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The Signs of Safety framework assessment tool was also 
used to assist with identifying actions in this plan as it 
allowed for simple review and assessment of all available 
information. The use of the tool supports Territory 
Families’ aspirations of embedding the Signs of Safety 
principles in all areas of our agency. 

Territory Families is committed to being identified by 
Aboriginal people as an agency that is culturally safe and 
respectful. During the development of this plan, there 
were also initiatives identified that were not focused 
specifically on our Aboriginal staff, but will move us 
towards this goal. These items have been referred to our 
Aboriginal Cultural Security Advisory Committee. 

For those who took the time to contribute to this plan, 
thank you. Your voices have been heard. 

Cultural Security Framework
Territory Families has an Aboriginal Cultural Security 
Framework to confirm our vision of being an agency that is 
responsive and safe for Aboriginal people - where cultural 
values, strengths and differences are integrated into the 
governance, management, design and delivery of services. 
The Aboriginal Cultural Security Framework outlines our 
commitment to transformational change and has a clearly 
defined vision, and strict cultural protocols for all Territory 
Families staff to adhere to in order to achieve cultural 
proficiency across our workforce, services and governance. 

This Aboriginal Workforce Plan connects to our Aboriginal 
Cultural Security Framework by articulating how our 
Aboriginal workforce is valued, and by providing guidance 
to all managers and work units on steps they can take 
within their Cultural Security Action Plans to attract, 
retain, develop and promote Aboriginal staff. 

Contributors to the strategy 
Thank you to the following people and groups who 
contributed to the development of the Territory Families 
Aboriginal Workforce Plan. 

• Territory Families Aboriginal employees and their 
supervisors, team leaders and managers. 

• Territory Families Executive Leadership Group.

• Aboriginal Cultural Security Advisory Committee. 

• Office of the Commissioner for Public Employment 
(OCPE).

What is this plan about? 
Territory Families values our Aboriginal staff and growing 
our Aboriginal workforce is a key priority in our Strategic 
Plan. This is in recognition that our work predominantly 
services Aboriginal children and their families, and 
therefore the cultural insights and advice provided by our 
Aboriginal staff improves our service delivery. 

Our staffing profile comprises 17 per cent Aboriginal staff 
We want this percentage to be higher, as well as increase 
Aboriginal representation at middle management and 
senior levels so that the opportunity for Aboriginal people 
to influence our policy and strategic direction is real. We 
also want the work experiences of our Aboriginal staff to 
be positive. We need a plan to guide our actions.

In developing this plan we consulted with Aboriginal 
employees across the Northern Territory to understand 
their needs, preferences and career aspirations. We also 
recognised the significant impact supervisors have on an 
employee’s experience and consulted with the supervisors, 
team leaders and managers of our Aboriginal staff to 
learn about their experiences and identify any support 
opportunities.

Consultation helped to identify the positive work that is 
already being achieved within Territory Families and the 
opportunities to improve. This plan is focused on growing 
and developing our Aboriginal workforce.

We have followed the framework established in our 
overarching Workforce Development Plan and grouped 
actions under four key focus areas, specifically: Profile and 
Leadership; Recruitment; Induction and Development; and 
Retention and Inclusion. 

We have aligned our plan to the themes and objectives 
outlined within the NTPS Aboriginal Employment and 
Career Development Strategy 2015-2020 (AECDS) to 
ensure we contribute to the broader Northern Territory 
Government Aboriginal employment outcomes. 

Acknowledgment of Aboriginal and Torres 
Strait Islanders and Traditional Owners

We acknowledge the Traditional Owners of the land 
that Territory Families operates in across the Northern 

Territory, and recognise the diverse Aboriginal 
and Torres Strait Islander people that come into 

contact with our agency. We pay our respects to the 
Traditional Owners, leaders and employees in each 

place and thank you for the opportunity to work 
together to improve outcomes for Aboriginal children 

and families in the Northern Territory.



What is our goal?
Our goal is to become an employer of choice for Aboriginal people and increase Aboriginal applicants through 

creating a work environment that celebrates the cultural diversity of our employees. We want to increase 
the proportion of Aboriginal people in our workforce and in senior management roles, across all areas of our 

business. We also want to retain our Aboriginal workforce and promote opportunities for Aboriginal employees 
to progress through the agency. 

Where are we now?
• Aboriginal people make up to 30 per cent of the 

Northern Territory population and approximately 85 
per cent of our client base. 

• At February 2020, Aboriginal employees made up 
17 per cent of the Territory Families workforce, 9 per 
cent of whom were in senior management positions. 

• Over the last three years, the agency increased 
the proportion of Aboriginal employees in middle 
management roles (11 to 13 per cent) and senior 
management positions (4 to 9 per cent) (Figure 1). 

• While our results are higher than the Northern 
Territory Public Sector (NTPS) target of 16 per cent 
of the workforce and we are progressing toward the 
10 per cent of the senior management cohort target, 
Territory Families is committed to our employee 
demographics becoming more reflective of the 
Northern Territory population.

Where do we want to be?
We want to increase Aboriginal representation across 
our agency and in particular maintain and improve on 
the number of Aboriginal people in middle and senior 
management roles.

This plan sets out a range of initiatives to further increase 
representation and meet our Aboriginal workforce and 
senior management representation targets. 

Our Goa l
Our goal is  to become an employer of  choice for 

Aboriginal  people,  and increase Aboriginal  applicants, 
through creating a work environment that celebrates 

the cultural  diversity of  our employee. To increase the 
proportion of Aboriginal  people in our workforce and 

in senior management roles,  across al l  areas of  our 
business.  To retain our Aboriginal  workforce and promote 

opportunities for Aboriginal  employees to progress 
through the agency. 

PROFILE &  
LEADERSHIP

Key  Focus  Area  1
R E T E N T I O N &  

I N C LU S I O N 

Key Focus Area 4

R EC R U I T M E N T
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Figure 1 Aboriginal employee representation across cohorts.
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This will be achieved by: 

• Recognising and celebrating the contributions and 
work of our Aboriginal employees.

• Creating new designated roles in areas of the agency 
with lower Aboriginal employee representation rates, 
where appropriate. 

• Promoting employment opportunities for Aboriginal 
men in remote areas where it is considered beneficial 
for effective service delivery in line with cultural 
protocols. 

• More Aboriginal employees completing their diversity 
information in myHR so we can use accurate data to 
inform future Aboriginal workforce initiatives.

• Aboriginal Cultural Security Action Plans being in place 
for all teams, and commitments to meet Aboriginal 
workforce targets being included in MyCareer Plans 
for our executive leaders. 

• Regularly monitoring and promoting progress against 
the Aboriginal Workforce Plan, NTPS Aboriginal 
Employment Career Development Strategy and 
Territory Families Special Measures Plan. 

Key Focus Area 1 - Profile and Leadership 

Objective
Aboriginal employees are represented at all levels and in all areas of the agency, and are recognised for the cultural skills, 
knowledge and experience they bring to our organisation, which assists us to work effectively with Aboriginal children, 
families and communities. 

Key focus areas and initiatives
Our goals will be met by working to deliver on a range of 
initiatives that contribute to our four key focus area objectives. 
Each item has been selected to support delivery against the 
broader agency goals related to Aboriginal employment and 
engagement.  

How will we work toward our goal? 
We will work toward our goal by continuing to recruit Aboriginal 
people using the Territory Families Special Measures Plan and work 
with our Aboriginal employees to develop their skills and abilities 
and engage them in decision making. We will undertake specific 
activities to improve across the following four elements: Aboriginal 
profile and leadership; recruitment; induction and development; 
and retention and inclusion outcomes. We will create mechanisms 
to ensure we remain accountable.

We will continually investigate ways to embed the cultural protocols outlined in the Territory Families Aboriginal Cultural 
Security Framework and be guided by our Aboriginal employees’ special knowledge, skills and experiences so we can 
design and deliver culturally appropriate services to Aboriginal children and families.



Key Focus Area 3 - Induction and Development  

Objective
We have streamlined induction and on-boarding activities to ensure Aboriginal employees are equipped with the right 
information and support so they can work effectively in their roles, and we support our Aboriginal employees to develop 
and progress throughout the agency.

We continually improve our cross-cultural training and ensure it sets clear expectations of how to effectively engage with 
our Aboriginal clients and communities. 

Key Focus Area 2 - Recruitment 

Objective
Our recruitment practices will attract, assess and select the right people and we have pathways to employment for 
Aboriginal early careers participants, particularly in areas of the agency with low Aboriginal representation. 

This will be achieved by: 

• Expanding our advertising mechanisms to include 
advertising in local communities, Aboriginal preferred 
media portals and networks. 

• Creating online promotion of the agency’s 
commitment to growing its Aboriginal workforce; to 
showcase Aboriginal employment and engagement 
successes; and promote the variety of work 
opportunities within the agency.

• Developing an ‘Applicant Information’ resource, that 
provides jobseekers easy access to information on 
Territory Families commitments to build a culturally 
inclusive workforce.

• Requiring selection panels for designated roles and 
positions based in Aboriginal communities to have an 
Aboriginal panel member. 

This will be achieved by: 

• Continually improving our Territory Families Cross-
Cultural Training Framework to better equip Aboriginal 
and non-Aboriginal employees to work effectively in 
culturally diverse teams, to engage with Aboriginal 
children and families and to showcase our Aboriginal 
community workers, remote family support workers, 
remote women safe house workers and Aboriginal 
practice advisors.

• Working with Aboriginal employees and Aboriginal 
leadership groups to develop material to improve 
onboarding for staff and resources for new supervisors 
and Team leaders overseeing Aboriginal employees.

• Partnering with Aboriginal staff to review position 
descriptions for designated Aboriginal roles to ensure 
consistency across the agency and that criteria align to 
the Capability Leadership Framework.

• Providing alternative pathways for Aboriginal 
Community Worker applicants who do not possess the 
required qualification in Community Services. 

• Promoting the NTPS Aboriginal Employment Register 
within the agency as a mechanism for Aboriginal 
employees to register their interest in external NTPS 
opportunities.

• Participating in promoting DCIS and OCPE Aboriginal 
employment, early careers, career development and 
school leaver programs.

• Continuing to engage with Charles Darwin University 
and promote career opportunities for Aboriginal people 
through the Graduate Entry Program and Workplace 
Integrated Learning Scholarship.

• Providing Aboriginal employees with an Aboriginal 
Employee Toolkit which provides access to resources 
and advice that will support career development and 
progression (e.g. advice on study assistance), available 
training and development options, and promoting 
the importance of engaging with the MyCareer Plan 
Framework, mentoring and buddy programs. 

• Providing priority consideration for Aboriginal staff who 
apply to participate in leadership programs.

• Supporting the development of remote Aboriginal 
employees by delivering training in remote areas (where 
possible) and contextualising training to the work 
environment (using interpreters for employees where 
English is a second language where required). 



Key Focus Area 4 - Retention and Inclusion

Objective
We support our Aboriginal employees to feel valued, included and engaged in their work and have a workplace culture 
that is culturally safe and retains Aboriginal employees. We engage our Aboriginal employees in decision making 
and work effectively together to develop culturally responsive services and programs for our Aboriginal clients and 
stakeholders.

This will be achieved by: 

• Reviewing MyCareer Plans for remote Aboriginal staff 
and delivering appropriate corporate training program/s 
to address identified skill development needs.

• In remote areas, investigate options to increase flexible 
employment opportunities to provide entry points for 
Aboriginal people and to create transition pathways to 
full-time work employment pathways.

• Promoting leave and flexible work options available 
to Aboriginal employees to access while attending to 
cultural responsibilities.

• Investigating a succession management framework 
for Aboriginal staff which seeks to connect existing 
Aboriginal leaders with Aboriginal employees with 
leadership and management potential.

• Working in partnership with Charles Darwin University 
to increase Aboriginal applicants for the Work 
Integrated Learning Scholarships available each year 
(priority is provided for three Aboriginal students out 
of five available scholarships) and seek to transition 
students to employment with Territory Families on 
completion.

• Measuring the impact of the 2019 expansion of the 
Child Protection Market Allowance to Aboriginal 
Community Worker positions.

• Working in partnership with Aboriginal staff to increase 
Aboriginal employee participation in exit interviews 
and staff surveys to ensure their voices are captured 
and considered in the development of programs and 
strategies to build on our workplace culture.


