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by Barbara Bynder
‘Noongar Boodja’ (Noongar country).

It is our commitment to 
empower, support and develop our 

people by respecting individuality and diversity, 
both internal and external of the organisation.  

A workplace culture that is respectful, welcoming and 
encouraging to create Aboriginal employment outcomes  

that will make a real difference in the community. 

The term Aboriginal used throughout this 
document refers to Aboriginal and Torres 
Islander people.
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Message from the  
Director General

The Department of Commerce acknowledges the traditional 
custodians throughout Western Australia and their continuing 
connection to land, waters and community. We pay our respects 
to them and their cultures and to elders past and present. 

I am pleased to introduce the Department of Commerce Aboriginal 
Employment Strategy 2013-2015. 

The Department of Commerce (the department) is serious about 
our commitment to the employment and development of Aboriginal employees, 
and creating a workplace that is an employer of choice for not only Aboriginal 
people but for all cultures.

This Strategy will guide the department in its efforts to achieve Aboriginal 
employment of 3.2 per cent of our workforce by June 2015. This Strategy, together 
with our Reconciliation Action Plan, is an important tool to confirm our commitment, 
identify the areas to make improvements, and outline actions for moving forward. 

The department will strive to identify ways to be more effective at attracting and 
recruiting Aboriginal people, and provide rewarding career pathways to support 
retention and professional development. To do this, it will be important to ensure 
commitment, create a workplace that is culturally responsive and develop clear 
and achievable targets. 

It is the starting point to bring about the organisational change required to provide 
meaningful steps to improve Aboriginal employment and assist in changing 
Aboriginal people’s lives. The Strategy details how we will build business capability, 
practise good people management and continue working towards improving 
Aboriginal employment outcomes. 
The goals set for this Aboriginal Employment Strategy require a considerable 
commitment of financial and human resources, and goodwill. Each division within 
the department will support the overarching Aboriginal employment goals. 

I encourage all employees to embrace this Strategy and not see the 2015 target as 
the end point, but rather as an ongoing process to improve Aboriginal employment 
and enrich our workplace. 

Brian Bradley

DIRECTOR GENERAL
Department of Commerce

15 November 2013
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Background 
COAG Reform Agenda
In 2008 the Council of Australian Governments (COAG) committed to the 
Indigenous reform agenda to improve the lives of Indigenous Australians, known 
as ‘Closing the Gap’. COAG agreed to six targets to address the disadvantages 
faced by Indigenous Australians in life expectancy, child mortality, education and 
employment.

These targets are set out in the National Indigenous Reform Agreement, which 
commits the Commonwealth, States and Territories to unprecedented levels of 
investment to close the gap in Indigenous disadvantage.

The Indigenous Economic Participation National Partnership Agreement was 
established in 2009, and is designed to contribute to the COAG National Indigenous 
Reform Agreement target of ‘halving the gap in employment outcomes between 
Indigenous and non-Indigenous people within a decade’. 

This requires complementary investment and effort by the Commonwealth and the 
States and Territories to significantly improve opportunities for Aboriginal People to 
engage in private and public sector jobs.

There are four key elements of the Indigenous Economic Participation National 
Partnership Agreement:

1. creating real sustainable employment in areas of government services 
delivery that have previously relied on subsidisation;

2. strengthening current government procurement policies to maximise 
Indigenous employment;

3. incorporating Indigenous workforce strategies into all new major COAG 
reforms contributing to Closing the Gap; and

4. reviewing all Public Sector Indigenous employment and career development 
strategies to increase employment to reflect population share by 2015.

COAG has set a national target of at least 2.6 per cent Aboriginal public sector 
employment across all classifications by 2015. This will increase representative 
employment to reflect the expected national Aboriginal working age population 
share. Each jurisdiction must determine its contribution to that target taking into 
account the proportion of Aboriginal working age population (aged 15–64 years).

Western Australia has agreed to a target of 3.2 per cent by 2015, representing the 
estimated Aboriginal proportion of the total working age population in 2015.
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Western Australian Public Sector
The key target of ‘halving the gap in employment outcomes between Aboriginal 
and non-Aboriginal people within a decade’ is reflected in the Western Australian 
Public Sector Commission’s commitment to increase Aboriginal public sector 
employment to reflect working age population by 2015. 

The Department of Aboriginal Affairs has responsibility for ensuring the Western 
Australian Government meets these commitments under the Indigenous Economic 
Participation National Partnership Agreement. The Public Sector Commission is 
leading the development and implementation of the Strategy to support element 
four of the Agreement and is working in consultation with public sector agencies.

The Public Sector Commission launched the Aboriginal Employment Strategy 2011-
2015: Building a diverse public sector workforce in 2011, which focuses on long-
term, sustainable employment opportunities and career pathways for Aboriginal 
people across the public sector. It highlights the unique position of the WA Public 
Sector, as the State’s largest employer, to make a significant contribution to the 
employment and career development prospects of Aboriginal people.

John Donovan, Director Policy and Planning and Jillian Collard, Manager Aboriginal 
Strategy Co-ordination, Office of the Director General.
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Why is the Aboriginal 
Employment Strategy 
important?
Employment represents more than an income salary in Aboriginal communities. 
Employment provides a sense of importance, community and creates role models 
within family kinship systems. 

The Aboriginal Employment Strategy 2013–2015 will play an integral part in 
guiding the department in progressing methods to support employees and create 
pathways over the next three years. In particular, the Strategy is important to assist 
the department to:

•	 contribute to meet the State Government target of 3.2 per cent Aboriginal 
employment by 2015;

•	 develop a diverse workplace through combining with and integrating with 
other diversity initiatives across the department including:

o The Workforce and Diversity Plan (2012–2015); and

o Reconciliation Action Plan (RAP) which identifies the provision of career 
opportunities for Aboriginal people as one of its key planks.

•	 increase the diversity of agency’s employees, and promote cross-cultural 
interaction; 

•	 enhance knowledge, awareness and competence in working with people 
from a range of backgrounds; 

•	 contributing to overcoming Aboriginal disadvantage and COAG’s policy 
objectives of ‘closing the gap’;

•	 achieving equity and reduce the welfare dependency cycle for Aboriginal 
people in Western Australia;

•	 addressing the over-representation of Aboriginal people at lower level 
positions, and under-representation at higher level positions across 
Government;

•	 extend our networks and partnerships which assist in the delivery of our 
strategic programs and services to ensure a broader reach and additional 
penetration into the Aboriginal community;

•	 recognise that Aboriginal people are the fastest growing population in 
Australia and that providing and retaining practical work placements will help 
to respond to labour shortages, when the demand for skilled and talented 
employees is forecast to increase; 
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•	 improve cultural capability not only in the workplace, but also in the delivery 
of services to Aboriginal people and communities through the department’s 
efforts under Substantive Equality Committee and the RAP subcommittee;

•	 identify, attract and engage with Aboriginal people to play an important role 
in improving outcomes for the Western Australian community generally; and

•	 enhance the department’s reputation as a place to work.

What is the Aboriginal 
Employment Strategy?
The Aboriginal Employment Strategy 2013–2015 focuses on long-term sustainable 
opportunities and career pathways for Aboriginal people within the Department of 
Commerce. 

The Strategy contributes to the COAG reform agenda to ‘halve the gap in 
employment outcomes between Aboriginal and non-Aboriginal Australians within 
a decade’ and to increase Aboriginal public sector employment to reflect the 
Aboriginal working age population by 2015.

The support of the Strategy creates opportunities to address workforce planning 
and development issues and to build the skills of all employees to be capable and 
confident in developing and delivering services to all communities. The Strategy 
will play an important role in improving outcomes consistent with a number of 
overarching policy drivers, which include:

•	 Reconciliation;

•	 Substantive Equality; 

•	 National Indigenous Reform Agreement; and

•	 Indigenous Economic Participation National Partnership Agreement.
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This Strategy will be driven by a number of critical success factors:

The creation of an environment that supports Aboriginal people in the 
workplace.
Increase levels of Aboriginal employment within the department through 
targets, performance and accountability.
Transforming the Department of Commerce into an employer of choice for 
Aboriginal people through better attraction and recruitment strategies.
Providing Aboriginal people with the skills and support measures they need to 
do their jobs.

Employment target
The department will work towards a target of 3.2 per cent Aboriginal employees by 
June 2015. In quantifiable terms, an extra 26 Aboriginal employees will need to be 
employed by the department to meet our 2015 target. Over the next three years, 
the following annual targets will be implemented:

•	 June 2013 – 1% 

•	 June 2014 – 1 %

•	 June 2015 – 1.2% 
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Key action areas
The Aboriginal Employment Strategy is built on three key action areas:

Key action area 1: Workplace environment

Key action area 2: Attraction and recruitment

Key action area 3: Retention and career development

For further details on the Key Action Areas see page 9 onwards.

Governance and accountability
It is vital that key action areas are monitored and reviewed against these targets. 
Accordingly, this will ensure there is regular monitoring and reporting to track the 
progress against our employment target. 

Manager, Aboriginal Strategy Coordination
The department is serious about our commitment to the employment and 
development of Aboriginal employees and as such we have created the key role of 
Manager, Aboriginal Strategy Coordination to successfully drive the agenda. 

The Manager’s key role is monitoring the implementation of the Aboriginal 
Employment Strategy and by creating and maintaining an Internal Action Plan. 
The Manager will ensure the department delivers against the activities in the Action 
Plan and develops and refines solutions to improve commitment and outcomes. 
The Manager will ensure that initiatives are undertaken in the department to give 
practical daily effect to the Strategy on the ground.

Executive Sponsor
Corporate Executive agreed that the Manager Aboriginal Strategy Coordination 
would report to the Director Policy and Planning as the Executive Sponsor who 
would provide strategic direction and support for the Strategy across all divisions 
and more publicly. The Manager identifies and appoints champions within each 
division responsible for the Strategy to support the Executive Sponsor in their role. 

Reporting
Six-monthly reports to the department’s Corporate Executive on the key action 
area initiatives of the Strategy. 
Six-monthly progress reports to the Corporate Executive by the Executive 
Sponsor on the progress against the Aboriginal employment targets.
The Strategy is included as a standing agenda item for the department’s 
Substantive Equality Committee.
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Key action area 1: Workplace 
environment
Develop commitment, culture, governance and accountability to provide a 
culturally inclusive workplace
The Department of Commerce strives to achieve a culturally inclusive work 
environment, which will offer enormous benefits for all employees. This inclusive 
workplace environment is essential for the Aboriginal Employment Strategy to be 
successful.

Workplace environment
The department will create a workplace, which will adapt and support the cultural 
needs and expectations of Aboriginal employees. Developed initiatives will support 
Aboriginal people, ultimately leading to higher retention and job satisfaction levels 
for Aboriginal employees. 

Key initiatives
Develop a whole-of-department commitment to this Aboriginal Employment 
Strategy.
Identify and support an Executive Sponsor to drive this strategy.
Appoint a Manager of Aboriginal Strategies Coordination to implement the 
Aboriginal Employment Strategy, the Aboriginal Employment Strategy Action 
Plan and the Reconciliation Action Plan.
Establish a Cultural Capability Development Framework for the department.
Ensure ongoing cultural awareness training by implementing strategic platforms 
(building blocks) for employees to build cultural capability.
Develop an Aboriginal brand and a communication plan to enhance our profile 
in the Aboriginal community.
Include this Strategy as a regular reporting item for the Corporate Executive 
and the Substantive Equality Committee.
Develop targets and ensure regular reporting to highlight needs and 
expectations.
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Working together
It is important for Aboriginal people to feel respected, valued and included. Good 
relationships take time and commitment to develop and a willingness to engage 
openly and honestly. Listening and learning is crucial to build relationships based 
on trust and understanding that is rewarding for everyone involved. 

The diversity of Aboriginal Western Australians is multifaceted and great. In 
Aboriginal communities there are many language groups, differing protocols, 
skin groups and elders within communities. Aboriginal families have an extended 
kinship system which includes many non-linear family members. 

To effectively engage with Aboriginal people we will:

•	 establish mutual respect;

•	 effectively communicate; and

•	 engage and build trust and sustainable relationships.

Aboriginal employees will feel supported and their culture is respected and valued. 
This will contribute to sustaining and encouraging a long-term career in the 
department.
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Key action area 2: Attraction and 
recruitment
Becoming an employer of choice for Aboriginal people
The department will directly focus on efforts to recruit Aboriginal people at all levels 
and find new ways of attracting Aboriginal people to these jobs. This includes 
looking at innovative ways to become more active in preparing Aboriginal people 
for public service jobs. A review of current practices will ensure they are culturally 
appropriate, identify key issues, services and the options available. Invested 
recognition to develop a better relationship with the Aboriginal community will 
empower all individuals to acquire skills to participate effectively.

Key initiatives
Attraction 
Develop and implement appropriate advertising and marketing strategies.
Develop and implement targeted Aboriginal programs including traineeships, 
cadetships and graduate programs.
Create an Aboriginal gateway/page on our website which to enhance the level 
of information to Aboriginal applicants.
Enhance our community profile through cultural branding, appropriate language 
and a more active presence in the Aboriginal community.
Develop procedures and training for employees participating in selection and 
recruitment panels for Aboriginal employees.
Review recruitment and selection procedures to focus on personal 
communication and opportunities to demonstrate skills and abilities.
Communicate and engage with Aboriginal agencies, corporations, educational 
institutions and communities to increase the number of Aboriginal applicants for 
Department of Commerce positions.

Working together
Showing respect and sensitivity for cultural differences, needs and expectations 
will promote and reflect the agency’s diversity as an employer of choice for not only 
Aboriginal people but for all cultures. 

It is integral that the department develops strategies that support enhanced 
engagement with Aboriginal networks within the department, the public sector and 
the wider community and promote employment to Aboriginal people.
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Recruitment
Establish the Public Sector Commission Aboriginal Traineeship Program as our 
Entry Level Employment Program.
The Public Sector Commission Aboriginal Traineeship Program will be 
managed by the Aboriginal Strategy Coordination Branch in collaboration with 
Human Resources.
Establish an employment pathway to provide greater opportunities for 
traineeships in government or other relevant fields.
Establish an Aboriginal Employment Register which will give the department a 
database of Aboriginal candidates who have expressed an interest in working 
with the department.
Utilise the Aboriginal trainee register managed by the Public Sector 
Commission for trainees.
Utilise career and job expos. 
Conduct community forums to showcase the affirmative actions the department 
is undertaking.
Where the department is seeking candidates with specific skill sets, consider 
taking a role to encourage Aboriginal people to enter these areas.
Regular liaison with Jobs Services Australia providers.
Consider alternative pathways into the agency which can be complemented 
with training applicants to be ‘skill’ or ‘qualification’ ready.
Flexibility regarding the closing period for applications; by extending the 
timeframe this will provide a greater pool of potential applicants.

Working together
Many Aboriginal employees face significant work-life balance challenges due to 
family and community responsibilities that are unique to their cultural heritage. 
Aboriginal employees need professional support, especially at the beginning of 
their careers, or when they join the public sector. 

For new employees the department will provide Aboriginal pathways to 
employment with a thorough induction process as the first step in building a 
two-way relationship between the department and the Aboriginal employee. 
The department is currently developing and implementing its Workplace Culture 
Introduction as part of the induction process to provide employees working in 
government a smooth introduction into the public sector. 
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Key action area 3: Retention and 
career development
To ensure a culturally sensitive, supportive and rewarding environment for 
Aboriginal employees to maximise retention of Aboriginal employees
The final key action area focuses on effective retention measures that enhance 
both the employment continuity and career development within the Department 
of Commerce to support employees with pathways to progress within Commerce.
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Key initiatives
Retention
Enabling our managers to support Aboriginal employees by participating in the 
Supervising Aboriginal Talent Program with the Public Sector Commission.
Provide clear pathways for career and professional development opportunities.
Provide mentoring support.
Provision of, and supporting, study assistance.
Establish and support an Aboriginal and Torres Strait Islander Employee 
Network for Aboriginal employees to communicate and share information. 
Respect culture by supporting and engaging in Aboriginal cultural activities.
Assist management and employees to understand the importance of 
contributions and specific capabilities that Aboriginal employees can make 
across all work areas, by continuing to profile the achievement of Commerce’s 
Aboriginal employees.
Develop and implement an Aboriginal Mentoring Program for Aboriginal 
employees.
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Working together
Line managers play a key role in employee retention and engagement, and should 
see people management as a key responsibility. Line managers play two important 
roles – delivering outcomes for their branch and managing people. Their success 
in the first role is highly dependent upon their ability to effectively manage, engage 
and be productive within the team. 

The people management skills of line managers have a direct influence on the 
team environment, employee experiences and impacts significantly on delivering 
outcomes for the branch. Mentoring and coaching plays an integral part in retention 
and career progression. It is essential the department supports, encourages and 
guides our employees in a way that will enhance their experience of working with 
the department and their contribution to our work and their future prospects. 

Career development
Appropriate personal and professional development opportunities to equip 
Aboriginal employees with the skills and confidence to work in the area of their 
choice. 
Provide assistance to Aboriginal employees to map their career pathways and 
to consider where greater mobility can be achieved.
Mobility across organisations is fundamental to expanding employee skills 
and capabilities. Options may include secondment opportunities to portfolio 
agencies or externally to the private or community sectors. 
Support Aboriginal employees undertaking formal studies or tertiary 
qualifications in fields which link to agency objectives, or which meet 
employees’ career development.
Grow our own talent by identifying existing employees to fill future vacancies 
(gain promotions), providing career development, training and acting 
opportunities.

Working together
Career and development opportunities improve retention rates for all employees. 
Support from managers is pivotal in identifying development needs and career 
aspirations. Line managers have a significant impact on employee retention. It 
is important that supervisors have the necessary skills to perform their roles in a 
culturally respectful manner.



I was born in the wheatbelt town of Bruce Rock in Western Australia. 
My earliest influence and introduction to art was via my uncle, 
Charles Pickett, a self- taught noongar artist who paints in the 
Carrolup art style. Being a modern Aboriginal woman I am enthused 
by the change in direction of Aboriginal artists from dot painting to 
the more expressive contemporary styles that suggests a desire to 
simultaneously maintain culture and heritage whilst conceptualizing 
understanding and awareness of an evolving Aboriginal society. 
My passion is to educate the wider community to the richness and 
diversity of Aboriginal art, culture and heritage. I am also passionate 
about Noongar Boodja; it defines me and is who I am.

Barbara Bynder

The Department of Commerce acknowledges Barbara Bynder, whose work has been reproduced 
in this document and has inspired the visual message of the department’s Aboriginal Strategy.
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