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Background

EC22-010683

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

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

e Asit 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 % of DEWR APS-wide
Nations employees classification targets

APS1 - APS3 s No target
APS4 - APS6 44 3.4% 5% by 2022
EL1-EL2 22 1.5% 5% by 2024
SES 0 0% 3% by 2024

TOTAL s
s 47F(1)
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Support for First Nations staff

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

e Asanew 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.

e 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.

e 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.

e 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

Department of Employment and Workplace Relations — Documents released under FOI — LEX 1048
3 of 107



Australian Government

Department of Employment
and Workplace Relations

First Nations Executives Meeting s 22(1)

Thursday 27 October2022
s 22(1)

Department of Employment and Workplace Relations — Documents released under FOI — LEX 1048

OFFICIAL: Sensitive i ii iii




OFFICIAL: Sensitive

Background Points and Proposed Areas for Discussion

s 22(1)

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

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

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

e 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.

e We have two nominations from SES who are passionate about supporting our Indigenous
network but | 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.

s 22(1)

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

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

s 22(1)

e 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:

There’s no APS target for APS1-3, but we are sitting at 2.7%
APS 4-6 — the target is 5% by 2022, and we are sitting at 3.4%
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.

O O O

e 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.s 22(1) is chairing the APS-wide working group.

s 22(1)
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Discussion Point 3. DEWR’s governance over our First Nations business, including the development
of our Reconciliation Action Plan (RAP)

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

s 22(1)

e 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.

e 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.

s 22(1)

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

e 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

s 22(1)
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s 22(1)

Discussion Point 5. Identifying in the workplace

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

s 22(1)

s 22(1)
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Reporting date

Department Workforce Diversity 30/09/2022

Actual classification groupings are presented in line with those specified by current Commonwealth APS strategies

Workforce Capacity Workplace Flexibility Workplace Diversity: Department

Employee actual classification by diversity group (Headcount)

44
22
- I
]

APS1-3**  APS4-6* EL1-2 SES
Employee location by diversity group (Headcount per state) DEWR's position on Commonwealth targets s 22(1)
Actual classification of Aboriginal and Torres Strait Islanders and Employee s a proportion of their classification group
s22(1)
First Nations

First Nations

APSIam s 47F(1)
APSAGA 4 3.42%
EL12 2 146%
ok s 47F(1)

Commonwealth targets for the whole APS

First Nations

As';s:‘y‘ EL1-2 SES1-3
ks 5% by 2024 3% by 2024
Portfolio diversity target 3% by 2024

© Mapbox © OSM

This dashboard represents the labels in our data sources and targets for Commonwealth Strategies. *FTE excludes LWOP 90+ days, “NB/GD = Non-Binary/Gender Diverse, **Includes Graduate APS3, **Includes Graduate APS4.
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s
22(1)
Issues
e 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.
e |t 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.
e Attachment A is the proposed agenda, which has been consulted on with the First Nations cohort
e 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

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

Outcomes and Actions Status

Establish the network as a priority withs 22(1) Update to be provided at
Co-Champions the 22 February meeting

Schedule another meeting withs  and ELs in February 2022 Completed

s will meet with DEWR’ss  Indigenous Australian Graduate Completed

Development Program (IAGDP) participants;s 22(1) to

organise a time with her office

e 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.

e Our Indigenous Co-Champions, s 22(1) , have been working with foundation
members to set up the Aboriginal and Torres Strait Islander Network.

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

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

e (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.

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

e 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.

e 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.

e 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 % of DEWR APS-wide targets
Nations employees classification
APS1 - APS3 s No target
APS4 — APS6 44 3.2% 5% by 2022
EL1-EL2 16 1.0% 5% by 2024
SES s 3% by 2024
TOTAL 65 2.08%

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

Summary of attachments

Attachment A
Attachment B

22 February 2022 Agenda

Discussion points for meeting
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s 22(1)

Background Points and Proposed Areas for Discussion

s 22(1)

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:

e setting up of the employee network as a priority s 22(1) will provide an

update at today’s meeting)

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

e Secretary to meet with DEWR’s Indigenous Australian Graduate Development Program
participants.s 22(1)
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s 22(1)

3. Introduction of our First Nations Co-Champions and Network Update (Co-Champions)

s 22(1)

R DNN®

~
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s 22(1)
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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)

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

e 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.

e 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.

e 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.

e 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.

s 22(1)

Discussion Point 2. Retention of our First Nations staff

e s22(1)
this year we have IAGDP recruits
but no First Nations graduates.

e s22(1)

e 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.s 22(1) 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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s 22(1)

s 22(1)

Discussion Point 3. DEWR’s governance over our First Nations business, including the development
of our Reconciliation Action Plan (RAP)

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

e Asanew 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.

e 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.

o 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.

s 22(1)

s22(1)
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s 22(1)

s 22(1)
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EXECUTIVE BOARD MEETING
31 October 2023
Agenda Item 6: HR Quarterly Reporting — WHS and Workforce Metrics

s 22(1)

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.

R~ DNNO®

~

Page 1 of 3
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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.

s 22(1)

Page 2 of 3
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Attachment
A — People Report DEWR
s 22(1)

s 22(1)

Page 3 of 3

Department of Employment and Workplace R%@%'&',é'-_ Documents released under FOI — LEX 1048

23 of 107



Attachment A

¥ .
oW\’ Australian Government

“ Department of Employment
and Workplace Relations

The People Report - DEWR




OPFHCIAL : Bositiith/e

Table of Contents

s 22(1)

SePArations aNd COMMENCEMENTS.....c.ccciiiiiiiiireieteaeteeertaetetesieteeserenserensessnssersssssessessassssnssssnssessnsssensessnssssassssnssessssssensessnssssnsssssssessnsessnsessnssesnssssnssensnsasen 5
s 22(1)

DIVEISITY = FIrSt INQIONS. cceuiiiiiiiiiiiiiiicrri ittt e reeerees e e aseseassssnssssessssensssenssssnsssrnsssanssssensssensssenssssnssssnssssensssenssssnssssnssssnssssnsssssnsssenssssnsssanassnnnsss 7
s 22(1)

DEWR Q1 FY23-24 HR Report | 2
Department of Employment and Workplac%Fﬂgfgltib%esf‘s—'tB%cuments released under FOI — LEX 1048

OFFICIAL: Sensitive Zi of 1i7



OPFHCIAL : S8asititk/e
s 22(1)

; Sensit

Department of Employment and Workplac%Fﬂgfgltions — B%cuments released under FOI — LEX 1048

OFFICIAL: Sensitive Zi of 1i7



OPFHICIAL : SSasitinp/e
s 22(1)

; Sensit

Department of Employment and Workplac%Fﬂgfgltions — B%cuments released under FOI — LEX 1048

OFFICIAL: Sensitive 27 of 1i7



OPFHCIAL: Besititve

Separations and commencements: Jul - Sep 2023

Separations by quarter

July 2023
August 2023
September 2023
Grand Total

8 Total Separations
c6 170
36

170

Separations and Commencements by Division

DEWR Corporate and
Enabling Services

Employment and
Workforce Group

Skills and Training Group

Workplace Relations
Group

JSA

Digital Solutions Division

Finance and Budget

Legal and Assurance

People and Communication Division
Technology and Services Division
Employment Policy and Analytics Div
Evidence and Assurance Division
Pacific Labour Operations Division
Workforce Australia for Business Div
Workforce Australia for Individuals Div
Workforce Australia Provider Support Div
Apprenticeships Foundation Skills Divis
Careers and International Skills
Industry Engagement and Quality
Naztional Skills Agreement Taskforce
USI Registrar Division

VET Data Loans and Compliance
Employment Conditions

Entitlements Safeguards Division
Safety and Industry Policy

Workplace Relations Legal

Deputy Jobs and Skills Australia Div

Separations by reason

Completion NOG 5 Engagement - Non-Ongoing
Promotion 12 Engagement- Ongoing
Resignation 48 Promotion

Retirement 7 Temp transfer

Transfer 8z Transfer

Other 6

s T

s s
s Ws
S I s
s s
s s
s s

Commencements by reason

Transfer - Reduction in Level

Total Commencements by quarter
92 Commencements July 2023 145
—2: 326 August 2023 92
;; September 2023 89
Z?F Grand Total 326

High levels of separation continue to be a challenge to achieving significant
increases in headcount. The department had a significant amount of recruitment
activity in the quarter with 326 engagements. However, it lost over half this
number with 170 separations.

The majority (48%) of separations are transfers rather than promotions which can
be a possible indicator of dissatisfaction with workload and work environment.
An Exit Survey will be released in December 2023 to start capturing sentiment
around separations and experiences. Over time this data will enable analysis and
trends identification and contribute to monitoring experiences across the entire
employee lifecycle. The Census Action Plan will also identify solutions to improve
perceptions of burnout and decision-making to improve staff retention.

There are several major recruitment activities underway which will continue
high levels of engagements into the department. This includes bulk recruitment
in Skills and Training Group, Trades Recognition Australia and DSD, and ongoing
phases of major recruitment in both CCB (80 offers in progress) and PALM. There
will also be an additional 22 Australian Government Apprenticeship Program
(AGAP) placements in October 2023. There are significant resourcing challenges
in the Recruitment Team and within some Divisions to enable the vast number of
recruitment activities.

To support continued growth of the workforce through several recruitment
process improvements have been implemented such as devolving delegations,
using conditional letters of offer, cross-skilling team members and improving
recruitment admin processes. This will be complemented by eRecruit system
enhancements that will be available shortly.

DEWR Q1 FY23-24 HR Report | 5
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Diversity: First Nations Sep 2023

The department is not on track to meet government targets for First Nations peoples particularly in leadership positions. While the Government has set
a target of 5% for First Nations representation in the APS by 2030, the department’s current representation is less than half that at 2.2% (80). There is
generally low representation in all Divisions with the exception of People and Communications, Workforce Australia Provider Support and Digital Projects
and First Nations.

Th geog aph c work ocatio of First Nation emp oyee may a so impact on a eer advancement and avai able talent pools for this cohort particularly
because of strong connections to ¢ untry and family. However, recruitment activities that are location agnostic or based outside of Canberra may provide
greater opportunity for affirmative measures.

First Nations representation at Executive and Senior Executive levels is lower than representation generally. The largest workforce of representation in
the department is at the APS classification 4-6 level with SES representation at 1.5%. Indigenous recruitment has largely been through entry level
pathway , such as apprentic ship programs, rather than retention and/or recruitment into more senior roles. The focus on junior roles, coupled with

ge era y h ghs paration rates has | kely contributed to low representation of Fi st Nations Australians at middle and senior levels in the department of
the APS.

DEWR is currently in the process of developing its first Reconciliation Action Plan (RAP). The RAP Working Group will work to consult, design, draft, and
launch the departments RAP in 2024. The RAP will focus on initiatives that aim to progress Reconciliation at DEWR. It will include initiatives aimed at
improving employment outcomes for Aboriginal and Torres Strait Islander employees.

First Nations (%) by Group as at 30 Sep 23

DEWR Corporate and Employment and Workplace Relations

Enabling Services Workforce Group Executive Group DEWR JSA Skills and Training Group Group
2.0% (21) 3.1% (39) 3.8%S 47F(1) 0.5%S 47F(1) 1.8% (14) 1.1%s 47F(1)
First Nations (%) by Division asat 30 sep 23
S e R Employment and Workforce Group Exec JSA Skills and Training Group Workplace Relations Group

Services
8%

6%
APS target 5.0%

4%
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First Nations by classification
as at 30 Sep 23
Number of % of Total
Employees Headcount
APS 1-3 s 47F(1)
APS 4-6 55 3.21%
EL1-2 19 1.13%
SES s 47F(1)

Commonwealth targets for the whole

APS - First Nations

APS 4-6 EL1-2 SES1-3
5%by2022  5%by2024 3% by 2024
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OFFICIAL Document 8

MEETING PAPER
EXECUTIVE BOARD MEETING |[s

AA~san

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. ltisrecommended the Board discuss the First Nations Workforce Spotlight Report at
Attachment A.

Issues

3. Asat 31 December 2023, our First Nations employees represent 2.1% (82) of our employee
headcount. This includes:

a. SES-1.4%
b. EL1and2-1.3%
c. APS4t06-2.9%.

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.
s 22(1)
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
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Department of Employment and Workplace Relations — Documents released under gzl 1+-d¢&X 1048
34 of 107



OFFICIAL

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

s 22(1)
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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:

advertising with impact

rethinking affirmative measures recruitment
leveraging our national footprint

supporting career development

building cultural capability.

ok wnN e

Introduction

The Commonwealth Aboriginal and Torres Strait Islander Workforce Strateqy 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 APS at a glance | Australian Public Service Commission (apsc.gov.au)
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At 30 June 2023, 3 APS agencies were exceeding the 5% target, whilst we ranked 11th in
comparison, see Figure 12.

Figure 1. First Nations employees by agency (at 30 June 2023)

Climate Change, Energy, the Environment and Water |GGG 6.3
senvices Australia. | 5.
Australian Taxation Office _ 31
Foreign Affairs and Trade _ 2.8
Education | 2.7
Infrastructure, Transport, Regional Development, Communications and the Arts | N 2.6
Australian Public Service Commission | NN 2.6
Agriculture, Fisheries and Forestry | NN 2
Health and Aged Care [N 2
Employment and Workplace Relations | NN 2.2
Finance | 2.2
Home Affairs | NRRNEE 2.2
Defence |GG 2.1
Prime Minister and Cabinet | RN 2.1
Industry, Science and Resources [N 1.7
Attomey-General's | 1.5
Australian Bureau of Statistics | NN 1.4
Veterans' Affairs || IEEN 1.3
Treasury | 1.2

0 1 2 3 - 5 6 7

% of employees

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)

Departmer® BFEADloy RO Workplace REBITHEAL Documents raisased under PO EX 1048
39 of 107



OFFICIAL: Sensitive

First Nations employment

Classification Figure 2. First Nations employees by classification from 1 July 2022 to 31 December 2023 Figure 5: First Nations employees by location
= at 31 December 2023
-z
M s=s
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Figure 3. First Nations employees by % and classification

ot 31 Dacamber 2023 Figure 4. First Nations employees by group at 31 December 2023 Figure 6. First Nations Australians population by location
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First Nations recruitment

Since 1 July 2022, 22 affirmative measures processes were
advertised, representing 5.4% of all recruitment actions
(408). Affirmative measures processes are not being
regularly advertised, with data showing a spike in
advertisements from June to July 2023, and few processes
since. These processes were advertised across all states and
territories, however, were predominately used at lower
classification levels:

e 13 at APS4-6 classifications

e 9 at EL1-2 classifications.

We received 170 applications across these roles, which is
approximately 7 candidates per process. From these 170
applicants, only 6% (11) of candidates were found suitable
and 2.3%s were offered and accepted positions.

These insights into recruitment indicate opportunities to
increase regular use of First Nations affirmative measures
processes and to improve advertising approaches to
increase the size and quality of the candidate pool.
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Figure 7. First Nations proportion of total commencements from 1 July 2022 to 31 December 2023.
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Figure 8. Affirmative measures recruitment actions from 1 July 2022 to 31 December 2023.
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Figure 9. Affirmative measures recruitment outcomes by group from 1 July 2022 to 31 December 2023.
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First Nations retention

Figure 10. Top First Nations employee cohort response differences in APS Employee Census 2023. Overall, separations of First Nations employees have remained steady at an average of 1.3

separations per month since July 2022. This indicates that the driving factor influencing First
DEWR result (positive  Cohort result (positive

Question Nations representation is more likely to be that recruitment of employees who are not First
response) response) . L . . - .
- . Nations Australians is outpacing the proportionate growth of our First Nations employee
| am nat planning to leave my position within the next twelve months 23% +13 (36%) lati
| am often contacted and expected tc work outside of my standard hours 59% +7 (66%) population.
Decisions at all levels are communicated transparently, where appropriate to do so 57% -13 (a4%) The greatest separation category for First Nations employees is a transfer to another agency
Mobility opportunities are supported 74% -16 (58%) (39%), followed by resignation (28%). There may be a correlation between this data and
sentiment in the 2023 Census, in which First Nations respondents were 16% less positive that
career mobility opportunities are supported.
Despite effort needed in attracting and recruiting First Nations employees, this also presents an
opportunity for managers to invest in career conversations and developing their First Nations
employees.
Figure 11. First Nations employee separations by month from Figure 12, First Nations employee separations by Figure 13. First Nations and non- First Nations employee separations by Group
1 July 2022 to 31 December 2023. category from 1 July 2022 to 31 December 2023. from 1 July 2022 to 31 December 2023.
S
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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: Entry Level Programs:

Identified positions: In 2023, all SES roles were Since July 2022, we have led the Indigenous
identified positions to ensure SES foster a safe Australian Government Development Program
workplace for First Nations employees. For all other (IAGDP) and participated in the Indigenous
vacancies at the APS and EL level, the delegate Apprenticeship Program (IAP).
decides if a position is an identified position. We have expressed an interest to recruit 20
Affirmative measures: The APSC has an Affirmative apprentices through IAP 2024.
Measures Recruitment Hub, which offers resources
for hiring managers. Our own Affirmative Measures

Employee experience initiatives:
Recruitment Guide and position descriptions are in
development. Reward and recognition: The Secretary’s Awards
SES 100: We will participate in the APS SES 100 First includes categories for Closing the Gap and
Nations recruitment strategy, which will produce a Reconcilition, demonstrating our strong
First Nations SES merit pool in March 2024. commitment to recognising employees who

progress positive action in these domains.

Development programs: Days of significance: We host events throughout the

year for days of significance to First Nations
SES First Nations Development Program: The APSC

Australians and our communities. These events
is leading the administration of an SES development

contribute to an inclusive culture where First
program for existing First Nations SES at the SES

Nations employees feel celebrated and that they
Band 1 and 2 level.

belong.
Pat Turner Sir Roland Wilson Foundation

Scholarship: We encourage First Nations employees

to apply for a scholarship with the Pat Turner Sir Employee networks, forums and representatives:

Roland Wilson Foundation. To date, we have an SES . . . :

First Nations Champions: We have a SES First
Band 1 who has completed the program and an EL2

Nations Champion and Reconciliation Action Plan
currently undertaking the program. .

(RAP) Champion.
Jawun Secondment Program: Jawun brings together

First Nations Network: The First Nations Network is
government agencies and First Nations communities . . :

a community open to First Nations employees only,
through a cultural immersion experience. The next

providing a safe space, peer support, mentorship,
Jawun intake is in May 2024 and nominations for

and professional development.
APS6 to EL2 employees can be approved by an SES

RAP Working Group: The RAP Working Group are
Band 1.

responsible for the development and
Cultural awareness training: We have various forms : .

implementation of our RAP.
of cultural awareness training targeted to uplift

Executive Level First Nations Forum: The Secretary
cultural capability of non-Indigenous employees,

holds quarterly meetings for First Nations EL1 and
including a mandatory online module for all

EL2 employees to raise key matters of interest. This
employees and full-day courses for targeted cohorts

forum is unique to our department.
such as RAP Working Group members.

o Indiaenous Liaison Officer: Indigenous
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Walking together into the future: First Nations workforce initiatives

in development

There are several key strategic workforce initiatives currently in development which will have an

influence on First Nations employment in the department:

Diversity and Inclusion Action Plan

The Diversity and Inclusion Action
Plan is a deliverable of our draft
People Strategy 2024-27. The Plan
is in development and will
encompass an outcomes-focused
approach to building inclusion and
belonging. The Plan will align with
targets and outcomes of whole-of-
government strategies such as the
Commonwealth Aboriginal and
Torres Strait Islander Workforce
Strategy 2020-2024.

Closing the Gap Strategy

Our Closing the Gap Strategy is
currently in development and will
include targets around learning
potential, education pathways,

youth employment, and economic

participation. The strategy will also
include three guiding principles to
inform the development of policy
and program responses: respect,
engage and evolve.

Reconciliation Action Plan (RAP)

Our inaugural Innovate RAP is in
development with guidance from
Reconciliation Australia through
their framework of respect,
relationships, and opportunities.
The RAP will be bespoke to our
commitment to being a model
employer for First Nations
employment, reconciliation and

truth-telling.

Opportunities: recommendations for rapid change

We share collective responsibility to increase First Nations representation towards our 5% target.

While initiatives at the department level can drive systemic change, the most significant factor

influencing First Nations employment is the everyday behaviours and decisions of managers as they

relate to attracting, developing and retaining their employees.

The following 5 recommendations for rapid change reflect opportunities that managers at all levels

can implement today to improve First Nations representation within their teams.

Advertising with impact

Rethinking affirmative measures recruitment

Leveraging our national footprint

Supporting career development

Building cultural capability
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1. Advertising with impact

When advertising vacancies, managers can make adjustments to our advertising approach to
broaden our reach to potential First Nations candidates. Small adjustments can make a vacancy

more attractive and accessible for First Nations Australians.

1.1 Designing job packs to attract First Nations applicants

Tell applicants how their work will make a positive impact on Australian communities.
e  Share positive Census results on why your employees enjoy working in your team.
e Include deidentified testimonials about the impact of your work from First Nations
employees, stakeholders, businesses or customers.
e  Explicitly invite applications from First Nations Australians, even if they are not sure
whether they meet all criteria.
e Tell applicants about our First Nations Employee Network and SES champions.
1.2 Promoting job vacancies in First Nations communities
e  Advertising vacancies through non-digital platforms, such as the Koori Mail, an
Australian newspaper owned by First Nations Australians with 80,000 readers per
edition across Australia.
1.3 Removing barriers to entry
e  Ensure job requirements include essential skills and qualifications only.
e  Use plain English and remove language specific to the APS that is not necessary, or

explain it clearly where it is required.

2. Rethinking affirmative measures recruitment

Affirmative measures recruitment allows us to advertise positions exclusively to First Nations
Australians. Our recruitment data suggests current affirmative measures recruitment actions
could be more effective and used more frequently. This can be achieved by taking a customised
approach to recruitment practices for affirmative measures.

2.2 Leveraging bulk recruitment

e  Maximise the reach of affirmative measures by conducting bulk rounds for similar roles
(for example, work with other business areas to combine affirmative measures for
Program Officer roles).

e  When conducting bulk affirmative measures rounds, consider how you phrase the job
title and description to ensure it is easy to understand for candidates outside Canberra

or the APS.

2.3 Develop relevant assessment approaches

® Develop an approach to assessing candidates that is relevant to the role, challenging
the status quo if needed (for example, an in-person role play scenario for a call centre
operator is likely to be more relevant than a 600-word statement of claims in assessing

capabilities required for the role).
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e Include a First Nations Australian and culturally competent people on your selection

panel.

®  Share a meaningful Acknowledgement of Country before commencing an interview.

3. Leveraging our national footprint

Having a national presence with a need to deliver services across the country provides
opportunities to target First Nations applicants for vacancies located outside of Canberra,
particularly in locations that have higher First Nations populations (ABS Census, 2021), such as

the Northern Territory, Queensland and Tasmania.

3.1 Collaborate to recruit in multiple locations
e  Work across business areas to recruit in locations where job design and current
property arrangements allow employees to be geographically dispersed.
3.2 Promote workplace flexibility
e  Ensure employees working in remote areas are effectively supported with access to the
local site coordinator, the ability to engage with colleagues virtually, and access to
appropriate support networks and leave to fulfil cultural obligations.

e  Model and encourage use of flexible working arrangements, such as remote work.

4, Supporting career development

Regular performance, career and development discussions are a key factor in engaging and
retaining First Nations employees. A great way to prevent separations of First Nations employees
seeking new career experiences is to support them to develop and facilitate internal mobility
opportunities. Where internal options are exhausted, managers could consider other ways their
First Nations employee can gain new experiences and develop skillsets in another environment,
such as through study, mentoring, coaching or targeted secondment opportunities with a

planned return to the department.
4.1 Proactive workforce management

e  Have regular discussions with your First Nations employees about their career and help
them achieve their goals.

e  Proactively plan resource capacity to ensure development opportunities and leave for
cultural events and responsibilities are supported.

e Collaborate across business areas to identify and facilitate development pipelines that
are beneficial to the employee and department.

e  Share and promote success stories to other business areas that may benefit from First
Nations career development initiatives and/or productive relationships with local

organisations.

4.2 Promote and support study

e  Promote career development through the Studies Assistance Policy, which offers up to
$3,000 per annum for each employee’s development, or participation in the Pat Turner

Sir Roland Wilson Scholarship.
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4.3 Establish relationships with local organisations

e  (Create contacts with partner organisations or education institutions that would suit

targeted secondment opportunities for First Nations employees in your work area.

5. Building cultural capability

Cultural safety is at the heart of fostering a positive employee experience for First Nations
employees. We all have a responsibility under the Work Health and Safety Act 2011 (Cth) for the
safety of ourselves and our colleagues. You can build cultural capability in all team members to
create a culturally safe work environment for your First Nations employees.

5.1 Ensure compliance with mandatory learning

e  Promote the benefits of mandatory cultural awareness mandatory learning.
e  Ensure all employees have completed their mandatory cultural awareness learning
module, and any other relevant mandatory modules for their role or duties (for

example, First Nations procurement or cultural capability for identified positions).

5.2 Encourage participation in the Jawun Secondment Program

e  Promote the Jawun Secondment Program to employees and ensure secondees share

cultural immersion experiences widely.

5.3 Reflect Closing the Gap priorities in all performance plans and promote reform

e  Ensure all employees understand and are accountable for the role they contribute in
meeting our Closing the Gap targets.
e  Talk to your team about the APS and the department being a model employer is an APS

Reform priority.

5.4 Create culturally safe places where First Nations voices are heard

e  Provide opportunities for First Nations employees to provide feedback and input,
removing any barriers or bottlenecks that might prevent their voices from being heard.

e  Use yarning circles to promote learning through connection and storytelling.

e  (reate safe spaces by modelling anti-racist behaviours and calling out unacceptable
behaviour.

e  Ensure a supportive environment for First Nations employees, for example by
promoting attendance at days of significance, creating safe spaces to discuss cultural

load and sorry business, and ensuring cultural leave is accessible when required.
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Agenda Item 7: Managing our most important asset: HR Quarterly Reporting — Work Health
and Safety and WHS and Workforce Metrics Q3 2023-24
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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.

s 22(1)
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Attachment
A — People Report DEWR
s 22(1)
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Total
Separations

135

(Previous quarter 109)

Separations by quarter

January 2024 52
February 2024 42
March 2024 41
Grand Total 135
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Separations and commencements sanuary to March 2024

Separations by reason

Completion NOG 5
Other 5
Promotion 6
Resignation 32
Retirement 16
Transfer 71
Grand Total 135

Separations and Commencements by Division

DEWR Corporate
and Enabling
Services

Employment and
Workforce Group

JSA

Skills and Training
Group

Workplace
Relations Group

Digital Solutions Division

Finance and Budget

Legal and Assurance

People and Communication Division
Technology and Services Division
Employment Policy and Analytics Div
Evidence and Assurance Division
Pacific Labour Operations Division
Workforce Australia for Business Div
Workforce Australia for Individuals Div
Workforce Australia Provider Support Div
Deputy Jobs and Skills Australia Div
Careers and International Skills
Digital Projects and First Nations Div
Industry Engagement and Quality
National Skills Agreement Taskforce
US| Registrar Division

VET Data Loans and Compliance
Employment Conditions
Entitlements Safeguards Division
Safety and Industry Policy
Workplace Relations Legal

Department of Employment and Workplace Relations — Documents re eased under FORQpgEse

OFFICIAL: Sensitive ii ii iii

SH:

w

S

o

S Commencements by reason

Total Contact

Other  Grand Engagement - NOG 94

Commencements R
Branch Engagement - Ongoing 152
384 January 2024 12 78 90 Bros s 27
(Previous quarter 419) February 2024 6 156 162 Temp transfer 17
March 2024 45 87 132 Transfer 94
Grand Total 63 321 384 Grand Total 384

Commencements continued to significantly outpace separations.

As outlined in our workforce capacity overview, quarterly commencements (384) substantially
exceeded separations (135). The high number of commencements was consistent with the
previous quarter (410 in Q3, 419 in Q2). Separations were up from 109 in Q2 but substantially
lower than those seen in Q1 (191), contributing to an ongoing net increase of APS employees.

This quarter reflects an increase in non-ongoing (NOG) commencements (94 in Q3, up from
83 in Q2). Utilisation of non-ongoing arrangements supports the agenda to reduce our
contractor workforce. Our non-ongoing workforce can be scaled up and down in response to
surge requirements and budget priorities.

The greatest proportion of commencements relative to separations was seen in Employment
and Workforce Group, with 167 commencements and only 33 separations. Within that group,
ongoing work to reprofile the workforce in Contact Centres Branch accounted for 63
commencements (16% of total commencements; following 71 new employees for the Branch
over Q2. Further ongoing and non-ongoing recruitment to reduce the external workforce will
continue into Q4.

Jobs and Skills Australia Group onboarded a significant number of new employees relative to
the size of the group with 26 new employees over Q3, representing 11% growth.

There are a high number of recruitment activities continuing to take place, with
approximately 100 active recruitment processes in the advertising or selection stages,
including 44 in Corporate and Enabling Services largely driven from demand in DSD and TSD.
There was also strong demand in Employment and Workforce Group (31) and Workplace
Relations Group (16) across several Divisions. This indicates a substantial pipeline of
employees joining the department over the next quarter.
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Dive rSity First Nations

2(-;)% Classification breakdown 2.1% Classification breakdown
wss  S4TF(1) L a3 SA4ATF(1)
Headcount has grown for diversity cohorts due to improved retention. - T P 12 (1a%)
We have increased our First Nations employee headcount from Q2 to Q3 (from 82 to 88