to provide employment opportunities for individuals entering the workforce for the first time, and economic freedom for Aboriginal and Torres Strait Islander people.  
The ACTPS submission refers to three program levels; 
the ACTPS Graduate Program; 
Australian Government Department of Education, Employment and Workplace Relations (DEEWR) Cadetship Program; and
the Community Services Directorate (CSD) Indigenous Traineeship Program. 
ACTPS Graduate Program
While a program for all graduates, the ACTPS aims to attract applications from Aboriginal and Torres Strait Islander students through targeted marketing strategies including promotion through:
local and regional university careers days;
Aboriginal and Torres Strait Islander centres in all Australian universities; and
Indigenous Jobs Australia.
The ACTPS submission describes the Program: 
In addition to generalist streams in public policy and public administration, the program provides the use of specialist streams to specifically engage graduates with skills in engineering, human resources, information and communications technology, social work, and project management. The Health and Education and Training Directorates administer their own programs for graduate nurses and teachers.
The ACTPS Graduate Program is further enhanced with a comprehensive Learning & Development component which now provides participants with a higher level qualification - Graduate Certificate in Public Administration - delivered by the Australia and New Zealand School of Government Institute of Governance at the University of Canberra. This qualification can be matriculated towards a MBA qualification.
Graduates are promoted to at least ASO5 or similar level at the successful completion of the program.
Planning is underway for the 2015 Program to:
· further increase the number of Aboriginal and Torres Strait Islander students by providing a number of identified positions;
· provide for mentoring during assessment and duration of the program; and
· focus on engaging Aboriginal and Torres Strait Islander Students Centre at the University of Canberra and the Australian National University.[footnoteRef:62] [62:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 10.] 

The ACTPS submission says the Program is effective, noting that: 
promotion of the Program has resulted in number of applications rising in 2013 and 2014 and applications being received from other jurisdictions, eg Queensland; 
from the 2012 cohort, one graduate has already established a career pathway, and is currently acting at a Senior Officer Grade C level in the Community Services Directorate
since 2011 there have been a total of 1930 applications for the graduate program, including 15 from students who identify as being an Aboriginal and/or Torres Strait Islander. 
The Committee notes that the actual number of Aboriginal and Torres Strait Islanders being accepted into the Program is small.  For the 2014 cohort, a record number of 811 applications were received with 145 applicants being shortlisted to attend assessment centres.  This included just two students who identified as being Aboriginal and Torres Strait Islander.  This is 1.4% of the total graduates shortlisted.
The ACTPS submission states: 
While entry level programs are contributing to increase in employment numbers, and raising awareness of the ACTPS as an employer, we continue to examine ways to maximise opportunities for individuals completing traineeship and other programs to secure permanent employment. This is an issue of general application across the ACTPS and as such is not specifically related to Aboriginal and Torres Strait Islander employment, but reflects the tightening employment opportunities across the ACTPS. It reflects a reluctance from directorates to commit to ongoing employment as staffing budgets are being reduced.
CMTD is looking at ways to address this, including allowing agencies to offer a position somewhere in the agency (rather than a specific business unit) or elsewhere in the ACTPS. That said, some candidates might be primarily interested in a particular job or work area rather than a broader offer. It is also important for directorates to take into account the likely staff turnover rates at the ASO 5/6 and equivalent levels.  The ACT Government has made a commitment to expand the number of entry level training places by 10 per cent per annum.[footnoteRef:63] [63:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, pp. 22-3.] 

The Committee endorses the ACTPS plans for 2015 ACTPS Graduate Program and believes there is a need to create several positions for Aboriginal and Torres Strait Islander graduates on the ACTPS Graduate Program.  This is necessary if Aboriginal and Torres Strait Islander employees are going to progress to the middle ranks of the ACTPS and more senior levels.  The Committee believes this has the potential to create a new generation of talented Indigenous leaders in the ACTPS.   
The Committee firmly believes this change must be accompanied by well planned and implemented promotion and mentoring programs. 
The attrition rate of Aboriginal and Torres Strait Islander employees suggests that in the short term the percentage of positions for Aboriginal and Torres Strait Islanders in the ACTPS Graduate Program should be greater than 2.0 percent.  
[bookmark: _Toc384024367]
[bookmark: _Toc384024368]The Committee recommends that the ACT Public Service Graduate Program offer at least 2.0 percent of the total number of positions to Aboriginal and Torres Strait Islander people.  

Indigenous Cadetship Program
The ACTPS submission refers to the Australian Government Department of Education, Employment and Workplace Relations (DEEWR) Cadetship Program as a program that offers students a paid 12-week work period with one year’s guaranteed employment upon completion of the Program.[footnoteRef:64] [64:    ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 11.] 

The Committee notes that on 18 September 2013, responsibility for the Program transferred to the Department of the Prime Minister and Cabinet. The Program is described on the Department of Employment website as the Cadetship Support Program.  The website states: 
Employers who want to offer work placements and ongoing employment to Aboriginal and Torres Strait Islander tertiary students can get financial help from the Australian Government … through the Indigenous Cadetship Support program.
The Indigenous Cadetship Support program aims to improve the job prospects of Aboriginal and Torres Strait Islander students.
The program links full-time students undertaking their first undergraduate degree with employers who can give them work placements and ongoing employment once they finish their studies.
Cadetship employers:
· provide paid work placements of 12 weeks for each year of the cadetship
· support the cadet through their study and work placements, giving professional guidance and mentorship
· intend to offer ongoing employment to the cadet once they successfully complete their cadetship.[footnoteRef:65] [65:    http://employment.gov.au/indigenous-cadetship-support-ics
] 

The Indigenous Support website is: https://www.ics.deewr.gov.au/.  The Committee notes that the website lists the ACT Chief Minister’s Department as a participating employer.   The Committee also notes that the Chief Minister’s and Treasury Directorate plans to review the Program in 2014.  
The Committee endorses participation in the Australian Government’s Indigenous Cadetship Support Program. 
[bookmark: _Toc384024369]
[bookmark: _Toc384024370]The Committee recommends that the ACT Public Service  continue to be involved in the Australian Government’s Indigenous Cadetship Program.  
CSD Indigenous Traineeship Program 
The Traineeship Program offers Aboriginal and Torres Strait Islander people careers in the ACTPS after successful completion of 12-month’s training and work placements.  The ACTPS submission states: 
Participants who successfully complete the program and meet their workplace commitments during the twelve months may be advanced to a higher position (an ASO2) in the ACTPS without a further merit selection process. Participants are advanced within the agency where they undertook their traineeship.[footnoteRef:66] [66:      ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 19.] 

The ACTPS submission claims there is continuing support for the Program across the ACTPS.  In particular: 
Seven agencies created placements for 20 trainees who commenced the program in August 2012. The Trainees participated in a Certificate III of Government and attend the Job Ready Program. Initially 21 people commenced the program, with 13 people completing the required qualifications. 11 people graduated from the program in NAIDOC Week 2013, and all graduated trainees are employed at the ASO2 level in the ACTPS.[footnoteRef:67] [67:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p. 21.] 

A more critical assessment was provided by Elected Body  Member, Mr Brendan Church: 
There are some particular concerns around the traineeship program and around the success rate of the current trainees.  What I think we need to remember is that this trainee experience is often the first employment or position that a lot of these young people have occupied.  So their experience with employment in basically the public service is really going to be impacted if they have a bad experience initially as a trainee. So I think we need to keep in mind that this is going to impact on them long term. The Elected Body  strongly believes that there needs to be additional support for the trainees.  This will see an increase in the number of trainees that go through the program successfully.
... Tracing that back to the traineeship program, I think that we really need to make sure that this traineeship program is effective and there are really high standards set for these young people entering the workforce.
With the traineeship program, the Elected Body  are concerned that this is the first employment experience for a lot of these participants. And throwing some of them into a five-day-a-week position may not be the best way to approach it. So there needs to be greater flexibility, whether that be a one, two or three-day-a-week transition- type program. A lot of them are overwhelmed going straight into a traineeship program from no work. So that needs to be really taken into account.
This applies, really, across all ACT government employee positions. There needs to be clear transition pathways, and, with the traineeship program, we have seen a couple of the initial graduates finding it very hard to find full-time permanent employment in the public service following the traineeship program. And that is a big concern for us. We believe there should be a strategic pathway for each and every person that goes through this program.[footnoteRef:68] [68:    Transcript of evidence, 11 December 2013, pp. 27-8.] 

The Committee notes the achievements outlined in the ACTPS submission but is of the view that the concerns raised by the Elected Body  must be addressed.   The Committee notes evidence provided by Dr Kate Barnett, Deputy Director, WISeR, in relation to Indigenous employment in the South Australian Public Sector: 
When we looked through the data set on apprenticeships and traineeships, as with what you have been finding in the ACT, we were finding that commencements had been high due to campaigns to attract young Aboriginal people as apprentices and trainees but that completion rates were much lower than for non-Aboriginal apprentices and trainees. People were leaving before they had completed but the data set was not showing what the reasons were. We speculated that they were very similar reasons to those of Aboriginal public sector employees. And the notion of bringing in Aboriginal apprentices and trainees in larger groups to achieve critical mass might be a factor, combined with having appropriate support. 
... it is about not simply providing an apprenticeship and leaving someone to undertake it, assuming that they do not need additional support when they might.
Dr Barnett explained that traineeship programs and apprenticeships were more likely to attract younger Indigenous people when there were career pathways.  The relevant recommendation in her WISeR report was to focus on building stronger pathways for younger Indigenous people to come into the South Australian public sector.  This meant, ‘...putting a stronger emphasis on early intervention and looking at developing pathways from secondary school onwards.[footnoteRef:69]    [69:     Transcript of evidence, 11 December 2013, p. 50.] 

The Committee believes there is scope to significantly improve the Indigenous Traineeship Program and in particular, the support and guidance through mentoring that is afforded to participants. 
The Committee strong supports the thinking of building pathways for Indigenous people that start during their secondary schooling. 
Trainees following completion of their traineeship must be case managed to continue their professional development.  Approved training must be qualification based with automatic promotion upon successful completion within a broadband appointment.
[bookmark: _Toc384024371]
[bookmark: _Toc384024372]The Committee recommends that, as a matter of priority, the ACT Public Service takes steps to improve the Community Services Directorate Indigenous Traineeship Program, ensuring that:
(a) [bookmark: _Toc384024373]there is effective support and guidance given to all participants
(b) [bookmark: _Toc384024374]Aboriginal and Torres Strait Islander secondary school students become aware of career pathways linked to the Traineeship Program 
(c) [bookmark: _Toc384024375]at the completion of their traineeship the trainees are mentored to continue their professional development; and
(d) [bookmark: _Toc384024376]approved training must be qualification-based with automatic promotion upon successful completion within a broadband appointment.
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[bookmark: _Toc383615039][bookmark: _Toc341433430][bookmark: _Toc341687875]Retention 
[bookmark: _Toc383615040]Introduction
	The ACTPS submission states:  
Retention initiatives are aimed at developing the cultural maturity and sensitivity of the ACTPS to ensure it is a welcoming and pleasant environment for Aboriginal and Torres Strait Islander staff, as well as implementing specific programs to further enhance the skills and capabilities of these employees to encourage representation in senior ranks.[footnoteRef:70]  [70:    ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 11.] 

	The Employment Strategy’s three performance measures for retaining Aboriginal and Torres Strait Islander employees in the ACTPS are: 
Indicator 2 – The difference in representation of Aboriginal and Torres Strait Islander employees across ACTPS classifications and levels, as measured by average remuneration is progressively reduced;
Indicator 3 – The number and percentage share of ACTPS permanent Aboriginal and Torres Strait Islander employees that leave the service is progressively reduced; and 
Indicator 4 – All Aboriginal and Torres Strait Islander employees in the ACTPS have learning and development / career plans.
	Performance data relating to Indicators 2, 3 and 4 is presented below and followed by consideration of ACTPS retention initiatives, which include:
induction;
cross-cultural training;
the ACTPS Indigenous Network
promotion and observation of dates and events of significance to Aboriginal and Torres Strait Islander people;
mentoring, buddy and coaching programs; and
career development.[footnoteRef:71] [71:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, pp. 11-13.] 

[bookmark: _Toc383615041] Indicator 2 – Difference in average salary
	Table 4.1 shows data for Indicator 2.  Table 4.1 is reproduced from the ACTPS submission and shows that the difference in average remuneration has increased since 2011.  The submission notes, ‘there is a decreasing trend over the last three years since June 2011’.[footnoteRef:72]  [72:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 15. ] 

	Table 4.1 – Variation in average salaries between Aboriginal and Torres Strait Islander employees and all ACTPS employees
	Group
	June 2010
	June 2011
	June 2012
	June 2013

	Indigenous identified staff average salary ($)
	66,390.73
	64,059.26
	68,473.44
	71,831.34

	All staff average salary ($)
	71,669.28
	73,617.04
	76,856.16
	80,112.30

	Difference (%)
	-7.37
	-12.98
	-10.91
	-10.34

	Source:  ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, pp. 22-3.


	
	Figure 4.1 shows graphically the salary variation in Table 4.1.  
	The Committee found that there had been a similar situation in the South Australian public sector.  Dr Kate Barnett explained: 
We then looked at salary, and what we found was that there was a far greater proportion of Aboriginal employees being remunerated in the two lower salary groups. Seventy-eight per cent of Aboriginal employees were earning up to $40,000 or so per annum and also up into the next bracket, up to around $46,000, compared to 60 per cent of non-Aboriginal employees. Conversely, there were lower proportions of Aboriginal people in the higher salary groupings compared with non-Aboriginal employees.



Of course, this is in part linked to the greater amount of short-term contractual employees but, as you will see when I go on, there are fewer Aboriginal people in more senior levels of the public service. I can give you details of this ….  the differences are quite significant.
With recruitment, there was also a stronger trend for Aboriginal employees to be coming into the public sector from outside rather than from within. There were fewer than 20 per cent of Aboriginal appointments to the South Australian public sector in 2006 made from within the public sector compared to non-Aboriginal employees.
When we looked at the survey of Aboriginal public servants, what we found was that the thing that was drawing them to come and work in the sector, the largest reason, was to make a difference for Indigenous South Australians. In other words, there was—and this was also clear in our interviews—quite a strong sense of giving back to community and making a difference to your community by being in a public sector role. That was followed by wanting, obviously, to obtain secure employment and what was seen as a good job.
Figure 4.1 – Variation in average salaries between Aboriginal and Torres Strait Islander employees and all ACTPS employees

[image: ]
	source:
	ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, pp. 22-3.



	

	Professor Gray suggested that the issue for the ACTPS then became akin to competing for its share of Aboriginal and Torres Strait Islander employees.  The Employment Strategy may provide opportunities for some people who may otherwise find it hard to get a job and it may also attract other people who would otherwise work elsewhere.  The result may be the achievement of targets.  Professor Gray said: 
...  you need to have a clear statement about the strategy. In the submissions, I saw sort of some concern about low levels of employment—low levels in the ranks. 
...  I share that, but I want to know where people have come from. If you are actually bringing in people who would not have had a job otherwise and the fact is that they are coming in at the lower level, it is not necessarily a sign that there is a problem.  You need to understand more about it.  It is important and desirable to get people into more senior roles and professional roles, management roles; there is no question about that. But there are questions about understanding pathways in and where people go. Bringing people into entry-level jobs is not necessarily a bad thing if you are giving people a start which they otherwise would not get. 
	The Committee concludes that the Employment Strategy has in practice focussed on recruiting Aboriginal and Torres Strait Islander people to more junior grades.  While there is nothing wrong with this per se, when combined with factors such as the lack of career pathways, it is not surprising that there is an ongoing disparity between the salaries of Aboriginal and Torres Strait Islander employees in the ACTPS and the total ACTPS.  
[bookmark: _Toc383615042]Indicator 3 – Reduction in number and percentage of separations 
	Table 4.2 shows data for Indicator 3, which is ‘The number and percentage share of ACTPS permanent Aboriginal and Torres Strait Islander employees that leave the service is progressively reduced’.   Table 4.2 is reproduced from the ACTPS submission.[footnoteRef:73]  [73:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 16. ] 

The ACTPS submission comments on the data in Table 4.2 as follows: 
The increase in identified Aboriginal and Torres Strait Islander staff separations over the 2011-13 period reported in the above table is concerning, although the number is small within the number of total separations. When combined with the pay gap information, it suggests that the ACTPS is losing its Aboriginal and Torres Strait Islander staff at the middle levels of the Service.


Table 4.2 – Number and share of ACTPS permanent Aboriginal and Torres Strait Islander employees leaving the Service.

	Group
	2009-0
	2010-11
	2011-12
	2012-13

	
Indigenous Identified Staff Separations

	16
	16
	24
	30

	
Total Separations

	1060
	1399
	1323
	1097

	
Proportion Indigenous 
(% of total)

	1.51%
	1.14%
	1.81%
	2.73%

	Source:  ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August  2013, p. 16.


The Committee’s view is that the increase in the number and percentage of Aboriginal and Torres Strait Islander employees leaving the ACTPS should be considered of concern if the reasons for the increase are linked to a less than satisfactory experience of working in the ACTPS.  On the other hand, if the increase in the attrition rate is due to employees not being dissatisfied with the ACTPS and finding career advancing jobs elsewhere then the change may be considered satisfactory.   The Committee was told that the ACTPS’s direct competitor, the Australian Public Service, pays higher salaries for equivalent job classifications and so recognises that this may have an impact on ACTPS employees’ career decisions. 
In relation to this issue, the Committee notes evidence at the public hearing held on 12 December 2013 by Professor Mathew Gray, Director of the Centre for Aboriginal Economic Research at the Australian National University.   Professor Gray said:
If you think about your employment targets, partly you can view this as a competition: there is a pool of workers and you take from the Commonwealth or from the private sector.  In a way it is not really a valuable use of your efforts.  If you have got a job, what do you care really except if you want people to work on your programs and help with what you do? In a way, if you are talking about retention, why are you worried about retention?  Partly because you have invested in people. But if they are going onto a job somewhere else and it is a better job with another employer, it is sort of [alright]. [footnoteRef:74]  [74:     Transcript of evidence, 12 December 2013, p. 65.] 

The Committee notes that the ACTPS was unable to provide exit data that may explain why Aboriginal and Torres Strait Islander employees were leaving the Service and advised that the CMTD would seek more information on exit survey data from directorates.[footnoteRef:75]  At the public hearing held on 11 December 2013 the evidence presented to the Committee amounted to good intentions and no data.[footnoteRef:76]  The Committee finds this unsatisfactory several years into the life of the Employment Strategy.  [75:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 16. ]  [76:     Transcript of evidence, 11 December 2013, pp. 15-16] 

The Committee also notes that the Elected Body  has indicated that it wants the ACTPS to produce exit surveys.[footnoteRef:77]  [77:     ACT Aboriginal and Torres Strait Islander Elected Body , [Submission], p. [3].] 

[bookmark: _Toc384024377]
[bookmark: _Toc384024378]The Committee recommends that the ACT Public Service take the necessary steps to ensure exit data relating to Aboriginal and Torres Strait Islander employees is collected and reported:
[bookmark: _Toc384024379](a)  to the ACT Aboriginal and Torres Strait Islander Elected Body; 
[bookmark: _Toc384024380](b)  in directorate annual reports for 2013-14; and 
[bookmark: _Toc384024381](c)  in annual ACT Public Service State of the Service reports.  
[bookmark: _Toc383615043]Indicator 4 – Learning and development / career plans  
Indicator 4 in the Employment Strategy is that, ‘All Aboriginal and Torres Strait Islander employees in the ACTPS have learning and development / career plans’. The ACTPS submission states: 
All agencies reported on this indicator positively, but anecdotal evidence suggests that this is because nearly all performance mechanisms throughout the ACTPS require statements around learning and development needs and career aspirations.
In order to increase the usefulness of this indicator, the CMTD is looking to do some qualitative analysis of learning and development/career plans, and whether they are meeting the needs of Aboriginal and Torres Strait Island staff.
Data relating to learning, development and career pathways to be published in the 2012-13 State of the Service Report is included in Attachment A.[footnoteRef:78] [78:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 17.] 

The Committee notes data in the State of the Service Plan 2013.  The data related to a survey of the following ACT Government agencies: 
Chief Minister and Treasury Directorate; 
Community Services Directorate;
Commerce and Works Directorate;
Economic Development Directorate;
Education and Training Directorate;
Environment and Sustainable Development Directorate;
Health Directorate;
Justice and Community Safety Directorate;
Territory and Municipal Services Directorate;
Auditor-General’s Office;
Calvary Public Hospital;
Canberra Institute of Technology;
Director Public Prosecutions; and
Office of the Legislative Assembly.
Of the above 14 agencies only five (35 percent) had learning and development programs for Aboriginal and Torres Strait Islander employees.  Seven (50 percent) had career pathway plans.  
The Committee notes that the State of the Service Report 2013 does not indicate details of specific directorates and/or other agencies.  Given the number of Aboriginal and Torres Strait Islander employees in the ACTPS it is a less than impressive outcome for the fourth year of the Employment Strategy. 
[bookmark: _Toc384024382]
[bookmark: _Toc384024383]The Committee recommends that, as a matter of priority, the ACT Public Service take steps to ensure all ACT Public Service agencies have in place for all staff and in particular Aboriginal and Torres Strait Islander employees (a) learning and development plans and (b) career pathway plans. 
[bookmark: _Toc383615044]Induction
The ACTPS submission state that: 
Managers and supervisors receive a RED framework package upon appointment to the ACTPS and are expected to adhere to the values outlined in the RED framework and the ACTPS Code of Conduct.
CMTD is currently redeveloping a whole-of-government package for all staff inducted into the ACTPS which will incorporate the RED framework, Learning and Development calendar of events, dates of cultural significant events and information about cultural leave.

Furthermore, CMTD is developing a toolkit for managers, supervisors and colleagues of Aboriginal and Torres Strait Islander staff which aims to provide information and assistance to support the attraction and retention of Aboriginal and Torres Strait Islander people in the ACTPS.[footnoteRef:79] [79:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 11.] 

At the public hearing on 11 December 2013, the Acting Head of Service, Mr Gary Byles told the Committee: 
At induction training, sometimes for new people and sometimes for not so new people, there is normally a session on cultural awareness. People come in the door to join an organisation. That forms part of the induction training.[footnoteRef:80] [80:     Transcript of evidence, 11 December 2013, p. 11.] 

The Committee notes that the ACTPS runs induction programs for all new staff that include some cultural awareness as part of exposure to the RED Framework and that is has some plans to develop other materials but this falls well short of what may be considered best practice for the Induction of new Indigenous staff.  In this regard, the Committee cites the example of the University of Sydney given by Dr Kate Barnett: 
It involves appropriate induction. Once the person has been selected, they are not just dropped in on the first day and it is like a survival process. There is quite a structured induction process, and managers are sufficiently culturally sensitive to make that induction process as inclusive as possible.
The next step is having a culturally inclusive workplace where other, non-Aboriginal employees have cultural competence training and, in particular, have training around the history of Aboriginal people and what that might mean. Another is providing ongoing employment with a very clear development plan and pathways and so forth.[footnoteRef:81] [81:    Transcript of evidence, 11 December 2013, p.  47. ] 

The Committee notes that the need for bespoke induction programs for Aboriginal and Torres Strait Islander employees seems to be well understood in those organisations that excel in the area of Indigenous employment.   
The Committee is mindful that anyone who starts a new job, particularly someone younger with limited experience of the work environment, can find it challenging to settle and feel comfortable.  It would be common enough for anyone in this situation to experience anxiety.  The Committee recognises that this could be accentuated if someone for a variety of reasons felt very different to those around them in the workplace by virtue of their cultural background. 
[bookmark: _Toc384024384]
[bookmark: _Toc384024385]The Committee recommends that the ACT Public Service develop an induction program for new Aboriginal and Torres Strait Islander employees that augments the induction program for all new staff.  At a minimum the program should alert these new employees to structures and processes in place for their benefit such as networks, buddy systems and mentoring.  
[bookmark: _Toc383615045]Cross-cultural training;
The Committee recognises that in any organisation, understanding the role that culture plays is often the difference between success and failure.  Even if people from different regions or countries speak the same language, it does not mean that they understand each other.   
Cultural training allows people to better understand how the culture and place they come from effects everything: the way they communicate, approach time, work on teams, relate to authority and understand relationships.  Cross-cultural training teaches people how to look at the exact same factors in other cultures and develop the insight and understanding to see how cultures may interact.[footnoteRef:82] [82:     http://rw-3.com/our-approach/what-is-cultural-training/ ] 

In Australia there is an ongoing challenge for all Australians to appreciate numerous cultures and in particular Aboriginal and Torres Strait Islander culture.  The Committee recognises that when cross-cultural training is done well, organisations are empowered to achieve their full potential.  In its consideration of cross-cultural training the Committee is mindful that is undertaken against a background of the ongoing need for learning and understanding about other cultures in the wider Australian community.  
The Committee acknowledges organisations such as Reconciliation Australia that are seeking to bring about reconciliation, that is,  the creation of lasting friendly relationships between all Australians. The Committee notes that the Reconciliation Action Plan (RAP) Program enjoys continuing success and that a number of directorates in the ACTPS are implementing RAPs. 
The Committee also acknowledges the impressive work being done by the Australian Indigenous Leadership Centre.  
The ACTPS submission states: 
An ACT Government cross-cultural training program has been developed and is listed on the Shared Services Training Calendar.  Training is delivered by the Yurauna Centre at CIT [Canberra Institute of Technology].[footnoteRef:83] [83:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 12.] 

... The Aboriginal and Torres Strait Islander cross-cultural training workshop has been conducted four times with a total of 57 participants.  Cross-cultural training is being scheduled to take place at a Strategic Board meeting during 2013. Additionally, some agencies are conducting in-house training to ensure their staff have ready access to learning opportunities.
However, while interest in training increases and enrolment numbers in courses are on the rise, the ACTPS is interested in undertaking targeted work on their effectiveness, particularly given that Aboriginal and Torres Strait Islander staff retention may be an issue.  Also, while training is a good start, the ACTPS is interested in forming closer links with the Aboriginal and Torres Strait Islander community to gain better understanding of its culture and customs and actively promote the ACTPS as an attractive employer where Aboriginal and Torres Strait Islander people can develop professionally while serving their community.[footnoteRef:84] [84:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 12.] 

At the 11 December 2013 public hearing, the Committee heard the following evidence from the ACTPS: 
Mr Byles In terms of cross-cultural training, can I say that this very day, this afternoon, the strategic board as a group will be undergoing some cross-cultural training for a period of three hours, again to model the behaviour expected. And I know there has been some training done throughout the directorates, but I might ask Mr Kefford if he can expand on that.
Mr Kefford: It is not just in this area of the submission that it flows through. One of the features of the way in which the process has been developed to date is that we have reached a point now where, as a service, we need to be engaging better with the community. It is not to say we have not been but we recognise that halfway through the process we have done a number of the things that we could do ourselves to remove some of the obstacles to reaching the target, the designated positions being one example of that. So this sort of initiative appears regularly on the public service training calendars. Training is an interesting way to describe it, but that is the place in which it appears.
I think also one of the strengths of the way in which the Community Services Directorate has now structured and organised the Office of Aboriginal and Torres Strait Islander Affairs is that it will allow us as a service to engage more coherently with the community, using the links that Ms Forester and her colleagues have, at a much more immediate way than we do perhaps from Chief Minister and Treasury.
Mr Byles: Again, could I just add, it is about connecting and ensuring that we are committed to achieving good outcomes, tangible outcomes. Notwithstanding what I mentioned about the cultural training, can I say we have developed, certainly in my time over the past few years, some very strong and close links with the Elected Body . I know that that has developed and matured in the period of the last few years to the point that I know directors-general meet regularly with their portfolio representatives. For the very first time, I am sure, the Elected Body  attended the strategic board meeting two weeks ago and we had the opportunity to discuss issues that were of concern to them, many of which are reflected in the submission.[footnoteRef:85] [85:     Transcript of Evidence, 11 December 2013, pp. 10-11. ] 



And later: 
Ms Forester: I would like to talk directly to your question about engaging with community and cross-cultural awareness training. The majority of directorates in their reconciliation action plans do have commitments towards cross-cultural training or cultural awareness training. From the directorate that we sit in, which is Community Services Directorate, we do run regular training for working with Aboriginal and Torres Strait Islander people, which is a key focus of the training that we are doing.  
A major piece of work that the Office for Aboriginal and Torres Strait Islander Affairs is working on at the moment is a whole-of-government agreement which will be commencing that conversation for a good partnership with community, Elected Body  and government about what we as government can do to support community and community aspirations, and vice versa. That is a great place to start that conversation with community and to get members of the community involved who may not have been engaged with ACT government previously as part of that conversation and partnership.[footnoteRef:86] [86:     Transcript of Evidence, 11 December 2013, pp. 10-11.] 

The Committee acknowledges that the ACTPS undertakes some cross-cultural training for its staff but is not convinced of its adequacy.  The Committee was concerned to hear that some employees received cross-cultural by means of sitting at a computer for an hour.  That said the Committee recognises organisations such as Reconciliation Australia have developed impressive educational material that include videos.[footnoteRef:87]  [87:     See the Reconciliation Australia website:  www.reconciliationaustralia.org.au ] 

The Committee believes cross-cultural training which incorporates learning and development about Indigenous culture to be of paramount importance.  Moreover, this is one area where the Committee believes the ACTPS should be an exemplar. 
[bookmark: _Toc384024386]
[bookmark: _Toc384024387]The Committee recommends that the ACT Public Service review its cross-cultural training and take necessary steps to ensure it is of the highest standard, with benchmarking as appropriate. 

[bookmark: _Toc384024388]
[bookmark: _Toc384024389]The Committee recommends that the ACT Public Service ensure all staff undertake cross-cultural training so that they all possess high levels of cultural competence and that data on this training together with an assessment of its impact be reported in directorate and agency annual reports.
[bookmark: _Toc384024390]
[bookmark: _Toc384024391]The Committee recommends that the ACT Public Service ensure all work environments are properly prepared for new Aboriginal and Torres Strait Islander employees.  This may mean additional cross-cultural training programs for the managers and/or supervisors of Aboriginal and Torres Strait Islander employees.
[bookmark: _Toc384024392]
[bookmark: _Toc384024393]The Committee recommends that, until the end of the current ACT Employment Strategy for Aboriginal and Torres Strait Islander People, the ACT Public Service report to the ACT Aboriginal and Torres Strait Islander Elected Body on a six-monthly basis providing data and information on the effectiveness of cross-cultural training.  
Racism and bullying
Linked to cross-cultural training are the issues of racism and bullying, which were examined during the Inquiry.  
Racism can be defined as the belief that one race is superior to another.  It has to be taught or developed as a cultural ideology.  Whereas, prejudice is different. Prejudice is the pre-judging of a situation or person based upon less than all the facts.[footnoteRef:88] [88:     http://seekingliberty.wordpress.com/2009/09/07/racism-vs-prejudice-there-is-a-difference/] 

Bullying is defined in Guidelines issued by the ACTPS Commissioner for Public Administration:
Work bullying can cover a broad range of overt or subtle behaviours. For the purpose of the policy and guidelines work bullying is unreasonable, undesirable behaviour at work that generally meets each of the following criteria:
· It is repeated;
· It is unwelcome and unsolicited;
· It occurs between workers of an organisation (i.e. it is internal as opposed to being client initiated or initiated by a person outside the organisation);
· A reasonable person would consider the behaviour to be offensive, intimidating, humiliating or threatening; and
· It has the potential to cause harm to those experiencing the behaviour.
Workplace bullying can be:
· Intended: Where actions were intended to humiliate, offend, intimidate or distress, whether or not the behaviour did in fact have that effect; or
· Unintended:  Although not intended to humiliate, offend, intimidate or distress, did cause and should reasonably have been expected to cause that effect.[footnoteRef:89] [89:     Australian Capital Territory Public Service, Commissioner for Public Administration, Preventing Work Bullying Guidelines - Guide to prevention and management of work bullying, Canberra, 2010, p. 9. ] 

During the Inquiry the Committee was mindful of a current Australian Human Rights Commission program titled, Racism. It stops with me.  Key facts from the Program are that:
one in five Australians have been subjected to race hate talk; and 
one in 20 Australians have been physically attacked because of their race.   
The Committee recognised that these facts have implications for employees and managers in any Australian workplace.  
In relation to this, the Acting Head of Service, Mr Gary Byles,  commented: 
I will agree that the ACT public service is representative of the population. That goes without argument. But I can say that the ACT public service has been very strong in the respect, equity and diversity framework, and what we are trying to enforce in the ACT public service is all about common decency and respect for colleagues, not only within the workforce, but in the broader community.[footnoteRef:90] [90:     Transcript of evidence, 11 December 2013, p. 2] 

In response to question about the RED Framework, the Commissioner for Public Administration, Mr Andrew Kefford, said: 
The respect, equity and diversity framework was launched by my predecessor as commissioner and the former Chief Minister in 2010. It has three elements to it, which are borne out in the acronym. One is around respect, in which much of the conversation has been focused around the behaviour of staff in the service towards their colleagues. There are then the elements, one of which we are talking to the committee about this morning, in relation to the diversity of the workforce and ensuring that our workforce represents the community from which we are drawn. There are particular targets as part of that in relation to employment of people with a disability as well as employment of people of Aboriginal and Torres Strait Islander descent.
The framework sits alongside and supports the implementation and the expectations of behaviour which are set out ultimately in section 9 of the Public Sector Management Act and, more importantly and perhaps more relevantly, in the ACT public service code of conduct, which, as commissioner, I formally published in October of 2012 following a process of consultation. 
The intent of that framework is to both create an explicit set of expectations around the behaviour that we will exhibit not only towards our colleagues but to the recipients of the services which we as a service provide and to provide a mechanism through which colleagues who have experienced inappropriate behaviour or believe they have experienced inappropriate behaviour can raise those concerns through informal, or indeed formal, channels to have those addressed. While it is not specifically framed in terms of the issues that you are raising, Dr Bourke, certainly conduct of the sort that you describe in those statistics that you quoted would come well within the expectations of that framework.
The whole of that system is underpinned by the ACT being one of the two jurisdictions in the country which have a human rights framework. That sits underneath and guides the framing and the carrying out of all of the legislative obligations to which we as officials are subject.[footnoteRef:91] [91:     Transcript of evidence, 11 December 2013, pp. 2-3] 

When asked by the Chair, ‘As the Commissioner for Public Administration, how many complaints would you receive of racism within the public service?’, Mr Kefford answered: 
 ‘In my time in this office, Dr Bourke, I have had one.   
... That was raised amidst a number of other issues. The majority of the matters that end up with me—and this is borne out in the reporting that is in the state of the service report—have tended to be more in the workplace bullying area than racism. But—I have been in this position coming up for 2½ years—I have had one matter that has specifically raised racism as one of the concerns being addressed.[footnoteRef:92] [92:     Transcript of evidence, 11 December 2013, p.  3. ] 

When asked if he were surprised by the reporting of just one case, Mr Kefford responded: 
It disappoints me, certainly. Surprise?  As Mr Byles has said, we are a service that is made up of 22,000 people drawn from a society that is obviously much greater. I would like to think, and certainly it is our intention and aspiration, that we have a service where the values and behaviours to which we all ascribe, and indeed ultimately to which we are all legislatively bound, and I would like to think we are a service where we never have transgressions, but at the same time we are an organisation of 22,000 individuals, and just as there are transgressions of other standards of behaviour set out in areas of the statute book—one is too many but, at the same time, I am not naive enough to sit here and say we will never have an issue. That is why we have in place frameworks that, first of all, as I say, are explicit in terms of our expectations and then also provide for mechanisms for those who transgress those standards of behaviour to be disciplined and dealt with.[footnoteRef:93] [93:     Transcript of evidence, 11 December 2013, p.  4. ] 

The Committee’s 12 December 2013 Roundtable discussion with ACTPS Aboriginal and Torres Strait Islander people employees provided evidence of several instances of racism and bullying.  In one instance the perpetrator was said to be an HR manager.  It was evident that sometimes racism occurred in a direct way and at other times it was subtle.  
In the context of talking about mentoring, Elected Body   Member, Ms Roslyn Brown, told the Committee: 
I think the basic element, the fundamental element, is to address the racism and the prejudice. You can tell people what to do and they can change their behaviour, their body language and their verbal language, but subtle racism and prejudice, I think, are the fundamental things that need to be addressed. And it is not just about punishing a racist. They are human beings too and they need support. How come they are a racist? Why are they a racist? That would be a product of their upbringing, I think, or learned behaviour.
So that really needs to be addressed—as far as I am concerned, for cultural reasons— for the whole country, not just for Aboriginal and Torres Strait Islander people but also for the non-Indigenous people. If you make somebody feel that they come from the lowest form of life, you have set them up for failure. You walk in and you experience racism, you see it but you also experience it. So if you are going to set a mentoring process up and there is still racism happening—ie, the glass ceiling and stuff like that—it is set up to fail, isn’t it?[footnoteRef:94] [94:     Transcript of evidence, 11 December 2013, p. 30. ] 

Elected Body  Member, Mr Brendan Church made similar comments: 
I think there is a lot of indirect racism going on as well. Racism these days is generally not someone calling someone a derogatory name; it is indirectly making comments around a person. I would argue that racism in the workplace is giving a trainee a non-meaningful job and just getting them to do the filing, packing the papers away and doing the photocopying. To me, that is saying that that is all the manager or the supervisor thinks that person is capable of doing whereas, in fact, they are actually capable of doing work at a much higher level.[footnoteRef:95] [95:     Transcript of evidence, 11 December 2013, p.  31.] 

The Committee notes that in the ACTPS there are complaint processes in relation to racism and bullying. 
The Committee was interested to hear evidence about research undertaken by WISeR in relation the South Australian public sector.  It highlighted the important role for managers in promoting a culturally secure and safe work environment that actively discourages bullying, racism and discrimination.  WISeR Deputy Director, Dr Kate Barnett, said WISeR had recommended training for managers to enhance their cultural competence and included strategies to encourage the reporting of racism and discrimination.  
Dr Barnett was asked about the level of reporting of racism and bullying in the South Australian public sector.  She answered said there was probably underreporting:
What people made very clear to us was reluctance to report, lack of confidence in reporting processes and fear that reporting would lead to further intimidation. To be fair, with the other workforce surveys that my unit does, we find the same thing generally in the public sector around bullying—that it is a highly underreported area of activity, with people often too intimidated to report because there is a lack of confidence in reporting processes and what it might lead to.[footnoteRef:96] [96:     Transcript of evidence, 11 December 2013, p.  55.] 

The Committee notes that evidence presented to it during the Roundtable discussion and by the Elected Body that highlighted a reluctance to report racism and/or bullying.  There was a concern that the formal reporting mechanisms could prolong things and even make it worse.  In one case it appeared that a satisfactory outcome only resulted because the complainant included the Commissioner for Public Administration in an email: 
... our HR person was actually the one who made the racist comments against us. And my own manager, direct manager, asked our senior manager if she had to do the Abo training, and I had to pull her up and say something about that. Our RED officer was always out of the office. So we could not go to that person. Luckily ... I had a fantastic mentor who knew Andrew Kefford, the Commissioner for Public Administration. So I was able to speak with him. If I had not made that connection, I do not think that our complaint would have been taken quite so seriously. There were numerous emails between the head of HR, me and my other colleague. Communication was not happening very fast. But I noticed as soon as I cc-ed in Andrew’s name, they were quick to respond to the emails.[footnoteRef:97]   [97:     Transcript of evidence, 12 December 2013, p. 97.] 

The Committee notes that for anyone on the receiving end of racism and/or bullying there can be prolonged negative effects that include diminished self confidence and an unwillingness to remain in the same working environment.   
[bookmark: _Toc384024394]
[bookmark: _Toc384024395]The Committee recommends that the ACT Public Service ensure induction programs for all new ACT Public Service employees include effective training on the handling of racism and bullying. 
[bookmark: _Toc383615046]The ACTPS Indigenous Network
As the name suggests, the ACTPS Indigenous Network is an informal grouping of Aboriginal and Torres Strait Islander employees in the ACTPS.  It serves to share information and provide a means of communication and networking between Indigenous colleagues and discussion of issues of interest and/or concern. 
The ACTPS submission indicates that the Network may have languished and that the Office for Aboriginal and Torres Strait Islander Affairs within CSD is discussing options to revitalise the ACTPS Indigenous Staff Network.  The submission states: 
Aboriginal and Torres Strait Islander Staff need to be consulted as to the type of network that they would like.  Some options for consideration may be a social network providing peer support and mentoring for the membership; one that inputs into the development of policy and service delivery; or a combination of both.
Five agencies reported having an agency based Aboriginal and Torres Strait Islander employee network.[footnoteRef:98] [98:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 12.] 

At the 11 December 2013 public hearing, the Director of the Office of Aboriginal and Torres Strait Islander Affairs, Ms Robyn Forester told the Committee: 
The staff network has had two meetings since July to talk about the opportunities for reinvigorating the staff network. After the first meeting, we sent out a survey to all staff for their input into the sort of network they wanted, the sorts of things they would like to see happen with that, how often they would like to meet, when they would like to meet and so forth. We recently had the second meeting last week at the cultural centre. We are working really hard to try to reinvigorate the whole-of-government staff network. I know a number of directorates have individual networks, but we are looking at what we can do to bring the Aboriginal and Torres Strait Islander staff network into something that is workable and something staff want and rather than something that is imposed on them.[footnoteRef:99] [99:     Transcript of evidence, 11 December 2013, p. 19.] 

The Committee notes 50 percent of ACTPS agencies have Aboriginal and Torres Strait Islander networks.[footnoteRef:100]   [100:     ACTPS, State of the Service Report 2013, Canberra, September 2013, p. 56.] 

The Committee notes that various submissions and witnesses refer to the importance of a flexible and supportive working environment and the Committee recognises networks are an important element of this.  The Committee fully endorses the development of the ACTPS Indigenous Network and believes it has the potential to be an important part of achieving the Employment Strategy’s objectives. 
[bookmark: _Toc384024396]
[bookmark: _Toc384024397]The Committee recommends that the ACT Public Service take steps to ensure the ACTPS Indigenous Network is revitalised and recognised as a valuable resource to all Aboriginal and Torres Strait Islander employees in the ACT Public Service. 
[bookmark: _Toc384024398]
[bookmark: _Toc384024399]The Committee recommends that the ACT Public Service Indigenous Network meet regularly to discuss issues associated with the implementation of the ACT Public Service  Employment Strategy for Aboriginal and Torres Strait IslanderPeople. 
[bookmark: _Toc384024400]
[bookmark: _Toc384024401]The Committee recommends that the Office of Aboriginal and Torres Strait Islander Affairs report on the operation of the ACTPS Indigenous Network in the annual report of the Chief Minister and Treasury Directorate. 
Critical mass
 The Committee sees that networks are associated with the concept of critical mass.  Professor Matthew Gray, Director of the Australian National University’s Centre for Aboriginal Economic Policy Research, explained that there are critical mass or threshold issues involved in achieving the outcomes desired in the Employment Strategy.  He said:
It is not such an issue in the ACT because the ACT, I think, has about the highest employment rate of Indigenous people in Australia. The ACT’s performance overall as a labour market is very strong compared to the rest of Australia. But partly it is the threshold issue. Where you have got very low employment rates, for the first few people who get work it is harder. But also it is hardest for the first few people coming into a particular workplace. There are threshold issues and there are issues to do with it being very hard for a single person.  If you have got a group, a cohort that can support people, this is very important.[footnoteRef:101]  [101:       Transcript of evidence, 12 December 2013, p. 62.] 

Professor Gray went to say that Australia’s banks, such as the ANZ and the National Australia Bank (NAB) are making a significant effort to ensure they achieve a critical mass with their Indigenous staffing.  Their strategies involve identifying children in school, offering cadetships and traineeships etc.  He stated: 
They are not expensive [things to do]. The wages paid in those roles are pretty low, and then that can help encourage them to go on with education.  For most people, if you cannot see any prospect of return from your education, people tend to lose interest pretty quickly. But if they can see it might lead to this, then for those who have got the aptitude and the background, it really does motivate people to continue on in education.[footnoteRef:102] [102:     Transcript of evidence, 12 December 2013, p. 62.] 

The Committee notes related comments made by Dr Kate Barnett, Deputy Director of WISeR: 
If you have a small unit of seven people and you want to bring in one Aboriginal person, how do you bring in three? You cannot.  But you might have a supportive network of other Aboriginal employees who are spread across units and be able to structure it so that they can meet regularly and their managers will meet regularly to overcome that sense of isolation, of being the minority.[footnoteRef:103] [103:     Transcript of evidence, 11 December 2013, p. 54.] 

The Committee recognises there are real and sometimes daunting challenges for anyone joining a new workplace and that this can be felt acutely by an Aboriginal and Torres Strait Islander person. 
cultural capital 
The Committee notes that Indigenous networks in the ACTPS also could be understood as part of what is termed ‘cultural capital’.   Professor Matthew Gray, Director of the Centre for Aboriginal Economic Policy Research, advised the Committee commented:
... ‘cultural capital’ - my understanding anyway – is partly about knowledge, but it is also about the networks and connections people have. If you have a cohort of Indigenous employees in the public service, they will have cultural capital. They have networks, connections and understanding within the Indigenous community within the ACT and more broadly, and that knowledge and those connections are important in order for the government to be able to be as effective as it can in achieving its objectives. It is similar to other groups as well. It is important to have diversity within the public service. There are many similarities between peoples, but there are also some cultural differences which are challenging for governments to deal with. Having cultural capital can help both with the design of policy and services and the implementation and evaluation in terms of understanding why things may or may not be working.[footnoteRef:104] [104:       Transcript of evidence, 12 December 2013, p. 57. ] 

The Committee is of the view that the ACTPS could benefit by fully understanding and recognising the cultural capital attributable to their Aboriginal and Torres Strait Islander employees. 
[bookmark: _Toc383615047]Dates and events of significance
The ACTPS submission says that Individual directorates actively promote and encourage participation at events of significance to Aboriginal and Torres Strait Islander people.  Examples are:
inclusion in the Toolkit for Managers, Supervisors and colleagues of Aboriginal and Torres Strait Islander staff;
supporting community to promote and celebrate significant events such as National Aborigines and Islanders Day Observance Committee (NAIDOC) Week, National Reconciliation Week and National Aboriginal Children’s Day;
collating a calendar of NAIDOC events for broad distribution across the Service and Community; and
funding of certain NAIDOC celebrations from Cultural Grants.[footnoteRef:105] [105:       ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 12.] 

The Committee agrees with the approach of promoting and celebrating participation in events of significance to Aboriginal and Torres Strait Islander people 
At the 11 December 2013 public hearing the Committee asked how the ACTPS agencies celebrated NAIDOC week.[footnoteRef:106]  [106:       NAIDOC stands for National Aborigines and Islanders Day Observance Committee. Its origins can be traced to the emergence of Aboriginal groups in the 1920′s which sought to increase awareness in the wider community of the status and treatment of Indigenous Australians.  NAIDOC Week is held in the first full week of July. It is a time to celebrate Aboriginal and Torres Strait Islander cultures and an opportunity to recognise the contributions that Indigenous Australians make to Australian and Australian society. See: http://www.naidoc.org.au/ ] 

The Acting Head of Service, Mr Gary Byles told the Committee: 
I know from personal experience that directorates—again, this is personal experience—are very supportive of NAIDOC Week, emphasising that they model that support in allowing leave and providing whatever support they can for the various people to attend NAIDOC Week.[footnoteRef:107] [107:      Transcript of evidence, 11 December 2013, p. 24. ] 

The Commissioner for Public Administration, Mr Andrew Kefford noted that a highlight of NAIDOC Week 2013 was the opening of the Office of Aboriginal and Torres Strait Islander Affairs in CSD.  He added that the form of celebration varied between directorates and activities were organised more at the local level.[footnoteRef:108]  [108:      Transcript of evidence, 11 December 2013, p. 24.] 

The Director of the Office of Aboriginal and Torres Strait Islander Affairs, Ms Robyn Forester, told the Committee: 
 NAIDOC is really important, and a number of directorates do have celebration of Aboriginal and Torres Strait Islander culture within their reconciliation action plans. I think the important thing that we need to note is that NAIDOC is the focus but it should not be the only time when we celebrate Aboriginal and Torres Strait Islander culture; it has to be an ongoing conversation. I know that through the Community Services Directorate, with our Aboriginal and Torres Strait  Islander grants program, in the past we have had schools, for instance, apply for funding to run NAIDOC events, and particular projects have come out of that. Again, some directorates probably do it better than others; that really comes down to a lot of the personnel and the opportunities available for people to do things.
One of the big opportunities for the ACT government in coming up into NAIDOC for 2014 is the fact that we now do have an Office for Aboriginal and Torres Strait Islander Affairs, whose focus is about getting those conversations happening. I think that after next year we will be able to ensure that we have got a good program of activities happening out there and provide support to all of the directorates in ACT government to ensure that that conversation commences and that conversation continues.[footnoteRef:109] [109:       Transcript of evidence, 11 December 2013, p. 25. ] 

The Committee accepts that NAIDOC celebrations are organised by directorates and more locally within directorates but believes there is scope for the Strategic Board to develop Service-wide recognition of NAIDOC week.  For example, there could be recognition of directorates that are seen to be exemplars of best practice areas relating to the implemention of the Employment Strategy. 
The Committee notes that State of the Service Report 2013 records that in 2012-13 one ACTPS agency gave its Indigenous staff one day’s paid leave during NAIDOC week.[footnoteRef:110]    [110:       ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 27] 

[bookmark: _Toc384024402]
[bookmark: _Toc384024403]The Committee recommends that the ACT Public Service Strategic Board actively encourage NAIDOC week celebrations on a Service-wide basis. 
The Committee believes there is significant scope to recognise and celebrate the successes of its Aboriginal and Torres Strait Islander employees.  One example of how this is done in other jurisdictions is the Queensland Department of Aboriginal and Torres Strait Islander and Multicultural Affairs.  Its website includes a section devoted to Indigenous people which includes Deadly Stories and Deadly Videos.  The Committee notes that the word ‘deadly’ is used by many Aboriginal people to mean ‘excellent’ or ’ very good’, in the same way that ‘wicked’ is by many young English speakers. The Committee also notes that the annual awards known as The Deadlys recognise outstanding achievement by Aboriginal and Torres Strait Island people.[footnoteRef:111]  These are but a few of the opportunities open to the ACTPS and its Office of Aboriginal and Torres Strait Islander Affairs.  [111:       For more information on The Deadlys see:  http://www.deadlyvibe.com.au/event/deadly-awards-2014/ ] 

[bookmark: _Toc384024404]
[bookmark: _Toc384024405]The Committee recommends that the ACT Public Service Office of Aboriginal and Torres Strait Islander Affairs develop innovative approaches to celebrating the achievements of Aboriginal and Torres Strait Islander employees in the ACT Public Service.  
[bookmark: _Toc383615048]Mentoring, buddy and coaching programs
The ACTPS submission lists mentoring, buddy and coaching programs as a key program in ensuring the retention of Aboriginal and Torres Strait Islander employees.  The State of the Service Report 2013 indicates that in 2012-13 six agencies (42 percent) provided access to trained mentors for new and existing Aboriginal and Torres Strait Islander employees.  Seven agencies (50 percent) had implemented a buddy system for new employees.[footnoteRef:112]  [112:      ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 27.] 

The ACTPS submission details the mentoring practices in the Health Directorate.   The submission states, ‘If the ACT Health mentoring program is successful, CMTD will be interested in further investigating a whole-of-government model in this area.[footnoteRef:113] [113:      ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 13.] 

At the 11 December 2013 public hearing, Elected Body  Member, Mr Brendan Church told the Committee: 
Mentoring Aboriginal people is a lot different to mentoring mainstream people. When mentoring an Aboriginal person in the traineeship program, you need to not only consider their professional development but also their cultural, family and community development. Right now the current program is placing too much emphasis on the external mentor and there is not enough internal mentoring happening in the departments. I really think we need to develop that. The Aboriginal and Torres Strait Islander mentors have the knowledge and understanding of the community, and, at times, there is family. But those three or four elements need to be met before a person can progress. Someone may be progressing really well in the workplace with the traineeship, but then they may have family issues and it all falls over. In the past, some trainees have come from interstate and they have left because they have missed home. So those sorts of issues need to be considered.[footnoteRef:114] [114:      Transcript of evidence, 11 December 2013, p. 31. ] 

When asked about ‘internal mentoring’, Mr Church said: 
Having a really supportive mentor in the workplace, whether that be a colleague, a manager, or a supervisor. I really think it is beneficial to have someone at a high level that can look down. We have all started at the bottom, and you have got people like Robyn Forester in OATSIA now who have started at the bottom and now they are right up the top. It is really good for our young people to be able to look at a person like Robyn and aspire to be someone like her. A lot of the time our young people in particular and also our lower level employees in the public service have a real fear of the hierarchy in public service. They do not want to go and talk to another person for fear of breaking the public service protocols and all those sorts of things. So we need to break down those barriers. If someone has an issue, they should be able to go and talk to someone like Robyn [Forester] about what is happening in the workplace.[footnoteRef:115] [115:     Transcript of evidence, 11 December 2013, pp. 31-32.] 

Various witness agreed with these views.  WISeR’s Dr Kate Barnett told the Committee that achieving success with an Indigenous employment strategy meant ... providing support to Aboriginal employees that includes mentors, coaches and buddies, particularly in the early stages of their employment.[footnoteRef:116] Roundtable participants who had mentors talked of how it had been significant in them being able to resolve issues and move forward.     [116:     Transcript of evidence, 11 December 2013, p.  49.] 

In the area of training mentors, the Committee was very interested in evidence from the Chief Executive of the Australian Indigenous Leadership Centre (AILC), Ms Rachelle Towart.  She explained that the AILC ran mentoring training in a different way to how it is normally taught: 
It is one of our non-accredited programs, but the Victorian Government have taken it up and it is booked out every year because of what they do. We set up diversity in the first instance where we have a non-Indigenous female and an Indigenous male. We find that if participants are non-Indigenous, for the first half day the questions are asked directly to the non-Indigenous facilitator, because that is where they feel there is safety and their comfort zone is, and the Indigenous people in the room ask questions of the Indigenous facilitator. But by the end of the three days, they are actually working together. [footnoteRef:117] [117:     Transcript of evidence, 12 December 2013, p 74..  ] 

The Committee notes that the Victorian Government has used the AILC for mentoring training but the ACTPS has not.  That said 20 percent of participants had an email address that ended ‘act.gov.au’.   
The Committee notes in the ACTPS submission that it is looking to have a greater focus on mentoring and believes the AILC should be considered as a partner to help advance that goal. 
[bookmark: _Toc384024406]
[bookmark: _Toc384024407]The Committee recommends that the ACT Public Service examine ways of working with the Australian Indigenous Leadership Centre for the delivery of innovative diversity and mentoring training for all ACT Public Service employees. 
The Committee believes there is a need for a strong Aboriginal and Torres Strait Islander mentoring program in the ACTPS.  Such mentors should be respected people within the Aboriginal and Torres Strait Islander community who are ACTPS employees.  The linking of mentors and new staff should happen at the earliest opportunity after new staff begin working in the ACTPS. 
[bookmark: _Toc384024408]
[bookmark: _Toc384024409]The Committee recommends that the ACT Public Service ensure mentors for Aboriginal and Torres Strait Islander employees are drawn from those ACT Public Service  employees who are respected within the wider Aboriginal and Torres Strait Islander community. 
[bookmark: _Toc383615049]Career development
The ACTPS submission lists ‘career development’ as one of its retention initiatives.  The Committee understands career development as the process of managing a person’s learning and work both of which involve developing goals and ways to achieve goals.   Career development also involves decision-making relating to non-work matters and life in general.  It applies to people of all ages and most definitely to those who are younger and need guidance and assistance in developing career plans and understanding career pathways. [footnoteRef:118] [118:     http://www.cica.org.au/practitioners/career-practitioner-information ] 

At the 11 December 2013 public hearing the Committee considered various aspects of career development.  It was mindful that the Elected Body  wanted to see clear career pathways and clearly articulated development opportunities for Aboriginal and Torres Strait Islander employees.[footnoteRef:119]  [119:     ACT Aboriginal and Torres Strait Islander Elected Body , [Submission], p. [3].] 

In response to a question about what encouragement there was for Indigenous employees to undertake further study in their chosen field once they have moved beyond traineeships and progress up the middle ranks of the ACTPS, The Commissioner for Public Administration, Mr Andrew Kefford replied that: 
... the opportunities for our Aboriginal and Torres Strait Islander staff are the same as for the rest of the service. A larger proportion of our Aboriginal and Torres Strait Islander staff than the overall workforce have participated in the future leaders program that we run centrally. The way in which the training development needs are administered generally is through the performance framework ... so it becomes a conversation that staff have with their supervisors about their future development desires and, therefore, needs. There is an opportunity as part of that framework to have that conversation on a regular basis. That takes into account, as I say, the performance on the job in terms of areas where perhaps an individual might have it suggested to them that they will benefit from a training course or, alternatively, they express a desire to undertake something. At the same time, the intention of all of that is that it becomes an ongoing conversation and recognises that sometimes the best training and development will be provided by on‑the-job experience rather than formal coursework.[footnoteRef:120] [120:     Transcript of evidence, 11 December 2013, p. 18. ] 

The Committee asked if there was any checking of directorates to find out if each Indigenous employee has the required individual learning and development career plan.  Mr Kefford answered: 
Not specifically for that class of employees.  Although one of the significant areas of emphasis in the rollout of the new performance framework is the expectation from the Head of Service and the strategic board that it will be administered for every employee.  As I say, that framework was launched in July [2013] by the Head of Service, and there will be reporting to us as part of that.  There are also reporting expectations under the RED framework of directorates providing information about the learning and development needs and responses for Aboriginal and Torres Strait Islander staff.[footnoteRef:121] [121:     Transcript of evidence, 11 December 2013, p. 18. ] 

The Committee asked why it was that the careers of Indigenous employees seemed to plateau in the middle ranks of the ACTPS.  Mr Kefford answered: 
I am not sure there is an easy answer to that. In general, one of the issues we are seeking to engage right across the service is a better sense of workforce planning, career progression and succession planning. It is an area in which I think we will do better with the sort of data we are going to get out of the survey when we do it. I could relate a series of anecdotes from my own staff’s experience as to why people have gone where they have gone.
In some respects, some individuals will consciously choose not to pursue further promotions. For others, there may be skills or capability deficiencies which we could be addressing. Again, the performance framework is part of the answer to this. It sits more with a focus on those of us responsible for staff in the service to actually consciously think about and talk about how we can assist our colleagues reach whatever their aspirations might be. Again, the performance framework places great emphasis on that responsibility to manage and look after our people in all respects, including actively assisting them to reach whatever it is they would choose to do in their own careers.[footnoteRef:122] [122:      Transcript of evidence, 11 December 2013, p. 19.] 

The Committee notes that the ACTPS submission  includes the following:  
As a demonstration of intent and to kick start awareness of training opportunities to Aboriginal and Torres Strait Islander staff, with the launch of the employment strategy CMTD offered funded places in the Executive Leadership and Future Leaders Development programs. These are the lead whole-of-government training programs which foster leadership capability in high performing staff. To date, eight Aboriginal and/or Torres Strait Islander staff have undertaken the programs. Out of a total participation of 243 staff, participation rates for Aboriginal and Torres Strait Islander staff equate to 3.3%.[footnoteRef:123] [123:      ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 13.] 

The Committee’s consideration of data on career development is in Chapter 6. 
At the 11 December 2013 public hearing, Elected Body Member, Mr Brendan Church referred to the importance of career development in the context of retention of Aboriginal and Torres Strait Islander employees in the ACTPS.
 ... retaining staff is a profound issue identified by the Elected Body.   Losing 30 staff last year is not okay. And given that number has been on the rise over the past couple of years, I think we need to really look at doing something to help retain staff. That will be things like making sure that there are meaningful roles attached to their positions, clear career progression, but also greater flexibility in the public service. It is unfortunate that we do not have the current capacity to  do  secondments  across  other  areas  of  directorates,  which  the  federal government can do.  If we work to promote those types of activities in the ACT public service, I am sure the retention rates would level out a lot better.[footnoteRef:124] [124:       Transcript of evidence, 11 December 2013, p.28.] 

The Committee agrees with the need for the initiatives listed by Mr Church.  The Committee strongly believes that success in creating rewarding working environments and career paths will be of advantage to the ACTPS as a whole.   The Committee notes the same issues in seeking to implement the Indigenous employment strategy in the South Australian public sector.  
While the need for improvement in these areas exists in the ACTPS as a whole, the Committee acknowledges that some directorates seem to be making progress in the right direction.  At the 12 December 2013 Roundtable discussion with ACTPS Aboriginal and Torres Strait Islander employees, the Committee was very pleased to hear from Ms Ginibi Robinson about the development and launch of the Education and Training Directorate’s Aboriginal and Torres Strait Islander Employment Action Plan 2014-17.  
Ms Robinson stated: 
One of the key actions [in the Employment Action Plan] is looking at supporting pathways, and real pathways, for Aboriginal and Torres Strait Islander staff, both in identified positions and mainstream positions.  In the role I currently have in HR, I think there is a real push, probably for the first time, to increase the number of Aboriginal staff and pathways into education, and real pathways into education, for community mob but then to look at career pathways as well and supporting career opportunities. I think we are at the start, having gone through some real changes and some challenging times, to be in a position where for the first time, as a collective, our career aspirations will be supported and there will be a genuine commitment from the directorate to create some real pathways. 
I think part of that is in the launch. It is not just a bureaucratic-type document but it actually has the voices in it of Aboriginal and Torres Strait Islander staff, and non-Aboriginal mob too, about what the directorate would look like if there were real career opportunities, if there were pathways for community mob into education, if there was appropriate cultural supervision, mentoring, induction, the whole gamut. Aboriginal and Torres Strait Islander staff were also asked to share their stories and their journeys in education. So that is part of what was launched the other day. 
We have got an email address as well, our mob, and that will be part of a whole range of promotional materials that will support community members into pathways in education and then current staff to look at career opportunities as well. So I think that is where we can actually start looking at yarning with every staff member from an HR perspective and really asking the questions: where do you want to be? Where do you want to go? What do you need to be supported to apply for a position that might be at a higher level? What can we do to support that as well?[footnoteRef:125] [125:     Transcript of evidence, 12 December 2013, pp. 91-92. ] 

The Committee was impressed with both the Education and Training Directorate’s Aboriginal and Torres Strait Islander Employment Action Plan and the commitment and enthusiasm evident in Ms Robinson’s evidence.   
While the Committee understands that two other directorates (namely the Community Services Directorate and the Health Directorate) have Aboriginal and Torres Strait Islander employment action plans, it believes the Education Directorate has created a benchmark not only for its Action Plan but also the processes associated with its development and launch.   

[bookmark: _Toc384024410]
[bookmark: _Toc384024411]The Committee recommends that the all ACT Public Service directorates and agencies ensure they have an Aboriginal and Torres Strait Islander employment action plan with implementation underway during 2014-15, this to be managed by the proposed Project Team (Recommendation 1). 
[bookmark: _Toc383615050]Secondments
Related to career development is the issue of secondments being available to Aboriginal and Torres Strait Islander employees.  
 The word 'secondment' describes a variety of possible working arrangements but is essentially an arrangement between two organisations, eg two ACTPS agencies, where an employee remains an employee of the 'home' agency and is 'lent' for a period to another.  The practical effect of a secondment is that an employee remains an employee of their organisation but is directed by their home employer to take day-to-day direction from the staff of the host employer.[footnoteRef:126]   There are benefits to all stakeholders. For example:   [126:     An explanation of APS secondments can be found at:   http://www.apsc.gov.au/aps-employment-policy-and-advice/movements/secondments ] 

the seconded employee gains experience and knowledge that they otherwise would not gain in their home agency; 
 at the conclusion of the secondment when the employee returns to their home agency, that agency benefits from a new experience and knowledge that will contribute to its effectiveness; 
during the secondment, the borrowing agency has the benefit of an additional resource. 
There are a number of variations on the abovementioned arrangements.  For example, agencies could agree to have ongoing secondments with them taking turns to be the lending and home organisation. 
The Committee notes that the ACTPS submission refers to an Elected Body  suggestion for a secondment program: 
Another idea put forward by the Elected Body  is to have a secondment program. This would provide an avenue into the ACTPS particularly for  Aboriginal and Torres Strait Islander workers in the community sector, who would have years of experience that would make them unsuitable for the current entry level programs, but who need some public service experience to be competitive in open selection processes.[footnoteRef:127] [127:     ACT Public Service, Submission to the Standing Committee on Health, Ageing, Community and Social Services – Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment, August 2013, p 13] 

The Committee considers the concept of secondments has much merit and believes that there are many opportunities for secondments within ACTPS agencies and with external bodies.  For example, the ACT Legislative Assembly runs a number of secondment and/or work placement programs.   
One such program is the Work-in-the-Assembly Program which is open to ACTPS employees at the ASO6 / SOG C levels.   Each six months one employee works in the Legislative Assembly, gaining knowledge and understanding of the ACT’s legislature.  The Committee believes there is scope for a similar program that targets Aboriginal and Torres Strait Islander employees in the ACTPS. The Committee is of the view that Aboriginal and Torres Strait Islander employees would derive much benefit from such a program. 
[bookmark: _Toc384024412]
[bookmark: _Toc384024413]The Committee recommends that the ACT Public Service establish a Work in the Assembly Program for Aboriginal and Torres Strait Islander employees along the lines of the current Work in the Assembly Program which is open to all ACT Public Service  employees at the Administrative Service Officer 6 or Senior Officer Grade C levels. 


[bookmark: _Toc383615051]Data collection, monitoring and reporting mechanisms
[bookmark: _Toc383615052]Introduction
	The Committee is interested in data collection, monitoring and reporting mechanisms because they are the necessary elements for any stakeholders, either within the ACT Public Service (ACTPS) or outside of it, to assess the implementation of the Employment Strategy. 
	Outside of the ACTPS the two key stakeholders are the ACT Aboriginal and Torres Strait Islander Elected Body  (the Elected Body ) and the Legislative Assembly.  Box 6.1 has information on the Elected Body  and Box 6.2 has information on the ACT’s system of government and the Legislative Assembly. 
	Box 6.1 – The ACT Aboriginal and Torres Strait Islander Elected Body 

	
The Australian Capital Territory (ACT) is unique in having the ACT Aboriginal and Torres Strait Islander Elected Body, a representative body established to enable Aboriginal and Torres Strait Islanders in the ACT to have a strong democratically elected voice.  The Elected Body  has seven members elected for 4-year terms from the Aboriginal and Torres Strait Islander community in the ACT.  

The Elected Body  has broad-ranging functions that include: 
· proposing programs and designing services for Aboriginal and Torres Strait Islander people living in the ACT for consideration by the government and its agencies;
· monitoring and reporting on the effectiveness of programs conducted by government agencies for Aboriginal and Torres Strait Islander people living in the ACT. 

In relation to the second dot point, the Elected Body has established an annual Estimates-style hearing process whereby the ACTPS is called to answer questions. 

The Elected Body  provides direct advice to the ACT Government with the ambition of improving the lives of Aboriginal and Torres Strait Islanders in the ACT - a step towards true reconciliation.





	Box 6.2 – System of government in the Australian Capital Territory

	
The system of government in the Australian Capital Territory (ACT) broadly follows what is known as ‘the Westminster model’, the key features of which are: 
· Parliamentary government; and - 
· Responsible government.  

Parliamentary government means that the Executive Government comes from within the Parliament.  In the case of the ACT, the Parliament is the Legislative Assembly which has 17 members elected from three multi-member electorates.  

Responsible government means the Executive Government is responsible to the Parliament (the Legislative Assembly).   In practice the Government and individual Ministers are held to account in the Assembly.  They are required to answer questions from Members at Question Time; Ministers and officials appear before an annual Estimates Committee to answer questions on budgets and expenditure and then, after the tabling of ACTPS directorate annual reports in September each year, there are inquiries into annual reports conducted by each of the Legislative Assembly’s Standing Committees.  

In addition, there are general scrutiny and policy investigations conducted by Assembly parliamentary committees.  These committees, which include the Public Accounts Committee and various standing committees can examine matters of policy and of interest to the community and/or scrutinise the performance of the Government, in particular, the administration arm of Government, which is the ACT Public Service.  The Legislative Assembly is assisted in its scrutiny of public administration by the Auditor-General, who undertakes regular financial and performance audits of government that are tabled in the Assembly. 

The ACT is unique amongst jurisdictions in Australia in that Executive Government is responsible for both Territory and local government matters. 




	The Committee is aware that the ACTPS has various guidance documents on organisational performance and reporting.   The main documents  include: 
Organisational performance management and reporting,  published by the Chief Minister and Treasury Directorate  in 2013; 
ACT Government evaluation policy and guidelines, published by the Chief Minister’s Department in 2010; and
Strengthening performance and accountability:  A framework for the ACT Government, published by the Chief Minister’s Department in 2010. 
	These documents provide a comprehensive guide as to how any stakeholder could expect the Employment Strategy to be assessed.  The Committee notes that during the Inquiry it did not receive any evidence that reviews of the Employment Strategy in accordance with published guidance were scheduled when the Strategy was launched or since that time.  Given the duration of the Employment Strategy and the Committee’s Inquiry the Committee sees benefit in a further external review to follow up responses to the Committee’s recommendations in this report.  A performance audit by the Auditor-General would provide the Assembly and the Elected Body  with a further independent assessment.  
	The Committee notes that the Organisation Maturity Chart which features in the report titled Indigenous Employment in the Minerals Industry by the Centre for Social Responsibility in Mining at the University of Queensland could be used in such a performance audit.[footnoteRef:128]  A copy of the Chart is provided at Appendix D.  [128:      University of Queensland, Centre for Social Responsibility in Mining, Indigenous Employment in the Minerals Industry, Brisbane, QLD, [2013].] 

[bookmark: _Toc384024414]
[bookmark: _Toc384024415]	The Committee recommends that the ACT Auditor-General conduct a performance audit of the implementation of the ACT Employment Strategy for Aboriginal and Torres Strait Islander People in 2016 which encompasses implementation of recommendations made by the Standing Committee on Health, Ageing, Community and Social Services.   
	The Committee notes that the ACTPS guidance documents do not make any reference to the Elected Body and give limited emphasis to the Legislative Assembly as the ultimate source of accountability. 
[bookmark: _Toc383615053]Data 
	During the Inquiry there were various occasions when the Committee’s questions could not be answered because there was no data available.  The Committee finds this somewhat concerning given that data is fundamental to any organisation being able to make sound management decisions. 
	The CPSU submission commented on data: 
To be open and transparent, and assist in a collaborative approach to facilitating Aboriginal and Torres Strait Islander employment, the ACTPS should collect and make public Aboriginal and Torres Strait Islander employment data. Currently not all data collected is published, the only publicly available data is that contained in the ACTPS State of the Service Report. This makes it hard to assess the progress ... that is being made in this area. 
The reported data only relates to the most recent financial year and there is a lack of historical data available to track changes over time.  
As a comparison the Australian Public Service APSED database[footnoteRef:129] allows people to search APS employment statistics broken down by any combination of diversity, classification, length of service, age, educational background and gender. It is also possible to get time series data on these attributes for the last 10 years.[footnoteRef:130] [129:     Australian Public Service Employment Database internet.  For more information, see;  https://apsc.gov.au/APSEDii/APSEDIIFirstPage_index.shtm]  [130:     CPSU, Submission, p. 3] 

At the 11 December 2013 public hearing the Committee enquired about the status of a whole-of-government staff survey scheduled for the second half of 2013. The Commissioner for Public Administration, Mr Andrew Kefford answered in the following terms: 
That was the intention at the point we wrote that. But, for a range of reasons—many of which go to the capacity of our Victorian colleagues to administer the survey—we have decided to do that in March [2014] rather than December. As I say, the Victorian State Services Authority administer the survey themselves, but they use external providers to support them in doing that. Essentially, by taking it to March, they are already geared up to deliver it and that will allow us to deliver the process. [footnoteRef:131] [131:     Transcript of evidence, 11 December 2013, pp.15-16.  ] 

The Committee notes that its questions about exit surveys could not be answered due to lack of data.  Mr Kefford told the Committee:
Again, it is patchy. I think this is one of the other areas in which I would like a clearer sense. I have a sense, but I would like some clear data behind it. In many cases they are going on promotion somewhere else. So, in one sense, the system works. So while they are not counted in our numbers any more, we are seeing people come to us, enter the workforce, do some training with us and then go and work for the commonwealth or the community sector.[footnoteRef:132] [132:     Transcript of evidence, 11 December 2013, p. 16.  ] 

[bookmark: _Toc384024416]
[bookmark: _Toc384024417]The Committee recommends that the ACT Public Service take prompt action to ensure the wider collection of data, including exit surveys, relating to Aboriginal and Torres Strait Islander employees in the ACT Public Service . 
[bookmark: _Toc383615054]Monitoring and reporting mechanisms
The ACTPS submission states that as part of the RED framework it had determined a process to monitor and evaluate our performance against respect, equity and diversity.  Later the submission states that:
 the CMTD has a role in monitoring performance reporting explained; and
Reports on the implementation of the Employment Strategy (as part of the RED Framework reporting requirements) are provided by all agencies, and is now included as part of the State of the Service Report.  
At the time the ACTPS submission was prepared the State of the Service Report 2012 was available.  The State of the Service Report 2013 was published in 2013. 
The Committee notes that the Elected Body conducts annual Estimates-type hearings and that it increasingly uses these forums to scrutinise implementation of the Employment Strategy.  That said, evidence from the Elected Body presented during the Inquiry leaves no doubt that is it far from satisfied about monitoring and reporting.  
Similarly, the CPSU submission states: 
There are currently three quantifiable Key Performance Measures set by the Strategy. These are:
· Increase the percentage of Aboriginal and Torres Strait Islander employees to 2% by 2015
· Decrease the separation rate for Aboriginal and Torres Strait Islander employees
· Decrease the gap in average remuneration between Aboriginal and Torres Strait Islander employees and other employees. 
There are a number of other Key Performance Measures that could be added to these that would help encourage a focus on career development and the creation of quality jobs, as well as ensure more comprehensive monitoring and reporting of Aboriginal and Torres Strait Islander employment in the ACTPS. These could include targets to reduce the number of Aboriginal and Torres Strait Islander employees in non permanent positions and increasing the average classification level of Aboriginal and Torres Strait Islander employees. 
In addition, there is no publicly available data to monitor the career progression of Aboriginal and Torres Strait Islander employees. Such data could include current and historical data about how many Aboriginal and Torres Strait Islander employees are engaged at each classification level or pay bracket as well as the length of time employees have spent at their current classification level.  While the State of The Service Report, reports on average and median salary for all Aboriginal and Torres Strait Islander employees, it does not break it down in a manner in which it is possible to track the number of Aboriginal and Torres Strait Islander employees at each level over time. Nor does it state how many years employees have spent in their current classification.  
Other factors that could be reported on include the type of engagement of Aboriginal and Torres Strait Islander employees (i.e. traineeship, cadetship, general recruitment processes, identified positions, etc., reasons for leaving, and access to formal training and education including tertiary qualifications.  
The Committee commends to those interested a report titled Indigenous Employment in the Minerals Industry, a report on a collaborative research project between the Centre for Social Responsibility in Mining at the University of Queensland, Rio Tinto and other companies that have been active in the field of Indigenous employment.[footnoteRef:133]  Key objectives of the project were to: [133:      University of Queensland, Centre for Social Responsibility in Mining, Indigenous Employment in the Minerals Industry, Brisbane, QLD, [2013].] 

inform the minerals industry and policy makers about key trends and issues relating to Indigenous employment in the minerals industry
develop a toolkit to assist mining companies achieve improved Indigenous employment outcomes
develop a standard framework for evaluating and comparing the Indigenous employment practices of mining operations
facilitate the sharing of good practice within the industry.
The Report’s section titled Resources for Practitioners highlights the important role of management information systems in tracking an organisation’s Indigenous employment performance.  It states: 
Effective management systems enable companies to see how well new policies and processes are being implemented and which strategies are working. They also assist in the identification of problem areas so that interventions can be designed before a company has invested too much time and effort on a strategy that may not be providing the desired outcomes. Effective management systems also enable operations to collect data that tracks performance outcomes over time, allowing them to set meaningful performance targets. Finally, effective management systems are an indicator of a company’s commitment to improving performance in a particular area. They send a clear message that management is committed to implementing its commitments.[footnoteRef:134] [134:      University of Queensland, Centre for Social Responsibility in Mining, Indigenous Employment in the Minerals Industry, Brisbane, QLD, [2013], p. 55.] 

The Report provides an Indigenous employment evaluation tool that was developed during the Project and is broadly modeled on the International Standards Organisation (ISO) framework, and follows the Plan, Do, Check, Act cycle that is used in many management systems.[footnoteRef:135] [135:   University of Queensland, Centre for Social Responsibility in Mining, Indigenous Employment in the Minerals Industry, Brisbane, QLD, [2013], pp. 55-6.] 

The tool can be used for:
assessing the Indigenous employment aspects of external or site-managed community assessment programs;
comparing operations within the same company;
identifying and prioritising performance gaps;
developing an Indigenous employment strategy; and
assisting stakeholders to evaluate the effectiveness of Indigenous employment practices in different companies.
The Report contains an organisational maturity chart that describes five stages of maturity in Indigenous employment initiatives, ranging from ‘no interest’ through to ‘committed, capable and consistent’ performance. 
The chart follows loosely the structure of the evaluation tool, evaluating maturity in the areas such as leadership, policy, competent people, readiness, recruitment and retention systems, cultural awareness, recognition and reward, partnerships and Indigenous employment levels.  Accompanying the Report is a booklet titled, the Indigenous Employment Assessment Checklist.  The Organisational Maturity Chart can be used with the Indigenous Employment Assessment Checklist, or as a stand-alone tool.
The Organisational Maturity Chart is provided as Appendix D.   

State of the Service Report
The Committee has examined data in State of the Service Report 2013, which is produced by the Commissioner for Public Administration in the ACTPS and concluded that while it is useful in providing a high level appreciation of the implementation it does not drill down sufficiently so that any assessment can be made of implementation at the agency level.
The Committee is of the view that such data would be greatly enhanced if there were some analysis and interpretation of data.  
[bookmark: _Toc384024418]
[bookmark: _Toc384024419]The Committee recommends that the ACT Public Service Commissioner for Public Administration enhance the usefulness of his State of the Service Report by including analysis and interpretation of data relating to Aboriginal and Torres Strait Islander employees. 
Annual reports 
The Committee notes that directorates are supposed to report on their implementation of the Employment Strategy in their respective annual reports.  Having reviewed a number of annual reports for 2012-13 the Committee concludes this reporting is far from adequate.  The limited information presented in annual reports means it is impossible to make any evidenced based assessment about how each ACTPS directorate or agency is delivering on Employment Strategy outcomes. 
Elected Body 
The Committee notes that the Elected Body makes a concerted effort to scrutinise the ACTPS’s implementation of the Employment Strategy.  The Committee has found it helpful to be able to refer to the Elected Body’s reports to government which have been produced each year following the Elected Body’s estimates-style hearings. 
The legislative Assembly 
The Committee notes that apart from annual reporting and its own inquiry there is no annual progress report to the Assembly on the status of implementation of the Employment Strategy.  The Committee recognises that traditional forms of accountability to the Parliament include inquiries by Assembly standing committees into annual reports and the annual Estimates Committee hearings.  In addition there is scope for committees to scrutinise performance through other inquiries such as the Committee’s Inquiry into ACT Public Service Aboriginal and Torres Strait Islander employment. 
The Committee is firmly of the view that information relating to the Employment Strategy, specifically its implementation and operation, that is reported to the Elected Body  should also be reported to the Legislative Assembly.  This could be done in conjunction with annual reports inquiries and/or Estimates Committee hearings. 
[bookmark: _Toc384024420]
[bookmark: _Toc384024421]The Committee recommends that the ACT Public Service ensure information relating to the implementation and performance of the ACT Employment Strategy for Aboriginal and Torres Strait Island People that is reported to the Australian Capital Territory Aboriginal and Torres Strait Islander Elected Body also be reported to the Legislative Assembly to facilitate examination at annual reports inquiry hearings and/or Estimates Committee hearings.  
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[bookmark: _Toc383615055]Other jurisdictions
	As part of its inquiry the Committee endeavoured to identify relevant experiences and learnings from other jurisdictions.  Findings are presented under the headings: 
Australian Public Service;  
States and Territories; and
International. 
[bookmark: _Toc383615056]Australian Public Service 
	The Committee invited the Australian Public Service Commission (APSC) to make a submission to and appear at a public hearing.  The APSC made a submission. 
	The APSC submission says that the Australian Public Service (APS) has ‘long been committed to the principles of equity and diversity and to ensuring its workforce is representative of the broader Australian community’ and strives to mirror the diversity in the community, describing this as a ‘strategic asset’.[footnoteRef:136]  The submission states that:  [136:      Australia. Australian Public Service Commission. Submission to the Submission to the Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment. Canberra, August 2013, p. 1.
] 

… the APS’s commitment to equity and diversity is ‘enshrined in the Public Service Act 1999’ … and subordinate legislation, including in the APS Values, Employment Principles and the APS Code of Conduct. It is further strengthened by s. 18 of the PS Act, which requires agency heads to establish workplace diversity programmes to give effect to the Employment Principles, and to publish this diversity programme on the agency’s website.
	Table 6.1 shows the total number of employees in the APS and that the percentage of the total that are Aboriginal and Torres Strait Islander is 2.3 percent.   There are more than 65,000 APS employees in the Australian Capital Territory and the percentage of these that are Aboriginal and Torres Strait Islander is 1.7 percent.  This compares with 1.2 percent in the ACTPS. 

Diversity Council
	A significant feature of Indigenous employment in the APS is the APS Diversity Council. Established by the Secretaries’ Board in 1982, the Diversity Council seeks to ‘reinforce and reinvigorate the commitment of APS leadership on diversity’.[footnoteRef:137]  It is chaired by the Secretary of the Department of the Prime Minister and Cabinet and the Deputy Chair is the Public Service Commissioner.   Members include 10 departmental secretary and agency heads.  [137:      Australia. Australian Public Service Commission. Submission to the Submission to the Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment. Canberra, August 2013, p. 2.] 

	The APS submission notes that the Council reflects an approach to cultural change used widely in the private sector and international jurisdictions.  It is a means to lead cultural change in relation to workforce diversity rather than manage it through HR practices and compliance measures.[footnoteRef:138]  The Council has reviewed agency policies and processes relating to Indigenous employment and has been a key driver in the continuation of APS recruitment pathways for Aboriginal and Torres Strait Islander people.   [138:      Australia. Australian Public Service Commission. Submission to the Submission to the Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment. Canberra, August 2013, p. 2.] 

	The Committee notes and endorses such an approach for driving cultural change. 
	Figure 6.1 - ACT and non-ACT APS Indigenous employment (ongoing and non‑ongoing employees)


	Location
	Total employees
	Total Indigenous employees
	Percentage of Total who are Indigenous
(%)

	ACT
	65,353
	1,090
	1.7

	Non-ACT
	101,904
	2,756
	2.7

	Total
	167,257
	3,846
	2.3

	Source:  
	Australian Public Service Commission. Submission to the Submission to the Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment. Canberra, August 2013, p. 1.




Employment Strategy  
	The APS first had an Indigenous employment strategy in 2005-06. The current APS Indigenous Employment Strategy is described, ‘ … as a key platform to support APS agencies to improve their Indigenous employment outcomes’.[footnoteRef:139]  The APSC submission states:  [139:      Australia. Australian Public Service Commission. Submission to the Submission to the Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment. Canberra, August 2013, p. 3.] 

The Strategy was launched in response to a critical business challenge facing the APS—a trend of declining recruitment and falling retention rates for Indigenous Australians. The current iteration of the Strategy includes targeted programmes to address these critical areas, including:
· recruitment pathways for Indigenous Australians
· retention of Indigenous employees, and
· data collection, monitoring and reporting.
 The Committee notes that: 
an independent evaluation of the 2009-11 version of the Strategy found it had contributed to an increase in the proportion of Indigenous employees in the APS. [footnoteRef:140]   [140:      Australia. Australian Public Service Commission. Submission to the Submission to the Inquiry into ACT Public Service  Aboriginal and Torres Strait Islander Employment. Canberra, August 2013, p. 3.] 

the APS is doing things that the ACTPS plans to do.  For example,  in early 2013 there was a rollout of APS-wide entry and exit surveys on a trial basis and an initial census (random survey) of all employees was begun in 2012 and repeated in 2013;   
two-thirds of APS agencies have or are developing cultural awareness training;  and
in recent years there has been a relatively high attrition rate for APS Indigenous employees.[footnoteRef:141]  [141:      Australia. Australian Public Service Commission. State of the Service Report 2012-13,  Canberra, 2013, p. 98.] 

The Committee is of the view that most, if not all, of the initiatives implemented by the APS have applicability to the ACTPS and that there is scope for the ACTPS and the APS to share lessons learned. 
The Committee notes that the Federal Government has increased the Indigenous employment target across the public sector – including the APS – to 2.7 percent.   The Federal Government has previously set the target at 2.6 percent as a signatory to the 2009 Council of Australian Governments’ National Partnership Agreement on Indigenous Economic Participation.[footnoteRef:142]  [142:      Australia. Australian Public Service Commission. State of the Service Series Report – 2012 Indigenous Census, Canberra, 2014, p. 1. ] 

[bookmark: _Toc383615057]States and Territories
The Committee notes that Australian Bureau of Statistics (ABS) figures released on 30 August 2013 put Australia’s Aboriginal and Torres Strait Islander population at 669,900 people.  This is 3.0 percent of the total population.  In a media release the Director of Demography at the ABS, Bjorn Jarvis, said that Aboriginal and Torres Strait Islander peoples mainly lived in urban areas: 
Contrary to popular belief, the Aboriginal and Torres Strait Islander population predominantly lives in Australia's most populous areas, with about 60 percent living in major cities and inner regional areas, and just over 20 percent living in remote and very remote areas. 
New South Wales has the largest Aboriginal and Torres Strait Islander population (208,500), followed by Queensland (189,000) and Western Australia (88,300). About three-quarters of Aboriginal and Torres Strait Islander people live in these three States.  
Almost a third (30 per cent) of the Northern Territory's population were Aboriginal and Torres Strait Islander people - the highest of any state or territory. Victoria had the smallest proportion of Aboriginal and Torres Strait Islander people at just under 1.0 percent.
The Aboriginal and Torres Strait Islander population has a younger age structure than the non-Indigenous population, with larger proportions of young people and smaller proportions of older people. The median age of the Aboriginal and/or Torres Strait Islander population as of June 2011 was 22 years, compared to 38 years for the non-Indigenous population.[footnoteRef:143] [143:       Australian Bureau of Statistics. Media release - Aboriginal and Torres Strait Islander population nearing 700,000, Canberra, 30 August 2013. ] 

The Committee notes that in the Australian Capital Territory the median population for Aboriginal and Torres Strait Islander people is 22.1 years and for non-Indigenous, 34.7 years.  This is relevant to the way the ACTPS targets activities forming implementation of the Employment Strategy. 
Table 6.2 shows number and percent of Aboriginal and Torres Strait Islander people and non-Indigenous people in each State and Territory. 
	Table 6.2 shows a breakdown of the Australian population into those who are Aboriginal and Torres Strait Islander people and those who are Non-Indigenous. 
	[bookmark: _Hlk382422381]State / Territory
	Aboriginal and Torres Strait Islander 

	(%)
	Non-Indigenous
	(%)
	Total number
	(%)

	NSW
	208,476
	2.9%
	7,010,053
	97.1%
	7,218,529
	100.0%

	VIC
	47,333
	0.9%
	5,490,484
	99.1%
	5,537,817
	100.0%

	QLD
	188,954
	4.2%
	4,287,824
	95.8%
	4,476,778
	100.0%

	SA
	37,408
	2.3%
	1,602,206
	97.7%
	1,639,614
	100.0%

	WA
	88,270
	3.8%
	2,265,139
	96.2%
	2,353,409
	100.0%

	TAS
	24,165
	4.7%
	487,318
	95.3%
	511,483
	100.0%

	NT
	68,850
	29.8%
	162,442
	70.2%
	231,292
	100.0%

	ACT
	6,160
	1.7%
	361,825
	98.3%
	367,985
	100.0%

	AUSTRALIA*
	669,881
	3.0%
	21,670,143
	97.0%
	22,340,024
	100.0%

	Source: 
	Australian Bureau of Statistics. Estimates of Aboriginal and Torres Strait Islander Australians, 3238.0.55.001, June 2011.  

	* Note:  
	Includes other Territories



Table 6.3 provides details of Indigenous employment in Australia’s States, Territories and the Federal public sector.  Most States have developed an Indigenous employment strategy as part of their goal of increasing the percentage of Aboriginal and Torres Strait Islander public sector employees. 
The Committee has found there to be some commonality of approach in the pursuit of diverse workforces.  Not all jurisdictions have Indigenous employment strategies and having such a strategy does not guarantee success.   The Committee notes that the South Australian Aboriginal Employment Strategy 2012-2015 specifies accountabilities and reporting arrangements.  So too does the Indigenous Employment Strategy 2011-2015 in Western Australia.  The Strategy’s Theme 5 is titled, ‘Be accountable’ and details what the Public Sector Commission and line agencies will do during the life of the Strategy.  This includes regular evaluation and reporting.  









	
Table 6.3 – Summary of Indigenous employment strategies in Australian jurisdictions

	Jurisdiction
	Strategy 

	Percentage of total employees who are Indigenous
(%)
	Total workforce
(size of public service and/or public sector)
	Comment

	NSW
	2006-09
New one in 2014. 
	2.74 
	[footnoteRef:144] [144:      New South Wales. Public Service Commission, Getting into shape - State of the NSW Public Sector Report 2013, p. 23.] 

	399,243   
	[footnoteRef:145] [145:      New South Wales. Public Service Commission, Getting into shape - State of the NSW Public Sector Report 2013, p. 7.] 

	Making it our business (MIOB) has been used to guide and support Indigenous employment.  Review current and new strategy to be issued in the 2nd Quarter of 2014. 

	VIC
	Yes
	0.7
	
	40,042
	
	Karreeta Yirramboi is the Victorian Public Sector Aboriginal Employment Action Plan.  Its goal is to increase Aboriginal participation in the Victorian public sector workforce to a 1.0% by 2015.

	
	
	0.3
	[footnoteRef:146] [146:      Victoria. StateServices Authority. Indigenous employment: Victoria public sector, 2011, p. 2.] 


	255,844 
	[footnoteRef:147] [147:      Victoria. StateServices Authority. Indigenous employment: Victoria public sector, 2011, p. 2. The larger figure is for the public sector and the smaller figure is the size of the Victorian Public Service] 

	

	QLD
	No
	2.1 
	[footnoteRef:148] [148:      See Queensland Public Commission website: 
       http://www.psc.qld.gov.au/publications/workforce-statistics/statistics-quick-facts.aspx ] 

	 228,865
	
	While no equivalent to the ACT Employment Strategy, individual agencies responsible for ensuring diversity in the public sector workforce. 

	SA
	Yes
	2.18 

	[footnoteRef:149] [149:      South Australia. Office of Public Employment and Review. Workforce Information Collection – Data report. [for DFEEST], 23 January 2014. ] 

	56,301

	
	Previous strategy was reviewed by WISeR.  The Public Service Commission was disbanded in 2011.  Smaller figure is for the Public Service and larger figure is for the public sector

	
	
	1.66
	
	104,262
	
	

	WA
	Yes
	2.6 
	[footnoteRef:150] [150:      Western Australia, Aboriginal Employment Strategy 2011-2015:  Building a diverse public sector workforce, p. 3. ] 

	139,642 
	[footnoteRef:151] [151:      Western Australia. Public Service Commission, Western Australian Public Sector Quarterly Workforce Report,          September 2013, p. ] 

	Target is 3.2% by 2015

	TAS 
	No
	0.38 
	[footnoteRef:152] [152:      Tasmania. Tasmania State Service Annual Report, 2012-13, p. 136. ] 

	27,938
	
	

	NT
	Yes
	8.4
	
	19,695 
	[footnoteRef:153] [153:      Northern Territory.  Office of the Commissioner for Public Employment. State of the Service Report 2012-13,  Darwin, 2013, pp. 59-60] 

	Target is 8.9% by 2017

	ACT 
	Yes.
2011-15
	1.2 
	[footnoteRef:154] [154:      Australian Capital Territory.  Commissioner for Public Administration.  State of the Service Report 2013, p. 71.] 

	20,017 
	[footnoteRef:155] [155:      Australian Capital Territory.  Commissioner for Public Administration.  State of the Service Report 2013, p. 69.] 

	Target is 2.0% by 2015 

	AUS
	Yes
	2.3 
	[footnoteRef:156] [156:      Australia. Australian Public Service Commission. State of the Service Report 2012-13,  Canberra, 2013, p. 99,] 

	159,917
	
	 The Federal Government has increased the target to 2.7% (from the original COAG target of 2.6%). 

	Note.    Source documents for Table 6.3 appear in footnotes below. 



Theme 5 states: 
Ongoing commitment and leadership is essential, if we are to make a long term commitment to closing the gap in Aboriginal disadvantage and reaching our goal of increasing and achieving sustainable Aboriginal employment in the WA Public Sector.
It is also important that this strategy be pursued in an integrated, collaborative fashion, to prevent fragmentation of effort and an inconsistent approach. A range of accountability measures will help drive commitment and collaboration.
The Public Sector Commission, in collaboration with relevant agencies will:
· Establish five positions within the Public Sector Commission to implement the initiatives contained within the strategy and provide consultancy and support to agencies
· Establish a regular CEO Forum to maintain commitment and momentum
· Establish an Aboriginal Reference Group to monitor and advise on employment issues
· Develop an evaluation process to determine the success of the strategy
· Report bi-annually on progress towards the 2015 target Line Agencies should:
· Align outcomes in CEO Performance Agreements with attraction and retention strategies and workforce diversity objectives in Equal Employment Opportunity Management Plans
· Determine and implement initiatives that will contribute to meeting targets identified in EEO Management plans, and to improving outcomes for Aboriginal Public Sector employment
· Set targets that reflect the Aboriginal client base, and/or set local level or business unit specific targets
· Ensure data collection methods accurately capture information related to Aboriginal employment
· Report on initiatives and progress towards determined targets to support the Aboriginal Economic Participation National Partnership in CEO Performance Agreements.[footnoteRef:157] [157:      Western Australia. Public Service Commission. Aboriginal Employment Strategy 2011-2015:  Building a diverse public   sector workforce, Perth, 2011, p. 14.] 



As is the case with private sector organisations that excel in the area of Indigenous employment, those public services that recognise the importance of leadership appear to achieve desired outcomes.  The Committee concurs with Theme 4 in Western Australia’s Aboriginal Employment Strategy 2011-2015.  It states: 
Recognising, developing and supporting current and potential Aboriginal leaders is essential to building sustainable, equitable public sector employment for Aboriginal people. For new entrants to the public sector, the presence of strong and successful Aboriginal leaders is important to demonstrate the opportunities offered by the public sector, and to show them what can be achieved.
While Aboriginal leaders act as role models and mentors to others, they also benefit from support and guidance themselves. Networking, mentoring and development opportunities are important tools for developing our Aboriginal leaders. [footnoteRef:158] [158:      Western Australia. Public Service Commission. Aboriginal Employment Strategy 2011-2015:  Building a diverse public sector workforce, Perth, 2011, p. 13. ] 

The Committee notes the NSW Public Service Commission has indicated that, recognising the importance of leadership, it will develop a public sector-wide leadership development program for Aboriginal employees.[footnoteRef:159]   [159:      New South Wales. Public Service Commission. Getting into shape: State of the NSW Public Sector Report 2013. Sydney, 2013. P. 24. ] 

[bookmark: _Toc384024422]
[bookmark: _Toc384024423]The Committee recommends that the Australian Capital Territory  Public Service review the merit of implementing an Indigenous leadership program similar to that proposed by the New South Wales Public Service Commission and report its findings to the Australian Capital Territory Aboriginal and Torres Strait Islander Elected Body and the Legislative Assembly . 
[bookmark: _Toc383615058]International 
The Committee has been assisted in its inquiry by research undertaken by the Legislative Assembly Library.  The research resulted in some material on several jurisdictions.  The most relevant were New Zealand and Canada because of broad similarities to Australia with a small Indigenous population and a large Non-Indigenous population.  Also of interest was the United States. 

New Zealand
The New Zealand public sector is referred to as the State Services.  The State Services comprise: 
the core Public Service departments (46,546 employees); 
District Health Boards (66, 177 employees);
education agencies (69,500 employees); and
the Police, the Defence Force and other Crown entities (45,002 employees).[footnoteRef:160]  [160:    New Zealand. State Services Commission, Human Resource Capacity in the New Zealand State Services –  2013, Wellington, 2013, p. 11. ] 

The ethnic composition of the Public Service broadly resembles that of the New Zealand working‐age population, based on the Household Labour Force Survey (HLFS) information from Statistics NZ.[footnoteRef:161] [161:    Household Labour Force Survey, Statistics New Zealand ‐ http://www.stats.govt.nz/HLFS] 

In 2013 the State Services has increased in size by 1.0 percent which compared to an increase in the private sector of 2.1 percent. The Indigenous Maori people make up 16.5 percent of the New Zealand Public Service.[footnoteRef:162]  In 2013, the European group remained the largest group in the Public Service at 72.0%. This is lower than the 74.2% representation seen in the working‐age population (HLFS aged 15 years and over). Maori people had relatively higher representation at 16.5%, compared with 12.7% in the working‐age population.  [162:    New Zealand. State Services Commission, Human Resource Capacity in the New Zealand State Services – 2013, Wellington, 2013, p. 34.] 

The percentage of Maori people in senior leadership positions has grown from 7.7 percent in 2009 to 11.2 percent in 2013. 
Canada
The Preamble to the Public Service Employment Act (PSEA) sets out a vision for a delegated staffing system that provides public service managers with the authority, ‘… to staff, to manage and to lead their personnel to achieve results for Canadians’.[footnoteRef:163] With this in mind, the Public Service Commission (PSC) provides guidance, tools and support services while enhancing the framework that supports hiring managers to achieve a modern, effective staffing system. [163:     Canada.  Public Service Staffing Act, Preamble. ] 

The PSEA Preamble states that the Canadian Public Service must be representative of Canada’s diversity and be able to serve Canadians in their official language of choice. Under the Employment Equity Act, the PSC, as a co-employer for the public service, is required to identify and eliminate employment barriers in the appointment system for the four designated groups: 
Aboriginal peoples;
persons with disabilities;
members of visible minorities: and 
women.
In 2012-2013, the PSC undertook two studies that looked more closely at how being a member of an employment equity group affects both chance of promotion and perceptions of the staffing process.. The study found that the chances for promotion of Aboriginal Peoples (both men and women) were not significantly different from their comparison groups.
Since 2004, the Canadian Standing Senate Committee on Human Rights has retained an on-going reference to monitor issues of discrimination in the hiring and promotion practices of the federal public service and to study the extent to which targets to achieve employment equity are being met. The Committee has produced two previous reports in the course of this study:
Employment Equity in the Federal Public Service – Not There Yet, February 2007; and
Reflecting the Changing Face of Canada: Employment Equity in the Federal Public Service, June 2010.
On 26 October 2011, the Canadian Senate adopted a motion for the Committee to undertake a follow-up study on employment equity.  The Senate Committee reported on its study in December 2013, tabling a report titled Employment equity in the Federal Public Service: Staying vigilant for equality.  In the Report the Senate Committee examines the progress that has been made and the challenges that remain in reaching employment equity goals.  The Report states: 
One indicator of progress is that women, Aboriginal people and persons with disabilities are now better represented in the federal public service than their workforce availability and visible minorities are now only slightly under-represented. However, a number of indicators, particularly at senior levels, are not as positive ...
[The Report] ... examines the changes resulting from the creation of the Office of the Chief Human Resources Officer (OCHRO) in 2009 and recent workforce adjustment processes and their impact on employment equity, as well as data collection and analysis challenges and the advocacy being done on the topic of employment equity.
Current statistics reveal that Aboriginal peoples are applying to, being appointed to and are represented in the federal public service at a rate that is higher than their workforce availability.  However, they are also overrepresented in the lowest salary ranges and underrepresented in senior management.  Aboriginal peoples are also concentrated in departments serving Aboriginal peoples. The report further notes that Aboriginal employees are leaving the federal public service at a greater rate than they are being hired.[footnoteRef:164] [164:      Canada. Senate. Standing Select Committee on Human Rights, [Ottawa], Employment equity in the Federal Public Service:  Staying vigilant for equality, December 2013, Executive Summary. pp. 1-2. ] 

The Committee notes that the Canadian Standing Senate Committee reiterated recommendations from its 2010 report titled, Reflecting the changing face of Canada: employment equity in the Federal Public Service.[footnoteRef:165] These recommendations focus on:  [165:      Canada. Senate. Standing Select Committee on Human Rights, [Ottawa], Reflecting the changing face of Canada: Employment equity in the Federal Public Service, June 2010. ] 

Managers being held accountable for the achievement of equity goals.  This includes the use of performance bonuses; 
Data collection, management and regular reporting 
Effective communication with all stakeholders.  This should include an honest appraisal of the challenges in implementing an equity strategy; and
Emphasis on the need for strong leadership. 
Recommendation 11 in the 2010 Report states:
The committee urges the federal government to place special emphasis on the need for leadership and a strong organization culture when seeking to achieve its employment equity goals. This should be done for all four employment equity groups collectively, as well as for each employment equity group individually. The push for employment equity must begin at the highest levels – including the Prime Minister’s Office – and should encourage a policy of speaking directly to managers to teach them the importance of employment equity to the future of the federal public service.[footnoteRef:166] [166:       Canada. Senate. Standing Select Committee on Human Rights, [Ottawa], Reflecting the changing face of Canada: Employment equity in the Federal Public Service, June 2010, p. 69. ] 

The Committee notes themes in the Canadian Standing Senate Committee’s reports are reflected in Indigenous employment strategies in various jurisdictions in Australia. 
United States
The population of the United States is more than 317.3 million people. Native Americans or Alaskan Natives represent approximately 0.9 percent of the population and Native Hawaiian or other Pacific Islanders represent 0.2 percent of the population. 
The Committee notes comments in the United States Bureau of Labor Statistic’s October 2013 edition of BLS Reports titled, Labor force characteristics by race and ethnicity:    
In 2012, Native Hawaiians and Other Pacific Islanders had the highest labor force participation rates (71.4 percent) among the race and ethnicity groups, while American Indians and Alaska Natives and Blacks had the lowest participation rates (59.3 percent and 61.5 percent, respectively).[footnoteRef:167] [167:          United States.  Bureau of Labor Statistics.  BLS Reports, October 2013:  Labor force characteristics by race and ethnicity, p. 2. ] 

The Committee notes the following statement issued by the United States Department of the Interior in relation to Native American Nations: 
We recognize that a legacy of injustice and broken promises shapes the history of the federal government’s relationship with the American Indian and Alaska Native people. We are therefore working to turn the page on the federal government’s pattern of neglect of this community and, instead, build a strategy for empowerment that helps the tribal nations forge futures of their own choosing.
To chart this new path, we are restoring the government-to-government relationship between the federal government and these tribal nations because ‘self‑determination,’ ‘sovereignty,’ ‘self-government,’ ‘empowerment,’ and ‘self-reliance’ are not abstract concepts.  Rather, they are the tools that will enable tribal nations to shape their collective destiny. This is why Interior is committed to partnering with American Indian and Alaska Native communities to help them prosper by expanding education and employment opportunities for youth and adults, protecting lives and property by strengthening law enforcement, and building strong, sustainable tribal economies.[footnoteRef:168] [168:          United States.  Department of the Interior.  Website ] 

The Office of Personnel Management (OPM) is the body that oversights US Federal Government departments and agencies.  The OPM seeks to ensure the US public sector is diverse and inclusive. 
OPM’s Office of Diversity and Inclusion (ODI) has developed a Diversity and Inclusion (D&I) Dashboard for agency use in workforce planning and reporting, with information from Federal Employee Viewpoint surveys and agencies supplied data the Dashboard is a government specific tool created to provide agencies with demographic data about hiring, group attrition, employee inclusion perceptions, and overall accountability in regard to D&I efforts. One of the goals of the D&I Dashboard is to provide data that is formatted in such a way that anyone can view it, explore it and readily understand it.  The Dashboards provide the following breakdown of public sector employees: 
American Indian / Alaskan Native (2.24%)
Asian / Pacific Islander (4.97%)
White (69.51%)
Hispanic (6.05%)
Black (18.0%).[footnoteRef:169] [169:      	Data from Office of Personnel Management website:  http://www.opm.gov/policy-data-oversight/diversity-and-inclusion/federal-workforce-at-a-glance/
] 

The Committee notes that OPM’s Office of Diversity and Inclusion has developed a set of change management tools to supplement the inclusion index: 
The index and tools, referred to jointly as the New Inclusion Quotient (The New IQ) will arm agencies with instruments and practices necessary to support diversity and inclusion more fully. In addition, OPM will continue to promote proven practices in using all workforce data to inform everyday support diversity and inclusion in the workplace. 
The New IQ scores are calculated using a subset of 20 questions from the Employment Viewpoint Survey (EVS). This metric is separated into several factors or 5 Inclusive habits: Fair, Open, Cooperative, Supportive, Empowering. Research confirms that workplace inclusion is a contributing factor to employee engagement and organizational performance. One of the major issues facing organizations and the federal government in regard to inclusion is how to properly measure it and improve an inherently intangible aspect of group interaction, which the New IQ scores help accomplish.
Inclusion categories are: 
Fair environment
Open environment
Cooperative environment
Supportive environment
Empowering environment. 
The Committee notes that such innovations should be of interest to the ACTPS. 


[bookmark: _Toc383615059]Cultural Safety: A story of a man with seven mothers
	When giving evidence at the public hearing held on 12 December 2013, Ms Rachelle Towart, the CEO of the Australian Indigenous Leadership Centre (AILC) talked about how she had come to appreciate the need for a diversity and mentoring program.  She said: 
One of the main reasons that we came up with the idea of the diversity and mentoring program was that I had a guy come to me and say, “Rachelle, I’m thinking about letting one of my staff go. He has been to seven of his mothers’ funerals. How many more mothers does he have?” And he was really quite arrogant in the way he was asking the question. 
But I sat and thought about it for a while and I went, “There are two things that you can do here. One, you can say yes.” People take sorry business to the nth degree. They want to take it for as long as they can. They are not going to come up to me and say, “I want leave for sorry business,” because they know the manager will say, “I can’t say anything because that might be racist and they might take it a different way.” He could have taken it the other way, which I am very glad that he did. 
My suggestion to him was that he go and give the guy a hug and say, “Mate, you’ve had seven people die who were close to you and that you considered to be your mother. How are you? Are you okay? Is there anything that you need that I can do for you?” Have a conversation with somebody and ask them directly. We all know about performance management and conversations we read in the AD20 manager books and things like that. But to have a conversation with somebody over a cup of tea is much better than anything else that you can do. 
By having those types of conversations, you will only get to know your employee better and you will learn some of that culture by a thing as simple as having a conversation. Having a conversation with those employees today is going to be a really great start when you have your roundtable discussion over lunch. Ask them what do they want. I think that is the question. What barriers do they see as they are being moved onwards and upwards? They are the only ones that are going to be able to answer. [footnoteRef:170]  [170:     Transcript of evidence, 12 December 2013, p. 78.  ] 

	The Committee recognises there is a profound meaning in the story of the man with seven mothers because it goes to the heart of what it means to be an Aboriginal and Torres Strait Islander.  If anyone reads or hears the story and does not understand what it conveys about kinship and wider family relationships in Aboriginal and Torres Strait Islander culture, they must ask themselves, ‘Do I have cultural competence? 
 	At another level, the story points to the fact that some of what is required by the Employment Strategy is as simple as having the time and inclination to start a conversation with Aboriginal and Torres Strait Islander people. 
	The Committee believes the ACTPS should aim to achieve a situation where all ACTPS employees have a high degree of cultural competence. In the short-term this must be a high priority for all senior managers in the ACTPS of which State of the Service Report 2013 says there are 197.[footnoteRef:171]  [171:    	Cultural competence refers to an ability to interact effectively with people of different cultures and socio-economic backgrounds, particularly in the context of human resources, non-profit organizations, and government agencies whose employees work with persons from different cultural/ethnic backgrounds] 

	The Committee observes that in other jurisdictions in Australia there is a mood to make progress in a number of areas of Aboriginal and Torres Strait Islander affairs.  The Committee is of the view that the ACTPS is uniquely positioned to play a significant role in bringing about understanding and reconciliation in the wider community and that the good implementation of the Employment Strategy can be fundamental to this.  The reality for many non-Indigenous Australians is that only through their employers and/or their community organisations participating in the RAP program or similar activities will they be exposed a satisfactory understanding of Aboriginal and Torres Strait Islander culture. 
	The Committee is mindful that Australia is a multi-cultural society and therefore there is a widespread need for all citizens to have cultural competence.  Programs and activities that enable non-Indigenous and Indigenous Australians understand their respective cultures mean that they acquire skills and culture competence interacting with all cultures. 
	The Committee notes that the public sector is not alone in facing challenges to redress imbalance in relation to Aboriginal and Torres Strait Islander people.  During the Inquiry the Committee heard evidence about how the private sector, albeit for commercial reasons, is making significant progress in the area of Indigenous employment and reconciliation.  
	The evidence received during the Inquiry leads the Committee to conclude that the development and publication of the Employment Strategy was timely.  Moreover, it contains desired outputs with which the Committee fully agrees and supports.  The Committee found numerous points of resonance in the evidence it received from several witnesses.  In general there was agreement about what had to be done to make any Indigenous employment strategy work.  The problem in the ACTPS is that in 2014, Year 4 of the Employment Strategy’s implementation, the evidence points to a disappointing lack of progress in a number of areas, enough of which are readily enough acknowledged by the ACTPS. 
	The Committee notes that the Elected Body’s submission lists areas of concern identified through its Estimates-style scrutiny and follow-up analysis.  The areas of concern are:
· 	33% of all Aboriginal or Torres Strait Islander peoples employed by the ACTPS were temporary;
· 	82% of all Aboriginal or Torres Strait Islander peoples in the ACT PS were employed at the ASO6 equivalent level or below as opposed to 74% for non-Indigenous people;
· 	That until recently with the establishment of the new Office for Aboriginal and Torres Strait Islander Affairs there were no Aboriginal or Torres Strait Islander Senior Executive Officers;
· 	Only 0.4% of all the Senior Officer level or equivalent positions were filled by Aboriginal or Torres Strait Islanders;
· 	That there are very few Aboriginal or Torres Strait Islander graduates entering into the ACTPS since the Strategy has been in effect; and
· 	That there is a lack of strategic direction on the retention and advancement rates, career and development strategies for Aboriginal and Torres Strait Islanders.
In Chapter 1 the Committee has identified the benefit that could have resulted had the ACTPS adopted a project management approach to the Strategy’s implementation.  The Committee reiterates this view and sees it as one sure way to give the Strategy new impetus.  The Committee also sees that the result of a project management approach would be to ensure delivery of outcomes contained in Recommendation 1 of the WISeR Report to improve Indigenous employment in the South Australian public sector.  The WISeR recommendation states: 
Recommendation 1
It is recommended that the Target of 2% Aboriginal employment in the South Australian public sector be accompanied by sub-targets that measure quality as well as quantity of employment outcomes. These would apply to –
a) retention as well as recruitment rates;
b) all levels of appointment;
c) short term as distinct from ongoing employment;
d) contracts of training as distinct from other employment;
e) employment in Aboriginal-specific units as distinct from employment in broader agency roles.

The Committee endorses the list of things the Elected Body  would like to see: 
· All ACT[PS] Directorates with their own strategies on Aboriginal and Torres Strait Islander Employment, articulating how they will attract Aboriginal and Torres Strait Islander staff through targeted and general recruitment; 
· Attracting Indigenous candidates for the graduate and cadetship program; 
· Development of career pathways and clearly articulated development opportunities for Aboriginal and Torres Strait Islander staff; 
· Suggestion of secondment opportunities, for staff to move into other directorates, and for community in[put] to ACT Government directorates;
· Targeted promotion of the ACT Government as a career choice, utilising current staff and real stories of success;
· The development and implementation of ‘Cross Cultural’ training, uniformly across all ACT Government agencies;
· Reportable targets including salary levels and permanency of Aboriginal and Torres Strait Islander officers reported not only in the State of the Service Report but accurately by ACT Government agencies in their annual reports;
· Conducting staff surveys to gauge interest and concerns for  Aboriginal and Torres Strait Islander staff;
· Analysis of staff working in ACT Government, progression/promotion, development opportunities, retention and separations;
· Ensuring exit surveys are conducted to gain valuable feedback that will inform practices and targeted efforts for attraction and retention;
· Evaluations of employment programs used to attract Aboriginal and Torres Strait Islander staff including the components of career pathways, mentoring, supervisor/manager responsibilities and effectiveness as well as tracking separations; and
· A recommitment to the employment of Aboriginal and Torres Strait Islander peoples and a commitment from government on the economic participation of all Aboriginal and Torres Strait Islander Canberrans.[footnoteRef:172]  [172:     	ACT Aboriginal and Torres Strait Islander Elected Body, [Submission to the Standing Committee on Health, Ageing, Community and Social Services for the Inquiry into ACT Public Service Aboriginal and Torres Strait Islander Employment ], Canberra, 2013, p.[ 3]. ] 





The Committee commends the ACTPS for its endeavours to implement the Employment Strategy.   The Employment Strategy is focussed in the right direction but much more needs to be done.  The Committee’s assessment of the Strategy’s performance to date is summarised in Appendix E.  	




Dr Chris Bourke MLA
Chair
        March 2014
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[bookmark: _Toc383615063]Organisational Maturity Chart
The Organisation Maturity Chart on the following pages is from a report by the University of Queensland’s Centre for Social Responsibility in Mining.  The report is titled, Indigenous Employment in the Minerals Industry






[bookmark: _Toc383615064]Summary of current state of implementation of the Employment Strategy 

	

	Performance measure
	Assessment 

	Improving our capability 

	1. Reports on the achievements of this Employment Strategy (as outlined in the Action Plan and Directorate Action Plans) are provided to the Chief Minister in accordance with the annual progress report requirements under the ACTPS RED Framework.  These reports will also be provided to the ACT Aboriginal and Torres Strait Islander Elected Body.
	

	Retention of Aboriginal and Torres Strait Islander employees in the ACTPs

	2. The difference in representation of Aboriginal and Torres Strait Islander employees across ACTPS classifications and levels, as measured by average remuneration is progressively reduced.
	

	3. The number and percentage share of ACTPS permanent Aboriginal and Torres Strait Islander employees that leave the service is progressively reduced
	

	4. All Aboriginal and Torres Strait Islander employees in the ACTPS have learning and development / career plans.
	

	Attracting Aboriginal and Torres Strait Islander people 

	5. The percentage share of the ACTPS composed of Aboriginal and Torres Strait Islander people progressively increases from 176 (or 0.9 per cent) to 407 employees (or 2 per cent) by 2015.
	

	6. The number and percentage share of new ACTPS permanent employees recruited who tell us they are an Aboriginal or Torres Strait Islander person is progressively increased.
	

	Source:
	ACT Public Service, Employment Strategy for Aboriginal and Torres Strait Islander People [2011-2015], p. 11.



	Key:

	Target will be met by 2015
	1

	Target may be met by 2015
	2

	Target will not be met by 2015
	3
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Statement of Commitment
An important aim of the ACT Government is to provide prosperity 
and quality of life to all Canberrans. Education and a steady regular 
income are two of the basic ingredients of a fulfilling and fruitful 
life.  This Employment Strategy facilitates both for Aboriginal and 
Torres Strait Islander people.


The ACT Government is committed to more than doubling the 
number of Aboriginal and Torres Strait Islander employees in the  
ACT Public Service by 2015.  But we don’t just want numbers.   
We want the expertise and insights that Aboriginal and Torres Strait 


Islander people can provide to improve Government policies and services both to their 
own communities and the public more widely.


This Aboriginal and Torres Strait Islander Employment Strategy 2011-2015 forms part 
of the ACT Public Service overarching Respect, Equity and Diversity Framework and 
establishes the actions to be used by Directorates to increase and maintain employment 
opportunities for Aboriginal and Torres Strait Islander people.


Jon Stanhope MLA 
Chief Minister
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Employment is critical to the economic freedom of all Aboriginal and Torres Strait Islander people.   
As levels of employment rise, so too does our capacity to participate fully in our communities,  
make our own choices and determine our own futures. 


The ACT Aboriginal and Torres Strait Islander Elected Body has worked closely with the ACT 
Government in the formulation of this Employment Strategy and welcomes the commitments 
made by the ACT Government to increase Aboriginal and Torres Strait Islander employment in the  
ACT Public Service and to provide genuine career opportunities for existing and new Aboriginal  
and Torres Strait Islander employees within the Service.


These commitments are mandated under the ‘Public Sector Management Act 1994’.  I look forward  
to seeing the commitments made in the Employment Strategy come to fruition for the benefit of  
all Aboriginal and Torres Strait Islander people seeking offers of genuine employment and 
professional careers in the ACT Public Service.


Terry Williams 
Chair, ACT Aboriginal and Torres Strait Islander Elected Body


I am proud to be associated with the development of the ACT Public Service Employment Strategy  
for Aboriginal and Torres Strait Islander People.


The Employment Strategy is rightly focused on attracting and retaining Aboriginal and Torres Strait 
Islander people to the ACT Public Service through enhanced education and training opportunities, 
mentoring, dedicated employment programs and the use of ‘identified’ positions to overcome 
current inequalities in employment patterns.


The Employment Strategy also stresses the importance of creating a welcoming and friendly work 
environment and valuing the significant contribution that Aboriginal and Torres Strait Islander 
people make to improved service delivery and policy formulation in the ACT Public Service.  I urge 
all ACT Public Service employees to commit themselves to the successful implementation of this 
Employment Strategy.


Catherine Hudson 
Commissioner for Public Administration
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Introduction
The development of an ACT Public Service (ACTPS) Employment Strategy for Aboriginal and 
Torres Strait Islander People originated from the report of the ACT Aboriginal and Torres Strait 
Islander Elected Body Estimates-type hearings, conducted in August 2009.  In that report it was 
recommended that the “ACT Government implement a public sector-wide Aboriginal and Torres 
Strait Islander recruitment, retention and development strategy”.  The report also said that such 
a strategy “is important because jobs have significant impacts on Aboriginal and Torres Strait 
Islander families, including improved economic, health and educational outcomes.”1


In early 2010, the Chief Minister endorsed the development of an Employment Strategy for 
Aboriginal and Torres Strait Islander People (the Employment Strategy) as a priority for the 
Commissioner for Public Administration.


This Employment Strategy forms part of the Government’s overarching Respect, Equity and 
Diversity Framework (RED Framework) and establishes an outline to be used by Directorates to 
increase and maintain Aboriginal and Torres Strait Islander employment participation rates.


Background 
In late 2009, the ACT and Commonwealth Governments entered into a partnership agreement with 
the aim of closing the gap in relation to outcomes for Aboriginal and Torres Strait Islander people. 
As part of the Indigenous Economic Partnership Agreement, the ACT Government committed to 
increase the participation of Aboriginal and Torres Strait Islander people in the ACTPS. 


The ACT Government believes it has an ethical imperative, as well as an obligation under the 
National Partnership Agreement with the Commonwealth to increase its Aboriginal and Torres 
Strait Islander employment rate within the public service. 


In developing the Employment Strategy we have considered research and evaluations of Aboriginal 
and Torres Strait Islander employment strategies used in other jurisdictions.  The research and 
evaluations have shown that an Aboriginal and Torres Strait Islander employment strategy should 
include the following:


•	 education and training initiatives;


•	 supported employment opportunities;


•	 Aboriginal and Torres Strait Islander specific employment programs;


•	 mentoring and workplace initiatives such as buddy systems;


•	 community support and leadership; and


•	 commitment from senior public servants.2


This Employment Strategy and it’s accompanying Action Plan (Appendix A) include all of the above.


1 Report on the outcomes of the ACT Aboriginal and Torres Strait Islander Elected Body Estimates Hearing 2008-09, 2010, p. 29


2 State Services Authority of Victoria, “Indigenous Employment: A Way Forward”, June 2006, p.5
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What’s Happening Now?
As at 30 June 2010, self-identified Aboriginal and Torres Strait Islander employees3 totalled 
176, or 0.9 per cent of the total full-time equivalent ACT public sector workforce.  
Relevant demographics for the 176 Aboriginal and Torres Strait Islander employees are:


•	94 are female and 82 are male;


•	42 per cent are employed as Administrative Officers and 8 per cent are senior officers;


•	60 per cent are employed on a permanent full-time basis, 6 per cent on a permanent  
	 part-time basis, 13 per cent on a temporary full-time basis, 5 per cent on a temporary  
	 part-time basis and 16 per cent on a casual basis;


•	76 per cent have been employed for 5 years or less;


•	the average length of service is 3.8 years; and


•	the Department of Disability, Housing and Community Services and the Canberra 	
	 Institute of Technology have the highest representation of employees identifying  
	 as Aboriginal or Torres Strait Islander (2.6 and 2.1 per cent respectively).4


Our Vision
	 For the ACT Public Service to be seen as an attractive workplace for Aboriginal and  
	 Torres Strait Islander people to seek employment, and to more than double, by 2015, 
	 the employment of Aboriginal and Torres Strait Islander people, across the Service.


For this to occur, efforts to attract and retain Aboriginal and Torres Strait Islander 
employees need to be increased significantly, perceived barriers to promotion (‘glass 
ceiling’) need to be addressed, and average remuneration levels need to be improved.   
A target of more than doubling the headcount of 30 June 2010 has been set.  That  
is increasing from 0.9 per cent (176 employees) to 2 per cent (407 employees).


3 Employee means an officer or a casual or temporary employee who is employed or engaged in the ACTPS under the PSM Act.
4 Commissioner for Public Administration, “ACT Public Service Workforce Profile 2008-2009” and other extrapolated data.


2010       2011       2012       2013       2014       2015


Approximate numbers to 
be recruited per annum 
to meet target


Number of 
employees


CURRENT


Year


176


      407      TARGET


24
33


50


58


66


200
233


283


341
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Our Objectives
1. To make the ACT Public Service an attractive workplace for Aboriginal and  
	 Torres Strait Islander people.


	 We will do this by:


•	Increasing cultural diversity and competency for all employees.


•	Ensuring that all ACT Government Directorates have an Aboriginal and Torres Strait Islander  
	 employment action plan that incorporates measures to address each of the objectives outlined  
	 in the whole-of-Government Aboriginal and Torres Strait Islander Employment Action Plan.


•	Improving opportunities for inclusion and engagement through social networking.


•	Establishing a dedicated whole-of-Government Aboriginal and Torres Strait Islander  
	 Employment Service.


•	Establishing a sub-committee of the Human Resource Council to manage HR issues concerning  
	 Aboriginal and Torres Strait Islander employment and to evaluate the effectiveness of the whole- 
	 of-Government Employment Strategy for Aboriginal and Torres Strait Islander people.


•	Increasing the commitment to employ Aboriginal and Torres Strait Islander people through an  
	 undertaking contained in each Director-General’s contract of employment and performance 
	 agreement.


•	Developing a promotional campaign to inform the Aboriginal and Torres Strait Islander community  
	 that the ACT Public Service delivers programs and services to the Aboriginal and Torres Strait 
	 Islander community and is recruiting Aboriginal and Torres Strait Islander employees to develop  
	 and deliver these programs and services.


2. To attract Aboriginal and Torres Strait Islander people to seek employment  
	 in the ACT Public Service.


	 We will do this by:


•	Prescribing identified positions (including in Graduate and Traineeship Programs) for Aboriginal  
	 and Torres Strait Islander people.


•	Ongoing development of Equal Employment Opportunity Programs under the Public Sector  
	 Management Act 1994 (the PSM Act) and Standards to assist Aboriginal and Torres Strait Islander 
	 people secure and maintain employment in the ACTPS.


•	Exploring, developing, and introducing alternative and innovative culturally-inclusive recruitment 
	 methods and selection tools.


• Increasing Aboriginal and Torres Strait Islander representation on interview panels and  
	 selection processes.


•	Revising HR processes and tracking workforce data.


•	Promoting the ACTPS as an attractive workplace through an active and flexible work experience  
	 program for high school students and for those re-entering the workforce. 
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•	Making educational and employment opportunities available through scholarships, 
	 cadetships, traineeships, graduate positions, and flexible work experience programs.


• Encouraging an ACTPS presence at local Aboriginal and Torres Strait Islander events.


• Encouraging school leavers and job seekers to apply for ACTPS positions by utilising  
	 Aboriginal and Torres Strait Islander employees to promote the ACTPS at career expos,  
	 road shows and local Aboriginal and Torres Strait Islander community events and functions.


3. To retain Aboriginal and Torres Strait Islander people within the ACT  
	 Public Service.


	 We will do this by:


• Developing and promoting an induction program that is culturally inclusive and that  
	 values Aboriginal and Torres Strait Islander employees.


• Promoting and supporting the ACT Public Service Indigenous Network.


• Promoting and observing dates and events of significance to Aboriginal and Torres  
	 Strait Islander people.


• Developing and implementing Aboriginal and Torres Strait Islander mentoring,  
	 buddy and coaching programs.


• Improving mobility opportunities for Aboriginal and Torres Strait Islander employees.


4. To improve the capacity of Aboriginal and Torres Strait Islander people  
	 in the ACT Public Service.


	 We will do this by:


• Committing to the development of individual career pathways for Aboriginal and  
	 Torres Strait Islander employees.


• Developing a framework for increasing career pathways and skill development 
	  through ‘on-the-job’ and ‘off-the-job’ mechanisms.


• Increasing opportunities for educational advancement – including vocational  
	 education and training; and graduate and post-graduate study.


• Ensuring access to professional development programs.


5. To ensure that the ACT Public Service assesses and reports on the progress 
	 of implementing the Strategy


	 We will do this by:


• Ensuring that all ACT Government Directorates report annually against the key  
	 objectives and actions of their Employment Strategy for Aboriginal and Torres  
	 Strait Islander People through the RED Framework.


• Preparing a whole-of-Government report on Aboriginal and Torres Strait Islander 
	 employee numbers through the annual Workforce Profile.
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Key Performance Measures
A number of actions to enable the ACTPS to meet these objectives are outlined in the Employment 
Strategy’s Action Plan (Appendix A).  To measure the effectiveness of those actions and this 
Employment Strategy, high level indicators have been developed that align with the objectives  
of improving capability and attracting and retaining employees.


Improving our capability
1. Reports on the achievements of this Employment Strategy (as outlined in the Action Plan and 
Directorate Action Plans) are provided to the Chief Minister in accordance with the annual progress 
report requirements under the ACTPS RED Framework.  These reports will also be provided to the 
ACT Aboriginal and Torres Strait Islander Elected Body.


Retaining Aboriginal and Torres Strait Islander employees in the ACTPS
2. The difference in representation of Aboriginal and Torres Strait Islander employees across ACTPS 
	 classifications and levels, as measured by average remuneration is progressively reduced.5


3. The number and percentage share of ACTPS permanent Aboriginal and Torres Strait Islander 
	 employees that leave the service is progressively reduced.6


4. All Aboriginal and Torres Strait Islander employees in the ACTPS have learning and development/ 
	 career plans.


Attracting Aboriginal and Torres Strait Islander people to the ACTPS
5. The percentage share of the ACTPS composed of Aboriginal and Torres Strait Islander people  
	 progressively increases from 176 (or 0.9 per cent) to 407 employees (or 2 per cent) by 2015.7


6. The number and percentage share of new ACTPS permanent employees recruited who tell  
	 us they are an Aboriginal or Torres Strait Islander person is progressively increased.


Measuring Success
The key indicators for measuring the success of the Employment Strategy are:


• implementation of the actions that underpin this Employment Strategy and their outcomes;


• improved performance against the key performance measures outlined above; and


• increased reporting of Aboriginal and Torres Strait Islander status across the ACTPS –  
	 indicating individuals in the workplace feel more comfortable telling us about their heritage.


5 This indicator aims to show that career opportunities and outcomes for Aboriginal and Torres Strait Islander people are  
   non-discriminatory and consistent across the whole of the ACTPS workforce.


6 This indicator refers to the lowering of the separation rate for  employees in the ACTPS.


7 Figures refer to headcount, not Full Time Equivalents (FTE) and the percentages are based on the June 2010 headcount.
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Monitoring and Evaluation
Monitoring and evaluating our performance is a key component of ensuring that 
the capacity and capability of the ACTPS to attract and retain Aboriginal and Torres 
Strait Islander people is continually improving and that learning and development 
opportunities are provided for Aboriginal and Torres Strait Islander employees.


As a component of the annual Respect, Equity and Diversity Progress Report to the  
Chief Minister, an update will be provided against the key performance measures 
outlined above along with a progress report on the implementation of the Action  
Plan and Directorate Action plans for this Employment Strategy.


Legislative Mandate
All Directors-General, Directorates and employees have obligations under Federal 
and Territory legislation to actively ensure equity in access to employment and career 
development opportunities.  Section 40 of the PSM Act requires the development of 
equal employment opportunity programs and Section 65 provides for modified selection 
processes in cases of identified positions.  


EEO programs must be designed to ensure that action is taken to eliminate discrimination 
in employment matters and enable people in designated groups to compete for promotion 
and transfer in the Service and pursue careers in the Service as effectively as other people.


Relevant legislation includes:


		  ACT Legislation
	 -	 Public Sector Management Act 1994;


	 -	 Human Rights Act 2004;


	 -	 Discrimination Act (ACT) 1991;


	 -	 Legislative Assembly (member’s staff) Act 1989;


	 -	 Territory Records Act 2002.


	 	 Commonwealth Legislation
	 -	 Fair Work Act 2009;


	 -	 Disability Discrimination Act 1992;


	 -	 Equal Employment Opportunity for Women  
		  in the Workplace Act 1999;


	 -	 Privacy Act 1988;


	 -	 Racial Discrimination Act 1975.
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Definitions 
For the purpose of this Employment Strategy an Aboriginal person is defined as someone:


i.	 of Aboriginal descent; and


ii.	 who identifies as an Aboriginal person; and


iii.	 who is accepted as an Aboriginal person by the community in which s/he lives.


For the purpose of this Employment Strategy a Torres Strait Islander person is defined as someone: 


i.	 of Torres Strait Islander descent; and


ii.	 who identifies as a Torres Strait Islander person; and


iii.	 who is accepted as a Torres Strait Islander person by the community in which s/he lives.8


8 Gardiner-Garden, John, “The Definition of Aboriginality”, Research Note 18 2000-01,  
    http://www.aph.gov.au/library/pubs/rn/2000-01/01RN18.htm
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Appendix A


Aboriginal and Torres Strait Islander 
Employment Strategy  
Action Plan
The Aboriginal and Torres Strait Islander Employment Action Plan outlines initiatives/actions 
to enable the objectives of the Aboriginal and Torres Strait Islander Employment Strategy 
to be met.


To help define the actions required, initiatives/actions have been outlined under key 
areas, aligned to the objectives contained in the Aboriginal and Torres Strait Islander 
Employment Strategy:


1. To make the ACTPS an attractive workplace for Aboriginal and Torres Strait Islander people;


2. To attract Aboriginal and Torres Strait Islander people to work in the ACTPS;


3. To retain Aboriginal and Torres Strait Islander people within the ACTPS;


4. To improve capability by providing career development opportunities for Aboriginal  
	 and Torres Strait Islander employees; and


5. To build ACTPS capacity to implement and evaluate the Employment Strategy.


How this Employment Strategy Action Plan works:


This Action Plan is aligned with the RED Framework Action Plan.  The Action plan:


•	determines initiatives/actions;


•	notes who is responsible for the completion of the actions;


•	enables Directorates to define other actions to meet their specific workforce challenges;


•	provides a reporting tool to monitor progress against the high level indicators; and


•	forms a component of the Annual Respect, Equity and Diversity Progress Report to  
	 the Chief Minister.


Actions in    should be contained in each Directorate’s Employment Strategy for 
Aboriginal and Torres Strait Islander People Action Plan. The inclusion of other actions  
will depend on the size of the Directorate, the programs it offers, the type and number  
of clients it services, and available resources.
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www.cmd.act.gov.au/governance/public/ES


The Employment Strategy for Aboriginal and Torres Strait  


Islander People is produced by the Chief Minister’s Directorate.  


For further information, please contact 02 6205 0358.
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Table 9: Organisational Maturity Chart


1. NO INTEREST 2. TOKEN


LEADERSHIP Senior management believe it is “not
necessary in our business”


Senior management believe it is “too hard” or “we
don’t know how to do it”


POLICY No policy Vague policy


STANDARDS No Indigenous employment standards No Indigenous employment standards


AGREEMENT No agreement Vague agreement commitments


TARGETS No targets No targets and Indigenous employees poorly
defined


PLANNING No Indigenous employment plan No Indigenous employment in plan
Little resourcing
Resourcing applied to external initiatives


COMPETENT PEOPLE No Community Relations people with
Indigenous competencies


Few, if any, personnel with Indigenous
competencies


READINESS, RECRUITMENT &
RETENTION SYSTEMS


Mainstream recruitment systems,
procedures and practices are used


Same as 1. Statements made about commitment
but mainstream practices used


CULTURAL AWARENESS None Cultural awareness acknowledged but training
perceived as unnecessary


RECOGNITION & REWARD Not in role descriptions or recognition /
reward systems


Indigenous employment is not in role descriptions
or in recognition / reward systems


MEASUREMENT None Indigenous employment is not measured or
reported


DOCUMENT CONTROL None Indigenous employment and training policy and
planning documents not subject to document
control


CORRECTIVE & PREVENTIVE
ACTION


No system in place A corrective and preventive action system
incorporated in HSE


ASSESSMENT None Internal and external assessments are 
established for HSE


PARTNERSHIPS No partnership Partnerships are established with government
departments and NGOs for purposes other than
Indigenous employment


INDIGENOUS EMPLOYMENT No Indigenous employees Few Indigenous employees and they may not be
officially identified as such
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3. COMMITTED 4. COMMITTED, CAPABLE 5. COMMITTED, CAPABLE,
CONSISTENT


63


C
S


R
M


P
ro


je
ct


 R
ep


or
t


Senior management has signed off on the
business case for IE & articulated commitment to
operations & Competent Community Relations
people in corporate roles


Same as 3 Same as 3 & 4


Indigenous employment policy developed &
communicated


Same as 3 Same as 3


Indigenous employment standards being
developed


Indigenous employment standard
implemented


Same as 4


Agreement with Indigenous employment &
training clauses


Agreement has specific performance
standards and local demographic
identified


Same as 4


Specific targets perceived as not necessary for
Indigenous employment


Yearly targets are being set and achieved in
operator, trade & supervisory roles


Same as 4


Indigenous employment is in the yearly plan
Adequate budget has been allocated
STEP or corporate leaders contract is in place


Yearly Indigenous employment plans are
documented, prioritised by risk ranking,
who, what, when and review is identified.
Same as 3


Same as 4


Competent Indigenous diversity personnel
Community & Training roles in the operation


Same as 3
Competent Indigenous diversity
personnel in HR


Diversity embedded
throughout the operation


Diverse readiness, recruitment and retention
systems are in operation
Traineeship and apprenticeship programs are
operating
Systems are owned by Community or Training


Diverse readiness, recruitment, retention
systems, traineeship and apprenticeship
programs are embedded and successful
Systems are owned by HR


Same as 4


Cultural awareness training is conducted for all
new employees


Cultural awareness training is
compulsory and conducted for all
employees and contractors
Cultural awareness training is part of
Indigenous employment Inductions


Same as 4 
Regular ‘refresher ‘ training is
compulsory for all employees
and contractors


Indigenous employment is in some role descriptions
and some roles are recognised / rewarded for
Indigenous employment performance


Same as 3 and line leadership is also
included
Operational leadership is committed


Same as 4


Indigenous employment targets are measured
and reported to site requirements


Indigenous employment targets have
defined lead & lag measures are
recorded & reported in the same manner
as other site KPIs


Same as 4


Some Indigenous employment and training
related procedures and practices are
documented


All Indigenous employment and training
related procedures and practices are
documented


Same as 4


Corrective and preventive actions occur in an
ad hoc unrecorded manner and incidents are
subject to re-occurrence


A corrective and preventive
Action system is in place


A corrective and preventive
action system is embedded


Internal and external audits are established for
AQF traineeships and apprenticeships


Internal and external assessments /
audits are established and include
Indigenous employment.
Plus, same as 3


A corrective and preventive
actions system operates for
HSE


Relationships are being developed with
Indigenous people
Ad hoc partnerships are established with
government departments and NGOs


There are robust relationships with
Indigenous people – regional
partnerships are being developed to
improve education, training, health and
employment outcomes


Robust regional partnerships
are delivering sustainable
Indigenous education,
training, health and
employment outcomes


Indigenous employees are in semi skilled roles,
traineeships and apprenticeships


Many Indigenous employees in semi-
skilled, trade and supervisory levels, a
few superintendents and managers


Sustained Indigenous
employment levels at, or above
the regional demographic and
at all / most levels










