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INTRODUCTION

Since August 2005, the APS Employment and Capability Strategy for Aboriginal and/or Torres Strait Islander Employees (the Strategy)
 has contributed to the stabilisation of Indigenous employment levels in the APS, as well as to the Australian Government’s wider agenda of improving employment and equity outcomes for Indigenous
 Australians.  

As part of the research component under the Strategy, the Australian Public Service Commission (the Commission) conducted the first comprehensive survey of Indigenous APS employees in 2005.  The results
 provided valuable insights into the views of Indigenous employees on the nature of their employment in the APS and helped shape the work under the Strategy.
The Council of Australian Governments’ (COAG’s) National Partnership Agreement on Indigenous Economic Participation
 (the Agreement) aims to accelerate improvements in ‘closing the gap’ in economic outcomes between Indigenous and non-Indigenous Australians.  An element of this Agreement includes the review of public sector Indigenous employment and career development strategies.  The aim of the review is to effect increased Indigenous employment across all classifications so that it reflects national Indigenous working-age population share of at least 2.6 per cent by 2015.  The Commonwealth has now raised this to 2.7 per cent of representation across the Commonwealth public sector. 

In this context, the Commission conducted a second census of Indigenous APS employees to ask them again about their experience as employees in the APS, and about what is and is not working well for them.  It also aimed to determine if current initiatives for the employment, development and retention of Indigenous staff were meeting their needs.

The Commission engaged the services of ORIMA Research to assist with the design, delivery and statistical outputs of the survey, as well as drafting the census report in consultation with Commission staff.  
All ongoing and non-ongoing employees in the APS who had identified to their agency that they are Indigenous were invited to participate in the survey.  A total of 1,649 valid responses were received, representing a response rate of 52%.  

The census survey design was based on a range of surveys previously conducted by the Commission, most notably the Indigenous Employees Census Survey of 2005 and the 2009 State of the Service Employee Survey. 

The survey responses were re-weighted to correct for different response rates between strata. This was done to ensure that the aggregate results represent the underlying demographic profile of Indigenous APS employees.  The re-weighting process was based on the following demographic variables:

· level (APS/EL/SES)

· agency 

· location (ACT and non-ACT).

Further details regarding the survey methodology are in the 2009 Census Report – Aboriginal and Torres Strait Islander APS Employees.
  

The Census Survey Results provides aggregate findings of the Aboriginal and Torres Strait Islander APS employees’ census conducted in October/November 2009.

Results have generally been presented rounded to the nearest whole percentage point (i.e. 88% not 87.7%).  Due to this rounding, the percentage results for some questions may not add up to exactly 100%, and there may be slight differences between results in this publication and those set out in the 2009 Census Report – Aboriginal and Torres Strait Islander APS Employees.

Notes on the level of response to each question are provided under each table.  Owing to the inclusion of ‘filter’ questions, some notes refer to ‘relevant’ respondents, which means that respondents who were not asked the question were excluded from the question population.  The notes clarify how the filter questions operated.

Introductory text to the census survey and specific definitions used in the survey are in the questionnaire, which is included as an appendix to this publication.
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INTRODUCTION 
What is the purpose of this census?

In 2005, the Australian Public Service Commission (the Commission) conducted the first Aboriginal and Torres Strait Islander APS Employees Census.  The results provided valuable information which was used to ensure that activities and initiatives being implemented under the APS Employment and Capability Strategy for Aboriginal and Torres Strait Islander Employees (the Strategy) were appropriate and effective. 
One of the top priorities for the Commission continues to be fostering employment of Indigenous Australians in the APS through effective strategies.  It is now time to make sure that we are still on the right track, particularly since the APS, like the rest of the Commonwealth public sector, is required to increase its representation of Indigenous employees to 2.7 per cent by 2015 to reflect the projected working age population of Indigenous Australians. 

The 2009 census will provide us with important data on your views on a range of issues about working in the APS, including work-life balance, leadership, job satisfaction, and recruitment and retention.  It gives you the opportunity to comment on specific aspects of your experience working in the APS and your agency, such as your career intentions, support provided to you by your agency, impediments to progressing in the APS, and reasons why you might be considering leaving the APS.  
The information from this census will be compared with the outcomes of the 2005 census as well as the 2008–09 State of the Service report to help us identify where we need to concentrate our support for APS agencies in their efforts to develop and implement successful employment and retention strategies. 
Census data may also be used for academic research purposes in the future. Any such data would only be made available in a de-identified form.
Who is conducting the survey?
The Commission has engaged ORIMA Research to conduct this survey on its behalf.

How long will the survey take?

This survey will take around 30 minutes to complete. If you are providing detailed responses, it may take slightly longer.
How was I selected to participate?

Your name was drawn from the Australian Public Service Employee Database (APSED), which is maintained by the Australian Public Service Commission, as you have identified to your agency that you are an Aboriginal or Torres Strait Islander. If you have colleagues who have not received the survey this may be because they have chosen not to identify as an Indigenous Australian on their agency’s HR system or did not elect to participate in the survey. Should they wish to participate, they can contact the Commission by email at apsed@apsc.gov.au, providing their full name, AGS number, date of birth and agency, and we will provide them with the census questionnaire. 
What happens after I take part in the survey?

ORIMA Research will provide survey results to the Commission for analysis, and a full report will be published early in 2010.

The Commission intends to provide agencies with a copy of the consolidated results of the survey. 

Will my answers be confidential?

Your responses will be treated as confidential. Your answers will only be seen by a handful of staff in the Commission and ORIMA Research. The results will be presented in collated form so that identification of individuals will not be possible. While the data may be analysed using some demographic categories, results relating to members of small demographic groups will not be reported where identification of individuals may be possible (or even guessed at). 
Whom do I talk to for further information?

If you have any queries on completing this questionnaire, either online or on paper, please contact Mr Chris Andrade from ORIMA Research on 1800 806 950.

INSTRUCTIONS ON HOW TO COMPLETE THIS SURVEY
If you have access to the Internet, you can complete the survey online by going to the following Internet site: www.orima.com.au/surveys/apsc.htm and following the prompts.  You will need to enter the password provided in the covering letter to access the online survey.  If you are completing the paper version, please read the instructions below.
1.
Please read each question carefully.  Some questions have definitions or further information attached. This is denoted by a raised number (i.e.1) with the additional material at the bottom of the page.
	
	Very Good
	Good
	Average
	Poor
	Very Poor

	How would you rate the weather outside today?
	(1
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2
	(3
	(4
	(5


2.
A number of different scales have been used throughout the questionnaire.  Where there is a scale in response to the question, please select the option 
(in either pen or pencil) that represents the answer you want to give.  For example, if you think that the weather outside today has been good, you would mark the circle ‘good’, as in the example below.

3. [image: image5.wmf]If you change your mind, please clearly mark your correct response.

4. There are also some open-ended questions where you can elaborate or comment on specific issues.
5. Comment boxes are provided following particular questions and at the end of each section for any comments you wish to make.  If the comment boxes do not provide enough space, please add in extra sheets of paper.
6. Unless there is some other direction set out in the question, please answer in relation to your current agency.

WHEN IS THE SURVEY DUE?
The survey should be completed and returned to ORIMA Research in the reply-paid envelope by 20 November 2009.

ARTWORK

The image on the front cover is used with the permission of the artist. [image: image3.png]


  This artwork is titled ‘Mamelema Malg Maldji’ no. 2 and is the work of Sherena Quall.
A. ABOUT YOU
1. What is your age?

(1
< 25 years

(2
25 – 34 years

(3
35 – 44 years

(4
45 – 54 years

(5
> 54 years
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2. What is your gender?

(1
Female

(2
Male

3. Where is your workplace?

(1
Australian Capital Territory

(2
New South Wales

(3
Victoria

(4
Queensland

(5
South Australia

(6
Western Australia

(7
Tasmania

(8
Northern Territory

(9
Outside Australia
4. What is your substantive level of classification?

If you are not sure of how your classification translates to the APS standard classification and you are unable to ask someone in your agency, please call Meg Owens at the Australian Public Service Commission during business hours 
on (02) 6202 3552 before completing the survey.  

(1
Trainee/Apprentice
(2
Cadet (i.e. Indigenous cadets)
(3
Graduate (i.e. Agency Graduate Program)

(4
APS 1 – 2 (or equivalent)

(5
APS 3 – 4 (or equivalent)

(6
APS 5 – 6 (or equivalent)

(7
Executive Level 1 (or equivalent)

(8
Executive Level 2 (or equivalent)

(9
Senior Executive Service (or equivalent) 

5. How long have you been at your current (substantive) classification level?

(1
Less than 1 year

(2
1 – less than 2 years

(3
2 – less than 5 years

(4
5 – less than 10 years

(5
10 years or more
6. What is your total length of service in the APS? (If you have had multiple periods of service in the APS, please include these in your total length)
(1
Less than 1 year

(2
1 – 5 years

(3
6 – 10 years

(4
11 – 15 years

(5
16 – 20 years

(6
More than 20 years

7. My employment category is:
(1
Ongoing 
(2
Non-ongoing (includes contracted staff but not consultants)
(3
Not sure

8. On what basis are you employed?
(1
Full-time 

(2
Part-time 

(3
Not sure
9. a.
Does your current role involve the development of policy or programs relating to Aboriginal and Torres Strait Islander people?

(1
Yes

(2
No 
b.
Does your current role involve interaction with Aboriginal and Torres Strait Islander persons and/or communities, including service delivery? 

(1
Yes

(2
No 
10. Is your current position a formally designated identified position
?
(1
Yes

(2
No 
11. Which one of the following best describes the main type of work you do?
[Please select one category only]
(1
Policy (e.g. development, review and/or evaluation)

(2
Research

(3
Program design and/or management

(4
Service delivery to the general public (e.g. call centres, shopfront/counter service)

(5
Exercising regulatory authority (e.g. inspectors, vetting visa applications, seizing illegal goods on arrival to Australia) 

(6
Legal (including developing and/or reviewing legislation)

(7
Corporate services – HR 
(8
Corporate services – Finance 
(9
Corporate services – IT 
(10
Corporate services – Other [Please specify]


…………………………………………….............................................

(11
Administrative support/clerical (e.g. executive/personal assistant) 

(12
Other [Please specify]

..........................................................................................................
12. What is your highest completed educational qualification?
(1
Doctorate

(2
Master’s degree
(3
Postgraduate diploma (includes Graduate Certificate)

(4
Bachelor’s degree (with honours) 
(5
Bachelor’s degree
(6
Undergraduate diploma 

(7
Associate diploma
(8
Certificate III / IV (e.g. business/government/community/other)
(9
Certificate I / II (e.g. business/government/community/other)

(10
Year 12 or equivalent (HSC/Leaving certificate)

(11
Year 11 or equivalent

(12
Year 10 or equivalent

(13
Less than Year 10 or equivalent
Comment Box A: If you have any comments on the ‘About You’ section, please record them here.

B. JOB SATISFACTION

13. Please rate your level of agreement with the following statements regarding your current job: 

	
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Not sure 

	a.
	I enjoy the work in my current job.
	(1
	(2
	(3
	(4
	(5
	(6

	b.
	I am motivated to do the best possible work that I can.
	(1
	(2
	(3
	(4
	(5
	(6

	c.
	When needed, I am willing to put in the extra effort to get a job done.
	(1
	(2
	(3
	(4
	(5
	(6

	d.
	My job gives me a feeling of personal accomplishment.
	(1
	(2
	(3
	(4
	(5
	(6

	e.
	I have the skills to negotiate conflict with others.
	(1
	(2
	(3
	(4
	(5
	(6

	f.
	I have a clear understanding of how my own job contributes to my work team’s role.
	(1
	(2
	(3
	(4
	(5
	(6

	g.
	I clearly understand what is expected of me in this job.
	(1
	(2
	(3
	(4
	(5
	(6

	h.
	My interests/experience match the responsibilities of the job or the business of my agency.
	(1
	(2
	(3
	(4
	(5
	(6

	i.
	I have a clear understanding of how my work group’s role contributes to my agency’s strategic directions.
	(1
	(2
	(3
	(4
	(5
	(6

	j.
	I understand how my role in the APS affects Indigenous Australians.
	(1
	(2
	(3
	(4
	(5
	(6

	k.
	I can balance my professional responsibilities with my community obligations.
	(1
	(2
	(3
	(4
	(5
	(6

	l.
	I understand how my agency’s decision-making processes operate (e.g. relevant committee structures and how committees are linked).
	(1
	(2
	(3
	(4
	(5
	(6


14. a. Please choose the 5 most important workplace factors that impact on how satisfied you are with your job:

(1
Duties/expectations made clear

(2
Regular feedback/recognition for effort

(3
Chance to be creative/innovative

(4
Chance to make a useful contribution to society/Indigenous Australians

(5
Seeing tangible results from my work

(6
Opportunities to utilise my skills

(7
Opportunities to develop my skills

(8
Good working relationships

(9
Appropriate workload

(10
Salary

(11
Opportunities for career development

(12
Interesting work provided

(13
Flexible working arrangements

(14
Good supervisor

(15
Appropriate level of autonomy in my job

b. Please indicate your level of satisfaction with each of the following workplace factors:

	
	Very satisfied
	Satisfied
	Neither satisfied nor dissatisfied
	Dissatisfied
	Very dissatisfied
	Not sure

	a. 
	Duties/expectations made clear
	(1
	(2
	(3
	(4
	(5
	(6

	b. 
	Regular feedback/recognition for effort
	(1
	(2
	(3
	(4
	(5
	(6

	c. 
	Chance to be creative/innovative
	(1
	(2
	(3
	(4
	(5
	(6

	d. 
	Chance to make a useful contribution to society/Indigenous Australians
	(1
	(2
	(3
	(4
	(5
	(6

	e. 
	Seeing tangible results from my work
	(1
	(2
	(3
	(4
	(5
	(6

	f. 
	Opportunities to utilise my skills
	(1
	(2
	(3
	(4
	(5
	(6

	g. 
	Opportunities to develop my skills
	(1
	(2
	(3
	(4
	(5
	(6

	h. 
	Good working relationships
	(1
	(2
	(3
	(4
	(5
	(6

	i. 
	Appropriate workload 
	(1
	(2
	(3
	(4
	(5
	(6

	j. 
	Salary
	(1
	(2
	(3
	(4
	(5
	(6

	k. 
	Opportunities for career development
	(1
	(2
	(3
	(4
	(5
	(6

	l. 
	Interesting work provided
	(1
	(2
	(3
	(4
	(5
	(6

	m. 
	Flexible working arrangements
	(1
	(2
	(3
	(4
	(5
	(6

	n. 
	Good supervisor
	(1
	(2
	(3
	(4
	(5
	(6

	o. 
	Appropriate level of autonomy in my job
	(1
	(2
	(3
	(4
	(5
	(6


15. Considering everything, how satisfied are you with your current job?

(1
Very satisfied

(2
Satisfied

(3
Neither satisfied nor dissatisfied

(4
Dissatisfied

(5
Very dissatisfied

16. Considering everything, how satisfied are you with your current agency?

(1
Very satisfied

(2
Satisfied

(3
Neither satisfied nor dissatisfied

(4
Dissatisfied

(5
Very dissatisfied

	Comment Box B: If you have any comments on the ‘Job Satisfaction’ section, please record them here.




C. WORK/LIFE BALANCE

17. How satisfied are you with your supervisor’s support for your use of flexible work practices such as flex-time, personal leave, flexible working hours and part-time work? 

(1
Very satisfied

(2
Satisfied

(3
Neither satisfied nor dissatisfied

(4
Dissatisfied

(5
Very dissatisfied

(6
Not applicable

18. a. Do you have carer responsibilities? 

(1
Yes

(2
No [Please go to Question 19]

b. For whom do you have carer responsibilities? [Please select all that apply]
(1
Children under 5 years old

(2
Children 5 – 16 years old

(3
Dependent children over 16 years

(4
Aged parents

(5
Disabled dependant

(6
Extended family members

(7
Other [Please specify] .........................................................................

c. How satisfied are you with the support provided by your supervisor in meeting these carer obligations?

(1
Very satisfied

(2
Satisfied

(3
Neither satisfied nor dissatisfied

(4
Dissatisfied

(5
Very dissatisfied

19. a. Do you have cultural/community obligations
 that take you out of the workplace?

(1
Yes

(2
No [Please go to Comment Box C]

b. How satisfied are you with your supervisor’s support in meeting these cultural/community obligations?

(1
Very satisfied

(2
Satisfied

(3
Neither satisfied nor dissatisfied

(4
Dissatisfied

(5
Very dissatisfied

	Comment Box C: If you have any comments on the ‘Work/Life Balance’ section, please record them here.




D. WORKING WITH PEOPLE
20. Please rate the overall effectiveness of your supervisor at managing people.

(1
Very high

(2
High

(3
Moderate

(4
Low 

(5
Very low

(6
Not sure
21. a. Please choose the 5 most important attributes you would like to see in a supervisor:

(1
Demonstrates honesty and integrity

(2
Clearly articulates organisational goals

(3
Possesses relevant job skills

(4
Sets realistic performance expectations

(5
Works with staff to find solutions to problems

(6
Respects employees as individuals

(7
Works effectively and sensitively with Indigenous Australians

(8
Demonstrates passion to succeed

(9
Stands up for staff

(10
Provides quality informal feedback

(11
Listens carefully to views and opinions

(12
Is respectful of diverse points of view

(13
Is Open to new ideas and ways of working

(14
Is empathetic and understanding

(15
Provides access to effective learning and development

(16
Other [Please specify]


...................................................................................................
b. Please indicate your level of satisfaction with each of the following attributes of your current supervisor:

	
	Very satisfied
	Satisfied
	Neither satisfied nor dissatisfied
	Dissatisfied
	Very dissatisfied
	Not sure

	a. 
	Demonstrates honesty and integrity
	(1
	(2
	(3
	(4
	(5
	(6

	b. 
	Clearly articulates organisational goals
	(1
	(2
	(3
	(4
	(5
	(6

	c. 
	Possesses relevant job skills
	(1
	(2
	(3
	(4
	(5
	(6

	d. 
	Sets realistic performance expectations
	(1
	(2
	(3
	(4
	(5
	(6

	e. 
	Works with staff to find solutions to problems
	(1
	(2
	(3
	(4
	(5
	(6

	f. 
	Respects employees as individuals
	(1
	(2
	(3
	(4
	(5
	(6

	g. 
	Works effectively and sensitively with Indigenous Australians
	(1
	(2
	(3
	(4
	(5
	(6

	h. 
	Demonstrates passion to succeed
	(1
	(2
	(3
	(4
	(5
	(6

	i. 
	Stands up for staff
	(1
	(2
	(3
	(4
	(5
	(6

	j. 
	Provides quality informal feedback
	(1
	(2
	(3
	(4
	(5
	(6

	k. 
	Listens carefully to views and opinions
	(1
	(2
	(3
	(4
	(5
	(6

	l. 
	Is respectful of diverse points of view
	(1
	(2
	(3
	(4
	(5
	(6

	m. 
	Is open to new ideas and ways of working
	(1
	(2
	(3
	(4
	(5
	(6

	n. 
	Is empathetic and understanding
	(1
	(2
	(3
	(4
	(5
	(6

	o. 
	Provides access to effective learning and development
	(1
	(2
	(3
	(4
	(5
	(6

	p. 
	Other [Please specify] 

.................…………..………………
	(1
	(2
	(3
	(4
	(5
	(6


22. Please rate your level of agreement with the following statements regarding people you work with: 

	
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Not sure 

	a.
	Most of my colleagues in my immediate work area work effectively and sensitively with Indigenous Australians.
	(1
	(2
	(3
	(4
	(5
	(6

	b.
	The people in my work group feel they are valued for their contribution.
	(1
	(2
	(3
	(4
	(5
	(6

	c.
	Most staff in my agency work effectively and sensitively with Indigenous Australians.
	(1
	(2
	(3
	(4
	(5
	(6


	Comment Box D: If you have any comments on the ‘Working with People’ section, please record them here.




E. LEARNING AND DEVELOPMENT

23. How much time did you spend in learning and development activities
 off-the-job during the last 12 months?

(1
No time

(2
1 – 2 days (include part day)

(3
3 – 5 days

(4
6 – 10 days 

(5
More than 10 days

(6
Not sure

24. Overall, how satisfied are you with your own access to learning and development opportunities in your organisation?

(1
Very satisfied

(2
Satisfied

(3
Neither satisfied nor dissatisfied

(4
Dissatisfied

(5
Very dissatisfied

(6
Not applicable
25. In considering your current learning and development needs what priority would you place on the following skills development areas:
	
	
	Very high
	High
	Medium
	Low
	Very low
	Not a priority

	a.
	Leadership (e.g. general leadership development, whole of government approaches)
	(1
	(2
	(3
	(4
	(5
	(6

	b.
	Public administration (e.g. writing for government, policy development, implementation)
	(1
	(2
	(3
	(4
	(5
	(6

	c.
	Management (e.g. project, financial, time, contract and people management)
	(1
	(2
	(3
	(4
	(5
	(6

	d.
	Other public service capabilities (e.g. customer skills, community consultation, record keeping, program delivery)
	(1
	(2
	(3
	(4
	(5
	(6

	e.
	Technical, relevant to specific jobs (e.g. knowledge of specialist areas, legislation)
	(1
	(2
	(3
	(4
	(5
	(6

	f.
	IT (e.g. training in agency specific IT systems, computer skill)
	(1
	(2
	(3
	(4
	(5
	(6

	g.
	Communication skills (e.g. presentation skills, cultural sensitivities, negotiation)
	(1
	(2
	(3
	(4
	(5
	(6

	h.
	Other [Please specify] 

 ……………………………………………………
	(1
	(2
	(3
	(4
	(5
	(6


26. Do you feel that you learn more in development programs that are:

(1
Targeted programs for Aboriginal and Torres Strait Islanders 

(2
General programs that are open to everybody
(3
Both targeted and general programs
(4
Not sure
27. Do you believe you have the same opportunities to access learning and development as non-Indigenous staff in your agency? [Please provide reasons in Comment Box E]
(1
Yes

(2
No 

(3
Not sure
Comment Box E: If you have any comments on learning and development issues, including your access to training, please record them here.

F. WELLBEING IN THE WORKPLACE

This section covers your experience of harassment, bullying and discrimination and how this may have been addressed. It also looks at other issues that may have impacted on your performance at work.

28. a. During the last 12 months, have you been subjected to discrimination
 in your workplace?

(1 
Yes 

(2
No  [Please go to Question 29]
(3
Not sure  [Please go to Question 29]
b. Please indicate if discrimination was based on: [Please select all that apply]

(1 
Sex 

(2
Race/ethnicity

(3
Disability

(4
Religion

(5
Age

(6
Sexual orientation

(7
Political opinion

(8
Union/non-union status

(9
Other  [Please specify]……………………………………….

c. Who was responsible for the discrimination? [Please select all that apply]

(1
Someone more senior (other than your supervisor)

(2
Your supervisor

(3
Co-worker

(4
Someone more junior than you

(5
Client/customer

(6
Consultant/service provider

(7
Representative of another APS agency

(8
Minister or ministerial adviser

(9
Other [Please specify]………………………………………………………

29. a. During the last 12 months, have you been subjected to bullying or harassment
 in your workplace?

(1 
Yes 

(2
No  [Please go to the instructions before Question 30]
(3
Not sure  [Please go to the instructions before Question 30]
b. Please indicate if the bullying or harassment was based on: [Please select all that apply]

(1 
Sex 

(2
Race/ethnicity

(3
Disability

(4 
Religion

(5
Age

(6
Sexual preference

(7
Political opinion

(8
Perceived personality differences 

(9
Employment status

(10
Work performance

(11
Managerial style

(12
General employment/work issues

(13
Other [Please specify]……………………………………….

c. Who was responsible for the bullying or harassment? [Please select all that apply]

(1
Someone more senior (other than your supervisor)

(2
Your supervisor

(3
Co-worker

(4
Someone more junior than you

(5
Client/customer

(6
Consultant/service provider

(7
Representative of another APS agency

(8
Minister or ministerial adviser

(9
Other [Please specify]………………………………………………………

d. Please indicate the nature of the bullying or harassment. [Please select all that apply]

(1
Intimidating or aggressive body language

(2
Oral and/or written threats

(3
Shouting and screaming

(4
Persistent and unjustified criticism

(5
Deliberately withholding information from me so that I am less able to do the job

(6
Humiliation through sarcasm, criticism or insults, sometimes in front of other employees or customers

(7
Acts of physical violence

(8
Other  [Please specify] …………………………………………………

If you answered ‘No’ to both Questions 28a and 29a, please go to Question 31
30. a. If you answered ‘Yes’ to Questions 28a and/or 29a, did you raise the discrimination and/or bullying and/or harassment through any formal or informal support structures available in your agency?

(1
Yes

(2
No [Please go to Question 31]
b. Which formal and/or informal support structures did you use to raise your concern? [Please select all that apply]

(1
A colleague 
(2
Your mentor/coach/buddy 
(3
A friend/colleague outside of your agency

(4
Your supervisor 
(5
Manager other than your supervisor 
(6
Harassment/equity/diversity contact officer (or similar)
(7
Your agency’s human resources area
(8
Employee assistance program

(9
Other  [Please specify] ……………………………………………………

c. To what extent were you satisfied with the way this issue was dealt with (or is being handled)?

(1
Very satisfied

(2
Satisfied

(3
Neither satisfied nor dissatisfied

(4
Dissatisfied

(5
Very dissatisfied

(6
Not applicable
31. Would you be comfortable about raising discrimination, harassment or bullying issues within your agency?

(1
Yes

(2
No  [If No, please describe why not]
…..……………………………………………………………………….
32. In the last 12 months have any of the following issues and/or any others negatively impacted on your performance at work? [Please select all that apply]
(1
Family responsibilities

(2
Cultural obligations

(3
Community responsibilities

(4
Issues of tokenism
 (feeling as if you are the ‘token’ Indigenous Australian in your workplace)

(5
Racism
 

(6
Stereotyping
 (having to deal with negative stereotypes held by people in the workplace, e.g. Indigenous people are always on leave)

(7
Systems and procedures which are not culturally supportive (e.g. training programs that are not supportive of your learning style) 

(8
Expectations from Aboriginal and Torres Strait Islander clients 

(9
Pressure from Aboriginal and Torres Strait Islander clients and/or family (e.g. humbugging; requests for accessing/modifying government records; demands for explanations/justification of government policies that impact on Indigenous Australians)
(10
Conflict between my personal views and my professional role/obligations
(11
Presumed only to be able to work on issues relating to Aboriginal and Torres Strait Islander people

(12
Unrealistic performance expectations

(13
Lack of training

(14
Poor working relationship with my supervisor

(15
Poor working relationship with colleagues

(16
Lack of effective management 

(17
Lack of clear direction, work plans and timetables

(18
Poor access to the information, resources and/or technology to do work

(19
Other [Please specify]………………………………………………………

(20
None of the above has negatively impacted on my work in the last 12 months

Comment Box F: If you have any comments on the ‘Wellbeing in the Workplace’ section, please record them here.

G. joining the APS

33. a. Immediately prior to joining the APS, were you:  [Please select all that apply] 
(1
Employed in the private sector
(2
Employed in the Commonwealth public sector (non-APS) (e.g. Australia Post, Australian Government Solicitor, Australian Defence Force)
(3
Employed in State or local government public sector (including universities)
(4
Employed by a non-government organisation (NGO)/charity

(5
Employed by an Indigenous community organisation (e.g. Land Council, Health Service, etc)
(6
Employed under the CDEP program
(7
Self-employed
(8
Student 

(9
Unemployed (looking for work) 
(10
Not in the labour force (not looking for work) 
(11
Other  [Please specify]……………………………………………. 
34. a. What was your classification level when you began work in the APS (if you have rejoined the APS, please answer as it relates to your current period with the APS): 
(1
Trainee/Apprentice
(2
Cadet (e.g. National Indigenous Cadetship Program)

(3 
Graduate (e.g. Agency Graduate program)
(4
APS 1 – 2 (or equivalent)
(5
APS 3 – 4 (or equivalent)
(6
APS 5 – 6 (or equivalent)

(7
Executive Level 1 (or equivalent)

(8
Executive Level 2 (or equivalent)

(9
Senior Executive Service (or equivalent)

(10
Not sure
b. Were you recruited through: 
(1 
An Indigenous-specific
 recruitment process 

(2
A general recruitment process
(3
Not sure

(4
Other  [Please specify]……………………………………………. 
c. Did you have to leave your home location/extended family to take up this position 
(e.g. move to another state/territory or a major city centre or to Canberra)? 

(1 
Yes
(2
No

35. a. Have you previously worked in the APS and for one reason or another left the APS and then rejoined within the last five years? 
(1 
Yes 

(2
No  [Please go to Comment Box G]
(3
Not sure  [Please go to Comment Box G] 
b. Please indicate if any of the following reasons influenced your decision to leave the APS.  [Please select all that apply]
(1
End of contract/declared excess
(2
To pursue job opportunities outside the APS (e.g. State or local government, NGO, community organisation etc.) 
(3
Better salaries/conditions elsewhere
(4
To retire (e.g. age retirement)

(5
To relocate (e.g. interstate, overseas)

(6 
To return home to country

(7 
To return home to family

(8
Family/caring commitments

(9
To pursue study

(10
Lack of personal support network

(11
Lack of support in the workplace
(12
Lack of job satisfaction

(13
Feeling under-valued

(14
Under-use of my knowledge, skills and/or qualifications

(15
Excessive workload

(16
Limited career development opportunities in the APS

(17
Poor management by immediate supervisor
(18
No longer had a contribution to make

(19
Subjected to discrimination, harassment and/or bullying
(20
Pressure of/ perceived conflict of interest with community expectations
(21
Presumed by employer only to be able or willing to work on issues relating to Aboriginal and Torres Strait Islander people 

(22
My views conflicted with those of the Government

(23
My views conflicted with those of my agency

(24
Take a voluntary redundancy (to get a package)

(25
Other  [Please specify] ………………………………………………….. 

c. Why did you choose to rejoin the APS?  [Please select all that apply]
(1
Better salary in the APS

(2
Completed study and was looking for work again

(3
To come out of retirement

(4
Conditions of service in the APS are better 

(5
Needed work, and a position was available in the APS
(6
Saw an opportunity to make a difference for Indigenous Australians
(7
Limited career development opportunities outside the APS

(8
Family conditions changed

(9
Other  [Please specify] ………………………………………………….. 

Comment Box G: If you have any comments on the ‘Joining the APS’ section, please record them here.

H. CAREER INTENTIONS

36. a. In the last 12 months, have you applied for a position in the APS? [Please refer to your most recent application if you have applied for multiple positions]
(1 
Yes 

(2
No  [Please go to Question 37]
(3
Not sure  [Please go to Question 37]
b. Was the position you applied for at a higher classification level?

(1 
Yes 

(2
No 

(3
Not applicable (i.e. the position I applied for was to join the APS)

c. Was the position you applied for an identified position?

(1 
Yes
(2
No
(3
Not sure 
d. Were you offered an interview?

(1 
Yes

(2
No

(3
Process not complete

(4
Not sure 
e. What was the outcome of the process?

(1
Offered the position

(2
Was not offered the position

(3
Withdrew my application

(4
Availability of position withdrawn

(5
Process not complete

(6
Other [Please specify] …………………………………………………

37. a. Are there any factors that have hindered or prevented you from seeking a higher position in the APS?
(1 
Yes
(2
No  [Please go to Question 38]
(3
Not applicable – I’m happy in my current position
b. Have any of the following factors hindered or prevented you from seeking a higher position in the APS?  [Please select all that apply]
(1
Limited number of vacancies or opportunities at a higher level

(2
Recruitment process too onerous
(3
Recruitment/promotion decisions often unfair 
(4
Concern that I would not be able to balance work and family and community responsibilities at a higher level

(5
Concern that the selection process would not be fair 

(6
Concern about possible discrimination because of my Indigenous heritage

(7
Lack of confidence in myself

(8
Lack of other people’s confidence in me

(9
Lack of support from my supervisor

(10
Don’t yet have the necessary qualifications and/or experience
(11
No desire to take on management responsibilities

(12
No desire to work longer hours associated with higher-level positions
(13
No desire to take on the responsibilities of a higher-level position
(14
No desire because remuneration/salary does not adequately compensate for the additional responsibilities associated with a 
higher-level position 

(15
No desire to relocate to another area to take up a higher-level position

(16
No desire because of a lack of positive role models amongst more senior staff

(17
No desire because higher-level positions are more exposed to the political environment 

(18
No desire to undertake more/less travel associated with higher-level position
(19
Other [Please specify] ………………………………………………….. 

38. a. Do you intend leaving the APS in the next three years?

(1 
No  [Please go to Question 39]

(2
Not sure  [Please go to Question 39]
(3
Yes, I intend to leave in the next year

(4
Yes, I intend to leave in the next 1 – 2 years

(5
Yes, I intend to leave in the next 2 – 3 years 
b. Please indicate the reason/s why you intend to leave the APS.  [Please select all that apply]

(1
End of contract

(2
To pursue job opportunities outside the APS (e.g. state/territory or local government, NGO, community organisations etc.) 
(3
Better salaries/conditions elsewhere

(4
To retire (e.g. age retirement)
(5
To relocate (e.g. interstate, overseas)

(6
Return home to country
(7
Return home to family

(8
Lack of personal support network

(9
Lack of job satisfaction

(10
Feeling under-valued

(11
Lack of workplace support

(12
Under-use of knowledge, skills and/or qualifications

(13
Excessive workload

(14
Not enough Indigenous-specific work

(15
Too much Indigenous-specific work (or not enough mainstream work)

(16
Limited career development opportunities in the APS

(17
Poor management

(18
No longer had a contribution to make

(19
Excessive levels of discrimination/harassment

(20
To pursue study

(21
Pressure of community expectations

(22
Presumed only to be able to work on issues relating to Aboriginal and Torres Strait Islander people 

(23
Views conflicted with those of the Government

(24
Take a voluntary redundancy (to get a package)

(25
Family/caring commitments

(26
Other [Please specify] ………………………………………………….. 

39. Do you believe you have the same opportunities to develop your career as non-Indigenous staff in your agency? [Please provide any comments in Comment Box H]
(1
Yes

(2
No 

(3
Not sure

	Comment Box H: If you have any comments on the ‘Career Intentions’ section, please record them here.




I. ATTRACTING AND RECRUITING INDIGENOUS APS EMPLOYEES
40. Please rate your level of agreement with the following statements relating to the selection process for APS vacancies:

	
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Not applicable

	a.
	I am able to interpret the selection documentation/job package and understand what is required of me in submitting my job application.
	(1
	(2
	(3
	(4
	(5
	(6

	b.
	I feel confident that I am able to present myself well at interview. 
	(1
	(2
	(3
	(4
	(5
	(6

	c.
	In my experience the use of recruitment providers/assessment centres
 provides a fair and objective assessment of skills.
	(1
	(2
	(3
	(4
	(5
	(6

	d.
	I would prefer (feel more comfortable) to apply for a vacancy that was advertised as an identified position.
 
	(1
	(2
	(3
	(4
	(5
	(6

	e.
	I would prefer (feel more comfortable) to apply for a vacancy that was advertised as only open to Indigenous Australians.
	(1
	(2
	(3
	(4
	(5
	(6

	f.
	I would prefer to compete in a general recruitment process.
	(1
	(2
	(3
	(4
	(5
	(6


41. Please rate your level of agreement that the following steps will be effective in increasing Indigenous representation in the APS:
	
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Don’t Know 

	a.
	Greater use of identified positions

	(1
	(2
	(3
	(4
	(5
	(6

	b.
	Advertising vacancies that are only open to Indigenous Australians 
	(1
	(2
	(3
	(4
	(5
	(6

	c.
	Increasing the number of entry level positions
	(1
	(2
	(3
	(4
	(5
	(6

	d.
	Increasing the number of traineeships/apprenticeships
	(1
	(2
	(3
	(4
	(5
	(6

	e.
	Greater use of Indigenous graduate programs/cadetships 
	(1
	(2
	(3
	(4
	(5
	(6

	f.
	Agencies promoting general vacancies more widely to Indigenous Australians, e.g. through Indigenous-specific media
	(1
	(2
	(3
	(4
	(5
	(6

	g.
	Agencies promoting themselves better as employers of choice for Indigenous Australians
	(1
	(2
	(3
	(4
	(5
	(6

	h.
	Greater use of Indigenous staff on selection panels
	(1
	(2
	(3
	(4
	(5
	(6


Comment Box I: If you have any comments on the ‘Attracting and recruiting Indigenous APS employees’ section, please record them here.

J. SUPPORT FOR INDIGENOUS APS EMPLOYEES TO ENCOURAGE RETENTION
42. Please rate your level of agreement with the following statement, ‘My agency actively supports the employment, development, retention and promotion of Aboriginal and Torres Strait Islander employees.’

(1
Strongly agree

(2
Agree

(3
Neither agree nor disagree

(4
Disagree

(5
Strongly disagree

(6
Don’t know
43. Does your agency have a formal Indigenous Employment Strategy
?

(1
Yes

(2
No
(3
Not sure

44. Do you know of any Indigenous cultural awareness training being offered by your agency to employees in general in the last 12 months?

(1
Yes

(2
No 
45. For each of the following formal support mechanisms, please indicate 
i) whether you can easily access it within your agency; and 
ii) whether you have accessed it within your agency.
	
	(i) Can you easily access this within your agency?
	(ii) Have you accessed this within your agency?

	
	
	Yes
	No
	Not Sure
	Yes
	No

	a.
	Reconciliation Action Plans (RAP)
	(1
	(2
	(3
	(1
	(2

	b.
	Indigenous HR Coordinator
	(1
	(2
	(3
	(1
	(2

	c.
	Mentoring

	(1
	(2
	(3
	(1
	(2

	d.
	Coaching

	(1
	(2
	(3
	(1
	(2

	e.
	Buddy Scheme

	(1
	(2
	(3
	(1
	(2

	f.
	Indigenous staff networks
	(1
	(2
	(3
	(1
	(2

	g.
	Special leave provisions for ceremonial leave
	(1
	(2
	(3
	(1
	(2

	h.
	Leave to attend NAIDOC celebrations
	(1
	(2
	(3
	(1
	(2

	i.
	Indigenous specific training programs
	(1
	(2
	(3
	(1
	(2

	j.
	Indigenous specific study awards (e.g. scholarships) 
	(1
	(2
	(3
	(1
	(2

	k.
	Targeted learning and development opportunities
	(1
	(2
	(3
	(1
	(2

	l.
	Encouragement to participate in the Indigenous APS Employees’ Network (IAPSEN)
	(1
	(2
	(3
	(1
	(2

	m.
	Encouragement to participate in Indigenous-specific events, e.g. the national Indigenous APS conference
	(1
	(2
	(3
	(1
	(2

	n.
	Placement and/or mobility options
	(1
	(2
	(3
	(1
	(2


46. To what extent do you agree that each of the following support mechanisms contributes to the retention of Indigenous employees?
	
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Not applicable/Not sure

	a.
	Reconciliation Action Plans (RAP)
	(1
	(2
	(3
	(4
	(5
	(6

	b.
	Indigenous HR Coordinator
	(1
	(2
	(3
	(4
	(5
	(6

	c.
	Mentoring

	(1
	(2
	(3
	(4
	(5
	(6

	d.
	Coaching

	(1
	(2
	(3
	(4
	(5
	(6

	e.
	Buddy Scheme

	(1
	(2
	(3
	(4
	(5
	(6

	f.
	Indigenous staff networks
	(1
	(2
	(3
	(4
	(5
	(6

	g.
	Special leave provisions for ceremonial leave
	(1
	(2
	(3
	(4
	(5
	(6

	h.
	Leave to attend NAIDOC celebrations
	(1
	(2
	(3
	(4
	(5
	(6

	i.
	Indigenous specific training programs
	(1
	(2
	(3
	(4
	(5
	(6

	j.
	Indigenous specific study awards 
(e.g. scholarships) 
	(1
	(2
	(3
	(4
	(5
	(6

	k.
	Targeted learning and development opportunities
	(1
	(2
	(3
	(4
	(5
	(6

	l.
	Encouragement to participate in the Indigenous APS Employees’ Network (IAPSEN)
	(1
	(2
	(3
	(4
	(5
	(6

	m.
	Encouragement to participate in Indigenous-specific events, e.g. the national Indigenous APS conference
	(1
	(2
	(3
	(4
	(5
	(6

	n.
	Placement and/or mobility options
	(1
	(2
	(3
	(4
	(5
	(6


47. If you have used other support mechanisms within your agency, please describe them here, including an indication of how effective you have found them to be in contributing to the retention of Indigenous employees:

Comment Box J: If you have any comments on the ‘Support for Indigenous APS employees to encourage retention’ section, please record them here.

Thank you for taking the time to complete this survey. Your contribution is an important input into evaluating and improving employment for Aboriginal and Torres Strait Islanders.
Please place your completed survey in the reply-paid envelope provided and return to ORIMA Research by 20 November 2009.
If you would like to make additional comments about working in the APS and/or about the survey instrument, please use the box below.
	If you have any additional comments on working in the APS and or the survey instrument, please record them here.



Please write down the password included in your invitation letter here:�


__  __  __  __  __  __  __  





Please note that if you don’t write down the password,


your questionnaire will not be included in the final results





Please make sure you answer all of the questions in this box. If you do not answer these questions, your questionnaire will not be included in the final result.








� 	The original Strategy has been revised and is available at � HYPERLINK "http://www.apsc.gov.au/" �http://www.apsc.gov.au/�.


� 	For the purpose of this document, the term ‘Indigenous’ means ‘Aboriginal and/or Torres Strait Islander’.


� 	Australian Public Service Commission 2006, Census Report Aboriginal and Torres Strait Islander APS Employees 	� HYPERLINK "http://www.apsc.gov.au/stateoftheservice/0405/indigenous/index.html" �http://www.apsc.gov.au/stateoftheservice/0405/indigenous/index.html� 


� 	See � HYPERLINK "http://www.coag.gov.au/intergov_agreements/federal_financial_relations/docs/IGA_FFR_ScheduleF_National_Indigenous_Reform_Agreement.pdf" �http://www.coag.gov.au/intergov_agreements/federal_financial_relations/docs/IGA_FFR_ScheduleF_National_Indigenous_Reform_Agreement.pdf� and � HYPERLINK "http://www.coag.gov.au/intergov_agreements/federal_financial_relations/docs/national_partnership/national_partnership_on_indigenous_economic_participation.pdf" �http://www.coag.gov.au/intergov_agreements/federal_financial_relations/docs/national_partnership/national_partnership_on_indigenous_economic_participation.pdf�.  


�     See � HYPERLINK "http://www.apsc.gov.au/" �http://www.apsc.gov.au/�


� 	By ‘substantive level’ we mean the classification level you have either been engaged at or were last promoted to. It does not mean the level you may be ‘acting’ in, or performing at temporarily. 


� 	Agencies can designate a position as an identified position if the work has an Indigenous-specific focus. This means that Indigenous or non-Indigenous staff in such positions have to have:


a demonstrated knowledge and understanding of Aboriginal and Torres Strait Islander societies and cultures; and 


a demonstrated ability to communicate sensitively and effectively with Aboriginal and Torres Strait Islander people. 


�  Cultural and community obligations can include ceremonial business, attending the unveiling of tombstones, funerals, etc. This does not include time off for NAIDOC or Reconciliation activities.


� The learning and development activities we are asking about are formal off-the-job activities. Seminars, conferences, classroom training courses, leadership programs, academic study, in-house programs and online training should be included.


� 	For the purpose of the survey discrimination is any distinction, exclusion or preference made on the basis of race, colour, sex, religion, political opinion, national extraction, social origin or other attributes that removes equality of opportunity or treatment in employment. It does not include any distinction, exclusion or preference in respect of a particular job based on the inherent requirements of the job or any distinction, exclusion or preference which is a special measure to eliminate employment related disadvantage of a particular group.


� For the purpose of the survey workplace harassment entails offensive, belittling or threatening behaviour directed at an individual or group of APS employees. The behaviour is unwelcome, unsolicited, usually unreciprocated and usually (but not always) repeated. While there is no standard definition of workplace bullying it is generally used to describe repeated workplace behaviour that could reasonably be considered to be humiliating, intimidating, threatening or demeaning to an individual or group of individuals. It can be overt or covert.


� Tokenism: the practice of hiring or appointing a token number of people from under-represented groups in order to deflect criticism.


� Racism: the belief that race accounts for differences in human character or ability and that a particular race is superior to others.


� Stereotypes: an oversimplified opinion or image of a group of people.


� 	For example, Indigenous cadetship or traineeships, identified positions, vacancies only open to Indigenous people, APS Examination for Aboriginal and Torres Strait Islanders.


� 	 Agencies can designate a position as an identified position if the work has an Indigenous-specific focus. This means that Indigenous or non-Indigenous staff in such positions have to have:


a demonstrated knowledge and understanding of Aboriginal and Torres Strait Islander societies and cultures; and 


a demonstrated ability to communicate sensitively and effectively with Aboriginal and Torres Strait Islander people.





� 	Assessment Centres are a process which comprises a number of exercises or simulations which have been designed to replicate the tasks and demands of the job for which a candidate is being considered. These exercises or simulations will have been designed in such a way that a candidate can undertake them both singly and together and candidates will be observed by assessors while they are doing the exercises. Recruitment providers are external organisations that provide recruitment services for some government agencies, for example, Manpower, Drake. They may conduct all or part of the recruitment and selection process.





� 	Agencies can designate a position as an identified position if the work has an Indigenous-specific focus. This means that Indigenous or non-Indigenous staff in such positions have to have:


a demonstrated knowledge and understanding of Aboriginal and Torres Strait Islander societies and cultures; and 


a demonstrated ability to communicate sensitively and effectively with Aboriginal and Torres Strait Islander people.





� 	Agencies can designate a position as an identified position if the work has an Indigenous-specific focus. This means that Indigenous or non-Indigenous staff in such positions have to have:


a demonstrated knowledge and understanding of Aboriginal and Torres Strait Islander societies and cultures; and 


demonstrated ability to communicate sensitively and effectively with Aboriginal and Torres Strait Islander people.


� An agency’s Indigenous Employment Strategy outlines what the agency is proposing to achieve in the area of Indigenous employment, for example, to increase Indigenous recruitment, provide certain learning opportunities and/or look at ways to increase retention.  This strategy could form part of a broader agency diversity strategy.


� Mentoring occurs when a more experienced person in any organisation (usually in a higher position) assists an employee by sharing knowledge and assists in advancing the person’s career.  A mentor is not responsible for the performance of an individual.


� Coaching is task or project focused advice in which the coach (usually another employee with the relevant expertise) is concerned with improving an employee’s performance and skills.


� Buddy schemes are where a person new to the organisation is paired up with someone who has been in the organisation for some time and can show the new person around, support them and help them settle in to the work environment.


� Mentoring occurs when a more experienced person in any organisation (usually in a higher position) assists an employee by sharing knowledge and assists in advancing the person’s career.  A mentor is not responsible for the performance of an individual.


� Coaching is task or project focused advice in which the coach (usually another employee with the relevant expertise) is concerned with improving an employee’s performance and skills.


� Buddy schemes are where a person new to the organisation is paired up with someone who has been in the organisation for some time and can show the new person around, support them and help them settle in to the work environment.
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