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Background 

• The new Government has committed to increase First Nations employment in the APS from 3.5% to
5% by 2030.

• The APSC is currently reviewing the Commonwealth Aboriginal and Torres Strait Islander Workforce
Strategy 2020-2024.

• As it currently stands, the Strategy also commits the APS to certain aspirational stretch targets for
First Nations representation at different classifications (see Table A below for details of these targets
and how DEWR compares against them).

Table A: APS Classification and APS-wide targets at DEWR, as at 30 September 2022 

Classification Number of First 
Nations employees 

% of DEWR 
classification 

APS-wide 
targets 

APS1 – APS3   No target 
APS4 – APS6 44 3.4% 5% by 2022 

EL1 – EL 2 22 1.5% 5% by 2024 
SES 0 0% 3% by 2024 

TOTAL   
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Support for First Nations staff 

• DEWR provides a number of support mechanisms for our First Nations employees that include health 
and wellbeing, cultural and career development support. 

• As a new department, DEWR is in the process of establishing its: 

o Reconciliation Action Plan (RAP), which will identify actions to drive change and ensure we 
maintain a culturally safe environment. 

o First Nations employee network and Indigenous Champion to help promote workplace 
inclusion for First Nations employees. 

• DEWR continues to work towards increasing our First Nations representation by: 

o leading the delivery of the Whole of Government Indigenous Australian Government 
Development Program – an entry level program with placements in 16 APS agencies and 
locations around Australia. 

o participating in Whole of Government bulk recruitment activities such as the Indigenous 
Graduate Recruitment program run by the Australian Public Service Commission. 

• To build cultural capability, DEWR: 

o participates in the Jawun Secondment program which allows staff to apply their skills and 
knowledge to a project while building meaningful relationships with First Nations people.  

o supports senior executives to attend the Garma festival - Australia’s leading Indigenous 
cultural exchange event and a national hub with discussion, policy and action formulation. 

• To support our First Nations staff, DEWR: 

o has an Indigenous Liaison Officer (ILO) to provide cultural support and advice on 
departmental initiatives relating to Aboriginal and Torres Strait Islander employment and 
development. 

o celebrates NAIDOC Week (3 – 10 July 2023) and Reconciliation Week (27 May – 3 June 
2023) to support reconciliation efforts in the department and highlight contributions from 
First Nations employees.  

o provides Ceremonial leave for First Nations employees which consists of a maximum 20 
days leave without pay for any ceremonial obligations. All staff can access one day of paid 
leave to attend a NAIDOC event.  

o provides an Aboriginal and Torres Strait Islander Support Line through our Employee 
Assistance Program (EAP).  

o has a Yarning Room (located on Level 11, 50 Marcus Clarke Street) to provide a culturally 
safe environment to engage in traditional and formal yarning.  

Summary of attachments  

Attachment A Guide for discussion  

Attachment B DEWR Diversity Dashboard - September 2022 
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Background Points and Proposed Areas for Discussion 

 
Discission Point 1. Appointing our First Nations Champion/s and establishing our First Nations staff 
network 
 

• We don’t currently have any First Nations people who are SES – this is something that I want 
to really look at with you. 

• We launched our campaign for foundation members of our employee networks in mid-
September. Since the launch, we have had 23 responses for the First Nations employee 
network. 

Department of Employment and Workplace Relations – Documents released under FOI – LEX 1048 
5 of 107

s 22(1)



 

 

OFFICIAL: Sensitive 

OFFICIAL: Sensitive 

• At the same time, we’ve been busy behind the scenes looking for and appointing Champions 
to their roles.  

• In DEWR, we currently have no First Nations SES, and so, naturally, we thought about 
whether we should – and how we might – have a Champion who identifies as a First Nations 
person. 

• We have two nominations from SES who are passionate about supporting our Indigenous 
network but I wanted to discuss the option of extending the invitation to EL2s to be a co-
champion. Our thinking is that this would assist in embedding lived experience while also 
ensuring a visible, senior advocate for First Nations people and issues. 

 

  

  
 

 

Discussion Point 2. Recruitment, retention and career development of our First Nations staff 

• The new Government has committed to increase First Nations employment in the APS from 
3.5% to 5% by 2030.  

  
 

• The Australian Public Service Commission is also reviewing the current Commonwealth 
Aboriginal and Torres Strait Islander Workforce Strategy 2020-2024, which includes targets 
for the APS for First Nations representation: 

o There’s no APS target for APS1-3, but we are sitting at 2.7% 
o APS 4-6 – the target is 5% by 2022, and we are sitting at 3.4% 
o EL1-2 – the target is 5% by 2024, and we are sitting at 1.5% 
o SES – the target is 3% by 2024, and we are sitting at 0. 

• In addition, we are working with the National Indigenous Australians Agency and the APSC on 
developing strategies to increase the number of SES who identify as Aboriginal and/or Torres 
Strait Islander.  is chairing the APS-wide working group. 
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Discussion Point 3. DEWR’s governance over our First Nations business, including the development 
of our Reconciliation Action Plan (RAP) 

• We have been working on establishing DEWR’s governance arrangements, including the 
People Committee. 

  
 

  

  
 

  
 

 
  

• We are proposing that our new People Committee will be responsible for First Nations 
business, including developing, implementing, and monitoring DEWR’s Reconciliation Action 
Plan (RAP). Consideration of First Nations issues within all policy related work will be a crucial 
role for Executive Board.  

• Development of our RAP will begin after the First Nations Champion/s and network is 
established. A RAP working group, chaired by the Champion, would be established under the 
People Committee to develop the RAP. 

 

  
 

  

  
 

  

  

 

Discussion Point 4. DEWR’s Closing the Gap targets and priorities 

• The National Agreement on Closing the Gap is a commitment to a significant shift in the way 
all governments work with Aboriginal and Torres Strait Islander people to overcome 
inequality and achieve socio-economic and life outcomes equal to all Australians. The priority 
reforms are the shared responsibility of all government departments, and are as follows:  

o Formal Partnership and Shared Decision Making 

o Building the Community Controlled Sector  

o Transforming Government Organisations  

o Shared Access to Data and Information at a Regional Level 
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Discussion Point 5. Identifying in the workplace 

• At 30 September 2022, 69 employees identify as Aboriginal and/or Torres Strait Islander in 
the HR reporting system (SAP).  
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Issues 

• On 27 October 2022, you met with DEWR’s First Nations EL staff. The meeting covered the 
establishment of the First Nations employee network, governance of First Nations business in DEWR, 
and staff views on attraction and retention.  

• It was agreed at the meeting you would meet with the EL cohort again in early 2023 and this meeting 
has been scheduled for 7 March 2023.  

• Attachment A is the proposed agenda, which has been consulted on with the First Nations cohort 

• Attachment B provides a guide for the meeting’s discussion. Staff may wish to, and are encouraged 
to, raise other issues and topics as the meeting progresses. 

 
Background 

• The actions arising from the previous 27 October 2022 meeting were: 
 

Outcomes and Actions Status 

Establish the network as a priority with  
 Co-Champions 

Update to be provided at 
the 22 February meeting 

Schedule another meeting with  and ELs in February 2022 Completed 

 will meet with DEWR’s  Indigenous Australian Graduate 
Development Program (IAGDP) participants;  to 
organise a time with her office 

Completed 

 

• Monday, 13 February 2023 marked the 15th anniversary of the National Apology to the Stolen 
Generations by the Australian Government. An article was provided on the DEWR intranet and a 
banner of the apology was displayed in the foyer of Marcus Clarke. 

• Our Indigenous Co-Champions, , have been working with foundation 
members to set up the Aboriginal and Torres Strait Islander Network. 

• Representatives from all diversity networks, including First Nations, have been invited to attend a 
DEWR culture workshop on 23 February. 

• The Organisation Design Branch has commenced planning for National Reconciliation Week 
(27 May – 3 June 2023) and will involve the Network in this work.  

• Calls for Round 2 Jawun nominations closed 27 January 2023 and there was strong interest with six 
nominations received. The Jawun program allows staff to apply their skills and knowledge to a 
project while building meaningful relationships with First Nations people. 

• The development of DEWR’s Reconciliation Action Plan (RAP) remains a priority with work to 
commence soon.  

o It is proposed that our new People Committee (when established) would be responsible for 

First Nations business, including DEWR’s RAP. It is proposed DEWR would establish a RAP 

working group under the People Committee to develop the RAP. 

• DEWR is contributing to the development of the 2023 Commonwealth Closing the Gap 
Implementation Plan (Implementation Plan) which outlines the Commonwealth’s strategic priorities 
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for Closing the Gap, DEWR has involvement in implementation of 4 priorities including Priority 
Reform 3 – Transforming Government Organisations which we will focus on at this meeting. 

• Earlier this year the department advertised an EOI for senior Aboriginal and Torres Strait Islander 
policy professionals to apply for a secondment opportunity with the Coalition of Peaks. 

• The new Government has committed to increase First Nations employment in the APS from 3.5 per 
cent to 5 per cent by 2030. In addition, the Commonwealth Aboriginal and Torres Strait Islander 
Workforce Strategy 2020-2024 commits the APS to certain aspirational stretch targets for First 
Nations representation at different classifications (see Table A below for details of these targets and 
how DEWR compares against them). 

Table A: APS Classification and APS-wide targets at DEWR, as at 31 January 2023 

Classification Number of First 
Nations employees 

% of DEWR 
classification 

APS-wide targets 

APS1 – APS3   No target 
APS4 – APS6 44 3.2% 5% by 2022 

EL1 – EL 2 16 1.0% 5% by 2024 
SES   3% by 2024 

TOTAL 65 2.08%  

• The number of First Nations staff in DEWR has dropped since 30 September 2022 from 69 to 65 staff. 

 
Summary of attachments  

Attachment A 22 February 2022 Agenda 

Attachment B Discussion points for meeting 
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Background Points and Proposed Areas for Discussion 

 

 
2. Action items and Recap of 27 October 2022 meeting (Chair) 

In our first meeting we spoke about setting up the employee network, governance of First Nations 

business in DEWR, and staff views on attraction and retention. 

The three action items from the 27 October meeting last year have been actioned:  

• setting up of the employee network as a priority  will provide an 

update at today’s meeting) 

• schedule another EL meeting with the Deputies and Secretary (today’s meeting) 

• Secretary to meet with DEWR’s Indigenous Australian Graduate Development Program 
participants.  
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3. Introduction of our First Nations Co-Champions and Network Update (Co-Champions) 
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Discussion Point 1. DEWR’s Closing the Gap responsibilities with a focus on Priority Reform 3: 

Transforming Government Organisations  

(This may be a follow on from the update on Closing the Gap and our response to Alice Springs) 

• Some of what I am going to say now is probably familiar to you, but I think it’s worth getting 
us all on the same page to have an open discussion – I do want to hear your views. 

• The National Agreement on Closing the Gap was developed in partnership between 
Australian governments and the Coalition of Peaks. It is divided into four priority reform 
areas. 

• Priority Reform 3 is transforming government organisations, so they work better for First 
Nations people – covering the following elements: 

o eliminating racism 
o providing a culturally safe workplace 
o delivering services in partnership with First Nations organisations, communities and 

people 
o supporting First Nations cultures 
o improving engagement with First Nations people. 

 

• To date, most organisations (including APS agencies) have been focused on corporate actions 
– cultural awareness training, NAIDOC and National Reconciliation Week events, RAP 
development and implementation. 

• Looking beyond corporate, many of the transformation levers sit in our line areas and involve 
changing the way the organisation interacts with First Nations people (in areas like 
processes, policy, programs and service delivery). And so, there is a growing awareness we 
need to also focus on these organisational areas and functions. 

 

  
  

  

  
 

 

Discussion Point 2. Retention of our First Nations staff 

•  
 this year we have IAGDP recruits 

but no First Nations graduates. 

•  
 

  

• While we are seeking to recruit and retain First Nations people through our entry level 
programs, we are also seeking to recruit at all levels.  just before 
Christmas to provide senior leadership on our work in Closing the Gap and we are actively 
seeking to bring in First Nations people at all levels. But we can always do more. 
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Discussion Point 3. DEWR’s governance over our First Nations business, including the development 
of our Reconciliation Action Plan (RAP) 

• We have been working on establishing DEWR’s governance arrangements, including the 
establishment of the People Committee.  

• As a new department, we need to establish and own our governance arrangements that 
ensure First Nations voices are represented across the issues that affect First Nations people. 

• We are proposing that our new People Committee will be responsible for First Nations 
business, including developing, implementing, and monitoring DEWR’s Reconciliation Action 
Plan (RAP). Consideration of First Nations issues within all policy related work will be a crucial 
role for Executive Board.  

• Development of our RAP will begin shortly. We are thinking that we would establish a RAP 
working group under the People Committee to develop the RAP. 
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EXECUTIVE BOARD MEETING 
31 October 2023 

Agenda Item 6: HR Quarterly Reporting – WHS and Workforce Metrics 

c. We are not on track to meet our targets for First Nations representation in the
department. Work on our Reconciliation Action Plan will include steps to address
this.
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Department of Employment and Workplace Relations – Documents released under FOI – LEX 1048 
21 of 107

s 
2
2
(
1)

s 22(1)



OFFICIAL 

Page 2 of 3 

OFFICIAL 

  
 

 
 

 

 

 
  

 
 

 
 

  

 
 

  

Diversity – First Nations representation not on track to meet government targets 

13. We are currently not on track to meet government targets for employment of First Nations 
peoples in Commonwealth agencies. Representation varies between divisions with low 
representation in technical areas such as ICT (Digital Solutions Division and Technology and 
Services Division), data (Jobs and Skills Australia) and legal (Workplace Relations Group). First 
Nations representation at Executive and Senior Executive levels is also lower than 
representation, generally.  

14. We have commenced developing our first Reconciliation Action Plan to launch in 2024 which 
will focus on initiatives to progress Reconciliation, and the development of a Diversity and 
Inclusion Strategy to outline key actions to achieve Commonwealth diversity targets is planned 
for later this financial year. 
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Attachment 
A – People Report DEWR 
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 MEETING PAPER 

EXECUTIVE BOARD MEETING |  

5 MARCH 2024

Agenda Item 4: Spotlight Report on our First Nations Workforce 
Purpose 
1. To provide the Executive Board (the Board) with an analysis of our First Nations workforce to

inform a discussion on ways to improve First Nations representation in the department to
achieve Commonwealth targets.

Proposed Resolution 
2. It is recommended the Board discuss the First Nations Workforce Spotlight Report at

Attachment A.

Issues 
3. As at 31 December 2023, our First Nations employees represent 2.1% (82) of our employee

headcount. This includes:
a. SES - 1.4%
b. EL 1 and 2 - 1.3%
c. APS4 to 6 - 2.9%.

4. To achieve 5% First Nations employee representation by no later than 2030, we must recruit
and retain a minimum of 204 First Nations employees (or 34 employees per year). This estimate
is calculated based on our employee headcount at 31 December 2023 and accounts for an
average loss of 1.3 First Nations employees per month.

5. While initiatives at the department-level can achieve systemic change, the everyday behaviours
and decisions of managers that involve attracting, developing and retaining their employees will
have the most significant influence on our First Nations workforce.

6. A First Nations Workforce Spotlight Report at Attachment A provides an analysis of attraction
and retention metrics for our First Nations workforce. It summarises existing First Nations
initiatives, those that are in development, and identifies 5 areas managers can focus their
efforts to increase First Nations employment. These include:

a. advertising with impact
b. rethinking affirmative measures recruitment
c. leveraging our national footprint
d. supporting career development
e. building cultural capability.

Next steps 
8. With input from the Board’s discussion, the recommended areas of focus for managers will be

published on the intranet and promoted for use.
9. The Board is encouraged to share Attachment A with leaders in their group to promote early

adoption and progress.

Background 

Document 8
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10. The Commonwealth Aboriginal and Torres Strait Islander Workforce Strategy 2020-24 set 
stretch targets for First Nations representation across the APS 4-6 (5%), Executive Level (5%) 
and SES (3%) cohorts by 2024.  

11. The Boosting First Nations Employment chapter of the 2022-23 State of the Service Report 
reiterates the Australian Government’s commitment to increasing First Nations employment in 
the Australian Public Service to 5% by 2030.  

12. Our Strategic Workforce Plan 2023-26 reflects our commitment to embed First Nations 
inclusion initiatives, which includes achieving a minimum target of 5% First Nations employee 
representation by 2030. 

13. On 31 October 2023, the Board reviewed the Quarterly People Report which highlighted that 
First Nations employees were not on track to meet targets. Members requested a return to the 
Board with further information to discuss short-term levers that could improve our First Nations 
representation. 

Consultation  
14. In developing the First Nations Spotlight Report and identifying opportunities to increase First 

Nations employment we consulted with the Closing the Gap Branch and Services Australia. 
Services Australia was sought out for advice as it is exceeding the Commonwealth target, with 
5.9% First Nations employee representation, as at 30 June 2023.   

Outcome Message 
15. The Executive Board discussed a report on First Nations employment in the department and 

approaches all managers can use to increase attraction, development and retention of First 
Nations employees, in line with our commitment to achieve 5% First Nations employee 
representation by 2030. 

Attachments 

A – First Nations Workforce Spotlight Report 
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Executive summary 
While separation rates are steady and low, commencements of First Nations employees are also 

steady and low. As a result, we must make a concerted effort to increase First Nations 

representation in the department to 5% by 2023. This will require recruiting and retaining 204 First 

Nations employees (or 34 per year), based on our headcount at 31 December 2023 and rate of First 

Nations employee separations.  

Several department-wide programs, initiatives or strategies are in place or underway, including the 

development of our Reconciliation Action Plan and participation in the SES 100 initiative which will 

create a merit pool of First Nations SES employees. Nonetheless, the everyday behaviours and 

decision-making of managers about the attraction, recruitment and development of First Nations 

employees has a significant influence on our ability to achieve rapid change in First Nations 

representation.   

This report recommends 5 areas where managers at all levels can action to make a significant and 

positive impact on our First Nations workforce. These 5 areas are listed here and explored in detail 

from page 10:  

1. advertising with impact 
2. rethinking affirmative measures recruitment 
3. leveraging our national footprint 
4. supporting career development 
5. building cultural capability.   

Introduction 
The Commonwealth Aboriginal and Torres Strait Islander Workforce Strategy 2020-24 sets stretch 
targets for First Nations representation across the APS4-6 (5%), Executive Level (5%) and Senior 
Executive Service (3%) cohorts by 2024.  
 
In addition, through the 2023-24 Budget the Australian Government committed to increasing 
employment of First Nations Australians in the Australian Public Service (APS) to 5% by 2030. These 
efforts contribute to making the APS a model employer and transforming government organisations, 
which are APS Reform and Closing the Gap priorities.  
 
Our Strategic Workforce Plan 2023-26 reflects our commitment to embed First Nations inclusion 
initiatives, which includes achieving a minimum target of 5% First Nations employee representation 
by 2030. 
 
This report explores First Nations workforce metrics to assess our efforts to meeting these objectives 
and identifies actionable insights for all managers to use in their teams and create rapid change 
across the department.  
 

Current state 
At 31 December 2023, 2.1% of our employees identified as First Nations Australians. This is 2.9% 

below our target of 5% and below the proportion of First Nations employees across the APS (3.5%)1.  

 
1 APS at a glance | Australian Public Service Commission (apsc.gov.au) 

Department of Employment and Workplace Relations – Documents released under FOI – LEX 1048 
38 of 107



 

 SEC: OFFICIAL First Nations Workforce Spotlight Report | 4 

 

OFFICIAL: Sensitive 

OFFICIAL: Sensitive 

At 30 June 2023, 3 APS agencies were exceeding the 5% target, whilst we ranked 11th in 

comparison, see Figure 12.  

 

Based on our current state, we must recruit and retain 204 First Nations employees (or 34 per year), 

to meet the minimum target of 5% First Nations representation by 2030 and offset natural attrition.  

This will require the collective efforts of all managers in addition to department-wide initiatives.  

Attracting First Nations Australians 
The top 3 agencies (the Department of Climate Change, Energy, the Environment and Water, 

Services Australia and the Department of Social Services) all perform work that would offer strong 

appeal to First Nations Australians through a connection to Country or a connection to communities 

to improve lives and wellbeing. Employment and Workforce Group (2.7%) and Skills and Training 

Group (2.1%) have the highest percentage of First Nations employees in the department, suggesting 

the work of these groups may be most appealing to First Nations Australians.  

More than half of our First Nations employees are located in Canberra (54.5%). As an organisation 

with a national presence, work programs that require work to be delivered in other states and the 

Northern Territory provide an opportunity to attract First Nations Australians.   

 
2 APS First Nations employment | Australian Public Service Commission (apsc.gov.au) 

Figure 1. First Nations employees by agency (at 30 June 2023) 
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Walking together today: current First Nations workforce initiatives 
We have a broad range of initiatives currently in place to improve the attraction, development and 

retention First Nations employees.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Recruitment initiatives: 

• Identified positions: In 2023, all SES roles were 

identified positions to ensure SES foster a safe 

workplace for First Nations employees. For all other 

vacancies at the APS and EL level, the delegate 

decides if a position is an identified position. 

• Affirmative measures: The APSC has an Affirmative 

Measures Recruitment Hub, which offers resources 

for hiring managers. Our own Affirmative Measures 

Recruitment Guide and position descriptions are in 

development. 

• SES 100: We will participate in the APS SES 100 First 

Nations recruitment strategy, which will produce a 

First Nations SES merit pool in March 2024. 

Entry Level Programs: 

• Since July 2022, we have led the Indigenous 

Australian Government Development Program 

(IAGDP) and participated in the Indigenous 

Apprenticeship Program (IAP). 

• We have expressed an interest to recruit 20 

apprentices through IAP 2024. 

Development programs: 

• SES First Nations Development Program: The APSC 

is leading the administration of an SES development 

program for existing First Nations SES at the SES 

Band 1 and 2 level. 

• Pat Turner Sir Roland Wilson Foundation 

Scholarship: We encourage First Nations employees 

to apply for a scholarship with the Pat Turner Sir 

Roland Wilson Foundation. To date, we have an SES 

Band 1 who has completed the program and an EL2 

currently undertaking the program. 

• Jawun Secondment Program: Jawun brings together 

government agencies and First Nations communities 

through a cultural immersion experience. The next 

Jawun intake is in May 2024 and nominations for 

APS6 to EL2 employees can be approved by an SES 

Band 1. 

• Cultural awareness training: We have various forms 

of cultural awareness training targeted to uplift 

cultural capability of non-Indigenous employees, 

including a mandatory online module for all 

employees and full-day courses for targeted cohorts 

such as RAP Working Group members. 

Employee experience initiatives: 

• Reward and recognition: The Secretary’s Awards 

includes categories for Closing the Gap and 

Reconcilition, demonstrating our strong 

commitment to recognising employees who 

progress positive action in these domains. 

• Days of significance: We host events throughout the 

year for days of significance to First Nations 

Australians and our communities. These events 

contribute to an inclusive culture where First 

Nations employees feel celebrated and that they 

belong. 

Employee networks, forums and representatives: 

• First Nations Champions: We have a SES First 

Nations Champion and Reconciliation Action Plan 

(RAP) Champion.  

• First Nations Network: The First Nations Network is 

a community open to First Nations employees only, 

providing a safe space, peer support, mentorship, 

and professional development. 

• RAP Working Group: The RAP Working Group are 

responsible for the development and 

implementation of our RAP. 

• Executive Level First Nations Forum: The Secretary 

holds quarterly meetings for First Nations EL1 and 

EL2 employees to raise key matters of interest. This 

forum is unique to our department. 

o Indigenous Liaison Officer: Indigenous 
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10. While our First Nations employee headcount increased from 82 to 88 across the quarter, 
representation as proportion of our total workforce remained steady at 2.1%. Our commitment 
to improve First Nations employee representation is progressing through a review of First 
Nations recruitment to identify and eliminate barriers. This work will be undertaken with the 
support of our employee network and the expertise of an Indigenous service provider. 
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Executive Summary: Transformative Actions for First Nations Workforce Support 

This executive summary provides an in-depth analysis based on the survey conducted among our First Nations 
Network. The survey aimed to identify barriers and opportunities within our department regarding cultural respect, 
recruitment practices, and support mechanisms for First Nations employees. It highlights urgent areas needing 
strategic overhaul to align our practices with our commitment to diversity and inclusion. 

Cultural Respect and Inclusion 

Key Insight: There is a noticeable disconnect between the department's declared intentions of cultural respect and 

the actual experiences of First Nations employees. For example, while key cultural events are well-celebrated, 

employees report feeling a lack of ongoing engagement with their culture and heritage throughout the rest of the 

year. 

Strategic Actions: 

• Develop a Year-Round Cultural Engagement Calendar: Initiate regular cultural activities and learning sessions

throughout the year, not just during specific weeks, to ensure continuous engagement and learning.

• Indigenous Liaison Officer (ILO): Establish ILO roles within each state and territory to foster cultural
understanding and drive activities, ensuring that cultural respect permeates everyday work life.

Recruitment and Career Advancement 

Key Insight: Current recruitment and career advancement practices are not fully inclusive of the cultural 

backgrounds and unique capabilities that First Nations people bring. Traditional recruitment methods often 

overlook the diverse experiences and skills of First Nations candidates, such as community leadership and cultural 

knowledge, which are invaluable but may not be captured through conventional recruitment processes. 

Strategic Actions: 

• Align with Commonwealth Strategy: Integrate the Commonwealth Aboriginal and Torres Strait Islander

Workforce Strategy into our recruitment practices, targeting job advertisements to First Nations

communities and partnering with relevant organizations.

• Cultural Competency in Recruitment: Implement mandatory cultural competency training for all hiring

panels to appreciate non-traditional career paths and the rich life experiences of First Nations candidates.

• Career Development Pathways: Establish transparent career pathways supported by mentorship programs
and career development initiatives to retain talent and fulfill the career aspirations of First Nations
employees.

Cultural Safety and Inclusivity 

Key Insight: Variability in cultural competence across the department significantly impacts the work environment 

of First Nations employees. In some areas, employees feel supported and valued, while in others, there is a marked 

lack of cultural sensitivity. 

Strategic Actions: 

• Cultural Safety Audits: Conduct audits to assess cultural safety within each team, identifying specific areas for

improvement.

• Targeted Training Programs: Implement tailored cultural competency training programs designed by First

Nations educators that address the specific needs identified through the audits.
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Support for Cultural Obligations 

Key Insight: First Nations employees often struggle with rigid departmental policies that do not accommodate 

cultural obligations, such as attending community events or ceremonies, which are essential for maintaining their 

cultural ties. 

Strategic Actions: 

• Flexible Work Policies: Introduce flexible working arrangements that recognize and support cultural 

obligations. This includes reviewing current policies to work remotely from community locations. 

• Cultural Leave Policy: Review cultural leave policy to ensure there is a consistent approach to how it is 
implemented, that allows First Nations employees to participate in cultural events without penalty, using 
personal leave or the expectation to report back to their manager. 
 

Enhanced Engagement and Reporting 
 

Key Insight: There is a desire for greater involvement of the First Nations Network in the development and review 

of policies and strategies. Additionally, there is a call for more detailed and frequent reporting on metrics that affect 

First Nations employees. 

Strategic Actions: 

• Regular First Nations Network Consultations: Establish a regular schedule of consultations with the First 

Nations Network to co-develop and review policies. 

• Enhanced Data Reporting: Improve the granularity of data reported on First Nations employment metrics, 
such as application success rates, retention figures, and progression within the department, and make these 
reports available to the First Nations Network to increase transparency and accountability. 
 

The survey clearly indicates that while the department has made strides towards inclusivity, substantial work 
remains to ensure that our First Nations workforce is genuinely supported and valued. By implementing the above 
strategic actions, we commit to not only addressing the immediate gaps but also to fostering an environment where 
cultural diversity is celebrated, and First Nations employees can thrive. 
 
Next Steps 

• Implementation Planning: Setup of a task force to prioritize and start implementing the recommended 

actions. 

• Feedback Mechanisms: Establish continuous feedback mechanisms with First Nations Network to monitor 

the effectiveness of new policies and practices. 

• Review and Adjust: Commit to an annual review of policies and practices affecting First Nations employees 

to ensure they remain relevant and effective. 
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2. If you're rating to the above questions was low and you'd be comfortable sharing further details, please do so
here?

I believe the department does the traditional NRW and NAIDOC week events, however they don't really include First 
Nations Staff and network in policy or seek consultation for things that affect our people. 

I've been with the department (in its different forms) for a very long time so have seen lots of attempts to develop a 
culture that is more inclusive and community focused, but it doesn't always eventuate. I feel that we are continuing 
down this path of consultation and discussion, but nothing has actually happened to make me feel like the work I do 
is connecting me to community or aligning with my personal values. When I worked in Indigenous Education we were 
always in the community, working from regional locations and engaging with our clients. The connection was real and 
the contributions we made were valued (especially our experience and expertise). This filtered through to the culture 
of the department where we very much focused on relationships (very important to First Nations people). This is 
alignment is still achievable if we shift the focus of our work and start prioritising the client / individual and stop 
focusing on contract management and administration. 

First Nations network have not come together in years to connect. 

I rated highly as per overall Agency, but it also depends on immediate line manager or team leader - I have experienced 
management style which can be mistrustful, accusatory towards request which are underpinned by cultural values or 
connection to Country or community. 

I believe that most non-first nations staff do not value our priority to community and culture over career. I find SES 
level staff can perceive first nations staff's time commitments to community as a hinderance to performance and 
reliability. 

Work in progress, this takes time and moving in right direction, but we can influence the cadence of this process by 
being proactive in identifying and demonstrating value of the knowledge held by network members and how willing 
we are to offer this to better inform our programs.  

The majority of non-Aboriginal staff have minimal or no knowledge of Aboriginal cultural values and connection to 
Country and community, so there is a disconnect between the values that the Department displays broadly (thought 
staff) and my cultural values. 

words must = actions, this doesn't always happen depending on which areas you are working in. 

I gave 2 stars because I feel that the Department has good intentions to respect my cultural values and connections to 
culture and community but has a lack of understanding of them. The cultural competency of the department appears 
quite low to me, but they seem to be keen to improve this. I’m hoping additional training for Level 6’s and above is 
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adopted through the RAP, and that more opportunities for Aboriginal staff, service providers, and community members 
to give feedback on their experiences are created and taken into account to improve the Departments cultural 
competency. 

I haven't really seen any demonstration of connection to Country or community from the department. 

 

3. What barriers have you faced in recruitment or career advancement within the department? 

I have been merit pooled at the APS 5 level and was the only one found situatable for Inclusion but wasn't promoted 
due to Assistance Secretary not approving it. I was lucky to be successful in another APS 5 and was promoted. I think 
it is a worry that people can be found suitable for the next level, but an Assistance Secretary can deny someone. 

It took me a long time to progress from an APS5 to an APS6 despite 5 years of acting (most of that was continuous 
month-to-month TPL). I was eventually successful through a broad banding exercise, but it was demoralising when 
constantly being told I couldn't be promoted. Similarly with my promotion to the EL1 level, I applied and was on a 
merit list and was told that I was 'next' (I was acting in the role) but by the time I was able to be promoted, the merit 
period had expired. I had to sit back and watch every other APS6 in my broader team that was acting EL1 and on the 
merit list be promoted before me. I had to reapply and go through the whole process again in order to be promoted. 
More recently, my manager has been reluctant to support me in undertaking internal job-related development 
opportunities where it takes me away from my day to day duties (eg. being released for a month to work offline). I've 
also had a particularly horrible experience with a bulk recruitment round where the whole process was botched - I 
was found unsuccessful for a role at level that I had been competently doing for the last 20 years. 

I had to get on a merit elsewhere then be broad banded. I've been involved in a number of affirmative measures 
advertised and lots of applicants didn't meet criteria. We're not attracting the right people. 

verbal communication - being able to express importance of lived experience and cultural value, especially in 
operations - policy, program design and service delivery. Opportunity to work across other areas across department 
due to immediate team workloads and business priorities. 

In the past, the department's rigidity on remote working has made it hard to retain first nations staff that are missing 
home and family. I have a first nations apprentice because I was unable to offer them the ability to work closer to 
family, despite duties and role being perfectly suited to remote working. 

One barrier I've face is the requirement to further code-switch to be able to advance my career. Once I did, I was 
successful. Not sure if this is a barrier, or genuine career development. I needed a lot of support at times (life barriers 
to career development), I think this conditions supervisors to not consider you for career development opportunities. 
So sometimes when you're ready, they aren't ready to leverage the opportunity. 

None that relate to race.  

Lack of a formal career development structure/framework. 

I have previously been overlooked for short-term acting due to raising issues around cultural safety. 

I didn’t experience too may barriers during the recruitment process myself but in saying that I have many years of 
professional experience, including experience interviewing candidates for positions. I feel that these experiences are 
an advantage that other Aboriginal candidates may not have, and that the recruitment process for Aboriginal staff 
needs to be more flexible and realistic if the department wants to increase its numbers of Aboriginal staff. One of the 
most frustrating things I experienced after recruitment was being advised that I was now in an Identified position. My 
position wasn’t advertised as Identified and I was given no choice around this. I’m comfortable being in an identified 
position but many Aboriginal people aren’t, and the department needs to acknowledge the issues around this. The 
department may not feel that there is any additional expectation n of staff in an identified role, but there is. Aboriginal 
employees need to be consulted and given a choice if they are in an identified role because the cultural load that is 
present with such roles has a real impact, and employees should be given the choice to accept this or not. There also 
may be cultural reasons the person should not take on an identified position and the department needs to respect 
this. The only other barrier I have had as an employee with the department has been to negotiate work from home 
days and cultural leave. There appears to be some inconsistencies with managers around what is acceptable. Some 
managers expect a ‘report’ or feedback from staff who take cultural leave which should contain what activities they 
undertook. This is totally unacceptable and does not align with my cultural values at all. I’m able to articulate these 
issues with confidence but I don’t believe other Aboriginal employees would be as forthcoming. I think the 
departments reluctancy to be flexible with working from home and cultural leave would be a factor in Aboriginal staff 
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considering other, more supportive, and flexible working employment opportunities.  I feel that I have been supported 
to progress in terms of career advancement. 

Type casting - being narrowly defined to a small specific role with very limited ability to progress. 

I have only been with the department 6 months and haven't experienced any barriers yet, although I know that a 
number of our FNN members have. 

N/A this is my first time being employed within the department.  

 

 

 

5. If you're rating to the above questions was low and you'd be comfortable sharing further details, please do so 
here? 

I still feel that there needs to be more cultural training that is required and could be a level thing rather than just a 
course and that is it. I think the better cultural knowledge everyone has the better cultural safety for everyone. 

Feel the department has a long way to go to support FN employee’s recruitment and retention space compared to 
other Govt depts. 

My rating is high because I have an immediate supervisor who is very culturally competent. Other supervisors have 
been lovely people but less culturally competent and less invested in developing their own knowledge in that area. 

More mob at higher levels (on merit) will drive change in this space. 

I am one of two Aboriginal staff employed in JSA (of 240 staff employed). It is difficult to feel culturally safe in an 
environment where Aboriginal staff are acutely under-represented. 

I feel culturally safe in my current role, but not so much in a previous team. 

Respectfully, the lack of cultural competence of staff and managers contributes to this rating, as does the lack of a 
culturally appropriate induction. Short of the online cultural awareness module I was asked to complete, I was not 
given any information on the Departments opportunities for Aboriginal staff. There was no personal invitation to join 
the RAP, or other culturally significant groups or advisory groups. I think it would be respectful for the department 
to include as part of their induction, a session with Indigenous Liaison Officer and an invitation to participate on the 
RAP and other First Nations committees. Aboriginal people bring a wealth of lived experience, cultural wisdom, and 
knowledge to the department. For Aboriginal staff not to be automatically invited to participate in these committees, 
shows a lack of cultural competence on the department’s part, and to an Aboriginal employee, this could be 
interpreted as the department not acknowledging their value. 

Although I haven't experienced anything personally, I have heard from our members about their experiences within 
the department.  This is something that must be addresses ASAP if we want to retain and attract First Nations people. 

Being 1 out of 2 blackfullas in my agency demonstrates that inclusion of Mob in this workplace is still lagging behind.  
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6. How can the department improve its support for your cultural obligations and responsibilities? 

I think that is should be mandatory to do cultural competency training and then they will need to keep building on 
that each year. 

Increased flexibility and an opportunity to seek out work that allows connection to community or at least a way to 
demonstrate cultural knowledge and experience. For example, being able to advise on policy, being consulted on 
how to engage with First Nations people, being on committees, having an opportunity to work with other 
stakeholders etc. 

Allow for flexibility and for managers to check in for cultural overloading. 

Continue to invest in EL1 messaging and cultural competency for the lived experience and issues continuing to 
adversely impact on some employees. 

Access to extra paid cultural leave would be a good start. Easier access to working remotely to help support a need 
to return to country or community.  

By normalising cultural obligations and familial responsibilities. By acknowledging that some Indigenous APS staff 
may have familial responsibilities outside of work that can be very heavy. Building a space safe for transparent 
conversations. This might look like, an Indigenous staff member telling a trusted supervisor that maybe the bare 
minimum is their best that week. But that when it quiets down outside of work, it is acknowledged that the 
Indigenous staff best is significantly more. Relating familial responsibilities to supervisors in a way that they can 
understand. For example, someone regardless of race may have responsibilities outside of work like caring for a dying 
parent. In these instances, expectations are adjusted. 

By improving the cultural intelligence and proficiency of non-Aboriginal staff. 

6. a) By understanding cultural obligations and responsibilities and not requesting unreasonable justification by the 
Aboriginal employee. Sometimes Aboriginal employees feel like they have to request (leave, flexibility etc), then 
justify it from a departmental perspective, then justify it from a cultural perspective, then provide further 
justification, and information to assist managers, then argue their perspective until there is a decision made. This is 
extremely stressful. b) By creating processes that seek feedback from FN staff, so leaders have the opportunity to 
listen and learn from Aboriginal employees c) By ensuring that Level 6’s are culturally competent. This includes having 
a cultural lens and ensuring that processes and decisions (like working from home) d) By having more Aboriginal staff 
in leadership positions – this is key!  7) Star rating 3 – Directors appear to have a solid commitment to inclusion, but 
this is irrelevant if leadership roles lower than them are not competent culturally or understand what it means to 
have this commitment. 

Providing greater awareness to non-First Nations staff about the value and importance of country. 

EL1 staff and above must complete in-person cultural awareness training.  There also needs to be specific cultural 
awareness training for First Nations recruitment and procurement. 

Acknowledge that for us it goes beyond having to attend sorry business etc. As an example, representation in APS is 
low for Mob. Make it easier for us to represent APS at blak events. Encourage us to be members of our community 
without the bureaucracy!  
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8. If you're rating to the above questions was low and you'd be comfortable sharing further details, please do so 
here? 

I think there is a lot of talking happening and not much action. I would like to see a completed RAP and artwork that 
the Department can use. 

I think there needs to be more engagement with staff at all levels from the senior leadership, so more people get a 
chance to have a say. Too often it's the same people or the ones that are more confident or speak the loudest that 
get listened to and it's sometimes the quiet ones that have something valuable to add. I've recently had the 
experience of non-Indigenous staff speaking for our mob and about our issues and being listened to by senior staff 
(they assumed she was Indigenous). We need to better promote the people in our network, so they are the ones 
being heard. 

In my experience the Execs I have been involved with are inclusive. The Diversity branch is failing in this space. 

Although the SES are outwardly supportive of diversity. There is a minor demonstration overall on open advocacy of 
inclusive employment and the needs of culturally diverse employees. 

Some staff are awesome allies, but there is much internal work to be done to find new ways of working that must 
occur to enable staff to enact the words/commitment the dept has made to CtG. 

words must = actions, which is not always the case, depending on which area you work in. 

The executive team need to show their support and be more vocal in this space. Coming out twice a year for our 
major events is tokenistic and does not come across as being genuine.  

I would say beyond my direct EL2 an A/S, I haven't seen any commitment to First Nations inclusion.  

 

9. What improvements would you like to see in the department's approach to ensuring First Nations voices are 
heard and incorporated into decision-making processes? 

I would like to see the First Nations Network consulted and a genuine partnership with First Nations people both 
internal and externally  

Being included in job design and reviews of roles and responsibilities, especially in the state offices. This is where we 
can ensure that we incorporate stakeholder and relationship management, further build the capability of staff to 
actively engage with First Nations people. For all new policy that includes a First Nations element, staff should be 
consulted (this could be through a working group, consultative committee, or a feedback survey). There also needs 
to be widespread representation from different areas for different perspectives. 
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Bringing us to the table and hearing our views. This goes for the network and what staff out in the staff offices can 
contribute towards policy/program decisions 

Consider trauma informed lens and perspective, alternative ways of doing and being may require greater levels of 
investment in learning and development 

I would like to see the various policy branches utilise the First Nations Network when they are proposing changes in 
services delivered by the department, that may impact first nations people 

The department can become more fluent in First Nations communications styles, for example "yarning" 

All NPPs go through relevant First Nations lens. First Nations branch in each division that work in tandem with CtG 
unit to design, monitor and evaluate at program level.   

Increase in First Nations employees in SES and Executive (decision making) positions. 

To truly listen to voices of First Nations people working in department, previous notions of hierarchical structures 
must be set aside and listen to people's varied lived experiences as First Nations peoples. Listening to voices of those 
outside of the department, involves letting go of control, identifying what you cannot change and being open to 
working in true partnership together from the beginning works best. 

A more culturally appropriate recruitment process. A more culturally appropriate induction process. More deep 
listening and understanding if an Aboriginal staff member actually gives feedback (such as the feedback I gave about 
automatically being put into an identified position without consultation. Regular surveys such as this for FN staff, 
service providers and community members. A seamless process where when an Aboriginal person is recruited, they 
are invited onto relevant FN committees, groups, and that their lived experience is valued and appreciated. 
Ultimately more Aboriginal employees in Level 6 and above positions. 

Decision making is not the problem - it is the lack of authorising environment.  Policy ideas do not get any 
consideration by Band 1's let only Minister's. There is no process or culture for new policy ideas to be developed and 
considered by internally. 

The First Nations Network must be front and centre at all levels of the decision-making process on issues that affect 
us. Nothing about us without us! 

Set up a First Nations advisory that sits alongside the executives - that has actual decision-making power. 

 

10. What changes or support would improve the retention and career advancement of First Nations employees? 

If the role is in a First Nations space, it should be an identified position or at least run an affirmative measure 
alongside. We should be regularly checking in with our staff and how they would like to progress. We need to have 
a chance to get to network and also do any annual conference. 

Active career development with a kit / package for managers on how to support their staff. First Nations specific 
internal development opportunities including TPL or the opportunity to work in different teams / areas of the 
department. Eg if new policy is being developed with a First Nations focus. Opportunity to work in a state / regional 
office, particularly if someone is from there (enables a connection to Country). Managers to be held accountable if 
they don't progress careers or assist in development opportunities eg. if someone is on long-term acting and hasn't 
been promoted. 

Change how we recruit First Nations people. Not everyone knows how to write a pitch. Why don't we take their lived 
experience into account and have a chat about it. 

consider trauma informed lens and perspective, alternative ways of doing and being may require greater levels of 
investment in learning and development, for example bridging program, work-based qualification including 
leadership development with ACU, APS Academy or Charles Darwin Uni, Indigenous Knowledges, substantial 
timeframe, - 12months - even an interagency collaboration - pooling candidates and resources - perhaps EOI or 
application process - mixed mode - some online and face to face. I also think merit process can be challenging 
because most First Nations not comfortable or confident to self-promote. I think Merit could be proven through 
alternative mechanism for First Nations, built into Performance Agreements, work-based demonstration and 
development of capabilities that support movement through APS levels. 

I believe there should be more mentorship for first nations people that were unsuccessful on identified recruitment 
rounds. The department could fund external coaching providers or use internal staff to build first nations people's 
skills applying for APS jobs.  

Reasonable expectations of Indigenous staff, specific to that individual, so being considerate without generalising. 
For me, it took be longer to meet the expectations of my graduate program due to familial responsibilities. It took 
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me 6 months longer to meet expected APS work level standards due to the number of responsibilities I was juggling 
at that time. I found the whole thing traumatic as I experienced others unconscious bias. Positions on Country would 
help retention. Including consideration of whether a prospective recruit has their required support networks with 
them to work off country (relocate to capitol city for a job). Support prevention of burn out. 

Greater scope for voices being heard (influence on policy and evaluation) will increase the value placed on our 
knowledges and give meaning to everyday work. 

Implementation of a formal mentoring and career development structure/framework. Formalised regular face-to-
face forums for Aboriginal staff inclusive of cultural information, and education/training workshops from subject 
matter experts. 

Establishing standards for cultural safety, reducing the extra cultural load on First Nations peoples, including KPIs and 
cultural competency training for all at EL level and above cross the agency. 

A rising tide lift all boats - First Nations staff should be able to compete with non-First Nations staff for roles.  
Affirmative action measures still have the perception as being second rate recruitment which is unfair. 

If the department is genuine and wants to see change, then we must develop and implement a First Nations 
Employment Workforce Strategy. 

I would suggest starting by looking at the cultural capacity of the wider staff, look at policies we have, etc. 

 

 

12. If you're rating to the above questions was low and you'd be comfortable sharing further details, please do so 
here? 

I have yet to see the department celebrate the achievements of its First Nations Staff. 

Besides the Secretary Awards, there aren't really many other opportunities. The spotlight gets put on First Nations 
staff during Reconciliation Week and NAIDOC but that can be tokenistic so there needs to be other platforms where 
we recognise work that has been done. In promoting diversity, there could be regular peer nominated awards. 

Only by Secretary awards. I'm involved in a bit of self-promotion in my role. 

In my employment with the Department, I have not yet seen recognition or celebration of the achievements of 
Aboriginal employees. 

not very well. 

To my knowledge they don’t – this should form part of the RAP. 

Have not seen anything in this space.  Again, only recognizing and celebrating our achievements twice a year is 
tokenistic and not genuine.  

I haven't seen them do this? 
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14. If you're rating to the above questions was low and you'd be comfortable sharing further details, please do so 
here? 

I believe the department has a long way to go in terms of its cultural competency. 

Cultural capability isn't about 1 hour training course per year when you're working on a First Nations policy and 
engaging with community. Needs to be more than that and incorporated into all staff’s performance agreement and 
not just SES. 

I think journey for Reconciliation and developing cultural integrity has some more work to do. 

Cultural awareness training as an online resource is better than before. I truly believe face to face cultural 
competency training would be more successful, not just for first nations staff, but for any diverse community staff. 
The cultural awareness of my previous branch was much stronger after face to face training. 

I think there’s respect but not a lot of understanding. 

Increase opportunities for more education by our identified staff. 

Levels of understanding and respect vary from area to area but is very dependent on leadership and role modelling 
this as important to people's everyday work. 

I don’t get the sense that FN cultures and traditions are understood well at the department, although I think the 
intention is there. I don’t think the department has may FN employees that would feel comfortable sharing specific 
information on culture and traditions because the cultural competency is not there with their managers, and they 
(I) get questioned a lot and micromanaged. I think the department needs to stop trying to be tokenistic about culture 
and engage with an honest and reliable self-assessment so that they can embed some appropriate processes to 
support Aboriginal employees to retain their positions in the department and progress to higher levels with more 
decision-making responsibilities. 

From speaking with our members, it is evident that the department has a lot of work to do in this space. 

 

15. What additional resources or support mechanisms would you find beneficial as a First Nations employee? 

I would like to see a mentoring program that doesn't necessarily have to be in the department but could be APS 
wide.  

Access to coaching and proper career advice. 

Mentoring program, First Nations Employment Strategy that covers recruitment and retention. Rotation opportunity 
to develop skills. 

formal training, work-based or APS focused so furthers talent management and career progression - DEWR have 
formal relationships with Charles Darwin Uni Indigenous Knowledges, ACU or APS Academy - pool candidates from 
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across agencies to undertake a particular training session. 1:1 coaching. 2-day First Nations workshop in Canberra 
was good but need to refresh - perhaps include cultural immersion, Darwin - nurture connection to culture 
confidence, resilience, and identity. See comments above. 

I believe there should be more mentorship for first nations people that were unsuccessful on identified recruitment 
rounds. The department could fund external coaching providers or use internal staff to build first nations people's 
skills applying for APS jobs. 

Indigenous Liaison Officers (aunties and uncles who do the rounds, checking on everyone and or advocacy), access 
to qualified psychologists and individual case management. Current EAP includes support programs for low - medium 
mental health challenges. For those experiencing severe mental health challenges, the programs are useful but 
limited.  

First Nations Employee workshops must be returned, COVID is over. If that's not the reason, then what is and how 
do we justify the need for it.  

more opportunity for First Nations employees to get together online and in person and discuss issues and 
opportunities and provide support and motivation to each other in a culturally safe way. Having First Nations 
employees together means there is often a shared understanding of lived experience, creating a culturally safe space 
to more easily discuss issues and opportunities 

A more culturally supportive and inclusive induction, a cultural mentor, invitations to working groups by default as 
an Aboriginal employee, a more flexible workplace, more trust in my abilities from the Level 6’s. 

More human and respectful SES. 

The First Nations Network is so underrated, and it should be supported by the executive to ensure that we are 
delivering for First Nations staff. A strong loud and proud network will attract more First Nations people to the 
department, and we should be strengthening and promoting it a lot more across all our media footprints. We also 
need to get our RAP and artwork delivered ASAP so that we can promote the department and what we are trying to 
achieve.  

Cultural mentors offered, employees not having to ask for the cultural load to be considered in pay - if you are seeking 
a First Nations employee in an identified role - pay them for that.  

 

16. In what ways could the department's approach to advertising and recruitment be improved to attract First 
Nations candidates? 

Promoting the network and what they do differently to other networks. Offering support for First Nations candidates 
like assistance with selection criteria and preparing for an interview.  

Advertising roles internally first to the Network, especially if they are identified positions. Simplifying the process 
such as being able to consider staff who were found suitable for another role - exceptions to be made for First Nations 
staff when there may be restrictions on the recruitment process. An extension to the period that merit lists can be 
used for First Nations staff, so they don't have to continuously apply for positions when they have already been found 
suitable. Considerations for staff applying for roles at level and seeking a sideways move such as a temp transfer in 
the first instance. 

Have a chat and advertise more broadly in the community. Utilise Indigenous Apprenticeship Program applicants. 

trauma-informed lens understanding impacts of intergenerational trauma, inform recruitment panel members. 

You can work on country! Show stories of first nation employees demonstrating successful and rewarding careers 
and advocating working for the departments. 

Do an education piece Australia-wide, a lot of Indigenous communities have no idea about DEWR. What DEWR does 
or its role in the country. It's hard to recruit for a department no one knows about.  

Advertise through FN providers 

Focus on targeting Indigenous applicants (internal and external) by affirmative measures recruitment processes and 
by 'identifying' positions for Indigenous applicants only (for the majority of positions for a specific time period eg. 12 
months, with review of progress (for potential extension). Advertise vacancies with First Nations recruitment 
organisations. Advertise vacancies on social media. Progressing to (and advertisement of) more flexible/remote 
working arrangements (the majority of First Nations DEWR employees (54.9%) are currently located in Canberra, 
when there is a wealth of talent to recruit from nationally. Increase the opportunity for scholarships to qualifications 
required for EL and SES positions. Ensure recruitment processes are culturally safe. 

All positions with First Nations matter/content must be identified. 
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The recruitment process needs an overhaul if its intention is to attract more ABORIGINAL STAFF. It’s an intimidating 
process that would (in my opinion) see may valuable Aboriginal potential employees shy away from the opportunity 
because of the recruitment process. 

A too narrow focus on First Nations staff risks alienation with non-First Nations staff. The department's reputation is 
critical in being attractive to prospective First Nations staff and if our policies and programs are seen to be harmful 
to First Nations people, it creates an environment where First Nations people will not want to work for the 
department. 

The process needs a complete overhaul when it comes to First Nations recruitment.  The First Nations Network must 
be at the table when this review occurs to ensure we get the best outcomes for our mob. 

 

 

 

18. If you're rating to the above questions was low and you'd be comfortable sharing further details, please do so 
here? 

The department has been doing a great job of organising events that are more accessible (like broadcast from the 
theatre or recorded) but when it comes to local events it's still left up to the First Nations staff to organise or 
contribute like share stories or do an opening address. This is too much of a cultural load on staff. Things like the 
painting workshops were well received but there were lots of people who were disappointed because there was a 
limit of 2 people. It would be great if there were more opportunities for First Nations staff to share their culture with 
other mob so we can also learn from each other. 

I drive them in the State along with my Indigenous business committee. 

I rate it below as I do experience positive cultural relations with State Manager and predominant non-Indigenous 
work group - but need to also plant seeds and invest in cultural integrity for the future - a change in managers can 
impact immediate work environments - clear and consistent messaging from senior executives is key. 

Not very well, due to my crazy workload and additional cultural load placed on me. 

I haven't attended any yet, but I am happy with the cultural leave policy and have a supportive manager. This hasn't 
been the same experience for some of our members and this must be addressed.   
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19. What improvements would you suggest for the department's cultural awareness and capability training 
programs? 

I believe that this need to be a stepping stone approach and that as you become more culturally competent you 
might get to go to Garma and Jawun and things like that. 

It would be great to have a program that was led by First Nations staff. A department that I worked in previously had 
a program to upskill First Nations staff as facilitators to deliver training. There also needs to be more training 
specifically for supervisors and managers in how to support staff. 

Give each of the states a budget to source their own training that is tailored to their local community, so staff learn 
about local culture. 

engage thought leadership from Indigenous and non-Indigenous government, community, and private sectors. 

Mandatory face to face training is more effective. 

Reduce the fear of learning and fear of offending. 

Funding for local office face to face/immersive experiences. 

Language matters – change the expectation from ‘cultural awareness’ to cultural intelligence and proficiency and 
apply measures for accountability. Implement cultural capability assessments for branches and divisions to identify 
training and education gaps/needs, then design training/education programs for specific gaps/needs. 

They need to be embedded within a cultural safety framework. 

To my knowledge, there is no cultural awareness and capability training programs apart the online training. I believe 
there needs to be cultural capability assessments done and that capability training should be outsourced to an 
external provider. 

Make them more relatable for staff. 

Requires a complete overhaul as per previous comments.  Cultural safety framework must be developed as well. 

Localise it to every state office.  

 

 

 

21. If you're rating to the above questions was low and you'd be comfortable sharing further details, please do so 
here? 

I would like to see maybe a monthly mental health clinic set up for staff where they can do cultural things like weaving 
or art that might give them time to think. 

There is some great support including EAP. 
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I'd be interested to know why so many First Nations staff are leaving through exit interviews as there has to be some 
learnings there. 

Unable to answer this question as I have no experience, or knowledge of other First Nations staff experiences. 

not very well, due to crazy workloads and additional cultural load placed on employees. support varies from area to 
area. 

By having a more flexible workplace in terms of working from home, by not micro-managing Aboriginal staff, and by 
having more Aboriginal employees in management positions. By ensuring cultural competency in Level 6 and above.  

I don't know. What was the response to the referendum? Was there mental health support offered from managers? 
Again, I haven't seen cultural mentors being offered so I'm not sure they do support the wellbeing of Mob. 

 

22. Is there any other HR data or metrics you’d like to see which could help the Network to better understand the 
experiences and circumstances of DEWR’s First Nations workforce or help the Network to communicate a message 
to DEWR senior leaders? 

I would like to see exit interviews conducted with the Co-Chairs and the line area manager. 

We need more qualitative data / information to tell a story. Just because there is a First Nations person in a team or 
at a particular level doesn't mean they are being supported. 

More transparency of staffing/recruitment/retention numbers. 

This is a first good step, i.e. survey and HR report. 

Qualitative data from mob from other agencies around why they work there, what works and doesn't etc. 

Data filtered by gender. 

Having a regular get together in person (annual or otherwise) to discuss issues and opportunities and provide a 
summary/report to DEWR senior leaders, plus some info/intel from this and other surveys might assist. 

Number of Aboriginal people who apply for positions (identified and not) and are not shortlisted. Number of 
Aboriginal people who apply for positions and commence. Number of Aboriginal people who commence but resign 
within 6, 12, 18 months. Number of Aboriginal employees who make HR complaints regarding management. Number 
of Aboriginal staff members who resign who were provided the opportunity to do an exit meeting. Number of 
Aboriginal staff who have requested and accessed cultural leave. Number of Aboriginal staff members who feel 
valued, trusted and included as a first nations person. 

HR metrics are not the problem.  The problem is that whenever there is a real or perceived mental health challenge, 
departmental SES default to promoting the EAP. What would be more appropriate is for SES to take time and talk to 
the individual as a human being and not fob the poor individual off to the EAP. 

The First Nation Network co-chairs must be given access to the data that the department holds on us so that we can 
make informed decisions and come up with the solutions that are required. 

Uncertain at this time. Perhaps doing more qualitative assessments or a third party assessor to ask these questions? 

 

23. What attracted you to DEWR and what keeps you here? 

I was employed on an entry level program and the area I am currently working in keeps me here. 

I'm committed to stay until retirement and I enjoy the work that I do, particularly the opportunity to connect with 
community and people on the ground. 

I'm passionate about putting back to my community and I do love the people I work with. 

I believe employment is a great enabler for disadvantaged and marginalised peoples, I am passionate and keen to 
make a positive difference in the lives of those we serve, including each other. 

Better work/life balance than previous industry of work. 

Over the past few years, there has been more cultural safety, which has supported me to more transparent, which 
in turn, help me and supervisors have very clear supportive working relationships. 

I have stayed because I am invested in the work the dept does and have been treated with respect. I see the dept as 
willing to change so my role is to be the change. 

Working on a project that is accountable to CTG measures/outcomes that will ensure genuine improved outcomes 
for Aboriginal people and communities. 
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I was interested in working with skills and training stakeholders and I stay due to the important work we do for the 
community, I also stay due to the shared understanding and goals of other First Nations and other staff working 
towards same goals 

When I applied for the position one of the key criteria for me to maintain work life balance was opportunity to work 
from home. I also enjoy the diversity of the role and opportunity to work across LJP.  

The people I work with. 

In was my foot in the door for my APS career. Trying to fix the issues and to ensure that we have a culturally safe 
workplace keeps me here. As long as I can see that I am making a difference and that the departments values align 
with mine, and we both want the same outcome for our mob then I will stay.  

My particular role is what has kept me here but even I am a non-ongoing employee so not certain that I will be given 
the opportunity to stick around. 

 

24. What are your reflections on the data and insights in the spotlight report? 

The Data shows that the Department needs to be less Canberra focused and needs to look at increase our overall 
footprint across the country. 

There is an error in the executive summary, should be 2030 not 2023. I'm not sure if the recommendations actually 
align with the results in the report and seem to be same approaches that have been tried before. For example, 4 out 
of 170 applicants is not great in terms of recruitment results so this would probably warrant a deeper dive. One of 
the recommendations is to leverage bulk recruitment rounds but the report doesn't have figures on the success of 
this approach in the past. The recommendations should be supported by evidence. 

We're not doing enough and there is lots of work to be done to raise our recruitment numbers. 

Low levels of successful applicants compared to the number of job applicants in identified positions. 

I thought it was direct and beneficial. I hope more all APS read it. 

Some positive signs but structural changes to recruitment strategies needed 

RE: Section 5: There is no current framework to measure cultural capability across the Department and no 
accountability for divisions and branches to e culturally capable. 

Pointless. It is just a point in time snapshot with very limited value.  

1. There is nothing in the report that shows what the First nations recruitment split is across the department and 
our portfolio agencies. This is required if we want to achieve our Target. 2. Retention of our existing First Nations 
staff should be a priority if we want any chance of reaching our target. 3. The report mentions Commonwealth 
Aboriginal and Torres Strait Islander Workforce Strategy 2020-24 but what are doing as a department to implement 
this strategy. 4. Attracting First Nations people doesn’t happen just because of the appeal of working on country.  
Services Australia has multiple bulk entry level recruitment rounds every year and DSS has multiple Affirmative 
Measure roles advertised. 5. Why do we only have 3 APS1-3 people.  I can only conclude that the department has 
not been focussing on entry level position or programs such as IGAP or IAP. We know that the talent pool for First 
Nations staff coming out of unit is extremely competitive and we need to grow the talent pool by employing more 
entry level First Nations people.  6. Over 22% of our First Nations staff who have left in the last year is for a promotion. 
Why aren't we promoting First Nations staff internally.  This must be a focus area, especially when people are merit 
listed. 7. The data does not reflect our portfolio agencies and they should be included moving forward. We need to 
complete a full stocktake to get a clear picture so that we can draft and deliver a plan on how we will meet our 
targets. 8. Until recently we were not completing exit interviews. Exit interviews for First Nations staff should be 
completed by the First Nations Network co-chairs as we know that people will be more likely to complete them and 
talk to us.  9. The report lists actions that managers can take to make a significant and positive impact on our First 
Nations workforce. But the data is telling us that we can't rely on mangers and that the department requires 
transformational change if we are to succeed or exceed in meeting our targets. This requires action, commitment, 
and support from our executive to ensure the required changes are implemented. 10. The First Nations Network 
should've been consulted on this report before it was finalised, so that our feedback could've been incorporated into 
the final revision.  We must be involved and have a seat at the table at all levels on anything that affects us.  "Nothing 
about us, without us" 
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The statistics section could be more useful for a discussion with a few changes: 
o There are no statistics presented on career development. We should be drawing from APSED to develop a 

series of charts that show how long Indigenous and non-Indigenous staff remain at a single classification before 
promotion (or separation). I have some chart in mind and could even develop the charts if I had access to data. 

o The labelling of the charts can be improved to better describe what the data is. 
o The charts need to have more comparisons between First Nations and non-First Nations staff (eg, Geographical 

distributions, classification distributions etc). 
o Having a list of affirmative measures rounds would be more useful that knowing the numbers. It would also be 

useful to see which individual classifications the affirmative measures rounds were, rather than classification 
groups.   

o Also keen to get some explanation of some of the charts, for example how can EWG put 3 people on a merit 
list from an affirmative measure round but not hire anyone. 

o The separations by group chart would best be represented in proportional terms to allow for a comparison.  
 
There are errors in the section on First Nations Workforce initiatives: 
o DEWR’s SES recruitment in 2023 did not meet the requirements of an identified position. It cannot be 

ascertained as to whether any of the SES candidates who applied or were merit listed satisfied the two criteria 
of an Identified Position. This is because: assessment panels did not have First nations members on them, the 
2 criteria were not specifically assessed for shortlisting purposes, the 2 criteria were not assessed in interview, 
the two criteria were not addressed in referee reports, performance against the two criteria were not included 
in selection reports. Because DEWR did not meet the mandatory or best practice approaches to Identified 
Positions the delegate had no way of satisfying themselves as to whether the recommended applicants met 
the IP criteria.  

o DEWR’s Closing the Gap Strategy on page 9 is incorrectly described. It will not contain targets as described. 
 
It is unclear what the purpose of the recommendations section is: 
o The life of this document appears to be limited given we also have a RAP being launched mid-year which will 

contain a range of recruitment and career development actions. The RAP will be governed with people held to 
account for its actions. It’s not clear there will be any accountability around the actions in a highlight report, 
and indeed I think the actions will be lost given the title of the document. My suggestion is to remove the 
recommended actions completely and keep the report as a factual snapshot.  

o There is already a Commonwealth Aboriginal and Torres Strait Islander Workforce Strategy (CATSIWS) that 
DEWR is supposed to be implementing. Had we implemented its recommendations we’d be in a great space 
by now. This is an example of how a lack of governance and accountability leads to a lack of action. 

 

 

25. Is there any other feedback you’d like to share? 

I'm all for recruitment targets but this needs to be backed up with funding for new positions and areas of need or 
that would benefit the most from having First Nations people (like in State / Regional offices) should be given priority. 
This needs to be factored into budgets and planning. It would be great if there was additional funding for L&D so 
that line areas could afford to release staff (this could be a great opportunity for some sideways movement or TPL if 
someone was working offline for a period of time). 

Make the next survey shorter, I almost checked out around question 15 or 16 - next survey focus on network priority 
areas - we have 3 - 3 surveys or topical surveys, so they are brief and then more inclined to get more 
responses/completed surveys, and not just empty fields. 

Great idea for the survey, well done. 

Thanks for the opportunity to complete this survey. 

I am very concerned about the direction the People branch is trying to take the department. Especially around 
moving away from First Nation specific positions and their Canberra based only employment policy.  

If there is going to be a focus on getting more Mob in the door, there should be a focus on understanding the real 
culture in DEWR. So non-Indigenous employee's attitudes towards understanding and respecting culture. Doing an 
assessment on how culturally safe the organisation is.  
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