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THE ABORIGINAL EMPLOYMENT STRATEGY

The Aboriginal Employment Strategy is designed to provide a framework for NSW Health Services
to meet the Government’s policy of achieving a 2% representation of Aboriginal and Torres Strait
Islander people across the public sector.

The Aboriginal Employment Strategy was developed by the Department following research and
consultation with Aboriginal and non-Aboriginal staff, representatives and specialists from key
agencies in the field of Aboriginal employment and the NSW Aboriginal community.

The strategy was subsequently endorsed by the Aboriginal Health Resource Cooperative within the
spirit of the Partnership Agreement.

The strategy will provide the necessary leadership and direction as well as the infrastructure
necessary to achieve the desired employment outcomes for Aboriginal and Torres Strait Islander
people within NSW Health.

The Aboriginal Employment Development Working Party, chaired by the Department’s Coordinator
of Aboriginal Employment will provide a key support resource in respect to the implementation of the
strategy.

The intended outcomes of the Aboriginal Employment Strategy will be monitored and evaluated
through Chief Executive Officers’ performance agreements in Area Health Services.
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Preface

NSW Healthrs Aborigind Employment Strategy (AES) has been written following reseerch and
conaultation with Aborigind and non-Aborigind gaff, the NSW Aborigind Community and
other agencies.

The AES incorporates the ams of the NSW Aborigind Family Heelth Strategy and the Caring
for Health, the NSW Government:=s vison for Hedth.

The AES is a bench mark statement. NSW Hedlth is the first Public Sector Employer to
exclude from the minimum 2% representation of Aboriging and Torres Strait Idander peoples
identified positions and short term training programs which do not lead to full time permanent
employment outcomes. Thiswill result in Aborigind and Torres Strait 1dander peoples being
employed across al levels and occupations throughout NSW Hedlth.

Only with the support and commitment of management working in partnership with the
Aborigind community, the NSW Aborigind Hedth Resources Co-operative and their
representatives a alocd leve will this AES have a positive impact.

There are severd effective initiatives that have been developed and gpplied in the Macquarie
HS, New England HS Illawarra AHS, Wentworth AHS and Ambulance Service of New South
Wades, the mgority of hedth services are struggling to achieve a 2% target. The reasons are
complex and include many other factors which do not relate to employment and have a direct
or indirect impact on services.

It is accepted that employment outcomes for Aborigind and Torres Strait Idander peoples
within the NSW Hedth workforce will not be achieved immediately.

There are many hurdles the hedth system faces to develop and effectively ddiver Aborigind
employment initiaives. Inthe padt, the hedth system hasfailed to provide lesadership and dear
direction for Aborigind employment iniatives. The Review of the 1991 AES Report, indicated
an inadequate infragtructure to ensure ongoing coordination for the development,
implementation, monitoring and evauation of Aboriginal and Torres Strait Idander recruitment,
training and career development programs. This AES provides the necessary leadership and
direction aswel as the infrastructure necessary to achieve employment outcomes for Aborigind
and Torres Strait Idander peoples within NSW Hedlth.

Preface A
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NSW Hedth working in partnership with the Aborigina community can with this AES build a
record of achievement in Aborigina employment.

Preface 2
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Glossary

Aim

An am, in the context of this document, is the generic or broad overdl framework of what is
hoped to be achieved. Contained under each am highlighted in this document are a numbr of
objectives which works to assst in the achievement of each Aim.

Aboriginal Employment Strategy

Throughout the document the words Aborigind Employment Strategy (AES) will be used on
numerous occasions. When using AES this makes reference to NSW Hedlthrs Aborigind and
Torres Strait Idander Recruitment, Training and Career Development Implementation Strategy.

Aboriginal Person
An Aborigind is a person who identifies as being of Aborigina descent and is acceptd as such
by the Aborigind community in which they live or have lived.

Government Policy
The NSW Government has a commitment to achieve a 2% target of Aboriginad and Torres
Strait Idander people within the NSW Public Sector.

Guiding Principles

The guiding vaues and principles contained in this document are the underlying foundations
required to support Aborigind employment initiatives a every level. For example, leadership,
commitment and support is required a dl levels to ensure outcome based employment
opportunities for Aborigind and Torres Strait Idander people.

NSW Department of Health
Throughout this document the NSW Department of Hedlth is used and refers to the Central
Adminigration a'm of the NSW Hedth system.

NSW Health

In this document, when referring to Hedlth Services, this relates to the NSW Hedth system
under the jurisdiction of the NSW Hedlth Minigter. It encapsulates all Area Hedlth Services,
Central Adminigtration (including satdllite centres), Rura Hedlth Services, the New Childrens
Hospital, Corrections Hedlth Service, NSW Ambulance Service and Affiliated Boards.

Glossary A
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Objective

In this document, an objective or anumber of objectives are used to achieve the desired overdl
Aim. You will note that the objectives are outcome orientated. This provides aframework for
the Strategy=s evauation in years to come.

Peoples
Throughout the document the word peoples is used when referring to Aborigina and Torres
Strait Idander people.

Performance Indicators

An indicator in the context of this document are the milestones or measures which should be
used to determine if the required objective istravelling in the right direction. It isameasure of
progress towards a particular result but can be charnged a any time particularly if there are
changes in your organisation or the program. An indicator is something which is of aquditaive
mesasure. That is, it does not use numbersto determineif we are traveling in the right direction
but rather attempts to measure attitudes and perceptions.

Mog people are rductant to collect quditative measures as they tend to require alot more time
and additional resources. Regardless of thisissue, indicators are just asimportant as measures
to be discussed below.

Performance M easures

A measureis dso amilestone or measure which is used to determine whether we are travelling
in the right direction in meeting the desired objective. They can be changed a any time.
However, unlike an indicator, it uses quantitative data or numbers to measure the progress. It
isvita that basdline datais available so as you can measure your progress.

Service Agreement

A srvice agreement is a contractud agreement between two partners which defines the funding
and other arrangements which shall be provided in return for the provison of specific services
within agated timeframe.

Statement of Purpose

The Statement of Purpose in the context of this document is regarded as a generic Satement
which describes the purpose of this strategy and its reasons for existence.

In the case of this document the purpose is to ensure outcomes for the recruitmentat, training and
career development of Aborigind and Torres Strait Idander people. It-sreasonisto assgin
the improvement of Aborigind Health throughout NSW

Strategies

Glossary 2
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Strategies are those specific activities, tasks and actiosn which are required to reach the desired
objective. They are quite broad but indicate who is respongble, when it should be done by and
how much the activities will cog.

Strategy

A drategy is another name for a plan which isatool used to help agencies handle the future.
It Smply decides in advance: What will be done? When will it be done? How will it be done?
Who will do it? How are you going? The Strategy is used to show the way forward to
implement the NSW Government:s palicy.

Targets

A target is the desired end result which hopes to be achieved and provides a goa to work
towards our desired objective. Targets like measures and indicators, are not the be dl or end
al, it provides the opportunity for where we want to be when we reach our designation. To get
atarget you require basdine data, you meet the various milestones and findly reach our desired
target.

Torres Strait |dander Person
A Torres Strait Idander person is a person who is adescendant of an indigenous inhabitant of
the Torres Strait Idands.

Vision Statement
A vison gatement within this document is defined as the broad statement of what the NSW
Hedth Service is sriving for over the coming years concerning the recruitment, training and
career development of Aborigina and Torres Strait Idander people employed within the system
and Aborigind Medicad Services. It provides an aspiration towards a unified result in a
visonary scene. This can be further expressed asA... without a vision the people perish...0.
S0 too, without a clear statement of what the NSW Hedlth system want to become then we
will fall.

Glossary 3
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Abbreviations

AES Aborigind Employment Strategy

AHEO Aborigind Hedlth Education Officer

AHLO Aborigind Hospital Lisiaon Officer
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Executive Summary

The Aborigind and Torres Strait Idander Recruitment, Training and Career Devel opment
Implementation Strategy is designed to provide aframework to be used by Hedlth Servicesin
accomplishing the implementation of the Government=s policy commitment of achieving a 2%
target of Aborigind and Torres Strait Idander representation across the public sector.

This grategy describes the direction NSW Health will proceed over the next five years and
beyond in line with Government policy. These are:

C

through a consultative process, ensure that the NSW Department of Hedlth provide
guidance to Hedlth Services in establishing loca Aborigind employment initiatives
by setting the broad policy and strategic direction and alowing Hedth Servicesto
undertake the operationa aspect;

ensure dl Hedth Services establish numerica targets across arange of maingtream
levels and occupations within their workforce and that such targets will form the
basis of performance agreements;,

ensure eech Hedlth Service achievesaminimum 2% Aborigind and Torres Strait
Idander representation across their workforce and that such representation reflects
the number of Aborigind and Torres Strait Idander people within their boundaries.

For example, if the total indigenous populaion in agiven arealis 6% then this should
be reflected in the workforce. However, where there is less than 2% Aborigina
and Torres Strait Idander representation in a given populated area it will sill bea
requirement for Health Services to achieve aminimum 2% representation based on
the principles of socid justice and/or Aborigind utilisation rates to specidist
SEIViCes,

exclude from the percentage (%) target the following circumstances:

C short term training and educationd programs, which include, those
initiatives for a period of 13 - 26 weeks and do not lead to full time
permanent employment outcomes,

C other specific Commonwed th funded initiatives which do not lead to full

time permanent employment at the completion of the funding period;

Executive Summary A
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C those pogtions funded under Program 2.2, Service Specificaly for
Aborigines, such as Aborigind Hedth Education Officers, Aborigind
Hedlth Coordinators and seeding grantsfor Aborigind Hospital Liaison
Officers.

C resources required for implementation of Aborigina employment Strategies a dl
levels will be seen as integral with each Hedlth Services business operation for
improving Aborigind Hedth. However, additiona funding may be sought from the
Depatment of Education, Employment, Training and Youth Affairs and the
Department of Training and Education Coordination;

C priority given to the recruitment and training of Aborigind and Torres Strait Idander
people in middle and senior management positions; middle to high base grade levels
of policy and program development; service ddivery and hedth and non-hedth
professond aress,

C ensure a culture which cultivates Aborigina and Torres Strait [dander recruitment,
training and career development outcomes,

C ensure Hedth Services adopt a Qudity Improvement Framework in the
deve opment, implementation, monitoring and evauation of Aborigind employment
initigtives,

C ensure Health Services establish outcomes based training and career path initiatives

for al Aboriginal and Torres Strait Idander people;

C ensure al Hedlth Services work within the Partnership Agreement with the NSW
AHRC in the development of dl Aborigind employment initiatives at a Sate and
locdl leve;

C establish and maintain workable accountability structures a a sate and locd levd;
and

C ensure the undertaking of an independent review of the implementation of the

Aborigind and Torres Strait Idander Recruitment, Training and Career
Development and Implementation Strategy.

Anoverview of background information is provided for readers to gain an gppreciation of the
broader picture of Aborigind employment issues. These include Aborigind Hedth and
Employment Issues, other rdevant Reports, Legidative and Policy Context. An additiona
section isincluded to categorise the issues confronting NSW Hedth in its ability to implement
an outcomes orientated Aborigind Employment Strategy. These issues are grouped into either

Executive Summary 2
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Structurd, Information Dissemination and Educationa Development with each impacting on
indigenous and non indigenous people. Such a concept is represented as atriangle on page 21.
The drategy=s vision statement has been described as A...The NSW Health Service will lead
the development of best practice public sector Aboriginal employment initiatives that
guarantee greater access to health sector employment, reflect the needs of Aboriginal and
Torres Strait people and promotes the physical, social, emotional and cultural well being
of the indigenous community...{.

The dtrategy-s pur poseis linked to NSW Hedlthrs mandate of improving Aborigind Hedth in
NSW. This hasbeen articulated as A...The NSW Health Servicers Aboriginal Employment
Strategy will assist in the improvement of Aboriginal Health by significantly increasing
employment outcomes for Aboriginal and Torres Strait Islander people through the
development of affirmative action strategies, focussing on recruitment, training and
career development....(0.

A number of guiding principles have been included to provide hedth services with a
foundation on which indigenous employment initiatives can be built. These are described on
page 16 and encgpsulate the notions of socid justice, reconciliation, self determination,
participation, leedership, a holigtic view of Aborigina hedth and inter-sectora collaboration.

The report contains 4 mgjor Aims

Aim1l  Toincreasethe number of Aborigina and Torres Strait Idander people employed
across al levels and occupations throughout NSW Hedlth Services.

Aim 2 To ensure a highly skilled, trained and professondly developed hedth workforce
with career development opportunities throughout the NSW Hedlth Service and
Aborigind Community Controlled Hedlth Organisations.

Aim 3 To egtablish and maintain monitoring, evauation and accountability mechanisms a
both a state and local level.

Aim4  To market and promote the Aborigind and Torres Strait Idander Recruitment,
Training and Career Development Policy Statement and Implementation Strategy
amongst Hedth Services, the Audraian indigenous community and the broader
NSW community.

Each Aim contains anumber of Obj ectives which support the achievement of its outcomes.

The Objectives are written in such a way to demondrate an outcome and specify who is
responsible, what is to be done and in some cases, when it should be done by. There are a
number of strategies outlined under each Objective and these relate to the suggested tasks
involved to achieve the particular Objective. The Srategies are ds0 spedific in determining who

Executive Summary 3
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should be responsible; for example, NSW Department of Hedlth or Area or Rura Hedlth
Services. The cost of each objective is difficult to determine, so where feasble, a coding is
provided. If Areaor Rura Hedth Services are respongble for a particular objective or srategy,
it will be up to those sarvices to determine the costs according to available resources and needs.
The tasks and costing associated with the NSW Department of Hedlth, HR Policy and Strategy
Unit, is summarised in abudget a the back of this document.

Following the Almplementation Strategy@ is a section cdled AA Framework for
Monitoring Performancefl. Thissection provides some suggestions concerning indicators and
measures (quantitative and quditative) which could be used to monitor performance. Included
in this section are suggested indicators and measures which maybe used to determine the
progress of the Strategy at a State level.

The document concludes with an Action Plan which summarises the section cdled

Almplementation Strategy( up to the year 2000. Thisisin atable format to provide an overview
of what isto be achieved over the target period.

Executive Summary A4
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Introduction

In 1995, the ANSW Government:s Vision for Hedth - Caring for Hedlth) document identified
asapriority the improvement of Aborigina hedth. Thisis beng achieved within the parameters
of the Partnership Agreement between the NSW Aborigina Health Resources Cooperative
(AHRC) and NSW Hedlth system. Refer to gppendix on the Role of the NSW AHRC. A
number of initiativeswill be addressed in accordance with the Partnership.

AThe Partnership will:
< implement the Aboriginal Health Employment Strategy; and

< significantly increase the number of Aboriginal people employed in the
health system.@l (page 8 - 9)

Thiswill be further undertaken in the context of the Government=s Socia Justice Strategy.

The NSW Hedths Aborigind Employment Strategy (AES) is designed to provide aframework

for the implementation of the Government:=s policy commitment in achieving a 2% target of
indigenous Austraians across the Public sector which is specific to NSW Hedlth. It focuses
specificdly on recruitment, training and career development for Aborigina and Torres Strait
Idander people and provides guidance to Hedth Services to implement local employment
inititives. The Strategy contains clear ams, objectives, drategies, aframework for monitoring
performance, an action plan and a budget.

The AES cannot be separated from other Aborigind Hedth initiatives but rather should be seen
as one drategy to assg in the improvement of Aborigina Hedth.

NSW Gover nment Policy

The NSW Government has committed the public sector to achieving a 2%
representation of Aboriginal people in employment across a wide range of
occupations including mainstream employment fields.

All parts of NSW Health are responsible for implementing the NSW
Government:s policy on Aboriginal employment across the whole health
system.

Introduction A
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The NSW Health Aboriginal Employment Strategy is aligned with the
Government=s Aboriginal employment policy.

Introduction 2
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Guiding Principles

The implementation of this document is intended to further commit NSW Hedth in its
responghility to atain an overdl god of improving Aborigind hedth in NSW. This will be
undertaken by ensuring better hedlth for Aboriginal and Torres Strait Idander people; enabling
equity of access to comprehengve hedth services, and improving the quality of service ddivery
to the Aboriginal and Torres Strait Idander population. This can only be achieved through
proactive drategies in recruiting, training and provison of career development outcomes for
Aborigind and Torres Strait Idander people and working in partnership with the NSW AHRC
and their members a alocd levd. Refer to the gopendix on the AHRC executive members and
regions.

NSW Hedth acknowledges and fully understands the barriers confronting Aborigind and
Torres Strait Idander employees and the under-representation of Aborigina and Torres Strait
Idander people within the workforce particularly in decison making, policy and program
development and in mainstream and professiond aress.

NSW Hedth dso recognises the many difficulties experienced by dl services to recruit, train
and ensure career development opportunities are available to Aborigina and Torres Strait
Idander people.

NSW Health will:

C through a consultative process, ensure that the NSW Department of Hedlth provide
guidance to Hedlth Services in establishing local Aborigind employment initiatives
by setting the broad procedure and strategic direction and dlowing Hedth Services
to undertake the operational aspect;

C ensure al Hedlth Services establish numericd targets across arange of mainsiream
levels and occupations within their workforce and that such targets will form the
basis of performance agreements,

C ensure each Health Service achievesaminimum of 2% Aborigind and Torres Strait
Idander representation across their workforce and that such representation reflects
the number of Aborigind and Torres Strait Idander people within their boundary.

For example, if the total Aborigina and Torres Strait Idander populetion in agiven
areais 6% then this should be reflected in the workforce. However, where there
is less than 2% Aborigind and Torres Strait Idander representation in a given
populated areathe Hedth Service will Hill be arequirement to achieve aminium 2%
representation based on the principles of socid justice and/or Aborigind utilisation
rates to speciaist services. To determine the population of Aborigina and Torres
Strait Idander peoples contact the Audtralian Bureau of Statigtics. For the number

Introduction 3
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Introduction

of Aborigind and Torres Strait 1dander peoples currently working in a Hedlth
Services refer to the Annua EEO Management Report;

exclude from the percentage (%0) target the following circumstances:

C short term training and educationd programs, such as those initiatives
which are for a period of 13-26 weeks and do not lead to full time
permanent employment outcomes,

C other gpecific Commonwedth funded initiatives which do not lead to full
time permanent employment  outcomes a the completion of the funding

period;

C those pogtions funded under Program 2.6, Service Specificdly for
Aborigines, such as Aborigind Hedth Education Officers, Aborigina
Hedth Coordinators and seeding grants for Aborigind Hospital Liaison
Officers.

resources required for implementation of Aborigina employment srategies at dl
levels will be seen as integral with each Hedth Services business operation for
improving Aborigind Hedth. However, additiond funding may be sought from the
Depatment of Education, Employment, Training and Youth Affars and the
Department of Training and Education Coordination;

priority given to the recruitment and training of Aborigind and Torres Strait Idander
people in middle and senior management positions; middle to high base grade levels
of policy and program development; service delivery and heath and non-hedlth
professona aress,

ensure a culture which cultivates Aborigind and Torres Strait Idander recruitment,
training and career development outcomes,

ensure Hedth Services adopt a Qudity Improvement Framework in the
development, implementation, monitoring and evaduation of Aborigind employment
initiatives,

ensure Health Services establish outcomes based training and career path initiatives
for al Aborigind and Torres Strait Idander people;

ensure al Hedth Services work within the Partnership Agreement with the NSW
AHRC in the devdopment of al Aborigind employment initiatives at a Sate and
locd levd;
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Introduction

establish and maintain workable accountability structures at a sate and locd levd;
and

ensure the undertaking of an independent review of the implementation of the
Aborigind and Torres Strait Idander Recruitment, Training and Career
Deveopment and Implementation Strategy.
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Background

Overview of Aboriginal Health and Employment | ssues

According to the 1996 Australian Bureau of Statistics, Aborigind and Torres Strait Idander
people occupy 2% of the tota Audtrdian population. 101,485 Aborigind and Torres Strait
Idander peoplelivein NSW. Thisfigure represents 28.5 % of thetotal Aboriginal and Torres
Strait Idander population.

The Aborigind population condsts predominantly of younger persons with fewer older people
and such findings reflect the high mortality and morbidity rates experienced by the Aborigina
community. Hospitd utilisation rates by Aborigina people are two to three times greater when
compared with the non-indigenous community.

Evidence has indicated that Aborigind people die some 20 years younger than their non-
indigenous counterparts and that the gap between the hedth of non Aborigind people and
Aborigind peopleiswidening. Aborigind Hedth satus remains satic whilst non-indigenous
hedlth has been improving progressvely over the past decade. Aborigina Hedth status has
been described as being equivaent to that of third world standards and indeed as>Audrdias
Gresatest Shames.

Hedth isviewed as not just the physica well being of the individud but the socid emotiond and
cultura well being of the whole community. This certainly has been the direction taken in recent
times by the NSW Department of Hedlth as outlined in the Report of the NSW Task Force on
Aboriginal Health 1990 - AThe Last Report(.

Significant evidence has indicated that westernised gpproaches to hedlth and service delivery
are not appropriate to the Aboriginal and Torres Strait Idander community and therefore not
acceptable.  On the one hand, Aborigina people, who have a higtorical ingrained mistrust
towards Government ingtitutions due to past programs and palicies, are reluctant to access
hedlth services and on the other hand, hedlth services are not clearly responsive to thisissue or
may be regtricted in addressing these matters due to many reasons.

The links between the hedlth and socio economic factors are widdly accepted, with Aborigind
people having lower levels of education and employment attainment, as well aslower income
compared with their non-Aborigina counterparts. This obvioudy impacts and reflects on their
overd| hedth gatus.

Background A
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Other Reports

Many reports have highlighted the disadvantage faced by Aborigina people in many facets of
life indluding gaining employment. Report after reports such as the Royd Commission Into
Aborigind Degths in Custody, Nationa Aborigind Hedth Strategy and Bringing them home,
the Nationa Inquiry into the Separation of Aborigina and Torres Strait Idander Children from
Their Families have made numerous recommendations to address this inequity. However, for
many reasons, there would seem to be little improvement and thisis reflected by Aborigind and
Torres Strait Idander-s hedth and socid indicators. Refer to gppendix of list of relevant reports
for reference by Hedth Services.

L egislative Context

NSW Hedth is committed to the NSW Government=s policy of Equity in Employment, fairness
and principles of culturd diversity within the workplace for dl its employees. It is one of the
largest public sector employers who can not discriminate, either directly or indirectly, against
people, or ther relatives and associates, on the basis of sex, marita status, race, age, sexua
preference or disability as outlined in the Anti-Discrimination Act 1977.

The Aborigind Employment Strategy draws upon Part 2, Section 21, of the same Act, which
provides for an exception to those specia needs programs and activities which target specia
groups such as Aborigina and Torres Strait Idander people. It states that ANothing in this
Part appliesto or in respect of anything done in affording persons of a particular race
access to facilities, services or opportunities to meet their special needs or to promote
equal or improved access for themto facilities, services and opportunities).

Agan an exception has adso been provided under Part 3, Sex Discrimination, Divison 2,
Section 31(1) for genuine occupationd qudifications. Thet is, ANothing in this Division
renders unlawful discrimination against a person on the ground of the person=s sex where
being a person of a particular sex is a genuine occupational qualification for the jobg.

Section 31 (2) goes on to clarify what is an acceptable requirement for a person of a particular
sex. Sub-Section (h) states that the Aholder of the job provides persons of that sex with
personal services relating to their welfare or education, or similar personal services, and
they or a substantial number of them might reasonably object to its being carried out by
a person of the opposite sexf. For example, sub section (h) could be applied to those
positions which are of cultura significants such as Aborigina Sexua Hedth Workerswho are
required to address senditive issues relaing to merrs and womenss Business issues.

Finaly, Part 9a, confers the objectives of this section as being Ato eliminate and ensure the
absence of discrimination in employment on the grounds of race, sex, marital status and

Background 2
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physical impairment; and, to promote Equal employment opportunity for women,
members of racial minorities and physically handicapped personsi.

Each Areaand Rurd Hedth Service, Hospitd, Affiliated Board and Central Adminigtration is
covered under specific Acts and indudtrid instruments concerning employment and recruitment
of personsto NSW Hedth. Given thiseach will be required to refer to these asis gppropriate.

It isworth noting that the Public Sector Management (Generd) Regulation 1988 was repeded
on 1 September 1996 and replaced by the Public Sector Management (General) Regulation
1996. A new clause 10 dlows the Public Employment Office to prescribe conditions and
procedures whereby designated groups of people (including Aborigind and Torres Strait
Idander people) who have suffered disadvantage in employment may be appointed as officers.

Clearly the legidative toal isin place to improve and therefore advance this Policy Statement
and Implementation Strategy to achieve employment, training and career deve opment outcomes
for Aborigind and Torres Strait Idander people.

Policy Context

Based on the Aborigind Employment Development Policy (AEDP), in 1986 the
Commonwedth Government negotiated with States and Territories and agreed to atarget of
2% representation of Aborigind and Torres Strait Idander people employed in the public
sector.

Accordingly, the NSW Government adopted a policy of achieving 2% representation of
Aborigina and Torres Strait 1dander people across al occupationd leves within the NSW
Public Sector.

The NSW Public Sector Aborigind Employment Strategy ams to achieve equity in
employment and equitable access to services for Aboriginal and Torres Strait Islander
people.

The objectives are to:

C increase access by Aboriginal and Torres Strait ISlander people to permanent
employment across a range of occupations within NSW Public Sector
Agencies,

C provide agencies with staff who have an understanding of Aboriginal and

Torres Srait Idander culture and service delivery needsto increase the quality
of service to Aboriginal clients,
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C increase vocational skillsand career development outcomesfor Aboriginal and
Torres Srait Islander employeesin the NSW Public Sector Agencies; and

C provide employment opportunitiesin areas where Aboriginal and Torres Strait
Islander people live.

NSW Headlthrs AES is drawn from the NSW Public Sector Aborigind Employment Strategy .
Within this broad framework of the NSW Public Sector Aborigind Employment Strategy, eech
employing Government authority determines as appropriate, patterns of Aborigina employment
based on its own goals, objectives and structures.

Background A4
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Barriersto Aboriginal Employment

There are many barriers which obstruct the effective development, implementation, monitoring
and evduation of any AES. Thisisevident & both astate and locd level within NSW Hesdlth.

In order to conceptudise the many barriers having an impact on a workable and outcomes
based strategy, there are three mgor groups in which such barriers can be categorised. These

are

1)

2)

Background

Structural barriers and issues

Structurd barriers can be defined as those structures which prevent the effective
implementation of initistives. They may be blatantly obvious but in most cases are
more likely to be covert and could even be consdered as being an indirect
discriminatory structure outlined in the Anti-Discrimination Act (1977). However,
once recognised such barriers could be addressed immediately. For example, at
adate leve the Strategy triesto redress the poor infrasiructure currently in place for
NSW Hesdlthrs Aborigina Employment Strategy. In comparison, a alocd leve,
the way advertisements are digtributed to Aborigina and Torres Strait 1dander
communities requires some form of sructura change such asapoalicy or procedure
Specifying as to how this should happen.

Some gructurd barriers can be addressed immediately while others may teke some
years. For example, the regpplication of the Aborigind Health Workers and Torres
Strait Idander Health Worker Competency Based Standards as outlined in Aim 2:
Objective 4 may take 10 years due to sgnificant structural changes required
including indudtria and training implications.

I nfor mation dissemination barriers and issues

Informeation dissemination can be described as those barriers which prevent effective
digribution of information to dl stakeholders including indigenous and non
indigenous gaff, the Aborigind community and the broader community at large.
This is vitd when marketing and promoting an AES to a target group such as
Aborigina people or staff within an organisation at both astate and local leve.

For example, the current practise of advertiang jobs in mgor newspapers is
consdered by Aborigind people as being an ineffective strategy if Hedth Services
are trying to achieve employment outcomes for Aborigind people. For a number
of reasons Aborigind people do not buy such papers and therefore Hedlth Services
will need to examine loca ways of digtributing job advertissments to the locd
Aborigind community. Usng your loca Aborigind Hedth committess word of



Aboriginal Employment Strategy for the Year 2000 & Beyond Department of Health, NSW

3)

mouth or liasng with the locad Aborigind person a the Public Employment
Pacement Enterprises (PEPES) are effective ways of digtributing information. In
terms of policy decisions, the NSW Department of Hedth should ensure Hedlth
Services receive such decisons through the form of a circular or attendance at
exigting meetings such as Human Resource Managers Committee.

Educational Development barriers

Educationa development relates to the training and skills required for non-

indigenous and indigenous people to ether ddiver Aborigind employment initigtives
or perform their jobs effectively. For example, it isvita that HR personnd have the
knowledge and skills to develop and secure employment outcomes for Aborigind
people within their workforce. It is aso important that Aborigind Health Workers
have the gppropriate professond skills and competencies to provide a high quality
savice to the locd Aborigind community. Failure to equip people with the
appropriate skills and knowledge will undoubtably have an impact on each
organisations goals and objectives. It should be noted that skills are not smply
confirmed to staff but dso to Aborigind people not employed by NSW Hedth who
are actively involved in Aborigingd initigtives as a committee member or as a
representative on a selection pand. Health Services should also consider the kills
and expertise required for local Aborigind people to assst them in being an effective
committee or pane member.

In order to ensure aworkable AES, it is vitd that each service examines the three categories
described above within their own workplace. The triangle on the next page elaborates this
conceptua framework.

Background



Aboriginal Employment Strategy for the Year 2000 & Beyond Department of Health, NSW

Information

Structural Di o
issemination

Aboriginal
Employment

Educational Development

Barriers to effective Aboriginal Employment Strategies
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Barriersto Effective Aboriginal Employment Strategies

Each sde of the triangle is dependent on each other to maintain its shape. If one Sdeistaken
away then the triangle will collgpse. This is so with the three categories described, each are
dependent and integra to achieving the overal outcomes of this Strategy. If only one or two
issues are addressed and the other is l€eft to its own devices, the Atriangled will collgpse. All

three categories need to be addressed smultaneoudly.

Background
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Implementation Strategy

The Implementation Strategy uses the terms outlined in the Glossary. It isvitd that readers are
clear about the terminology used to understand the framework that has been adopted.

This section will address the structurd, information dissemination and educationa issues. To
reinforce the triangle concept, it is vita that the three issues are addressed smultaneoudy to
ensure an effective workable strategy. Readers will note that following each objective and
contained in brackets, the words gructurd, information dissemination or educationa
development will gppear. This denotes what type of action isrequired to ensure the objectives
workahility.

Vision Statement

The NSW Hedlth Service will lead the development of best practise public sector Aboriginal
employment initiatives that guarantee grester access to hedlth sector employment, that reflect
the needs of Aborigind and Torres Strait Idander people and promote their physicd, socid,
emotionad and cultura well being.

Statement of Purpose

The purpose of the NSW Hesdlth Services Aborigind Employment Strategy is to sgnificantly
increase employment outcomes for Aborigind and Torres Strait Idander people through the
development of affirmative action srategies, focussng on recruitment, training and career
development, in order to asss in the improvement of Aborigind Hedth.

Guiding Principles

These guiding principles which are not necessarily in order of merit should be gpplied to al
Aborigind employment initiatives.

C Improving Aborigind and Torres Strait Idander peopless hedth and well being

through gdrategies of socid and economic equity must be accomplished with
commonly shared values of justice, repect, tolerance and compassion.

Implementation Strategy A
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C

Employment and health gains of Aborigind and Torres Strait Idander people can
best be built upon a bdlief in the unique taents and capacities of dl human beings
and an gppreciation and respect for the heritage and culture of Aborigind and
Torres Strait Idander people.

AHedlth does nat just mean the physicd wdl-baeing of theindividud but refersto the
socid, emotiond and  culturd well-being of the whole community. Thisisawhole-
of-life view and it dso includes the cydica concept of life-death-life.l

Develop affirmative action Strategies for the recruitment of Aborigind and Torres
Strait Idander people shal consder their Client Base and Health Needs.

L eadership, commitment and support isrequired at dl levelswithin NSW Hedth to
secure employment, training and career devel opment outcomes for Aborigina and
Torres Strait Idander people.

Aborigind and Torres Strait Idander people have aright to saf determination and
that being in contral of their own destiny through their involvement in the decison
meaking process of Aborigind employment initiatives a dl levels.

A partnership approach between Aboriginal and Torres Strait Ianders and the
wider Audrdian community which is characterised by mutua respect, honesty,
farness, and a sense of humble service and sincere commitment towards improving
the pogtion of Aborigind people and therefore the betterment of the entire
community.

Inter-sectora collaborative approach at dl levelsis a necessity for the successful
delivery of Aborigind employment initiatives.

The drategies contained in the Aborigind Employment Strategy are to be articulated
within dl performance agreements with Area Hedth Service Chief Executive
Officer-s.

Implementation Strategy 2
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Aim1l.  Toincreasethe number of Aboriginal & Torres Strait ISander people
employed across all levelsand occupations throughout NSW Health.

Objective 1. All Hedlth Services annudly demondrate their commitment towards the

recruitment, training and career development of Aborigina and Torres
Strait Idander people by October of each year.
(Structural)

Strategies

1) The NSW Minigter for Health develop and release aAStatement of Commitment(l
every 3years and initidly by November 1997.

2) All Area Hedth Service Boards develop and release loca AStatement of
Commitments) which outline briefly each service:s commitment over the next 12
months including proposed programs, Srategies, targets, outcomes and ddliver loca
Aborigind Employment initiaives accordingly.

3) All AStatement of Commitments)l to be disseminated and promoted amongst taff,
Aborigind and Torres Strait Idander community and the broader community.

4) All Area Hedth Service Boards ensure that an dement of their Corporate (Busness)
Plan highlights their commitmerntt.

5) All other rdevant plans such as Operationd, Divisond, Unit, EEO Management
Pans or Aborigind Hedth Plans reflect specific initigtives and in particular inter and
intra sectoral strategies to increase the number of Aborigind and Torres Strait
Idander people in the workforce and provide training and career development
opportunities.

6) All Hedth Services work in partnership with loca Aborigind Heath Resources
Cooperative Executive members to plan, implement and monitor initiatives.

7) All Hedlth Services report on achievements in AHS=s annud report concerning
Aborigind employment initiatives.

8) The above drategies may beinduded in performance agreements with AHS CEGss.

Atlocd levd it is preferred their drategies shal beindluded in Service Agreements
initialy by October 1998 and October of each year theresfter.
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Objective 2. All Hedth Sarvices will annudly establish employment and training targets
for Aborigind and Torres Strait Idander people acrossthe range of levels
and occupationd dassfications within their workforce initidly by October
1998 and October of each year thereefter.

(Structural)

Strategies

1) In consultation with &l stakeholders, Human Resource Policy and Strategy Unit,
NSW Depatment of Hedth, devedop an Aborigind Employment Strategy
framework document which outline requirements for the establishment of Aborigind
and Torres Strait Idander recruitment, training and career development targets.

2) NSW Department of Hedlth issue acircular with AES framework document stating
Athat this circular isto be reed in conjunction with the AES and has been developed
to as3s Hedlth Services in meeting the AES requirement to set numericd targetsfor
Aborigind and Torres Strait Idander recruitment, training and career development
across dl levels and occupationsy.

3) All Hedlth Services identify locd targets according to Departmenta Guiddines.

4) Agreed targets are to be included in EEO Management Plans and performance
agreements with AHS CEO:s.

Objective 3. All Hedth Services will annually demondrate an increased number of

employed Aborigind and Torres Strait Idander people across the range
of levels and occupationa cdassfications within their workforce by
October of each year.

(Structural)
Strategies
1) All Hedth Services determine current Aborigind and Torres Strait Idander
recruitment status.
2) Each Hedlth Service to negotiate with AHS and State Aborigind Hedlth Partnership

Forums to determine agreed increase in numbers of Aborigina people across a
range of maingtream occupations and levels.

3) All Hedlth Services review dl recruitment policies and procedures. The review
should examine the following:
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4)

5)

6)

C

policy and/or procedure for the involvement of Aborigind and Torres
Strait Idander people asssting in the desgn and writing of job
advertisements;

policy and/or procedure regarding how job advertisements are distributed
to the locd Aborigind and Torres Strait Idander community;

policy and/or procedure for an Aborigina and Torres Strait Idander
representetive on interview panes paticularly where there is a high
population of Aborigind and Torres Strait Idander people or where there
exigs ahigh Aborigind Hedth need;

policy and/or procedure providing the opportunity for Aborigind and
Torres Strait Idander community representatives to undertake a sdlection
technique training course before being a member of the interview pand.

HR Policy and Strategy Unit, NSW Hedth, investigate the options of either a policy
or legidative change to the AHS or Hospital Acts, to reflect requirements outlined
in Clause 10 of the Public Sector Management (Generd) Regulation 1996.

Hedlth Servicesidentify recruitment opportunities across al levels and occupationd
classfications. For example, examine turn-over rates of pogtions.

All Hedlth Services develop recruitment strategies or programs according to local
needs and within available resources. Such srategies should focus on maingtream
hedth and non-hedth professons, middle to high base grade occupations and
frontline and service ddivery postions. For example;

C

edablish inter and intra sectord mechanisms such as working in
collaboration with other agencies including training providers, other sate
and commonwedth departments. Such programs should prepare
potential Aborigind and Torres Strait Idander applicants gpply for jobs;
perform in interviews, search for advertissments, write a CV; identify
goplicant=s weaknesses and srength eg. literacy skills, understanding thelr
rights, and, description and process of recruitment. The former North
West Health Service (Tamworth) developed a 13 week Assistant
Nurse program for Aboriginal people and on completion they were
encouraged to apply for the Enrolled Nurse course resulting in two
Aboriginal applicants being successful.

the Ambulance Service of NSW has developed a Preparation for
Employment Course for Aborigina people interested in a career in the
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Service. The course provides Aborigind people the necessary skills and
knowledge to successfully apply to be a probationary ambulance officer.
The course includes components which will assst Aborigind people to
progress through the required Ambulance training;

C al Hedth Services develop and implement a policy to review any vacant
positions to determine the vigbility of them becoming Aborigind identified
positionsin line with the Anti-discrimination Board Guiddines,

C NSW Hedth, Centrd Office, Managers draw on Clause 10, Public Sector
Management (Generd) Regulation 1996;

C al Hedlth Services condder the establishment and maintenance of interna
Aborigind recruitment pools within the NSW Hedth system.

7) The above drategies dl be included in performance agreements with AHS CEO:-s.
At locd levd such drategies should be included in Service Management
Agreements initidly by October 1998 and October of each year thereefter.

Objective 4. All Hedlth Services to demongrate a\Workforce Plan for the employment
of specidised identified Aborigina Health Worker positions® by October
of each year.

(Structural)

Strategies

1) All AHS s to progressively increase the number of positions to reflect the hedth

needs of the Aborigina and Torres Strait Idander community.

2) NSW Department of Hedth will negotiate with Aborigind communitiesto determine
the future number, gender and skill mix of Aborigind Hedth workers needed to
impact on the hedth status of Aborigind and Torres Strait 1dander people by
identifying the shortfdl and develop an Aborigind Hedth Workers Workforce plan.
This should include an acceptable retio (ie. the number of AHW:S to service the
number of Aborigind and Torres Strait Idander people in a defined areq) and

Specialised Aboriginal Health positions, for example, refer to Aboriginal Health Education
Officers, Aboriginal Hospital Liaison Officers, Aboriginal Mental Health Workers, Aboriginal
Sexual Health Workers and Aboriginal Health Workers employed by Aboriginal Medical/Health
Services.
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3)

4)

indlude Aborigind Hedth Workers bath in the Public Hedth system and Aborigina
Community Controlled Hedlth Services.

Achievements to be reported in AHS Annua Reports.
The above drategies dl be included in performance agreements with AHS CEO:-s.

At locd levd such drategies should be included in Service Management
Agreements initidly by October 1998 and October of each year thereefter.

Objectiveb. All Hedlth Services demondrate improved retention rates of Aborigind and

Torres Strait Idander staff by October of each year.
(Structural)

Strategies

1

2)

3)

4)

5)

6)

All Health Services develop support strategies to enhance retention of Aborigina
and Torres Strait Idander gaff. For example, Saff support networks, inter-agencies
and mentor programs.

All Hedth Services provide Aborigind and Torres Strait Idander employees with
induction programs. Such programs should include the generd information provided
to dl new employees and including OHS and EEO palicies, saff development and
training, organisationd structures, grievance procedures, dealing with harassment,
sdaries and payrall, library access and their rights as employees of the service.

All Hedlth Services undertake exit interviews for al Aborigind and Torres Strait
Idander gaff. Clear explanation should be given to Aborigina and Torres Strait
Idander gaff and that it provides an opportunity to highlight workplace issues. Such
issues should be collated and highlighted a Locd Aborigind Employment Strategy
Steering Committees who should address workplace matters immediately.

All Hedlth Services ensure annud staff performance appraisas for Aborigind and
Torres Strait Idander staff.

All Hedth Sarvices develop rdevant policy which specifies that as a minimum
supervisors of Aborigind and Torres Strait Idander gtaff undertake cultural
awareness programs (refer to Aim 2: Objective 1).

All Hedlth Services develop and implement gppropriate strategies to ensure the
workplace is culturdly sengtive to Aborigind and Torres Strait Idander culture and
issues (refer to Aim 2: Objective 1, re. cultural awareness). In addition, displaying
Aborigina artefacts, paintings, conducting magor events during NAIDOC week
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such as Bush Tucker days and other relevant events over the year, is to be
encouraged.
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Aim 2.

To ensure a highly skilled, trained and professionally developed
wor kfor ce with career development opportunities throughout NSW
Health and Aboriginal Community Controlled Health Organisations.

Objective 1. All Hedth Service gaff demondrate a commitment to Aborigind and

Torres Strait Idander culture and issues through the promoting and
encouragement of daff participation in awareness and training of
Aborigind and Torres Strait Idander culture and issues which by October

of each year.
(Structural then Educational Development)

Strategies

1

2)

3)

4)

5)

6)

NSW Hedth, Aboriginad Hedlth Branch, develop a statewide Policy Statement and
Implementation Strategy for Aborigind and Torres Strait Idander Cultura
Awareness Programs by October 1998.

Training and Development Centresin collaboration with Aborigind and Torres Strait
Idander people and the AHRC develop, implement, monitor and evaluate an
accredited train the trainer package and deliver to Aborigina and Torres Strait
Idander staff and Aborigina and Torres Strait Idander community members by
October 1998.

All Hedlth Services ensure that Culturd Awareness Programs are complemented
by ACulture and Diverstyd workshops. Congderation to be given to the
development or review of policies concerning the attendance of staff at Culture and
Diversity workshops.

All Hedlth Services develop or review loca palicies concerning attendance of all
daff including Executive and Board members a Aborigind and Torres Strait
Idander culturd awareness programs and ACulture and Diversityi workshops by
October 1998.

Appropriate service delivery areas are provided with information and knowledge
concerning the notion of men and women Abusinessi in Aborigina culture.

The above drategies shdl be included in Performance Agreements with AHS
CEO:s. At locd leve such dtrategies should be included in Service Management
Agreementsinitially by October 1998 and October of each year thereafter.
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Objective 2. All managers including Human Resource Managers, EEO Coordinators

Strategies

1

and dl rdevant gaff demondrate sound knowledge and sKills in the
delivery of loca Aborigind Employment Strategies.

(Structural then Educational Development plus Information dissemination)

NSW Department of Heelth develop and maintain sdf help training manud for use
by al staff by June 1998.

2) All Hedlth Services use training manua by October 1998.

Objective 3 All Hedth Services demondrate that Aborigind Hedth Workers are
provided with gppropriate professond training opportunities to ensure
they have the skills and competencies to perform their jobs effectively.

(Long-term structural change then Educational development plus information dissemination)

Strategies

1) In collaboration with Human Resource Personnel, Supervisors and Managers of

Aborigind Hedth Workers undertake a training and annud skill development audit
of Aborigina and Torres Strait Idander Hedth Workers, develop plan of action
according to findings and implement program.

2) Supervisors and Managers ensure access to exigting training courses relevant to the

needs of Aborigina and Torres Strait Idander staff2.

Objective4 NSW Hedth demondrate an improvement in the profile of Aborigina

Hedth Workers which is recognised accordingly.
(Long term structural change)

Focus Group sessions indicated the following areas: computer courses; local health referral
services ie. availability; program development, management and evaluation; planning; public
speaking; presentation skills; basis counselling skills; basic health terminology; concept of
primary health care; community development; conflict resolution; problem solving; mentoring
and network skills; and, policy development and review.
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Strategies

1

2)

3)

4)

NSW Department of Hedlth will align the Nationa Competercy Based Standards
for Aborigind Hedth Workers and Torres Strait Idander Hedlth Workers by 2003.
In collaboration with rdlevant unions, NSW Hedth negatiate, develop and implement
an occupationd classfication rlevant to sate employed Aborigind Hedth Workers
by 2003.

NSW Department of Hedlth clearly define the roles of Aborigind Hedlth Education
Officers, Aborigind Hospitd Liaison Officers and other rdevant specidised
Aboriginal Hedth Workers.

NSW Department of Hedlth review funding of NGO postions to determine their
relevance to the Commonwedth Aborigina Hedth Worker Award.

Objectiveb. All Hedth Services annudly demondrate innovaive and credtive

goproaches to the devdopment and delivery of traineeships,
gpprenticeships and acquidtion of tertiary qudifications for Aborigind and
Torres Strait Idander people initidly by October 1998 and October of

each year theregfter.
(Structural)

Strategies

1)

2)

All Hedlth Services congder the development of Training postions, to be devel oped
in collaboration with DEETY A, training providers (eg. TAFE and University) or the
NSW Hedth Industry Group Training Company, by identifying the mgor loca
Aborigind Hedth and employment needs. Positions should have on the job training
aticulating to a certificate, a diploma and a degree. Priority should be given to
Environmenta Hedth Officers, Food Inspectors, Aborigind Hospitd Liaison
Officers and Drug and Alcohol Workers.

All Hedlth Services consder the modification and/or development of loca induction
programs to ensure that the roles and respongbilities of trainees and supervisors are
clear and incorporate the following:

C clear direction asto the line of responsbility for trainees,
C individud responghilities of supervisors, trainees and other S&ff;
C asss with professona support and appropriate mentor structure;
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C attendance of non-indigenous supervisors and mentors at cultura
awareness programs (preferably before or within three months of
commencement of traineeship).

3) All Hedlth Services congider the creation of scholarships®.
Case Study

The former New England Health Service (Armidale) recognised that the majority of the
health wor kfor ce consisted of professionals with tertiary qualifications and in particular
nurses as well as the difficulty of Aboriginal and Torres Strait Islander people attaining
tertiary qualification. Subsequently, the service made available 2 scholarships
specifically for Aboriginal and Torres Strait Islander people to undertake a Registered
Nurse Course at New England University. Funds wer e secured from mainstream budget.
After completion of the course the participants wer e offered two years of employment.
The scholarship covered expenses such as HEC fee, uniforms and study material.

4) All Hedlth Services develop culturaly gppropriate locd marketing and promotiond
drategiesfor their AES targeting Aborigind and Torres Strait [Idander people.

Objective 6. All Hedth Services shdl annudly demondrate an increase in access by
Aborigind and Torres Strait Idander people to exiting training programs,
across dl levels and dassfications, under the control of services, initidly
by October 1998 and October of each year theresfter.

(Structural )

Strategies

1) All Hedlth Services identify exidting training programs under their control, such as
the Enrolled Nurse (EN) Course or Chair Side Dentd Assstant Program, and
develop drategies which ensures access to those programs by Aborigind and
Torres Strait Idander people. For example, some hedth services have designated
two EN intakes per year for Aborigind and Torres Strait lander people.

Priority for scholarships be given to: Business Management, Economic, Commerce, Social
Welfare, Registered Nurse, Dietitian/Nutritionist, Social Worker, psychologists, Physiotherapist,
Dentistry, Occupational Therapist, Speech Pathologist, Radiologist and Pathologist.
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2) All Hedlth Sarvices congder working in partnership with loca Aborigind Community
Controlled Hedlth Services in providing training for NGO employees. Kempsey
District Hospital was instrumental in providing an Aged Care and Assistant
Nurse program for Aboriginal people employed by the local Aboriginal
Nursing Home.

3) All Hedlth Services develop and implement culturally gppropriate strategies which
promotes and market their training initiatives amongst the Aborigind and Torres
Strait Idander community.

Objective7. All Hedth Services annudly demondrate the delivery of career
development opportunities for Aborigina and Torres Strait Idander Saff

initidly by October 1998 and October of each year theresfter.
(Structural)

Strategies
1) Develop locd initiatives such as secondments, sabbaticals, mentoring, higher duties

and temporary transfer opportunities between Central Adminigtration, Area Hedlth
Services and other government departments.

Implementation Strategy A3



Aboriginal Employment Strategy for the Year 2000 & Beyond Department of Health, NSW

Aim 3.

To establish and maintain monitoring, evaluation and accountability
processes at all levels.

Objective 1.

Strategies

1

2)

3)

NSW Department of Hedth demondtrate the effectiveness of a Statewide
advisory, monitoring and promotional  mechanism to ensure the
implementation of the NSW Hedlthrs Aborigind Employment Strategy
initially by December 1997 and October of each year theresfter.

(Structural then Information dissemination)

The State Aborigind Hedth Partnership Forum will provide advice, monitor and
promote the implementation of the Aborigind Employment Strategy.  In fulfilling its
role the Forum shal consider the following:

C

annualy review the capabilities of the data collection systems for their
vdidity, rdiability and timeliness and provide advice accordingly;

examine the qudity of the dataiin reporting mechanisms, recommend new
arrangements and support AHS:s as required. Congderation shal be
given to the following:

i) examine sixth monthly progress reports from al Hedth Services.
The collation of such reports could be achieved through each
AHS Aborigina Hedth Partnership Forum;

i) endorse the Aborigind Employment Strategy annud report
issued by the Aborigind employment Development Working

Party;

iif) expanding current reporting arrangements of EEO information
contained in annua reports.

delegates of Forum disseminate information to AHS Aborigind Hedlth
Partnership Forums and AES Steering Committees relating to Aborigind
employment issues.

The AES Coordinator, NSW Department of Hedlth, will inform the Partnership of
the current progress concerning the AES when requested.

Hedth Services AES Coordinators, will inform the Partnership of the current
progress concerning the AES when requested.
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4) The NSW Department of Hedth to develop a template for use by AHSs in
providing quarterly progress reports to the Forum.

Objective 2. All Hedth Services demondrate the effective operation of loca
coordinating, monitoring and promotiond mechanisms for the
development and implementation of Aborigind Employment initiatives
initialy by December 1997 and October of each year thereefter.

(Structural then Information dissemination)
Strategies

1) All Hedth Services establish Loca Aborigind Employment Strategy Steering
Committees who will be responsble for monitoring the development,
implementation and evduation of Aborigind Employment drategies. Such
Committeess to be convened by the CEO or a Senior delegate with representation
from HR gaff, Aborigind Hedth Coordinators, AHRC, DEETYA locd officers
Finance personnel and other relevant stakeholders. Committees to maintain links
with other AHS AES Steering Committees, AHS Aborigind Hedlth Partnership
Forum and the State Aborigina Hedlth Partnership Forum.

2) Each Hedth Service to devdop Terms of Reference for Steering Committeas which
will include periodic reporting to the AHS Board.

Objective 3. NSW Depatment of Hedth (Corporate Services Divison) retain a
statewide coordinating function by June 1997 and October of each year
theresfter.

(Structural)

Strategies

1) NSW Depatment of Hedth retain the Aborigind Employment Development

Working Party congsting of representatives from ODEOPE (Hedth Service and
Aborigind Portfolio Managers), Performance Management Branch, HR Policy and
Strategy Unit; Aborigina Hedlth Branch and an Area Hedlth Service HR personnd.
The Working Party shall steer NSW Hedlthrs AES by providing support, advice
and making recommendations to the Generd Manager, Corporate Service Divison.
The group will be particularly responsible for developing an AES annud report for
endorsement by the State Aborigina Hedth Partnership Forum; coordinate the
collaion of sxth monthly reports from AHSs for assessment by the State
Aborigind Hedth Partnership Forum; and, develop atemplate for use by AHSsIn
providing progress reports.
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2) Undertake ajob evauation with a view to regrade the current AES Coordinator
position by April 1997.

3) NSW Department of Health, Corporate Service Divison, establish an additiona
position to be respongble for assging in the implementation of the Policy Statement
and Implementation Strategy.

4) NSW Depatment of Hedth will hold a statewide meeting once a year for
Coordinators, Aborigind Employment Strategy and Aborigind Hedlth Coordinators
to ensure the continua development and implementation of the AES and to provide
aforum of support and guidance. Initidly by August 1998 and each year therefter.

Objective 4. All Hedth Services ensure an Aborigind identified postion of Coordinetor,
Aborigina Employment Strategy is established by December 1997.
(Structural)
Strategies
1) NSW Department of Hedlth, develop guiddines for the criteria of the Coordinator

AES pogtion and inform AHS:s of the avallability of guiddines

2) Identify funding either from DEETYA, DETEC, NSW Department of Hedlth or
AHS. For example, Macquarie Health Service has successfully obtained
seeding grant from DEETYA for a Coordinator position at which time the
service will fund position from own budget. Wentworth AHS has employed a
full time permanent AES Coordinator from own budget. The Ambulance
Service of NSW has employed an Aboriginal Employment and Liai son Officer
who is working a number of initiatives including a APreparation for
Employment Course for Aboriginal Peoplef who areinterested in a career in

the Ambulance Service.
3) The proposed position should be Aborigind identified.
Objectiveb. All Hedth Services demondrate valid, reliable and timely data for the

recruitment, training and career development of Aborigind and Torres
Strait Idander people initidly by October 1998 and October of each year
therefter.

Strategies
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1

2)

3)

4)

NSW Department of Hedlth undertake alongitudina research project to idanttify the
current status and dlow future measurement of the changing nature of Aborigind
and Torres Strait Idanders recruitment, training and career development within
NSW Heslth Services.

NSW Department of Hedth develop policy guiddines concerning the collection of
data relaing to the recruitment, training and career development of Aborigina and
Torres Strait Idander people.  Such guidelines should: complement exigting
requirements under the EEO program; be incorporated into best practise modd;
and expand into the Workforce computer program (HRMI'S project).

All Hedlth Services to collect information based on Guiddines developed by the
NSW Department of Health and to commence by October 1998.

All Hedth Services to develop and implement loca drategies which improve
response rates for EEO Surveysinduding an increase response from Aborigind and
Torres Strait Idander people.

Objective 6. All Hedth Services to demondtrate evidence of a Continuous Quality

Improvement Framework in the development and implementation of
Aborigind Employment initiatives and srategies.
(Structural)

Strategies

1

2)

3)

4)

The NSW Department of Hedth to develop a best practice modd for the
recruitment, training and career development of Aborigind and Torres Strait
Idander people by 2001.

The NSW Department of Hedlth to develop and implement an audit tool/process
(gmilar to the OHS audit tool) to measure achievements againg best practice modedl
by 2001.

All Hedlth Servicesto utilise best practice modd, audit tool and guiddines after year
2001.

NSW Department of Hedth review best practice modd, audit tool and guidelines
annudly.
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Aim4. Tomarket and promotethe Aboriginal & Torres Strait Idander
Recruitment, Training and Career Development Policy Statement &
Implementation Strategy throughout NSW Health the Aboriginal &
Torres Strait Idander community and the broader NSW Community.

Objective 1. The NSW Depatment of Hedth demondrate effective statewide
marketing and promotiond drategies targeting Hedth Services, the
Aboriginad and Torres Strait Idander community and the broader NSW

community.
(Structural then Information dissemination)

Strategies

1) The NSW Hedth Miniger launch the Aborigind Employment Strategy and release
the Statement of Commitment.

2) The NSW Depatment of Hedth (Corporate Services Divison) issue a
Depatmenta Circular outlining the Aborigind Employment Strategy by October
1997.

3) The NSW Department of Hedlth through internd and external media, appropriate
forums and information sessions, promote the AES following the launch.

4) The NSW Department of Hedlth develop appropriate promotiona material to
support the above strategies.

Objective 2 All Hedlth Services demondrate effective marketing and promotiona

drategies highlighting the employment opportunities available within their
sarvicesfor Aborigina and Torres Strait Idander people.
(Structural then Information dissemination)

Strategies

1) The NSW Department of Hedth develop and widdy digtribute an Aborigind
spexific kit including pamphlet, posters and videos which highlights the generd
employment opportunities and qualifications required to work in the Hedth indudtry.
For example, Aa Career in Healthi produced by the Aboriginal Health
Division, South Australian Health Commission.

2) Hedlth Services develop local promotiond and marketing strategiesto  distribute

culturdly gppropriate promotiond materid  which highlights  employment
opportunities under their Aborigind employment Strategy.
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A Framework for Monitoring
Performance

The performance indicators mentioned below relate specificaly to this document and provide
a proposed framework for the NSW Department of Hedth to monitor and evauate the
ongoing implementation of the Aboriginal and Torres Strait Idander Recruitment, Training and
Career Development Policy Statement and Implementation Strategy at a State leve.

The drategy acknowledges the difficulties associated with accurate information relating to
Aborigina and Torres Strait Idander recruitment, training and career development within NSW
Hedth. Dueto thisthe data collected over the last 12 months is conddered inadequate and the
indicators described below are rdiant on such information. It isanticipated that such indicators
and measures will be further consolidated following the Longitudind Research Project outlined
in Aim 2: Objective 5.

Each Hedlth Service will need to congder their own indicators and measures (ie. qudifiable and
quantifiable indicators) rlevant to locd needs and initiatives. It is envisaged that the impending
best practise model will assst AHS-sto monitor their performance a alocd level and provide
guidance regarding the collection of performance information which will form the bags to
reevaluated the drategies and assg in effective decison making. During the Focus Group
Sessons a number of indicators, measures and targets were suggested by participants. Such
information would be useful for AHS in developing their own monitoring systems.

Proposed Performance M easur es (Quantitative)

C Percentage of annud resources of mainstream monies alocated to Aborigina
employment initiatives by al Hedlth Services.

C An increase number of Aborigind and Torres Strait Idander people employed in full
time employment across mainstream and identified occupations and levelsin dl
Hedlth Services.

C Increased utilisation rates to preventative health programs and services conducted

by mainstream Hedth Services and specidised Aborigind Hedth programs eg.
Program 2.6.
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C

Number of Aborigind Hedlth Workers participating in and completing professond
development training programs.

Leve of usage of skills and competencies obtained by Aborigind Hedth Workers
resulting from professond  development training programs.

Improve access to and an increase number of Aborigina and Torres Strait Idander
people undertaking and completing gpprenticeships, traineeships and tertiary
qudifications.

Number of Aborigind and Torres Strait Idander people ataining full time
employment outcomes as a result of an gpprenticeship, traineeships or tertiary
qualifications within the organisation or another agency.

Increase number of Aborigina and Torres Strait Idander people in the following
aress.

C Health Professions eg. Registered Nurse;
C non Hedth Professons eg. Management or Accountant;
C middle to high base grade occupations;

C specific Aborigina identified service ddivery postions such as
Aborigind Hedth Workers, and

C other mainstream positions such as catering assistant.
Number of Aborigind and Torres Strait Idander people undertaking and completing
maingream training programs such as Enrolled Nurse program or Chair Side Dental
Assdant.

Level and number of Aborigind and Torres Strait Idander saff with job mobility
particularly to promotions.

Proposed Performance I ndicator s (Qualitative)

C

Leved of knowledge and perception of loca Aborigind and Torres Strait dander
communities awareness and participation in Aborigina employment initiatives,

Leve of indigenous and non indigenous awareness and commitment to ddlivery of
Aborigind employment initiatives.
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C Leve of planning and ddlivery process incorporating inter-sectord collaborative
Srategies to achieve recruitment and training targets by Health Services.

C Leve of community acknowledgement, confidence and satisfaction in Hedth
Servicess environment being Aborigind friendly.

C Leve of Aborigina staff satisfied with job and career path opportunities.

C Leve of stisfaction of Aborigind usars and sarvice providers regarding the solutions
to Aborigina employment drategies.

C Aborigind community level of satisfaction with Hedlth Service ddivery.

C Levd of culturdly aware Heath Workforce.

C Levd of active and ongoing ddivery of Aborigind employment initidtives at date and
locd levels.

C Levd of awareness of Hedth Services knowledge concerning skills and
competencies required for Aborigina Health Workers.

C Leve of annua achievements of Aborigind employment initiatives a locd levels.

C Levd of peformance information collected concerning Aborigind employment
initiatives.

C Leve of qudity and accuracy of data collected for Aborigind employment initiatives

C Levd of effectiveness of locd Aborigind Employment Strategy Steering
Committees.

C Leve of effectiveness of State Partnership Forum providing advice, monitoring and

promoting Aborigind employment initiatives.

C Levd of State Partnership Forum satisfaction concerning annual achievements of
Aborigind employment initiatives across the state and reporting arrangements.

While the above information provides a proposed framework, in two years time (year 2000)
it is anticipated thet the following indicators will be used to determine the level of progress
across the date relating to the Policy and Implementation Strategy. Services should view the
performance indicators as the basis for re-examining the strategies gpproach. Where necessary
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introduce a more feasible and redigtic gpproaches by using action research techniques. Thisis
integrd to the monitoring of the AES-s performance.

Performance M easur es (Quantitative)

C

An increased number of Aborigind and Torres Strait Idander people employed in
full time employment across mainstream and identified occupations and levelsin all
Hedlth Services.

Percentage of annua resources of mainstream monies dlocated to Aborigina
employment initiatives by al Hedlth Services.

Improved access to and an increase in the number of Aborigind and Torres Strait
Idander people undertaking and completing gpprenticeships, traineeships and
tertiary qudifications.

Number of Aboriging and Torres Strait |9dander people undertaking and completing
mainstream training programs under the control of services such as Enrolled Nurse
program or Chair Sde Dentd Assstant.

Number of Aborigind Hedlth Workers participating in and completing professond
development training programs.

Performance I ndicator s (Qualitative)

C

Leve of knowledge and perception of loca Aborigind and Torres Strait 1dander
communities awareness and participation in Aborigind employment initiatives.

Leve of indigenous and non indigenous awareness and commitment to delivery of
Aborigind employment inititives.

Levd of planning and delivery process incorporating inter-sectora collaborative
Srategies to achieve recruitment and training targets by Health Services.

Leve of community acknowledgement, confidence and satisfaction in Hedth
Servicess environment being Aborigind friendly.

Leve of adtive and ongoing ddivery of Aborigind employment initiatives at sate and
locd leves.

Leve of annua achievements of Aborigind employment initiatives a locd levels.
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< Levd of State Partnership Forum satisfaction concerning annua achievements of
Aborigind employment initiatives across the state and reporting arrangements.
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ACTION PLAN
TO THE YEAR 2000

When should it be

What needsto be done? Who should doit? doneby? What
Reconvene AEDWP, review terms of NSW Dept. of Hedlth December 1997 Human
reference and schedule mestings (Aim 3 - (DoH) for mtg.
Ohj. 3) mtg.

Nodire

Evauate and re-grade exiging CA AES NSW DoH April 1997 Human

Coordinator=s position (Aim 3 - Ohyj. 3) (Achieved) submiss

Top-up

Minister launches AES and Statement of NSW DoH November 1997 Human

Commitment (Aim4- Obj. 1) for laun

Aborigi

Launch

Didtribute promotiond materid re. AES a NSW DoH November 1997 Human

launch (Aim4 - Obj. 1) Package
000

Departmentd Circular re. AES (Aim 4 - oby. NSW DoH November 1997 Human

1) Printing
000
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When should it be
What needsto be done? Who should do it? doneby? What

Cregte aClerk Grade 7/8 (Aim 3 - abj. 3) NSW DoH February 1997 Human
wkstoy
package

Publicise AES through existing NSW DoH start by July 97 and Human

interna/external media, committess and ongoing Travel

forums (Aim 4 - obj. 1) $5000

Templatere. Skillsrequired for AES SC (Aim NSW DoH December 1997 Human

3-0bj.2) wks. Pt
$1500

Egablishment of local AES Steering NSW DoH and AHSs September 1997 Human

Committee (Aim 3 - 0. 2) edtablid
membe
determil

Negotiation complete concerning the role of NSW DoH December 1997 Human

NSW Partnership Meeting re. Role asthe negotiat

State Advisory, monitoring and promotiona

gructure aswell asalowing the CA AES

Coordinator on the Partnership mesting and

Aborigind Hedth Coordinators mesting (Aim

3-0bj.1)

Locd Statement of Commitments (Aim 2 - NSW DoH and AHSs January 1998 Human

obj. 1) weeks.
=tobe:
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When should it be
What needsto be done? Who should doit? doneby? What
Establishment of current statusof ATSI NSW DoH and AHSs March 1998 Human
employment, identify recruitment wks
opportunities and develo dtrategiesre
campaign for EEO surveys (Aim 1 - obyj. 3)
Sdf Help Training Manua for HR Personndl NSW DoH June 1998 Human
completed and distributed (Aim 2 - obj. 2) wks
Project:
Review of recruitment policiesand NSW DoH and AHSs June 1998 Human
procedures completed wks
Corporate and other relevant plansreflect the | NSW DoH and AHSs July 1998 Human
recruitment, training and career development wks
commitment of each agency
highlighting.................. @ (Aim1-obj 1)
Policy Guiddines completed re articulation NSW DoH July 1998 Human
concerning AE targets (Aim 1 - ohyj. 2) wks
Printing
000
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When should it be

What needsto be done? Who should do it? doneby? What

Loca development and implementation of NSW DoH and AHSs October 1998 Cost to
the following: svice:
availabi

C  recruitment (trainee ad programs, of Strate

scholarships), career devel opment,
retention, and induction
Srategied/programs,

C  development of other rlevant loca
policiesin particular re atendance at
culturdl awareness programsaswdl as
Culture and Diversity Workshops,
trainee aides,

C  ill auditsand plan developed and
implemented for ATS Hedth Workers,

C  implementation of entry/exit interviews
and annual gtaff appraisas

C  deveopment of drategiesre making the
environment koori friendly

C  drategiesin placeto ensure ATS
people assess to controlled mainstream
positions;

C  devdop and implement marketing and
promotional strategiesre every part of
their AE Srategies/programs
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When should it be
What needsto be done? Who should doit? doneby? What
All services etablish targets and determine NSW DoH and AHSs October 1998 Human
an agreed pogition re the number of ATSI 20 week
people in workforce (Aim 1 - obj. 2 and 3) Nodire
Policy Guiddinesre Criteriafor the NSW DoH October 1998 Human
establishment of AES Coordinator positions weeks
(Aim 3-obj 4)
Policy Statement and Implementation NSW DoH October 1998 Human
drategy re ATS culturd awareness (Aim 2 - 52 week
obj 1)
Longitudind Research Project (Aim 3 - obyj. NSW DoH December 1998 Human
5) 20 wee!
Project:
Policy or legidative change re Clause 10 of NSW DoH January 1999 Human
the PSM (Generd) Regulaion 1996 weeks
Digtribt
Generic Statement of dutiesfor AHS AES NSW DoH February 1999 Human
Coordinator positions (Aim 3 - obj 4) weeks
Printing
$1.000
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When should it be
What needsto be done? Who should doit? doneby? What
AA Career in Hedlth) Handbook (Aim 4 - obj. NSW DoH March 1998 Human
2) weeks
Project:
Trainthe Trainer Program for ATS cultura NSW DoH and June 1999 Human
awareness programs (Aim 2 - obyj. 2) Training Centre weeks
Project:
Egtablishment of AES Coordinator role or NSW DoH and AHSs Augugt 1999 Human
postionsin each AHS and NSW DoH weeks
If applic
- $45 (
Policy Guidedlinesre collection of dataand NSW DoH October 1999 Human
expand requirements into the workforce 52 wee
planning computer program (Aim 3 - ohy. 6) Project
guiddin
Utilisation of Policy Guiddinesrethe NSW DoH and AHSs December 1999 Human
collection of data.concerning AES (Aim 3 - direct o
obj. 5) guiddin
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When should it be

What needsto be done? Who should do it? doneby? What
Best Practice Modd, audit tool and NSW DoH October 1999 Human
guiddines concerning the meesuring of Project:
performance through quditative and

quantitative information completed for use
by AHSs(Aim 3 - obyj. 6)

ATS Hedth Worker Workforce Flan NSW DoH January 2000 Human
developed and complete (Aim 1. - obj. 4) Project
Implementation Plan for Competency Based NSW DoH June 2000 Human
Standards completed (Aim 2 - obj. 4) Project:
directo
Occupationd dignment re ATS Hedlth NSW DoH June 2003 Human
Workers Unable
point
Independent Review NSW DoH October 2000 Human
Project:
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Appendices

Reports

Over the past decade, the Commonwedth, State and Territory Governments commissioned the
development of numerous reports and a brief summary of these are provided below:-

Miller Report (1985):

In 1984, the Commonwed th Government commissioned areview to examine al employment
and training programs to determine whether they were till appropriate to the needs of
Aborigind people. The review dso examineif a more effective labour market srategy could be
edtablished to improve Aborigind employment. The resulting document, the Miller report of
1985, made a number of recommendations.

National Aboriginal Health Strategy - NAHS (1989):

The NAHS was developed following an agreement by Commonwedth, State and Territory
Aborigind Affars and Hedth Minigers. The report provided a dructure of funding
arrangements between the various Governments, developed various strategies for the short and
long term to improve Aborigind Hedlth, identified Strategies to maximise involvement of
Aborigind people, and developed a mechanism to monitor progress towards targets.

Royal Commission Into Aboriginal Deaths In Custody (1991):

The Royd Commission into Aborigind Desths in Custody Report makes a number of broad
ranging recommendations relating to al aspects of Aborigind affairs. Specificdly, the report
makes several recommendations to increase economic opportunity for ATSl people. Such
recommendations range from 300 to 320.

In summary, it coversissues rdating to Commonweelth funded inititives, policies and programs,
the roles and respongibility of State and Territory Governments and private sector matters.

Review of Hospital Casualty Servicesin Aboriginal Health (1990):

This report was developed as aresult of recommendations contained in the interim report from
the Royd Commisson into Aborigind Deathsin Custody Report. The Minigter for Hedth at
the time requested that the NSW Department of Hedlth review the hospital casudty services
in communities with a significant number of Aborigind people. Severd issues were identified
with forty four recommendations. A number of the recommendations relae to employment and
training of Aborigina people.
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Report of the NSW Task Force on Aboriginal Health 1990 - AThe Last
Report:

Since the commencement of the Aborigina Hedlth Program in the 1970's, a detailed and mgor
reform package has never been undertaken to this extent. The Last Report offered such
chdlenging changes and recommended mgor improvements within the Aborigind Hedth
Program and the Hedlth portfolio.

The recommendations rdating to functiond and structurd issues, were to equip the than
Aborigind Hedth Unit and more importantly the portfolio asawholeto implement the ANew

Directioni palicy.

The NSW Health Department=s 1991 Aboriginal Employment Strategy:
In 1991, the NSW Department of Health commissioned the development of an Aborigind
Employment Strategy (AES) for its Centrd Adminidration. Whilst anumber of Strategies were
proposed, one of the key dements of the 1991 AES was the employment of a Coordinator
whose main function was to coordinate the implementation of the report and to work closdy
with other units to develop recruitment programs. The role of the Coordinator has been
extended to the whole of the NSW Health system and not as outlined in the Department=s 1991
AES. This certainly is the gpproach adopted in this Satement and Strategy.

Bringing them home, National Inquiry into the Separation of Aboriginal
and Torres Strait Idander Children from Their Families (1997):

The Nationd Inquiry was etablished by the Federd Attorney Generd in 1995. The Inquiry
concludes that between one in three and one in ten Indigenous children were forcibly removed
from their families and communities between 1910 and 1970.

The present plight of many Aborigind people in the area of hedlth, employment, education, living
conditions and sdlf-esteem stems from what happen in the past. There are a number of
recommendations from this inquiry which the NSW Department of Hedth are responsible for
implementing. Some of the recommendations related to Aborigind employment, training and
Aborigind culturd awvarenesstraining, there by linking the Inquiry to the Aborigina employment.
The Inquiry=s recommendations are directed to heding and reconciliation for the benefit of al
Audrdians. Employment for Aborigind and Torres Strait Idander peoples within the broad
phere is a key dement towards good hedlth and wellbeing. Employment within the NSW
Hedth sygem is just as equdly important as the improvement of Aborigina and Torres Strait
Idander peoples hedth throughout NSW.
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