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Acknowledgement of Country

The Office of the Commissioner for Public Employment 
acknowledges the Traditional Custodians of the lands on 

which we work and gather and their continuing connection 
to land and waters. We pay respect to Elders past, present 

and emerging. We pay tribute to the diversity of First Nations 
peoples of Australia and their ongoing culture.

Please note that the use of the term Aboriginal in this  
strategy is inclusive of Torres Strait Islander people. 
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Minister’s Foreword

I would like to acknowledge the Aboriginal people  
as the Traditional Owners and Custodians of this 
country and pay my respect to the Elders past,  
present and emerging. 

It is with great pleasure that I introduce the Northern 
Territory Public Sector (NTPS) Aboriginal Employment 
and Career Development Strategy 2021-2025 (the 
strategy). The strategy highlights the Northern Territory 
Government’s commitment to Aboriginal employment 
within the NTPS, which includes a range of programs 
and initiatives designed to increase and retain 
Aboriginal employees, develop capability at all levels 
and focus on whole of career development.

As the largest employer in the Northern Territory (NT) 
the NTPS is in a strong position to take a leadership 
role in improving the employment and career 
opportunities of Aboriginal people. Thirty per cent of 
the NT population are Aboriginal. This is significantly 
greater than the national average where Aboriginal 
people comprise of only 3 per cent of Australia’s  
total population1.

Understanding the community we serve is key to 
the NTPS delivery of efficient and effective public 
policies and service delivery outcomes. Whilst this 
understanding is already a strong characteristic of the 
NTPS, the strategy provides support to agencies in the 
practical matters of building an organisation that more 
closely resembles the community it serves.

I am pleased to report that as of December 2020 
Aboriginal employment within the NTPS has grown to 
10.6 per cent. The 2021-2025 strategy will continue 
to build on the successes of the previous strategy and 
work towards 16 per cent Aboriginal employment 
within the NTPS, including working towards 10 per cent 
representation in senior positions.

Hon. Paul Kirby 
Minister for Public Employment 

1  Estimates of Aboriginal and Torres Strait Islander Australians,  
June 2016, Australian Bureau of Statistics
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Message from the Commissioner  
for Public Employment

In 2020, OCPE undertook a review of all agency Special 
Measures plans inviting those that had an existing plan to 
renew for the next four years to 2024, and those agencies 
not with a plan to consider implementing one. These plans 
will be finalised in early 2021.

I had the pleasure of attending a number of strategy 
evaluation workshops in 2020 to hear directly from our 
employees about their experiences and suggestions on 
what they would like to see in the next strategy. I thank 
each and every one of you that shared your story and 
contributed to the development of the 2021-25 strategy. 

I would like to thank all NTPS agencies for their continued 
support and positive contribution to the strategy. While 
we have made significant progress in increasing the 
number of Aboriginal employees in our sector there is still 
much more work to be done.

I look forward to working with you all to continue to grow 
and develop our Aboriginal workforce in the NTPS.

Vicki Telfer PSM 
Commissioner for Public Employment

I would like to acknowledge the Traditional Owners and 
Custodians of the lands on which we work and gather and 
their continuing connection to the land and waters. I pay 
respect to their Elders past, present and emerging. 

The purpose of the Office of the Commissioner for Public 
Employment (OCPE) is to lead, support and collaborate 
with agencies to build an agile, capable, engaged and 
diverse workforce that delivers government’s priorities 
and provides high quality services to Territorians.

Prior to the commencement of the 2015-2020 strategy, 
Aboriginal employment remained steady at around 8.1 
per cent for many years. As at June 2014, Aboriginal 
employment was at 8.7 per cent (1,885 employees) 
which increased to 10.6 per cent (2,551 employees) in 
December 2020 when the strategy expired. 

The strategy also saw a significant increase of Aboriginal 
employee representation in senior and executive positions 
which increased from 3.2 per cent in June 2015 (39 
employees) to 5.9 per cent in June 2020 (117 employees). 

The Special Measures Recruitment Plan has been 
a successful recruitment tool to engage Aboriginal 
employees in the NTPS. Prior to Special Measures being 
in place, the employment rate of successful Aboriginal 
applicants was around 6 per cent. In 2019/20, the rate of 
successful Aboriginal applicants under a Special Measures 
plan increased to 18 per cent. 

Aboriginal Employment and Career Development Strategy 2021-25
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NT Context
The population of the NT reflects a rich Aboriginal  
culture with more than 100 languages and dialects 
spoken. The NT’s small, diverse population is spread  
over an area of 1.35 million square kilometres.  
Delivering services to a widely disbursed population 
across such a large land mass, poses extraordinary 
logistical and economic challenges, and substantial  
costs above those experienced by jurisdictions that 
service more densely settled populations. 

Rates of employment of Aboriginal people in the NT are 
much lower than non Aboriginal people, generally due to 
a range of systemic and social barriers leading to lower 
levels of educational attainment, training and skill levels, 
poorer health and living conditions, lower levels of job 
retention as well as living in remote areas that provide 
limited job opportunities. Employment offers many social 
and economic benefits that flow to individuals, families, 
communities and the economy as a whole2.

As the largest employer in the NT, the NTPS is in a 
strong position to take a leadership role in improving 
the employment and career opportunities of Aboriginal 
people. Thirty per cent of the NT’s population are 
Aboriginal. This is significantly greater than the national 
average where Aboriginal people comprise of only  
3 per cent of Australia’s total population3. Aboriginal 
Territorians represent over 70 per cent of the NTPS 
clientele in a range of services including health, housing, 
education and justice.

Although Aboriginal people represent a third of the 
NT population, the 2016 census found only 37 per 
cent of Aboriginal Territorians of a working age were 
participating in the labour force, compared to 79 per 
cent of non Aboriginal people4. It is evident the NTPS 
must invest in employing and upskilling local Aboriginal 
people to help close the gap in employment rates 
between Aboriginal and non Aboriginal people.

In contrast to the NT’s non Aboriginal population, 
Aboriginal Territorians are quite mobile within the 
Territory, being less likely to move interstate or 
overseas due to their strong connection to land, family 
and culture. This represents a stable pool of potential 
employees for the NT workforce, and where the 
return on investment in adult training and professional 
development is more likely to be returned to the  
NT economy.

NTPS Context
The NTPS strives to achieve a public sector that reflects 
the community it serves through inclusive and culturally 
appropriate programs, policy development and service 
delivery strategies.

It is important that the NTPS promotes a diverse range 
of employment pathways where Aboriginal people are an 
integral part of front-line service delivery through to the 
executive level. Incorporating the unique cultural skills 
Aboriginal people bring to the public service will drive 
improvements and influence policy change and customer 
service in the NT. 

The strategy highlights the government’s continuing 
commitment to growing Aboriginal employment across 
the sector. The strategy builds on the success of the 
previous strategy with a range of programs and initiatives 
designed to increase and retain Aboriginal employees, 
develop capability at all levels and focus on whole of 
career development. The Aboriginal Employment and 
Career Development (AECD) Division was established 
within OCPE in 2015 to lead and implement the strategy 
across the sector.

Prior to the commencement of the 2015-2020 
strategy, Aboriginal employment was 8.7 per cent 
(1,885 employees) as at June 2014. This figure increased 
to 10.6 per cent in December 2020 (2,551 employees) an 
increase of over 660 employees. 

Figure 1 shows the NTPS Aboriginal employment rates 
over a 10 year time period. This highlights the major shift 
occurred from 2015 which can be linked to when the 
AECD Division was established, the previous strategy 
was launched and initiatives such as individual agencies 
set targets and Special Measures in recruitment were 
introduced. Prior to this, Aboriginal employment remained 
steady at around 8.1 to 8.4 per cent.

2 Closing the Gap Report 2019, National Indigenous Australians Agency
3  Estimates of Aboriginal and Torres Strait Islander Australians, June 

2016, Australian Bureau of Statistics
4  Aboriginal labour force characteristics, Department of Treasury and 

Finance, NT Government
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The previous strategy set a target of 10 per cent of senior/executive roles to be filled by Aboriginal employees.  
Figure 2 shows the trend of the percentage and number of Aboriginal employees in senior roles at the SAO1 level 
(or equivalent) and above. Over the life of the strategy there has been a significant increase from 3.2 per cent 
(39 employees) in June 20155 to 5.3 per cent (108 employees) in December 2020, which is an increase of 2.1 per cent. 

5 Report developed in 2015 to start capturing senior representation data

Figure 1: NTPS Aboriginal employment rates – 10 year timeline
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The objective of the strategy is 
to continue to grow and develop 
a strong, highly skilled and 
capable Aboriginal workforce 
across the NTPS

Figure 2: NTPS Aboriginal employees in senior positions
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Figure 3: NTPS ongoing Aboriginal and non Aboriginal employees by salary

In terms of salary ranges, 45 per cent of Aboriginal employees are working at the AO1 to AO3 classification 
levels (or equivalent) a slight decrease from 55 per cent in 2014. There has been a significant increase at the 
higher salary range of the SAO1 level (or equivalent) and above from 1.1 per cent in June 2014 to  
5.9 per cent Aboriginal employees in June 2020. 

The AO4 to AO7 classification levels have the highest concentration of Aboriginal employees at 49 per cent. 
Figure 3 illustrates the comparison of ongoing NTPS Aboriginal and non Aboriginal employees by salary level.
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Strategy Objective
The NT Government continues to improve the 
way it works with Aboriginal Territorians. The NT 
Government’s Everyone Together Aboriginal Affairs 
Strategy 2019-2029 (Everyone Together Strategy) 
provides a way for the NT Government to reshape 
how it works with Aboriginal Territorians to support 
community aspirations and achieve better outcomes6.

The objective of the 2021-2025 strategy is to 
continue to grow and develop a strong, highly 
skilled and capable Aboriginal workforce across the 
NTPS. As the major employer in the NT, the NTPS 
is in a unique position to contribute to improved 
social and economic outcomes for Aboriginal 
Territorians through increased skill development 
and employment across all levels of the NTPS. 

Understanding the community it serves is key to the 
efficient and responsive public policies and service 
delivery outcomes. While this understanding is 
already a strong characteristic of the NTPS, this 
strategy provides practical support to agencies 
to work collaboratively, as a OneNTG model to 
encourage innovative thinking and deliver culturally 
appropriate services to Territorians.

The strategy outlines specific key actions for NTPS 
agencies to complete, which will contribute to 
the overall success of the strategy. Agencies have 
the responsibility to develop their own specific 
Aboriginal employment action plans aligned to this 
strategy, which shows how they will achieve the 
strategy’s outcomes.

The Everyone Together Strategy provides the 
overarching approach to Aboriginal Affairs in the NT 
and aligns to the National Agreement on Closing 
the Gap. The Closing the Gap framework provides 
an annual report of progress against targets that are 
set to improve outcomes for Aboriginal people. 

This strategy aligns to both the Everyone Together 
Strategy and National Agreement on Closing the 
Gap and will report on the increase of Aboriginal 
people employed in the NTPS.

Key Focus Areas
Six key focus areas have been identified to attract and 
retain Aboriginal people in the NTPS with a strong focus 
on leadership, career development and creating culturally 
safe workplaces.

The six key focus areas are:

Aboriginal Employment and Career Development Strategy 2021-25

Targets Attraction

Retention Leadership

Workplace 
Culture

Remote

9

6  NT Government Everyone Together  
Aboriginal Affairs Strategy 2019-2029
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The 2021-2025 strategy will continue to work towards 
the global target of 16 per cent Aboriginal employment 
and 10 per cent representation in senior positions.

NTPS agencies will contribute towards achieving global 
targets through their individually set targets for Aboriginal 
employment, with regard to staffing numbers, portfolio 
and proportion of Aboriginal employees. 

The previous strategy evaluation recommended the 
whole of government and agency specific targets should 

continue, however progress against these targets should 
be published to assist agencies to build a stronger 
commitment to the policy and ensure accountability.

NTPS agencies will be required to develop individual 
Aboriginal employment action plans aligned to this 
strategy, which will outline how they will grow and 
develop their Aboriginal workforce. 

OCPE will:
  Distribute agency specific Aboriginal 
employment targets.

  Support and monitor agencies’ progress 
towards targets.

  Work collaboratively with agencies to  
maintain commitment to the strategy.

  Report on the strategy progress on  
an annual basis.

NTPS agencies will:
  Develop an agency specific Aboriginal 
employment action plan aligned to the whole 
of sector strategy, outlining their commitment 
to increase, retain and develop Aboriginal 
employees.

  Nominate an executive sponsor to be responsible  
for setting the Aboriginal employment target 
for their agency in collaboration with OCPE, 
and work with managers and senior leaders 
to increase Aboriginal employment and 
representation in senior and executive positions.

  Report the progress of agency action plans to 
the Commissioner for Public Employment on an 
annual basis.

  Work collaboratively and collectively with OCPE 
and NTPS agencies to achieve successful Aboriginal 
employment outcomes across the sector.

Key Focus Area One: Targets
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The NTPS values diversity and is committed to growing 
the Aboriginal workforce to be more reflective of the 
community it serves.
The number of Aboriginal employees applying and being 
successful in recruitment across the NTPS has increased 
over the past five years since the introduction of Special 
Measures. Special Measures is generally implemented 
through two methods, by identifying designated positions 
or by granting suitable applicants priority consideration  
in selection. 
Special Measures has been the most successful 
recruitment tool for Aboriginal employees in the NTPS. 
OCPE will continue to promote the aim and appropriate 
use of Special Measures through further education 
and awareness campaigns, as well as assist agencies to 
increase Aboriginal representation on selection panels. 
The NTPS early career programs such as the Aboriginal 
Students Career Aspirations Program (*ASCAP), school 
based traineeships, traineeships and the Aboriginal 
Employment Program (AEP) have also been effective 
recruitment tools. 

The school to work transition program, ASCAP, will 
continue to be delivered across the Territory to senior 
school students in selected schools. To complete the 
early career program pathway, a whole of government 
Aboriginal Cadetship Program will be developed.
Although progress has been made towards the 2016 
election commitment project to have 500 more Aboriginal 
teachers, police officers and nurses, there is still much 
work to be done. OCPE will continue to provide support 
and work with the relevant agencies to ensure the project 
is on track to meet its targets by 2026.

NTPS agencies will:
  Build and strengthen networks to promote the 
various career opportunities available within  
their agency.

 Continue to use and promote Special Measures.

  Increase Aboriginal representation on  
selection panels.

 Undertake workforce planning to:

 –  Identify employment and career development 
opportunities.

 –  Participate in NTPS career pathways programs 
and provide employment opportunities on 
successful completion.

 – Assist in succession planning.

 –  Work collaboratively with agencies to provide 
sustainable employment outcomes.

  Provide Aboriginal school students with work 
experience opportunities to develop work 
readiness skills.

OCPE will:
  Develop a marketing campaign to promote 
the NTPS as an employer of choice through 
strengthening networks with local governments, 
non-government organisations and Aboriginal 
communities.
  Promote the aim and appropriate use of  
Special Measures in NTPS recruitment and 
selection processes.
  Maintain the independent review of  
unsuccessful Special Measures applicants.
  Identify and maintain a pool of Aboriginal 
employees who have completed merit and 
selection training to be available and increase 
participation on selection panels.
  Provide advice, leadership and support to 
agencies in relation to Aboriginal employment 
and workforce reform initiatives.
  In partnership with Department of Corporate and 
Digital Development (DCDD):

 –  Review and promote NTPS Career  
Pathways and leadership programs.

 –  Develop the NTPS Aboriginal  
Cadetship Program.

 –  Deliver the Aboriginal Students Career 
Aspirations Program (ASCAP).

  In partnership with agencies continue to deliver 
and report on the election commitment project to 
have 500 more Aboriginal people filling a role as a 
teacher, police officer or nurse by 2026.

Key Focus Area Two: Attraction

Aboriginal Employment and Career Development Strategy 2021-25

*  Note: Aboriginal and Torres Strait Islander Employment Aspirations Program 
(ATSIEAP) renamed to Aboriginal Students Career Aspirations Program
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Employee retention is one of the crucial elements to an 
organisation’s success. In order to grow, develop and 
retain a highly capable and skilled workforce, agencies 
must be genuine and show real commitment by improving 
workplace culture, providing support and professional 
development opportunities as well as recognising and 
celebrating employees’ success.

It is important to understand the reasons an employee 
chooses to leave the workplace so agencies can address 
any issues of concern and look for opportunities to 
improve retention. Reasons are sometimes captured 
through exit interviews, however by implementing  
‘stay’ surveys, this would give agencies an opportunity  
to address the area of concern prior to the employee 
leaving. This could result in the employee choosing  
to stay in the workplace. 

Attraction progress made through successful recruitment 
strategies such as Special Measures and Career Pathways 
are being significantly affected by the absence or lack 
of retention strategies. For example, participants that 
complete the early career programs are not guaranteed 
ongoing employment after successful completion of  
the program. It is crucial that agencies undertake 
workforce planning activities to identify the initial 
employment opportunity, but to also ensure it leads  
to sustainable employment. 

The development of an Aboriginal employee career 
learning framework will allow employees to visualise their 
journey and assist with career development conversations 
with their managers and mentors. Employees will then 
be able to complete their career development plans and 
step up in their careers, opening their original early career 
placement to other Aboriginal jobseekers.

Mentoring is a vital tool in retaining employees. The 
Aboriginal Employee Mentor Program (AEMP) was a key 
action in the previous strategy and was developed in 
collaboration with NTPS Aboriginal employees.  
The program was launched in 2019 and will continue  
to be delivered in this strategy and expanded  
to the regions.

NTPS Aboriginal Employee Forums have been a 
successful initiative in identifying and addressing 
employment and career development issues as well as 
celebrating successful Aboriginal people. The forums 
provide opportunities for participants to network, receive 
updates on the strategy progress, and contribute to the 
development of existing programs and new initiatives.

Key Focus Area Three: Retention
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NTPS agencies will:
  Work with Aboriginal employees to provide a 
culturally safe and welcoming workplace.

  Ensure all Aboriginal employees have a career 
development plan in place and implement 
systems to monitor this.

  Once developed, use the Aboriginal career 
learning framework in conjunction with other 
tools and information to develop the capability 
and progress the careers of Aboriginal employees.

  Support professional development opportunities 
and access to training.

  Promote and support Aboriginal employees to 
participate in the AEMP.

  Support participation in the NTPS Aboriginal 
Employee Forums.

  Enable the mobility of Aboriginal employees 
across agencies through planned developmental 
rotations including short-term secondments and 
higher duties placements to develop a broad 
range of skills and experience in different  
aspects of the NTPS. 

  Encourage staff to participate in stay and exit 
interviews.

  Promote and use NTPS flexible work 
arrangements to assist Aboriginal employees in 
managing cultural responsibilities and work life 
balance.

  Develop and promote professional and peer 
support networks in the agency.

OCPE will:
  Deliver a ‘stay survey’ project in collaboration 
with DCDD to be used as a retention tool.

  Develop and deliver initiatives to recognise and 
celebrate successful NTPS Aboriginal employees.

  Promote, market and expand the AEMP across 
the sector.

  Continue to host the NTPS Aboriginal Employee 
Forums.

  Develop an Aboriginal employee career learning 
framework (entry level through to executive). 

  Review and redevelop the Aboriginal Employee 
Network.

  Review, redesign and promote the NTPS 
Aboriginal Employment Opportunities Register in 
collaboration with DCDD for agencies to use as 
a mechanism to provide employment and career 
development opportunities.
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Aboriginal leadership  
in the NTPS is critical for 

achieving better social, economic 
and cultural outcomes for  

Aboriginal people.
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Aboriginal leadership in the NTPS is critical to achieve 
better social, economic and cultural outcomes for 
Aboriginal people. The NTPS is in a great position to  
grow their own leaders, whether they self-identify 
through individual career development plans or identify  
as emerging leaders through the agency. 

The NTPS will continue to work towards the global target 
of 10 per cent Aboriginal representation in senior and 
executive levels. The NTPS provides a range of leadership 
and management programs that aim to build the leadership 
and managerial capability across the sector. The Capability 
Leadership Framework (CLF) provides a common language 
with a reference point for conversations between 
employees and supervisors to identify professional 
development opportunities, both to strengthen  
capability in their current role and understand  
expectations at the next level.

OCPE developed the Middle Managers Development 
Framework (MMDF) which clusters learning outcomes 
into: Managing Self; Managing the Business and  
Managing Teams.

The next step will be to develop the Executive Leader  
Development Framework. 

The Kigaruk and Lookrukin Aboriginal Leadership 
Development Programs were a key element in developing 
senior managers across the NTPS. The program has 
been under review and will form part of the Aboriginal 
employee career learning Framework.

The establishment of a Senior Aboriginal Reference Group 
(SARG) was a key action in the previous strategy which 
has been fundamental in providing advice, support and 
guidance to OCPE to drive the strategy across the sector. 
The SARG has significantly contributed to developing 
culturally appropriate programs and initiatives as well 
as engaging and supporting Aboriginal employees 
in the agency. The SARG will continue to grow with 
membership, expanding to include regional and remote 
representation.

OCPE will:
  Promote the aim and appropriate use of Special 
Measures to increase Aboriginal representation 
in senior leadership roles.

  Develop the Executive Leader Development 
Framework (ELDF).

  Continue to promote the CLF and MMDF.

  Promote the AEMP to middle and senior 
managers.

  Develop NTPS Aboriginal Leadership 
Development Program.

  Continue to promote and support the SARG 
and ensure regional and remote representation 
in membership.

NTPS agencies will:
  Continue Special Measures in recruitment to 
increase Aboriginal representation in senior 
leadership roles.

  Identify and support Aboriginal leaders by 
providing professional development and  
higher duties opportunities.

  Encourage and support eligible employees to 
participate in the NTPS Aboriginal Leadership 
Development Program.

  Once developed, use the Aboriginal career 
learning framework in conjunction with other 
tools and information to develop leadership and 
management capability.

  Encourage middle managers to engage a mentor 
through the AEMP to assist in their career 
development to senior positions.

  Promote and support senior Aboriginal employees 
to nominate and be a member of the SARG, with 
a focus on regional and remote areas.

Key Focus Area Four: Leadership

Aboriginal Employment and Career Development Strategy 2021-25



A key element to attract and retain Aboriginal employees 
is having a culturally safe, welcoming, equitable and 
inclusive work environment. Evidence has shown that 
the way an organisation inducts an employee into the 
workplace will determine their level of engagement. 
Higher employee engagement is associated with positive 
outcomes such as higher productivity, innovation, 
customer service, lower absenteeism, attrition, health and 
safety incidents7. 

Feedback from employees through the strategy evaluation 
highlighted the importance of a culturally appropriate 
NTPS induction program for all employees. This will 
provide an opportunity to enhance cultural capability 
across the sector by increasing understanding and respect 
for Aboriginal culture and people. This will result in a 

highly capable and diverse public sector that benefits 
from the unique knowledge, skills and experience that 
Aboriginal employees bring to the workplace.

Under the National Agreement on Closing the Gap, 
all government parties will commit to identifying 
and eliminating racism. This includes making cultural 
awareness training courses ongoing for all staff, 
challenging unconscious biases and promoting cultural 
safety. OCPE will work collaboratively with the 
Department of Chief Minister and Cabinet (DCMC) 
to promote cross cultural learning outcomes through 
the development and implementation of the NT 
Government’s Cultural Responsiveness Framework.

OCPE will:
  Develop an NTPS induction program that is 
culturally appropriate in collaboration with 
DCDD for new employees.

  Ensure all agencies support and encourage 
employees to participate in cross cultural and 
unconscious bias training.

  Promote cultural safety and cross cultural 
learning outcomes through the NT 
Government’s Cultural Responsiveness 
Framework in collaboration with DCMC.

  Promote, encourage and celebrate days of 
Aboriginal cultural significance.

  Promote and utilise the Aboriginal Interpreter 
Service across the sector.

NTPS agencies will:
  Work with Aboriginal employees to provide 
a culturally safe, welcoming and supportive 
environment for new employees.

  Ensure new employees complete an induction 
program upon commencement.

  Ensure all staff who haven’t participated in  
cross cultural and unconscious bias training  
are identified and training completed.

  Provide supervisor training for new managers.

  Promote and encourage appropriate use of 
cultural protocols such as the Acknowledgement 
of Country and Welcome to Country.

  Promote, encourage and celebrate days of 
cultural significance.

  Provide opportunities for staff to participate 
in significant cultural events such as National 
Reconciliation Week and NAIDOC.

  Promote and utilise the Aboriginal  
Interpreter Service.

Key Focus Area Five: Workplace Culture

7 NTPS People Matter Survey Main Findings Report 2018
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The strategy will align to other relevant NT Government 
policies and strategies such as the Everyone Together 
Strategy and the Remote Engagement and Coordination 
Strategy (RECS).

The Everyone Together Strategy provides an overarching 
approach to Aboriginal Affairs in the NT. It highlights 
the government’s commitment to reshape the way it 
works with Aboriginal Territorians to support community 
aspirations, improve government coordination and 
achieve better outcomes.

The Everyone Together Strategy outlines the 
government’s commitment to lead a regional approach 
which will place Aboriginal communities at the centre 
of decision making. It brings together agencies to work 
in collaboration to strengthen and improve policy 
and service delivery as well as encourage culturally 
appropriate solutions led by the community. 

The RECS aims to enhance and improve the way services 
are coordinated with Aboriginal community members. 
This will lead to more culturally appropriate engagement 
practices across the NTPS workforce. 

Remote employees often miss out on professional 
development opportunities due to the long distance,  
high costs of delivery and lack of adequate technology on 
site to participate in online training. However technology 
continues to rapidly evolve and there has been a 
significant development in the access and quality of 
technology across the sector and in remote communities. 
To unlock and maximise the NTPS’s remote workforce 
there needs to be more of a focus on innovative 
communication, support and development initiatives.

OCPE will:
  Promote the NTPS as an employer of choice 
for Aboriginal people in remote communities 
through strengthening networks and working 
in partnership across government regions 
and with local governments, non government 
organisations and Aboriginal communities.

  Work collaboratively with agencies to identify 
and promote employment opportunities in 
remote communities.

  Report to DCMC through the Everyone 
Together Strategy performance and reporting 
framework on the number of Aboriginal 
employees in the NTPS by employment status 
and region.

  Increase regional and remote participation in 
the NTPS Aboriginal employee forums.

  Work in collaboration with agencies to develop 
initiatives to recognise and celebrate successful 
remote NTPS Aboriginal employees through 
a marketing campaign, employee profiles and 
testimonials.

  Promote work readiness programs and school 
to work transition learning activities in remote 
communities to assist and prepare Aboriginal 
people for the transition into the workforce.

  Promote the RECS across the sector.

NTPS agencies will:
  Identify and promote employment opportunities 
in remote communities.

  Expand advertising and promotional methods 
to include advertising in local communities and 
in local Aboriginal media, radio and networks 
including local council and school newsletters.

  Ensure there is at least one Aboriginal 
representative on the selection panel for 
positions based in remote communities.

  Be innovative in creating and developing training 
and professional development opportunities, 
including the provision of mentoring, job 
shadowing, and job sharing in remote 
communities to assist with career progression for 
local employees and agency succession planning.

  Ensure staff participate in local Aboriginal cross 
cultural training specific to the region to increase 
awareness, assist in open communication, and 
address racism and inequality in the workplace.  

  Promote and use NTPS leave entitlements and 
flexible work arrangements to assist Aboriginal 
employees in managing cultural responsibilities 
and work life balance.

Key Focus Area Six: Remote
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Evaluation
A monitoring and reporting framework will be 
developed to set measures for each key focus area  
to track the progress of the strategy and ensure 
outcomes are achieved.

Ultimately the success of the strategy relies heavily 
on agency support, leadership, accountability and 
commitment to achieving outcomes.

There will be a mid term strategy review in 2023 
followed by a comprehensive evaluation in the  
final year to measure the success of the strategy.

Annual strategy reports at agency level, as well 
as whole of sector level will be submitted to the 
Commissioner for Public Employment to ensure 

accountability and continuous progress. Updates  
will be reported to Chief Executives through the 
Champions of Inclusion Executive Committee, and  
NTPS employees through the annual Aboriginal 
Employee Forums and Commissioner’s newsletters.

Additional reports will be provided under the 
performance and reporting framework requirements 
for the Everyone Together Strategy and National 
Agreement on Closing the Gap, as outlined in their 
reporting frameworks.
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DRAFT

DRAFT
Office of the Commissioner for Public Employment
GPO Box 4371, Darwin NT 0801
08 8999 4118
aecds.ntg@nt.gov.au
ocpe.nt.gov.au

mailto:aecds.ntg%40nt.gov.au?subject=
https://ocpe.nt.gov.au/
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