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Message from the Commissioner 

 

It is with great pleasure that I present the first annual progress report for the Northern 
Territory Public Sector (NTPS) Indigenous Employment and Career Development Strategy 
2015-20 (the strategy).  

The strategy was launched on 8 April 2015 with the principal aim to increase Indigenous 
employment in the Northern Territory Public Sector with a global target of 16% by the year 
2020. 

This first progress report outlines the work achieved in the past 12 months since the launch 
of the strategy in April 2015. The report provides a summary of each key action under the 
four main themes: 

1. Targets for Indigenous employment and participation; 
2. Engagement and support; 
3. Attraction and retention of Indigenous people; and 
4. Whole of career development to build capability and careers. 

Individual Agency progress on their responsibilities under the strategy will be reported 
through their own agency annual report as well as through the State of the Service Report. 

 

 

 

 

Craig Allen 

Commissioner for Public Employment 
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Progress Snapshot 

The below table provides a snapshot of the current progress against the key actions of the 
strategy under the four themes. 

Theme 1: Targets for Indigenous employment and participation 

No. Key Action Completed 

1.1 Agency-specific distribution of the 16 per cent Indigenous employment 
target and 10 per cent participation in senior roles target. 

Completed 

1.2 Monitoring agencies progress towards the 2020 targets. Ongoing 

1.3 Working collaboratively with agencies through regular forums to maintain 
their commitment to the strategy. 

Ongoing 

1.4 Developing a reporting framework and evaluation process to measure the 
success of the strategy. 

Commenced 

1.5 Reporting on an annual basis on progress towards the 2020 targets. Ongoing 

Theme 2: Engagement and support 

No. Key Action Completed 

2.1 Establishing a strategic unit within OCPE to drive implementation of the 
strategy and provide guidance and support to agencies 

Completed 

2.2 Establishing an Indigenous employment champions group comprising of 
Chief Executive Officers to maintain commitment and momentum including 
representation from the IECD unit. 

Completed 

2.3 Establishing and facilitating a resource / reference group that will provide 
advice, assistance, guidance and information on Indigenous employment 
issues to agencies including representation from the IECD unit. 

Completed 

2.4 Encourage all agencies to access or develop cross cultural awareness and 
cultural competency programs. 

Commenced 

2.5 Developing and implementing leadership development, career pathways 
and NTPS professional development programs that are tailored to 
Indigenous employees’ learning needs. 

Commenced 

2.6 Facilitating ‘managing performance conversations’ programs for managers 
and supervisors of Indigenous employees. 

Commenced 

2.7 Developing and implementing an Indigenous employee mentoring program. Commenced 

2.8 Exploring opportunities to identify and address barriers to length of tenure 
and improved employee experience. 

Yet to 
commence 
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Theme 3: Attraction and retention of Indigenous people 

No. Key Action Completed 

3.1 Promoting the NTPS as an employer of choice for Indigenous people 
through the strengthening of networks with local governments, non-
government organisations and Indigenous communities. 

Ongoing 

3.2 Promoting the aim and appropriate use of Special Measures in the NTPS 
recruitment and selection processes. 

Completed 

3.3 Working in partnership with the Department of Corporate and Information 
Services (DCIS) to develop and promote entry level employment and 
career opportunities in the NTPS to Indigenous school students, including 
cadetships, pre-employment programs, school based apprenticeships and 
other opportunities. 

Ongoing 

3.4 Coordinating the development and implementation of a refreshed 
Indigenous entry level program, including literacy and numeracy 
components for existing employees, in collaboration with DCIS. 

Ongoing 

3.5 Facilitating access to literacy and numeracy support. Yet to 
commence 

3.6 Promoting best practice methods and ongoing case studies to support 
agencies in managing Indigenous employment issues through an online 
information portal (OCPE website or similar). 

Yet to 
commence 

3.7 Developing initiatives to recognise and celebrate successful NTPS 
Indigenous employees (e.g. marketing campaign, Indigenous employment 
forum, profiles etc. on an information portal). 

Commenced 

3.8 Investigating the development of a regional / remote pilot “entry level” 
program incorporating jobs from the public (and possibly private) sector, 
local government and non-government organisations in collaboration with 
DCIS and the Department of Business. 

Commenced 

Theme 4: Whole of career development to build capability and careers 

No. Key Action Completed 

4.1 Developing and promoting an Indigenous Employees’ Career Development 
Framework, underpinned by the NTPS Capability and Leadership 
Framework, including professional development options and programs for 
entry level through to executive level roles. 

Yet to 
commence 

4.2 Developing guidelines to assist agencies in the use of NTPS capability 
frameworks to develop and provide career pathways and professional 
development for Indigenous employees. 

Yet to 
commence 

4.3 Developing and implementing an Indigenous employee mentoring program, 
including the provision of guidelines, support and assistance to agencies to 
deliver structured mentoring for Indigenous employees. 

Yet to 
commence 
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Progress Summary 

 
Theme 1: Targets for Indigenous employment and participation 
 

1.1 Agency-specific distribution of the 16 per cent Indigenous employment target and 
10 per cent participation in senior roles target. 

Status: Completed 

In February 2015 all NTPS agencies were distributed individual specific annual targets to 
achieve the 16 per cent Indigenous employment global target by the year 2020. The 
rationale for the distribution of the target took the following factors into account: 

 Starting point / baseline workforce profile – paid headcount of Aboriginal and Torres 
Strait Islander (ATSI) employees as at June 2014. 

 The nature of services delivered by agencies and percentage of ATSI clients. 

 Geographic distribution / whether agencies operate in multiple locations across the 
Northern Territory. 

It was also taken into account that those agencies that had a large baseline ATSI 
employment profile, were to focus their efforts on retention, career progression and 
transitioning casual positions to ongoing employment arrangements where appropriate, 
rather than increasing ATSI employment. 

The 10 per cent participation in senior / executive roles is a global target and was not 
individually distributed to agencies. However in order to assist the NTPS achieve this target, 
agencies need to identify ATSI staff at the AO6 and AO7 level positions (or equivalent) that 
have demonstrated leadership and management skills or has the potential to build their 
capacity through developing these skills by undertaking training and/or professional 
development (job shadowing or mentoring) to assist them in their career progression through 
to senior / executive levels.   
 

1.2 Monitoring agencies progress towards the 2020 targets. 

Status: Ongoing 

In order to continuously monitor agencies progress towards the 2020 targets, the IECD 
Division worked closely with the Department of Corporate and Information Services (DCIS) 
to develop the IECDS Reporting Framework for whole of sector reporting. The IECDS 
Reports will be produced by the DCIS HR Reporting Team on a quarterly basis.  

Appendix A highlights the growth of Indigenous employment in the NTPS over the past 12 
months with the majority of agencies achieving their individual 2015 Indigenous employment 
target. The 2015 Indigenous employment global target of 9.3 per cent was achieved in 
November 2015. As of March 2016 Indigenous employment in the NTPS was at 9.7 per cent 
and participation in senior / executive positions was at 3.8 per cent.  
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The IECDS Reports will be used as the main source of data, in conjunction with other 
existing reporting frameworks such as agency annual reports and the NTPS State of the 
Service Report. The IECD Division will also monitor agencies progress through the IECD 
Champions, Resource and Senior Indigenous Reference Groups. Further details about 
these groups are outlined in key action 2.2 and 2.3. 
 

1.3 Working collaboratively with agencies through regular forums to maintain their 
commitment to the strategy. 

Status: Ongoing 

The IECD Division provides support to all agencies to assist them in achieving their 
individual employment targets and meets with them as and when required. 

Regular updates on the strategy are provided through the NTPS HR Forum, which is hosted 
by OCPE biannually and is video-linked to Alice Springs. Strategy updates are also provided 
through the Human Resource Management and Development Committee (HRMDC) 
meetings as well as through the IECD Champions, Resource and Senior Indigenous 
Reference Group (SIRG) meetings.  
 

1.4 Developing a reporting framework and evaluation process to measure the success 
of the strategy. 

Status: Commenced / Partially Completed 

The IECDS Reporting Framework developed by DCIS was created using the same 
definitions and business rules as outlined in the NTPS Workforce Metrics Dictionary to 
ensure a common standard of measurement and reporting across the sector. 

For the purposes of reporting on the percentage of ATSI employees in senior / executive 
positions, the metric was defined to include ATSI employees at the SAO1 level (or 
equivalent) and above. This measure is applied across all classifications (i.e. Physical, 
Technical and Professional) to ensure consistent reporting. 

An evaluation process will be developed late 2016 to measure the success of the various 
programs/tools/initiatives under the strategy to maintain drive and commitment to achieve 
the goals and targets as well as enable continuous improvement. 
 

1.5 Reporting on an annual basis on progress towards the 2020 targets. 

Status: Ongoing 

The NTPS Indigenous Employment and Career Development Strategy 2015-20 Progress 
Report (this report) will provide an update on the four key themes outlined in the strategy on 
an annual basis from when the strategy was first launched in April 2015.  
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Theme 2: Engagement and support 
 

2.1 Establishing a strategic unit within OCPE to drive implementation of the strategy 
and provide guidance and support to agencies. 

Status: Completed 

The Indigenous Employment and Career Development (IECD) Division was established 
within OCPE in January 2015. This Division is responsible for driving the implementation of 
the strategy, monitor and report on the progress as well as provide guidance and support to 
agencies across the sector. 

A generic email address was also created to provide staff with the opportunity to contact the 
IECD Division directly with any concerns or queries they may have. This generic email 
address will act as a retention tool in providing an avenue for staff to feel heard and 
supported as well as providing OCPE with a wider understanding about the challenges and 
issues being experienced in the agencies at the grass roots level.  
 

2.2 Establishing an Indigenous employment champions group comprising of Chief 
Executive Officers to maintain commitment and momentum including 
representation from the IECD unit. 

Status: Completed 

The IECD Champions Group was established in April 2015 to assist in driving the 
implementation of the strategy. The group consists of several Chief Executives from the 
following agencies: 

 Department of the Attorney-General and Justice 

 Department of Corporate and Information Services 

 Department of Education 

 Department of Health 

 Department of Local Government and Community Services 

 Northern Territory Police, Fire and Emergency Services 
 

The IECD Champions group meet biannually with their first meeting held in August 2015 and 
the next meeting scheduled for late April 2016.  
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2.3 Establishing and facilitating a resource / reference group that will provide advice, 
assistance, guidance and information on Indigenous employment issues to 
agencies including representation from the IECD unit. 

Status: Completed 

A resource and reference group were both established in April 2015 to assist the IECD 
Division in implementing the strategy. These groups will act as a consultative body and 
provide advice and guidance on Indigenous employment issues and concerns that agencies 
are experiencing. 

The IECD Resource Group consists of several HR Directors and senior executives from a 
range of agencies. This group will provide leadership across agencies to assist in the 
objective of increasing and achieving sustainable ATSI employment and capability in the 
NTPS. The IECD Resource Group will also review practices in agencies that will improve 
outcomes for ATSI employees with particular focus on recruitment, retention, workplace 
cultural reform including career and professional development initiatives. 

The IECD Reference Group consists of several senior Aboriginal and Torres Strait Islander 
staff from a range of agencies in Darwin that are in a HR, policy or strategic role within the 
NTPS. The Reference Group was named the “SIRG” – Senior Indigenous Reference Group, 
and it became evident that a second group was needed in Alice Springs to represent the 
central region, which was established in June 2015. 

The two SIRG’s will endeavour to consult with other ATSI employees within their respective 
agencies to identify issues or challenges that they may be experiencing as well as research 
and explore evidence-based best practice or case studies to assist agencies and the IECD 
Division resolve these issues. 
 

2.4 Encourage all agencies to access or develop cross cultural awareness and 
cultural competency programs. 

Status: Commenced / Partially Completed 

The NTPS Cross Cultural Framework was developed in 2012 to consolidate agency 
approaches and maintain a common approach to learning outcomes across the sector. The 
framework identifies five key areas of training: 

i. Basic cross cultural awareness training – for all staff; 

ii. In depth cross cultural training – for frontline staff and those designing programs 
and service delivery; 

iii. Training for managers of multi-cultural teams – for all manager particularly those 
with Indigenous staff; 

iv. Cross cultural training for senior managers – for senior managers to inform policy 
development and other strategic decision making; and 

v. Reverse cross cultural training – for Indigenous staff. 
 

The 2014-15 State of the Service Report specified 23 agencies offered cross cultural training 
to their employees with 74 per cent of agencies mandating training for all new employees at 
the time of induction. Eight agencies indicated that they do not offer cross cultural training to 
employees.
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Through discussion and promotion of the strategy it was suggested that a sector wide 
approach would be more appropriate and financially viable, specifically for the smaller 
agencies. The IECD Division will review all agencies cross cultural training programs in 2016 
and will determine the feasibility of developing sector wide NTPS Cross Cultural Awareness, 
Competency and Reverse Cross Cultural Programs. 
 

2.5 Developing and implementing leadership development, career pathways and NTPS 
professional development programs that are tailored to Indigenous employees’ 
learning needs. 

Status: Commenced / Partially Completed 

OCPE provide a range of leadership and management programs that aim to build the 
leadership and managerial capability across the sector. All programs are informed by the 
NTPS Capability and Leadership Framework and are mapped to the NTPS Leadership 
Framework (Appendix B). 

OCPE continue to offer the Kigaruk (men’s) and Lookrukin (women’s) Indigenous 
Leadership Development Programs, which are held biennially in alternate years. Twenty-one 
women commenced the Lookrukin program in March/April 2015 and twenty will successfully 
graduate with a Diploma of Management from CDU in May 2016. 

Over the past 12 months the IECD Division has met with several key stakeholders to identify 
professional development programs in addition to these programs to assist Aboriginal and 
Torres Strait Islander employees with their career progression. 

Discussions were held with the Australian Indigenous Leadership Centre (AILC), Charles 
Darwin University (CDU), Australian Centre for Indigenous Knowledges and Education 
(ACIKE) as well as the Batchelor Institute of Indigenous Education (BIITE). 

In November 2015, ACIKE held an information session for senior NTPS ATSI employees to 
discuss study pathways and course opportunities at the Higher Education and Postgraduate 
level. Currently there are no Higher Education courses offered under the NTPS Leadership 
Framework and two Postgraduate courses. 

In August 2015, BIITE offered free training for NTPS employees to undertake the Certificate 
II and III in Business with four NTPS ATSI employees taking up this opportunity as well as 
one undertaking the Certificate IV in Business.  

The AILC is Australia’s only national provider of accredited Indigenous leadership education 
programs and deliver the Certificate II and IV in Indigenous Leadership and the Certificate IV 
in Business (Governance). These programs are regularly promoted through the electronic 
Indigenous Employee Network (e-IEN) and the NTPS Kigaruk and Lookrukin Indigenous 
Leadership Programs Alumni network.  

During this reporting period the AILC delivered the Certificate IV Business (Governance) in 
Darwin from July to September 2015 and the Certificate II Indigenous Leadership from 
September - October 2015. One NTPS ATSI employee completed the Certificate IV in 
Business (Governance), ten completed the Certificate II in Indigenous Leadership and three 
travelled interstate to undertake the Certificate IV in Indigenous Leadership, as it wasn’t 
offered in Darwin at the time.
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Discussions will continue with these stakeholders to determine the demand and possibility of 
providing further professional development opportunities tailored to ATSI employee’s 
learning needs to enhance career progression as well as assist in achieving the 10 per cent 
senior / executive participation target. 
 

2.6 Facilitating ‘managing performance conversations’ programs for managers and 
supervisors of Indigenous employees. 

Status: Commenced / Partially Completed 

The AILC were engaged in June 2015 to develop and pilot a Managing Performance 
Conversations Program tailored for managers and supervisors of Aboriginal and Torres 
Strait Islander employees within the NTPS. The program ran over two days and was well 
received with 25 people attending from a range of agencies. 

The Strategic Workforce Planning and Development (SWPD) Division within OCPE manage 
several professional development programs including ‘Managing Performance 
Conversations’. To avoid the risk of duplication, the IECD Division will work closely with 
SWPD to review the current program to ensure the needs and expectations for managers 
and supervisors of ATSI employees are met. 
 

2.7 Developing and implementing an Indigenous employee mentoring program. 

Status: Commenced / Partially Completed 

In June 2015, the AILC ran a two-day diversity mentoring pilot program with 20 NTPS staff 
which explored the complexities of mentoring in a cross cultural context.  

The program was well received and highlighted the demand and necessity for an NTPS 
specific Indigenous Employee Mentoring Program. This will assist agencies meet their 
responsibility under key action to assign a mentor from the senior management cohort for all 
ATSI employees above the AO7 or equivalent levels, except where this is expressly declined 
by the employee. 

It is anticipated the IECD Division will develop the NTPS Indigenous Employee Mentoring 
Program in late 2016. 
 

2.8 Exploring opportunities to identify and address barriers to length of tenure and 
improved employee experience. 

Status: Yet to commence  

This initiative is yet to commence and will be discussed with the IECD Champion, SIRG and 
Resource Groups in late 2016. 
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Theme 3: Attraction and retention of Indigenous people 
 

3.1 Promoting the NTPS as an employer of choice for Indigenous people through the 
strengthening of networks with local governments, non-government organisations 
and Indigenous communities. 

Status: Ongoing 

Over the past 12 months the IECD Division has developed, built and strengthened 
relationships and networks with several government, non-government and Aboriginal 
community organisations through meetings, conferences, workshops and events. 

Following on from the SIRG meeting in Alice Springs on 7 March 2016, the IECD Director 
and Principal Advisor conducted a road trip from Alice Springs to Darwin promoting the 
strategy to various government, non-government and Aboriginal community organisations in 
Alice Springs, Tennant Creek, Elliot and Katherine. 

The majority of organisations were aware of the NT Government’s commitment of doubling 
the numbers of Indigenous employees in the NTPS and were keen to hear how the strategy 
will assist in achieving this target. The organisations had a strong interest in specific 
initiatives such as the Special Measures Recruitment Plans, the Simplified Recruitment 
process and the NTG/NGO Secondment Trial Project, which is managed by the Department 
of the Chief Minister. 

In November 2015 the IECD Advisor was invited to attend the National Education 
Conference held in Melbourne. It was learnt that students undertaking teacher training in 
some remote communities in the Northern Territory utilised a NSW company “Show me the 
way – WESTPAC Group” to access online mentors. The conference identified employment 
and training programs for students to assist them in the transition from school to employment 
as well identifying programs to get disengaged students back to school and in to training 
opportunities. This will assist the IECD Division in strengthening the school to work transition 
initiatives under the strategy. It was also a great opportunity to strengthen networks with 
other government and non-government organisations from across the country. 

In October 2015 the IECD Principal Advisor was invited to speak on the strategy at the 
Indigenous Economic Development Conference in Cairns alongside other speakers from 
government, non-government and community organisations. The Chief Executive Officer’s 
for the Department of Business and the Department of Local Government and Community 
Services also spoke at the conference about supporting Northern Territory Indigenous 
communities in reaching economic aspirations and the new Office of Aboriginal Affairs. 

Within the same month, staff from the IECD Division attended the NT Government’s 7th 
Indigenous Economic Development Forum in Alice Springs which provided a great insight 
into the many Indigenous businesses operating across the Territory. The Forum also 
provided the IECD Division with a unique opportunity to meet key note speaker, Chief Robert 
Louie from the Westbank First Nation Local Government in Canada, to discuss Indigenous 
employment issues and challenges experienced in Australia and Canada as well as share 
the learnings and successes achieved by both governments. 
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Staff from the IECD Division attended the Aboriginal Medical Services Alliance Northern 
Territory (AMSANT) and Centre for School Leadership “Healthy Kids–Smart Kids” 
Indigenous Leadership Conference that was held in Darwin during September 2015. As a 
result from attending this conference, the IECD Division met an employee from the 
Aboriginal Peak Organisations Northern Territory (APONT) who wanted to develop a 
secondment program with the NTG. The IECD Division advised APONT of the NTG/NGO 
Secondment Trial Project and forwarded them to the Department of the Chief Minister who 
manage the program. 

The IECD Division team attended the NT Skills, Employment and Careers Expo at the 
Darwin Convention Centre on 11 and 12 August to promote the strategy and the various 
career opportunities and pathways available in the NTPS. This attracted genuine interest 
from families, school students and career advisors as well as proved beneficial to build 
networks with other exhibitors including training and recruitment organisations. 
 

3.2 Promoting the aim and appropriate use of Special Measures in the NTPS 
recruitment and selection processes. 

Status: Completed 

Special Measures Recruitment Plans have generated a strong interest in the private sector 
with some NGO’s and Aboriginal community organisations looking to adopt a similar policy in 
their organisation to increase Indigenous employment.  

The IECD Division is working closely with the Public Sector Appeals and Grievance Review 
(PSA&GR) Division within OCPE on promoting Special Measures and Simplified 
Recruitment across the NTPS. 

The PSA&GR Division has developed free workshops to provide more information and 
support to agencies in regards to Special Measures to ensure the process is well understood 
and used appropriately. The free workshops will be made available to all agencies and will 
commence from April 2016 onwards. 
 

3.3 Working in partnership with the Department of Corporate and Information Services 
(DCIS) to develop and promote entry level employment and career opportunities in 
the NTPS to Indigenous school students, including cadetships, pre-employment 
programs, school based apprenticeships and other opportunities. 

Status: Ongoing 

The IECD Division developed the Aboriginal and Torres Strait Islander Employment 
Aspirations Program (ATSIEAP) as an initiative to assist senior Aboriginal and Torres Strait 
Islander students with their transition from school to work. This program was a joint initiative 
between the OCPE, Department of Education, the Clontarf Foundation and Tanyah Nasir 
Consulting Services. 

The ATSIEAP was piloted at Casuarina Senior College from July 2015 for a period of 10 
weeks with 15 Aboriginal and Torres Strait Islander male students from Year 12. The 
program focused on assisting, supporting and developing students confidence, interview 
skills, identity and a range of other skills to preparing them for the world of work as well as 
their life as lifelong learners, whilst informing and promoting the many career opportunities 
available in the NT Government.
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The IECD Division liaised with DCIS to engage the Employment Programs Unit to come and 
speak to the students about the early career programs on offer by the NT Government. 
Many were interested in the Traineeship program, where all applied and one was successful 
in obtaining a position with the Department of Corporate and Information Services and 
commenced employment in February 2016. 

The IECD Division will work closely with the DCIS Employment Programs Unit to see how 
the ATSIEAP could feed into the NTG Traineeship Program and other early career 
programs. 
 

3.4 Coordinating the development and implementation of a refreshed Indigenous 
entry level program, including literacy and numeracy components for existing 
employees, in collaboration with DCIS.  

Status: Ongoing 

The NTPS Indigenous Employment Program (IEP) has a flexible model that can be adapted 
to suit the needs of any agency. The launch and work from the strategy over the past 12 
months has generated a stronger awareness of the program which has led to a significant 
increase of nominated positions by agencies. Since April 2015 the following Indigenous 
Employment Programs have been completed: 

 Darwin Entry Level Program completed June 2015 
o 10 participants commenced, 10 completed = 100% completion rate 

 Darwin Entry Level Program completed December 2015 
o 17 participants commenced, 15 completed = 88% completion rate 

 Darwin Technical Program completed December 2015 
o 12 participants commenced, 10 completed = 83% completion rate  

The Alice Springs School Leavers Program is an IEP initiative, piloted for the first time and 
delivered in Alice Springs. The tailored program is a targeted pre-employment program 
designed to attract Indigenous school leavers who have completed Year 11 or 12.  

The program delivers accredited vocational training along with work experience placement to 
equip participants with the foundation skills required for entry level positions in the NTPS. 
The program provides employment pathways for students and on successful completion will 
attain a Certificate II in Business and offered full-time employment in various Northern 
Territory Government Agencies. 

The following two programs have commenced and are due to complete mid 2016: 

 Alice Springs School Leavers Program, February 2016 = 11 participants commenced 
o Pilot program due to complete June 2016 

 Darwin Entry Level Program, February 2016 = 15 participants commenced 
o Program due to complete July 2016 
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3.5 Facilitating access to literacy and numeracy support. 

Status: Yet to commence  

This initiative is yet to commence and is anticipated to be developed for implementation in 
early 2017. 
 

3.6 Promoting best practice methods and ongoing case studies to support agencies 
in managing Indigenous employment issues through an online information portal 
(OCPE website or similar). 

Status: Yet to commence  

This initiative is yet to commence and is anticipated to be developed for implementation in 
early 2017. 
 

3.7 Developing initiatives to recognise and celebrate successful NTPS Indigenous 
employees (e.g. marketing campaign, Indigenous employment forum, profiles etc. 
on an information portal). 

Status: Commenced / Partially Completed 

A marketing campaign is being developed in conjunction with the Department of the Chief 
Minister’s Communication and Marketing Bureau (CMB), which includes the creation of 
promotional material, such as the Indigenous Employment and Training Opportunities 
pamphlet and NTPS Career Posters, as well as the production of staff testimonial videos 
promoting their personal experiences and career journey in the NTPS. The testimonials are 
scheduled to be filmed and produced in mid-2016. 

The NTPS Indigenous Employee Forum and online information portal initiative are yet to be 
developed. As stated under key action 3.6, the online information portal is anticipated to be 
available in early 2017. 
 

3.8 Investigating the development of a regional / remote pilot “entry level” program 
incorporating jobs from the public (and possibly private) sector, local government 
and non-government organisations in collaboration with DCIS and the Department 
of Business. 

Status: Commenced / Partially Completed 

As stated under key action 3.4, the NTPS Indigenous Employment Program has a flexible 
model that can be adapted to suit the needs of any agency.  

The IECD Division in collaboration with DCIS have been working closely with one agency to 
discuss the possibility of developing a similar IEP in remote communities which would be 
tailored to suit the needs of both the agency and the community. 



Progress Report 

 

 

April 2016  Page 15 

 

Theme 4: Whole of career development to build capability and 
careers 
 

4.1 Developing and promoting an Indigenous Employees’ Career Development 
Framework, underpinned by the NTPS Capability and Leadership Framework, 
including professional development options and programs for entry level through 
to executive level roles. 

Status: Yet to commence  

The NTPS Indigenous Employees’ Career Development Framework is yet to be developed. 
Discussions have commenced with Charles Darwin University and the Australian Centre of 
Indigenous Knowledges and Education to identify possible academic and professional 
development opportunities that can assist Aboriginal and Torres Strait Islander employees in 
progressing to senior and executive positions. 

The intent is for these initiatives to be in addition to the training and programs outlined in the 
NTPS Leadership Framework (Appendix B). 
 

4.2 Developing guidelines to assist agencies in the use of NTPS capability 
frameworks to develop and provide career pathways and professional 
development for Indigenous employees. 

Status: Yet to commence  

This initiative is linked to key action 4.1 above and is yet to commence.  
 

4.3 Developing and implementing an Indigenous employee mentoring program, 
including the provision of guidelines, support and assistance to agencies to 
deliver structured mentoring for Indigenous employees. 

Status: Yet to commence  

This initiative is linked to key action 2.7, with the NTPS Indigenous Employee Mentoring 
Program anticipated to be developed in late 2016. 
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Appendix  

Appendix A – Agency Indigenous Employment Data 

Indigenous Headcount April 2015 vs. March 2016 

Agency 
Indigenous 
Headcount 
April 2015 

Indigenous 
Headcount 
March 2016 

Indigenous 
Headcount 

Change 

Aboriginal Areas Protection Authority 17.6% 15.6% -1 

Arts & Museums 1.9% 3.5% 2 

Attorney-General & Justice 4.7% 6.6% 11 

Auditor-General 0.0% 0.0% 0 

Business 6.0% 7.0% 5 

Chief Minister 9.0% 7.0% -6 

Children & Families 21.7% 21.6% 4 

Commissioner for Public Employment 12.1% 14.7% 1 

Corporate & Information Services 8.5% 12.2% 24 

Correctional Services 7.4% 8.3% 11 

Education 11.8% 12.0% 13 

Health 7.8% 8.7% 78 

Housing 13.9% 13.1% -4 

Infrastructure 7.4% 9.5% 8 

Jacana Energy 0.0% 3.5% 2 

Land Development Corporation 7.5% 9.5% 1 

Land Resource Management 7.0% 6.6% 0 

Lands, Planning & the Environment 2.2% 4.4% 7 

Legislative Assembly 4.7% 2.4% -3 

Local Govt & Community Services 49.1% 51.8% 31 

Mines & Energy 3.0% 5.5% 4 

NT Electoral Commission 2.9% 4.3% 1 

Ombudsman 3.8% 14.3% 2 

Parks & Wildlife Commission NT 13.7% 13.0% -2 

Police, Fire & Emergency Services 6.4% 6.6% 10 

Power & Water Corporation 3.3% 4.0% 7 

Primary Industry & Fisheries 3.9% 7.6% 15 

Sport, Recreation & Racing 4.6% 7.5% 2 

Territory Generation 1.1% 1.0% 0 

Tourism NT 2.4% 3.3% 1 

Transport 5.3% 6.7% 4 

Treasury & Finance 2.5% 2.8% 1 

Total 8.9% 9.7% 224 

 
Note:  This table represents a snapshot of payroll data at points of time and can vary from fortnight to 
fortnight. It is used to show the trend of increasing Indigenous employment over the 12 month period.
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Appendix B – NTPS Leadership Framework 

 

 
 


