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From the Minister

As Minister for Training and Workforce Development,

| have given a personal commitment to providing better
training and workforce development opportunities for
all Aboriginal people in Western Australia, through the
Training together — working together initiative.

When commissioning this work, it was my intent to
ensure that Aboriginal people in Western Australia
are equipped to take advantage of the sustained
economic growth our State is so privileged to be
experiencing.

The strategies and recommendations in the report are
the result of a comprehensive consultative process
throughout the State, involving over 500 people,
including Aboriginal people, industry and community
representatives.

The Committee members who undertook the work
were led by Dr Sue Gordon AM, and Mr Keith Spence,
and | am very grateful for their tireless efforts in
bringing this work to fruition.

| commend to you the Training together — working
together Aboriginal workforce development strategy
report, and look forward to working with the Western
Australian community to provide effective and
tangible outcomes for Aboriginal people.

Hon Peter Collier MLC
Minister for Training and Workforce Development
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Training together — working together

From the Co-chairs,
Training together — working together committee

The Training together — working together committee made six
main findings:

1.

There is a lack of connection and coordination between employers, job
seekers and service providers, between State agencies and between
State and Australian Governments that creates inefficiency and
ineffectiveness.

There are job opportunities for Aboriginal people but employers do not
know how to successfully engage with them. There is an opportunity to
increase employer involvement and commitment to employing Aboriginal
people.

One size does not fit all — locally responsive solutions are needed to
address unique local issues.

Support for Aboriginal people transitioning from school to training,

from training into jobs, from unemployment to employment is essential
— relationship-based mentoring is the critical ingredient in helping
individuals to make successful transitions into sustainable employment.
There are major individual and institutional barriers to Aboriginal
participation in the workforce — a strategic, systematic response is
needed to remove these fundamental barriers.

There is a need to raise awareness of Aboriginal employment
opportunities and promote new Aboriginal role models.
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The Training together — working together Aboriginal workforce development strategy is
designed to address these six main findings. It outlines a way forward over the immediate
to long term and will serve as a public report card on the training and employment
outcomes of Aboriginal people over the next three years. A whole of government
approach over a longer period of time will be necessary to ensure that significant
progress is made in many of these areas.

As co-chairs of the committee we offer sincere thanks to all those who have
contributed to this strategy, particularly all those who participated in the regional
consultations. Special thanks are due to members of the Training together — working
together committee who oversaw the development of the strategy. We are also grateful
to the members of the Secretariat of the State Training Board and the Department of
Training and Workforce Development for their efforts and evident commitment to the
development of the strategy.

Dr Sue Gordon AM Mr Keith Spence
Co-chair Co-chair
March 2010
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Against a backdrop of continued demand for skills and labour in Western
Australia, Aboriginal' people remain among the most severely disadvantaged
groups in the labour market. While it is encouraging that employers are
becoming increasingly aware of the benefits of a more diverse and inclusive
workforce, Aboriginal people continue to be a significantly underutilised labour
resource in the economy. With the unemployment rate in Western Australia
around 5%, the rate of Aboriginal unemployment remains at 18%? with the
gap varying more widely in many regional and remote areas of the State.

The Hon Peter Collier MLC, Minister for Training and Workforce Development

has therefore asked the State Training Board to develop an Aboriginal workforce
development strategy for industry, community and government that will ensure that
Aboriginal people have an improved opportunity to participate in the State’s emerging
and future skills requirements and job opportunities.

The Board’s Training together — working together committee was established to lead

the initiative. The work of the committee has been informed by a comprehensive state-

wide engagement and consultation process with industry and Aboriginal communities.

This was underpinned by:

e an assessment of the Aboriginal supply and demand outlook on a region by region
basis;

¢ the identification of the critical success factors for sustainable Aboriginal employment
outcomes and best practice employer models;

e an assessment of the range of support services in the regions and their effectiveness
in transitioning Aboriginal people into employment; and

¢ the identification of the individual and institutional barriers to Aboriginal workforce
participation.

The Training together — working together Aboriginal workforce development strategy
is aimed at assisting Aboriginal people to participate effectively in the workforce and to
ensure that the development and application of their skills is within a workplace context.
It contains recommendations that will make better connections between employers
and Aboriginal people and, through a more unified system of support, help individuals
progress through the various transitions towards sustained employment, thereby
reducing long-term welfare dependency.

1 The terms Aboriginal, Aboriginal and Torres Strait Islander, and Indigenous in referring to the first Australians,
are used interchangeably to maintain accuracy with respect to other preceding documents and initiatives.
The term Aboriginal, more broadly used here, should be taken to mean Aboriginal, Aboriginal and Torres Strait
Islander, and Indigenous peoples.

2 See Figure 3
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Executive summary

In framing the strategy, the committee’s vision for employers, the training system and
Aboriginal communities is to establish an approach that clearly puts Aboriginal people
at the centre of industry and government workforce training and development planning
and ensuring that the outcomes are meaningful, culturally appropriate and long-lasting.

The strategy is summarised in figure 1 on page 11. The overarching theme is one
of making connections and joining the dots between employers, job seekers,
communities, service providers and government.

Five main strategic themes have been identified as follows:

1. connecting employers and Aboriginal job seekers to meet Western Australia’s
growing work opportunities;

2. engaging local knowledge and capacity — recognising a one size fits all approach
does not work;

3. improving the transitioning of Aboriginal people through quality mentoring and
other support;

4. developing a strategic systematic response to individual and institutional barriers to
Aboriginal participation in the workforce; and

5. raising awareness of Aboriginal employment opportunities and promoting new
Aboriginal role models.

There is a lack of connection — we need to join the dots. While there are many
isolated examples of good practices and programs, the overwhelming conclusion is
that there is a confusing lack of connection and coordination between employers,
job seekers and service providers, between State agencies and between State and
Australian Governments, that create inefficiency and ineffectiveness.

There is an array of funding sources and programs available to support employers and
Aboriginal people. While some of these are achieving good results, the programs are
not integrated and lack synergy. Contractual arrangements sometimes pitch providers
against one another. This competitive environment provides little opportunity or
incentive for providers to work together to provide a more effective service to Aboriginal
people. There is a need to simplify access to quality employment and training support
services for employers and Aboriginal people, particularly at a regional level.

There are job opportunities for Aboriginal people but employers do not know
how to successfully engage with them - there is an opportunity to increase
employer involvement and commitment to employing Aboriginal people. Although
an increasing number of companies have set Aboriginal employment targets as part

of addressing their skills and labour needs, many of these companies do not have
strategies to implement their policies.
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Executive summary

Companies are positive about jobs growth, particularly in the medium to long term,
and they want to place Aboriginal people in those jobs. However, they often do not
know how to do this or who best to assist them. Conversely, Aboriginal people are
generally unaware of the job opportunities in their region, particularly those jobs that
might be emerging and require a longer lead time in terms of work readiness and skills
development.

Aboriginal people feel they are often overlooked in the forward planning and skill
development required to take up these opportunities and they feel that they are

more likely to be directed towards immediate and less sustainable jobs. Training and
employment support service funding models are cited as a major cause of this by many
stakeholders, including service providers.

One size does not fit all - locally responsive solutions are needed to address
unique local issues. The committee’s consultations across the State’s regions
highlighted that each region of Western Australia has its own distinct and unique issues
that are most effectively addressed by locally tailored solutions.

The importance of transitions - transitional support achieves consistently more
sustained employment results. Relationship-based mentoring has been identified as
the critical ingredient in helping individuals to make successful transitions to sustained
employment. While we found good examples of successful employers of Aboriginal
people, many companies have little or no experience and there is a need to promote
and showcase best practice enterprise examples to other employers, particularly small
and medium enterprises. Some companies, usually large enterprises, mostly in the
mining and construction sector, are successful in attracting and retaining Aboriginal
people in the workplace. However, small to medium enterprises, while estimated

to employ more than half of the Western Australian workforce?®, are generally not
employers of Aboriginal people because they are not resourced to make the upfront
investment needed to be successful.

There are major individual and institutional barriers to Aboriginal participation

in the workforce - a strategic, systematic response is needed to remove these
‘root-cause’ barriers. Only around 20% of Aboriginal adults have completed year

12 or a post school qualification. The generally low standard of language, literacy

and numeracy is one of the most significant barriers to employment, which must be
overcome. Other major barriers include the lack of a driver’s licence, transport, housing
and accommodation. Without partnerships and connections between providers,
Aboriginal people and their communities, and employers, Aboriginal people with
significant personal barriers remain at high risk of disengaging, particularly as they
transition in and out of education, training and the workforce.

3 Small Business Development Corporation smallbusiness.wa.gov.au/small-business-statistics/
4 Chamber of Commerce and Industry Training together — working together Employer Survey — available at
trainingwa.wa.gov.au
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Executive summary

There is a need to raise awareness of Aboriginal employment opportunities and
promote new Aboriginal role models. Improved communication channels are needed
with Aboriginal communities for example face to face communication is likely to be
much more effective than digital techniques such as a website to make them aware

of job opportunities and to showcase successful Aboriginal role models from a wide
cross section of occupations. There are many prominent, successful Aboriginal people,
such as doctors, nurses, social workers, artisans, engineers, environmental scientists,
plumbers and carpenters, with inspiring success stories that should also be promoted.
There is a need to de-bunk prevalent myths regarding Aboriginal employment.
Employers and government organisations need to be educated on the business
imperative, opportunities and benefits of Aboriginal employees.
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Executive summary

Sustainable employment outcomes for Aboriginal people through training

Halving the Aboriginal employment gap by 2020
Committing to Aboriginal employment and job-related training targets to meet the future skills requirements
and job opportunities of Western Australia

Making connections
Create an Aboriginal Workforce Development Centre that connects and coordinates data and programs across the State

Create nine regional Hubs to directly link local Aboriginal people and employers together to meet the State’s jobs growth

opportunities

Create an overarching governance group to recommend policy changes to address barriers that require a whole of

government approach

Connecting employers and
Aboriginal job seekers

e Linking Aboriginal graduates with job opportunities
arising from major companies and their
contractors across WA

e Creating an Aboriginal Workforce Development
Centre that gathers and coordinates data
across the State to monitor supply and demand
requirements

¢ Increasing the proportion of employers, including
SMEs, that employ and develop Aboriginal people
to respond to future skills requirements and job
opportunities

e Setting and meeting COAG Aboriginal employment
targets across government agencies

e Leveraging the AEC initiative

Removing barriers to participation
in the workforce

* Developing and implementing an integrated
training and employment focussed support
strategy for offender transition into employment

¢ Increasing the number of Aboriginal people
gaining and maintaining their motor vehicle
driver’s licence

e Addressing the language, literacy and numeracy
skills gaps of Aboriginal people transitioning from
school to the workplace

e Addressing housing and accommodation issues
in the context of job and training opportunities

Engaging local knowledge and capacity

to achieve successful regional Aboriginal

employment outcomes

Creating Aboriginal Workforce Development Hubs
in each of WA's nine regions

Engaging local Aboriginal Communities in
decision making

Support the work that Ngaanyatjarra Council has
carried out with DEEWR through training services
in The Lands

Help remote communities to develop the

local capacity to take up local employment
opportunities through training services

Improving the transitioning of
Aboriginal people to achieve sustainable
employment outcomes

Assisting companies to develop the capacity
to be successful employers of Aboriginal
people through sharing best practice and the
development of products in cultural awareness
and mentoring in the workplace

Developing and implementing a Statewide
Mentoring Strategy for individuals transitioning
to employment and for companies to retain
Aboriginal people in the workforce

Enabling timely and continuous training provision
to respond to the needs of the job seeker and
employer

Improving the transition of young people from
school to training and employment

Raise awareness of Aboriginal employment opportunities and promote new Aboriginal role models
e Proactive showcasing of personal success stories to promote positive role models to Aboriginal people across

Western Australia

Figure 1 — Training together — working together Aboriginal workforce development strategy
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commendations

themes and re

Connecting employers and Aboriginal job seekers to meet

Western Australia’s growing work opportunities

Recommendation 1: The Minister for Training and Workforce Development to establish
the Aboriginal Workforce Development Centre (AWDC) to oversee the implementation
of a more holistic, systematic, statewide approach to training of Aboriginal people

that leads to successful employment outcomes. A mechanism should be established
between the AWDC and the State Training Board for the Board to provide the

AWDC with strategic advice and to monitor the progress of the Aboriginal workforce
development strategy implementation.

Supporting strategies include:

1.1 Gather and coordinate data across Western Australia to establish a
comprehensive, statewide picture of the supply and skills of potential Aboriginal
employees and the job demand and skill requirements of employers.

1.2 Link Aboriginal graduates with job opportunities arising from major companies and
their contractors across Western Australia.

1.3 Develop a strategy to increase the proportion of employers, including small to
medium enterprises that employ Aboriginal people as a mitigation against future
skills shortages.

1.4 Support industry initiatives, such as the Australian Employment Covenant to
achieve improved Aboriginal employment outcomes.

Engaging local knowledge and capacity to achieve successful

regional Aboriginal employment outcomes

Recommendation 2: The Minister for Training and Workforce Development to establish
Aboriginal Workforce Development Hubs (Hubs) in each of Western Australia’s nine
regions to directly link local Aboriginal people and local employers. The Hubs would be
established as independent, not for profit organisations with boards of management
consisting of local Aboriginal leaders, employers, community representatives and
service providers. Funding of up to $500,000 per annum over a three year period would
be provided to each Hub through contracting arrangements with the AWDC. Ongoing
funding would be contingent upon a successful annual review of performance against
agreed key performance indicators.

Supporting strategies include:

2.1 Allocate $250,000 annually to the AWDC to support proposals from Hubs for
specific projects in the region aimed at achieving sustained employment outcomes
for local Aboriginal people.

2.2 Tenth Hub in the Lands - fund training services as a whole package across the
Lands supporting the Ngaanyatjarra Council Employment Strategy to boost the
number of job ready Aboriginal job seekers.
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Strategic themes and recommendations

Improving the transitioning of Aboriginal people to achieve sustained
employment outcomes

Recommendation 3: The Aboriginal Workforce Development Centre to develop a
statewide strategy to systematically strengthen mentoring arrangements for Aboriginal
people in Western Australia. The strategy should align with the Western Australian
Strategic Framework for Youth Mentoring proposed in the implementation plan for the
National Partnership Agreement on Youth Attainment and Transitions. In tandem with this,
the AWDC would promote the sharing of successful Aboriginal employment practices by
companies through convening regular forums for the sharing of best practice.

Supporting strategies include:

3.1 Establish a specific employer section on the Department of Training and Workforce
Development website to assist companies in their Aboriginal employment and
workforce development plans.

3.2 Develop an evidence based approach to identifying and promoting good practice
examples of mentoring and the ‘wrap around’ support services that lead to the
effective transitioning of Aboriginal people from school to further education and/
or sustained employment. These findings will form the basis of the statewide
mentoring strategy to ensure that effective mentoring is available during education
and training and before, during and post placement in the workplace.

3.3 Provide annual funding of $500,000 to be disbursed by the AWDC, through the
Hubs, to support local employers in developing Aboriginal people to become work
ready. This would include on the job mentoring support, literacy and numeracy and
driver’s licence programs.

3.4 Provide annual funding of $500,000 to be disbursed by the AWDC, through the
Hubs, to support local training providers to provide mentoring support to students
to effectively transition them from training to employment.

3.5 Aboriginal School Based Traineeship programs to be linked up with local jobs and
funding for mentoring is to be provided, through the Hubs, to address the life skills
and personal development needs of young Aboriginal people.

3.6 Conduct a systematic review of State and Australian Government programs and
funding mechanisms for Aboriginal training and transition support with a view to
creating a system which has the job seeker and employer at its centre rather than
the service provider.
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Strategic themes and recommendations

Removing barriers to participation in the workforce

Recommendation 4: The Minister for Training and Workforce Development to create
an overarching across government group, at Director General level, to recommend
policy changes to address barriers that require a whole of government approach,
including issues of housing and accommodation needs to support training and
employment.

Supporting strategies include:

41 The Department of Training and Workforce Development and the Department of
Corrective Services to jointly develop and implement an integrated training and
employment focused support strategy for offender transition into employment. The
model should support a statewide expansion of the Auswest Specialist Education
and Training Services (ASETS) through-care model and be packaged to meet the
needs of Aboriginal male and female offenders. Both public and private prison
providers need to be funded under the model.

4.2 The Department of Training and Workforce Development and the Department of
Transport to allocate funding for programs and support services that will assist
Aboriginal people to gain a driver’s licence for the first time and support people
who have lost their licence to gain an extraordinary licence for work purposes.

4.3 A statewide plan for housing and accommodation to be established to address
the notable gap in the planning and funding of supported residential facilities for
students in training, and housing for Aboriginal people transitioning to employment.
The plan should map what currently exists and identify, on a region by region basis,
the housing and accommodation needs of Aboriginal people transitioning from
training into employment over the immediate, medium and long term.

4.4 The State Government to engage with the Australian Government to effect policy
changes to recognise Aboriginal Elders in remote communities, currently on
Community Development Employment Projects, as the Cultural Custodians of
Country and to recognise these positions as jobs that Elders should be paid for.
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Strategic themes and recommendations

Raise awareness of Aboriginal employment opportunities and

promote new Aboriginal role models

Recommendation 5: The Department of Training and Workforce Development,
through the AWDC, to establish a marketing and promotional plan to raise awareness of
Aboriginal employment opportunities and promote new Aboriginal role models.

Supporting strategies include:

51 Create a brand image and materials for the AWDC and Hubs based on the
Training together — working together branding.

5.2 Create a web portal as a central communication point to support individuals,
employers and service providers in Aboriginal training and employment.

5.3 Create a formal Aboriginal employment network to facilitate communication
between employers and Aboriginal people about job opportunities.

5.4 Showcase personal success stories to promote positive Aboriginal role models to
Aboriginal people across Western Australia.

5.5 Raise community awareness of employment opportunities through face to face
contact with employers in dedicated Aboriginal employment road shows.
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Part 1 — Introduction

Training together — working together Committee

’ Background
- The State Training Board’s Training together — working together committee®
was established at the request of the Hon Peter Collier MLC, Minister for
- Training and Workforce Development on 1 September 2009. The committee
was asked to provide the Minister with high level, strategic direction on
actions to ensure that individual Aboriginal people and the Aboriginal
workforce overall have the capacity and support to participate in the future
skills requirements and job opportunities of industry in Western Australia.

. The committee led the Training together — working together initiative through
a Statewide engagement and consultation process with industry and Aboriginal
communities.

Terms of reference

The terms of reference for the committee are to:

1. strengthen opportunities that enhance Aboriginal involvement in industry and
Government decision making, both at a central and local level, about training and
employment for Aboriginal people;

2. engage with key stakeholders of Government, industry and Aboriginal communities
to ensure Aboriginal people are at the centre of industry workforce development
plans and employment initiatives;

3. examine the current framework of training provision to identify best practice examples
of training that lead to quality, sustained employment for Aboriginal people;

4. engage with industry to increase employer and industry commitment to, and
contribution towards, employment and training outcomes for Aboriginal people;

5. examine underlying causes of skills and employment gaps and develop strategies
to improve training and employment outcomes for Aboriginal people, particularly at
local and regional levels;

6. identify critical success factors that will be a frame of reference for the future
planning, delivery and coordination of employment and training programs for
Aboriginal people; and

7. recommend to the Minister for Training and Workforce Development a plan for
industry, community and Government to ensure that the needs of individual
Aboriginal people and the Aboriginal workforce overall has the capacity and support
to respond to the future skills requirements and job opportunities of industry.

5 Afull list of committee members is provided in appendix 1
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Committee work groups

The Training together — working together committee formed three work groups to

undertake a body of work that focused on three key priorities. As shown in Figure 2

below these priorities are:

1. to identify industry areas of jobs growth and the workforce development plans
required to employ Aboriginal people, on a region by region basis®;

2. toidentify and promote enterprise best practice approaches to Aboriginal
workforce development that leads to sustained employment and/or labour market
participation’; and

3. to develop a best practice model for the coordination of services including
transition services and support and training and employment, and identify the
range of funding sources attached to those services to support Aboriginal people
to transition into employment on a regional basis.

Minister, Co-
Chairs and key
Committee members

INDUSTRY &

ENTERPRISE TRAN
COMMUNITY S SITION SUPPORT
JOBS GROWTH & BEST PRACTICE & COORDINATION

WORKFORCE PLANNING PARTNERSHIPS OF SERVICES

Figure 2 — Training together — working together committee work plan structure

6 See Part 3 for the results of the CCIWA Survey
7 See Part 4 for the outcome of this work
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Regional consultations

In order to inform the work of the Training together — working together committee,
the Minister for Training and Workforce Development and members of the committee
conducted a statewide regional consultation process. This included eight public
consultation forums and meetings held at Kwinana, Bunbury, Port Hedland, Albany,
Broome, Geraldton, Midland and Kalgoorlie®. The consultation process also allowed
stakeholders to provide feedback by telephone and written submissions® through the
Office of the State Training Board.

Issues raised through the consultation process highlighted many common themes
such as the personal barriers to employment that Aboriginal people experience,
issues of transition for Aboriginal people from school to further education, training and
employment or from one job to the next, and employers experiencing difficulty finding
and linking Aboriginal people to available jobs.

Western Australian economic overview
Extensive research has identified that Western Australia will not have sufficient workers
— both skilled and unskilled, to meet the future demands of industry.”®

In total, there are currently more than $100 billion worth'' of resource projects either
committed or under consideration for Western Australia during the next few years.
These projects alone are likely to create more than 40,000 jobs in construction and
12,500 permanent jobs."

In addition, the flow on effect is likely to lead to a significant increase in demand for
both skills and labour in all industries and regions throughout Western Australia. Strong
growth in the resources sector can lead to other industries being ‘crowded out’ of the
labour market when trying to attract staff.

Access Economics has predicted a significant increase in employment for Western
Australia, with more than 350,000 new jobs estimated to be created by 2019-20."

8 Feedback from all of the regional consultations is available at stb.wa.gov.au

9 Alist of organisations that provided written submissions to Training together — working together is included in
appendix 2

10 Chamber of Commerce and Industry Training together — working together Employer Survey — available at
trainingwa.wa.gov.au

11 Department of Training and Workforce Development, A skilled workforce for the future — Issues paper 2009

12 ibid.

13 ibid.
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Aboriginal population in Western Australia

In 2006, Aboriginal people comprised approximately 3% of the Western Australian
population. According to the 2006 Census', there were 58,710 Aboriginal people in
Western Australia'®, with approximately 35% being located in major cities and 25%
living in very remote areas of the State. The remaining Aboriginal population is spread
through regional and remote areas.

The ABS 2006 Census reports that the Aboriginal population is much younger than the
non-Aboriginal population with 56.5% being under the age of 25.

The Aboriginal unemployment rate is consistently higher than that for non-Aboriginal
people and was 14.3% at the 2006 Census, over three
times that of non-Aboriginal Western Australians.

In terms of employment, 42.3% of the adult population was
employed and 32.5% of these were employed in the private
sector.

Less than 20% of Aboriginal adults had completed Year 12
with the same proportion having post school qualifications.
In comparison, over double the proportion of non-
Aboriginal people had completed Year 12 and had a post
school qualification. School attendance rates also remain
lower for Aboriginal students compared to non-Aboriginal
students. Semester 1, 2009 data shows that the Aboriginal
Years 8—12 attendance rate was 66.91% compared with the
non-Aboriginal Years 8—12 attendance rate at 89.30%'°.

14 ABS, 2006 Population Census
15 The ABS 2006 Census undercount for Aboriginal people in Western Australia is estimated to be nearly 20,000
16 Department of Training and Workforce Development
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Aboriginal population by region

Figure 3 identifies the Aboriginal population in Western Australia by region, showing actual
numbers of people identified as Aboriginal in the ABS 2006 Census and identifying the
percentage total of the regional population this represents. For each region a comparison
of unemployment rates and labour force participation rates is also given.

In all regions of Western Australia Aboriginal rates of unemployment are significantly
higher than for non-Aboriginal people and levels of workforce participation are lower.

Kimberley

Population: 12,324 (42.1%)

Aboriginal v non-Aboriginal unemployment rate: 7.2% v 2.2%
Aboriginal v non-Aboriginal participation rate: 52.3% v 81.8%

Pilbara

Population: 5,633 (13.7%)
Aboriginal v non-Aboriginal unemployment rate: 16.8% v 1.9%
Aboriginal v non-Aboriginal participation rate: 49.8% v 84.1%

Mid West

Population: 5,782 (10.1%)
Aboriginal v non-
Aboriginal unemployment
rate: 17.7% v 4.3%
Aboriginal v non-
Aboriginal participation
rate: 46.8% v 66.9%

Metro Goldfields Goldfields

Population: 21,205 (1.5%) Population 4,963 (9.6%)
Aboriginal v non- Aboriginal v non-
Aboriginal unemployment Aboriginal unemployment
rate: 16.2% v 3.5% rate: 11.8% v 3.2%
Aboriginal v non- Aboriginal v non-
Aboriginal participation Aboriginal participation
rate: 47.7% v 66.6% rate: 49.6% v 74.9%

South West Wheatbelt

Population 2,608 (1.9%) Population: 3,027 (4.4%)

Aboriginal v non- Aboriginal v non-Aboriginal unemployment rate: 23.6% v 3.5%
Aboriginal unemployment Aboriginal v non-Aboriginal participation rate: 47.9% v 65.9%
rate: 13.3% v 3.5% Great Southern

Aboriginal v non- Population 1,714 (3.3%)

Aboriginal participation Aboriginal v non-Aboriginal unemployment rate: 16.5% v 3.7%

rate: 55.8% v 65.3% Aboriginal v non-Aboriginal participation rate: 44.1% v 63.2%

Figure 3 — Aboriginal population by region, unemployment rate and labour market participation rate
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Distribution of Aboriginal and non-Aboriginal people in

Western Australia 2006

Table 1 shows the population distribution in a number of areas across Western Australia.
Its purpose is 1o illustrate that population demographics vary significantly from area to area
and this will impact on how services are provided and resourced. It serves to underline

an early conclusion of the committee that each region is different and will require different
tactics to address issues.

For example, the Aboriginal population in Perth is 21,321 people, which represents
1.5% of the total population, whereas the Aboriginal population in Derby is 4,431 but
represents 63.3% of the total population for that town.

Table 1 — Distribution of Aboriginal and non-Aboriginal people by region in Western Australia'

Indigenous

proportion of
Indigenous geographic population by
classification Indigenous Non-Indigenous percentage
Perth 21,321 1,335,638 1.5%
Broome 3,560 7,650 27.3%
Kununurra 4,336 3,774 53.5%
Narrogin 8,456 300,358 2.6%
South Hedland 5,660 30,396 13.1%
Derby 4,431 2,083 63.3%
Kalgoorlie 5,220 42,710 9.9%
Geraldton 5,496 44,989 10.1%

17 ABS, 2006 Population Census (Population Distribution, Aboriginal and Torres Strait Islander Australians, 2006)
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Part 2 - public sector targets

Training WA

The work of the committee is aligned with the vision and policy framework
of the Training WA plan'®, the State Government’s training plan, and

the commitment to achieve a total of 30,000 enrolments in job related
training for Aboriginal students between 2009 and 2012. The committee
has, in collaboration with industry and Aboriginal people, developed a
comprehensive view of actions that are currently being taken to address
workforce development needs of Aboriginal people to allow them to take
advantage of those models that are achieving success in the labour market.

COAG ‘Closing the Gap’ targets

In December 2007, the Council of Australian Governments (COAG) agreed to a
partnership between all levels of government to work with Indigenous communities to
achieve the target of ‘Closing the Gap’ in Indigenous disadvantage.

A National Indigenous Reform Agreement has been established to frame the task of
‘Closing the Gap’ in Indigenous disadvantage. It sets out the objectives, outcomes,
outputs, performance indicators and performance benchmarks agreed by COAG. It
also provides links to those national agreements and national partnership agreements
across COAG, which include elements aimed at ‘Closing the Gap’ in Indigenous
disadvantage.

The foundation of the ‘Closing the Gap’ strategy is the identification of, and commitment

to, targets addressing Indigenous disadvantage. There are six main targets:

1. close the gap in life expectancy within a generation;

2. halve the gap in mortality rates for Indigenous children under five within a decade;

3. ensure all Indigenous four years olds in remote communities have access to early
childhood education within five years;

4. halve the gap for Indigenous students in reading, writing and numeracy within a
decade;

5. halve the gap for Indigenous students in Year 12 attainment or equivalent
attainment rates by 2020; and

6. halve the gap in employment outcomes between Indigenous and non-Indigenous
Australians within a decade.

18 Training WA: Planning for the future 2009 — 2018 Department of Training and Workforce Development
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Achieving the goal of halving the difference between Indigenous and non-Indigenous
Year 12 retention is not such an aspirational goal. It requires only a minor improvement
in Indigenous Year 12 retention between 2008 and 2020 than was achieved between
1998 and 2008. The narrowing of the gap 1998-2008 has been greatest in WA, QId
and SA.”®

In 2008, COAG requested the development of an urban and regional strategy to
coordinate the delivery of services to Indigenous Australians. The National Urban and
Regional Service Delivery Strategy is a plan for action developed by the Australian, State
and Territory governments. The strategy recognises that without achieving significant
gains in urban and regional locations, it will not be possible to ‘Close the Gap’ nationally
on any of the COAG targets. The strategy requires jurisdictions to leverage Indigenous
specific and mainstream funding agreed by COAG, and other existing resources, to
improve outcomes for Indigenous Australians in urban and regional areas.

To ensure consistency across the development of national partnership agreements,
COAG has agreed to a set of principles for service delivery and for investment in
remote areas. These principles are a guide for all COAG reforms, and all governments
are expected to take these principles into account in designing policies and providing
services.

COAG recognises that an unprecedented level of cooperation and coordination
between the Australian and State and Territory governments is needed to deliver
on this commitment to ‘Close the Gap’. COAG also recognises the need to work
closely with the corporate and not-for-profit sectors. Meeting the targets can only
be achieved through sustained multi-sectoral effort where all parts of the Australian
community play a role.

In order to meet the COAG employment targets both public and private sector
employment outcomes for Aboriginal people in Western Australia need to improve.

National Partnership on Indigenous Economic Participation

The COAG National Partnership Agreement on Indigenous Economic Participation,
which contributes to the ‘Closing the Gap’ targets agreed in the National Indigenous
Reform Agreement, has been established by the Australian Government and the
States and Territories contributing to the COAG target to halve the gap in employment
outcomes. The Agreement involves complementary investment and effort by

the Australian Government and the States and Territories to significantly improve
opportunities for Aboriginal people to engage in private and public sector jobs.

19 Indigenous students and completion of year 12, Michael Long, CEET Annual Conference 2008
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This National Partnership consists of the following four key elements:

Element 1: Creating real sustained employment in areas of government service delivery
that have previously relied on subsidisation.

Element 2: Strengthening current Government procurement policies to maximise
Indigenous employment.

Element 3: Incorporating Indigenous workforce strategies into all new major COAG
reforms contributing to the ‘Closing the Gap’ targets.

Element 4: Reviewing all public sector Indigenous employment and career
development strategies to increase employment to reflect population share by 2015.

Western Australian public sector

Current situation

The Office of Equal Employment Opportunity (OEEQO) published the Equity and Diversity
Plan for the Public Sector Workforce 2006 — 2009 in December 2009.

The report states in relation to the employment of Aboriginal Australians in the public
sector that:
“The representation of Indigenous Australians fell to 2.3% in 2009, compared
to 3.3% the previous year. This decrease may be attributed to changes in data
collection methods and a lower response rate this year for the sector. Over the last
five years representation levels for this group have remained relatively unchanged
and below the government objective.”

Western Australian public sector commitment

Through the National Partnership on Indigenous Economic Participation, the Western
Australian public sector aspires to contribute to halving the gap in employment
outcomes between Aboriginal and non-Aboriginal Western Australians within a decade.

To address this, the Public Sector Commission has set a 3.2% Aboriginal employment
target across State Government agencies over the next decade and recently
established a cross-agency steering group overseen by a high level governance group
to implement strategies that will improve opportunities for Aboriginal people to find and
retain employment in the public sector.

The Commission also has a working partnership with the Electrical, Utilities and Public
Administration Training Council to develop a workforce development plan for the public
sector to assist in the achievement of the State’s targets.

Other key elements of the National Agreement on Indigenous Economic Participation
will see significant opportunities for the employment of Aboriginal people. Changes to
State and Australian Government procurement policies and a requirement for all major
infrastructure construction projects under COAG reforms to have Aboriginal workforce
development and employment plans will have a positive impact on the employment and
economic p