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Introduction
In 2006, the NSW Government launched Making It Our Business, a strategic framework and resource guide 
designed to improve Aboriginal employment in the NSW public sector. Making It Our Business was designed 
to increase Aboriginal employment and strengthen professional and career development opportunities for 
Aboriginal employees.

Making It Our Business has now been in effect for two years, and many agencies have established Aboriginal 
employment strategies and plans based on the key result areas highlighted in the strategic framework: 
recruitment, skills acquisition and career development, retention, cultural education and community engagement.

A number of agencies have developed successful strategies to support and strengthen Aboriginal employment and 
have implemented programs that have increased the recruitment and retention rates of Aboriginal employees.

It is important, however, that the strategic intent of Making It Our Business continues to be implemented 
through new approaches to Aboriginal recruitment, retention and career development in the public sector.

In February and March 2009, a series of consultations was undertaken across the state. Both face-to-face and 
online consultations were held to gather the ideas, experiences and perspectives of Aboriginal employees, 
their managers and supervisors, and human resources professionals. The consultations elicited feedback on 
issues including the impact to date of Making It Our Business, issues faced by the public sector in improving 
its employment processes and practices, and challenges and opportunities we face in strengthening the 
career options of Aboriginal people in the NSW public sector.

Hearing about what needs to happen: 
what consultation participants told us
Participants in the consultations identified a number of issues associated with recruitment, retention and 
career development for Aboriginal people in the NSW public sector, and discussed the impact of Making It 
Our Business on agency human resources practices. In particular, participants believed it was important 
that, as part of the next stage of Making It Our Business, we develop strategies to address issues relating to 
recruitment, retention and career development.

Recruitment: Improving the recruitment experience for Aboriginal people
•  Provide better information to Aboriginal applicants about the recruitment process and the jobs available  

in the public sector

• Provide advice and support to Aboriginal people who want to apply for positions

•  Develop consistent approaches to recruitment activities that maximise opportunities for Aboriginal people 
to obtain employment

•  Engage the community through yarn-ups, information sessions, Indigenous media and organisations, 
Aboriginal health and medical services, secondary schools, and TAFE

• Provide entry-level positions that are not age-dependent (ie not just for school leavers)

• Provide work experience programs for Aboriginal school students
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Retention: valuing and retaining Aboriginal employees
• Provide workplaces in which Aboriginal culture is valued and respected

•  Examine innovative ways of supporting Aboriginal employees to undertake skills development, training  
and education

• Establish and support networks and networking opportunities for Aboriginal staff

• Assist Aboriginal employees, particularly those in Aboriginal identified positions, to develop career plans

• Assist managers in providing regular, constructive feedback to Aboriginal employees

•  Tailor training and development programs to meet the needs of Aboriginal employees through recognition 
of different learning styles and approaches

Career development: helping Aboriginal employees build careers in the public sector
•  Provide opportunities for Aboriginal employees to obtain exposure to and experience in other agencies 

through participation on committees, interagency projects, working groups, secondments and  
shadowing programs

•  Provide opportunities for Aboriginal employees in identified positions to obtain experience in mainstream roles

•  Establish strategic forums for Aboriginal staff to explore career development issues and to network with 
other employees

• Provide specific positions for Aboriginal employees in development programs

•  Support managers to proactively identify training and development opportunities for their Aboriginal staff 
members, particularly those at 5/6 and 7/8 level 

•  Strengthen mentoring, buddying and coaching structures within agencies

Improving the recruitment experience for  
Aboriginal candidates

MAKING IT OUR BUSINESS KEY RESULT AREAS:

Recruitment Skills acquisition 
and career 
development

Retention Cultural education Community 
engagement

Why this is important
Around 2.2% of people currently working in the NSW public sector identify as Aboriginal. While this means the 
public sector has exceeded its previous target of 2% representation, we want Aboriginal people to have even 
greater representation within the sector. The NSW government is committed to ensuring that its services, and 
the people delivering those services, are representative of the community they serve. 

In 2007 and 2008, the Council of Australian Governments (COAG) set six targets for closing the disadvantage gap 
between Aboriginal and non-Aboriginal people. One of those targets is to halve the gap in employment outcomes 
between Aboriginal and non-Aboriginal people within 10 years. As part of the COAG agreement, the NSW 
Government is committed to meeting a target of 2.6% Aboriginal employment within the public sector by 2015.

Historically, many Aboriginal people seeking jobs and careers have found it challenging to gain employment 
in a number of industries and professions. There are still a number of barriers that potential candidates face 
when seeking to work in government agencies. We can take action to reduce those barriers and improve the 
recruitment experience for Aboriginal candidates.
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Aboriginal candidates may face challenges in:

• Finding out about available positions and employment programs

• Finding out how to apply for positions or how to respond to selection criteria

• Obtaining clear information about positions, duties and job requirements

•  Accessing computers and the internet, which can make it difficult to use e-recruitment systems or  
on-line information

• Competing in particularly formal recruitment processes such as panel interviews

•  Meeting particular requirements for a position (such as possessing a drivers license or a  
particular qualification)

It is important that we begin to engage with young Aboriginal people in schools and Aboriginal people in 
vocational education and training through programs that give them opportunities to experience the public 
sector as a potential employer and to engage positively with the sector in practical skill development 
opportunities.

To increase the number of Aboriginal people applying for and being appointed to positions, we need to better 
target potential applicants with accessible information about applying for positions in the NSW public sector 
and provide support and assistance throughout the recruitment process.

Our aim
• Increase the number of Aboriginal people applying for jobs within the NSW public sector

How we will get there

Strategy Actions Who Timeframe

1.  Employ an additional 
2,229 Aboriginal people  
in the NSW public sector 
over four years.

1.1 Provide job opportunities for 
Aboriginal people, using tailored 
advertising and recruitment.

All agencies 2009/10 - 
2012/13

2.  Ensure that the sector 
meets the COAG target  
of 2.6% representation  
of Aboriginal people  
by 2015.

2.1 Work towards a target of 2.6% 
representation of Aboriginal people in 
the sector by 2015.

All agencies December 
2015

3.  Provide better information 
to Aboriginal applicants 
about the recruitment 
process and jobs available  
in the public sector

3.1 Develop a generic information 
package for potential Aboriginal 
candidates, with an emphasis 
on plain English and culturally 
appropriate communication. The 
package will provide information 
about working in the public sector; 
the range of careers available; 
training and development; and how 
to access help to apply for positions.

DPC January
2010
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Strategy Actions Who Timeframe

3.2 Make the Aboriginal-specific 
information package available  
online at jobs.nsw.gov.au and in  
hard copy when sent out as part  
of recruitment processes.

All agencies June 2010

4.  Provide advice and 
support to Aboriginal  
people who want to  
apply for positions

4.1 Designate one recruitment 
or HR officer from each agency  
as an Aboriginal employment 
enquiries officer. This officer will 
attend a one-day workshop on 
Aboriginal employment to be hosted 
by DPC. This officer will be an 
agency point of contact for potential 
Aboriginal candidates with job-
specific or career enquiries.

All agencies March 2010

5.  Develop consistent 
approaches to recruitment 
activities to maximise 
opportunities for 
Aboriginal people to obtain 
employment within the 
NSW public sector

5.1 Where possible, remove the 
requirement to hold a drivers’ licence.

All agencies June 2010

5.2 Provide written guidance to 
agencies on the application of risk 
management approaches to the 
recruitment process with particular 
reference to undertaking criminal 
records checks for low-risk positions.

DPC December 
2009

5.3 Embed a risk management 
approach to undertaking criminal 
records checks as part of the 
recruitment process in their training 
programs, policy and practice.

All agencies December 
2011

5.4 Provide guidance to agencies 
about the consideration of life 
experience, informally acquired skills 
and community link in lieu of formal 
qualifications when determining 
whether an Aboriginal person might 
be suitable for appointment.

DPC March 2010

5.5 Embed in recruitment practice 
the consideration of life experience, 
informally acquired skills and 
community link in decisions about an 
applicants eligibility for appointment

All agencies December 
2011
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Strategy Actions Who Timeframe

5.6 Provide written guidance to 
agencies about the preferred 
method for confirming a candidate’s 
Aboriginality for positions where 
Aboriginality is an essential criterion 
for the position.

DPC and Anti-
Discrimination 
Board

December 
2009

6.  Engage the community 
through yarn-ups, 
information sessions, 
Indigenous media and 
organisations, Aboriginal 
health and medical 
services, secondary schools 
and Institutes of TAFE

6.1 Participate in major Indigenous 
job markets and fairs to engage the 
community and share information 
about the employment opportunities 
and pathways within the public sector.

DPC

All agencies

Ongoing

6.2 When conducting recruitment 
drives, host information sessions 
in local communities and advertise 
in Indigenous and local media to 
maximise opportunities for Aboriginal 
candidates to find out about positions.

All agencies Ongoing

7.  Access a broader range 
of potential Aboriginal 
candidates by supporting 
applicants whose life 
experience and skills  
may qualify them for 
positions they would 
otherwise not consider

7.1 Provide entry-level positions for 
candidates of all ages, not just school 
leavers and university graduates. 
These positions may require the 
agency to provide tailored support 
while new employees develop basic 
skills and knowledge.

All agencies Ongoing

7.2 Continue to provide opportunities 
for Aboriginal candidates through 
apprenticeships, the Aboriginal 
cadetship program and targeted 
positions on the JumpSTART 
Cadetship Program.

DPC Ongoing 
with annual 
targets to 
be reviewed 
each year

7.3 Engage Aboriginal employment 
providers when seeking staff through 
recruitment agencies and – when 
using mainstream providers – 
specifically request that Aboriginal 
candidates who might reasonably be 
considered able to perform the duties 
of the position be put forward.

All agencies Ongoing
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8.  Work with schools 
and vocational training 
institutions to develop 
opportunities for Aboriginal 
people to experience and 
consider careers in the 
public sector

8.1 Engage with schools and 
Institutes of TAFE in areas with a high 
Aboriginal population to explore the 
feasibility of providing an Aboriginal 
work experience program for school 
and TAFE students.

DPC June 2010

8.2 Establish strategic relationships 
with local schools and Institutes of 
TAFE in areas with high Aboriginal 
populations to facilitate participation 
in career information days and 
maximise recruitment opportunities.

All agencies Required 
from 2010 
onwards

8.3 Explore the feasibility of 
establishing a community-based 
workshop to provide potential 
Aboriginal candidates with insight into 
the careers and roles available in the 
public sector; the recruitment process 
and how to apply; and information 
about pathways for skill development.

DPC

TAFE NSW

March 2010

Valuing and keeping our employees
MAKING IT OUR BUSINESS KEY RESULT AREAS:

Recruitment Skills acquisition 
and career 
development

Retention Cultural education Community 
engagement

Why this is important
No employer can afford to take its employees for granted. We face an ageing workforce and increased 
competition for talent. It is important that the public sector retains employees and provides them with a 
workplace that is supportive, flexible and respectful of the individual.

For Aboriginal employees, employment in the public sector can provide enormous rewards. Aboriginal 
employees have spoken of the pride they feel in providing services to their community, in working with 
Aboriginal communities around NSW, and in making a difference for their people. 

This sense of reward is intrinsic – it is something that the individual holds to be important and comes from 
within. However, on a day-to-day basis, it is vital that Aboriginal employees in the public sector experience 
the workplace as supportive of their culture. It means developing ways of working that respect difference and 
value the contribution Aboriginal employees make to the work being undertaken by public sector agencies.

Currently, 90% of our Aboriginal employees work within 23% of our agencies. We want to open the public 
sector further for Aboriginal employees, by providing them with workplaces in which they feel valued and 
empowered to build careers.

Our aim
•  Strengthen the representation of Aboriginal people in the NSW public sector workforce by increasing  

the proportion of agencies employing Aboriginal people from 23% to 50% by 2012.
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How we will get there

Strategy Actions Who Timeframe

9.  Build workplaces in which 
Aboriginal culture is valued 
and respected

9.1 Develop and implement 
Aboriginal cultural understanding 
programs within agencies’ training 
and development programs. These 
programs should, wherever possible, 
be jointly delivered by Aboriginal and 
non-Aboriginal trainers and should 
be tailored to both the working 
environment and the community in 
which participants are located.

All agencies December 
2010

9.2 Participate in, promote and 
recognise dates of Aboriginal cultural 
significance including NAIDOC week.

All agencies Required 
from 2010 
onwards

9.3 Actively encourage the application 
of Special Leave provisions and other 
leave entitlements for Aboriginal 
employees to participate in events of 
cultural and community significance.

All agencies Ongoing

10.  Examine new and 
improved ways to support 
Aboriginal employees to 
develop skills, undertake 
professional  
and personal development, 
and build professional 
support networks

10.1 Tailor training and development 
programs to meet the needs of 
Aboriginal employees through 
recognition of different learning  
styles and approaches.

All agencies Ongoing

10.2 Explore opportunities to 
establish cross-agency training 
arrangements to expand the range  
of training opportunities available  
to Aboriginal employees.

DPC

All agencies

September 
2010 
Ongoing

10.3 Establish and support Aboriginal 
staff networks and external networking 
opportunities for Aboriginal staff.

All agencies June 2010

11.  Support career planning 
and progression activities 
for Aboriginal employees 

11.1 Develop a career planning 
tool to assist managers and 
supervisors to work with Aboriginal 
employees to develop career plans 
as part of agency coaching and 
performance systems. 

DPC June 2010

11.2 Assist Aboriginal employees, 
particularly those in Aboriginal 
identified positions, to develop career 
plans as part of the agency’s coaching 
and performance system.

All agencies Ongoing
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Helping our employees build careers in the 
NSW public sector

MAKING IT OUR BUSINESS KEY RESULT AREAS:

Recruitment Skills acquisition 
and career 
development

Retention Cultural education Community 
engagement

Why this is important
Aboriginal people working within the NSW public sector bring to the workplace a range of skills, experiences, 
connections, networks and ideas that are invaluable. As an employer, it makes sound business sense to draw 
on these attributes and to encourage our employees to apply their abilities across and throughout  
their careers.

However, many Aboriginal employees find it challenging to build a career in the public sector. We believe it is 
important that we encourage employees to consider their career options, identify and pursue career paths, 
and take action to meet their long-term career goals. It is also important for the sector, and for the Aboriginal 
community, to encourage and develop Aboriginal leaders by providing opportunities for Aboriginal employees 
to develop and demonstrate their leadership capabilities.

The latest Equal Employment Opportunity statistics tell us that, within the NSW public sector, Aboriginal 
employees have found it difficult to progress to more senior positions. Nearly half of all Aboriginal employees 
are employed in positions up to Clerk Grade three and the majority of employees are in positions below Clerk 
Grade six. There is a significant gap between the level of appointment achieved by Aboriginal employees and 
employees across the sector.

PROPORTION Aboriginal and Torres Strait 
Islander Employees

Sector

Below Grade 3 49% 33%

Below Grade 6 74% 58%

Below Grade 10 94% 86%

Source: NSW Public Sector EEO Workforce Profile, 2008 Report.

Our Aims
•  Increase the representation of Aboriginal employees at Clerk Grade 9/10 and above

•  Increase the representation of Aboriginal employees in agency and sector-wide leadership  
development programs
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How we will get there

Strategy Actions Who Timeframe

12.  Provide opportunities 
for Aboriginal employees 
to obtain exposure 
to, and experience 
in, other agencies 
through participation on 
committees, interagency 
projects, working groups, 
secondments, mentoring 
and shadowing programs

12.1 Support agencies to develop 
career development-focused 
secondment programs for Aboriginal 
employees. Programs may be internal 
(i.e. to other workplaces within the 
agency) or external (i.e. to other 
agencies through a cooperatively 
developed program). Provide written 
guidance to agencies on how 
secondments might be structured  
to provide support to both the 
individual and the manager in the 
receiving workplace to maximise the 
career development opportunities  
for the employee.

DPC December 
2010

12.2 Establish a short-term 
secondment program within agencies 
whereby Aboriginal employees 
are seconded to other positions 
at Grade for a 6  week period for 
career development. The program 
should provide the employee with 
an opportunity t o apply their skills 
in a new working environment in 
mainstream positions. Programs 
can be either intra-agency or inter-
agency. Provide support to both 
the employee and the receiving 
supervisor or manager to ensure a 
positive workplace experience.

All agencies December 
2010

12.3 As part of the coaching and 
performance management system 
within each agency, supervisors 
and managers will work with 
Aboriginal employees to identify a 
role or position they aspire to. Use 
“shadowing” to enable the employee 
to accompany the position holder the 
employee can accompany the position 
holder to learn more about the role 
and its requisite skills.

All agencies Ongoing

12.4 Support agencies to establish 
Aboriginal mentoring programs by 
providing an Aboriginal mentoring 
tool kit, which explains the principles, 
structures and processes for 
establishing successful mentoring 
programs for Aboriginal employees.

DPC December 
2009
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13.  Establish strategic 
forums for Aboriginal 
staff to explore career 
development issues  
and to network with  
other employees

13.1 Host a public sector-wide 
annual Aboriginal employees forum 
in metropolitan and regional areas, 
focusing on professional development 
and career planning.

DPC June 2010

13.2 Facilitate the participation of 
all Aboriginal employees who wish 
to participate in regular Aboriginal 
Employee Network meetings,  
making use of video-conferencing 
facilities to enable an exchange of 
ideas and build networks between 
metropolitan and rural employees.

All agencies Required 
from 2010 
onwards

14.  Establish strategic 
forums to give Aboriginal 
employees opportunities 
to provide input to the 
development of agency 
employment priorities and 
programs, and to explore 
career development issues 
for Aboriginal people.

14.1 Ensure that a proportion of 
positions available on management 
development programs are allocated 
to Aboriginal employees. Give 
consideration to accepting Aboriginal 
employees who do not necessarily 
meet all the criteria for acceptance 
(i.e. Aboriginal employees at Grade 7/8 
may be accepted into programs where 
the pre-requisite grading is 9/10).

DPC

All agencies

June 2010

Making a difference
We will measure the success of the Aboriginal Employment Action Plan in three ways.

We will monitor our progress against the aims established for each of the key action areas.

Recruitment:

•  Increase the number of Aboriginal people applying for jobs within the NSW public sector

Retention:

•  Strengthen the representation of Aboriginal people in the NSW public sector workforce by increasing  
the proportion of agencies employing Aboriginal people from 23% to 50% by 2012.

Career development:

•  Increase the representation of Aboriginal employees at Clerk Grade 9/10 and above

•  Increase the representation of Aboriginal employees in agency and sector-wide leadership  
development programs

Agencies will  provide an annual report to Public Sector Workforce, DPC on their  progress against the 
actions identified in the Aboriginal Employment Action Plan highlighting successful initiatives they have 
implemented to improve recruitment, retention and career development for Aboriginal employees.

The sector’s progress will be reviewed at the conclusion of the Aboriginal Employment Action Plan’s  
term (2012).
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