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Remote Employment Policy Taskforce 

National Indigenous Australians Agency, 

Charles Perkins House, 

GPO Box 2191 

CANBERRA ACT 2601  

Via Email:  NREP@niaa.gov.au 

REMOTE ENGAGEMENT PROGRAM DISCUSSION PAPER 

Dear Sir/Madam, 

· RISE (Remote Indigenous Sustainable Enterprises) Ventures is a high-quality provider of CDP 
services in Katherine in Northern Territory, and Kowanyama/Pormpuraaw. RISE Ventures also 
proactively engages with Indigenous partner organisations to deliver CDP services in Joint Venture 
arrangements across a number of remote regions and Indigenous communities. We feel that our 
cross-cultural partnerships model for CDP service delivery provides a dynamic framework for 
intercultural learning, organisational growth and the attainment of sustainable social impact 
outcomes.   

· RISE Community Art provides an e-commerce marketplace for Indigenous artists in remote 
Australia to showcase and sell their Art. Rise Art is a registered charity and 100% of all sales revenue 
is received by the artist which is industry leading and represents an opportunity for Indigenous 
artists to actively engage in the digital economy in a safe and supported manner. 

General Comments 

RISE Ventures is firmly committed to improving social and economic outcomes for Indigenous 
Australians. Flexible and responsive program initiatives that encapsulate community-based, shared 
decision-making processes and provide the ability to facilitate bespoke responses to market 
opportunities should be welcomed and encouraged. We feel that the new REP model provides the 
potential to do this and we welcome the opportunity to provide input into the co-design and 
consultation process. 
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Questions and Responses: 

 

Question 1: 

What kinds of placements or activities are most likely to be useful—to participants, and to the 

broader community—on the pathway to employment or where jobs are not available? 

• Community projects incorporating training which have been developed in consultation and 

agreed to by the community are always well received and celebrated upon completion. 

These projects are usually well attended and engaged in, especially if the project is visible to 

the community while it is being undertaken. Participants experience pride from the 

completion of the project and gain skills that are directly transferrable to local employment 

opportunities.  

• Youth training projects are also well received by the entire community as there are 

opportunities to undertake career pathways for young people when these projects are 

available. Most communities are very supportive to any type of youth project, placement or 

training opportunities. In every community the youth are the future and opportunities for 

their development is of high priority to the entire community.    

• Hosted placements are important in smaller communities as they provide opportunities for 

locals to learn the required skills and expectations for an employment placement without 

the level of pressure of a paid placement. This helps the participant/s to build confidence 

and be comfortable with the workplace environment and employer expectations when 

there are limited opportunities that are available for this usually. This provides employers 

with the opportunity to increase their applicant pool with skilled and work ready candidates 

who have prior experience in the industry they are recruiting for.  

• Activities generating income are important to smaller communities with limited labour 

markets just as they are important in larger communities to support participants and 

community members who want to run their own business or have skills but need additional 

support to get started. These activities provide additional income opportunities for many 

households which can make a marked difference in the lives of children and families of 

participants.  

• Recruitment events are important to ensure that the whole community is aware of existing 

vacancies and these events support employers to hire locally wherever possible. These 

events increase the number of local applications that are submitted for vacancies.  

• Information sessions supported by community organisations and stakeholders to promote 

whole of community priorities are an important part of community life and assist to get 

education out to the broader community about any topic or new item. For example support 

for COVID vaccination hubs and clinics and positive promotion amongst CDP participants and 

the community.  

• Culturally based activities and those activities that offer local cultural value and meaning 

(e.g. Mens Groups, Womens Groups, Cultural learning, Cultural Tourism, Cultural education) 
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Question 2: 

How could placements and activities be structured to benefit individuals and the community 

including possible incentives? And what could we expect of participants in return for any incentives 

they receive? 

Levels of achievement should be visible to the participant in whatever type of placement or activity 

they choose to participate in so that small milestones can be celebrated and then built upon once 

achieved. This type of visual progress supports and encourages participants to move to the next 

level of achievement once each step is made. This has been a successful method of operation in 

most WfD activities which are multitiered and suitable for many different levels of development.  

Offering real educational activities which teach realistic skills that are transferable to the local labour 

market vacancies are most times successful. Accompanied by local mentors who assist with 

translation, attendance and motivation and encouragement, these projects yield successful 

outcomes in communities. Ensuring there are local people who are being trained, have opportunities 

and are working towards reducing the amount of outside staffing in communities have been a 

common goal across remote indigenous communities.  

Incentivising participants to attend should be done but in a manner which is appropriate. Products 

that support families to improve their lives should be used to incentive participants, therefore 

supporting Closing the Gap initiatives. Incentivising families with equipment that is needed for On-

Country engagement such as camping/fishing gear also supports whole of community priorities such 

as reconnection with country and is an appropriate incentive which aligns with community goals and 

aspirations.  

Community Advisory Boards should contribute to what incentives for jobseekers are appropriate in 

each region and incentives should align with both the Closing the Gap policy and community goals 

and priorities. Participants should not have any additional expectations placed upon them other 

than their existing obligations and incentives should be perceived by the community and given with 

the intent by the provider of acknowledging a participant for their hard work and engagement or 

high levels of attendance. If there is a gamification model in use, then the “rules” of the competition 

should be adhered to, and incentives won and given in the spirit that was intended. The idea of 

incentives and acknowledgement should align with the intent to run a community connected 

program with a strong foundation of consultation which is genuinely engaging for participants and 

yields community results and a combination of this contributes to participants increasing or 

maintaining attendance.  

Question 3: 

What are the new or emerging opportunities in remote communities, where participants could gain 

skills and competencies to prepare them to compete for future employment opportunities while 

contributing to current community needs?  

 

• Many remote and regional employment markets are subject to seasonal and ad hoc external 
factors that influence and determine overall employment outcomes. These include: Wet 
Season shutdowns due to inaccessibility and cessation of service delivery, predominance of 
transient short-term projects in the civil and construction sectors, cultural factors, 
seasonalised employment opportunities, changes to funding and service delivery 
frameworks. As these factors are largely not controllable or able to be influenced by the 
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community and/or Providers, randomised regional employment targets that are only based 
on part-time and full-time employment outcomes become unobtainable and somewhat 
irrelevant. A more holistic approach to the measurement of employment outcomes, such as 
“total hours in work / total hours in employment” that is inclusive of casualised and short-
term, ad hoc, short-term and seasonalised employment outcomes needs to be considered, 
developed and incorporated into future approaches to training and employment program 
development for remote indigenous jobseeker cohorts.  

• Key performance Indicators that are aligned to the negotiated goals of a formalised 
Community Action Plan will give a strong indication of the holistic achievement of agreed 
target outcomes that have been made on a shared decision-making basis with community 
based stakeholders. REP activities should align with CAP goals and the achievement of 
identified community aspirations 

• A mechanism for Social Impact Analysis as part of ongoing evaluation methodologies. This 
could be supported through ISEP / IAS funding to build capacity for regionally based Social 
Impact Assessment capabilities for local Aboriginal and/or related stakeholder organisations 
(such as Regional Councils / ACCHO’s etc.) 

• A bespoke user choice model that encompasses a paid placement model linked to the needs 
of employers and the local community  
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Support for job-ready participants to get a job 

Key Questions: 

Question 4:  

What sorts of support or training have been helpful in matching people who are job-ready to job 

vacancies? (For example, interview and CV preparation, job searches)  

• Industry specific training developed in consultation with stakeholders and held in a real work 

like environment are successful with matching clients to job vacancies. This allows the 

participant a “taste” of the industry and develops their understanding of the industry and 

the workplace. This is helpful when screening participants.  

• Resume writing and development workshops held in house 

• Workshops and recruitment events and sessions where employers are engaged and 

available to answer client/applicant questions and give information  

• Mock interview workshops build participant confidence for job interviews 

• WHS training is also a high priority for local Councils and employers in most communities as 

most positions require this type of knowledge or skill to be gained in the pre-employment 

phase 

• Driver licensing and machinery operator competencies ( eg. Skid-Steer, Back-hoe, Loader 

etc), workplace licensing accreditations (Working at Heights, White Cards, Blue Cards)  

 

Question 5: 

What more could be done to help people who do find a job to succeed in the workplace over the 

longer term? (For example, induction, mentoring, training in workplace health and safety, 

information about how the tax system works) 

The types of support or training that have been helpful in matching people who are job ready have 

included help job seekers gather personal identification, money management, short course, working 

with children checks, white cards and medical assessments. From a vocational standpoint assistance 

with job search training have assisted job seekers with confidence in having conversations with 

employers and o\networking groups  

 

Comprehensive case management provisions with access to job seeker funds to develop and address 

barriers to employment  

 

Supporting Employers to enhance organisational cultural competency and workplace cultural safety: 

Published research indicates that the inter‐cultural environment of mainstream Australian 
workplaces requires many Indigenous employees to display high levels of cultural agility to achieve 
successful employment and retention outcomes. For Indigenous peoples in remote areas, many of 



RISE Ventures REP Discussion Response 2021 pg. 6 

whom value the continuation and practice of culturally rich traditional lifestyles, this central issue is 
of critical importance when viewed within the practicalities of a vocational context. The implications 
of these studies support the notion that widespread government initiatives to increase Indigenous 
employment are unlikely to result in sustained increases in employment and retention unless inter‐
cultural considerations are given due attention. As such, ISEP should encapsulate and enable a 
structured, supported approach for Providers to work with and assist regional employers to build 
Aboriginal Cultural Capability within their organisations in a measurable and quantifiable manner. 
 
Cultural capability is a broad term that encompasses cultural awareness, cultural safety and cultural 
competence. Cultural capability is not achieved after one training session or at a single end-point but 
represents continuous learning that builds over time. ISEP employer initiatives could be based on a 
recognised theoretical framework, such as Bhabha’s “Third Space Theory” which articulates the 
development of culturally safe, intercultural organisational frameworks that recognise and value all 
cultural values and provides validity and structure for intercultural learning. Specific ISEP employer 
initiatives could be inclusive of the following elements: 
 
 

• Cultural safety is developed and promoted as an organisational value and is negotiated with 
local Aboriginal communities. 

• Policies and procedures are reviewed and refreshed based on Aboriginal staff and 
community feedback and are aligned with Closing the Gap and self-determination principles. 

• Local Aboriginal communities and the organisation negotiate strategic approaches, goals and 
outcomes that are articulated and documented as part of their Community Action Plan. 

• The organisation has systems to determine current proficiency and capability levels and to 
identify a learning or development plan based on the organisations learning needs. 

• The Commonwealth public sector Aboriginal and Torres Strait Islander Cultural Capability 
Map has broken cultural capabilities into: knowing; doing; and being. It is recommended 
that a similar tool be developed to assist employers chart the development of their own 
organisational journey along the ATSI Cultural Capability continuum. 

Question 6: 

Are there new ways to create employment opportunities for job-ready candidates?  

(For example, linkages to business incubator programs, ways to support new enterprises, ways to 

engage the private sector in job creation) 

Innovations in Post Placement Support (PPS) and workplace mentoring that are inclusive of 

supporting employers to enable culturally appropriate Workplace customization, assisting employers 

to enable better support and workflows for lower LLN worker cohorts, retention incentivization past 

26 weeks through wage subsidies, retention bonuses and other employer focused incentives. 

Innovations include the following: 

  

1. Recruitment + retention consultants – create a specialized Recruitment and Retention 
Consultant job role to provide boosted levels of PPS support for participants and 
employers. 

- Specialised employer support for cultural customization of workplaces and support 
models for lower LLN workers. 

- PPS Mentoring – peer to peer mentoring support as part of Post Placement Support 
frameworks. 

- Workplace Customization and supports for low LLN workers 
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2. 50 week claim: 
- retention bonus for longer terms outcomes 
- is a provider discretionary payment 
3. Job placement claims expanded to include: 
- Placement payment – Incentivization of job placements 
- 7 week outcome payment- addition supports in the early phases of employment 
- 13 week outcome payment – as per existing 
- 26 week outcome payment – as per existing 
- 50 week outcome payment – incentivization of retention for longer periods/ 

 
 
 

A focus on engaging with youth and school leaver participants (15-24 demographic): 

 

- Junior Rangers Program: School to Employment pathways that integrate with Indigenous 
Ranger programs for youth (15-24 yrs) 

- School to Jobs program: Ensuring Indigenous Youth are successfully transitioned from 
education to employment through the creation of integrated educational and 
employment pathways. Enhanced pathways to traineeships across key industry sectors. 

- Parents Next Program: Parents Next supports participants to develop the confidence 
and skills to re-enter the workforce. With more parents re-entering the workforce, this 
will enable enhanced holistic, family-based outcomes to be achieved that in turn then 
supports increased youth engagement with training, employment and vocational 
development.   

- CDP “Jobs Now” App – A culturally customized app-based participant self-management 
tool to increase youth engagement and communications. The app will feature 
embedded digital skills development and education modules as well as providing 
providers with a primary data gathering and participant engagement interface.
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Vocational training for participants 

Key Questions: 

Question 7: 

What kinds of training opportunities have led to members of your community succeeding in getting 

a job? (For example, apprenticeships, short-courses, certificates and higher education qualifications 

offered by a Registered Training Organisation, work experience with host employers) 

Short courses have been requested by Community Advisory Boards to run back-to-back in each 

assessment period to support ongoing opportunities for foundation skills building training 

particularly targeted at but not limited to young people in most communities. This supports school 

leavers to continue their education at home in community while building their foundation of 

knowledge and skill bank for employment. It also provides opportunities for all cohorts to engage in 

a manner which is culturally appropriate for them.  

Certificate level training has been well received when it is a progression step that becomes an 

opportunity for participants or employees. For example, a Certificate I Construction was completed 

and there was overwhelming community support for the project. There was then a next step 

opportunity with slightly higher level of skill building opportunities available when a Certificate II in 

Construction was delivered with a slightly more complex community project which was well received 

by the community and offered real employment pathways into construction work each dry season 

and also with the local council when apprenticeships emerge.  

Training combined with either work experience placements or a community project are specifically 

designed in line with the local labour market requirements and are most times well attended and 

yield whole of community results which can range from upskilling opportunities for the community, 

new infrastructure built or existing infrastructure upgraded to community employment outcomes 

Question 8: 

How can service providers increase their knowledge and awareness of culturally-specific issues to 

better assist Indigenous participants? 

 

 Community Action Plans (CAP’s) should be reintroduced as a key feature of regional planning 

processes:  

Through CAPs, communities have a central role and a strong voice in setting out a strategic vision for 
each remote region. These CAPs will guide delivery of the Remote Jobs Programs (RJP) and 
regionalised ISEP funded projects in line with the needs and aspirations of communities. Providers 
will ensure that activities undertaken under their Funding Agreements with the Australian 
Government align with and support the region’s CAP. Each CAP will outline the priorities for social 
and economic participation and development for the region, as well as an agreed plan of action to 
achieve the wider objectives of regional stakeholders.  
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The CAP’s to have three key sections:  
 
1. Community Engagement and Consultation: Ensures that communities are at the centre of the 

CAP process; outlines the governance and ongoing engagement arrangements between the 
community and the RJP Provider. 

 

2. Regional Profile: Identifies social, cultural and geographical issues that may be unique to the 
region as well as current opportunities for and barriers to economic participation, development 
and employment in the region; and also indicates how opportunities may be built on or barriers 
removed.  

 

3. Priorities and Action: Describes the high-level priorities for the region; outlines what Providers 

and communities will each do to deliver the region’s priorities; and how the achievement 

against the priorities will be measured. This section will guide program and project delivery, 

including ensuring that ISEP projects and RJP activities are consistent with the CAP.  

 
Through the CAP process, Providers will in consultation with the communities, conduct a 
comprehensive assessment of the region to identify: 
 
 • the demographics of the region and the communities within it  
 • the employment and development opportunities that exist in the region and the barriers to 
participation and employment (skills gaps or social disengagement)  
• the communities’ employment, economic and community-development goals  
• existing infrastructure in the communities 
 • service gaps, economic and social issues and needs 
• communities’ unique issues, cultural protocols and the strategies and resources required to  
enable the development of culturally informed best practice service delivery models that meet local 
and regional needs if the community. 
 

Question 9: 

Are there new types of training that would be useful to grow participants’ skills to contribute in new 

enterprises and opportunities emerging in the post-COVID economy? 

 

Innovative approaches to training and skilling that leverage digitally enabled learning and 

micro-credential training pathways will include: 

 

- Develop culturally customised blended learning models that encapsulates digital 
learning and the development of Local Learning Leaders as training facilitators and skills 
coaches. 

- Digital literacy Digital skills + e-learning: Developing digital skills through innovative 
digital skills development models and app based learning. 

- Traineeships + Pathways to Trades: Industry collaborations to develop trades skills and 
micro-credentialled pathways to trade qualifications.  

- APS Traineeships: Developing training and employment pathways for participants to 
develop careers in the public sector. 
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- Translators/Interpreters: Building capacity and employment pathways for NAATI 
accredited first language interpreters and translators. 

- First language digital training resources for enhanced learning outcomes and English 
language LLN support for ESL participants. 

- Skills in demand areas focused on aged care and NDIS support in the home  
 

Digital Skills / Skills Coaches / Community Based Mentors: 

- App based learning (digital enablement and youth engagement) 
- SEE program – building LLN skills for employment 
- Skills Coaches (local capacity + LLN Support) – TAE Mentoring Skills sets for Local 

Learning Leaders, Mentors and Skills Coaches. 
- Community engagement – working closely with local indigenous organisations, 

Traditional Owners and Community Leadership 
- Governance Training – Supporting community-controlled organisations across the region 

engage in and develop their capacity through strong partnerships with governments 
based on shared decision-making underpinned by improved governance systems and 
strategic planning. 

 

Regional Workforce Planning and Skills Strategies – Shared Decision Making for Skills and 

Educational Pathways 

 

• Shared decision making on regional skills development to meet community needs and 
aspirations 

• Culturally inclusive learning pathways that leverage digital learning, micro-credentialling, 
first language learning and LLN support.  

• Re-establishment of Regional Workforce Development Strategies (RWDS) as part of a 
coordinated, community-based, culturally informed, workforce development approach.  

• Articulation and formation of localised RWDS will enhance and augment program delivery 
across a range of funding areas. RWDS embeds shared decision through ongoing 
consultation with key stakeholder groups, setting agreed targets and measurable outcomes 
and through the identification and prioritising of regional employment opportunities. 

• Linkages with the identified and agreed goals and objectives of the RWDS will support and 
inform ISEP funding applications, Remote Jobs Program service delivery and guide regional 
approaches to community development 

• RWDS to be embedded and supported as part of ongoing Community Action Plan formation 
and monitoring processes. 
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Non-vocational services to overcome serious barriers to 

employment 

Key Questions: 

Question 10: 

What types of services are most important to local Indigenous communities in helping people to get 

past entry barriers and begin the journey to job-readiness? (For example, health services, housing 

services, literacy and numeracy education assistance) 

 

Enhanced Wrap Around Supports through Strategic Partnerships with ACCHOs and Regional 

Health Providers: 

 

Through key strategic partnerships with Allied Health Providers and regional Aboriginal Community-

Controlled Health Organisations, through REP enabled programs, REP could provide a range of 

enhanced non-vocational support services to help participants overcome a range of barriers and 

challenges.  

 

This could include: 

 

• Assistance and advocacy with Centrelink assessments and ESAts 

• Structured referral pathways to community support services and emergency relief 

• Confidential counselling & therapy 

• Support and strategies to manage mental health and drug and alcohol issues 

• Help with managing life issues impacting the participants ability to find employment 

• Aligned LLN programs – building LLN skills for employment and training 
 

 

 

Question 11: 

What approaches have been most effective in connecting participants with relevant government and 

non-government support services?  

• A direct approach in assisting job seekers to and from appointments  

• Having a one stop shop for all services in one community hub  

• Access to phones and other infrastructure in the community hub to better support 

engagment and participation  
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• A community liaison officer supporting job seekers that may struggle, including support in 

language  

• Strong interagency connections to enable faster and more efficient responses to actioning 

client referrals 

• Strong interagency involvement in activities/work experience placements of participants to 

increase familiarity with services and organisations which promote trust and facilitate a 

more comfortable connection for the client leading to heightened engagement 

 

 

 

Question 12: 

What needs to change for service providers to be better able to connect participants to the right 

services?  

  

• Access and mobility for jobseekers across mainstream and remote employment service 
programs needs to be facilitated via structured, facilitated touchpoints. These linkages may 
be facilitated through accessing specialized service gateways that cross over urban, regional 
and remote programs. This will enhance Indigenous workforce mobility outcomes and 
enable jobseekers more flexibility to look for employment opportunities outside of their 
geographic region or those specific to their nominated provider. Targeted, multi-
jurisdictional employment opportunities, customised for Indigenous jobseekers could be 
developed, supported and facilitated through the REP that encapsulate collaboration 
between remote, regional and urban based employment service providers and employer 
groups. This kind of approach will facilitate improved workforce mobility for remote 
Indigenous jobseekers and provide opportunity for remote Indigenous jobseekers to 
connect to employment opportunities outside of their geographic locations in a structured 
and supported manner.  

 

Mutual Obligation Requirements  

 

Question 13:  

What approaches are effective in helping participants to meet their Mutual Obligation 

Requirements?  

• Dedicated on the ground mentoring support staff making face to face contact  

• Reminder notices sent by SMS or letter mailed  

• Local staff who speak local language and can communicate effectively with the community 
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• Effective stakeholder networks and linkages who assist to get the message out into the 

community  

• Application of the compliance framework when appropriate  

 

Question 14:  

What are the barriers that are preventing some participants meet their Mutual Obligation 

Requirements? How can these be addressed?  

• substance abuse and addiction  

• cross cultural barriers  

• grief and loss  

• family and relationships  

• LLN  

• Limited formal education  

• Limited motivation and presentation  

Linkages and strong networks with health and well being medical services and activity option that 

put jobseekers in close contact with these services to encourage engagement that is culturally 

appropriate are valuable. Family counselling services are most times offered through community 

health and well being services and this engagement is vital for assisting jobseeker to overcome 

barriers to MO’s. Local staff who can communicate effectively are also key to assisting participants 

to remain engaged and uptake of opportunities. Cross cultural barriers can be addressed by 

culturally appropriate engagement between participants and dedicated local mentoring staff and 

further linkages can be made for the participant to address additional barriers to employment 

through these means. Participants who have limited forma education and LLN barriers on occasion 

do not understand the impact or consequences of not completing MO’s, these methods of 

engagement support the jobseeker to be compliant and then to achieve goals towards their own 

development. Culturally appropriate and holistic/wrap around services means of engagement are 

key to assisting participants to overcome barriers to MO’s.  

Question 15:  

What specific assistance or flexibilities do community organisations and service providers require to 

better support participants meet their Mutual Obligation Requirements?  

• A flexible approach to MO including timing and location of appointments, ability to engage 

job seekers in appointments over the phone or other means  

• Better quality assessments and ESAt to allow for better interventions and servicing 

strategies  

More streamlined referral processes both in community amongst organisations and between 

Government departments e.g., The process for referring a client to an Esat requires an ongoing 

workaround which is impractical for most remote sites. Referral should be automatic to Services 

Australia if the JSCI update triggers the need for an Esat. 




