











This final section of the report focuses on the important
role of management systems in tracking a company’s
Indigenous employment performance. Effective
management systems enable companies to see how
well new policies and processes are being implemented
and which strategies are working. They also assist in
the identification of problem areas so that interventions
can be designed before a company has invested too
much time and effort on a strategy that may not be
providing the desired outcomes. Effective management
systems also enable operations to collect data that
tracks performance outcomes over time, allowing them
to set meaningful performance targets. Finally, effective
management systems are an indicator of a company’s
commitment to improving performance in a particular
area. They send a clear message that management is
committed to implementing its commitments.

An early finding from this study was that few operations
keep comprehensive records about their Indigenous
employees and even fewer have implemented
management systems that enable them to record
Indigenous employment data systematically, find
information easily or report on performance against key
indicators. Only a few operations kept comprehensive HR
data on their Indigenous employees, for example, roles,
skill levels, records of training programs attended and
completion rates. None of the sites conducted exit
interviews for Indigenous people on a consistent basis, so
reliable turnover data were unavailable. Finally, the data
collected by different companies varies enormously from
site to site, even in the case of operations that belong to
the same parent company. There were no standardised
operational data that would enable comparisons between
companies, sites or business units.

THE INDIGENOUS EMPLOYMENT EVALUATION TOOL

We have developed an Indigenous employment
performance management framework to assist operations
to set up their own management systems. The Indigenous
Employment Evaluation Tool has been designed for use
by practitioners, assessors / auditors and others to assess
a company’s operational commitment and capability to
deliver consistent Indigenous employment outcomes. The
tool can be used for:

— assessing the Indigenous employment aspects of
external or site-managed community assessment
programs

— comparing operations within the same company

— identifying and prioritising performance gaps

— developing an Indigenous employment strategy

— assisting stakeholders to evaluate the effectiveness
of Indigenous employment practices in different
companies.

The tool is broadly modelled on the International
Standards Organisation (ISO) framework, and follows
the Plan, Do, Check Act cycle that is used in many
management systems (Figure 3).
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Figure 3: Indigenous Employment Evaluation framework
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Consistent with our findings on the importance of
executive leadership in promoting and supporting
initiatives that will increase Indigenous workforce
participation rates, the first component of the
evaluation checklist is leadership.

A formal Indigenous employment policy enables a
company to plan and implement effective Indigenous
employment strategies that are consistent with its
commitment to improving Indigenous participation
rates in the workforce. Depending on the size of the
organisation, a company may have in place a company
policy, an international policy (in the case of multi-
national corporations) and a site-based policy.

The first stage of the planning process is the
development of an aspects and impacts register. The
purpose of the register is to record the specific
objectives and performance outcomes designed to
meet the company’s Indigenous employment policy
and agreement commitments. An aspects register:
— documents the key elements influencing
Indigenous employment opportunities and
outcomes that are within the company’s sphere of
influence, both internally and externally
— refers to specific accountabilities for each aspect
— includes a risk rating for each aspect.

The second phase of planning involves creating
a documentary record of laws and regulations relevant
to Indigenous employment. These include:

— legislation (state, federal, local)

— agreements, such as land-use agreements

— community standards.

Finally, the planning stage involves the development of
performance objectives and targets for Indigenous
employment. Objectives set the overall aims the
company wishes to achieve from its Indigenous
employment initiatives and targets define the
performance measures required to meet those aims.

The implementation phase involves the establishment
of roles, responsibilities and authorities to ensure
corporate objectives are met. This entalils:

— defining specific roles, authorities and reporting
requirements for people involved in the training and
support of Indigenous employees

— ensuring that these people are appropriately trained
and competent to teach and mentor Indigenous
employees

— establishing and maintaining clear lines of communication
between a company’s internal stakeholders —
trainees and trainers, managers and supervisors

— developing and maintaining appropriate formal
communication channels with external stakeholders
such as government agencies, Traditional Owner
groups and contractors

- a document control system to ensure easy access to
reliable (and current) Indigenous employment records.

Once the appropriate systems are established,

effective performance measurement systems are

required to ensure they are functioning effectively and

that progress is being made towards improving

Indigenous employment outcomes. This involves the

development of:

- an effective assessment or audit system

- a process for identifying non-conformance or
non-compliance with established policies and
performance targets

- a process for implementing corrective actions

— appropriate records maintenance.

The final component of the Indigenous
Employment Assessment Checklist is the management
review process. The purpose of the management
review is to:
- assess performance against current targets
- assess the effectiveness of existing objectives
and targets
- assess opportunities for improvement
- update systems, objectives and targets, where
appropriate
- ensure adequate resources are available.

The elements of this framework are summarised in
Table 8 and full details can be found in the Indigenous
Employment Assessment Checklist booklet that
accompanies this report.

While our research indicated that none of the
operations in this study had a separate management
system to track the Indigenous employment programs,
one operation includes Indigenous employment as a
component of its External Relations Management
System, placing it on an equal footing with all their
other Health, Safety, Environment and Community
(HSEC) initiatives. This particular system establishes a
benchmark for the industry.

In this system, Indigenous employment is integrated
into the community relations area. Company
expectations and accountabilities are clearly defined,
data management is streamlined and this creates a
sense of confidence that the operation can meet its
Indigenous employment commitments and minimise
variations in performance over time. This system is an
example of a relatively new initiative in the minerals
industry and has required the development of new
competencies and capabilities. It is a rigorous
approach that means the systems, procedures and
practices are documented so that critical information
no longer resides solely in the heads of the experienced
personnel who work in the area.

The strengths of this system are discussed in the
Newmont Five Star Management System case study.
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Table 8: The Indigenous Employment Assessment framework
ASPECT DESCRIPTION

STAGE
PLAN

DO

CHECK

ACT

LEADERSHIP
POLICY

Company policy
International policy

Site policy
PLANNING

Aspects and impacts
Legal requirements
Objectives and targets

Management programs

IMPLEMENTATION PROCESS
Structure and responsibility
Communication

Document control system

PERFORMANCE
MONITORING

Monitoring and measurement

Non-conformance
and corrective and
preventive actions

Records

PROGRESS
Management review

Demonstrated leadership by the top management team

Provision of an operational framework that documents a company’s
commitment to the Indigenous people whose land is being mined

Development of an Australian Indigenous relations policy

Development of an overarching policy on Indigenous relations
globally

Specific contractor policy

Planning to establish, implement and maintain Indigenous
employment procedures

Factors within the control of the company that impact on Indigenous
employment

Records of statutory obligations, land-use agreements, industry and
community standards

Setting targets for Indigenous employment, retention and training
programs

A documented site system that records all management programs or
plans that are relevant to Indigenous employment outcomes

Putting policy commitment into action
Definition of roles, responsibilities and authorities

Documented procedures for regular formal communication with
internal and external stakeholders

Implementing a formalised document control process

Documented process at the site level for formal assessments or
audits of the Indigenous employment system

Measuring performance against Indigenous employment targets
Development of a corrective planning register

Maintenance of adequate records

A formal review process to assess performance

 to assess performance against current targets

= to assess the effectiveness of existing objectives and targets
» to assess opportunities for improvements

» to update systems objectives and targets



NEWMONT’S FIVE STAR INTEGRATED MANAGEMENT SYSTEM

In 2003, Newmont introduced its Five Star Integrated
Management System to ensure effective management
processes are in place at all operations to manage its
health and safety, community and environmental
responsibilities. The management system has the
following major strengths:

Policy

This policy sets a clear benchmark for the industry.

It contains:

— an overall policy and a secondary policy, the
Australian Indigenous Peoples Policy’ that apply
to all of their Australian operations

— guidelines to explain and clarify the Indigenous
employment intent of the overall policy

— unambiguous objectives in the secondary policy
that address key operational leadership and HR
issues for Indigenous employment, such as:

— cultural diversity within work environments

—racism in the workplace

— sustainable business enterprise

— employment and career development
opportunities in local Indigenous communities

—increasing the number of Indigenous people
employed in the company.

Indigenous employment standard

The standard and guidelines are comprehensive
and support the company’s Indigenous
employment policies.

Planning

The Indigenous employment plans were an integral

component of the site planning process and contained

the following key elements.

— the tasks to be completed

— who is accountable for completing the tasks

— an estimated time for completion of tasks

— tasks were risk ranked and prioritised using an
Australian standard risk ranking method

— a corrective action planning register was an
integral component of the planning process.

Data

Data collection, recording and reporting was
conducted to a documented procedure and
is auditable.

Work readiness and recruitment

The pre-vocational and recruitment systems were
designed specifically for local circumstances and all
systems and procedures were documented.

Cultural awareness
Cultural awareness training was provided for all
employees and contractors.

Operational leadership
The policy, standard and guidelines provided excellent
clarity of expectations and accountability for
operational leadership.

Document control
All Indigenous employment systems, procedures
and practices were documented and subject to
document control.

Corrective and preventive actions

The corrective action planning register provides a
clear auditable register of the hazard / issue, the
source document, follow up action required, person
accountable, required finish date and current status.

External assessments

These assessments are conducted annually against
the Indigenous employment standard and are well
documented. The issues and improvements noted in
the assessments are followed up and actioned. This
system sets a clear benchmark for the industry.

Source: The evaluation of this system was undertaken as part of the research for
this project

Project Report




USEFUL LINKS

Industry associations

Australasian Institute of Mining and Metallurgy http://www.ausimm.com.au/
Minerals Council of Australia http://www.minerals.org.au/
New South Wales Minerals Council http://www.nswmin.com.au
Chamber of Minerals and Energy Western Australia Inc http://www.cmewa.com.au/
Queensland Resources Council http://www.qrc.org.au/
Tasmanian Minerals Council http://www.tasminerals.com.au/

Government agencies

Working with Communities

Community Development Employment Projects (CDEP)
http://www.workplace.gov.au/workplace/Category/Schemesinitiatives/IndigenousProgs/CommunityDevelopment
EmploymentProjectsCDEPProgramme

Indigenous Employment Centres (IEC)
www.workplace.gov.au/workplace/Individual/IndigenousAustralians/IndigenousEmploymentCentres.htm

Working with employers

Structured Training and Employment Projects (STEP)
www.workplace.gov.au/workplace/Individual/IndigenousAustralians/StructuredTrainingandEmploymentProjectsSTE
PforEmployees.htm

Corporate Leaders for Indigenous Employment Project (CLIEP)
www.workplace.gov.au/workplace/Category/Schemesinitiatives/IndigenousProgs/CorporatelLeadersforindigenoust
mploymentProject.htm

Wage Assistance
www.wageassistance.gov.au

National Indigenous Cadetship Project (NICP)
www.workplace.gov.au/workplace/Individual/IndigenousAustralians/NationallindigenousCadetshipProjectNICPforSt
udents.htm

Indigenous business services and programs

Indigenous Business Development Programme (IBDP)
www.workplace.gov.au/workplace/Organisation/Businessassistance/IndigenousBusinessDevelopmentProgrammelBDP.htm



ORGANISATIONAL MATURITY CHART |

The purpose of the chart is to:

— evaluate the maturity of a company/site’s
Indigenous employment policies and practices
relative to the good practice standards established
by this study

— enable comparison between companies, sites and
operations by establishing a consistent frame of
reference for evaluating performance

— provide a tool that allows for easy identification of
organisational strengths and weaknesses in
particular areas.

The Organisational Maturity Chart describes five stages
of maturity in Indigenous employment initiatives,
ranging from ‘no interest’ through to ‘committed,
capable and consistent’ performance. The chart follows
loosely the structure of the evaluation tool, evaluating
maturity in the following areas:

- leadership

— policy

- standards

- agreements

- targets

- planning

— competent people

— readiness, recruitment and retention systems

— cultural awareness

— recognition and reward

— measurement

— document control

— corrective and preventive action

— assessment

— partnerships

— Indigenous employment levels.

The chart, which is intended for use either in
conjunction with the Indigenous Employment
Assessment Checklist, or as a stand-alone tool, is
illustrated in Table 9.
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Table 9: Organisational Maturity Chart

1. NO INTEREST 2. TOKEN

LEADERSHIP

POLICY

STANDARDS

AGREEMENT

TARGETS

PLANNING

COMPETENT PEOPLE

READINESS, RECRUITMENT &
RETENTION SYSTEMS

CULTURAL AWARENESS

RECOGNITION & REWARD

MEASUREMENT

DOCUMENT CONTROL

CORRECTIVE & PREVENTIVE
ACTION

ASSESSMENT

PARTNERSHIPS

INDIGENOUS EMPLOYMENT

Senior management believe it is “not
necessary in our business”

No policy

No Indigenous employment standards

No agreement

No targets

No Indigenous employment plan

No Community Relations people with
Indigenous competencies

Mainstream recruitment systems,
procedures and practices are used

None

Not in role descriptions or recognition /
reward systems

None

None

No system in place

None

No partnership

No Indigenous employees

Senior management believe it is “too hard” or “we
don’t know how to do it”

Vague policy

No Indigenous employment standards

Vague agreement commitments

No targets and Indigenous employees poorly
defined

No Indigenous employment in plan
Little resourcing
Resourcing applied to external initiatives

Few, if any, personnel with Indigenous
competencies

Same as 1. Statements made about commitment
but mainstream practices used

Cultural awareness acknowledged but training
perceived as unnecessary

Indigenous employment is not in role descriptions
or in recognition / reward systems

Indigenous employment is not measured or
reported

Indigenous employment and training policy and
planning documents not subject to document
control

A corrective and preventive action system
incorporated in HSE

Internal and external assessments are
established for HSE

Partnerships are established with government
departments and NGOs for purposes other than
Indigenous employment

Few Indigenous employees and they may not be
officially identified as such



3. COMMITTED 4. COMMITTED, CAPABLE 5. COMMITTED, CAPABLE,
CONSISTENT
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— Management systems play an important role
in tracking a company’s Indigenous
employment performance.

— Few operations in this study keep
comprehensive records about their
Indigenous employees.

— Only one company in the study had
implemented a management system to
enable it to record Indigenous employment
data systematically, find information easily
and report on performance against key
indicators.

— The Indigenous Employment Assessment
Checklist provides a model that can enable
companies to develop their own Indigenous
employment management systems.

— The Organisational Maturity Chart enables
practitioners and company personnel to
evaluate the level of maturity of their
Indigenous employment policies and
practices and identify what steps can be
taken to improve performance.



Conclusion

Key findings from this study are that:

— The advent of native title legislation has
created a powerful business driver for
changing attitudes within the minerals
industry.

— The partnership model is the best way to
achieve outcomes that are regarded as
successful by all parties. Community
engagement and cooperation are
essential to achieving improved
recruitment and retention rates for
Indigenous employees.

— Robust relationships with Indigenous
people based on recognition, respect,
trust and honouring commitments are
fundamental to success.

— Regional partnerships with government
and non-government organisations are
crucial to the development of initiatives to
improve the education, health and social
capacities of Indigenous people to create
sustainable Indigenous employment
outcomes.

— There is a viable business case embedded
in the sustainable development agenda of
the minerals industry.

— When operations give the same
commitment to Indigenous employment
initiatives as other business activities,
good outcomes can be achieved in
relatively short time frames.

The companies in this study that have the
best Indigenous employment outcomes
understand the value of ‘the people factor’:
— Executive leadership and dedicated
commitment from people at the top is
critical to a company’s success in
improving outcomes for Indigenous
people. Unless corporate leaders ‘walk
the talk’, tokenism is the likely outcome.

There are many examples of good practice

recruitment  strategies that improve

Indigenous employment outcomes. In the

area of recruitment they include:

— recruitment centre workshops to assess
the potential of new recruits

— the development of specific work
readiness programs to aid in the transition
from community life to mainstream work

— mentoring support and cultural awareness
training to support new recruits.

Strategies to improve retention rates include:
— ongoing mentoring programs

— family support

— flexible work rosters

— career development

— addressing racism in the workforce.

Good management systems to track progress
on Indigenous employment initiatives also are
important to companies wishing to improve
Indigenous workforce participation rates.

In conclusion, it is important to acknowledge
both the challenges involved in increasing
workforce participation rates for Indigenous
employees and the efforts of the operations
involved in this study in trying to overcome some
of the obstacles that Ilimit Indigenous
participation in the mainstream workforce. The
leading companies recognise that tackling the
root cases of unemployment — economic
hardship and social disadvantage, low
education levels, poor health and lack of role
models - is the best way to help those
Indigenous people locked into a cycle of poverty
and welfare dependency. Partnering with local
communities, companies and governments,
and taking a longer-term view, can help address
the causes, not just the manifestations of
economic and social disadvantage.
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Research method

PARTICIPATING COMPANIES AND OPERATIONS

A total of six companies agreed to participate in this
project. They included four mainstream mining
companies (Rio Tinto, BHP Billiton, Newmont and
Zinifex) and two companies supplying contract labour
(Ngarda Construction and Roche Mining). Ngarda is
based in the Pilbara and Roche Mining has a presence
at numerous sites across Australia. With the exception
of Ngarda, all the companies that participated in the
study are members of the MCA.

The most extensive involvement was with Rio Tinto,
which had five operations participate: Rio Tinto Coal
Australia (RTCA), Comalco Gladstone, Pilbara Iron,
Comalco Weipa and Argyle Diamonds. Three of these
operations encompassed multiple sites (nine each in
the case of RTCA and Pilbara Iron and two at Comalco
Gladstone). Three BHP Billiton operations — Groote
Eylandt in Arnhem Land and two iron ore mines in the
Pilbara — were involved. There was one operation each
from Newmont (Tanami in the Northern Territory) and
Zinifex (Century in north-west Queensland).




Literature review

The first stage of the project involved a review of the

literature on Indigenous employment, drawing on:

— government and industry reports

- academic literature and research reports

— Australian Bureau of Statistics (ABS) data

— internal company documents and public reports
from the participating companies.

This material helped us to identify key themes and
trends in Indigenous employment and to develop
interview questions.

Statistical data

Statistical data about Indigenous employment trends

and patterns were obtained from three main sources:

— broad-based social and economic data from the
Australian Bureau of Statistics (ABS)

— a 2002 survey of the minerals industry conducted
by the Australian Bureau of Agricultural and
Resource Economics (ABARE)

— data provided by the operations that participated in
this study.

These data were analysed to highlight overall trends
and patterns in Indigenous employment in the minerals
industry and to identify significant differences - and
similarities — between the participating operations.

Site visits

Twelve sites were visited as part of the study.
These sites were selected primarily on the basis that the
operation and / or parent company had shown a
commitment to increasing Indigenous employment and
would, therefore, be more likely to provide examples of
good practice. The largest number of case study sites
were in Western Australia (seven) followed by
Queensland (three) and the Northern Territory (two). Most
were located to the north of the tropic of Capricorn, in
regions where there are substantial Indigenous
populations. The locations of these sites are shown in
Figure 4 and site-specific details are provided in Table 10.

Figure 4: Site locations
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Table 10: Sites / operations visited for the study

Parent Site/ Location Major
company operation commodity
BHP Billiton | Groote Arnhem Manganese
Eylandt Land, NT
BHP Billiton | Newman Pilbara Iron Ore
region, WA
Newmont Tanami Tanami Gold
Desert, NT
Rio Tinto Comalco Western Bauxite
Weipa Cape York,
Qld
Rio Tinto Comalco Gladstone, | Alumina &
BSL & CAR Qld aluminium
Rio Tinto Pilbara Iron Pilbara Iron ore
Dampier region, WA
Rio Tinto Argyle East Diamonds
Diamonds Kimberley
region, WA
Zinifex | Century | NwQld | zinc

In the case of RTCA, key company personnel were
interviewed, but no site visits were undertaken. This was
because RTCA was in the process of developing and
implementing an Indigenous Employment Strategy for all
its operations in Queensland and New South Wales. It was
decided that there was little to be gained by assessing a
program that was undergoing major changes.

In the case of the two contract labour companies,
interviews were conducted with company personnel
and four site visits undertaken. The same evaluation
framework for assessing Indigenous Employment
initiatives that was used in evaluating site operations
was used for the labour hire companies.

Each operation was contacted through its Community /
Indigenous Affairs Manager, who arranged a site visit of
three to four days’ duration. During the site visits
interviews were conducted and notes were taken. These
interviews typically lasted around one and a half hours
and mainly involved key personnel from the Community,

Human Resources, Training and Operations
Departments. A total of 113 face-to-face interviews were
conducted across all the sites and participating
companies. Supporting company documentation, such
as internal reports and workforce statistics, was also
collected during the visits. These sources were used for
verification and reporting purposes and were gathered
either in hard copy or electronic format.

The data collection framework developed for the project
was broadly modelled on the International Organisation
for Standardisation (ISO) Management System. The ISO
framework is based on the Plan, Do, Check, Act cycle
and covers the key processes of:

— policy development

- planning

- implementation

— performance measurement

— reporting progress.

This model then became the guiding framework for
assessing each site’s management systems and for the
development of the Indigenous Employment
Assessment Tool that accompanies this report.

Workshop

The final stage of the data gathering was a one-day

facilitated workshop, which was held in May 2006,

several months after the initial interviews.

The objectives of the workshop were to:

- gain feedback on the first drafts of the Indigenous
Employment Assessment Checklist and the
maturity chart, which were the first outputs from
the project

- provide practitioners with a forum to discuss the
challenges they face to reach good Indigenous
employment outcomes.

There were 28 participants at the workshop, comprising
community relations practitioners, experts in training
and HR professionals. The participants variously
represented nine operations, three service providers
and two corporate managers.



Statistical data on Indigenous
employment in mining

THE 2002 ABARE SURVEY

There is no up-to-date and comprehensive source of
information about Indigenous employment in the
Australian minerals industry. Not all companies collect
data about Indigenous employment, not all companies
that collect data report it, and there are no consistent
standards for reporting. The only industry-wide data
currently available comes from the 2001 National
Census and the ABARE survey, both of which are now
several years out of date.

The 2001 National Census identified 1390 Indigenous
workers as employed in the mining industry,
representing only 1.9 per cent of the total mining
workforce. The 2001-2002 survey of the industry
conducted by ABARE (Tedesco et. al 2003)
suggests that this may have been an underestimate.
This is consistent with other research that has
found evidence of significant under-counting of
Indigenous people in the census.

The ABARE study involved a survey of 244 onshore
Australian mine sites and petroleum operations. The
survey was distributed by email and completed by site-
level representatives, using their own definitions of
what constituted an Indigenous employee. One
hundred and twelve completed surveys were received,
giving a response rate of 46 per cent.

Of the sites that responded to ABARE, 60 per cent
reported employing one or more full-time Indigenous
workers. Taking into account the response rates for the
various questions and applying weightings, ABARE
estimated that there were 2460 persons Indigenous
people employed in the industry, accounting for
4.6 per cent of the workforce. This was around one-
and-a-half-times larger than the ABS estimate. Given
the recent resources boom, it is likely that the number
of Indigenous people currently employed in the industry
is now well above the ABARE estimate.

Figure 5, which is based on unpublished data
provided by ABARE, presents Indigenous employment
estimates for the three main mining states of Western
Australia, Queensland and New South Wales (ABARE
declined to provide a breakdown for the remaining
States and the Northern Territory, due to the
possibility that individual mine sites could be
identified). This figure also shows the proportion of the
population in each of the three states that
self-identified as Indigenous in the 2001 census.

The figure indicates that in each state the proportion
of Indigenous employees in the mining workforce
was less than their overall representation in the
population. The New South Wales mining industry,
which is predominantly coal-based, had by far the
lowest rate of Indigenous representation, both in
absolute terms and relative to the overall population of
Indigenous people.

Figure 5: Indigenous representation in the mining
workforce compared to representation in the general
population: NSW, Queensland and Western Australia
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Figure 6 uses ABARE data to compare Indigenous
employment rates across three commodity sectors:
coal, gold and ‘other’ (which principally comprises the
metalliferous sector). These data show that the coal
sector had by far the lowest Indigenous employment
rate, at only 0.3 per cent. The rate for the gold sector
(2.9 per cent) was also below the industry average.
By contrast, the ‘other’ (i.e. metalliferous) category was
above the industry average.

Figure 6: Indigenous workforce representation by
minerals sector
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Source: unpublished data provided by ABARE and analysed by CSRM

The very low level of Indigenous employment in the
coal sector is partly due to most coal mines being
located in regions in Queensland and New South
Wales where there are relatively small Indigenous
populations. However, even allowing for this, Indigenous
employment in the sector was still well below what
might have been expected. In the Hunter Valley for
example, which is the centre of the New South Wales
coal industry, Indigenous people made up 2.2 per cent
of the total population, according to the 2001 census

(Hunter Valley Research Foundation, 2005). In
Queensland’s Bowen Basin region, Indigenous people
accounted for 4.4 per cent of the total population,
based on census data (QDLGP, 2005). However,
Indigenous employees represent just 0.3 per cent of the
coal industry workforce (Tedesco et al, 2003).

Mines located within close proximity to Indigenous
communities typically had a significantly higher rate of
Indigenous employment (6.1 per cent) than mines in
other areas (0.5 per cent). However, as Figure 7 shows,
an exception to this was the Western Australian gold
sector, where the average level of Indigenous
representation in the workforce remained low even for
those mines located near to Indigenous communities.
This was in marked contrast to the pattern for ‘other’
minerals, where proximity was a key factor.

Figure 7: Indigenous employment by minerals
sector and proximity to Indigenous communities:
Western Australia
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— According to ABARE’s estimate, Indigenous
people made up 4.6 per cent of the mining
industry workforce in Australia.

— In Western Australia, Queensland and New
South Wales - the three main mining states —
Indigenous people were under-represented in
the mining workforce relative to their
representation in the general population.

— The coal sector had by far the lowest rate of
Indigenous representation in the workforce.

— For the most part, Indigenous workforce
representation was higher where a mine was
located close to an Indigenous community.

— An exception to this was the Western
Australian gold sector, where Indigenous
workforce representation was low even for
those operations located near Indigenous
communities.
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STATISTICAL DATA FROM PARTICIPATING OPERATIONS

Workforce representation

In March 2006 participating operations reported
employing a total of 1179 Indigenous people, out of a
combined workforce of 14,320 people. This equated to
eight per cent Indigenous workforce representation,
compared to the ABARE estimate of 4.6 per cent.
However, the two estimates are not comparable, for
various reasons:

— Most of the operations in the study were located in
northern and remote areas of Australia, where
Indigenous people represent a larger proportion of
the local population; by contrast, the ABARE study
was Australia-wide.

- Our study focused on operations that had shown
some commitment to improving Indigenous
employment outcomes, rather than aiming for a
representative sample, as was the case with the
ABARE study.

- The results of our study may also have been
influenced by the inclusion of some large, multi-
site, operations.

Of more interest than the overall level of Indigenous
workforce representation is the variation between
operations. This ranged from under one per cent of the
workforce (a coal operation) through to two operations
that recorded an Indigenous representation of around
22 per cent (Table 11).

Table 11: Indigenous representation in the workforces
of participating operations

Operation # Indigenous % Indigenous
employees
A | 46 | 21.7
E | 175 | 21.6
J | 154 | 17.8
D | 83 | 16.6
H [ 116 | 15.7
C | 68 | 7.4
B | 54 | 6.6
I* [ 176 | 5.4
G* | 71 | 4.0
F* | 18 | 0.7

* denotes a multi-site operation

The operations with Indigenous workforce
representation rates above 15 per cent were all located
in regions with relatively large Indigenous populations
and were covered by comprehensive land-use
agreements that made explicit reference to Indigenous
employment and training.

We were not able to access time series data for all
operations. However, based on publicly reported data
and information provided by interviewees, Indigenous
representation at some of operations which currently
have quite high rates of Indigenous employment
appears to have been quite low until relatively recently.

As indicated, the study also included two
contracting companies. One of these, which was
a labour hire company owned and operated by
Indigenous people, employed 72 Indigenous

workers (49 per cent) out of a workforce of 147. The
other company, which was a contract mining company,
representing

employed 146 Indigenous people,
around 10 per cent of its workforce.




Local v non-local employees

Many land-use agreements stipulate that the work and
training opportunities provided as part of the agreement
should be restricted to Traditional Owners of the
particular site. Indigenous people who meet the defined
criteria of Traditional Owners, as set out in individual
land-use agreements, vary from site to site. This can be
a source of some conflict between different communities
and is an important consideration for some operations.

Figure 8 breaks down the data for participating
operations to show the number of local and non-local
Indigenous employees, according to the classifications
used by the operations that provided these data. Four
operations reported that they had a majority of local
employees while two sites appeared to employ only
local Indigenous people. At three operations, the
majority of Indigenous employees were non-local.
However, as operations may not use consistent
definitions of ‘local’ and ‘non-local’, care should be
exercised in comparing data across operations.

Figure 8: Local v. non-local Indigenous employees
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Operation/company

Note. Operations B and C did not distinguish between local and non-local
Indigenous employees and were therefore excluded. This graph also includes
data from two contract companies.

Job roles

The concentration of Indigenous employees in unskilled
or semi-skilled roles is well-documented. According to
the ABARE report, for example, around 80 per cent of
Indigenous employees are classified as intermediate
production and transport workers (57.6 per cent) or
labourers or related workers (20.3 per cent) (Table 12).

Table12: Occupations of Indigenous employees June 2002

Occupation Full-time %
Intermediate production 57.6
and transport workers

Tradespersons and related workers 12.9
Professionals 1.3
Associate professionals 15

|

|

|
Labourers and related workers | 20.3

|

|

I

Clerical, sales and service workers 5.2
Managers and administrators 1.3
Total 100.0

Source: Tedesco et. al, 2003:19

An analysis of site level data collected for our study
confirms that Indigenous employees remain
concentrated in unskilled or semi-skilled roles. Of the
1179 Indigenous people employed at the case study
sites, more than 92 per cent were in semi-skilled or
training roles (traineeships, apprenticeships). There were
only 14 (1.2 per cent) of Indigenous people employed in
professional roles and five in management positions
(0.4 per cent). A further 85 Indigenous employees were
qualified tradespersons and 21 worked in technical roles.
No Indigenous people were employed in an executive
management role (Table 13).

Table 13: Occupations of Indigenous employees at the
mine sites at 30 June 2002

Male Female Total 9% of total

Indigenous

workforce
Semi skilled | 578 | 89 [ 667 I 56.6
Traineeship I 100 | 60 | 160 | 13.6
Apprentice I 96 | 4 | 100 | 8.5
Trade | 82 | 3 | 85 | 7.2
Admin I 4 [ 73 T 77 1 6.5
Supervisor | 31 | 2 | 33 ] 2.8
Technical | 19 | 2 | 21 | 1.8
Graduate | 1 1 2 0.2
Professional |7 7 14 1.2
Specialist I 5 | 2 | 7 1 0.6
Superintendent | 8 | 0 | 8 | 0.7
Manager I 5 | o | 5 | 0.4
Executve managerl 0 | 0 | 0 | 0
Total | 936 | 243 | | 1179

Note: includes data from the two contractor companies
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The proportion of the Indigenous workforce comprising
apprentices and trainees arguably provides a good
indication of the extent to which an operation is making
progress in developing the skills of Indigenous people.
This is subject, of course, to the proviso that those who
complete these programs are able to secure
employment at the end of them, either at the mine or in
another workplace.

As Figure 9 shows, the proportion of Indigenous
employees who were in apprenticeships ranged from
4.2 per cent to 16.5 per cent. For trainees, the range
was from 2.7 per cent to 24.6 per cent. The ten sites
that provided this Indigenous training data employed a
total of 100 apprentices and 160 trainees.

Figure 9: Percentage of Indigenous employees who are
in traineeship or apprenticeship programs

Traineeships M Apprentices

30
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% of Indigenous employees

Operation/company
Note: excludes two operations who did not provide data, and one service provider.

Gender

Of the 1179 Indigenous employees, 243 were women,
representing 20 per cent of the total Indigenous
workforce for participating operations. This compares
favourably with the overall mining industry average of
13 per cent (ABS 2006b) (Figure 10).

Figure 10: Indigenous females as a percentage of the
Indigenous workforce
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Note: Includes data for two contractor companies



STATISTICAL DATA FROM ‘
PARTICIPATING OPERATIONS

- Indigenous representation in the workforces
varied from 0.7 per cent to 22 per cent.
Representation was highest at those opera-
tions located in regions with relatively large
Indigenous populations.

— Most Indigenous employees were working in
semi-skilled jobs, rather than trade areas or
professional roles.

— The proportion of Indigenous employees in
apprenticeships and traineeships varied sig-
nificantly across operations.

— At several operations, a substantial propor-
tion of Indigenous employees were not from
the local area.

— Across all operations females accounted for
20 per cent of the Indigenous workforce,
which is above the overall level of female
representation in the industry.

— Ten sites employed a total of 100 Indigenous
apprentices and 160 trainees.
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