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Dear Miss Scarlett

CITY OF PORT PHILLIP - GOOD NEWS OF INDIGENOUS EMPLOYMENT
ABORIGINAL AND TORRES STRAIT ISLANDERS AFFAIRS COMMITTEE
SUBMISSION

On behalf of City of Port Phillip, Mayor, councillors and staff I wish to thank the House of
Representatives Standing Committee on Aboriginal and Torres Strait Islander Affairs for
providing the opportunity to describe examples of good news on Indigenous
employment. We have produced positive social justice outcomes through targeted
Indigenous employment initiatives and by way of this submission bring these successes
to your attention.

The City of Port Phillip submission aims to meet the requirements outlined in the
Standing Committee on Aboriginal & Torres Strait Islander Affair Terms of Reference.
The submission provides the committee with a brief overview of our process and
significant factors that have contributed to positive Indigenous employment outcomes.
Following the overview, recommendations are offered. These intend to inform future
federal policy development along with the attached supporting documentation
demonstrating practical examples to move forward on Indigenous employment.

• City of Port Phillip Indigenous Recruitment Strategy 1997

• Memorandum of Understanding between City of Port Phillip and its Indigenous
Community 2002

• City of Port Phillip Indigenous Employment Program 2004

Please refer to the attached City of Port Phillip submission developed by our
Coordinator: Indigenous Policy and Programs.

sincej~i~

Ex utive Director Community & Cultural Vitality
Cnr Carlisle St & Brighton Rd.

St Kilda Victoria 3 I B2
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Phone (03) 9209 6777

Facsimile (03) 9534 9105



CITY OF PORT PHILLIP

City of Port Phillip Submission House ofRepresentativesAboriginal and Torres
Strait Islaiider Affairs Committee

Communication and policy development

TheCity ofPort Phihip’s decadelong commitmentto its andthebroaderAboriginal
communitystartedthroughadvicefrom theCity of PortPhillip — ATSIC Koorie Working
Partyin 1995.As aresultthe 1999M morandumofUnderstanding(MOU) with the
IndigenousCommunitywasborn.The1999MOU wasamendedin 2002 andformsthe
basisfor currentpolicy andplanningdevelopment.

Recommendation:

• Promotethebenefitsofa formalIndigenousadvisorymechanismto facilitate
dialoguebetweencommunityand local government

• Local governmentdeveloprelationshipswith their local Indigenouscommunities
aiming to produceformal agreementsorunderstandingswith clearoutcome
drivenobjectives.

• Federalgovernmentto initially providelocal governmentwith accessto a
substantialgrantprogramaimingto build internalcapacityin orderto undertake
Indigenousemploymentinitiatives

EEO exemptedstaffln2

TheCity ofPort Phillip hasemployedan IndigenousArts Officer since1994. This
placementcontinuesto advocateforthe inclusionandemploymentofAboriginaland
TorresStrait Islanderartistsacrosscouncil andcommunityprograms.As aresultwehave
directlyprovidedmorethan500 employmentand economicdevelopmentopportunityfor
theAboriginal& TorresStraitIslanders.

CouncilsAboriginalLiaison Officerpositionwascreatedin 1995. Theofficer internally
promotestheinclusionof Indigenouscontentin themajorityof council’spolicy and
programsincluding internalandcontractoremployment.In additionto this theofficer
facilitatestheAboriginalAdvisory Committeeseekinginput anddirectionfrom thelocal
communityonpolicy andprogramsthatimpacton their lives.
Owingto thespecialistskills requiredtherolewasreclassifiedto a moreseniorlevel in
2004.
ThefunctionsoftheCoordinatorAboriginalPolicy and Programshaverecentlybeen
broadenedto suit the changingneedsoftheorganisation.

Recommendation:

• Seekto employandplaceEBO exemptedpositionsin sectionsoftheorganisation
that pi~oduceemploymentopportunitiesthat matchtheskills setofthewider
Indigenouscommunity

• Establishcareerpathwaysandsuccessionplaningstrategiesthat candevelopthe
skills of indigenousstaff to becomeleadersin decision-makingroles.
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CITY OF PORT PHILLIP

Programs,Strategiesand Initiatives

The 1997 IndigenousRecruitmentStrategyemployed16 Aboriginal staffin Structured
TrainingEmploymentProgramtraineeshipsover 3-year~.Themain objectiveof the
strategyto increasethenumberof.Indigenousemployeesandprovideprofessional
culturaldevelopmentfor staffwasachieved.

The2004—05 indigenousEmploymentProgramintendsto employ,support,train and
retainAboriginal& TorresStrait Islanders.Theprogramcontinuesto build on the
successesof the 1997—2001strategy.

Recommendations:

• Beginwith arecruitmentstrategythat seeksto significantlyincreasethenumber
ofindigenousemployeesby 240%.This increasesprovidessupportfor both
existingstaffand thenewIndigenousstaff

• Provideindigenouscultural exchangemechanismsthat allowfor staff to
interactandincreasetheirunderstandingof IndigenousAustralianscultural
variationsanddifference.

• Produceastrategythat is adaptiveandmeasurableand
• Attemptto providejobs thatmeetthecurrentskills setor futureskills setofthe

IndigenousCommunity.
• Ensuretheinitial programcanbereviewed,assessedandis responsiveto the

changingneedsof theIndigenouscommunityandthe employer
• RetainSTEPtraineeshipfunding and cadetshipsprograms
• Continueto providefunding for all ages(not only youth)
• Continueto supportandresourceIndigenousspecificemployeradvocacyand

servicegroups.Theseorganisationsarefundamentalto the successoftargeted
employmentbecausetheymakeit easyfor employerto sourceandsupport
organisationandtherestaff. We havefoundit nearimpossibleto sourceand
supportcandidateswith theremovaloffunding from.. Diversity@workservices.

• CreatemetropolitanbasedIndigenousEmploymentCentrein Victoria
• Schedulefunding for traineeshipswith VET academictimelinesallowing for

workplanandtrainingplanalignmentcreatingan environmentofrelevanceand
structure.

• UseTAFE to providetrainingfor traineeships.Theusuallyhavean Indigenous
unit for additionalsupport.

Mikael SimpsonSmith
City ofPortPhillip
CoordinatorIndigenousPolicyand Program.s
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Memorandumof UnderstandingBetweenCity of PortPhilip andits
andits IndigenousCommunity

Introduction

Thedevelopmentof aMOU with thePort Phillip Indigenouscommunitywasendorsed
by Councilon the 16thofDecember1998. It soughtto achievecommongoalsto advance
reconciliationandto applythecitizenshiprightsof thePort Phillip Indigenous
community.
TheMOU wasappropriatelydevelopedandlaunchedin March 1999andalongwith the
IndigenousActionPlanfirmly demonstratesthe City of PortPhillip’s commitment
towardsits goals.
This 2002versionrepresentsa reviewandthus anupdateoftheoriginal MOU.The
formulationof anewstream-linedapproachto advisingCouncil on all issuesrelatingto
serviceprovisionfor theIndigenouscommunityandIndigenousissuesaffectingall the
community,underpinsthestrategicapproachof the2002version.

Contents

• Commitment
• Signatories
• Understandings
• Principles
• Collaboration— Communication
• Employment— Economicdevelopment
• IndigenousLandManagementandProtection—Cultural ProtocolsCultural

Protocols
• Social Justice— Equality

Commitment

Signatoriesto theMemorandum:

• Mayor, City of Port Phillip
• Binjirru ATSIC RegionalCouncilATSIC

• NgwalaWillumbongCooperative
• Eldersandrepresentativesof the Kuhn Nationpeople
• Indigenouscommunityrepresentative/s
• CEO, City of Port Phillip

Understandings

TheCity of Port Phillip hasdemonstrateda commitmentto workingcollaboratively
with theIndigenouscommunityin striving to improveits serviceoutcomesandthusthe
quality oflife of theIndigenouscommunity
This documentoutlinesasetof principleswith astrategicframeworkthat ensures
council is action -orientedtowardsits’ goals

CITY OF PORTPHILLIP



Key characteristicsof this documentandthe Indigenousactionplanarerootedin the

principlesof humanrights

Principles

Council
• acknowledgesthat IndigenousAustralianswerethefirst peopleon thisland
• is committedto providinga formal frameworkfor theIndigenouscommunityto

havean impacton Councildecisions
• is committedto workingwith theIndigenouscommunityandsupportingthe

effortsof non- IndigenousAustraliansin understandingIndigenouscultureand
values

• will continueto demonstratecommitmentto changein responseto its
evaluationsof programsandservices

• will takea leadershiprole in facilitatingchangewithin the generalcommunity
towardsservicesandprogramsthatimpacton the Indigenouscommunity

Principles

TheIndigenouscommunity

• is committedto workingwith Council in the developmentalprocessof
providingaccessibleandappropriatelocalgovernmentservicesfor thebenefit
of their communityandthereforethe wholecommunitythewholecommunity

• is committedto working togethersothat its programsandserviceshavea
greateropportunityto createsustainablechange

Collaboration& Communication

• The City of Port Phillip will receivepolicy adviceandguidancefrom adynamic,
newIndigenousAdvisory Committee

• Membershipof this committeewill be drawnfrom Indigenousprogramsand
serviceswho aredirectly effectedby Council’soperations

• Key seniorCouncilrepresentativeswill alsobe integralto this initiative
• This new streamlined approachwill allow for acoordinatedeffort by Indigenous

andnon-Indigenousstakeholders
• Assessmentandevaluationof Council’sserviceeffectivenessto its diverse

communitywill be moreculturally sensitive

Employment & Economic development

• Council’s IndigenousRecruitmentStrategyforms the basisof its commitment
to Indigenousemploymentandeconomicdevelopmentin thearea

• In addition to this strategyCouncil will provideleadershipanddirection to
developfurtheremploymentandbusinessopportunitieswithin the wider
community

4 CITY OF PORTPHILLIP



Culture& respect

Managementandprotectionof sitesof Indigenousculturalsignificance

• Public landfor which Councilis theresponsibleauthority,andthat is an
identifiedsite ofcultural significance,or thatmaybe siteof cultural
significance,subjectto native title interest,is requiredto be protectedby
Councilaccordingto relevantlegislation

• Furthermore,Councilwill developaformal IndigenousCulturalHeritage
ManagementandProtectionProtocol,in accordancewith theAboriginal &
TorresStrait IslanderHeritageProtectionAct 1984

• TheIndigenousAdvisory Committeewill provideadviceto Council for the
programmingof significantculturalreconciliatoryeventsreconciliatoryevents

SocialJustice& Equality

• Councilremainscommittedto its IndigenousAction PlanAction Planandits
processof evaluationandreviewin line with Council’s planningprocess

• The new IndigenousAdvisory Committeewill form an integralpart of this
evaluationandreview

F’
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CITY OF PORT PHILLIP

Aboriginal and Torres Strait Islanders 1997employmentstrategy

High unemploymentandlow socio-economicstatusare two critical factorsthat havecombinedto make
AboriginalandTorresStrait Islander(ATSI) peopleoneofthemostdisadvantagedgroupsin Australia.In
particular,ATSI peopleexperienceamuchhigherlevel of unemploymentthannon-Aboriginalpeopleand
whenin employment,Aboriginesarefound in a narrowerrangeof occupations,promotionsandskills.

Becauseof the typesof work offeredandthe community-basednatureof our employmentopportunities,
the City of PortPhillip is ideallyplacedto employAboriginal peoplefrom its own community.
Thebenefitsfor the City of PortPhillip includeenhancedrelationshipswith localAboriginal
communities,amorediversework forcebetterreflectingour diversecommunity,anda contributionto a
moreequitablesocialenvironment.The CoPPAISI EmploymentStrategyis not only designedto helpa
particulargroup.Rather,it is a strategythataimsto empowermanagersandstaffto allow indigenous
Australiansto helpCity of Port Phillip to achieveits businessgoalsandsuccessin thelocal community.

This strategyis developedaspartof the City of PortPhillip’s EEOdirectionandwill initiate the
developmentof anAffirmative ActionPlanfor theorganisation.The strategywill covera 3-yearperiod,
with anAction Planpreparedevery12 monthsreflectingexpectedachievementsfor that period.
A progressreportwill bepreparedatthe endof every 12-monthperiod.Consultationwith union
representatives,CoPPAboriginalPolicy DevelopmentOfficer andcommunitygroupswill bea
significantfactorin the developmentandimplementationof arealistic,workableandachievablestrategy.

Implementing thestrategy

In orderto implementthe strategyOrganisationDevelopmentwill undertakethe following:

• ConductanEEO surveyofall staffto clarify currentrepresentationofATSI staff
• Provide atraininganddevelopmentprogram
• Providecareercounsellingfor existingATSI staff
• Appoint mentorsfor local workplacesupport
• EstablishanATSInetworkwhichwill meetasrequiredto overcomeisolation
• Re-distributeanti-discriminationinformation
• Providea harassmentfreeworkplaceandaggressivelydealwith racialharassmentldiscrimination
• Advise EAP providerof strategy
• EncourageATSI staffto accessskill developmentprogramsto enhancetheir abilitiesto move

within theorganisation
• Assistin specificskill developmentconsistentwith careerplanninggoals.

Eg.Generalbusiness/professionaltraining/communicationskills and
on-the-jobtraining

• Furtherdevelopandenhancetherelationshipofthe organisationCity of PortPhillip with local
Aboriginal andTorresStrait Islandercommunities

• Consultwith Aboriginal communitygroupsvia ATSI Policy Officer
• Participatewith local schools/trainingprograms
• Be awareof establishedAboriginalcommunityservicesandprograms

Ongoingprocess

To supportthe strategyOrganisationDevelopmentwill:

• Providedatato line managerson currentrepresentationof Koori’s within the organisation
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CITY OF PORT PHILLIP

• Work with managersto identify suitablepotentialvacancies,in bothblueandwhite collar
divisions

• Participateas a memberof all selectionpanelsfor identified positions
• Providea careercounsellingserviceandtraininganddevelopmentplanfor all new ATSI

employees
• Identify suitablementors
• Managetheprovisionof crosscultural awarenesstraining
• Internallydistributeandmarketthestrategy
• Monitor, evaluateandreporton theprogressof thestrategy

ATSI policy officer

TheATSI policy officer will facilitatetheachievementof thestrategyobjectivesby:

• Liaising with localemploymentgroupsandcommunityservicesandidentifying activities,
opportunitiesandnew mechanismsfor increasingABTSI recruitmentopportunities

• Working withmanagersto identify suitablepotentialvacancies,not onlyin thebluecollar areas
but in thewhite collar divisionsalso

• Supportingandmonitoringamentorprogram
• Identifyingactivities, opportunitiesandnewmechanismswithin thelocal communityfor

increasingABTSI recruitmentopportunities
• Publicly marketingthe strategywherepossible

Managementresponsibility

Managersin the organisationwill facilitate achievementof thestrategyobjectivesby:

• Reviewingthe employeecompositionoftheir divisionsin termsof equity
• Identifying suitablepositionsandreportingpotentialvacanciesto OrganisationDevelopmentas

theyarise
• Signingandsupporting(financiallyandin principal)traininganddevelopmentplansand

participatingin careercounsellingasrequired
• Supportingamentorprogramon a day-to-daybasis
• Developinganawarenessof cross-culturaldifficulties whenassessingapplicantssuitability for

vacancies
• Identifying activities,opportunitiesandnewmechanismswithin thelocal communityfor

increasingABTSIrecruitmentopportunities

Chief executiveofficer’s role

TheCEOwill facilitatetheachievementofthestrategyobjectivesby:

• Endorsingthe strategydocumentwith acoveringstatementof supportrelatingto EEO/AA and
diversityin relationto thelocalcommunity

• Liaising with the councillorson localATSI issues
• Encouragingmanagersto activelysupportthestrategy
• Publiclymarketingthe strategyin suitableforumswhentheyarise
• Identifying activities,opportunitiesandnewmechanismswithin the localcommunityfor

increasingABTSI recruitmentopportunities.
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IndigenousEmploymentProgram2004 - 2005

ExecutiveSummary

The City of PortPhillip’s (CoPP)IndigenousEmploymentProgram(JEP)aimsto employ,support,train andretain
Aboriginal & TorresStraitIslanders(A&TSfJ. TheCoPPcontinuesto demonstratecommitmentto indigenous
Employmentseekingto improvepoor socio-economiclevelsthrough avarietyof employmentandeconomic
developmentinitiatives

A joint City of PortPhillip / A&TSI C Koorie Working Partywas establishedin 1995.As aresult, the 1999
Memorandumof Understandingwith theIndigenousCommunity(MOU) was implemented.The2004 Indigenous
EmploymentProgramis aninitiative of theupdatedMOU 2002.

The IndigenousPolicy andProgramsUnit partof the Social& Cultural Planning& Policy Departmentcontributesto
council’s Community& CulturalVitality Division. Thegoalof Community& Cultural Vitality Division is, “To
developresilientandfair communitiesby ensuringresidentsareeffectively and appropriatelysupportedin accessing
servicesandresourcesin the city” and“to supportthe conditionsthatallow all communitieswithin PortPhillip to
experienceandenjoydiversityof values,beliefsandaspirations.”Thesegoalscorrespondwith the overallobjectives
of the IEP2004.Achievingthe JEP2004objectivesseeksto createaculturally diverseworkplacethatthrives on
respect,relationshipsandhonestykeyto ourorganisationsculture.

Providingsustainableongoingemploymentopportunitiesfor A&TSI is importantto thiscouncil. Local governmentis
well positionedto makea realdifferenceto deliversocialjusticeoutcomesandcontributeto practicalreconciliation.
IncreasedA&TSI participationin servicedelivershasthe potentialto dissolvehistoricalstereotypesand
misconceptionsof A&TSI peopleandtheir culture.
Removingperceivedbarriersto employmentandacceptingA&TSI as animportantpartof council seeksto highlight
CoPPmissionas aculturally inclusiveorganisationanddemonstratebestpracticein thelocal governmentsector
making it an employerof choicefor A&TSI people

Purpose

Nationally theIndigenousunemploymentratein 2001 was17.5%CABS,2001), in comparisonto the wider
communities6% (ABS.200]). The CommunityDevelopment& EmploymentProgram(CDEP)hasbeencomparedto
the work for the doleschemeandresourcedby CentreLink andemploys26.5% LABS,2001) of the totalA&TSI
population.Thesetwo figurescombined,highlightsan alarmingA&TSI unemploymentrateof 44% CABS,2001).
Thisstatisticreinforcesthe needfor targetedemploymentinitiatives andlocal governmentis well positionedto make
a difference.
Accordingto the2001 AustralianBureauof Statisticsthe VictorianA&TSI unemploymentrateis aroundi8%.CABS,
2001)anddoesnot includeCDEP participants
TheA&TSI communityin the City of Port Phillip (CoPP)makeup 0.31% of the total population.Theunemployment
rateof A&TSI in CoPPis 21% comparedto 6% in the wider CoPPcommunity.
A&TSI experiencea muchhigherlevel of unemploymentthanthe wider communityandwhenin employment,
Aboriginal peopleare found in anarrowerrangeof occupations,promotionsandskills. Thetypeof work offeredand
the community-basednatureof our servicesmakeobvious,why the City ofPortPhillip is ideallyplacedto be a leader
on A&TSI employmentandeconomicdevelopmentinitiatives.

IndigenousAustralians: Port Phillip vs.Mainstream Data

p
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Education
TheVictorian A&TSI communityis oneofthehighestvocationallyeducatedgroupsin thestate.With around30%

(ABS2001)completingorhavingcompletedsometypeofVET (VocationalEducation& Training).

Demographics

TheagedemographicsofA&TSI areremarkablydifferent in comparisonto thewider community.Thechartbelow
providesevidenceof a youngerrapidly expandingA&TSI populationwith 50% ofthe total undertheageof 19 (2001
ABS). Thesestatisticsdemonstratethe needto provideaccessto sustainableemploymentfor young A&TSI.

-Obiectives

• Employ, support,train andretainA&TSI
• Createawork environmentthatembracesthe valueof culturaldiversitywith respect.

• . ProvideaVET basedemploymentpathwaythatm~etstheneedsandaspirationsofboth theCity of Port
Phillip (CoPP)andA&TSI employees.

• Seekto build thecapacityofCoPPto understandtheculturalvariationsofA&TSI.
• Continueto build on the successesof previousCoPPA&TSI employmentinitiatives
• Seekto alleviateA&TSI poorsocioeconomiclevelsandwelfaredependencythoughemploymentand

economicdevelopmentpolicy, programsandinitiatives.

Strategies

• Employ,support,train andretain2 A&TSI in traineeshipspositionsper annum.
• Employ,support,train andretaina minimumof 2 permanentA&TSI per annum.
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• Developinnovativeprocessesto increasethenumberofA&TSI job applicants
• Continueto work in partnershipwith employmentagencies
• Promote,recruitfor andmaintainanA&TSI employeenetwork
• Developflexible, adaptiveandsustainabletrainingfor A&TSI employeesandCoPPstaff.
• Rigorouslyseekandpromoteemploymentandeconomicdevelopmentopportunitiesfor A&TSI on CoPP

festivals,events,ceremoniesandculturalprograms
• Brazenlyseekandpromotetheemploymentof A&TSI in local businesses,local faith basedandnon-

governmentorganisations.
• Act as a conduitfor localA&TSI to accesseconomicdevelopmentopportunities
• Sourcefundingfor traineeshipprogram

5 tiersto employment

The 5-tiersto employmentprovidesanadaptableframeworkaimingto createa sustainableandsupportive
employmentplatform.With 5 optionsof employmenttheprogramseeksto makeemployment,supportandtraining
easierto achieve.

1. Traineeships— Permanentfull timeongoingpositionwith accreditedtraining
2. PermanentCoPPPositions-Permanentfull time ongoingposition.
3. Contract— Usuallywith festivalsandeventorarts,andculturalprograms
4. Positiontransfer - Shouldthe skill level of acurrentemployeebebelowtherequiredstandard,atransferto a

traineeshipmaybe proposed.
S. Trainee to PermanentCoPP employee- Shouldatraineebe offeredandwishto undertakeanypositionwith

CoPPduring the 1 2-traineeship,

ApplicationProcess

Applicantsareencouragedto addressthekey selectioncriteriaupon application.All vacanciesarelistedon the CoPP
websiteandSeek.com.au
All applicationsreceivedfrom Diversity @work areforwardedto CoPPOrganisationDevelopment(HR). Duplicate
applicationsaresentfrom Diversity~ work to the CoordinatorIndigenousPolicy andPrograms.With thisprocessin
placethe Coordinator,IndigenousPolicy andProgramswill seekdialoguewith therecruitingdepartment,actively
promotingthe candidatewith theintentionof securingandinterview for the candidate.
TheTEP applicationprocessaimsto reduceperceivedbarriersto interviewandincreasespotentialto be consideredfor
thejob increasingthechanceof employment

Communication

IndigenousPolicy andProgramsin partnershipwith OrganisationalDevelopmentwill workwith businessunits to
understandtheir employmentneedsandatthe sametimepromotethe ]?EP 2004andotherdiversityemployment
opportunities.Thispartnershipseeksto createbothabarrierfree recruitmentprocessandimprovemanagersandtheir
team’sawarenessof alternativeapproachesto recruitmentandworkplacediversity.

CoPPrelationshipwithDiversity@workaimsto bothpromotetheCoPPas an employerof choiceanddistributes
vacanciesto theVictorian Aboriginal community,therebyincreasingaccessto employmentopportunities.

TheCoordinatorIndigenousPolicyandProgramsis responsiblefor ensuringthe IEP 2004 ismonitored,promoted
andevaluatedthroughworkplansandactionplans.In orderto achievetheTEP 2004objectivesthecoordinatoris
centrallypositionedwithin the programstructureactingas a conduitthatbrokerstraining,supportmechanismsatall
levelsandinformationto all stakeholders.

IndiaenousEmployeeNetwork
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The IndigenousEmployeeNetwork(TEN) comprisescurrentCoPPA&TSI employees.New A&TSI staffshavethe
opportunityandare encourageattend.It is expectedformal meetingswill be held6 timesper year. The TEN was
establishedto reducetheimpactofemployeeisolationandattemptsto createadditional support.

Partners

Diversitv(2~3,work

Diversity@workspecialistIndigenousrecruitmentservicesprovidea costeffectiveservicefor employersto distribute
vacanciesto thebroadVictorian IndigenousCommunity,individual Indigenouscommunitymembers,Victorian Job
NetworkProvidersandlist positionvacancieson their website.Generallyspeakingdiversityassistsboth employers
and the community to employ andbe employed.No other employmentservice in Victoria providesthis unique
service.Diversity @ work arethe CoPPconduitto theA&TSI communityandvital resourceto the successof the JEP
2004

TheDepartmentof VictorianCommunities

The DepartmentofVictorianCommunitiesJobsfor YoungPeopleprogramwill providesa one-offwagesubsidyof

up to $9,000paid in full uponcompletingofa traineeshipprogram.

SustainableLearnina

Our learningopportunitieswill encouragea web-basedcultureandre-iteratetheorganisation’seightbehaviours.
In ourattemptsto build asustainableorganisationandto demonstratethatwe actas a ‘web-based’organisation,it is
importantthatthisisreflectedin the trainingthatwe deliverto ourstaff.
To achievethis, werequireanyonefacilitatingand/ordeliveringtrainingfor the City ofPortPhillip incorporateand
supportthe following componentswithin the deliveryof thetraining:
• Usepersonalinsightasanoutcometo achievesustainablelearning.Participantswill reflect on whattheydo and

the impactthatit hason othersandtheorganisation.The contentof theprogramis to includeparticipant’sreal life
experiences& connectthemwith newways ofthinking.

• Encouragestaff to usedialoguein their dayto daywork which acknowledgesthatmanydifferentviews&
experienceswill ultimately improveourselvesandsupportthevision oftheCouncil andfacilitategoodworking
relationshipsacrosstheorganisation.

• Build strongrelationshipsto ensureconsistentapplicationof thelearningacrossthe organisation.
• Strategyto tapinto eachpersonindividually sothattheybecomeactive learnersnot passiverecipientsof

informationinvolving themto takeresponsibilityto applythe learning.
• Preparingall participantsto discuss& applythe learningin thenewsituationsnotenvisagedat thetime of

learning.
• Recognitionthatparadoxoften existsin complexsituationsandpromotesexplorationof ‘what angledo we

fly?’
• Embracingresponsiblerisk takingandrecognisingtheimpactof theiractionson others.
• A processto evaluatethe successof a ‘sustainable’learningapproach,whichfocuseson actualbehaviours,

deliveredin the workplace
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