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DearMs Scarlett

I referto yourletterdated23 March in whichyou invitedBrisbaneCity Council to
preparea submissionwhich wouldbeconsideredaspartofthe inquiry into indigenous
employment.

Attached,for theinquiry’s consideration,is Council’ssubmission.My apologiesfor the
delayin not forwardingthis submissionby theduedate,however,I trust thatCouncil’s
commentswill be considered.

I trusttheattachedsubmissionwill beof interestto the inquiry andthankyou for inviting
BrisbaneCity Council to providecomment.

Yourssincerely

JudeMunro
CHIEF EXECUTIVE OFFICER

Your ref:
Ourref:
Contact:
Telephone:
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SUBMISSION TO THE STANDING COMMITTEE ON ABORIGINAL & TORRES

STRAIT ISLANDER AFFAIRS: INQUIRY INTO INDIGENOUS EMPLOYMENT

Background:

BrisbaneCity Council’sapproachto theemploymentof indigenouspeopleis drivenby
organisationalvaluesthatembracediversity, equityandinclusiveness.This ethosshapesthe
WorkplaceEquity& DiversityFramework,whichprovidesthepolicyandstrategic
frameworkfor Councilto addressissuessuchas equitablerepresentationof indigenous
employeesin Council’sworkforce.

Divisions andBusinessUnits areresponsiblefor implementingthe E&D Framework.This
theydo by eachdevelopingalocal equityanddiversityplan(LEDP) that setsouttheir
objectives,targets,strategies,actionsandperformanceindicators.

Progresson implementationoftheseLEDPs,in particular,progresson indigenous
employment,is monitoredandreportedon by the followingmechanismsandatthe indicated
intervals:

Mechanism Interval Action/s

IndigenousEmploymentStrategist Weekly Monitor

Divisional ManagementTeams Monthly Reportreview
performance

Indigenous[employees]ReferenceGroup
(IRG)

Bi-monthly Monitor, review
performanceand

make
reconunendations

Equity & DiversityConsultativeCommittee Bi-monthly Monitor andconsider
reconimendations

fromIRG

IndigenousEmploymentStrategist Quarterly Reportprogressand
make

recommendations

IndigenousCommunityReferenceGroup
(ICRG

Quarterly Reviewperformance
andmake

recommendations

Equity & DiversityTeam Annually Reportandreview

performance

ExecutiveManagementTeam Annually Reviewperformance

Equity& Diversityperformanceagreementsarealsointegralaspectsofmanagers’contracts.

Currently,Council’stargetfor indigenousrepresentationin ourworkforceis 2.5%.This target
is basedon ABS Censusdatafor theregionthat Councilhaslocal governmentresponsibility
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for andadjustedupwardsin responseto therecommendationsof theFinal ReportoftheRoyal
Commissioninto Aboriginal Deathsin Custody.

INDIGENOUS EMPLOYMENT PROGRAM

Council’sIndigenousEmploymentProgramhasfour maincomponents,theelementsof
whichareoutlined herein.Thosecomponentsare:

a) Recruitmentprograms;
b) Supportprograms;
c) Mentoringprogram;
d) Referencegroups.

RECRUITMENT PROGRAMS

Traineeships
Councilparticipatesin the QueenslandStateGovermnent’s“Breakingthe Unemployment
Cycle” initiative to employtrainees.Traineeshipsare 12-monthprogramsinvolving on
andoffthejob trainingwith mosttraineesgraduatingat Certificate2 or 3 level. Funding
criteriarequiresthat20% oftraineeshippositionsavailableeachyearbefilled by
indigenouspeople.

Apprenticeships
• Councilemploysapprenticesinorderto provideskilled, trained,competentandcapable

futuretradespeoplefor its ownrequirementsandBrisbaneCity in general.Whilst funding
supportfor apprenticeshipsisnot subjectto EEO allocationcriteria,Councilaimsto fill
20%oftheapprenticeshipsavailableeachyearwith indigenousapplicants.

Whilst we’re not alwayssuccessfulin achievingthesequotas,some80%of indigenous
personsrecruitedthroughtheseschemesfind on-goingemploymentwithCouncilon
successfulcompletionof their traineeshipsandapprenticeships.

Community Jobs Projects
The CommunityJobsPlanprogramis fundedby the QueenslandGovernmentandBrisbane
City Councilunderthe “Breakingthe UnemploymentCycle” initiative. Thisprogramaimsto
assistlong-termunemployedpeople,or thoseatrisk of long-termunemployment,to secure
ongoingemploymentandhelpsthemdevelopskills andgainon-the-jobexperienceand
trainingin arangeof different industries.. Theprogrambenchmarkis set at achieving7%
employmentof indigenousparticipants. Councilviewsthe7%benchmarkas aminimumand
hasachieveda 22%placementof indigenousapplicantsontheprogramsinceits inceptionsix
yearsago.

‘Growing Our Own’ IndigenousCadetshipProgram
Councilintroducedthe ‘Growing Our Own’ IndigenousCadetshipProgramin July 2002.This
programtargetsindigenousundergraduatesandin someinstances,indigenousTAFE students
andaimsto providethoseundergraduateswithpermanentemploymentupon successful
completionoftheir cadetships.

ForCouncil,it meanswe canrecruitindigenouspeoplewhohavethe qualificationswe need
in our workforceto deliverourbusiness.Forindigenousundergraduates,it meanstheycan:
• attendto their studieswithouttheworry of finding suitableemploymentafterthey p

graduate;
• getto applytheir tertiaryleamingsin arelevantwork setting;
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• getto knowthebusinessandwork conditionsof Councilpriorto commencingfull-time
employment;

• establishrelationshipswith thepeopletheywill beworking withoncetheygraduate;and
• easethetransitionfrom full-time studyto full-time employment.

Councilalsowantsto improvetherepresentationof indigenousemployeesin thehigherband
levelsandviews theour GrowingOur OwnProgramasbetter-practiceapproachto achieving
thisthanotheroptions.

External Accessto Band 2-4 Vacancies
Indigenouspeoplewho areexternalto Council’sworkforcehaveaccessto internalvacancies.
Accessto thesevacancieswas agreeduponby Council’sExecutiveManagementand
respectiveUnionsto bothimprovethe representationofindigenousemployeesin Council’s
workforceandhelpeaseunemploymentin thelocal indigenouscommunity.

Sincetheinceptionofthis program,Indigenousrepresentationin Bands2-4positionshas
increasedby47%.

Other employmentopportunities
Indigenouspeoplehaveaccessto, andareencouragedto participateinnon-targeted
recruitmentprogramssuchas:

• Generalrecruitment
• Graduateemploymentprogram
• Vacationemployment(UniversityandTAFE students)
• Work experience(high schoolstudents)

Theseemploymentopportunitiesareadvertisedthroughthegeneralandindigenousmedia.

SUPPORT PROGRAMS

IndigenousCultural Awareness
CouncildeliversaninternallyprovidedIndigenousCulturalAwareness(ICA) program,the
coreaimof whichis to improveourcapacityto recruit andretainindigenousstaff. The
programis deliveredby aseniorindigenousstaffmemberandin anappropriatesetting.

TheICA programhasbeenin placesinceNovember2001 andis deliveredon amonthlybasis
andtargetsmanagers,supervisorsandteamleaders.To date,morethan500employeeshave
attendedICA sessionsandreportthattheyhaveabetterappreciationoftheissuesaffecting
indigenouspeopleandalsothatthishashelpedthemin their relationshipswith indigenous
employeesin their work areas.
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INDIGENOUS MENTORING & CAREER DEVELOPMENT PROGRAM (IMCDP)

Councilis keento maximiseour successin increasingthenumberof Indigenousemployeesin
ourworkforce.A keystrategyaimedatachievingthisis theIndigenousCareerDevelopment
& MentoringProgram.Thisprogramaimsto enhance:
• theretentionof Indigenousemployees;and
• their capacityto realisetheir careeraspirationsincludingprogressionto andthrough

higherBandlevels,acquisitionof qualificationsfor thisandmovementto technicaland
specialistpositions.

KeyInitiatives
TheIndigenousCareerDevelopment& MentoringProgramcomprisesanumberof key
initiatives. Theseinclude,but arenot limited to:

• MentoringPartnerships— ongoing,culturally appropriate

• IndigenousCultural Awarenessto Mentors

• RolesandResponsibilitiesTrainingfor MentorsandMentees

• Individual CareerDevelopmentProgramsfor Mentees

• Informationsessions,briefingsandadvice

• Personalandprofessionaldevelopmentopportunitiesfor Mentees

• InternalSupport— ExternalExperience

• Assessmentandreview— critical self-analysis

Eachoftheseinitiativesis be sufficiently flexible to meettheneedsof mentorsandmentees,
andto adaptto the changingneedsof Councilandourworkforceneeds.

MentoringPartnerships
Sustainableandeffectivementorin~
MentoringPartnershipsaredevelopedwith andenteredinto by indigenousmenteesandtheir
chosenmentors. Eachmentor-menteerelationshipis a specificpartnershipthat hasthe
following aspects:

• MentoringAgreements

• Regularreview andmodificationprocesses

• Informalprogressevaluations,including self-assessment

TheMentees
Thementeestakepart in anassessmentprocessandareofferedregularsupportandadvice.
Face-to-faceinterviewsareconductedfor this processasresearchindicatesthatthismethod
hasprovento bethemostsuccessfulfrom a culturalaspect.

TheMentors
Mentorsparticipatein thedevelopmentof mentoringagreementswherebytheycommit
themselvesto their respectivepartnerships.Further,mentorsareencouragedto participatein
thedevelopmentof individualmentee’s careerdevelopmentplans.
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Cultural Awarenessfor Mentors

Understandin2cultural forcesatvlav in theworiwlace
Cultural Awarenessis providedfor mentorspriorto enteringa partnership.As Council
alreadydeliversanIndigenousCultural AwarenessProgramthatincludesIndigenoushistory
andtheimpactof Indigenous/Non-indigenouscontact,thisprocessfocusesmoreon
communicationandbehaviouralissuesandthepersonalneedsof Indigenousemployees.

RolesandResponsibilidesfor MentorsandMentees

Understanding& knowled2e
Understandingroles and responsibilities is consideredtantamount to the successful
implementationof thisprogram. All partiesaremadeawareofthe following:

• Theintentandspirit of thementoringprogram

• Therole andresponsibilitiesof mentors

• Therole andresponsibilitiesof mentees

• Therole andresponsibilitiesof workplacemanagersor supervisors

• Therole andresponsibilitiesof theFacilitator/ProgramCoordinator

Individual CareerDevelopmentPrograms(CDP/s)

Plottingthecourse
Careerdevelopmentprogramsarebe developedby eachmenteein consultationwith their
mentorandthefacilitator. EachCDP encompassesthe following:

• Initial skills & aspirationsauditof mentees

• Mentees’self-assessment

• Developmentof a skills profile andresume

• Developmentof atrainingplanbasedonthe above

• Identificationofpossiblelearning,trainingandeducationoptions

• Mappingto careeropportunitieswithin Council

• Reviewandassessment

Twenty-one(21) of Council’s indigenousstaffareenrolledin thisprogramatthispoint in
time.
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REFERENCE GROUPS

Councilhastwo indigenousreferencegroups.They are:
a) theIndigenousReferenceGroup,aninternalmechanismestablishedundertheEquity&

DiversityFrameworkandmadeup of indigenousemployees;and
b) theIndigenousCommunityReferenceGroup,whichprovidesanavenuefor indigenous

communityparticipationin shapingthe strategicdirectionsof Council in theareaof
indigenousemployment.

IndigenousReferenceGroup (IRG)

Membershipof theIRGis opento all indigenousemployeesof Councilandits purposeof the
isto:

• “Provideamechanismfor IndigenousEmployeesto haveinput to Council’sEquityand
DiversityPoliciesandprogramsandprovidearepresentativevoicein workplace
matters”.

Therole of theTRG is:

To makerecommendationsrelatingto:

a) Employmentandcareerdevelopmentopportunitiesfor Indigenousemployees;

b) EquityandDiversityandHumanResourcespoliciesandprogramsfor theattentionof
the EquityandDiversityConsultativeCommitteeandHumanResourcesand
StrategicManagement;and

c) Occasionsandeventsthatareof cultural significanceto indigenousemployees.

Keepindigenousemployeesinformedof relevantEquity & Diversityissues.

Maintainanetworkfor indigenousemployeesto shareinformationandprovideSupport
for each other. V

TheIRGhasbeenanactiveandsuccessfulgroupwith averageattendanceat meetingsduring
being20. Besidesbeingthemainorganisinggroupfor Council’s involvementin National
Aborigines& IslandersWeekcelebrations,theTRG hascontributedto the developmentof a
rangeofworkplacepoliciesthatmakeCouncilanemployerof choiceto local indigenous
people.

IndigenousCommunityReferenceGroup

CouncilhasanIndigenousCommunityReferenceGroup (ICRG) whichwasestablished
following ajoint workshopof Council’sExecutiveandrepresentativesof thelocal Indigenous
community,andimportantly,attherecommendationof theIndigenousrepresentativesat that
workshop.

Importantly,theJCRGshapedits Vision andRolewithout interferenceor influencefrom
Councilstaffor Executive.Bytaking thisapproach,CouncilExecutivedemonstratedthat it
respectsthe ability of theindigenouscommunityto makedecisionsandalsogavetheICRG
ownershipof therole it felt it shouldhave.TheVisionandRoletheICRG determinedit
shouldhaveis:
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VISION

To makeBrisbaneCity Council theleadingmainstreammunicipalemployerof
Indigenouspeoplein Australiaandthuscontributeto the wellbeingoftheIndigenous
communityofBrisbanebydeliveringon equitableemploymentopportunitiesand
outcomes.

ROLE

a) Facilitatean enduring,substantialandproductiverelationshipbetweenBrisbane
City CouncilandtheIndigenouscommunityofBrisbane;

b) Inform thestrategicdirectionsofBrisbaneCity Councilparticularly asthey
relate to the employmentofIndigenouspeople,

c) ProvideadvicetoBrisbaneCity Councilon howCouncilmight optimisethe
participationandinput ofIndigenouspeoplein the2010 Vision andhowrelated
Councilactivitiesmight impacton theIndigenouscommunityofBrisbanein
general.

Importantly,thisVision andRole is respectedthroughoutCouncil as it sendsa clearmessage
to us thattheindigenouscommunitywantsto work in partnershipswith usand,thatthe
indigenouscommunitybelieveswehavearole to playin its well-being.Crucially, this also
raisesarangeof issuesthatgo beyondequitablerepresentationof indigenouspeoplein our
workforce.ThischallengesCouncilandwhatwe do in termsof ourprogramsandservices
servility to theaspirationsofthelocal indigenouscommunity.

OUTCOMES

Theseinitiativeshaveledto Councilbeingviewedasan employerof choicein the Brisbane
indigenouscommunity.This webelieveis evidencedby the fact that 14% of newjobsin
Councilhavebeenfilled by indigenouspeoplesincethe2000-01andtherepresentationof
indigenousemployeesin ourworkforcehasimprovedfrom 1.04%to 2.6%overthe same
period.

Individually, indigenousemployeesreport that Councilis a goodandattractiveemployerfor
thefollowing reasons:
• Widerangeof developmentalopportunitiesthat suittheir aspirationsandwhichtheycan

readilyaccess;
• Progressionbasedon skills,competencyandmerit;
• Flexiblework arrangementsavailableunderarangeof strategiesincludingWork &

Family,Permanentpart-timeemployment,Jobshadowing,Job sharing,Homebased
work, Leavepurchasing,Cultural & Ceremonialleave,culturally sensitiveBereavement
leave,etc;

• Mobility acrossthe organisation;
• Licenseto beinnovative;and
• Theircontributionsto localareabusinessstrategiesbeingvalued.
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