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Abstract 

 

This thesis investigates employer attitude/behaviour and its impact on Indigenous Australians’ 

skill acquisition and employment experience in the mining and banking industries. The current 

Indigenous employment literature has a limited number of studies on demand-side factors 

focusing on the demand for Indigenous workers and the characteristics of employers, such as 

how they perceive and treat Indigenous workers. This study adds to the emerging body of 

research with its focus on labour market discrimination and labour market segmentation as a 

result of employer attitude/behaviour to explain the employment disadvantage experienced by 

many Indigenous Australians. The study employed mixed methods to understand the 

phenomenon of Indigenous employment disadvantage in the context of the mining and banking 

organisations. The mixed-method approach included participatory observation, in-depth 

interviews conducted with a total of 29 management and 11 Indigenous employees across the 

four organisations, focus group discussions with 28 Indigenous employees, relevant document 

analysis, and a self-administered questionnaire that included 46 items distributed to a random 

sample of 278 employees. 

 

The key findings of this study confirm that systemic racism is embedded in the employment 

and training system of organisations, which is reflected in the barriers faced by Indigenous 

trainees/employees in entering and progressing through the labour market. Hence, the negative 

impacts lead to their low participation in the labour market. Furthermore, the study reveals the 

failure of executive management to take Indigenous employment seriously by embedding it as 

a goal throughout the organisation. This is reflected in the ‘silo approach’ to Indigenous 

employment, low recruitment rates, and high turnover rates that act as a ‘red flag’, indicating 

an attitude/behaviour of prejudice, ignorance, thoughtlessness and racist stereotyping that may 

exist in these workplaces. This finding is significant, as detailed empirical evidence shows that 

the mechanisms that re-produce racial inequalities between Indigenous and non-Indigenous 

groups in the case study organisations are institutional and embedded in the employment 

relations and human resource systems, policies and practices of these organisations, thus 

explaining poor employment outcomes and, in particular, low Indigenous participation in the 

labour market.  
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Chapter 1 – Introduction 

 

This chapter introduces the study by first presenting the background, which explains the need 

for this research. Next, the research problem, research significance, research purpose and 

research questions are presented. Following this, the research approach of the study is 

discussed, and an overview of the dissertation presented.  

 

Extensive data over four decades have confirmed the low status of Aboriginal and Torres Strait 

Islanders within the labour market compared to all other Australians (Hunter & Gray, 2017). 

This has been reflected in Indigenous Australians experiencing low participation and 

employment rates, coupled with lower levels of occupation and income than non-Indigenous 

Australians in the workforce (Boreham, Whitehouse, & Harley, 1993; Borooah & Mangan, 

2002; Daly, 1995; Gray, Hunter & Schwab, 2000; Hunter, 2004; Hunter & Gray, 2001, 2017; 

Hunter & Hawke, 2001, 2002; Miller, 1985; Norris, 2006; Stephens, 2010). These poor labour 

market outcomes have become determining factors in the higher poverty levels of Aboriginal 

and Torres Strait Islanders (Altman & Hunter, 1998) and are of particular importance to the 

Australian Employment Covenant (AEC), a federal government initiative directed towards 

‘Closing the Gap’ (CTG) on employment. 

 

Much research has investigated the supply-side factors involved in Indigenous employment 

disadvantage, such as the lack of education, skills, work experience, motivation to work, 

mobility, poor job commitment, unwillingness to work, and poor self-esteem, which focus on 

the acquired characteristics of Indigenous people essential for mainstream employment 

(McConnel, Demos & Carson, 2011). It was considered that these attributes would close the 

gap in social and economic status. Only recently has research investigated demand-side factors. 

These factors focus instead on characteristics of employers and how they perceive and treat 

Indigenous workers. Understanding both the supply and demand-side factors is important as 

they both shape the employment opportunities for Indigenous workers (Borooah & Mangan, 

2002). This study focuses on labour market discrimination and labour market segmentation as 

a result of employer attitude/behaviour, which has received little attention in the Indigenous 

employment literature, to help understand the labour market disadvantage experienced by 

many Indigenous Australians. 
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1.1 Background 

The labour force participation rate, according to a Australian Bureau of Statistics (ABS) Census 

report (2014), is the proportion of the working-age population ratio (i.e., 15 years or more) who 

are employed or officially recorded as unemployed but seeking employment – that is, full-time, 

part-time or casual, or are waiting to start a new job – and expressed as a proportion of the 

population. The participation rate of Indigenous people has always been lower compared to 

that of the non-Indigenous population, as recorded in Census data from 1971 (see Miller, 1985; 

Norris, 2006). Conversely, Indigenous unemployment has always been higher than for the non-

Indigenous population (Altman & Daly, 1995; Hunter & Gray, 2017). Several decades after 

the first census, the Indigenous unemployment rate has continued to be higher than non-

Indigenous population. Table 1.1 shows the Indigenous labour market participation, 

employment, and unemployment rates compared to non-Indigenous population (1971-2016 

censuses) in the last four decades.  This phenomenon has become a major issue in labour market 

policy and academic inquiry since the core issues for the Indigenous population appear to 

remain insoluble.  

 

Table 1.1: Indigenous Versus Non-Indigenous Participation, Employment, and Un-

Employment Rates Between 1971–2016 Censuses  

 

Year Indigenous  

participation 

rate % 

Non-

Indigenous  

participation 

rate % 

Indigenous 

employment 

rate % 

Non-

Indigenous 

employment 

rate % 

Indigenous  

unemployment 

rate % 

Non-

Indigenous 

unemployment 

rate % 

1971 45.6 60.7 41.4 57.7   9.3 1.7 

1976 49.5 61.4 40.7 58.7 18.8 4.5 

1981 47.3 61.3 35.7 57.6 24.6 3.7 

1986 48.3 60.0 31.3 54.5 17.1 5.6 

1991 53.5 62.9 37.1 55.6 30.8 7.3 

1996 55.2 64.1 40.7 58.2 22.9 9.2 

2001 52.9 63.7 41.7 59.9 20.0 7.2 

2006 54.5 76.0 46.0 82.0 15.6 5.1 

2011 53.3 76.4 44.2 72.2 17.1 5.5 

2016 52.0 77.0 46.6 72.0 18.4 6.8 

Source: ABS Census of Population and Housing (1971-1976, Cat. no.2105.0, Cat. no. 2104.0); ABS 

Census of Population and Housing (1981-1986, Cat. no.2103.0, Cat.no.2102.0; ABS Census of 

Population and Housing (1991-1996, Cat.no.2101.0, Cat. no.2011.0); ABS (2000, 2011, Cat. no. 

62870.0 Tables A1, A2); ABS Census of Population and Housing (2006–2011, Cat. no. 20770); ABS 

Census of Population and Housing (2016, Cat no.2076.0, Cat no.2071.0). 
 

Footnote(s): (a)Caution should be used when interpreting the census labour force data due to 

changes in methodology designs between the census. For example, results of the 1976 Census 

were processed on a sample basis and therefore subject to sampling error. In years 2006, 2011 
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and 2016 censuses have a different time series profile compared to the other censuses. 

However, the data do allow broad conclusions to be drawn regarding differences in the labour 

force characteristics of Indigenous and non-Indigenous populations.  

 

In 1970-71, the commonwealth government initiatives specifically aimed to raise Indigenous 

employment in three sectors: Agriculture (24.3% relative to 7.3% non-Indigenous), 

Community Services (25.8% compared to 10.7% non-Indigenous), and Public Services (3.8% 

compared to 5.4% non-Indigenous),which encouraged greater employment growth for 

Indigenous people than non-Indigenous population (Altman & Daly, 1992). Hence,the low 

Indigenous unemployment rate in the 1971census compared to any other census. However, this 

did not last long as Australia began to experience the beginning of an economic recession as 

unemployment and inflation began to rise simultaneously for the first time in  1972 -73 (Altman 

& Daly, 1992).  

 

The overall high un-employment rates in the 1970s,1980s, and early 1990s meant that 

Indigenous people were not able to make any significant advancement in employment (Miller, 

1985; Norris, 2006) (see Figure 1.1). This phenomenon was attributed by many researchers 

(Altman, 1991; Altman & Hunter, 1998; Altman & Nieuwenhuysen, 1979; Daly, 1995; Fiske, 

1985; Henderson, 1975; Miller, 1985; Taylor, 1993; Taylor & Altman, 1997) to the lack of 

relevant skills, lack of education, poor work experience, lack of motivation to work among 

Indigenous people, and the geographical location of most Indigenous people, who lived in rural 

and remote areas where few jobs were available (Gray & Hunter, 2011). In addition, authors 

like Henderson (1975) and Altman and Nieuwenhuysen (1979) suggested that employer 

attitude/behaviour towards Indigenous people could be a cause of Indigenous employment 

disadvantage as some employers were prejudiced against Indigenous people and so would not 

offer them jobs. However, while this finding pointed to systemic discrimination in Indigenous 

employment, it was not further investigated in the literature (Norris, 2006).  
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Figure 1.1: Indigenous Versus Non-Indigenous Un-Employment Rate – 1971 to 2016 

Source: ABS Census of Population and Housing (1971-1976, Cat. no.2105.0, Cat. no. 2104.0); ABS 

Census of Population and Housing (1981-1986, Cat. no.2103.0, Cat.no.2102.0; ABS Census of 

Population and Housing (1991-1996, Cat.no.2101.0, Cat. no.2011.0); ABS (2000, 2011, Cat. no. 

62870.0 Tables A1, A2); ABS Census of Population and Housing (2006–2011, Cat. no. 20770); ABS 

Census of Population and Housing (2016, Cat no.2076.0, Cat no.2071.0). 

 

From 1996 to 2006, the situation began to improve overall for Indigenous Australians, which 

was attributed to the large-scale creation of the Community Development Employment Project 

(CDEP) scheme jobs (Hunter, 2004), where participants were expected to work for their benefit 

entitlement (Altman, Gray, & Sanders, 2000). According to Hunter (2004), the size of 

improvement in the Indigenous employment rate in the 1990s to millennium years was similar 

to the number of jobs created in the CDEP scheme over the same period. Conversely, Biddle, 

Taylor, and Yap (2009) attributed the increase in employment rate for both groups to the strong 

economic growth during 1990s and up to 2008. Similarly, Gray and Hunter (2011) explained 

that the increase was due to strong macroeconomic growth, which resulted in the increase in 

participation rate of Indigenous Australians over the same period. During this period the 

Indigenous participation and employment rates grew rapidly, indicating a high overall 

Indigenous participation and employment rates compared to previous years (see Figures 1.2 

and 1.3). 
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Figure: 1.2: Indigenous Versus Non-Indigenous Participation Rate – 1971 to 2016 

Source: Source: ABS Census of Population and Housing (1971-1976, Cat. no.2105.0, Cat. no. 2104.0); 

ABS Census of Population and Housing (1981-1986, Cat. no.2103.0, Cat.no.2102.0; ABS Census of 

Population and Housing (1991-1996, Cat.no.2101.0, Cat. no.2011.0); ABS (2000, 2011, Cat. no. 

62870.0 Tables A1, A2); ABS Census of Population and Housing (2006–2011, Cat. no. 20770); ABS 

Census of Population and Housing (2016, Cat no.2076.0, Cat no.2071.0). 

 

However, Hunter, Kinfu, and Taylor (2003) examined the net change in employment outcomes 

for Indigenous Australians from 1996 to 2002 under the Howard government and found that 

there was not much improvement at all in the overall participation of Indigenous people in the 

labour market since 1996 (p. 20). The authors’ position was based on their calculation of the 

current fiscal cost of failure to eradicate Indigenous unemployment disparity, which was 

estimated to be about 0.5% of Australia’s gross domestic product (GDP; as cited in Larkin, 

2013). Hence, Hunter et al. (2003) concluded that this cost would continue to increase and so 

could the current deterioration of Indigenous people’s overall situation. However, this forecast 

was predicted during the economic catch-up period from 1996 till 2008 when there was a 

rapidly changing skill-based and competitive labour market that increased Indigenous overall 

participation and employment rates over the same period (see Figures 1.2 and 1.3). Yet, the 

researchers chose to highlight the limitations of Indigenous people, such as locational 

disadvantage, poor human capital endowments, and social exclusion, as reasons for their low 

levels of labour market participation (Larkin, 2013). 
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Figure 1.3: Indigenous Versus Non-Indigenous Employment Rate – 1971 to 2016 

Source: ABS Census of Population and Housing (1971-1976, Cat. no.2105.0, Cat. no. 2104.0); ABS 

Census of Population and Housing (1981-1986, Cat. no.2103.0, Cat.no.2102.0; ABS Census of 

Population and Housing (1991-1996, Cat.no.2101.0, Cat. no.2011.0); ABS (2000, 2011, Cat. no. 

62870.0 Tables A1, A2); ABS Census of Population and Housing (2006–2011, Cat. no. 20770); ABS 

Census of Population and Housing (2016, Cat no.2076.0, Cat no.2071.0). 

 

The Indigenous participation and employment rates declined once again in 2011 and have 

continued to fluctuate until 2016. According to Gray and Hunter (2016), the decline after 2008 

was due to the Global Financial Crisis (GFC) or the general softening of the Australian labour 

market that affected Indigenous employment greatly compared to the rest of the Australian 

population. The authors (Gray & Hunter, 2011; Hunter, 2010) agreed that both the economic 

and employment growth in Australia was slow after 2008, hence the increase in the 

unemployment rate for both groups. The overall decline in employment rate was consistent 

with experiences from past recessions and economic slowdowns. However, Gray and Hunter 

(2011, 2016) and Hunter (2010) did not take into consideration the minimal effect the GFC had 

on the employment rate of the non-Indigenous population, especially when non-Indigenous 

employees were highly represented in sectors that were hardest hit in the GFC, such as 

manufacturing, wholesale and retail trade, and business services sectors (Deloitte Touché 

Tohmatsu, 2014). Another possible explanation for this was employer prejudice in the 

workplace resulting in poor Indigenous employment outcomes, reflected in the decline of 

employment rate from 46% in 2006 to 44.2% in 2011, which warrants further investigation. 

Therefore, research that examines the demand-side factors such as employer 

attitude/behaviour, as proposed in this study, will potentially contribute to the explanations for 

Indigenous employment disadvantage.   
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1.2 Research Problem 

There has been some information in the literature dating back decades suggesting that employer 

attitude/behaviour may have created employment disadvantages for Indigenous people 

(Altman & Nieuwenhuysen, 1979). However, the absence of any rigorous research on 

employer attitude/behaviour implies that the problem lies with the Indigenous people 

themselves, not with a system that has failed to provide Aboriginal and Torres Strait Islanders 

with opportunities to acquire relevant skills and employment experience (Norris, 2006). As 

noted above, the issue of employer attitude/behaviour is either left uncertain or dismissed 

without adequate examination, and/or is briefly discussed by authors such as Altman and 

Hunter (1998), Altman and Nieuwenhuysen (1979), Daly (1995), and Henderson (1975).  

 

In contrast, authors such as Booth, Leigh, and Varganova (2012), Crawley and Sinclair (2003), 

Ganter (2010), Hunter (2004), Hunter and Hawke (2001, 2002), Larkin (2013), Norris (1998, 

2006), and Sammartino, Flynn, and Nicholas (2003) have found that the employer 

attitude/behaviour is significant in Indigenous employment. However, these studies used either 

quantitative or qualitative data only, which according to researchers (Biddle, Howlett, Hunter, 

& Paradies, 2013) is inadequate to understand the issue involved, as the disadvantage issue is 

multilayered and deeply rooted in the human resource policies and practices of workplaces. 

Thus, according to Hunter (2015), it is necessary to collect multilevel data that link detailed 

information on employers and employees with a substantial sample of Indigenous workers, 

which requires a mixed-method approach to analyse the issue fully, as proposed in this study.  

 

1.3 Research Significance 

The study has both theoretical and practical significance. First, the study exploits the internal 

labour market theories (taste-based, statistical, and institutional discrimination and segmented 

labour market theories) that underpin this study as analytical tools to explore whether employer 

discrimination is a cause of Indigenous disadvantage in the labour market. These theories are 

useful in explaining the decisions employers make regarding hiring, training, and retaining of 

Indigenous employees. Second, the research examines how employers’ approach human 

capital investment when dealing with Indigenous trainees or employees by reviewing the 

current pre-employment training packages provided by the case study organisations to 

determine whether they are effective for Indigenous trainees/employees. Third, the study 

investigates Indigenous employment strategies, programs and practices, and analyses whether 
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these are sufficient to increase Indigenous participation and sustain Indigenous employment. 

Finally, the research explores the relationships between employer attitude/behaviour and 

Indigenous skill acquisition and employment experience by obtaining Indigenous employees’ 

feedback via survey, focus group discussion(s) and interviews. 

 

1.4 Research Purpose 

The purpose of this research is to obtain a more comprehensive explanation for Aboriginal and 

Torres Strait Islanders’ employment disadvantage by examining employer attitude/behaviour 

towards Indigenous employees’ skill acquisition and employment experience. This is 

warranted because supply-side factors cannot explain the persistence of the issue leading to 

low participation of Indigenous people in the labour market.  

 

Further, the intervention of the federal government via Indigenous employment strategies and 

initiatives, including the combined efforts of Reconciliation Australia (RA) and the Australian 

Employment Covenant (AEC), have not proved sufficient, given the widening of the 

employment gap between the Indigenous and non-Indigenous populations and the complexities 

of meeting national employment targets. Hence, this study focuses on labour market 

discrimination and labour market segmentation as a result of employer attitude/behaviour to 

explain the issue of Indigenous employment disadvantage.  

 

1.5 Research Questions 

The study investigates the following research questions. 

 

RQ1. How do employers’ approach human capital investment when dealing with Indigenous 

trainees/employees?  

 

RQ2. Are the existing Indigenous employment strategies, programs, and practices sufficient 

to sustain Indigenous employment? If yes, how? If no, why? 

 

RQ3. Is there a relationship between employer attitude/behaviour and Indigenous skill 

acquisition? 

(a) Is there a relationship between Professional and Organisational Esprit (POE) and 

Employee Training and Development (ETD)? 
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(b) Is there a relationship between Leader Facilitation and Support (LFS) and Employee 

Training and Development (ETD)? 

(c) Is there a relationship between Work-group Cooperation and Friendliness (WCF) and 

Employee Training and Development (ETD)? 

(d) Is there a relationship between Organisational Policies and Practice (OPP) and Employee 

Training and Development (ETD)? 

(e) Is there a relationship between Role Conflict and Ambiguity (RCA) and Employee 

Training and Development (ETD)? 

 

RQ4. Is there a relationship between employer attitude/behaviour and Indigenous employment 

experience? 

(a) Is there a relationship between Professional and Organisational Esprit (POE) and 

Likelihood of Leaving (LL)? 

(b) Is there a relationship between Leader Facilitation and Support (LFS) and Likelihood of 

Leaving (LL)? 

(c) Is there a relationship between Work-group Cooperation and Friendliness (WCF) and 

Likelihood of Leaving (LL)? 

(d) Is there a relationship between Organisational Policies and Practice (OPP) and Likelihood 

of Leaving (LL)? 

(e) Is there a relationship between Role Conflict and Ambiguity (RCA) and Likelihood of 

Leaving (LL)? 

 

1.6 Research Approach 

To investigate the dynamics between employer attitude/behaviour and Indigenous Australians’ 

skill acquisition and employment experience in the two sectors, a mixed method is employed 

using the pragmatic paradigm (i.e., ‘what works’ and practice), as it informs both qualitative 

and quantitative data collection and translates the broad philosophical ideas into practice 

(Creswell, 2015). The mixed-method study employs both a qualitative approach (i.e., open-

ended interviews, focus group discussions, participatory/observations and relevant document 

analysis), and a quantitative approach (i.e., surveys using questionnaires and structured 

interviews) in data collection, as the use of one approach alone may not be sufficient for gaining 

the understanding of the Indigenous employment problem (Creswell, 2003).  
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The focus of the qualitative approach is to determine management’s attitude/behaviour towards 

Indigenous employees via multiple case study (two mines and two banks). The study explores 

the differences within and between the four organisations to either predict comparable results 

across cases or predict contrasting results based on a theory (Yin, 2003). Two sectors are 

chosen due to the differences between them regarding Indigenous employment. The mining 

sector has high numbers of Indigenous employees due to obligations to the Aboriginal 

traditional owners contained in land-use agreements, while the finance/banking sector has 

historically had few Indigenous employees and has been attempting to engage Indigenous 

workers, often in traineeships, as part of diversity policies and Reconciliation Action Plans 

(RAPs).  

 

The quantitative approach is to test hypotheses and to use a combination of descriptive and 

exploratory statistics to investigate the relationship between the seven organisational climate 

constructs used to model the impact of employer attitude/behaviour on Indigenous employment 

outcome. A self-administered questionnaire (paper and/or online surveys) is to be completed 

by employees across the four organisations. The seven organisational climate constructs consist 

of five independent constructs (Professional and Organisational Esprit, Leader Facilitation 

and Support, Work-group Cooperation and Friendliness, Organisational Policies and 

Practice, and Role Conflict and Ambiguity), which represent employer attitude/behaviour, and 

two dependent constructs (Employee Training and Development and Likelihood of Leaving), 

which represents the employees’ skill acquisition and employment experience.  

 

The triangulation of data sources and data types becomes the primary strategy used to support 

the principle in case study research that the phenomenon should be explored from multiple 

perspectives (Knafl & Breitmayer, 1989). Furthermore, the collection and comparison of the 

data will enhance data quality based on the principles of idea convergence and the confirmation 

of findings (Creswell, 2003). Hence, the study will provide rich and unique data to inform the 

question of Indigenous employment disadvantage from the demand side. 

 

1.7 Dissertation Structure 

This thesis is divided into eight chapters as described below. 
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Chapter 1: Introduction provides an introduction and brief overview of the research. It 

includes the background of the research, research problem, research significance, research 

purpose, research questions, research approach, and an outline of the thesis.  

 

Chapter 2: Literature Review is divided into four parts. Part one provides a comprehensive 

review of the Indigenous Australian workforce participation literature, including the trends in 

industry of employment, occupational employment and income, which highlights Indigenous 

employment disadvantage. Part two explores the literature on Indigenous employment policies 

of Australian governments, providing the broader context in which Australian organisations 

operate with respect to Indigenous employment. Part three examines the supply and demand-

side analysis of Indigenous employment as they both shape the employment opportunities for 

Indigenous workers. Part four discusses the theoretical framework that underpins this research. 

 

Chapter 3: Methodology presents a detailed description of the methods used in this study. 

First, the research paradigm, including the justification for the mixed methodology and the 

strategy of inquiry, is outlined. Second, the data collection, analysis techniques, research 

procedures and sampling techniques are outlined, including details of the two model constructs. 

Finally, the ethical considerations affecting the study are discussed.  

 

Chapter 4: Qualitative Results Mining is divided into two parts. Part one presents the 

findings from Mine 1 – South32 (GEMCO). Part two presents the findings from Mine 2 – Rio 

Tinto Iron Ore (RTIO). The findings from each mine include participants’ profiles, narrative 

accounts from management representatives and Indigenous employees regarding Indigenous 

employment, and relevant human resources (HR) strategies, programs and activities. In 

addition, the recruitment and selection strategies, training and development programs, cultural 

awareness training, mentoring programs and retention strategies implemented by each mine 

are presented. The finding presents the qualitative results for Research Questions 1 and 2.  

 

Chapter 5: Qualitative Results Banking is divided into two parts. Part one presents results 

from Bank 1 – Australia New Zealand Banking Group Limited (ANZ). Part two presents 

findings from Bendigo and Adelaide Banking Group Limited (BAB). The findings from each 

bank include participants’ profiles, narrative accounts from management representatives and 

Indigenous employees regarding Indigenous employment, relevant HR strategies, programs 

and activities. In addition, the Reconciliation Action Plan (RAP), Employment Covenant, 



 27 

Indigenous Action Plan (IAP), recruitment and selection strategies, training and development 

programs, cultural awareness training, and mentoring programs and retention strategies 

implemented by each bank are presented. The finding presents the qualitative results for 

Research Questions 1 and 2.  

 

Chapter 6: Quantitative Results is divided into two parts. Part one presents the results from 

Mine 1 – GEMCO. Part two presents findings from Bank 1 – ANZ. The findings include 

descriptive statistics, exploratory factor analysis (EFA), reliability analysis, and correlation and 

multiple linear regression analysis. In addition, the finding presents the quantitative results for 

Research Questions 3 and 4. 

 

Chapter 7: Discussion is divided into four parts. Each part presents the findings for each of 

the four research questions. Research Question 1 explores how employers’ approach human 

capital investment when dealing with Indigenous trainees/employees. Research Question 2 

examines whether existing Indigenous employment strategies, programs, and practices are 

sufficient to sustain Indigenous employment. Research Question 3 investigates whether there 

is a relationship between employer attitude/behaviour and Indigenous skill acquisition. 

Research Question 4 examines whether there is a relationship between employer 

attitude/behaviour and Indigenous employment experience. 

 

Chapter 8: Conclusion provides a summary of the research, including the main purpose of 

the study, the nature of the study, the summary of the research findings, and research 

limitations. The theoretical and practical implications, recommendations and areas for future 

research are also presented. The overview of this dissertation is illustrated in Figure 1.1.   
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Figure 1.4: Overview of the dissertation. 

 

1.8 Conclusion 

This chapter has provided an overview of Indigenous Australians labour market participation 

over four decades and the rationale for the research that examines employer attitude/behaviour 

as a cause of Indigenous employment disadvantage. The chapter began with a description of 

the fluctuation of Indigenous participation rate in the labour market and then discussed factors 

contributing to Indigenous employment disadvantage. Both supply- and demand-side factors 

must be included to obtain a more comprehensive explanation of employment disadvantage. 

Finally, the chapter presented the research questions and overview of the thesis.  

  

Chapter 1: Introduction 

Chapter 2: Literature Review 

Chapter 3: Methodology 

Chapter 4: Qualitative Results (Mining) 

Chapter 5: Qualitative Results (Banking) 

Chapter 6: Quantitative Results (Mine 1 and 

Bank 1) 

Chapter 7: Discussion 

Chapter 8: Conclusion 
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Chapter 2 – Literature Review 

 

2.1 Introduction 

The objective of this chapter is to provide a comprehensive review of research relating to 

Indigenous participation and disadvantage in the labour market. Finding sustainable 

employment can be an enormous challenge for Indigenous Australians (Gray & Hunter, 2016) 

as they have a long history of disadvantage in employment, dating back to the beginning of 

white settlement more than 200 years ago (Norris, 2006). This situation of low Indigenous 

participation is highlighted in the Australian Bureau Statistics (ABS) Census reports, National 

Aboriginal and Torres Strait Islander Social Surveys (NATSISS), and many cross-sectional 

and longitudinal studies. According to the ABS (2014) report, Aboriginal people and Torres 

Strait Islanders (Indigenous Australians) are less likely to be employed and more likely to be 

unemployed or not in the labour force compared to non-Indigenous Australians. Only 57.1% 

of Indigenous people participated in the labour market compared to 77.0% of non-Indigenous 

people (ABS, 2016). The enormous disparity in participation between the two groups reflected 

in the data collected since the 1967 referendum when Indigenous people were included in the 

Census for the first time has not changed (Altman & Nieuwenhuysen, 1979; Daly, 1995; 

Hunter, 2004; Hunter & Gray, 2001, 2002; Hunter & Hawke, 2001, 2002; Larkin, 2013; Miller, 

1985; Norris, 1998, 2006; Sammartino, Flynn, & Nicholas, 2003).  

 

Despite sustained economic growth, the overall labour market status of Indigenous peoples has 

not improved (Gray & Hunter, 2011). No agreement exists among analysts on the reasons for 

this, and the inequality gap between Indigenous and non-Indigenous populations continues to 

widen (Gray, Hunter, & Lohoar, 2012). To narrow the employment gap between Indigenous 

and non-Indigenous populations, researchers and policy makers have investigated both supply- 

and demand-side factors (Gray et al., 2012). Most researchers (Altman & Hunter, 1998; 

Barwick, 1962; Beasley, 1970; Bell, 1956; Borland & Hunter, 2000; Calley, 1956; Doobov, 

1972; Gray & Hunter, 2016; Henderson, 1975; Hill, 1975; Hinton, 1966; Hunter & Daly, 2013; 

Hunter & Gray, 2001, 2012; Pearson, 2009; Rogers, 1973; Taylor, 1993) have focused on 

supply-side factors. These include poor education, lack of skills, unreliability, lack of 

motivation, poor hygiene, low self-esteem, laziness, kinship obligations, more caring 

responsibilities due to larger numbers of children, higher rates of disability, more interactions 

with the criminal justice system, negative incentives created by the welfare system, and living 
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in the wrong location (rural and remote areas). In contrast, a much smaller number of studies 

(Booth, Leigh, & Varganova, 2012; Crawley & Sinclair, 2003; Ganter, 2010; Hunter, 2004; 

Hunter & Hawke, 2001,2002; Larkin, 2013; Norris, 1998, 2006; Sammartino, O’Flynn, & 

Nicholas, 2003) have examined the demand side of Indigenous employment, including 

discrimination in the workplace, Eurocentrism, poor workplace conditions for Indigenous 

workers, different characteristics of Indigenous workplaces, and employer prejudice against 

Indigenous job seekers. Therefore, more research from the demand side is needed to fully 

investigate this issue. Some studies (Biddle, 2013; Biddle et al., 2013; Birch, 2014; Birch & 

Marshall, 2018; Daly, 1995; Gray & Hunter, 1999; Hunter, 2015; Hunter & Yap, 2014; Jones, 

1993; Parmenter & Kemp, 2007; Tiplady & Barclay, 2007) have found that employer 

discrimination is a cause of Indigenous employment disadvantage but have not sufficiently 

explored how and why discrimination occurs. Other researchers (Booth, Leigh, & Varganova, 

2012; Crawley & Sinclair, 2003; Ganter, 2010; Hunter, 2004; Hunter & Hawke, 2001, 2002; 

Larkin, 2013; Norris, 1998, 2006; Sammartino et al., 2003) have either used a single 

methodology design to investigate and explain the complexities of Indigenous employment 

disadvantage, and/or did not use a theoretical framework to support their findings when 

explaining differentials in the Census data. On the contrary, this study examines the 

phenomenon using a mixed theoretical framework that combines internal labour market 

theories (taste-based discrimination, statistical discrimination, institutional racism 

discrimination, and segmented labour market) to explain the attitude/behaviour of employers 

towards Indigenous employees.  

  

The chapter will proceed as follows. First, it will examine key features of Indigenous workforce 

participation, such as industry, occupation, and income. Second, it will review the literature on 

the relative success of various national Indigenous employment policies and programs. Third, 

it will examine the treatment of supply-side factors and then of demand-side factors in the 

literature. Finally, it will set out the relevant theories that may help explain employer 

attitude/behaviour and will provide an explanation of the theoretical framework that underpins 

this study.  
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2.2 Indigenous Australians Workforce Participation  

This section examines the key features of Indigenous workforce participation and is divided 

into three subsections: industry of employment trends, occupational employment trends, and 

income trends. 

 

2.2.1 Industry of employment trends 

Trends in the types of industries that employ Indigenous Australians have been influenced by 

many factors since the 1970s. Factors such as CDEP, structural economic changes, and the 

GFC have contributed to changes in the types of industries that have employed Indigenous 

people that may have contributed to their disadvantage (Hunter, 2004). For example, in the 

1970s to early 1990s, Indigenous people were mainly concentrated in a few industries such as 

agriculture, community/health services, and public administration (ABS, 1991). According to 

Altman and Nieuwenhuysen (1997), employed Indigenous men were concentrated in the 

agricultural sector, while Indigenous women worked in the community/health service sector, 

both groups largely in occupations classified as having low skill levels. In comparison, non-

Indigenous Australians were concentrated in industries such as manufacturing, wholesale and 

retail/trade, and finance/insurance and property (ABS, 1991; see Table 2.1). 

 

Table 2.1: Major Industries of Employed Indigenous and Non-Indigenous People, 1971–

2011 

Industry 1971 % 

  I              O 

1976 % 

  I              O   

1981 % 

  I             O 

1986 % 

  I            O 

1991 % 

  I           O 

2006 % 

I              O 

2011 % 

I              O 

Agriculture, Forestry, 

Fishing & Hunting 

24.3   7.3 11.6   7.0 10.2   6.0   7.1   5.6   4.8   4.5   3.2   3.2    2.2   2.1 

Mining   2.6   1.4   1.7   1.3   1.9   1.4   1.9   1.4   1.6   1.2   2.2   1.2   3.8   1.8 

Manufacturing 11.7 23.2 14.5 19.7   8.7 17.8   8.8 15.0   7.5 13.2   7.9 10.8   6.4   9.4 

Electricity, Gas &Water   0.8   1.7   1.2   1.8   1.4   2.0   1.6   1.9   1.0   1.3   1.0   1.0   1.0   1.0 

Construction 10.1   7.9 11.0   7.4   5.2   6.3   6.0   6.6   4.9   5.9   7.3   8.0   8.2   8.6 

Wholesale & Retail 

Trade 

  6.1 18.9   9.8 18.1   6.6 17.4   9.5 18.9 10.0 18.9 17.3 22.7 10.8 15.0 

Transport & Storage   3.3   5.2   4.9   5.0   5.6   5.2   6.2   5.3   3.9   4.6   4.2   4.8   4.2   4.6 

Communications   0.7   2.0   1.1   1.9   1.1   2.0   1.6   2.1   1.3   1.6   1.1   2.0   1.0   1.9 

Finance/Insurance & 

Property 

  1.2   7.0   2.9   7.2   2.2   8.5   3.9 10.2   3.8 11.1   2.2   5.7   1.2   3.8 

Public Administration   3.8   5.4   9.5   5.6 10.4   5.6 12.1   6.0 12.7   5.6 20.9   9.9 13.2   6.4 

Community/Health 
Services 

25.8 10.7 15.4 13.5 22.0 14.9 28.4 17.3 31.4 17.6 15.4 10.7 15.0 10.9 

Recreation   3.8   5.1   4.1   4.9   3.6   5.2   5.4   6.1   5.7   7.0   1.7   1.4 14.2 11.9 

Not classified/Not 

Stated 

  6.6   4.1 12.3   6.7 21.2   7.6   7.3   5.9 11.6   7.4 – – – – 
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Education & Training – – – – – – – – – –   8.8   7.9   9.4   8.0 

Business Service – – – – – – – – – – – –   6.2 10.5 

 

Note: Employed Indigenous = I; Non-Indigenous people = O (others). 

Sources: Altman & Daly (1992); ABS Census of Population and Housing (ABS, 1991, 2006, 

2011, 2013). 

 

From the 1970s, technological advances, innovation that led to the rise of large-scale and 

capital-intensive agribusiness, and emerging environmental concerns such as the effect of 

prolonged and widespread drought (Edwards, Gray, & Hunter, 2014), coupled with changes in 

consumer demand and government policies, caused structural economic changes to occur 

(Kelly, 1990). The change resulted in a sharp decline of Indigenous employment in agriculture, 

forestry, fishing, and hunting from 24.3% in 1971 to 4.8% in 1991 (Tesfaghiorghis & Altman, 

1991, p. 16). Similarly, Indigenous employment declined in the manufacturing industry (from 

11.7% to 7.5%) over the same period as the sector eliminated many potential jobs for unskilled 

people, including many Indigenous workers. Although the non-Indigenous workforce 

generally followed a similar pattern due to large-scale downsizing and structural change in the 

agriculture and manufacturing industries, the decline was not as substantial as in the Indigenous 

group. According to Hunter (2004), the decline was severe for Indigenous workers as 

Indigenous employment in the agriculture sector had more than halved between 1971 and 1976 

as compared to non-Indigenous employment. Thus, they became ‘victim’ to the move to more 

capital-intensive agricultural techniques that was happening throughout the economy (Altman 

& Nieuwenhuysen, 1979). Taylor (1992) concluded that Indigenous people became 

increasingly worse off between 1971 to 1991 due to their lack of skills and their concentration 

in the agriculture and manufacturing sectors. Such lack of opportunity to acquire skills may be 

a symptom of deeper systemic discrimination by employers, a possibility not considered by 

researchers (Norris, 2006).  

 

A recent report by the Productivity Commission (2016) found that for Indigenous people, skill 

training was positively related to employment. However, the National Aboriginal and Torres 

Strait Islander Social Survey (NATSISS, 1996) notes that ‘some non-Indigenous people may 

have been attending a training course as a consequence of being in a job and not the other way 

around’ (ABS, 1996, p. 70, emphasis added). In other words, researchers of Indigenous 
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employment do not ask how non-Indigenous Australians acquire skills and how they may start 

their working life without fully developed skills (Norris, 2006).  

 

The largest employment gaps for Indigenous Australians over several censuses were in the 

wholesale/retail trade, manufacturing, and finance/insurance and property sectors, where they 

were under-represented in comparison to non-Indigenous Australians (Hunter, 2009). The 

concentration of non-Indigenous people in skilled jobs in these sectors, according to Hunter’s 

(2009) analysis, enabled them to be less affected by the sectoral change linked with job losses 

in declining industries such as the agriculture and the manufacturing sectors. In addition, 

Hunter (2009) emphasised that Indigenous employees were still affected by macroeconomic 

conditions that worsened Indigenous employment outcomes due to strong competition for jobs 

in industries that employ Indigenous people. Once again, it seems that the author was referring 

to deficits within the Indigenous cohort that would lead to poor employment outcomes under 

macroeconomic conditions. Employers’ preference for non-Indigenous over Indigenous 

workers, due to the perceived deficits of the latter, was not raised as a possible reason for 

Indigenous Australians’ poor employment outcome.  

 

Researchers have highlighted two significant changes between 1991 and 2011. The first is the 

substantial decline of Indigenous employment in the community/health services sector from 

31.4% in 1991 to 15.0% in 2011. The second is the substantial increase of Indigenous 

employees in the public administration sector from 12.7% to 20.9%. According to Hunter 

(2004), the former was due to Indigenous male employees either voluntarily resigning because 

the nature of the job was more female-oriented, and/or ongoing health issues faced by many 

Indigenous males. The latter was due to increases in CDEP employment supported by the 

federal government. The possibility of institutional discrimination as the cause of the decline 

in Indigenous employment in the community/health services sector was mentioned but not 

investigated further by Hunter. However, Henry, Houston, and Mooney (2004) argue that 

institutional discrimination in the Australian healthcare sector was in fact a barrier to the 

participation of Indigenous workers.   

 

In the new millennium, the industry of employment was similar to that observed in earlier 

censuses, with the exception of increased Indigenous involvement in mining, which began in 

2001 and grew strongly between 2006 and 2011 (Gray, Hunter, & Howlett, 2013). However, 

it is important to note that mining overall was only 2.0% of total employment in 2006 and 3.8% 
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in 2011, and any growth from such a low base would not address overall Indigenous 

unemployment. Tiplady and Barclay (2007) and Brereton and Parmenter (2008) found that 

most mines had a small Indigenous workforce compared to the non-Indigenous workforce. 

Their study emphasised that most Indigenous employment targets/quotas stipulated in land-use 

agreements with traditional owners were not met due to factors such as the lack of job-ready 

skills among local Indigenous people, low education levels, and cultural/family and personal 

issues among Indigenous people. The issue of employer discrimination was mentioned as a 

possible cause of disappointing employment outcomes but was not examined further by 

Tiplady and Barclay (2007), nor by Brereton and Parmenter (2008).  

 

Similarly, Hunter (2009) described the mining sector as a ‘doubtful employer’ for Indigenous 

people in the future due to uncertainty in export demand. Under such conditions, firms prefer 

to postpone their investment and hiring decisions (Bloom, 2009). Thus, the existence of hiring 

and firing costs gives a particular reason for uncertainty to affect employment (Bloom, Bond, 

& Van Reenen, 2007). Bishop, Kent, Plumb, and Rayner (2013) added that when large-scale 

resource investment subsides, the production phase becomes less labour intensive and the 

mining sector employment declines. However, it should be noted that notwithstanding the 

mining boom pre-GFC, the Indigenous workforce is still small compared to the non-Indigenous 

workforce. Therefore, the uncertainty in export demand will further lessen the participation of 

Indigenous people in the mining sector.  

 

In the same way, Hunter (2009) characterised the general lack of involvement of Indigenous 

people in the finance/banking sector as a ‘blessing in disguise’ as it insulated them from 

economic downturns that cause job losses in the sector. Once again, the number of Indigenous 

employees in the finance/banking sector is very small compared to the mining sector, so any 

effort to cut costs and improve bottom lines via job losses or cutting back on hiring new 

employees will further reduce the participation of Indigenous people in the finance/banking 

sector. The reason for the lack of involvement of Indigenous people in the mining and 

finance/banking sectors was not been explored further.  

 

The 2016 ABS Census data indicated that the mining industry was ranked the 10th most 

important employer of Indigenous people, with a high proportion of Indigenous people in its 

workforce (3.8%), while the finance/banking sector was ranked as the 16th employer of 

Indigenous people, with a low proportion of Indigenous people in its workforce (1.2%). The 
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stark difference in the context of the two sectors regarding Indigenous employment is the 

reason they were selected to be examined in this study.  

 

2.2.2 Occupational employment trends 

The types of jobs occupied by Indigenous people may help explain their overall labour market 

disadvantage. Studies focusing on occupation have been conducted from the mid-1950s 

(Altman & Hunter, 1998; Barwick, 1962; Beasley, 1970; Bell, 1956; Calley, 1956; Doobov, 

1972; Henderson, 1975; Hill, 1975; Hinton, 1966; Hunter & Gray, 2013, 2017; Rogers, 1973; 

Taylor, 1993). These studies have found that Indigenous people are largely confined to 

unskilled, casual and seasonal work, with the few in skilled occupations living in urban areas 

or major cities. In the 1990s, there was a slight improvement in occupational status with the 

proportion of Indigenous people in professional positions increasing, although they were still 

underrepresented as managers and administrators and overrepresented as labourers. For 

example, according to Taylor (1993), there was a reduction in the degree of occupational 

segregation between Indigenous and non-Indigenous workers from 1986 to 1991, but he 

cautioned that more detailed occupational data showed ‘Indigenous workers occupy only a 

limited range of skilled positions and often at lower levels of seniority’ (1993, p. 29). Taylor 

(1993) assumed, with no evidence to support his assumption, that the improved situation was 

due to an improvement in skills of Indigenous people and failed to explain how he concluded 

that skill levels of Indigenous workers had increased. Nor did he further pursue explanations 

for the narrower range and lower seniority of positions occupied by Indigenous workers 

(Norris, 2006). According to Norris (2006), until the actual skill level rather than the assumed 

skill level of both Indigenous and non-Indigenous Australians is fully investigated at different 

career stages, any conclusion about the lack of employment of Indigenous Australians due to 

lack of skills is unsound.  

  

The 2006 and 2011 Census data used a revised classification (ANZSIC06 and ANZSCO) for 

occupation. Both classifications were not directly comparable to those used in the 2001 Census. 

The 2006 and 2011 data showed that Indigenous people continued to be overrepresented in 

three occupational groups (labourers, community and personal services workers, and 

machinery operators/drivers), as shown in Table 2.2. In contrast, the most common 

occupational group for non-Indigenous people was professionals and managers. A similar 

proportion of both Indigenous and non-Indigenous people was employed as clerical and 

administrative workers (13% and 15% respectively), and technicians and trade workers (12% 
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and 15% respectively). According to the 2006 Census data, the proportion of employed 

Indigenous people working as labourers rose with increasing geographic remoteness, from 

about one in seven (16%) in major cities to about two in five (44%) in remote areas (ABS, 

2006).  

Table 2.2: Indigenous and Non-Indigenous Australians by Occupation – 2006 and 2011 

 

Source: ABS 2006 Census, Cat. No. 4713.0; ABS 2011 Census. 

 

Using 2006 and 2011 Census data, Hunter and Gray (2017) conducted one of the first 

longitudinal studies of the occupational dynamics of the Indigenous population as compared 

with the non-Indigenous cohort. They found that Indigenous employees were more likely to 

leave employment within five years of employment compared to non-Indigenous employees, 

a finding confirmed by Coelli and Borland (2016). In addition, Hunter and Gray (2017) found 

that Indigenous employees with higher skill jobs were more likely to be employed after five 

years than those in low skill jobs as the former group was more secure and not prone to job 

losses resulting from new technology replacing routine cognitive and manual tasks. According 

to Biddle et al. (2013), it is worth noting that longer periods in the current job for Indigenous 

employees are associated with a higher level of firm-specific capital, which is often associated 

with higher wages and better prospects of promotion. However, Biddle et al. (2013) argue that 

Indigenous employees without ongoing experience of discrimination in their workplace tend 

Occupation 2006 2011  

 Indigenous % Non-Indigenous % Indigenous % Non-Indigenous % 

Managers    3.7 12.5   6.5 12 

Professionals 13 20 13 23 

Technicians & Trade 

workers 

12 15 12 14 

Community & Personal 

Services workers 

16   9.4 17   9.5 

Clerical & 

Administrative workers 

13 15 13 15 

Sales workers 7.0 11.0 8.7 9.6 

Machinery Operators 

and Drivers 

9.4 7.5 9.7 7.0 

Labourers 24 10 19 9.6 

Not Clearly Stated 

Occupation 

3.5 1.0 – – 
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to have the highest duration in their current jobs compared to those that faced ongoing 

discrimination. 

Another interesting finding by Hunter and Gray (2017) was that large numbers of Indigenous 

men in higher skilled occupations were leaving their high-skilled occupations for lower skilled 

occupations or were likely to leave employment altogether, compared to their non-Indigenous 

counterparts. Earlier, Hunter and Gray (2013) had emphasised that a friendly workplace was 

an important factor in retaining Indigenous people in the workforce. Therefore, could the 

reason for the downward mobility be related to a lack of friendly workplace environment or 

workplace discrimination? As Tiplady and Barclay (2007) emphasise, the lack of a friendly 

workplace environment might drive skilled Indigenous male employees to prefer lower skilled 

occupations as they miss the comradeship and cultural security of fellow Indigenous 

employees. These may be symptoms of deeper systemic discrimination in employment, which 

is investigated in this study. 

 

Furthermore, Biddle et al. (2013) argue that the average time spent in the current job for 

Indigenous employees varies systematically with the experience of discrimination, and it 

appears that people want to change jobs when they become disaffected as a result of 

discrimination in the workplace. The authors suggest that Indigenous people may have to 

endure labour market discrimination in order to enhance their employment outcomes. Avoiding 

contact with potential discriminators (i.e., employers) may increase an individual’s utility in 

the short term but may have adverse effect on long-term employment prospects and economic 

engagement. 

 

However, rather than investigate this claim further, Hunter and Gray (2017) explained 

downward mobility as a mismatch of Indigenous employee skills with employers’ 

requirements, leading to Indigenous employees who would then ask for demotion or opt to 

resign. This reasoning is hard to follow, especially when Indigenous men (in this case) already 

possessed the skills they needed to be hired and promoted to higher skill occupations. The other 

explanation (Ganter, 2010; Larkin, 2013) is that employers are not providing sufficient 

opportunities for training, career development and promotion to Indigenous employees in 

higher skilled occupations, causing these employees to be disgruntled and opting for a lower 

position or leaving the workforce altogether.  

Another reason for the downward mobility of Indigenous men in higher skilled occupations 

mentioned by Hunter and Gray (2017) may be the complex social dynamics of Indigenous 
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households, which makes it difficult for high-level, high-remunerated Indigenous employees 

to maintain productive work patterns. Brereton and Cliff (2003) further elaborated on this 

possibility, demonstrating how social and cultural factors can cause conflict between 

Indigenous employees and their managers/co-workers as employees juggle how they meet 

cultural obligations, extended family demands and employer expectations all at the same time. 

While this could be true of some remote Indigenous male employees who follow more 

traditional lifestyles (Brereton & Cliff, 2003), the same is not evident in Indigenous female 

employees, who could be expected to have more family demands (Hunter & Gray, 2017). 

Therefore, Hunter and Gray (2017) concluded that it was an inadequate reason for the overall 

downward mobility and/or the voluntary turnover of high-skilled Indigenous employees. This 

is an interesting finding, especially when the same authors (Hunter & Gray, 2001) highlighted 

in their previous study that the effects of cultural factors and social environments are similar 

for both Indigenous males and female groups. However, such claims require more detailed 

evidence and analysis if they are to be accepted. 

 

The Indigenous occupational structure has changed slightly over time as Indigenous males and 

females continue to work in lower skilled jobs more than their non-Indigenous counterparts 

(Hunter & Gray 2017). These authors emphasise that once employed in low-skilled jobs, 

Indigenous employees were less likely to progress to higher skilled jobs compared to their non-

Indigenous colleagues (Hunter & Gray, 2017). Gray, Hunter, and Schwab (2000) conclude that 

this was due to the low level of skills and education among Indigenous workers. However, 

Teague (1992, 2006) found that the placement of employees in lower skilled employment was 

not due to employees’ educational attainment but to how employers’ structure and allocate 

jobs, with certain groups being overrepresented in certain types of jobs in the secondary labour 

market. This corresponds with the views of the segmented labour market theory (Atkinson, 

1984; Doeringer & Piore, 1971) and the views of statistical discrimination theory (Arrow, 1972, 

1973; Phelps, 1972) discussed later in this chapter, which examines employer 

attitude/behaviour towards Indigenous workers.   

 

2.2.3 Income trends  

This section will examine income trends of Indigenous workers over several decades and the 

relationship between the earnings gap and Indigenous disadvantage. Income is a key 

determinant of health (Australian Health Ministers’ Advisory Council, 2015) and it also 

determines the ability to access resources, which impacts on living standards (Hunter & Yap, 
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2014). The earnings gap is the overall disparity in income between Indigenous and non-

Indigenous workers, and it reflects nuances between male and female workers and the types of 

jobs that men and women tend to hold, and the different salaries that accompany them. For the 

purpose of this study, the wage gap is a raw statistic that refers to the percentage of Indigenous 

men’s earnings relative to non-Indigenous men and Indigenous women’s earnings relative to 

non-Indigenous women. These comparisons do not consider differences such as education, 

experience, extra hours worked, industry, time away from work, and so forth. 

 

Evidence from several decades of research (Birch, 2014; Birch & Marshall, 2016, 2018; Daly, 

1992, 1995; Jones, 1993) indicates that Indigenous Australians continue to have on average a 

much lower income than non-Indigenous Australians. Early studies of Indigenous income 

(Daly, 1992, 1995; Jones, 1993) used regression analysis to estimate and explore reasons for 

the earnings gap between Indigenous and non-Indigenous Australians, using the 1986 and 1991 

Census data. Daly (1995) used the Oaxaca–Blinder (1973) decomposition method to determine 

the differences in mean wages by focusing on explanatory factors such as endowments and 

discrimination to identify sources and reasons of the gap. She found that Indigenous males 

earned an average of 70% of non-Indigenous male earnings, while Indigenous women earned 

on average 83% of non-Indigenous female earnings (Daly, 1995, p. 1). Further, Daly (1995) 

found that two-thirds of the mean earnings gap for Indigenous and non-Indigenous men and 

four-fifths for Indigenous and non-Indigenous women could be explained by differences in 

endowments but not discrimination. According to Daly (1995), the main endowment factor 

explaining the earnings gap was the differences in the education levels of the two populations. 

Therefore, Daly (1995) concluded that lower Indigenous earnings were due to lower education 

and Indigenous people’s decisions to work in low-income sectors such as non-profit 

organisations, Indigenous-owned organisations and the community services sector (as cited in 

Norris, 2006).  

 

Similarly, Birch and Marshall (2018) used the Oaxaca–Blinder decomposition method and the 

2011 Census data and found that Indigenous workers had lower mean earnings than non-

Indigenous workers. Indigenous males earned an average of 65% of non-Indigenous male 

earnings, while Indigenous women earned around 76% of non-Indigenous female earnings. 

Birch and Marshall’s (2018) findings are similar to those of Daly’s (1995), indicating that there 

has been little or no progress in closing the income gap from 1991 to 2011. These authors found 

that that the cause for the difference in mean earnings between the two populations was not 
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only due to discrimination but also to the lower full-time employment rates of the Indigenous 

population. However, Birch and Marshall (2018) did not examine whether discrimination was 

the reason for the low full-time employment rates of the Indigenous population. Further, Birch 

and Marshall (2018) argued that the male-female difference in mean earnings gap was due to 

more homogeneity in jobs and industries among Indigenous and non-Indigenous women as 

compared to men, which indicates persistence in gender discrimination, but this also was not 

further explored. 

 

Other researchers (Biddle, 2013; Howlett, Gray & Hunter, 2015; Hunter & Yap, 2014) also 

examined the earnings gap between Indigenous and non-Indigenous workers by using the range 

ratio of the median incomes to explain the main sources of inequality in the two populations. 

For instance, Hunter and Yap (2014) used the 2011 Census data and the significant urban area 

(SUA) categories to calculate average income using the midpoint for income ranges introduced 

by Biddle and Markham (2013). Hunter and Yap (2014) reported that the average weekly 

incomes by labour force status, gender, and Indigeneity in the SUA categories of Indigenous 

workers employed full time were broadly similar in major cities, inner and outer regional areas. 

In contrast, the average weekly incomes of non-Indigenous, full-time workers were 

significantly higher than Indigenous workers in similar areas. Overall, Indigenous weekly 

incomes were low right across SUAs. For instance, Hunter and Yap (2014) reported mean 

earnings gap of 21% between Indigenous and non-Indigenous males, and a mean earnings gap 

of 13% between Indigenous and non-Indigenous females. Therefore, according to Hunter and 

Yap’s findings, the earnings gap has reduced substantially from those calculated by Daly 

(1995) and later by Birch and Marshall (2018). 

 

There is little consensus among researchers regarding the narrowing of the income gap between 

the two populations. Birch and Marshall (2018) concluded that Indigenous Australians still 

perform worse in the labour market in terms of earned income, as there has been little 

improvement in the underlying earnings gap experienced by Indigenous men and women in 

recent decades. Birch and Marshall’s (2018) study parallel those of Daly (1995) more than two 

decades earlier, which indicates ongoing discrimination. However, instead of investigating this 

further, Birch and Marshall (2018), like other researchers (Birch, 2014; Daly, 1995; Daly & 

Hunter, 1999; Hunter, 2006; Hunter & Gray, 2001; Hunter & Yap, 2014; Jones, 1993; Junnkar 

& Liu, 2003), attribute the low earnings of Indigenous Australians to low education levels and 

lack of skills in accordance with human capital theory (Becker, 1962). Once again, the focus is 
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on the perceived deficits of Indigenous people, implying that the solution lies in improving 

their educational levels and skills. For example, Birch (2014) argued that the difference in 

earnings could be explained by individual investment in human capital consistent with human 

capital theory (Becker, 1962).  

 

Human capital theory (HCT) suggests that education and/or training raises the productivity of 

workers by conveying useful knowledge and skills that have been learned into the job, hence 

raising workers income and increasing their lifetime earnings (Becker, 1994). HCT was 

proposed by Schultz (1961), who introduced the concept of return-on-investment, which 

highlights the cost-benefit analysis of training and education. HCT was then developed 

extensively by Becker (1962), who introduced the concept of general-purpose human capital 

and firm-specific human capital, which is widely used by human resource practitioners. The 

theory postulates that education and training is costly and should be considered an investment 

since it is undertaken with a view to increasing personal incomes. For instance, one can invest 

in human capital via education and training, and one’s output depends partly on the rate of 

return on the human capital one owns. Thus, human capital is a means of production into which 

additional investment yields additional output (Becker, 1994). Since earnings are gross of the 

return on human capital, some persons may earn more than others simply because they invest 

more in themselves. Since ‘abler’ persons tend to invest more than others, the distribution of 

earnings can be very unequal and even skewed, even though ‘ability’ can be symmetrically and 

not too unequally distributed (Becker, 1962).  

 

Human capital can be viewed in general terms, such as the ability to read and write, or in 

specific terms, such as the acquisition of a particular skill with a limited industrial application. 

Becker (1994) viewed human capital as similar to ‘physical means of production’ (e.g., 

factories and machines). Hence, HCT is often used to explain occupational wage differentials 

(Becker, 1994). Theories of human capital and of discrimination tend to be associated because 

both are parts of a comprehensive view of earnings differentials and because work by Becker 

(1957, 1962) serves as a benchmark in each area (Welch, 1975). 

However, Paulsen (2001) and Thurow (1975) argue that educational attainment alone does not 

determine income, as the employer’s allocation of work is also critical. Similarly, Teague 

(2007) argues that the earning differentials between groups or individuals results from how 

employers’ structure and allocate jobs and has nothing to do with workers’ educational 

achievements. Stephens (2010) illuminates this lack of consensus, arguing that traditional 
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economic explanations like HCT only partially explain differences in earnings. Other theories, 

such as labour market segmentation, may be more relevant in explaining differences in income. 

Birch (2014), consistent with Stephens (2010), found that earning premiums associated with 

education endowments were lower for Indigenous people than non-Indigenous people. In 

addition, the earning premiums associated with occupation were lower for Indigenous males 

than for non-Indigenous males. Hence, Birch (2014) concurs with Stephens (2010) that the low 

earnings of Indigenous Australians are the result of segmented labour markets, and that 

Indigenous Australians continue to face wage discrimination. This is also highlighted by 

Hunter and Gray’s (2016) suggestion that Indigenous workers are more likely to face secondary 

labour markets where fewer, less secure employment opportunities exist and where workers 

receive lower wages. This indicates a need for further investigation of the underlying earnings 

gap faced by Indigenous workers, as policy efforts to close the gap by improving education 

and employment outcomes have not reduced earnings discrimination (Birch & Marshall, 2018).  

 

2.3 Indigenous Employment Policies 

This section explores the literature on the Indigenous employment policies of Australian 

governments. This literature helps explain the broader context in which Australian 

organisations operate with respect to Indigenous employment and hence contextualises the 

current research. 

 

2.3.1 Aboriginal Employment Development Policy (AEDP) 

The federal government has for many decades implemented policies focusing on improving 

labour market outcomes for Indigenous Australians (Norris, 2006). The first of these was the 

Aboriginal Employment Development Policy (AEDP) of the Hawke Labor Government, 

adopted in 1987 in response to the 1985 Miller Report (Dockery & Milsom, 2007). The policy 

aimed to deliver ‘statistical equality’ between Indigenous and non-Indigenous Australians in 

education, employment levels, and income status in the public and private sectors by 2000. 

Based on the 1986 Census data, it was estimated that to do so, the percentage of Indigenous 

people in the workforce would need to increase from 37% to 60%. This meant that 89,000 new 

jobs would need to be created in both the public and private sectors (Sanders, 1991).  

 

Further, dependence on welfare benefits would need to decrease from 30% to 5% of the 

Indigenous working age population (Taylor, 1993). In addition, an increase of 1,600 jobs per 

year for Indigenous people in major cities and in both ‘large and small country towns’ would 
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be needed, while an increase of 2,000 jobs per year in ‘remote areas, small multi-racial 

townships and town camps’ would be required (Altman & Sanders 1990, p. 8). According to 

Dockery and Milsom (2007), the AEDP consisted of many programs. A significant one was 

the ‘Training for Aboriginals’ program. This covered vocational skills training, on- and off- 

the-job training, employment placements, formal training programs, placement assistance, and 

career advice and development, which all fell under the umbrella of the Aboriginal and Torres 

Strait Islander Commission (ATSIC). However, after more than a decade of trial and error, the 

AEDP program failed to achieve its purpose, as the goals emphasised the achievement of 

‘statistical equality’ over equity in employment and income.  

 

Besides, in the era of ‘self-determination’ and ‘self-management’ in Aboriginal Affairs policy 

(in which the right is often asserted of Indigenous Australians to choose lifestyles that differ 

significantly from those of other Australians), the pursuit of statistical equality was unrealistic 

and difficult to achieve (Altman & Sanders, 1991). According to Altman and Sanders (1991), 

the causes of employment disadvantage and low-income status were deeply rooted and 

structural, ranging from historical exclusion from most mainstream institutions to the 

demographic structure and location of Aboriginal population and the issue of cultural 

appropriateness, which could not be easily overcome by simplistic policies. As Dockery and 

Milsom (2007) pointed out, the program also aimed to promote self-determination and cultural 

preservation by encouraging Indigenous people to play a greater role in formulating the 

objectives of labour market programs to align with Indigenous values and aspirations. 

However, the programs were inappropriate from this perspective as they emphasised targets 

related to the non-Indigenous workforce, which was more consistent with mainstreaming. As 

a result, training was compromised, although a number of flexible measures were designed to 

increase vocational skill training outcomes. Overall, the programs were not coordinated 

properly, and there were contradictions created through misalignment of objectives and 

outcomes (Norris, 2006). 

 

2.3.2 Indigenous Employment Policy (IEP) 

The Indigenous Employment Policy (IEP), introduced in 1999 by the Howard Liberal/National 

Party government, was also designed to address the continuing disadvantage of Indigenous 

people in the labour market and the rapid increase of the Indigenous population (Hunter, Kinfu, 

& Taylor, 2011). The IEP focused on what was called ‘practical reconciliation’, that is, the 

transitioning of Indigenous people into mainstream employment to reduce disadvantage in 
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health, housing, education and employment (Altman, 2004). This meant ‘mainstreaming’ or 

‘normalisation’ of Indigenous training and employment outcomes, and successive Howard 

governments were careful not to stipulate precise timeframes for achieving the IEP goals. 

However, it reduced the overall level of unemployment by improving Indigenous participation 

in the labour force, especially in Indigenous communities and in remote areas (Norris, 2006). 

This happened in conjunction with the explosion in the Community Development Employment 

Projects (CDEP) scheme, which supported work activities in Indigenous communities, 

particularly where mainstream jobs were not available during a time of strong national 

economic growth and rapid employment expansion (Dockery & Milsom, 2007).  

 

Like its predecessor (AEDP), the IEP was an umbrella program that comprised a range of both 

Indigenous-specific programs, including the CDEP scheme, and Indigenous access to 

mainstream employment programs and services such as Job Network, Indigenous Employment 

Program, and Indigenous Small Business Fund. The key feature of the IEP was the employment 

program, which had subcomponents such as a CDEP placement incentive, a Corporate Leaders 

for Indigenous Employment project, wage assistance, a National Indigenous cadetship project, 

structured training and employment projects, the Indigenous Small Business Fund, and 

Indigenous employment centres and voluntary service programs in Indigenous communities 

(Biddle et al., 2009). The IEP departed significantly from the AEDP program as it sought to 

engage the corporate sector in improving Indigenous employment outcomes.  

 

According to the Department of Employment and Workplace Relations (DEWR, 2005), 

employment outcomes under the IEP were positive, as there were improvements in labour 

market participation among Indigenous adults based on aggregate data and post-program 

monitoring evaluations. For example, the unemployment rate fell from 22.7% in the 1996 

Census to 20% in the 2001 Census, while the number of Indigenous people employed in the 

private sector increased by 26%, from 43,586 to 55,046. However, according to Dockery and 

Milsom (2007), the fall in Indigenous Australians’ unemployment rate could be explained by 

more favourable economic conditions, resulting in a general improvement in labour market 

conditions, as the non-Indigenous unemployment rate also fell substantially (from 8.2% to 

6.1%). Furthermore, the CDEP placement initiative program (a subcomponent of the IEP) had 

limited impact in moving Indigenous people into mainstream employment, especially in the 

private sector. 
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Similarly, the Reconciliation Action Plan (RAP) scheme via Reconciliation Australia (RA) 

aimed to improve Indigenous participation in partnership with the corporate sector. The RAP 

was a voluntary agreement between an organisation and RA, an independent, national not-for-

profit organisation that administers the program and provides templates to interested 

organisations wishing to develop their RAP to promote reconciliation in Australia. The RA 

was launched in 2006 by Prime Minister John Howard and Professor Michael James (Mick) 

Dodson, an Indigenous Australian barrister, academic and Aboriginal leader. The RAP aimed 

to develop a business plan for every participating organisation, documenting what the 

organisation commits to implement and measure practical actions to build respectful 

relationships and create opportunities for Indigenous people (Australian Reconciliation 

Barometer, 2012). For most organisations, this helped fulfil their notion of reconciliation with 

Aboriginal and Torres Strait Islanders as part of their corporate and social responsibility 

(Moses, 2011); but, improving Indigenous participation was not so successful, as RAP targets 

were not achieved (DEWR, 2008). 

 

In addition, the JobNetwork (a mainstream employment service) was not effective for 

Indigenous Australians as they made relatively little use of its services, and Indigenous job 

seekers failed to make any headway in accessing private sector jobs (Shergold, 2001). In sum, 

according to Altman et al. (2008), ‘practical reconciliation’ did not provide a basis for a 

comprehensive policy framework but rather represented political rhetoric  

 

2.3.3 Closing the Gap (CTG) policy 

The third and most recent policy to improve Indigenous labour market participation was 

‘Closing the Gap’ (CTG), introduced in 2008 by the Rudd Labor government, which was an 

approach akin to the Hawke government’s AEDP program (Jordan & Mavec, 2010). CTG was 

created as a long-term framework and was built on the foundation of respect and unity provided 

by Rudd’s national apology to Aboriginal people and Torres Strait Islanders (Altman, 2009). 

CTG acknowledged that improving opportunities and life outcomes for Indigenous Australians 

required intensive and sustained effort from all levels of government, the private and non-profit 

sectors, communities, and individuals. It had a bold goal of creating 50,000 new jobs for 

Indigenous Australians within two years (Department of Education, Employment and 

Workplace Relations [DEEWR], 2008). At the end of this timeframe, the Australian 

Employment Covenant (AEC) scheme, which is an Indigenous employment agent supported 

by the Australian federal government and industry to build demand for Indigenous employment 
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across Australia and to administer the CTG policy, succeeded in securing more than 20,000 

job pledges from 135 employers across 15 sectors. However, the number of actual job 

placements for Indigenous people was around 2,800, clearly well short of the original goal 

(Jordan & Mavec, 2010).  

 

Since then, the AEC has publicly backed away from its initial two-year timeframe, with some 

suggestion that its original target referred to 50,000 job pledges, not employment outcomes. 

However, this contradicts public documents stating that the goals of the AEC included placing 

50,000 Indigenous people in work (AEC, 2009). Successive federal governments have made 

some changes to the CTG’s timeframe, but it continues to seek an expansion of private sector 

opportunities for the Indigenous population by 2018 (Altman & Biddle, 2010). To reach this 

target and achieve employment equality for Indigenous Australians, according to Altman 

(2008) and Biddle, Taylor, and Yap (2008), it would take 100,000 Indigenous Australians to 

obtain and retain jobs by 2018. However, the gap between Indigenous and non-Indigenous 

employment outcomes is yet to be even halved under the current Liberal National Party 

coalition government.  

 

The AEC has ensured that some employers sign a covenant pledging a certain number of jobs 

for appropriately trained Indigenous applicants via existing training schemes under the IEP. 

However, the agreement is not a legal obligation that can be enforced if employers choose to 

withdraw from their pledges (Jordan & Mavec, 2010). There is no substantive difference 

between Rudd’s ‘closing the gap’, Hawke’s ‘statistical equality’ and Howard’s ‘practical 

reconciliation’, as all three emphasise the integration of Indigenous Australians into 

mainstream labour markets, assuming this is the most effective way of dealing with Indigenous 

employment disadvantage (Biddle et al., 2009). As Altman (2009) argues, goals expressed in 

such statistical terms become rhetorical and hollow unless they address the causes of socio-

economic difference. Hence, the current study investigates employer attitude/behaviour as one 

possible cause of Indigenous employment disadvantage. In doing so, this study highlights the 

problematic nature of ‘mainstreaming’ that needs to be addressed for the CTG to achieve its 

goals of increasing Indigenous labour market participation. 

 

After more than four decades of special national programs intended to reduce Indigenous 

employment disadvantage, the outlook has indeed improved somewhat (Altman, Biddle, & 

Hunter, 2008). However, the current policy framework is clearly not delivering outcomes fast 
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enough. This, in turn, implies that a fundamentally new policy framework is required to ensure 

sufficient structural and systemic change to accelerate the rate of relative socio-economic 

improvement for Indigenous Australians (Norris, 2006). There is a need for more 

comprehensive research underpinned by a sound theoretical base to explain the cause(s) of 

disadvantage and thus lead to more effective policies and practical measures.  

 

2.4 Supply-Side Analysis of Indigenous Employment  

According to Moreton-Robinson (1992), two distinct concepts explain Indigenous employment 

disadvantage. The first concept is concerned with supply and focuses on the attributes and merit 

of Indigenous people, such as poor education, lack of skills, lack of relevant work experience, 

poor job commitment, unwillingness to work, lack of motivation, poor self-esteem, lack of 

mobility, excessive family/cultural obligation(s), lack of ability to access the system, and 

locational disadvantage. These theories focus on the inherent characteristics of Indigenous 

people, rather than possible systemic problems they face, despite the abundance of statistical 

data that shows the persistence of poor Indigenous employment outcomes and decades of 

policies that focus on the supply-side factors. This section offers a critique of some of the 

commonly cited supply factors as reasons for Indigenous employment disadvantage.   

 

2.4.1 Lack of skills 

On a closer analysis, it becomes apparent that most research assumes that most Indigenous 

people have a lack of skills. This information may have been obtained from the types of jobs 

(semi-skilled jobs) Indigenous people occupy in the secondary labour market, or from their 

unemployment status (Altman & Hunter, 1998; Barwick, 1962; Beasley, 1970; Bell, 1956; 

Calley, 1956; Doobov, 1972; Henderson, 1975; Hill, 1975; Hinton, 1966; Hunter & Gray, 

2013, 2017; Rogers, 1973; Taylor, 1993). However, according to Norris (2006) until the actual 

skill level rather than the assumed skill level of both Indigenous and non-Indigenous 

Australians is fully investigated at different career stages, any speculation about the link 

between lack of skills and lack of employment of Indigenous Australians is unwarranted. 

  

The NATSIS report (1994) highlighted that training was positively related to employment. 

Nevertheless, it was noted that some Indigenous people might attend a training course as a 

result of being in a job and not the other way around (ABS, 1996, p. 70). However, researchers 

do not ask how other Australians acquire skills, nor consider the possibility that other 
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Australians may have started their working life without fully developed skills (Norris, 2006). 

If Aboriginal people have few skills and work disproportionately in unskilled jobs, could this 

be due to them not being given opportunities to work in occupations and industries that could 

enable the acquisition of greater levels of skill?  

 

2.4.2 Lack of education 

The lack of education and training has affected mainly urban and regional Indigenous dwellers 

(NATSIS, 2002). However, it was specifically these groups (urban and regional Indigenous 

dwellers) who appeared to have the greatest access to education and training institutions 

(NATSIS, 2002). The 2006 Census data shows that attendance at tertiary, technical or further 

education institutions by Indigenous people of working age in major cities and inner regional 

areas was 31%, more than twice that of people in remote areas (12%; ABS 2006, p. 55). The 

2006 Census showed that high Indigenous unemployment occurs in major cities and regional 

towns that are in the same areas with the highest rate of attendance by Indigenous people at 

post-school educational institutions. Thus, the statistics do not show a direct relationship 

between access to education and training and lower unemployment rates (Norris, 2006). 

 

Consistent with the HCF predictions, most studies (Biddle & Webster, 2007; Borland & 

Hunter, 2000; Daly, 1995; Hunter & Daly, 2008; Hunter & Gray, 2001; Ross, 2006) have found 

that increased education levels (school and non-school qualifications) are positively correlated 

with Indigenous employment rates. The same was also found regarding literacy and numeracy 

levels (Borland & Hunter, 2000; Hunter & Gray, 2001) and the completion of Year 12 (Biddle 

& Webster, 2007; Borland & Hunter, 2000; Hunter & Gray, 2001). Furthermore, Hunter (2004) 

used the 2001 Census to examine interregional variations in the effect of educational attainment 

on the probability of employment and found that education has a generally stronger effect in 

remote areas than in major cities (p. 71). 

 

However, this was disputed by Biddle (2006), who found that education tends to have a weaker 

effect on the ability of Indigenous people to find a job in remote areas than in regional areas or 

major cities. Equally, Stephens (2010) found that completing school has a marginal effect on 

the probability of employment of only 6.1 percentage points for Indigenous males and is 

associated with a 0.3 percentage-point decline in the probability of employment for Indigenous 

females. In other words, completing Year 12 has no effect on employment probability relative 

to completing Year 10 for Indigenous females, and has a minor effect on Indigenous males. In 



 49 

addition, failing to complete compulsory education or Year 12 may be correlated with factors 

such as social marginalisation, family dysfunction, and discrimination in schools, which are 

likely to have an independent negative effect on the probability of employment rather than the 

lack of education as cited by many researchers. Therefore, the lack of education as a reason for 

Indigenous employment disadvantage is not established.  

 

2.4.3 Lack of jobs in local/remote areas 

Researchers commonly refer to locational disadvantage as a further reason for Indigenous 

employment disadvantage (Altman, 1991b; Altman & Hunter, 1998; Altman & 

Nieuwenhuysen, 1979; Biddle, 2009a, 2009b; Daly, 1994; Henderson, 1975; Hughes & Warin, 

2005; Tesfaghiorghis, 1991). The Census data (ABS, 1994, 2000) indicate that the major cities 

had the highest Indigenous participation and employment rates between 1994 and 2000, 

followed by the regional areas with moderate rates, while remote areas had the lowest rates. 

However, the same Census data indicate that the highest participation and employment rates 

for the non-Indigenous population were in remote areas. Therefore, it is not the geographical 

location of Indigenous people that inhibit Indigenous employment, nor is it the lack of jobs in 

remote areas, as sufficient jobs appear to be available for non-Indigenous people living in these 

same areas.  

 

ABS (2011) Census data indicate that Indigenous people in major cities had the highest 

employment rates between 2005 and 2011. Similarly, more Indigenous people living in remote 

areas were also employed in the same period compared to those living in regional areas. The 

increase in employment rate for Indigenous people living in remote areas was due to the mining 

boom, which generated a large number of new jobs in the mines, and contracted companies 

that supplied services to the mining industry, combined with the expansion of CDEP jobs in 

remote areas (Hunter, 2004; Hunter, Howlett, & Gray, 2014). Once more, the claims that 

remote Indigenous people live in the ‘wrong’ places, such as remote areas where they have no 

access to jobs, is unsound.  

 

The latest ABS Census (2014–15) report indicated that the employment rate for Indigenous 

Australians was once again highest in major cities (58%), and lowest in very remote areas 

(35%). Both the remote and very remote areas had lower Indigenous employment rates (40% 

and 35% respectively). Conversely, it could be expected that non-Indigenous people in remote 

areas would also suffer from locational disadvantage and therefore have higher rates of 
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unemployment equal to Indigenous Australians. However, the evidence indicates that most 

non-Indigenous people living in these same remote/very remote areas enjoyed much high levels 

of employment compared to Indigenous people (see Figure 2.1). 

 

 

 

Figure 2.1: Employment rate: Indigenous persons aged 15 years and over, 2014–15. 

Source: AIHW and ABS analysis of 2014–15 NATSISS and 2014 SEW 

 

ABS Census statistics between 1994 to 2014/15 continued to indicate that non-Indigenous 

people in remote and very remote areas were employed at more than twice the Indigenous 

employment rate, and had very low unemployment rates (ABS, 2000, 2006–2011, 2011; Daly, 

1995; NATSISS, 2014–15). In addition, these are the very locations (remote and very remote 

areas) of most mines or their territories, which tend to provide more jobs. The question arises 

as to why employment should apparently be easy to obtain for non-Indigenous people in remote 

and very remote areas when it is in these very areas that Indigenous people are seen to suffer 

most from locational disadvantage (ABS, 2000).  

 

2.5 Demand-Side Analysis of Indigenous Employment  

Understanding both the supply- and demand-side factors is important as they both shape the 

employment opportunities for Indigenous workers (Borooah & Mangan, 2002) and are key to 

designing policies and programs to increase employment rates (Gray, Hunter, & Lohoar, 2012). 

Only a limited number of studies (Booth, Leigh, & Varganova, 2012; Crawley & Sinclair, 

2003; Ganter, 2010; Hunter, 2004; Hunter & Hawke, 2001, 2002; Larkin, 2013; Norris 1998, 

2006; Sammartino, O’Flynn, & Nicholas, 2003) have analysed the demand-side factors of 

Indigenous employment. These include Eurocentrism (Norris, 1998, 2006), employer 



 51 

discrimination (Hunter, 2004), poor workplace conditions for Indigenous workers (Hunter & 

Hawke, 2001), different characteristics of Indigenous workplaces (Hunter & Hawke, 2002), 

low priority of Indigenous employment (Crawley & Sinclair, 2003) employer prejudice against 

Indigenous jobseekers (Booth et al., 2012; Sammartino et al., 2003), racial discrimination, and 

employer prejudice against Indigenous employees (Ganter, 2010; Larkin, 2013). However, 

some factors such as labour market discrimination and labour segmentation as a result of 

employer prejudice have received little attention and will be explored in this study.  

 

2.5.1 Discrimination 

Gray and Hunter (1999) identified discrimination as a cause of Indigenous Australians’ 

disadvantage in the labour market. They found that discrimination in school quality and other 

non-measurable causes could not be determined from Census data but would need to be 

addressed to make significant inroads into Indigenous employment and participation. Gray and 

Hunter recognised that there may be discriminatory issues in the education and employment 

arenas but implied that these are of secondary importance. They suggested a holistic approach, 

such as improving the quality of formal education received by Indigenous people and 

developing additional policies to combat Indigenous labour market disadvantage (Gray & 

Hunter, 1999, p. 11). These authors’ analysis casts doubt on the efficacy of policy initiatives 

aimed at improving education and increasing geographical mobility in addressing Indigenous 

employment disadvantage.  

 

Hunter and Hawke (2001, 2002), found that Indigenous employees’ experience of the labour 

market is very different from non-Indigenous employees, even within the same organisation 

and/or occupation. They and other scholars (Altman & Hawke, 1993; Hunter, 2004; Hunter & 

Hawke, 2001, 2002; Houston & Mooney, 2004; Tiplady & Barclay, 2007) have highlighted 

the silencing of Indigenous voice and the failure by employers, unions and policy makers to 

address workplace discrimination. The question of voice raises the issue that the problems are 

analysed almost exclusively from a non-Indigenous point of view (Larkin, 2013). The emphasis 

is on how Indigenous workers are treated by the yardsticks used for the mainstream community. 

While it is important to be aware of the differences between Indigenous and non-Indigenous 

people’s economic status in a society, the extent of and causes for this difference is rarely 

explored. The underlying assumption is that Indigenous Australians should aspire to an 

economic status comparable to, if not exactly the same as, that enjoyed by other Australians 

(Norris, 2006). 
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The possibility that Indigenous Australians may aspire to something other than the ‘Australian 

dream’ is not generally acknowledged, with the exception of Altman (1985), Altman and 

Sanders (1991), and Fisk (1985), who consider traditional activities as part of the Indigenous 

economy. Even in urban and regional areas, the question of the cultural appropriateness of 

employment for many Indigenous people may arise; although in these instances it may have as 

much to do with how regular employment fits with a pervasive community culture of poverty 

and unemployment, as with a tradition-oriented culture (Altman & Sanders 1991a, p. 10). 

 

Given that Indigenous people want to work as much as other Australians (Hunter & Hawke, 

2001, 2002), it is probable that poor educational outcomes and discrimination are the main 

wedges preventing the convergence of Indigenous and non-Indigenous employment rates (p. 

8). Hunter states that the low wages of full-time Indigenous workers could be offset by 

increased employment prospects (Hunter 2004, p. 12). This implies an acceptance that it is 

unrealistic to expect both equal incomes and equal employment opportunity for Indigenous 

people (Norris, 2006). As discussed above, Hunter (2004) found evidence that ‘potential 

discrimination’ is an important factor in explaining the difference between Indigenous and non-

Indigenous employment status. Nonetheless, he fell back to the standard explanation that 

poorer labour force status ‘merely reflects’ Indigenous deficiency, while recommending that 

‘the legal problems that arise when prosecuting racial discrimination need to be addressed as a 

matter of urgency’ (Hunter, 2004, p. 83). Further, Hunter (2004) concludes that Daly’s (1995) 

approach ‘does not capture the complex reality of Indigenous labour market experience’ 

(Hunter, 2004, p. 83). Most authors (Bell, 1956; Calley, 1956; Barwick, 1962; Hinton, 1966; 

Beasley, 1970; Doobov, 1972; Rogers, 1973; Henderson, 1975; Hill, 1975; Taylor, 1993; Daly, 

1995; Altman & Hunter, 1998; Gary & Hunter, 1999, Hunter & Gray, 2013, 2017) place the 

onus on Indigenous people themselves to deal with employment discrimination, which 

effectively dismisses the issue of discrimination (Norris, 2006). 

 

2.5.2 Employer attitude 

There are some hints in the literature, dating back decades, that employers’ behaviour may 

create disadvantages. For instance, Altman and Nieuwenhuysen (1979) refer to ‘lack of social 

experience and motivation, as well as employer attitudes’ (p. 14). However, the absence of 

more empirical research on employer attitude/behaviour implies that the problem lies with the 

Indigenous people themselves, not with a system which has failed to provide Indigenous people 
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with opportunities to acquire relevant skills and experience (Norris, 2006). The issue of 

employer attitude/behaviour is recognised but not explored fully, as in Altman and Hunter 

(1998), Altman and Nieuwenhuysen (1979), Daly (1995), and Henderson (1975). In contrast, 

authors such as Booth et al. (2012), Crawley and Sinclair (2003), Ganter (2010), Hunter and 

Hawke (2001, 2002), Larkin (2013), Norris (1998, 2006), and Sammartino et al. (2003) have 

found that employer attitude/behaviour significantly influenced Indigenous recruitment and 

selection, training and retention in the workplace. This was the case with executive leaders and 

senior management in private and public organisations, including Indigenous affairs change 

agents. 

 

2.6 Review of Demand-Side Literature 

The first demand-side analysis of the employment disadvantage experienced by Indigenous 

Australians was carried out by Norris (1998, 2006). She examined the disadvantage in the 

context of historical exclusion from employment and equal wages, and the implications from 

a human rights perspective. Norris provided a comprehensive historical analysis of Indigenous 

labour force disadvantage and made a valuable contribution to understanding the trends and 

patterns of Indigenous employment over a substantial period. Norris’s advocacy for the 

adoption of the UN Human Rights Framework to address Indigenous labour force disadvantage 

was impressive, but she did not provide evidence for her claims that this framework would be 

successful in achieving improvements in Indigenous participation (Larkin, 2013).  

 

A study by Hunter and Hawke (2001, 2002) examined the impact of the 1996 Workplace 

Relations Act on the industrial relations environment of firms that employ Indigenous people. 

The authors found that Indigenous employees’ experience of the labour market was very 

different from that of non-Indigenous employees, even within the same organisation. A further 

finding was that many workplaces with Indigenous workers appeared to have chosen low wage 

strategies (award rates of pay and conditions) to minimise costs. The authors concluded that 

this was due to Indigenous workers’ uncompetitiveness compared with non-Indigenous 

workers for the limited supply of higher wage jobs (Hunter & Hawke, 2002). The authors 

recommended increasing the skill levels of Indigenous employees (Larkin, 2013). However, 

the impact of low wage strategies under the Workplace Relations Act was not explained nor 

linked to institutional racism and labour market segmentation resulting from employer 

attitude/behaviour. Once again, Indigenous employees’ skill deficits were identified as the 
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main problem, and efforts to address these deficits were promoted as the panacea to address 

differential outcomes (Larkin, 2013). There was no critique of how racialised legislation 

contributed to the outcomes. 

 

Useful information about employer attitude is provided by Sammartino et al. (2003), who 

conducted a survey of 229 Chief Executive Officers (CEOs) of private organisations in 

Australia regarding their perceptions of Indigenous employees. The findings revealed that there 

was a low level of engagement with Indigenous job seekers, as the CEOs perceived that the 

quality of Indigenous labour supply was lower than the market norm, and much lower than the 

non-English speaking background (NESB) workers. There was also little evidence that these 

organisations were seeking to improve their level of engagement with Indigenous job seekers. 

In addition, the findings also indicated that the CEOs knew that there was a shortage of 

Indigenous job seekers and concluded that it was difficult to tap into the Indigenous labour 

pool due to cultural, family and personal issues of Indigenous people. For example, according 

to Sammartino et al., the CEOs highlighted that the high levels of Indigenous absenteeism due 

to cultural and social priorities, poor health, lack of skills, lack of motivation to work and 

dependence on alternative source of income such as welfare were some of the reasons for the 

shortage.  

 

While conceding that CEOs and senior managers do not make employment decisions in a 

vacuum, with HR and line managers’ roles being important, the perceptions of CEOs and senior 

managers shape and reflect their organisation’s employment policies and practices, which may 

offer a substantial barrier to Indigenous participation. Clearly, such employer perceptions have 

concrete implications for Indigenous Australians in the labour market, particularly if these 

perceptions translate into preferences based on group membership that result in refusing to 

modify HRM practices to better address the needs of Indigenous employees (Sammartino et 

al., 2003), leading to discrimination in the workplace (Norman, 2003). While Sammartino et 

al.’s (2003) study was noteworthy in drawing attention to employer attitudes towards 

Indigenous people, it was based solely on surveys of management representatives. A more 

comprehensive, mixed-method approach would have provided richer data; for example, 

surveys of Indigenous workers (if any), and/or interviewing both management and Indigenous 

employees, and/or examining firms’ employment records, policies and practices.  
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Crawley and Sinclair (2003) conducted a study of five Australian mining companies. The study 

revealed that the attitude and level of commitment of the CEOs were key variables in 

influencing the way in which Indigenous initiatives are integrated into human resource 

strategies and company strategy. They found that Indigenous initiatives were typically 

categorised under ‘Community’ or ‘Public Relations’ programs rather than making them part 

of the human resource management strategy or company strategy, as the justifications for these 

initiatives are economic, providing a ‘license to operate’ or the need to build a better public 

profile. Crawley and Sinclair found that the location and effectiveness of managers (Indigenous 

change agents) responsible for Indigenous Affairs were also significant to the success of 

Indigenous employment initiatives. For example, a few non-Indigenous managers chose to ‘go 

native’ by immersing in Indigenous culture and genuinely supporting Indigenous 

trainees/employees in their departments, which increased the company’s success in working 

with Indigenous people. However, such a ‘silo approach’ indicated the level of resistance from 

the rest of the organisation that was not interested. In addition, the authors found that some 

organisations had ‘mainstreamed’ responsibilities for Indigenous initiatives to line managers, 

which allowed customisation to the needs of operations and communities. However, given the 

low profile of Indigenous work within these companies, the success of this structure rests alone 

on the commitment of line managers. The study is good as it highlights the failure of executive 

management to embed Indigenous employment into the HR strategy or company strategy. 

However, a more comprehensive outcome would have been yielded from the examination of 

Indigenous employment policies, practices and employment records.  

 

Hunter (2004) also carried out demand-side analysis of Indigenous employment. The author 

considered the role of discrimination in the exclusion of Indigenous people from the labour 

market. Hunter added that the bias towards measurable factors fosters the belief that education 

and other socio-economic outcomes are more important than discrimination, culture and 

history (p. 2). Hunter’s study makes explicit the inherent bias in research towards measurable 

factors to the neglect of factors that are harder to measure, emphasising non-racialised 

explanations. Adequate tools were not developed to measure discrimination, so discrimination 

as a result of employer attitude was largely unexamined (Larkin, 2013).  

 

An innovative approach was taken by Booth, Leigh, and Varganova (2012), who conducted a 

large-scale audit to measure labour market discrimination in three major cities (Melbourne, 

Sydney and Brisbane). The study used ethnicity to investigate employer attitude towards job 
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seekers from multiple ethnic groups such as Anglo-Saxons, Italians, Indigenous Australians, 

Chinese and Middle Easterners, with the goal being to compare discrimination among these 

ethnic groups. The method involved the authors applying for entry-level jobs and submitting 

CVs showing that they had attended high school in Australia. The authors found econometric 

and statistically significant differences in the call-back rates with respect to different groups of 

applicants, demonstrating that ethnic minority candidates would need to apply for more jobs 

than Anglo-Saxon and Italian job seekers in order to receive the same number of interviews, 

which is clear evidence of labour market discrimination. Booth et al. (2012) attributed this to 

statistical discrimination (see Norman, 2003) of the employer. However, a mixed-method 

approach involving interviews with employers and examination of their recruitment policies 

and practices would have given additional data to help explain the findings. 

 

With one specific employer, the Northern Territory (NT) Public Service, Ganter (2010) 

reviewed the history of Aboriginal employment, concluding that the unplanned acquisition of 

a substantial number of Aboriginal public servants in 1978 became the new NT government’s 

opportunity to legitimise itself as a representative bureaucracy. The study found that 

Indigenous public servants felt they were expected to act as role models by both the community 

and the NT government, causing many ethical dilemmas for them (Ganter, 2010). In addition, 

other difficulties surrounded their employment, such as a lack of professional development and 

career advancement, as Indigenous employees were not given opportunities to utilise skills 

gained outside the buraucracy (Ganter, 2010). Further, most Indigenous employees reported 

being overlooked for higher duties and promotion (Ganter, 2010). The in-house training needs 

of Indigenous employees were not taken into consideration by their supervisors, and there was 

a lack of clear direction as to how they needed to improve their performance. Hence, 

Indigenous employment in the NT government declined substantially. While Ganter’s (2010) 

work provides crucial insights into the employment experiences of Indigenous employees in 

the public service, it did not canvas the views of non-Indigenous supervisors and managers to 

obtain a comprehensive understanding of the situation. 

 

Similarly, Larkin (2013) conducted a social dynamic study of the senior Australian Public 

Service (APS) ranks in the Deparment of Indigenous Affairs. He highlighted how Indigenous 

employment was plagued by stereotyping, racism and bullying. The author found that the APS 

was a white, racially hierarchical organisation, which implemented racial dominance of white 

over black in its organisational policies, systems, corporate cultures, values, structures, and 
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practices, with a focus on its commitment to ‘white’ mainstream values and practices. The 

author highlighted the hierarchical distance between white employees and Indigenous 

employees in the APS, reflecting the social distance that characterises race relations in the 

wider Australian community (Larkin, 2013, p. 41). Larkin’s (2013) study highlights how a 

trajectory of unequal race relations operates in the public sector on an everyday basis, using in-

depth interviews of both Indigenous and non-Indigenous senior executives, and text-based 

analysis.  

 

Overall, these empirical studies are important as they highlight many important aspects of 

workplace discrimination against Indigenous people. To add to the current knowledge of 

workplace discrimination against Indigenous people, the current study uses a mixed-method 

approach to investigate employer attitude/behaviour, with the aim of producing a 

comprehensive outcome that will be useful to employers and policy makers to increase 

Indigenous employment participation.  

 

2.7 Theoretical Framework 

The purpose of this section is to outline the theories that inform this study of employer 

attitude/behaviour and the role it plays in Indigenous people’s continuing employment 

disadvantage. As explained above, the research on Indigenous employment is dominated by 

supply-side theories, which have failed to explain fully the persistence and breadth of 

Indigenous employment disadvantage, despite numerous policy interventions over several 

decades. While there is some literature (De Plevitz, 2000; Ganter, 2010; Larkin, 2013; Norris, 

1998, 2006) that explains Indigenous employment disadvantage using historical, sociological 

and economic theories, these approaches have failed to explain why the disadvantage persists. 

As a result, an alternative mixed theoretical framework is developed below. The section begins 

with an explanation of each of the four internal labour market theories that explain employer 

attitude/behaviour. Following this, explanations of how the theories guide this study and their 

significance in answering the research questions are presented. 

  

2.7.1 Internal labour market (economic) theories 

Economic discrimination in employment involves wage differences between workers having 

similar productivity (Guryan & Charles, 2013). Arrow (1977) defines economic discrimination 

as the valuation in the marketplace of workers’ personal characteristics unrelated to 
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productivity. Similarly, Aigner and Cain (1977) agree that theories of economic discrimination 

generally assume that workers’ pre-labour market investments and endowments are equal to 

their productivity. Therefore, when workers’ pre-labour investments are low or not known, 

proxies such as their demographic characteristic (e.g., race or gender) are used instead, which 

are not related to productivity and causes discrimination (Robinson & Wunnava,1989). This 

can lead to variations in wages for the same job and in other employment-based decisions. This 

mainly occurs by means of group rather than individual discrimination and is of greater concern 

as it has persisted over time (Cain, 1986). 

 

Whatley and Wright (1994) argue that while empirical studies have always been more open to 

the possibility of discrimination’s persistence over time, theoretical studies have been slower 

to explain the situation. Guryan and Charles (2013) agree that the economic literature on 

discrimination has advanced considerably in the last six decades but has been slow to explain 

why discrimination persists. The debate about the core mechanism by which discrimination 

occurs in the labour market was best described by Becker’s (1957) taste-based discrimination 

theory and Arrow’s (1972) and Phelp’s (1972) statistical discrimination theory. Following this, 

researchers began to focus on empirical literatures documenting the presence of disparities and 

the effects of policies designed to reduce discrimination. For instance, one strand of empirical 

literature on discrimination focused on how policies affected the employment of racial 

minorities, while another explored wage gaps between the majority and the minority groups. 

Both are important to our understanding of disparities in economic well-being. However, they 

do not answer the question as to why economic discrimination still exists (Altonji & Blank, 

1999; Bailey, 2006; Blau & Khan, 1992, 1997; Cain, 1986; Card & Krueger, 1992; Chai, 1998; 

Donohue & Heckman, 1991; Fortin, 2005; Goldin, 1990; Goldin & Katz, 2002; Heckman & 

Payne, 1989; O’Neill, 1990; O’Neill & Polacheck, 1993; Smith & Welch, 1989). 

 

Statistical discrimination theory  

Statistical discrimination theory is based on group identities and how the group identity is used 

to assess performance (Guryan & Charles, 2011). According to researchers, (Arrow, 1972, 

1973; Aigner & Cain, 1977; Borjas & Goldberg, 1978; Phelps, 1972) employers find it 

reasonable to use group identities such as race and gender as they are readily observable 

information and employers believe such information can be used to assess employees’ 

productivity and hence maximise profits. Employers use observable average differences in 

education levels, skills and other attributes between groups to discriminate against all members 



 59 

of a particular group (Tomaskovic-Devey, 2007). Fiske (1998) argues that employers’ cultural 

prejudices and cognitive bias distort their decision making since the mind tends to process 

information in terms of pre-existing cognitive categories (such as race, gender, and age). Arrow 

(1972, 1973), Lundberg and Startz (1997), Norman (2003), and Phelps (1972) all contend that 

the experience of employers over time will cause them to use these observable characteristics 

as proxies for unobservable factors such as passion, sincerity, cooperation and diligence, which 

contribute to productivity differences.  

 

Phelps (1972) explained that statistical discrimination based on accurate group generalisation 

of abilities and human capital investment could be misleading to particular members of that 

group. He argued that traditional indicators of ability are less informative when applied to 

certain minority groups. Therefore, reasonable employers should place less reliance on these 

generalisations and pay the skilled workers more than their unskilled counterparts from the 

same group. Similarly, Cornell (1995) and Cornell and Welch (1996) postulate that even when 

actors believe that underlying group characteristics do not differ, discrimination will occur 

because people cannot distinguish between high- and low-character individuals when they are 

of similar cultural type (Pinkston, 2003). Hence, group identities occlude information about 

individual group members. In this view, discrimination is not generated by racial biases but by 

an inability to differentiate between high achievers and low achievers of the same cultural 

group in an unfamiliar population (Cornell, 1995). Phelps (1972) concludes that the statistical 

theory of discrimination does not explain discrimination; rather, it predicts the average wage 

paid to members of any group that is distinguished by some observable characteristic such as 

sex or race, depending only on the average productivity between group members. Thus, 

discrimination based on group generalisation mitigates the matching problem for productivity 

(Norman, 2003). This theory can be applied to the low occupational status and low income of 

Indigenous Australians compared to their non-Indigenous co-workers, citing lower levels of 

their human capital endowments rather than the rewards received for those endowments (Birch, 

2014; Birch & Marshall, 2018; Daly, 1995; Daly & Hunter, 1999; Hunter, 2006; Hunter & 

Gray, 2001; Hunter & Yap, 2014; Jones, 1993; Junankar & Liu, 2003).  

 

While Phelps (1972) assumed available measures of productivity are ‘harsher’ for minority 

workers, Arrow (1972) showed that statistical discrimination could occur even when there are 

no such unexplained group differences. Arrow (1972, 1973) noted that when employee 

productivity is endogenous, employers’ prejudicial beliefs could be self-fulfilling. McAdams 
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(1995, 2000) extended Arrow’s theory to suggest that group-based discrimination can generally 

be explained as ‘individuals who want to maximize the esteem they receive from others and 

have a selfish reason to contribute to group status through the celebration or the disparagement 

of others’ (p. 109). Like Becker’s (1971) theory, the utility of race discrimination lies in what 

it achieves for the discriminator: in this case, approval, or good opinion. McAdams (2000) 

emphasised that ‘discrimination and racist behaviour generally are processes by which one 

racial group seeks to produce esteem for itself by lowering the status of another group’ (p. 159). 

This theory will be used to explore the training programs provided by the case study 

organisations.    

 

Schelling (1978) argues that using the membership of a group as hiring information has the 

potential to produce more persistent labour market segregation and reinforces belief in racial 

difference. Hence, employers’ beliefs are not challenged by the facts of individual human 

capital. Arrow (1998) adds that social segregation may give rise to labour market segregation 

only if local social networks are used for job referrals. In such circumstances, discrimination 

may not have costs for employers; however, it may actually reward group discrimination if 

social networks are sufficiently impenetrable. This theory is also relevant and will be used in 

the analysis of job referrals when recruiting Indigenous people in the case study organisations. 

 

According to Aigner and Cain (1977), the degree to which employers persist in discriminating 

against groups normally depends on the range of their experience, which can be limited at 

times, causing the deep-seated beliefs of a certain group to be aroused (Norman, 2003). The 

authors explain that this can become a self-confirming prophecy when minority workers are 

unsuccessful because employers believe that compared to the majority group, they are more 

likely to have low skills and invest less in human capital and are often lazy and not motivated 

to work. These beliefs may be based on underlying group characteristics, as mentioned above, 

which employers continue to use as basis for hiring and placing minority workers, which is a 

form of stereotyping (Norman, 2003). Moreover, if employers are going to judge by features 

unrelated to productivity, such as group identity, minority workers may not wish to undertake 

investment such as training and further education required to deliver appropriate work. Hence, 

statistical judgments will be confirmed, as minority workers will not even attempt to prove the 

employers wrong since they will assume, they will be disadvantaged in the labour market 

anyway (Arrow, 1973; Lundberg & Startz, 1983; Phelps, 1972).  
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Similarly, Coate and Loury (1993) have developed a model of how minority workers are 

negatively stereotyped. The authors suggest that most employers tend to negatively stereotype 

minority workers as unreliable and less productive and therefore assign low-status jobs with 

low expected returns to this group. The authors found that such stereotypes resulted in casual 

jobs given to minority workers rather than permanent full-time work, and wage discrimination, 

as employers were unable to assess individual human capital appropriately. Consequently, the 

expected productivity was based on group identities. For example, a study by Sammartino et 

al. (2003), discussed earlier, revealed that Indigenous employment was constrained by 

executive management’s perceptions of Indigenous workers’ human capital – specifically, their 

low education level, low skill level, and poor work commitment. This theory is explored further 

in the analysis of recruitment programs of case study organisations.  

 

Arcidiacono (2003) argued that statistical discrimination could occur at an earlier stage in the 

job search process, through job advertisements. Organisations that practise this type of 

discrimination decrease the chances of a minority person finding a job. To discriminate during 

job search lowers the returns on human capital investment, which is assumed to have taken 

place prior to labour market activity and to be costly. For example, a study by Bertrand and 

Mullainathan (2004) involving applications to 1,300 advertisements for sales, administrative 

support, clerical and customer service type jobs using fake resumes and contact details found 

that employers were 50% more likely to call back applicants with ‘white’ names than ‘black’ 

names. In this study, race does appear to proxy for the unobservable characteristics, and 

employers use imprecise information from controlled resume characteristics to call back 

participants (Becker, 2010). Similarly, Booth et al.’s (2012) racial discrimination study of the 

Australian labour market using fake applications, resumes and contact details with Anglo 

Saxon, Italian, Indigenous Australian, Chinese and Middle-Eastern names. The authors found 

that there was a low call-back rate for Chinese, Middle-Eastern and Indigenous applicants for 

interviews from employers compared to the Anglo-Saxon and Italian groups (Booth et al., 

2012).  

 

Both Bertrand and Mullainathan (2004) and Booth et al. (2012), provide direct evidence of the 

existence of substantial statistical and taste-based discrimination in the labour market. 

According to Aigner and Cain (1977) and Arcidiacono (2003), this can be a self-fulfilling 

prophecy for minority workers, discouraging them from applying for jobs in the future and 

leading them to under-invest in education, training and work skills. Making an effort would be 
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perceived as a waste of time as they were bound to be overlooked by employers (Fugazza, 

2003). Thus, the theory of statistical discrimination is relevant to this study and will be used to 

address the research question regarding how employers approach human capital investment 

when dealing with Indigenous trainees/employees. In addition, the theory will also be used to 

answer the research question concerning the dynamics between employer attitude/behaviour 

and their investment in Indigenous skill acquisition.  

 

Segmented labour market theory 

The current study also considers the relevance of segmented labour market theory (SLM). 

According to Leontaridi (2002), SLM theory emerged from the desire to explain the 

imperfections of the labour market, such as the persistence of urban poverty and unemployment 

in the United States despite the introduction of training programs to increase the human capital 

of disadvantaged workers (Averitt, 1968; Bluestone, 1970; Cain, 1976; Doeringer & Piore, 

1971; Gordon, 1972; Harrison, 1972; Taubman & Wachter, 1986). The most commonly cited 

model of the SLM is Doeringer and Piore’s (1971) dual labour market theory, which holds that 

labour market opportunities and restrictions are crucial in determining an individual’s 

employability. The dual labour market paradigm suggests that the labour market is divided into 

two segments. The primary segment is characterised by ‘high wages, good working conditions, 

employment stability, chances of advancement, equity, and due process in the administration 

of work rules’ (Doeringer & Piore, 1971, p. 165). The secondary segment, on the other hand, 

is characterised by low job security, poor working conditions, low wages, and strong demands 

to be flexible and poor health (Albrecht & Vroman, 1992; Doeringer & Piore, 1971; Piore, 

1986; Quinlan et al., 2001). Minority workers, in general, have low education levels and 

problematic work histories, which makes them less attractive to employers (Giesecke & Gross, 

2003; Leontaridi, 2002). The primary and secondary labour markets can also be described in 

terms of core (primary) and peripheral workers (secondary) see Figure 2.2. 
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Figure 2.2: Core versus peripheral workers. 

Source: Atkinson’s (1984) flexible firm model. 

 

According to Atkinson (1984), core workers are full-time permanent career employees. For 

example, managers, engineers, architects, designers, accountants, financial planners, system 

analysts, quality control staff, and other specialists are often selected first when employers hire 

and tend to hold ongoing employment contracts. They are stable and secure as their 

employment security is won at the cost of accepting functional flexibility (i.e., employees being 

multiskilled and able to work in different functions, roles and responsibilities). This applies 

both in the short term (involving cross-trade workers, reduced demarcation, and multidiscipline 

project teams), as well as the longer term (changing career and retraining). Core workers’ terms 

and conditions of employment are designed to promote functional flexibility, which involves 

single-status conditions and the ‘displacement of rate-for-the-job’ by pay systems that reward 

the acquisition and deployment of new skills as they are partly based on performance 

assessment. In other words, institutional rules are substituted for market processes such as 

paying according to skill. As a consequence, there are few competitive pressures to equalise 

wage differentials. 

 

*Core Group

*Primary Labour 
Market

*Functional 
Flexibility

*1st Peripheral Group

*Secondary Labour 
Market

*Numerical Flexibility

*2nd Peripheral Group

-Short term contracts

-Public subsidy trainees

-Delayed recruitment

-Job Sharing

-Part time/casual 

Self-

Employment 
Sub-Contracting 

Agency 

Temporaries 

Increased 

Outsourcing 



 64 

On the other hand, the first peripheral workers are also full-time employees but enjoy a lower 

level of job security and even less access to career opportunities. They are offered a job and 

not a career, as the jobs are ‘plug-in ones’ and not firm specific (Atkinson, 1986). Examples 

include supervisor, clerk, salesperson, customer service officer, and technician. This segment 

focuses on numerical flexibility (i.e., the quantity of labour to meet the fluctuations in demand) 

and has limited functional flexibility compared to core workers. In contrast, the second 

peripheral workers have less stable working conditions due to being part-time, casual, or 

seasonal employment characteristics (Atkinson, 1984; McLean, Parks, Kidder, & Gallagher, 

1998). These jobs are less skilled, so little training or retraining is needed, lack career prospects 

and build systematisation of job content around a narrow range of tasks. The recruitment 

strategy is directed particularly at minority workers and facilitates easy and rapid numerical 

adjustment to product market uncertainty, such as by recruiting seasonal workers (Atkinson, 

1984).  

 

Furthermore, jobs in the secondary segment of the labour market are outside the administrative 

unit and possess a formal internal structure, many entry pathways, short mobility clusters and 

low-paid work that are not attached to formal promotion lines (Creedy & Whitfield, 1988). 

Therefore, secondary jobs tend to have low pay, little possibility for advancement, poor 

working conditions, high labour turnover, and harsh/arbitrary discipline (Leontaridi, 2002). 

Peripheral workers find it difficult to leave the secondary labour market for the primary, as 

they carry a stigma of being less employable both internally and externally to the current 

organisation and are trapped, severely limiting their mobility such that excess demand 

pressures cannot overcome wage differentials (Berntson, Sverke, & Marklund , 2006).  

 

Dual market theory holds that the primary segment substitutes institutional rules for profit-

maximising processes (Leontaridi, 2002). Employment relations in the primary labour market 

are governed by formal and informal rules set mostly by employers and trade unions, which 

together cover the allocation and pricing of labour (wages). Each job has its own hiring 

requirements, career development structures and promotion opportunities, as well as the 

organisational structure that ties the jobs in the primary segment together (Doeringer & Piore, 

1971, pp. 1–2). The primary segment is managed using administrative rules, such that primary 

workers have privileges not available to secondary segment workers. These privileges include 

development opportunities, in-house training, promotions, and greater job security. Therefore, 

the internal labour market (primary segment) differs from the external labour market 
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(secondary segment) in that the latter is governed directly by economic principles or 

determined by supply and demand (Berntson et al., 2006; Kerr, 1954).  

 

While secondary sector earnings are influenced by supply and demand forces, primary sector 

jobs are insulated from such pressures. Under SLM theory, supply-side explanations regarding 

the workings of the labour market are rejected and replaced by more demand-oriented 

mechanisms. Thus, SLM theory could explain the findings of many Indigenous occupational 

and income studies, as most Indigenous employees are engaged in the secondary labour market, 

and indeed trapped there for the rest of their work life. SLM theory is relevant to answering the 

research question regarding how employers’ approach human capital investment with respect 

to Indigenous trainees/employees.  

 

Institutional discrimination (racism) theory  

Institutional discrimination (racism) – refers to racist attitudes or values which are built into 

the strategies and processes of social institutions to discriminate against, control and oppress 

minority groups (Henry, Houston & Mooney, 2004, p.517).This definition goes back to the 

seminal work of Carmichael and Hamilton (1967), who identified intentional racial prejudice 

as the fundamental motivational factor of institutional racism originating with those in power 

and passed on to unsuspecting personnel to carry out (Henricks, 2016). This view corresponds 

with the definition of Institutional discrimination where the racist attitudes or values are 

motivated by intentional racial prejudice starting with executive management and middle 

management who initiate and approve biased policies and practices before they are  passed 

down to line managers and supervisors to carry out. 

 

According to Carmichael and Hamilton (1967), institutional racism manifests itself directly 

and indirectly through numerous social connections, exchanges and practices that take place at 

various levels (national, regional and local).This perception relates to the definition of 

Institutional discrimination by referring to how racist attitudes and values in institutions 

manifest themselves in obvious and/or subtle manner through various Institutional mediums 

and levels. It involves multiple social actors such as individuals, groups, organisations and the 

state, and often goes unrecognised due to its covert nature (Feagin & Eckberg, 1980). This 

view links to the definition of Institutional discrimination by referring to the contributors of 

racist attitudes and values in institutions and explaining how they deviously intertwine their 

racist attitudes and values in relevant legislation, systems,  policies and practices. 
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Institutional racism is more comprehensive than personal mediated racism or internalised 

racism revealed by the beliefs and acts of individuals (Jones, 2000, 2002). This standpoint 

corresponds with Institutional discrimination by referring to the racist attitudes and values in 

institutional approaches, policies and practices being far-wide reaching then personal mediated 

or internalised racism by miguided individuals. It is embedded in institutions and propagated 

through routine institutional practices that are unsuspecting to administrators (Steinberg, 2007). 

This perception matches the definition of Institutional discrimination by stating that racist 

attitudes and values are embedded into the strategies  and processes of social institutions to 

discriminate against, control and oppress minority groups without the administrators realising 

it. In this view, racism is a conduit to protect a group’s social, political, economic, cultural, and 

psychological position, in a similar way to explicit ideas of bigotry endorsed by individuals 

(Wellman, 1993). This viewpoint extends the definition of Institutional discrimination as a tool 

or a means that the contributors of racist attitudes and values use to protect their groups interest 

and position from the minority others. This view is similar to individual intolerance of those 

that do not belong to their group or race. 

 

Fundamental to the institutional perspective is the point that racism covertly persists through 

the collective actions of the organisation even if the intentions are good (Knowles & Prewitt, 

1969). This standpoint relates to Institutional discrimination by referring to racist attitudes and 

values in institutions that are reflected in the skilful scheming of  strategies, programs and 

practices for minority group members that are only surface deep but not be effective and 

sustainable. Therefore, Jones (2000,p.1212) states that institutional discrimination persists 

through the collective actions of the organisation via ‘inaction in the face of need’. A view, 

which links institutional discrimination to the practice of ‘silo approach’ to minority groups’ 

employment and/or training. For instance, some departments and levels of the organisation do 

not want to commit themselves or are not interested in assisting minority group members when 

there is need to do so as compared to others in the same organisation. When the organisation 

allows the ‘silo approach’ to thrive, the program becomes tokenistic in nature as it is seen to 

be helping minority group members but the approach is not effective nor sustainable as 

everyone is not on board resulting in un-met employment/training targets and the failure of 

employment strategies and programs for minority groups. Hence, institutional racism is 

embedded in the operation of established and respected forces in society, receiving far less 

public condemnation than individual racist acts (Carmichael & Hamilton, 1967) and directly 
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or indirectly reinforcing racial statuses, which often goes unrecognised due to its covert nature 

(Feagin & Eckberg, 1980; Henricks, 2016).  

 

There are critiques of the institutional perspectives, such as Miles (1989), who argues that many 

institutionalists evoke the term wherever racial disparities are present, but they never pinpoint 

the mechanisms that (re)produce them. Thus, the term is loosely applied as a blanket concept 

to anything construed as racist. Furthermore, within the institutional literature, theoretical 

generalisations that infer from descriptive data often lack direct empirical evidence to reveal 

the established actions, practices, and processes that reproduce variables yet stable racial 

hierarchies (Henricks, 2016). Assessing and tackling institutionalised discrimination can be 

very complex (Henricks, 2016). Hence, some scholars (e.g., Cousins & Nieuwenhuysen 1984; 

Hunter, 2004) postulate that labour market discrimination is extremely difficult to identify, 

measure and prosecute. These authors emphasise that not only is it difficult to identify 

discrimination, it is also challenging to measure it empirically because there is no obvious 

variable to proxy for discriminatory behaviour. The failure to pinpoint mechanisms that 

(re)produce racial inequalities leaves room for alternative explanations as to why many 

minority people, including Indigenous Australians, are disadvantaged. A notable contribution 

to the literature on racial inequality was that of Wilson (1978), who argued that the position of 

the ‘black underclass’ (who are at the lower secondary segment) is the result not from ongoing 

racial antagonism but from broader economic and political forces (as cited in Henricks, 2016).  

 

With respect to the subject matter of this thesis, institutional discrimination has been an almost 

constant feature of Australian history, commencing from the British designation of the 

continent as terra nullius through to the stolen generations. Australia’s failure (until the 1967 

federal referendum) to include Aboriginal and Torres Strait Islanders in the national Census 

and the failure of successive federal governments to address ongoing Indigenous employment 

disadvantage are some stark examples (Henry et al., 2004). Therefore, while the suggestion 

that the Australian labour market is institutionally racist may be confronting, several studies 

(Biddle et al., 2013; Bolt, 2001; Crawley & Sinclair, 2003; De Plevitz, 2000; Henry et al., 2004; 

Ganter, 2010; Hunter, 2004; Hunter & Hawke, 2001, 2002; Larkin, 2013; McConachie, 

Hollingsworth, & Pettman, 1988) have highlighted the existence of institutional discrimination 

in Australian institutions and its significance as one of the greatest barriers to improving 

Indigenous participation in the Australian labour market. Even the existing anti-discrimination 

provisions have appeared to have little effect on institutionalised racism in the workplace 
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(Hunter, 2004). For that reason, Biddle et al. (2013) suggest that institutional racism is unlikely 

to be rooted out unless it is fully exposed to public scrutiny, and remedies need to include 

changes to policies and practices that might reduce future incidences of discrimination.  

 

Given the few empirical studies that explore institutional discrimination in Australian 

organisations, the current study is original and significant in that it investigates four 

organisations’ formal and informal Indigenous employment policies and practices, and their 

organisational culture to reveal any mechanisms that (re)produce racial inequalities in the 

workplace. Statistical data are an important source of evidence to demonstrate the presence of 

institutional discrimination as it serves as a ‘red flag’, indicating that institutional 

discrimination exists (Puhl & Brownell, 2001). However, numerical data alone is not sufficient 

to identify the problem, as the organisation may be able to challenge or support the data to 

show a non-discriminatory explanation for the numbers (Henricks, 2016). Analysis of policies 

and practices is also required, given the findings of scholars that policies tend to be designed 

for the majority group without considering minority group differences. For example, Puhl and 

Brownell (2001) found that most policies and practices created privileges for those in a position 

to establish and regulate such policies and practices (as cited in Henricks, 2016), as there is 

room for subjective considerations, differing standards and biases (Stangl, Lloyd, & Brady 

2013). Another example is the lack of Indigenous employees’ voice with respect to workplace 

policies and practices that affect those employees (Hunter & Hawke, 2001, 2002). The current 

study will further investigate this phenomenon. The organisational environment is another 

source of institutional discrimination; for example, marginalising or alienating minority group 

workers (Woodruff, 1976). Institutional discrimination theory is relevant to addressing the 

research question regarding Indigenous employment strategies, policies and practices not being 

sufficient to sustain, let alone increase, Indigenous participation.  
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Taste-based discrimination theory  

Based on Becker’s (1957) early seminal work, taste-based discrimination theory is a personal 

prejudice against association with a particular group. This theory is based on employers’ racial 

preferences of participants in the labour market. As a pioneer of the labour market 

discrimination theory, Becker (1957) explored ways in which individual tastes for 

discrimination by race might link up in a market setting to produce discriminatory outcomes 

for participants (Guryan & Charles, 2013). Becker (1957) argued that the taste-based 

discrimination or racial preferences of three economic agents – employers, coworkers, and 

customers – resulted in economic discrimination in the labour market, such as differences in 

employment experience and earnings. In the current study, only employers are explored in any 

depth; in particular, how employer preferences affect the employment experience of 

Indigenous workers.  

 

According to Guryan and Charles (2011), Becker advanced three versions of taste-based racial 

discrimination by employers. The first proposal suggested that all employers had a taste for 

racial discrimination and were biased against minority workers. ‘White’ employers’ favoured 

‘white’ workers. Hence, employers’ demand for white males (majority group) was greater than 

for black or female workers (minority groups). Milgrom and Oster (1987) added that employers 

not only had a low demand for minority workers but assigned less responsible positions of 

lower status to them, while majority workers were assigned higher status and more responsible 

positions. In such a context, the minority group would receive lower wages than the majority 

group, even if both groups had equal productivity. According to Becker (2010), the wage gap 

increased with employers’ discriminatory tastes as the group discriminated against is paid less 

than their marginal productivity. For example, Ganter’s (2010) and Larkin’s (2013) studies 

found that senior Indigenous employees in the public sector were overlooked for promotion 

and sometimes lacked the opportunities for training and advancement, and as a result they felt 

ineffectual, especially when positions or opportunities were awarded to less experienced non-

Indigenous personnel. 

 

Becker’s second version of taste-based discrimination theory held that a racial taste for 

discrimination among employers could vary, as some employers were fair-minded (non-

discriminatory) and recruited minority workers (Guryan & Charles, 2011). These employers 

had no taste for discrimination. However, Aigner and Cain (1977) argue that those employers 

would pay lower wage rates to minority workers due to the disutility of hiring such workers 
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(Guryan & Charles, 2011). Cain (1986) added that if employers felt a disutility in hiring 

minority workers solely because of workers’ demographic characteristics, then the employers 

might have a taste for discrimination after all. Low salaries given to minority workers is the 

cost of employing non-preferred workers, while high salaries paid to the majority workers is 

the full cost of employing preferred workers. In other words, the taste against the minority 

group, coupled with the bond of association with the majority group, was stronger and of great 

significance to the employer (Fugazza, 2003). The difference in wage rates and wages among 

the majority group and minority group depends on whether the employer emphasises the 

physical benefit of employing a majority worker or the physical cost of employing a minority 

worker. This theory could explain the various Indigenous Australian income studies by Biddle 

(2013), Birch and Marshall (2018), Daly (1995), Howlett et al. (2015), and Hunter and Yap 

(2014), indicating continuous discrimination over several decades in Indigenous workers’ 

earnings compared to non-Indigenous workers.  

 

Becker’s (1971, 2010) third proposal was that individuals (employer or employee) have a taste 

for discrimination and have the willingness to earn lower profits or receive lower wages in 

order to maintain segregation in the workplace (Milgrom & Oster, 1987). Posner’s (1998), 

analysis accords with Becker’s argument in that employers and employees prefer their own 

race or group and hence are willing to pay a price to indulge their taste for discrimination. 

However, Welch (1975) disagrees with Becker (1971), labelling Becker’s theory as a theory of 

segregation and not discrimination, as employers and workers are willing to pay any cost to 

avoid contact with members of a specific group. If economically induced, segregation is 

intermixed with discrimination, which implies a need to understand the different mechanisms 

of individually motivated, collectively enforced and economically induced segregation 

(Guryan & Charles, 2011). This theory is further explored in the employment approach and the 

analysis of workplace environment in the case study organisations.  

 

Fugazza (2003) extends Becker’s (1971) theory and argues that the market environment 

sometimes softens and at other times magnifies the impact of discrimination. For example, the 

discrepancy in wages between equally productive minority workers and majority female 

workers is usually much smaller than the discrepancy between minority and majority male 

workers’ wages. Becker (2010) therefore recommended that some companies specialise in 

employing mainly minority employees or majority women to narrow the wage gap. Further, he 

argued that as long as perfect competition prevails in the labour market, minority workers could 
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leave discriminatory firms dominated by majority males and work for employers in not-for-

profit (NFP) organisations that have no taste for discrimination. Minority workers would be 

given opportunities for employment with little to no wage difference (Norman, 2003).  

 

However, Black and Brainerd (2004) argue that the introduction of imperfections in some 

markets could lead to persistent discrimination, such as the case of uncompetitive labour 

markets characterised by firms having monopsony power to set wage. This allows firms like 

NFP organisations to pay lower, discriminatory wages to their workers. Becker (1993, 2010) 

believed that in the long term, discriminatory practices in the labour market would disappear 

and prejudiced employers would withdraw from the economy despite their initial profits from 

such discriminatory practices, as the nature of firms, the rational choice of employers and 

workers, and the production function of the firms change over time (Chandra, 2000). However, 

many scholars reject this optimistic view, as taste-based discrimination continues to prevail in 

the labour market. The taste-based theory of discrimination is of relevance in addressing the 

research question regarding the relationship between employer attitude/behaviour and 

Indigenous employment experience.  

 

2.8 Conclusion 

Previous studies of Indigenous employment disadvantage have examined either the supply- or 

demand-side factors to explain the continuing employment disadvantage of Indigenous 

Australians. However, most studies focus on supply-side factors and propose dubious reasons 

for the disadvantage via usage of single-method studies and theoretical foundations that are not 

comprehensive and, as a result, disregard deeper systemic problem that (re)produce racial 

inequalities in the workplace. Most scholars ignore relevant demand-side studies partly because 

they rely on factors such as ‘discrimination’, which are difficult to measure. The lack of a 

comprehensive approach to researching discrimination leaves many facts tentative and fails to 

explain ongoing discrimination. This chapter has explored alternative demand-side and 

critiqued internal labour market theories that help form the theoretical framework that 

underpins the current study. The next chapter will describe and justify the methodology used 

in applying this framework.   
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Chapter 3 – Methodology 

 

3.1 Introduction 

This chapter outlines the methodology used in investigating Indigenous employment outcomes 

in the mining and finance/banking sectors. This study is about Indigenous employment and 

examines demand-side factors largely neglected heretofore, including employer preferences. 

Little is known about the demand for Indigenous labour and the relationship of Indigenous 

workers to their employers (Hunter, 2015). An extensive review of the literature has led to the 

following research questions: (1) How do employers’ approach human capital investment when 

dealing with Indigenous trainees/employees? (2) Are existing Indigenous employment 

strategies, programs, and practices sufficient to sustain Indigenous employment? (3) Is there a 

relationship between employer attitude/behaviour and Indigenous skill acquisition? (4) Is there 

a relationship between employer attitude/behaviour and Indigenous employment experience? 

 

This chapter will outline why a mixed-methods approach is best suited to interrogating these 

research questions that cannot be answered using either quantitative or qualitative data alone 

(Creswell, 2015; Gay, Mills, & Airasian, 2009; Phillips, 2008). To understand the issues 

involved, it is necessary to collect mixed-method data that link comprehensive information on 

employers and employees, the latter including a substantial sample of Indigenous workers 

(Hunter, 2015). Following on, it is important to note that the qualitative method is the 

predominant one used in this study as it guides the project, while the quantitative method 

addresses different questions and seeks information from a different level; that is, employees 

(Tashakkori & Teddlie, 1998). Hence, the study gained broader perspectives as a result of using 

the two methods as opposed to using the predominant method alone. 

 

The chapter begins with a discussion of the paradigm guiding this study and the strategies of 

inquiry or procedures/design of the research. Following on from that, the definition of mixed 

methodology and justification for its usage are outlined. The third section presents an outline 

of the data collection methods, including an examination of how issues of validity and 

reliability have been conceptualised in relation to the measurements and quality of the study. 

The chapter concludes with an overview of the ethical considerations underpinning the study, 

the process of gaining cooperation and support from the four case study organisations, and the 

approach to data analysis that was employed. 
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3.2 Research Paradigm 

Stating a knowledge claim means that researchers start a project with certain assumptions about 

how they will learn and what they will learn during their inquiry (Creswell, 2003). These claims 

might be called paradigms (Lincoln & Guba, 2000; Mertens, 1998); philosophical assumptions, 

epistemologies, and ontologies (Crotty, 1998); or broadly conceived research methodologies 

(Neuman, 2000). Paradigm was first described by Kuhn (1970), and as a basic orientation to 

theory and research is an accepted model of pattern or a whole system of thinking. An 

alternative description of the term ‘paradigm’, which defined its role in capturing shared 

beliefs, was later provided by Biklen and Bogdan (1981), who described a paradigm as ‘a loose 

collection of logically related assumptions, concepts or propositions that orient thinking and 

research’ (p. 22). More recently, Neuman (2006) referred to a paradigm as a ‘general organising 

framework for theory and research that includes basic assumptions, key issues, models of 

quality research, and methods for seeking answers’ (p. 81). In addition, Denzin and Lincoln 

(2011) claim that a paradigm is ‘an interpretative framework and that all research is 

interpretative’; it is guided by the researcher’s set of beliefs and feelings about the world and 

how it should be understood and studied (p. 13). In addition, each paradigm makes demands 

on the researcher, including the questions that are asked and the interpretations that are brought 

to them (p. 13). 

 

Creswell and Plano Clark (2011) stress the importance of researchers explicitly stating the 

philosophical foundations and assumptions in terms of their ontological and epistemological 

positions related to a chosen paradigm, as these necessarily affect data collection, analysis and 

presentation of results. Each paradigm takes a different stance on the nature of reality 

(ontology), how we gain knowledge of what we know (epistemology), what values go into it 

(axiology), how we write about it (rhetoric), and the process for studying it (methodology) 

(Cresswell, 1994, 2009; Lincoln & Cuba, 2000). These stances, in turn, shape the way a 

research project is conceptualised and designed. It is therefore important for researchers to be 

explicit about their reflections in regard to paradigmatic choices. 

 

It has been argued that there are four broad paradigms most commonly associated with social 

and behavioural science research: positivism/postpositivism, interpretivism/constructivism, 

advocacy/participatory (transformative), and pragmatism (Creswell, 2003; McKenzie & 

Knipe, 2006). For example, when researchers collected qualitative focus group data, it was 
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often associated with a more constructivist world view of understanding multiple meanings. 

When researchers gathered data on instruments such as surveys, it reflected a reductionist 

perspective associated with postpositivism (Creswell, 2013). Hence, these paradigms became 

known as the western paradigms, that had origins from euro-western philosophies (Scheurich 

& Young, 1997) . 

 

3.2.1 Pragmatic paradigm 

The current study will use the paradigm called pragmatism (i.e., ‘what works’ in practice), as 

it informs both qualitative and quantitative data collection and translates the broad 

philosophical ideas of this position into practice (Creswell, 2015). Pragmatism is derived from 

the Greek word pragma, which means action, and is also the origin of the words practice and 

practical (James, 2000). It represents a set of ideas articulated by many, from historical figures 

referred to as the founding fathers, which included Peirce (1872–73/1886, as cited in 

Hartshorne, Weiss, & Burks, 1931), James (1880), and Mead and Dewey (1880, as cited in 

Scheffler, 1974). Other writers include Rorty (1990), Murphy (1990), Patton (1990), and 

Cherryholmes (1992). There are many forms of pragmatism. For most, knowledge claims arise 

out of actions, situations and consequences rather than antecedent conditions (as in 

postpositivism). Hence, there is a concern with application, ‘what works’ and solutions to 

problems (Patton, 1990). Instead of methods being important, the problem is most important, 

and researchers use all approaches to understand the problem (see Rossman & Wilson, 1985).  

 

According to Cherryholmes (1992), Creswell (2003), and Murphy (1990), pragmatism 

provides a basis for six knowledge claims, which resonates well with the current study. First, 

pragmatism is not committed to any one system of philosophy and reality, so it can draw 

liberally from both the quantitative and the qualitative assumptions throughout the research. 

Second, individual researchers have a freedom of choice. Hence, the current study was free to 

choose the methods, techniques and procedures of research that best met the needs and 

purposes of the study. Third, pragmatism does not see the world as an absolute unity, so it uses 

many approaches to explain ‘how’ and ‘why’, as applied in the current study. Similarly, mixed-

methods researchers look to many approaches to collecting and analysing data, rather than 

subscribing to only one way (either quantitative or qualitative), as adopted in this study. Fourth, 

what works at a particular time is not based on a strict dualism between the mind and a reality 

completely independent of the mind. Therefore, in mixed methods, researchers use both 
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quantitative and qualitative data because they work to provide the best understanding of a 

research problem (Cherryholmes, 1992; Cresswell, 2003; Murphy, 1990).  

 

Fifth, pragmatist researchers look to the ‘what’ and ‘how’ to research based on its intended 

consequences and where they want to go with it. Hence, mixed-method researchers need to 

establish a purpose for the ‘mixing’ – a rationale or the reasons why quantitative and qualitative 

data need to be mixed in the first place. Finally, pragmatists agree that research always occurs 

in social, historical, political and other contexts. In this way, mixed-method studies may include 

a postmodern turn, a theoretical lens that is reflexive of social justice and political aims, as 

performed in this study (Cherryholmes, 1992; Creswell, 2003; Murphy, 1990). Therefore, 

pragmatism focuses on exploring a problem in its social and historical context and on the use 

of multiple relevant forms of data to answer the research questions (Creswell, 2007). In doing 

so, it opens the door to multiple methods, different worldviews, and different assumptions, as 

well as different forms of data collection methods and analysis (Mertens, 2005). One such 

different world view is the Indigenous research paradigm, which is of some relevance to this 

study.  

 

3.2.2 Indigenous Research Paradigm 

According to scholars, Scheurich and Young (1997) the current academic research 

philosophical foundations and methodologies ‘originated from the history, culture, and 

philosophies of Euro-Western thoughts’, that reflect and reinforce ‘western hegemony 

ideology’(p.141). The western, ethnocentric research is influenced by a methodology that is 

culturally remote and often unacceptable to the Indigenous epistemological approach to 

knowledge (Foley, 2003.p.44) and often invalidates Indigenous knowledge, experience, and 

research methods (Chilisa, 2012). Hence, scholars (Budby, 2001b; Chilisa, 2012; Foley, 2003; 

Louis, 2007; Meyer, 1998, 200I; Rigney, 1997; Scheurich & Young, 1997; West, 1998) argue 

that post-colonial Indigenous research philosophies and methodologies should be decolonised. 

This is to promote the co-existence of Indigenous methodologies and Indigenous local 

knowledge systems (Chilisa, 2012), that could benefit Indigenous people and permit 

Indigenous voice in research via Indigenous researchers (Rigney, 1997.p.118). This approach 

is referred to as Indigenous Standpoint theory. 

 

The Indigenous standpoint theory (IST) is an Indigenous philosophy that triangulates  the 

Physical, Human, and Sacred worlds (see West, 1998, Foley, 2003; Louis, 2007; Meyer, 1998, 
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200I; Rigney, 1997), supported by: a) the ‘Japanangka Paradigm’, a conceptual framework or 

a process that enables Indigenous researchers to act within their Indigenous ‘space and place’ 

participating in their Indigenous ontology and epistemological positions (West, 1998.p.2), and 

having b) Indigenist research perspective, which provides an Indigenous researcher 

justification for Indigenous research (Rigney, 1999). Collectively these works enhance each 

other to empower Indigenous communities and to preserve and retain Indigenous knowledge 

(Rigney, 1999). Therefore, it is culturally appropriate that Indigenous Australians speak 

through Indigenous researchers (Rigney, 1997). Foley (2003) expands  Rigney’s ideas by 

highlighting four elements of the Indigenous Standpoint theory: a) First, the IST must be 

flexible and applicable for numerous Indigenous if not all Indigenous nations. Second, the 

research must be emancipatory. Third, the Indigenous research must be conducted by 

Indigenous researchers and supervised by Indigenous supervisors. Lastly, the research must be 

of benefit to the researcher’s community or the wider Indigenous community. 

 

The current study contains some of these elements as it is flexible in the methods employed so 

as to facilitate participation by Indigenous people and it is emancipatory in nature as it produces 

knowledge that will be of benefit to Indigenous people in the areas of training and employment. 

However,the study was conducted by an Indigenous Fijian researcher and supervised by 

scholars that were of Indigenous New Zealand (Maori) descent and experts in the Australian 

and Canadian Indigenous land rights, mining and employment areas. A western standpoint 

paradigm was used as the research context was a western context i.e. the mines and banks.  

 

According to Louis (2007), there is a difference between research done within an Indigenous 

context using western methodologies and research done using Indigenous methodologies, 

which incorporates Indigenous voices. The former applies to the current study as the researcher 

was aware and respectful of the various Indigenous Australian cultural traditions hence, the 

inclusion of the focus group method for Indigenous employees. However, the focus group 

participants spoke out more in the banking context relative to the mining context. This was due 

to the researcher not being able to speak the local language in the mining context, which could 

have encouraged more Indigenous voice especially for those that had difficulty expressing 

themselves in the English language. Therefore, the Indigenous research methodology, which 

incorporates Indigenous voice was not fully exercised in this study. 
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Chilisa (2012) argues that post-colonial Indigenous research methodologies should be 

decolonised to promote the co-existence of Indigenous methodologies and Indigenous local 

knowledge systems that could benefit Indigenous people and permit Indigenous voice in 

research via Indigenous researchers (Rigney, 1997.p.118). Rigney (1999) qualifies this by 

acknowledging that there is no cultural homogeneity among Indigenous Australians and that 

the minds of Indigenous  researchers are not free of colonial internalisation either, or that being 

Indigenous will make the researcher a better representative of Indigenous Australia. However, 

she emphasises that the Indigenous Australian researcher will be more aware and respectful of 

other Indigenous Australian cultural traditions, be able to speak the language, and be 

accountable not only to their institutions but also to their communities.  

 

Louis (2007) disagrees saying that it is imprudent to create methodologies that only apply to 

Indigenous researchers because it provides room for more essentialist arguments such as the 

lack of objectivity where there are many ‘insider’ views. According to the literature (Akan,  

1992; Cajete, 1994, 2000; Ermine, 1995; Crazy Bull, 1997b; Abdullah & Stringer, 1999; 

Bishop, 1999; Semali & Kincheloe, 1999; Smith, 2000; Steinhauer, 2002; Atleo, 2004; Hodge 

& Lester, 2006) Indigenous methodologies are alternative ways of thinking about research 

processes as they are fluid and dynamic approaches that emphasise circular and cyclical 

perspectives. Therefore, according to Louis (2007), the main thing is to ensure that research on 

Indigenous issues is accomplished in a more sympathetic, respectful, and ethically correct 

fashion from an Indigenous perspective and not privilege Indigenous researchers because of 

their Indigeneity. 

  

Foley (2003) supports the need for objectivity in the research by articulating that inexperienced 

Indigenous researchers could easily fall prey to criticism and negative aspects of western 

discourse in Indigenous research and predilection could be a problem if the Indigenous 

researcher is responsible directly to the Indigenous community where cultural and family 

pressures could influence outcomes. Therefore, caution should be applied in the connection 

between an Indigenous researcher and the researched (Indigenous Australians) and the position 

of the researcher in the community as it ‘could determine or subjugate discussion to the 

inexperienced Indigenous researcher’ (p.48).  
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3.3 Justification for Mixed Methodology  

The concept of mixing different methods originated with Cambell and Fiske (1959) when they 

used multiple methods to study the validity of psychological traits. They encouraged others to 

employ their ‘multimethod matrix’ to examine multiple approaches to data collection. This 

prompted others to mix methods, and soon approaches associated with field methods such as 

observations and interviews (qualitative data) were combined with traditional surveys 

(quantitative data) (Sieber, 1973). Recognising that all methods have limitations, researchers 

felt that biases inherent in any single method could neutralise or cancel the biases of other 

methods. Triangulating methods or seeking convergence across qualitative and quantitative 

methods was launched (Jick, 1979). Since the original concept of triangulation, additional 

reasons for mixing different types of data emerged and so did procedures for mixing methods 

(Creswell, 2002). In addition, mixed methods can serve a larger transformative purpose to 

change and advocate for marginalised groups such as women, ethnic/racial minorities, 

members of gay and lesbian communities, people with disabilities, and those who are poor, as 

it recognises that their voices have been absent, misrepresented or marginalised, and includes 

their voices to produce a rigorous study (Mertens, 2003). 

 

Mixed methodology is defined as the collection or analysis of both quantitative and qualitative 

data in a single study in which the data is collected concurrently or sequentially according to 

the priority of the study, and it involves the integration of the data at one or more stages in the 

process of research (Creswell, Plano Clark, Gutmann, & Hanson, 2003, p. 212). It is relatively 

new in the social and behavioural sciences as a distinct research approach (Creswell, 2003) and 

is known as the ‘third methodological movement’, which evolved as a result of discussions and 

controversies and as a pragmatic way of using the strengths of both the quantitative and 

qualitative approaches (Padget, 2003). In the social sciences at large, mixed-methods research 

has become increasingly popular and may be considered a legitimate, stand-alone research 

design (Creswell, 2002, 2003; Greene, Caracelli, & Graham, 1989; Tashakkori & Teddlie, 

1998, 2003). Jick (1979) argues that the use of complementary methods is designed to produce 

more valid results then either method (quantitative or qualitative) alone. Brewer and Hunter 

(1989) and Tashakkori and Teddlie (1998) agree that the inclusion of both quantitative and 

qualitative data enriched their results in ways that one form of data does not allow.  
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Starting from the 1970s, considerable work has been done, largely by economists and 

statisticians using quantitative research methods, to identify the extent of Indigenous 

employment disadvantage. Valuable information has been provided using a quantitative 

approach; however, it does not attempt to offer explanations of the disadvantage and its 

intransigence (Norris, 2006). Quantitative research uses numerical measures to estimate levels 

of Indigenous disadvantage in comparison with other Australians. In doing so, rarely is it asked 

whether such a comparison is valid, especially when the problem is multifaceted. For example, 

quantitative research does not adequately investigate personal stories and meanings, or deeply 

probe the perspectives of individuals as is done in the current study. Therefore, purely 

quantitative data may be misleading in that it fails to take account of some important facets of 

the Indigenous Australians’ disadvantage that could have been better obtained and analysed by 

including mixed-method data. Using only one method may be insufficient because of the 

inherent weaknesses of each approach (Creswell, 2015).  

 

Similarly, qualitative research does not enable us to generalise from a small group of people to 

a large population. It does not precisely measure what people in general feel. Hence, all 

research methods have both strengths and weaknesses, and the combination of the strengths of 

both provides a good rationale for using mixed methods (quantitative research provides an 

opportunity for generalisation and precision; qualitative research offers an in-depth experience 

of individual perspectives). Alternatively, one might consider how the strengths of one form of 

research make up for the weaknesses of the other. This was the core argument advanced for 

the use of mixed methods in early writings (see Rossman & Wilson, 1985).  

 

More specifically, the combination of quantitative and qualitative research enables the 

following: first, to acquire two different perspectives, one drawn from closed-ended response 

data (quantitative) and the other drawn from open-ended personal data (qualitative); second, a 

more comprehensive view is obtained as rich data about the problem is collected and compared 

to either perspective; third, the quantitative data is supported with qualitative information about 

the setting, place, and context of personal experiences; fourth, preliminary exploration is 

conducted with focus group interviews to ensure that instruments, measures and intervention 

(quantitative research) fit the participants and site being studied; and finally, qualitative data 

enhance quantitative research by identifying participants to recruit and interventions to use, 

including carrying out follow-ups to further explain the outcomes. Next, the philosophical 
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tenets or the knowledge claim of the current study is explained as it provides a foundation for 

the inquiry. 

 

3.4 Strategies of Inquiry 

The strategies of inquiry (or traditions of inquiry, Crewell, 1998; or methodologies, Mertens, 

1998) operate at a more applied level and provide specific direction for procedures in a research 

design. According to Creswell (2015), like knowledge claims, strategies of inquiry have 

multiplied over the years due to the introduction of new technologies that enable data analysis 

and the analysis of complex models to become abundant as individuals articulate new 

procedures for conducting social science research. For example, the major strategies of inquiry 

commonly employed in quantitative research are experiments and surveys, while qualitative 

research uses ethnographies, grounded theory, case studies, and phenomenological research as 

its major strategies of inquiry (Creswell, 2015). The current study employs strategies of inquiry 

associated with both the quantitative approach (surveys using questionaires and structured 

interviews for data collection) and the qualitative approach (case studies using open-ended 

interviews, focus group interviews, participatory observations and document analysis) as the 

use of one approach alone is insufficient  (Creswell, 2003) for gaining the understanding of the 

Indigenous employment problem (Biddle, Howlett, Hunter, & Paradies, 2013).  

 

3.4.1 Mixed-method design/procedures 

The mixing of methods has led researchers to develop research designs/procedures for mixed-

method strategies of inquiry, such as sequential designs (explanatory, exploratory and 

transformative) and concurrent designs (triangulation, nested and transformative) that shape 

procedures for research (Creswell, 1994; Creswell, Klassen, Plano Clark, & Smith, 2010; 

Tashakkori & Teddlie, 2003) as they are driven by the research questions and the aims of the 

research (Creswell et al., 2010). For example, the results from one method can help develop or 

inform the other method, which is called sequential procedure (Greene, Caracelli, & Graham, 

1989). Alternatively, one method can be nested within another method to provide insight into 

various levels or units of analysis, known as the concurrent procedure (Tashakkori & Teddlie, 

1998).  
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Concurrent design/procedure 

The current study uses a concurrent design to converge the quantitative and qualitative data in 

order to provide a comprehensive analysis of the research problem (Creswell, 2003). In this 

design, the investigator collects both forms of data at the same time during the study and then 

integrates the information in the interpretation of the overall results in an attempt to confirm, 

cross-validate, or corroborate findings within a single study (Green et al., 1989; Morgan, 1998; 

Steckler, McLeroy, Goodman, Bird, & McCormick, 1992). This model uses separate 

quantitative and qualitative methods as a means to offset the weaknesses inherent within one 

method with the strengths of the other method (Creswell, 2003). Ideally, the priority would be 

equal between the two methods. However, in practical application, priority may be given to 

either the quantitative or the qualitative approach.  

 

According to Creswell (2003), the embedded or transformative procedures in the concurrent 

design is when the researcher uses a theoretical lens as an overarching perspective within a 

design that contains both quantitative and qualitative data. This lens provides a framework for 

topics of interest, methods for collecting data, and outcomes or changes anticipated by the 

study. Within this lens could be a data collection method that involves a sequential or a 

concurrent approach (Creswell, 2003). In addition, the researcher nests one form of data within 

another, larger data collection procedure to analyse different questions or levels of units in an 

organisation (Creswell, 2007).  

 

Concurrent nested procedure 

The current study uses the concurrent nested procedure, as the predominant method is the 

qualitative method that will guide the project and the quantitative method is the embedded 

method. The concurrent nested procedure can be identified by its use of one data collection 

phase, during which both quantitative and qualitative data are collected simultaneously. Unlike 

the traditional concurrent triangulation model, a nested approach has a predominant method 

that guides the project and another method (with less priority) is embedded or nested within 

the predominant method (Creswell, 2003). The nesting may mean that the embedded method 

addresses a different question than the dominant method or seeks information from different 

levels (Tashakkori & Teddlie, 1998). This strategy may or may not have a guiding theoretical 

perspective (Creswell, 2015).  
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The concurrent nested model may be used to serve a variety of purposes (Creswell, 2003). 

Often, the model is used so that the researcher can gain broader perspectives by using the 

different methods as opposed to using the predominant method alone. For example, Morse 

(1991) noted that a primarily qualitative design could embed some quantitative data to enrich 

the description of the sample participants. Likewise, she described how qualitative data could 

be used to describe an aspect of a quantitative study that cannot be quantified. Further, a 

concurrent nested model may be employed when a researcher chooses to utilise different 

methods to study diverse groups or levels. For instance, if an organisation is being studied, then 

employees could be studied quantitatively using surveys, managers could be interviewed 

qualitatively, and entire divisions could be analysed with qualitative data such as participatory 

observations (Creswell, Plano Clark, Gutmann, & Hanson, 2003). 

 

The current study uses the qualitative method via interviews with management and some 

Indigenous employees, focus group interviews with Indigenous employees, participatory 

observation of the interactions between managers/supervisors and Indigenous employees, and 

text analysis of relevant Indigenous employment policies, programs and practices. Second, the 

study uses the quantitative method via surveys with all employees to obtain employee 

perceptions regarding job and role characteristics, leadership characteristics, work-group 

characteristics, subsystems and organisational level characteristics (Jones & James, 1979). The 

data collected from the two methods were mixed during the analysis phase of the project. Both 

the qualitative and quantitative methods were guided by a conceptual framework and a 

theoretical perspective. A challenge in using both approaches is that it requires greater effort 

and expertise to adequately study the phenomenon with two separate methods. It can also be 

difficult to compare the results of two analyses using data of different forms (Baxter & Jack, 

2008).  

 

3.5 Data Collection and Analysis Methods 

The next major element that goes into a research approach is the specific methods of data 

collection and analysis. According to Creswell (2003), it is useful to consider the full range of 

possibilities for data collection in any study, and to organise these methods by their degree of 

predetermined nature, their use of closed-ended versus open-ended questioning and their focus 

on numeric versus non-numeric data analysis. Therefore, this section is divided into two parts: 
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the first part is the qualitative method, as it is the predominant method in the current study, and 

the second part is the quantitative method as the embedded method in the study.  

 

3.5.1 Qualitative approach 

The qualitative portion reports on the data collection methods employed in the current study. 

The primary focus of the qualitative approach was to interrogate the demand-side explanations 

of Indigenous disadvantage by investigating management’s attitude/behaviour towards 

Indigenous employees in the four case-study organisations (two mines and two banks). This 

approach examined the first two qualitative research questions. The qualitative methods 

consisted of a combination of open-ended interviews, focus group interviews, documentation 

analysis and participatory/observation. These methods advanced the investigation with 

minimum interventions of the study setting, and hence allowed the qualitative data to reveal 

itself, as the emphasis was on discovering emergent findings. The theoretical framework 

(labour market discrimination theories) driving the qualitative method, and discussed in 

Chapter 2 – Literature Review, was based on the assumption that employer’s discriminatory 

attitude/behaviour and decision making affected Indigenous employees’ labour market 

outcomes. The research design/procedure mentioned above (i.e., concurrent nested procedure) 

established the boundary, focus, and organisation of data collection methods in the qualitative 

approach. In addition, the qualitative approach can be characterised as case studies research 

(Stake, 1995), as it explored in depth the Indigenous employment programs, policies and 

practices of four private organisations. This qualitative case study is an approach to research 

that facilitates exploration of a phenomenon within its context using a variety of data sources 

(Baxter & Jack, 2008). 

 

Case studies 

According to Stake (1995), case studies are bounded by time and activity, hence researchers 

need to collect detailed information using a variety of data collection procedures. Baxter and 

Jack (2008) add that researchers are provided opportunities to explore or describe a 

phenomenon in context, using a variety of data sources. Hence, it allows the researcher to 

explore individuals or organisations, simply through complex interventions, relationships, 

communities or programs (Yin, 2003), and supports the deconstruction and the subsequent 

reconstruction of various phenomena. Since the curent study consists of rigorous qualitative 

case studies, this approach is valuable for developing a theory, evaluating programs, and 

developing interventions because of its flexibility and rigour (Yin, 2003). 
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In discussing the philosophical underpinning of the case study method, both Stake (1995) and 

Yin (2003) base their approach on a constructivist paradigm, where constructivists claim that 

truth is relative and that it is dependent on one’s perspective. This paradigm ‘recognises the 

importance of the subjective human creation of meaning but does not reject outright some 

notion of objectivity. Pluralism, not relativism, is stressed, with a focus on the circular dynamic 

tension of subject and object (Miller & Crabtree, 1999, p. 10). Constructivism is built upon the 

premise of a social construction of reality (Searle, 1995). One of the advantages of this 

approach is the close collaboration between the researcher and the participant, while enabling 

participants to tell their stories (Miller & Crabtree, 1999). Through these stories, the 

participants can describe their views of reality, and this enables the researcher to better 

understand the participants’ actions (Lather, 1992; Robottom & Hart, 1993). Further, the case 

study approach ensures that the issue is not explored through one lens, but rather a variety of 

lenses that allow for multiple facets of the phenomenon to be revealed and understood (Baxter 

& Jack, 2008). There are two key approaches that guide case study methodology; one proposed 

by Stake (1995) and the second by Yin (2003, 2006). Both seek to ensure that the topic of 

interest is well explored, and that the essence of the phenomenon is revealed, but the methods 

that they each employ are quite different (see Hancock & Algozzine, 2006). However, due to 

the scope of this study, Yin’s (2003) approach is adopted.  

 

Considering the focus of the current study is to address Indigenous Australian employment 

disadvantage, the question that is asked is ‘how’ and ‘why’ the issue persists. According to Yin 

(2003), a case study design should be considered if the following is required: (a) the focus of 

the study is to answer ‘how’ and ‘why’ questions, (b) the researcher cannot manipulate the 

behaviour of those involved in the study, (c) the researcher wants to cover contextual conditions 

because of their relevance to the phenomenon under study, or (d) the boundaries are not clear 

between the phenomenon and context.  

 

Therefore, in the current study of employer attitude/behaviour towards Indigenous employees, 

the researcher sought to find out the factors that influenced employer attitude/behaviour and 

the outcome it had on Indigenous employment by using case studies. Hence, the purpose of the 

case studies were intended to add depth and breadth to the examination of the dynamics 

between management or employer representatives and Indigenous employees. It is important 

to note that the cases could not be considered without the context (mining and the 
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finance/banking sectors), and more specifically, their remote and urban settings. It was in these 

settings that the employer attitude/behaviour were developed and utilised. In addition, it would 

have been impossible for the current study to have a true picture of employer attitude/behaviour 

towards Indigenous employees without considering the contexts within which they occurred.  

 

While considering what the research question(s) would be, the researcher considered what the 

case is about in order to determine the unit of analysis. The case is defined by Miles and 

Huberman (1994) as, ‘a phenomenon of some sort occurring in a bounded context which in 

effect, is the unit of analysis’ (p. 25). Hence, in the current study, there are two cases (units of 

analysis), that is, the employer attitude/behaviour reflected in the Indigenous employment 

policy/program and practices in four organisations and their differences, and the individual 

experience of Indigenous employees, to help determine the case.  

 

The first case would entail the analysis of the policies, program and practices regarding 

Indigenous employment in these organisations. The second case would focus on the analysis 

of individuals or the experiences of Indigenous employees. What is examined has shifted in 

these cases; hence, the study placed boundaries to prevent the topic being too broad or the topic 

having too many objectives for one study (Stake, 1995; Yin, 2003). Such boundaries include 

time and activity (Stake, 1995), definition and context (Miles & Huberman, 1994), and time 

and place (Creswell, 2003). Binding the case will ensure that the current study remains 

reasonable in scope. Further, the boundaries indicate what will and will not be studied in the 

scope of the research project. The establishment of boundaries in a qualitative case study design 

is like the development of inclusion and exclusion criteria for sample selection in a quantitative 

study (Stake, 1995; Yin, 2003). The difference is that these boundaries also indicate the breadth 

and depth of the study and not simply the sample to be included (Yin, 2003).  

 

Multiple case studies 

After determining how the research question is best answered using a qualitative case study 

and the case and its boundaries were determined, the researcher is to consider what type of case 

study will be conducted (Yin, 2003). The selection of a specific type of case study design will 

be guided by the overall study purpose (Yin, 2003; Stake, 1995). For example, a case study 

design can either describe a case, explore a case, or compare between a variety of case studies. 

Therefore, Yin (2003) categorises case studies as explanatory, exploratory, or descriptive. He 
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also differentiates between single, holistic case studies, and multiple-case studies. On the other 

hand, Stake (1995) identifies case studies as intrinsic, instrumental, or collective.  

 

According to Yin (2003), if a study contains more than a particular case, then a multiple-case 

study is required. In a multiple case study, several cases are examined to understand the 

similarities and differences between the cases. Yin (2003) describes how multiple case studies 

can be used to either, ‘(a) predict similar results (a literal replication) or (b) predict contrasting 

results but for predictable reasons (a theoretical replication)’ (p. 47). This type of design has 

its advantages and disadvantages. While the evidence created from this type of design is 

considered robust and reliable, it can also be extremely time consuming and expensive to 

conduct. 

 

The current study uses a multiple case study to enable the researcher to explore differences 

within and between the four cases (Yin, 2003). The goal is to either predict comparable results 

across cases or predict contrasting results based on a theory (Yin, 2003). Since comparisons 

will be drawn, it is imperative that the cases are chosen carefully. Hence, in doing so, two 

sectors were chosen due to the stark difference in the context of the cases regarding Indigenous 

employment. The mining sector had high concentration of Indigenous employees due to the 

mines’ obligations under traditional owners’ land-use agreements, while the finance/banking 

sector had been attempting to engage many Indigenous workers, albeit often in traineeships, as 

part of a strong implementation of a diversity policy and RAPs. For the mining sector, two 

mining organisations were chosen: the first organisation is located in a remote area of the 

Northern Territory, and the second organisation is in a remote area of Western Australia. In 

contrast, both the finance/banking organisations chosen have head offices in the metropolitan 

areas of Victoria and South Australia, with branches located across the states and territories of 

Australia. 

 

Propositions and issues 

Once the case has been determined and the boundaries placed on the case, it is important to 

consider the additional components required for designing and implementing a rigorous case 

study. These include: (a) propositions (which may or may not be present; Miles & Huberman, 

1994; Yin, 2003); (b) the application of a conceptual framework (Miles & Huberman, 1994); 

(c) development of the research questions (generally ‘how’ and/or ‘why’ questions); (d) the 

logic linking data to propositions; and (e) the criteria for interpreting findings (Yin, 2003). In 
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the qualitative case study approaches, Yin (2003) uses ‘propositions’ to guide the research 

process, while Stake (1995) applies what he terms ‘issues. Stake states that, ‘issues are not 

simple and clean, but intricately wired to political, social, historical, and especially personal 

contexts which are important in studying cases’ (p. 17). 

 

Propositions are helpful in any case study, but they are not always present, and according to 

Yin (2003), when a case study proposal includes specific propositions, it increases the 

likelihood that the researcher will be able to place limits on the scope of the study and increase 

the feasibility of completing the project. Hence, the more a study contains specific propositions, 

the more it will stay within feasible limits. The propositions used in the current study were 

obtained from the relevant literature of Indigenous employment disadvantage, the researcher’s 

personal/professional experience in the field, and theories and/or generalisations based on 

empirical data. These seven propositions were history/culture, political, educational, economic, 

social, organisational, and personal contexts, and were used to guide the current study with 

distinct focus and purpose, as shown in Figure 3.1.  

 

 

 

 

 

 

Figure 3.1: Propositions that guided the current study. 
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According to Stake (1995) and Baxter (2000) the researcher can have several propositions to 

guide the study, but each must have a distinct focus and purpose that would guide the data 

collection and discussion and determine the direction and scope of the study. Together, the 

propositions form the foundation for a conceptual structure/framework (Miles & Huberman, 

1994; Stake, 1995). Hence, the seven propositions (history/culture, political, educational, 

economic, social, organisational, and personal contexts) later guide the data collection and 

discussion of the findings in terms of linking them to the data (Miles & Huberman, 1994; Stake, 

1995). A good example of propositions is provided by the quantitative study, where the 

hypotheses are used to foreshadow possible outcomes of the current research study. Both Yin 

(2003) and Stake (1995) suggest that propositions and issues are necessary elements in case 

study research in that both lead to the development of a conceptual framework that is linked 

explicitly to the choice of methods.  

 

Conceptual framework – choice of methods 

As discussed above, both Stake (1995) and Yin (2003) refer to conceptual frameworks but fail 

to fully describe them or provide a model of a conceptual framework for reference (Baxter & 

Rideout, 2006). One resource that provides examples of conceptual frameworks is Miles and 

Huberman (1994). These authors note that the conceptual framework serves several purposes: 

(a) identifying who will and will not be included in the study; (b) describing what relationships 

may be present, based on logic, theory and/or experience; and (c) providing the researcher with 

the opportunity to gather general constructs into intellectual ‘bins’ (Miles & Huberman, p. 18). 

The conceptual framework serves as an anchor for the study and is referred to at the stage of 

data analysis. For example, the conceptual framework for the current study is shown in Table 

3.1 as an initial framework to explore employer attitude/behaviour towards Indigenous 

employees. The framework is based on initial context/themes obtained from the literature and 

my personal and professional experiences that guide the choice of methods to be used. The 

major constructs are proposed in the following manner. 

 

 

 

 

 

 



 89 

Table 3.1: Conceptual Framework Linked to the Choice of Methods in the Current 

Study 

Context Initial themes Elements Target/source of 

information 

Method 

History/cultural 

context 

Cultural 

knowledge and 

understanding 

*Cultural Awareness Training 

for Employees 

*Leaders Cultural Awareness 

Training 

*Internal or external 

trainers 

*Non-Indigenous 

employees 

*Leaders 

   

*Interviews  

*Participatory/Observat

ion 

 

Political context National 

Indigenous 

employment 

policies and 

programs 

*Reconciliation Action Plan 

(RAP) 

*Types of National 

Indigenous employment 

policies, programs, practices  

*Management 

*National employment 

policies/programs 

*Interviews 

*Documentary analysis  

Educational 

context 

(1) Pre-

employment 

Training 

 

(2) Education 

and skill levels 

*Education levels /Skill types 

and gaps 

*Literacy/Numeracy 

programs and issues 

*Apprenticeship/Traineeship 

 

*Internal trainers 

*Indigenous trainees/ 

employees 

*All employees 

*Management 

*Interviews 

*Survey 

*Focus Group 

 

Economical 

context 

Trends in 

employment 

  

 

* Occupation types 

* Income 

*HR Department 

*Management 

*Indigenous employees 

 

*Interviews 

*Focus Group  

*Surveys 

Social context  Family and 

community 

challenges 

*Pastoral Care  

*Cultural mentoring 

* Community assistance 

*Management  

*HR Department 

*Indigenous employees 

*Interviews 

*Focus Group 

 

Organisational/ 

personal context 

Indigenous 

Employment 

Strategy 

* Recruitment/Selection 

* Training & Development 

*Mentoring 

*Retention 

*Management 

* HR Department 

*Internal trainers 

*Training 

manuals/policies 

*Employment Policies 

and practices 

*Indigenous employees 

*Interviews 

*Text analysis 

*Participatory/ 

Observation 

* Focus Group 

*Survey 

Personal 

Context 

 

Employment 

experience 

*Work and Work conditions 

*Leadership style  

* Motivation to work 

*Employment Related Issues 

 

* Indigenous 

trainees/employees 

*Interviews 

*Focus Group 

*Survey 

 

It is important to note that the framework does not display relationships between the constructs. 

This framework continued to develop as the study progressed and the relationships between 

the proposed constructs emerged as data were analysed. A final conceptual framework will 

include all the themes that emerged from data analysis. Yin (2003) suggests that returning to 

the propositions that initially formed the conceptual framework ensures that the analysis is 

reasonable in scope and that it also provides structure for reporting research findings (2003). 

Further, according to Baxter and Jack (2008), one of the drawbacks of a conceptual framework 

is that it may limit the inductive approach when exploring a phenomenon. Therefore, to 

safeguard against becoming deductive in the current study, I continued to journal my thoughts 

throughout the process of data collection and regularly checked with my supervisors and other 

researchers to ensure that my thinking was not too framework-driven. 
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Rationale for the sample 

Decisions regarding the sampling frame needed to consider the characteristics of the industries 

as well as the aims of the research. The mining and banking sectors were chosen to examine 

employer attitude/behaviour towards Indigenous employees in high- and low-Indigenous 

employment sectors. Of the eight mines and eight banks initially contacted, two mines and two 

banks gave their formal written approvals to conduct research on their management and 

employees. This did not constitute a problem, as four case studies constituted the maximum 

that could be undertaken in the context of doctoral research.  

 

Furthermore, as an Indigenous Fijian woman and a human resource practitioner living in 

Australia, I wanted to contribute to my fellow Indigenous Australian family via an 

emancipatory study that would be of benefit to them in the areas of training and employment. 

My curiosity regarding the employment gap led me to read widely on the subject, wanting to 

know more about the cause(s) of the gap and possible solution(s) to narrow the gap in 

employment. Hence, I started to work on this topic. The four organisations who agreed to 

participate in the research did so on the basis that my thesis would contain  recommendations 

regarding their current Indigenous training and employment strategies, which would assist 

them in achieving their Indigenous participation quotas/targets. 

 

Sampling in a convergent design 

According to Everett and Atchison (2008), researchers need to ask themselves what they want 

to accomplish and what they want to know, and the appropriate sampling strategy will follow. 

The qualitative approach in the current study employs purposeful sampling, as the researcher 

strategically chose who to target (i.e., management and Indigenous employees), where (mines 

and banks), and how (via interviews, focus groups, documentation and 

participatory/observation) to conduct the research. This choice of purposeful sample is tied to 

the aims of the research and the context in which the research is conducted. Purposive sampling 

enables the researcher to focus on case study analysis by examining why employer 

attitude/behaviour to Indigenous employees is different from non-Indigenous employees, and 

the processes by which these employer attitude/behaviours are constructed and the role they 

play in dynamic processes within the organisation.  

 

The unit of analysis is different for each approach in the current study, to compare different 

perspectives. For example, management representatives, Indigenous employees, Indigenous 
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employment policies/programs and records were the unit of analysis for the qualitative 

approach, while employees only (both Indigenous and non-Indigenous) were the unit of 

analysis for the quantitative approach. Appendix A contains a copy of the information sheet 

distributed to the respondents of the study. The sample sizes were also different for the 

qualitative and the quantitative approaches. The qualitative approach has a small sample size 

in order to build individual perspectives, while the quantitative approach has a larger sample 

size so that the results can be generalised from the sample to a population (Creswell, 2015).  

 

Data sources/bases 

A hallmark of case study research is the use of multiple data sources, a strategy that also 

enhances data credibility (Patton, 1990; Yin, 2003). The current study used various data 

sources, including documentation, individual interviews, focus group interviews, surveys, 

direct observations, and participant-observation. According to Yin (2003), in case studies, data 

from multiple sources are then converged in the analysis process rather than handled 

individually. Each data source is one piece of the ‘puzzle’, with each piece contributing to the 

researcher’s understanding of the whole phenomenon. Therefore, this convergence adds 

strength to the findings as the various strands of data are braided together to promote a greater 

understanding of the case.  

 

Although the opportunity to gather data from various sources is extremely attractive because 

of the rigor that can be associated with this approach, there are dangers (Baxter & Jack, 2008). 

One of them is the collection of overwhelming amounts of data that require management and 

analysis. Often, researchers find themselves ‘lost’ in the data (Baxter & Jack, 2008). In order 

to bring some order to the data collection, a computerised database is often necessary to 

organise and manage the voluminous amount of data. Hence, the current study used the Nvivo 

10/11 software program to upload raw data, organise data via coding, categorise data into 

various nodes, and save all analysed data from each of the four case studies. 

 

Both Yin (2003) and Stake (1995) recognise the importance of effectively organising data. 

They emphasised that the advantage of using a database to accomplish this task is that raw data 

are available for independent inspection. Using a database improves the reliability of the case 

study as it enables the researcher to track and organise data sources, including notes, key 

documents, tabular materials, narratives, photographs, and audio files, which can be stored in 

a database for easy retrieval later. The Nvivo 10/11 software program provides unlimited 
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‘nodes’ into which data can be collected and then organised. In addition to the creation of 

nodes, the program facilitated the recording of source detail, the time and date of the data 

collection, storage, and search capabilities. These are all important when developing a case 

study database (Wickham & Woods, 2005).  

 

Data analysis 

As in any qualitative study, data collection and analysis occur concurrently. The type of 

analysis engaged in will depend on the type of case study (Baxter & Jack, 2008). According to 

Yin (2003) there are five techniques of analysis: pattern matching, linking data to propositions, 

explanation building, time-series analysis, logic models, and cross-case synthesis. In contrast, 

Stake (1995) describes categorical aggregation and direct interpretation as types of analysis. 

For the scope of the current study, the linking data to proposition technique was used, with 

cross-case synthesis to further understand the phenomenon in each case.  

 

Yin (2003) notes that one important practice during the analysis phase of any case study is the 

return to the propositions, and there are several reasons for this. First, this practice leads to a 

focused analysis when the temptation is to analyse data that are outside the scope of the research 

questions. Second, exploring rival propositions is an attempt to provide an alternate explanation 

of a phenomenon. Third, by engaging in this iterative process, the confidence in the findings is 

increased as propositions and rival propositions are addressed and accepted or rejected. 

According to Baxter and Jack (2008), one danger associated with the analysis phase is that each 

data source could be treated independently, and the findings reported separately. However, this 

is not the purpose of a case study and was not done in the current study. Rather, the researcher 

ensured that the data were converged to understand the overall case. This was done by 

continuously checking with the supervisors, who provided feedback on how to integrate the 

data sources to answer the research questions. 

 

After the data analysis phase, the researcher describes the context within which the 

phenomenon is occurring, as well as the phenomenon itself. This enables the researcher to 

answer ‘how’ and ‘why’ type questions, while taking into consideration how a phenomenon is 

influenced by the context within which it is situated. According to Baxter and Jack (2008), 

some suggested ways to write the findings are by telling the reader a story, by providing a 

chronological report, or by addressing each proposition. Yin (2003) suggests six methods for 

reporting a case study, which include linear, comparative, chronological, theory building, 
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suspense, and unsequenced (refer to Yin, 2003 for full descriptions of each). Therefore, to 

understand the analysed data or findings in the current study, the findings were compared 

across the four cases (organisations) and what could be found in published literature in order 

to situate the new data into pre-existing knowledge (Baxter & Jack, 2008).  

 

Issues of validity and reliability 

Numerous frameworks have been developed to evaluate the rigour or assess the trustworthiness 

of qualitative data (e.g., Guba, 1981; Lincoln & Guba, 1985), and strategies for establishing 

credibility, transferability, dependability, and confirmability have been extensively written 

about (e.g., Krefting, 1991; Sandelowski, 1986, 1993). General guidelines for critically 

appraising qualitative research have also been published (e.g., Forchuk & Roberts, 1993; Mays 

& Pope, 2000). Case study research design principles lend themselves to including numerous 

strategies that promote data credibility or ‘truth value’. Triangulation of data sources, data types 

and researchers are a primary strategy that can be used and would support the principle in case 

study research that the phenomena be viewed and explored from multiple perspectives. The 

collection and comparison of this data enhances data quality, based on the principles of idea 

convergence and the confirmation of findings (Knafl & Breitmayer, 1989).  

 

According to Baxter and Jack (2008), there are several basic elements to the case study design 

that can be integrated to enhance overall study quality or trustworthiness. Researchers using 

this method will want to ensure enough detail is provided so that readers can assess the validity 

or credibility of the work. To achieve this, the researcher in the current study ensured the 

following. First, the case study research question was clearly written, propositions were 

provided, and the questions substantiated. Second, case study design was appropriate for the 

research questions. Third, purposeful sampling strategies appropriate for case studies were 

applied. Fourth, data were collected and managed systematically. Finally, the data were 

analysed correctly (Russell, Gregory, Ploeg, DiCenso, & Guyatt, 2005). 

 

Conclusion 

Case study research is more than simply conducting research on a single individual or situation. 

This approach has the potential to deal with simple through to complex situations. It enables 

the researcher to answer ‘how’ and ‘why’ type questions, while taking into consideration how 

a phenomenon is influenced by the context within which it is situated. A case study is an 
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excellent opportunity to gain deeper insights into an issue. It enables the researcher to gather 

data from a variety of sources and to converge the data to illuminate the case. 

 

3.5.2 Quantitative approach 

The second part of the data collection method is the quantitative approach, which investigates 

the relationship between the seven constructs used in the proposed model of employee 

perception on employer attitude/behaviour outcome. The seven constructs include: (1) 

Professional and organisational esprit; (2) Leader facilitation and support; (3) Work-group 

cooperation and friendliness; (4) Organisation, policies and practices; (5) Role conflict and 

ambiguity; (6) Employee training and development; (7) Likelihood of leaving. The purpose of 

the quantitative study was to test specific hypotheses and to use a combination of descriptive 

and exploratory statistics to investigate the relationship between the various constructs used in 

the proposed model of employee perception on employer attitude/behaviour outcome. The 

paradigm of this approach was postpostivism, as it holds a deterministic philosophy in which 

causes probably determines effects or outcomes. Thus, the problems examined in the current 

study reflect the need to identify and assess the causes (employer attitude/behaviour) that 

influence outcomes (Indigenous employment disadvantage). 

 

The strategy of inquiry was a concurrent nested procedure, which embedded the quantitative 

approach that involved a non-experimental design of survey research. The data collection 

instrument was a cross-sectional, self-administered questionnaire.  

 

This section will first discuss the sampling technique along with the type of participants. 

Second, the data collection techniques and research procedures are outlined, including the 

details of the model constructs and the questionnaire instruments. Third, the section discusses 

the literature on the different measurement techniques used for each of the constructs in the 

proposed model. Fourth, an explanation of the data analysis procedures employed is presented. 

Finally, ethical considerations are discussed. 

 

Sampling issues 

It was initially intended that the survey be conducted in all four organisations. However, 

gaining the cooperation to conduct the survey with employees of Mine 2 (Rio Tinto Iron Ore) 

and Bank 2 (Bendigo and Adelaide Bank) was not possible due to internal organisational 

factors. Hence the survey was only conducted at Mine 1 (GEMCO) and Bank 1 (ANZ), with 
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employees (both Indigenous and non-Indigenous) who were randomly selected to represent the 

population of employees. All employees in departments or business units chosen by the 

researcher that had Indigenous people were provided with information sheets about the 

research and requested their voluntary participation. Once the employees approved and signed 

the information sheet, they were provided paper surveys (for those who did not have access to 

computers) or a link via email to access online surveys (for those who had access to computers).  

 

The researcher was available on most sites to clarify survey questions and assist Indigenous 

trainees/employees in completing the questionnaire as some respondents found it difficult to 

understand questions and write responses due to low literacy and numeracy levels and other 

cultural related reasons. According to  the literature (Campa, 1979; Howard, Samet, Buechley, 

Schrag & Key, 1983; Maar, Lightfoot, Sutherland, Strasser, Wilson, Lidstone-Jones, Beaudin, 

Daybutch, Dokis, Lesage, Raymond and Williamson, 2011), Indigenous people are not text-

responsive as their cultures are generally oral and they respond differently to surveys, resulting 

in particular in low response rates compared to non-Indigenous people. Some authors 

emphasise that the survey method is not culturally appropriate as it does not reflect respect for 

Indigenous traditions, while others (Maar, Sutherland, McGregor, 2007) perceive it as as an 

extension of mainstream colonialism relative to interviews and focus groups or informal 

conversation (yarns).   

  

GEMCO is operated by South32 and is located on Groote Eylandt in the Gulf of Carpentaria, 

a remote region in the Northern Territory. GEMCO is a manganese open-cut, strip-mining 

operation with a workforce of approximately 700 employees. Formal written approval was 

obtained from the Acting Head of Community and Sustainability to conduct research on 

GEMCO’s employees and management representatives. On the other hand, the Australia and 

New Zealand Bank (ANZ) is located in the metropolitan areas of all the states and territories 

of Australia, with branches spread across the regional and remote areas. It has a total workforce 

of 20,904 employees in Australia. Formal written approval was also obtained from the Chief 

Executive Officer to conduct research on ANZ’s employees and management representatives. 

 

The quantitative approach employs a random sample. Random samples ensure that each 

member of the sample unit carries an equal opportunity of being chosen as part of the sampling 

process (Lavrakas, 2008). The researcher strategically chose only departments that had 

Indigenous employees as samples rather than the total workforce in the organisation. In these 
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departments or business units, the unit of analysis was both the Indigenous and non-Indigenous 

employees. The choice of random sample is tied to a separate set of research questions that 

examines relationships between employers and employees. According to Campbell and Stanley 

(1963), the non-experimental design is a less rigorous experiment and is correlational in nature, 

using survey questionnaires and/or structured interviews with employees, with the intent of 

generalising from a sample to a population (Babbie, 1990). 

 

It is also imperative to note that the unit of analysis is quite different from the qualitative 

approach, as this was done not only to answer different research questions but to compare 

different perspectives of each sample. Further, the sample size is large compared to the 

qualitative approach so that the results can be generalised from the sample to a population 

(Creswell, 2015). The differences in sampling size is necessary as the data tell different stories, 

that is, it examines relationships, general trends or aggregated perspectives of employees 

regarding their job and role characteristics, leadership characteristics, work-group 

characteristics, subsystems, and organisational level characteristics (Jones & James, 1979). 

 

Data collection instruments 

The data collection instrument was a cross-sectional, self-administered questionnaire. The 

questionnaire included 46 items, grouped into two parts. The first part comprised demographics 

and a dependent variable. This consisted of items 1–10 grouped on one page, which were 

measured with a combination of nominal and ordinal scales, with one item measuring the 

dependent variable, likelihood of leaving, that assessed employee perception on employer 

attitude/behaviour resulting in the likelihood of staying or leaving the organisation. The 

question ‘How likely are you to stay with this organisation within the next 12 months?’ was 

measured with an anchored 5-point Likert-type scale from 1 (extremely unlikely) to 5 

(extremely likely). The second part of the questionnaire included 36 items on three pages that 

were measured on a 5-point Likert scale, where participants were asked to indicate whether 

they strongly agree or strongly disagree with each of the items (1 = strongly disagree, to 5 = 

strongly agree). Part 2 comprised questions of employee perception regarding their work, work 

conditions, training, and the organisation. Appendix B contains a copy of the questionnaire.  

 

Each questionnaire was accompanied by a cover letter outlining information relating to the 

researchers, instructions, participation and distribution of the questionnaire, confidentiality and 

ethical conduct of the research, and contact information for further questions or information. 
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Scales and brief instructions were provided at the top of each page to remind the respondents. 

All items were sourced from previous Likert scales (Manning, Davidson, & Manning, 2005) 

but were adapted slightly to apply to the current study. Questions were numbered, with reverse- 

scored questions already a feature of the instrument used, and as the question format is linear, 

no routing was required.  

 

Self-administered questionnaires 

Self-administered questionnaires, according to Bing, LeBreton, Davison, Migetz, and James 

(2007), can be highly reliable, highly efficient, and cost-effective ways of assessing various 

explicit cognitive components of individual differences. Spector (1994) contends that self-

administered questionnaires are appropriate when measuring individual’s feelings and 

perceptions of work. The self-administered questionnaire was used in this study as it is 

examining the individual employees’ perceptions, which is the focal point of the quantitative 

approach. Furthermore, self-report questionnaires provide valuable insight into how people feel 

about and view their jobs, and also provide information about the intercorrelations among 

various feelings and perceptions that may influence individual work outcomes. 

 

The major criticism of self-administered questionnaires in the literature focuses on their use as 

indicators of the objective work environment (Spector, 1992), the need for care with the layout 

design and wording of content, as the respondents are responsible for reading and answering 

the questions with limited guidance from the researcher (De Vaus, 1995; Zikmund, 2003). The 

layout of a self-administered questionnaire is important to its ability to capture accurate data. 

If the layout is unclear, users may record wrong answers to a question, become confused, and 

non-response may occur (Brace, 2008). Similarly, long questionnaires have been found to 

negatively impact both respondent rates and the quality of responses (Burchell & Marsh, 1992).  

 

The accuracy and validity of self-administered results rely on two basic assumptions. The first 

is that the respondents have accurate introspective awareness of their behaviours, preferences 

and values. The second assumption is that once respondents are aware of their attributes, they 

are willing to report them accurately (Bing et al., 2007). Similarly, Haines and Summer (2006) 

stated that self-administered questionnaires commonly used in organisational research have 

various measurement limitations, including participants’ lack of introspection and their 

potential motivation to distort responses due to a variety of reasons, including demand 

characteristics, evaluation apprehension, and impression management. 
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Likewise, Piasentin and Chapman (2006) question whether self-administered questionnaires 

assess a distinct construct or whether they are simply tapping into overall affect-laden 

judgements. In addition, Podsakoff, Mackenzie, Lee, and Podsakoff (2003), Podsakoff and 

Oran (1988), and Spector (2006) suggest that using self-administered questionnaires to assess 

two variables may increase the likelihood of the correlation between the two variables being 

inflated, especially if the two variables share a common source of bias. However, the nature of 

shared bias depends on both the construct of interest and how the construct is measured 

(Spector & Brannick, 1995). According to Spector (2006), objective measures are more 

resistant to many of the biases that can distort human judgements and reports. Thus, objective 

measures can be quite useful in controlling many biases. 

 

In contrast, Spector and Fox (2003) suggest that objective measures provide limited 

information about the individual’s job and may be less accurate than self-administered 

measures. In addition, although self-administered assessments can be biased, they can also 

increase the level of consistency in the results in comparison to objective measures (Kristof-

Brown, Zimmerman, & Johnson, 2005). Regardless of these criticisms Spector (1994) claims 

that self-administered questionnaires provide interesting and valuable information when used 

with the appropriate research aims. Constructs used in this study are based on the perceptions 

of employees regarding their work, work conditions, training and the organisation. Hence, self-

administered questionnaires were the most appropriate form of assessment to answer the 

research questions and fit the aim of the quantitative study.   

 

Model constructs 

The study includes seven organisational climate constructs that are used in the proposed model 

of employee perception regarding their work, work conditions, training, leadership, and the 

organisation. The independent constructs are professional organisational esprit (POE), leader 

facilitation and support (LFS), work-group cooperation and friendliness (WCF), organisation 

policies and practice (OPP), role conflict and ambiguity (RCA). The dependent constructs are 

employee training and development (ETD), and likelihood of leaving (LL). All the constructs 

were measured using previously validated scales by Jones and James (1979) and later shortened 

by Davidson, Manning, Timo, and Ryder (2001). 

Organisational climate studies emerged from Lewin, Lippitt, and White’s (1939) study of 

leadership referring to managers and leaders as the climate source. Lewin et al. (1939) proposed 

that the attitude/behaviour of leaders created social climates in the organisation. McGregor 
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(1960) concurred with Lewin et al. (1939) as he proposed in his theory x and theory y, that 

managerial attitude/behaviour is a function of the leader’s personality. Theory x is the 

managers’ assumption that employees dislike work, are lazy, dislike responsibility, and must 

be coerced to perform. In contrast, theory y is the managers’ assumption that employees like 

work, are creative, seek responsibility, and can exercise self-direction (Mc Gregor,1960). Thus, 

from Lewin’s psychological field theory (1975), the origins of the psychological climate 

questionnaire (PCQ) began and was modified by Jones and James (1979), and further shortened 

by Davidson et al. (2001).  

 

Jones and James (1979) described seven generalised organisational climate variables 

representing each of the 35 a priori concepts (potential dimensions) shown in Table 3.2 below. 

The authors conducted an extensive review of the literature to establish the range of possible 

dimensions that could underlie organisational climate. From this review they identified 35 a 

priori concepts (potential dimensions). These comprised 11 concepts related to job and role 

characteristics, 8 to leadership characteristics, 4 to work-group characteristics, and 12 to 

subsystems and organisational-level characteristics. These concepts were used to produce a 

145-item questionnaire that was administered to a sample of 4,315 Navy personnel and conduct 

a principal component analysis (PCA) that extracted six underlying dimensions. The authors 

labelled their dimensions: conflict and ambiguity; job challenge, importance, and variety; 

leader facilitation and support; work-group cooperation, friendliness, and warmth; 

professional and organizational esprit; and job standards. The questionaire measures an 

individual’s workplace perception, which according to James and Jones (1979) may provide a 

resonable approximation of the workplace psychological field for that individual; hence, their 

psychological climate. The approach taken by Jones and James (1979) represented an excellent 

starting point in terms of the development of an instrument with a broad range of relevant items 

aiming to measure organisational climate. 

 

Later, Davidson et al. (2001) used a shortened version of the instrument, comprising 70 items 

(2 items representing each of the 35 a priori concepts). Incorporating the psychometric 

improvements suggested by Ryder and Southey (1990), responses of 1,401 employees from 14 

four- and five-star hotels were analysed via PCA, which identified seven underlying 

dimensions of organisational climate. The organisational climate variables used by Davidson 

et al. (2001) were: leader facilitation and support; professional and organisational esprit; 

conflict and ambiguity; regulations, organisation, and pressure; job variety, challenge and 
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autonomy; work-group cooperation, friendliness and warmth; and job standards. According 

to Manning, Manning, Davidson, and Manning (2005), to produce an instrument that is most 

suitable for the measurement of organisational climate, it was necessary to identify the 

dimensions relevant to that industry. Therefore, the current study has used dimensions relevant 

to the mining and the finance/banking industries. 

  

In choosing the relevant dimensions to use, the current study has taken five predetermined 

organisational climate variables reviewed by Davidson et al. (2001) and two a priori concepts 

or potential dimensions related to subsystems and organisational-level characteristics reviewed 

by Jones and James (1979). These are highlighted in Table 3.2. To obtain a measure of shared 

perceptions, employees were given a series of questions regarding job and role characteristics, 

leadership characteristics, work-group characteristics, subsystems and organisational level 

characteristics (Jones and James, 1979). The data were then factor analysed using techniques 

such as principal components analysis (PCA) to identify an underlying set of theoretical 

dimensions (Manning, 2010).  

Table 3.2: A Priori Concepts Used in this Study  

Job and role 

characteristics 

Leadership 

characteristics 

 

Work-group 

characteristics 

 

Subsystem and 

organisational level 

characteristics 

Role ambiguity Support Work-group cooperation Openness of expression 

Role conflict Goal emphasis Reputation for 

effectiveness 

Organisational 

communication – DOWN 

Job autonomy Work facilitation Work-group esprit de corps Interdepartmental 

cooperation 

Job variety Interaction facilitation Work-group friendliness 

and warmth 

Conflict of organisational 

goals and objectives 

Job importance Planning and coordination  Ambiguity of organisational 

structure 

Job feedback Upward interaction  Consistent application of 

organisational policies 

Job challenge Confidence and trust – UP  Organisational esprit de 

corps 

Job pressure Confidence and trust – 

DOWN 

 Professional esprit de 

corps 

Efficiency of job design   Planning and effectiveness 

Job standards Goal emphasis  Fairness and objectivity of 

the reward process 

Opportunities to deal with 

others 

  Opportunity for growth 

and advancement 

   Awareness of employee’s 

needs and problems 

 

Note: Potential dimensions are shown in bold type.  

Source: Jones and James (1979).  
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The five independent constructs (professional organisational esprit, leader support, work-

group cooperation and friendliness, organisation policies and practice, role conflict and 

ambiguity) were tested in the first hypotheses (Model 1) if they had a relationship with 

dependent variable employee training and development (see Figure 3.2). This model 

investigated the relationship between employer attitude/behaviour and Indigenous employees’ 

skill acquisition in two different contexts (mining and banking). Similarly, the second 

hypotheses (Model 2) tested the five independent constructs against the dependent variable, 

likelihood of leaving (see Figure 3.3). Model 2 investigated the relationship between employer 

attitude/behaviour and Indigenous employment experience. The proposed organisational 

climate variables (POE, LS, WCF, OPP, RCA) were used to represent certain characteristics 

of a group such as employees’ shared perception of organisational policies, programs and 

practices (Patterson et al., 2005). This shortened version of the instrument is preferable for the 

mining and the finance/banking sector due to the nature of their work. The next section outlines 

the hypotheses used to test the model constructs.  

 

Hypotheses 

Model 1 – Skill acquisition 

The data analysis tested the five hypotheses; H3a – H3e as shown below (see Figure 3.2). 

 

H3a – There is a relationship between professional and organisational esprit and employee 

training and development. 

 

H3b – There is a relationship between leader support and employee training and development. 

 

H3c – There is a relationship between work-group cooperation and friendliness and employee 

training and development. 

 

H3d – There is a relationship between organisation policies and practice and employee training 

and development. 

 

H3e – There is a relationship between role conflict and ambiguity and employee training and 

development.  
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Figure 3.2: Model 1 – Indigenous skill acquisition. 

Note: Five independent variables: (1) Professional and Organisational Esprit (POE); (2) Leader 

Facilitation and Support (LFS); (3) Workgroup Cooperation and Friendliness (WCF); (4) 

Organisation Policies and Practice (OPP); (5) Role Conflict and Ambiguity (RCA). One 

dependent variable: Employee Training and Development (ETD). 

 

 

 

Model 2 – Employment experience 

The data analysis tested the five hypotheses, H4a–H4e, as shown below (see Figure 3.3). 

 

H4a – There is a relationship between professional and organisational esprit and likelihood of 

leaving. 

 

H4b – There is a relationship between leader facilitation and support and likelihood of leaving. 
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H4c – There is a relationship between workgroup cooperation and friendliness and likelihood 

of leaving. 

 

H4d – There is a relationship between organisation policies and practice and likelihood of 

leaving. 

 

H4e – There is a relationship between role conflict and ambiguity and likelihood of leaving. 
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Figure 3.3: Model 2 – Indigenous employment experience. 

Note: Five independent variables: (1) Professional and Organisational Esprit; (2) Leader 

Facilitation and Support; (3) Workgroup Cooperation and Friendliness; (4) Organisation 

Policies and Practice; (5) Role Conflict and Ambiguity. One dependent variable: Likelihood of 

Leaving. 
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Ethical considerations 

Formal ethical approval was granted by the University’s Human Research Ethics Committee 

(HREC) to conduct the research on two mines and two banks. There are always ethical issues 

to consider when collecting data from and about people. Academics and many organisational 

researchers are formally required to conduct research according to stated ethical principles and 

to seek clearance from a HREC (Bouma, 2000). 

 

To maintain ethical practice, a variety of procedures were employed. The main ethical 

requirements were addressed in the data collection procedures. A covering letter addressing 

practical ethical concerns was given to all research participants. First, the cover letter clearly 

stated the purpose of the research, the name of the institute and the researcher, including contact 

details so that participants could contact the researcher or the supervisors (‘chief researchers’) 

if they had any questions. Second, an information sheet was provided to all participants not 

only giving contact details about the researcher, supervisors and the chair of the University’s 

HREC, but also advising participants that returning the completed surveys implied consent. 

Third, participants were advised that the interviews and surveys were voluntary, and they were 

free to withdraw at any time. In addition, for the interviewees, they were given options to have 

their interviews recorded if they agreed.  

 

Fourth, participants were also made aware that the questionnaires were anonymous, and the 

issue of confidentiality was stressed with the deidentification of sources, and that only the 

researcher had access to the data, which was to be stored in a locked filing cabinet to maintain 

confidentiality and security of individual responses. Finally, persons were also advised that 

although the research was supported by the various organisations under study, the data 

collected, and findings remained the property of the researcher and the University for five 

years, and information provided to the organisations would only be in the form of an aggregated 

report. Ethical requirements were also considered in the analysis of the data. No language 

issues were encountered as all participants could read, write and understand English well 

despite it being a second language to many. No one complained or reported being upset about 

the research. Overall, no one was harmed or disadvantaged in any way, a key ethical 

consideration.  
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3.6 Conclusion 

This chapter discussed the mixed-methods approach, which combines both qualitative and 

quantitative data for gaining a comprehensive understanding of the research questions this 

thesis seeks to explore in relation to Indigenous employment. The research paradigm used was 

pragmatic (i.e., ‘what works’ in practice) as it informed both the qualitative and quantitative 

data collection, translating the theory into practice. The current study employed the strategies 

of inquiry associated with both the qualitative approach (i.e., case studies using open-ended 

interviews, focus group interviews, participatory/observations, and document analysis) and the 

quantitative approach (i.e., surveys using questionaires and structured interviews for data 

collection) with a concurrent procedure. The concurrent nested design led to the qualitative 

method being the predominant method that steered the study, answering the first two main 

research questions and focusing on the ‘how’ and ‘why’ of employer attitude/behaviour. On 

the other hand, the quantitative method was the embedded method answering the last two sets 

of research questions regarding the relationships between employer attitude/behaviour and 

Indigenous employees’ skill acquisition and employment experience.  

 

The analysis linked data to propositions and used the cross-case synthesis to further understand 

the phenomenon in each case study, while evaluating the rigour and assessing the 

trustworthiness of the data. The collection and comparison of the data (triangulation of data 

methods) enhanced data quality, based on the principles of idea convergence and the 

confirmation of findings. In summary, the chapter has sought to detail the methodological 

approach to the thesis. The next chapter will present the results from the mining case studies.  
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Chapter 4 – Qualitative Results Mining 

 

4.1 Introduction 

This chapter presents the qualitative data from the mining case studies in the context of the 

research questions: (1) How do employers’ approach human capital investment when dealing 

with Indigenous trainees/employees? (2) Are existing Indigenous employment strategies, 

programs and practices sufficient to increase Indigenous participation and sustain Indigenous 

employment in the Australian labour market? This chapter explores the answers to these 

research questions by examining programs and activities aimed at recruiting, training, and 

retaining Indigenous employees. 

 

This chapter is divided into two parts, each presenting results from one of the mines. Each case 

study will include participants’ profiles, narrative accounts from management representatives 

and Indigenous employees regarding Indigenous employment strategies, and relevant HR 

strategies, programs and activities to encourage Indigenous skill acquisition and employment. 

These include recruitment and selection strategies, training and development programs, 

cultural awareness training, a mentoring program, and retention strategies implemented by the 

employer. The chapter will also assess the impact of strategies and validity of company claims 

regarding their success. 

  

4.2 Mine 1 

4.2.1 Background 

Mine 1 is operated by GEMCO and is located on Groote Eylandt in the Gulf of Carpentaria, a 

remote region in the Northern Territory. GEMCO is a manganese open-cut, strip-mining 

operation that commenced mining in Groote Eylandt in 1964 under the ownership of BHP and 

later BHP Billiton. Demerging from BHP Billiton in 2015, the mine is now owned by South32 

(60%) and Anglo-American Plc (40%). It is one of the largest and lowest-cost manganese ore 

producers in the world. GEMCO has a relationship with the traditional owners of Groote 

Eylandt via a land-use agreement with the Anindilyakwa Land Council (ALC), which stipulates 

that 30% of the mine’s workforce should be local Indigenous people of Groote Eylandt. The 

mine’s workforce consists of approximately 700 GEMCO employees and 200 contract 

workers. At the time of data collection in late 2015, 55 (8%) were Indigenous employees, which 

is much lower than the target stipulated in the land-use agreement. Of the 55 Indigenous 

employees, 40 (73%) were male and 15 (27%) were female. Most Indigenous employees were 
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employed in Rehabilitation Services (mine rehabilitation) and Mine Services (mine 

beautification) departments. A few Indigenous casual employees worked in the Exploration 

department as and when required, while some carried out boiler making, and welding and 

fabrication work. A few engaged in catering and cleaning jobs with contractors. Most 

Indigenous employees were from the local communities of Angurugu, Alyangula, and 

Umbakumba. They worked Monday to Friday (36 hours per week), while a few were ‘Fly In 

Fly Out’ (FIFO) employees from other states in Australia who were working a three-week-on 

and one-week-off shift from 6 am to 6 pm. 

  

Sample characteristics and demographic profiles of respondents 

Eighteen in-depth interviews were conducted at GEMCO. Of these, 13 were non-Indigenous 

management representatives (72%) and five were Indigenous employees (28%); 15 were male 

(83%) and three were female (17%). Participants were aged between 21–50 years. They were 

selected based on the roles they held in the mining company or the ethnic group they were part 

of (in this case Aboriginal and Torres Strait Islanders). In addition, three focus groups (seven 

employees per group in a discussion) were also conducted separately with 21 Indigenous 

employees to produce data and insights that were less accessible through the in-depth interview 

method and/or the questionnaire (survey) method. The education level of the non-Indigenous 

management representatives was mainly above Year 10 level, while that of the Indigenous 

employees was largely below Year 10 level. Participants’ details are shown in Table 4.1. 
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Table 4.1: Participants’ Demographic Profiles 

No. Position Position  

code 

Gender Ethnicity Age Education Years 

of 

service 

1 General 

Manager 

GM Male Non-

Indigenous 

31–40 yrs Post-

graduate  

5–10 

yrs 

2 Mine Manager MM Male Non-

Indigenous 

41–50 yrs Degree 3–5yrs 

3 Indigenous 

Affairs 

Superintendent 

IA Supt Male Non-

Indigenous 

41–50 yrs Degree 3–5yrs 

4 Rehabilitation & 

Mine Service 

Superintendent 

RMS Supt Male Non-

Indigenous 

 

41–50 yrs Degree 5 –

10yrs 

5 Exploration 

Services 

Superintendent 

ES Supt Male Non-

Indigenous 

31–40 yrs Degree 3–5 yrs 

6 Rehabilitation 

Services 

Supervisor 

RS Sup Male Non-

Indigenous 

41–50 yrs Degree 5–10 

yrs 

7 Acting Mine 

Services 

Supervisor 

ACT MS  

Sup 

Male Non-

Indigenous 

41–50 yrs Diploma 1–3 yrs 

8 Outgoing Mine 

Services 

Supervisor 

MS Sup 

(leaving) 

Male Non-

Indigenous 

41–50 yrs Diploma 3 - 5yrs 

9 Human 

Resource 

Business Partner 

HRO Female Non-

Indigenous 

31–40 yrs Post-

graduate 

3–5 yrs 

10 Indigenous crew 

Training 

Coordinator 

ICTC Male Non-

Indigenous 

41–50 yrs >Year 10 >10 yrs 

11 Cultural 

Awareness 

Training Officer 

CATO Male Non-

Indigenous 

>50 yrs Diploma >10 yrs 

12 Mentor ML1 

 

Female Non-

Indigenous 

31–40 yrs >Year 10 6–12 

months 

13 Mentor ML2 Male Non-

Indigenous 

41–50 yrs >Year 10 1–3 yrs 

14 Assisting 

Mentor/Leading 

Hand 

AMLH1 Male Indigenous  21–30 yrs >Year 10 3–5 yrs 

15 Labourer L1 Male Indigenous  31–40 yrs <Year 10 3–5 yrs 

16 Labourer/Leadin

g Hand 

LLH Male Indigenous 31–40 yrs <Year 10 3–5 yrs 

17 Labourer L2 Male Indigenous 31–40 yrs <Year 10 1–3 yrs 

18 Assisting 

Mentor/ 

Leading Hand 

AMLH2 Female Indigenous 21–30 yrs <Year 10 1–3 yrs 
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4.2.2 Programs and activities offered to Indigenous employees 

Detailed below are the strategies, policies, programs, activities and HR data provided by 

GEMCO in relation to Indigenous employment. This section concludes with the discussion of 

this HR data to assess the impact of GEMCO’s Indigenous employment strategy and validity 

of claims regarding its success. 

 

Indigenous Employment Strategy 

GEMCO introduced an Indigenous Employment Strategy (IES) in 1997. According to the 

Indigenous Affairs Superintendent (IA Supt), the strategy was linked to the traditional owner 

land use agreement, which stipulated that 30% of the mine’s workforce was to be local 

Indigenous people from Groote Eylandt and Bickerton Island. The agreement required the 

company to communicate with ALC if it employed Indigenous people from other areas of the 

Northern Territory or other states of Australia. This target-driven approach led to a large 

recruitment drive from 1997 to 2003, with 120 Indigenous people being employed. The 

numbers were high, and it looked good on paper, but from the company’s perspective, the 

approach was not effective. According to the General Manager (GM): 

We went out and stacked our numbers easily. Nevertheless, it was not operative … 

we had a whole bunch of people who weren’t adding value to the company. The 

target agreed upon was not really taken in the local context or if there might have 

been a pool of potential employees in the surrounding communities ready to go. 

So, getting them from that stage to full-time employment has been a big task for us.  

 

The recruitment data illustrates the employer’s intention to increase Indigenous participation 

via a target-driven model. However, the challenges faced were enormous, resulting in the 

change of Indigenous employment strategy to more of a ‘capability-building’ approach. 

 

The IA Supt explained why the target driven approach was not effective: 

We had good numbers, but the quality of our workforce was not there as there were 

high absenteeism rates and tardiness. Especially where some of the roles were 

important to our business such as the concentrator spillage crew and the truck 

drivers that handle manganese from the open cut area to the concentrator and then 

to the port ready to be loaded into waiting ships for exports.  

 

According to the IA Supt, challenges with the target-driven model affected the productivity of 

the mine and resulted in a ‘huge bill’. Indigenous employees were not held accountable for 

high absenteeism and tardiness, as most non-Indigenous supervisors were ill-equipped to 
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supervise Indigenous employees. In addition, most Indigenous employees recruited into 

operational roles had to undergo lengthy training before they were competent to use machines 

and equipment. According to the Rehabilitation Services Supervisor (RS Sup), this was due to 

the old strategy of not considering skill gaps, nor highlighting the skills required by Indigenous 

employees. Nor was there any reference to low literacy and numeracy levels, which persisted 

despite pre-employment training with external training providers (Remote Jobs and 

Community Program [RJCP] and Groote Eylandt and Bickerton Island Enterprises [GEBIE]) 

that were in partnership with government to get all local job seekers job ready and skill trained.  

 

Hence, drastic changes were made to the IES. Management changed the IES model to one of 

‘capability building’, and in doing so started, in the GM’s words, ‘cracking down’ more on 

attendance and ensuring employees contacted supervisors when they were absent from work. 

As a result, the mine lost more than half of its Indigenous workforce and now has just 55 

Indigenous employees. According to the GM, the new capability-building approach was more 

sustainable given the mine’s life was a further 14 years and would leave behind a legacy for 

the people of Groote Eylandt.  

 

The new IES meant restructuring Indigenous employees’ work. All Indigenous employees 

were to work initially in Rehabilitation and Mine Services (RMS), which looked after the 

rehabilitation of the open-cut areas, and mine beautification for between one and three years. 

At the appropriate time (during the 1- to 3-year period), according to the Mine Manager (MM), 

the supervisors could transfer an employee or recommend their transition to a mainstream 

department such as Port Maintenance or Mine Township to do technical and trade work. 

Alternatively, the employee might choose to move out of the mine into a productive role in the 

community such as providing services locally or serving on the Aboriginal land council. 

Whether it involved an internal or external transition, the aim was to have Indigenous people 

come into the mine and learn the work structure, gather and develop skills, and then progress 

to another mainstream role (mechanical, plumbing, electrical or ranger work). According to 

management, the capability-building approach was already showing good outcomes. 

 

The 2016 RMS employment report showed the progression of Indigenous employees to 

mainstream departments. According to the report, seven Indigenous employees (which is only 

12.7% of the total Indigenous workforce) had successfully transitioned on to mainstream work 

within and outside the mine in the past two years (2015–2016). Of the seven, three employees 
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had transitioned within the mine to the Port Maintenance section and one to the Concentrator 

section, while three employees worked outside the mine with the Non-Processed Infrastructure 

(NPI) contractors in mainstream roles such as building and maintaining roads, water and power 

supplies. Such career progression was considered a good outcome by management 

representatives, as previous records from 2004 to 2014 showed ‘nil or limited’ progression to 

mainstream employment. This is an interesting finding, given that the capability-building 

approach began a decade earlier, indicating that most Indigenous workers were not being 

successfully developed for better jobs in the mainstream departments. The GM described the 

outcome of the new approach: 

These are a couple of good key drivers to me as we see it is successful when 

Indigenous employees come into RMS, gain all the knowledge and skills required, 

and if they leave, they are taking with them knowledge and skills that contribute to 

the wider community. Therefore, it is more of an integrated strategy, not just a 

short-term one but one that is sustainable. The challenge for us really is how we 

get the type of leadership and work environment in RMS mirrored to other 

departments of GEMCO …  

 

This quote indicates that management had implemented structures for leadership support for 

Indigenous employees in RMS and was looking to do the same for leaders of the mainstream 

departments. However, there was limited capability building over a decade to enable 

Indigenous employees to transition to mainstream departments. 

 

Leadership support and work-group cooperation 

Two key themes emerging from the interviews were leadership support and work group 

cooperation/friendliness in RMS. Both the GM and the MM had high praise for the RMS 

leadership support and work environment since it was ‘unique’ and supportive of Indigenous 

employees’ throughout their tenure, in contrast to other departments. According to the MM: 

The level of care and attention in the RMS group is one or two levels higher than 

any other department in GEMCO and Indigenous people gravitate towards that, 

which makes RMS unique.  

 

This indicates the managers’ recognition that Indigenous people face huge challenges when 

entering the mainstream workforce. Hence, RMS managers needed to provide a level of support 

and pastoral care for each Indigenous employee beyond that provided in mainstream 

departments.  
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RMS had unique work-group cooperation and an unusually friendly work environment. 

According to management, the work group had four Indigenous crews led by non-Indigenous 

mentors, trainers, and supervisors who have worked together for many years to provide a 

‘psychological safety net’ for all participants (Tiplady & Barclay, 2007). According to 

management, many Indigenous people prefer a ‘comradeship’ type of work environment. The 

importance of a friendly work environment was high in the list of Indigenous employees’ 

priorities. Most of those who had transitioned to mainstream departments within and outside 

the mine returned to RMS within a year. These employees said they returned due to a lack of 

‘comradeship’ in those mainstream departments.  

As one employee said: 

It did not work for me there because I was isolated to work alone most of the time 

and missed the company of my brothers. (LLH) 

 

Similarly, another employee explained why the mainstream context was unsuitable for him: 

I was the only black fella there with all the white fellas and felt out of place there 

... I could not understand their language sometimes as they talk fast, and my 

supervisor was too busy to help me when I wanted help, so I asked to come back to 

RMS. (AMLH1) 

 

The data highlight three things. First, Indigenous employees require considerable pastoral and 

technical care in a mainstream environment. They tend to pick up quickly whether leaders are 

genuine or not and, if the latter, employees ‘vote with their feet’, according to a management 

representative. Second, group work was preferred over isolated roles, as most Indigenous 

employees felt more comfortable in a work-group environment. This disposition relates to the  

communal nature of Indigenous people in rural and remote parts of Australia, who tend to carry 

out work communally. In addition, Indigenous employees found safety and security in numbers 

(‘psychological safety’) that produced certain cultural identities and feelings of belonging to 

such a group (Tiplady & Barclay, 2007). Third, only RMS provided the type of leadership 

support and work environment necessary to retain Indigenous employees. Most leaders in the 

mainstream departments did not offer Indigenous employees the same level of support given 

by their RMS counterparts, thus weakening the capability-building approach towards 

Indigenous employment that the mine was trying to develop.  

 

 

 



 113 

Recruitment and selection strategies  

Indigenous employee recruitment and selection were tailored to the specific needs of the local 

Indigenous population. The potential Indigenous employees for Mine 1 were the local 

Indigenous people of Groote Eylandt i.e the Angurugu, Alyangula and Umbakumba 

communities and Bickerton Island. They were originally from Arnhem land, Northern 

Territory. According to the RMS Supt, the RMS department recruited Indigenous people from 

the local communities annually for two reasons. The first is that some Indigenous employees 

are transitioned to mainstream roles. The second is the high attrition rate due to the involuntary 

resignation of Indigenous employees who breach their employment agreement. Furthermore, 

the RMS sections normally have an average of 15–20 Indigenous employees per section, 

totalling 30–40 employees altogether in RMS. If at the beginning of the year there were 10 or 

fewer employees in a section, the supervisors would then conduct community recruitments. 

Table 4.2 shows the Indigenous recruitment for 2014–2016. 

 

Table 4.2: Indigenous Recruitment Rate per Section 2014–2016  

Department  

 

 

 

2014 

intake 

2014 

RR 

2014  

total no. of 

employees at 

year end 

2015 

intake 

2015 

RR 

2015  

total no. of 

employees 

at year end 

2016 

intake 

2016 

RR 

 

2016 

total no. of 

employees 

at year end 

Rehabilitation 

services  

8 38% 21 14 60.8% 23 8 40% 20 

Mine services 5 33.3% 15   9 52.9% 17 7 41% 17 

Total 13 36% 36 23 58% 40 15 41% 37 

 

Note: RR = recruitment rate.  

Source: RMS Employment Report. 

 

The data indicate a higher rate of recruitment in the Rehabilitation section than the Mine 

Services section in the years 2014–2016. This was due to the differences in recruitment policy. 

The Rehabilitation section recruited both male and female Indigenous candidates to revegetate 

and regenerate the natural ecosystems via land contouring and seedling methods. The Mine 

Services section, on the other hand, only recruited male candidates to do arborist work, 

involving the cultivation and management of plants and trees. The total recruitment rate for 

both sections from 2014 to 2015 shows an increase of 61%, which was considered a good 

outcome by management. However, it considerably fell in the following period (2015–2016) 

with a total percentage decrease of 29%. The decline was due to the return to RMS of most of 

the employees who were transitioned to mainstream departments. Therefore, RMS limited its 
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intake of new employees as it addressed those issues. This is to be noted, as recruitment into 

RMS would continue to be limited if those transitioning out to mainstream departments tend 

to transition back into RMS.  

 

Recruitment was tailor-made to suit local Indigenous people, as discussed below. It involved a 

heavy reliance on oral or face-to-face communication rather than the written communication 

normally used in the mainstream method. The tailored system and process supported and 

encouraged Indigenous participation based on GEMCO’s Indigenous Employment Pathway 

Plan (Figure 4.1). According to RMS Supt, most Indigenous employees were recruited from 

one of the ‘Gap Year’ stages, as they were unemployed or were undertaking some skill training 

and/or literacy and numeracy training with CDP or GEBIE prior to joining the mine. 

 

 
 

Figure 4.1: Indigenous employment and development pathway model. 

Source: RMS 12-Month Plan.  

 

To begin the recruitment process, the current RMS employees were informed about the vacant 

positions. They were encouraged to spread the word in local communities two or three weeks 
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prior to interviewing. All interested candidates were then asked to attend an interview on an 

assigned date and time at the local Centrelink/RJCP Office in the Angurugu community or the 

primary school in the Umbakumba community, bringing their IDs and resume (if they had one). 

The interview panel consisted of one supervisor from Rehabilitation Services and one from 

Mine Services, two Indigenous representatives (one from each section who were also elders in 

the Angurugu and the Umbakumba communities), and an RMS Employment Coordinator.  

 

On a recruitment session where I was an observer, seven Indigenous males, ranging from 20 to 

50 years, turned up to the interview session at Angurugu. Unfortunately, no females showed 

up on the day even though they had been encouraged to do so by current female employees. In 

Umbakumba, four Indigenous males aged from 25 to 45 years were interviewed, but again 

there were no female applicants. Each interviewee registered for the interview by supplying 

their personal details (name, age, education, driver’s license, work experience, referees, and 

contacts) to the Employment Coordinator who completed the Interview Registration form on 

their behalf. This information gathering became very useful when it came to the onboarding 

process later if the candidates were successful.  

 

Once the registration phase was completed, the panel then interviewed the interviewees 

individually (refer to Appendix C, Interview guide). Initially, the interview was conducted in 

English. If that proved difficult, the Indigenous representatives on the panel translated the 

questions and the answer was translated for the panel. If required, the Indigenous panel 

members highlighted the community involvement of the interviewee. The supervisors led the 

formal process of the interview but were guided by the Indigenous representatives in the panel, 

who were matured and trusted leaders both at work and in their communities and had a good 

knowledge of the interviewees. The representatives were like the bridge or the second pair of 

eyes that the supervisors needed to recruit Indigenous people from the communities. As 

explained by the Rehabilitation Supervisor (RS Sup): 

We trust them to give us sound advice on our choices and we are strongly guided 

by that. It works very well because their ethics and values allow them to make a 

sort of impartial judgement on all the applicants. They were quite willing to say 

even though he is my close cousin, he is no good because of drugs issues etc.  

 

This highlights how GEMCO adopted a flexible approach to recruiting and selecting 

Indigenous people, recognising that most Indigenous people have low literacy and numeracy 
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levels. The written paperwork was not left out completely in the recruitment process as the 

employment coordinator and the supervisor on the interview panel would complete this for 

each interviewee. Figure 4.2 shows a flow-chart of the Indigenous employees’ 

recruitment/selection process. 
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Figure 4.2: Indigenous workforce recruitment and selection process. 

Source: RMS Recruitment and Selection Guide. 

 

Following the interviews, the panel conducted a quick two-minute discussion about each 

applicant and their suitability for the job. The second phase of the selection process involved 

the crew commenting on the potential applicants as the new recruits would become part of the 

crew once they joined RMS. Once crew members confirmed their choice from the list of 

potential applicants, the supervisor made a recommendation to the superintendent who gave 

the approvals. The employment coordinator then worked with the HR Department in 

conducting identification vetting, health vetting, and police clearance before engaging potential 

employees in a pre-induction session. The Acting Mine Services Supervisor (AMS Supv) 

supported the involvement of the current crew members: 

We do not know whether the guys we interviewed are suitable. ... Who’re the best 

people to know that? It is our current Indigenous crew. That is why they are a very 

strong part of our recruitment and selection process and the guys do take that 

responsibility seriously, knowing the impact it will have on their crew and the 

department.  
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This quote demonstrates that management trusted Indigenous employees’ involvement in the 

recruitment and selection process. It could also mean that the company used inside knowledge 

regarding which candidates might be reliable or not. According to the RMS Supt, a lot of work 

had been done to change the staffing method from a mainstream approach to a more suitable 

method for Indigenous people in Groote Eylandt. The custom-made system reflected good 

practice in Indigenous employment (Brereton & Parmenter, 2008), and according to 

management, increased participation year on year. However, RMS was the only department 

that adopted this practice. For the 30% quota to be achieved and agreement honoured, all 

business units of the mine need to adopt the same approach.  

 

Turning to future employment initiatives, GEMCO had plans to further improve employment 

outcomes. In 2016, it started promoting the ‘Polly Farmer Foundation’ program as a pathway 

to increase Indigenous participation. This involves a long-term commitment to invest in the 

future of local communities by collaborating with them and with government to improve 

education outcome in local schools. The program includes ‘Follow the Dream’, Maths and 

Science and Learning Clubs. These initiatives involve after-school tuition and individual 

mentoring support programs with case management in cooperation with schools. However, the 

Polly Farmer Foundation program in Groote Eylandt only assists GEMCO Indigenous 

employees’ children to increase their academic results and school attendance. The initiative 

needs to encompass all Indigenous students in the state schools of Alyangula, Angurugu, and 

Umbakumba to effectively develop a skilled workforce. 

 

Training and development programs 

GEMCO provides various types of training to Indigenous employees. According to the RMS 

Supt, the first six months of employment in the RMS departments involve new recruits 

undertaking both pre-employment and entry-level training. The former includes work life skills 

such as the ability to get to work every day on time, the need to embrace the values of the 

organisation such as care, trust, togetherness, and excellence, getting used to the rule-bound 

nature of the work structure, and working with others in teams. The latter involves the 

organisation induction, the mining process and product training, the department induction, First 

Aid/CPR training, and learning how to drive light vehicles. Upon successful completion of 

both types of training, the employee becomes permanent, starting at level 1 of the salary scale. 

The salary level was linked to the training level, which requires the completion of 11 out of 20 

modules, plus satisfactory performance for the employee to move up to the next level. 
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When asked why Indigenous employees were still undertaking pre-employment training once 

they joined the mine, the RMS Supt replied: 

The reality is there is a maze of safety considerations, there is a maze of job 

readiness requirements, and when Indigenous employees have little to no working 

experience before coming here, the six months is a good time for us to decide 

whether someone will make it or break it.  

 

Further development of Indigenous employees entailed a training package called the Employee 

Development Module (EDM). The EDM was a self-paced program covering five levels that 

include a literacy and numeracy component in each level, with options available to trainees 

(Table 4.3). The training helped Indigenous employees gain both literacy and numeracy skills, 

and practical on-the-job skills. 

 

Table 4.3: List of Training Offered to Indigenous Employees in RMS 

Level/type of 

training 

Content of training Work status  

Pre-employment  (a) Work life skills 

(b) Organisation values  

(c) Learning the work structure  

(d) Teamwork. 

Casual 

Entry level (a) Organisation induction 

(b) Mine process and product training 

(c) Department induction 

(d) First aid/CPR training 

(e) Driving lessons 

Casual 

Level 1 (a) High-risk work licenses to drive Fuso trucks, 

mower tractors, bobcats, spray tank vehicles, 

dumpsters, and backhoes 

(b) Usage of elevated work platform (EWP) 

(c) Skills to use the whipper-snipper and 

chainsaw  

(d) Knowledge to mix chemicals and use 

chemical sprays 

(e) Usage of any other machinery or equipment 

requested and available on site. 

Permanent 

Level 2 (a) Heavy Rigid license to drive bigger trucks 

(b) Risk management course (Health and Safety) 

(c) 1 SAT basic training (basic computer course)  

(d) Budding with a new Indigenous recruit 

(e) Learning to be a leading hand.  

Permanent 
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Level 3 (a) Computer-based training (intermediate and 

advanced training) 

(b) Leadership training to be crew leader & 

mentor 

(c) Policies and procedure awareness  

(d) Work Documentation/Record Keeping 

(e) Related administration training.  

Permanent 

 

Source: GEMCO’s Employee Development Module. 

 

The assessment was done via the competency matrix in the EDM, which included a list of 

behavioural statements and the associated quality values for each competency at several levels 

(entry level, and levels 1–3). The supervisors used the matrix to evaluate the demonstration of 

these competencies with observable behavioural statements of individuals and teams.  

 

Problems with training hindered some employees’ progress. For instance, part of the mine’s 

safety requirement stipulated in the EDM was for Indigenous employees to obtain an 

Occupational Health and Safety (OHS) white card, Low Voltage Electrical Access/Isolation 

permit (LV) and a driver’s licence, in order to operate any machinery on site. However, most 

Indigenous female employees were hired without a driver’s licence, which they may have not 

obtained due to low literacy and numeracy levels. In addition, according to the Indigenous 

Crew Training Coordinator (ICTC), these women did not see the urgency of getting a driver’s 

licence as family members normally drove them everywhere. Hence, some Indigenous female 

employees could not operate machinery, which delayed their progression through the salary 

scale.  

 

According to management representatives, it generally took three to five years for an 

Indigenous employee to move from a casual basis to level 3. This was due to low literacy and 

numeracy levels, and the women’s lack of a driver’s licence. Figures 4.3, 4.4 and 4.5 show 

the training and pay levels among Indigenous employees of RMS from 2014 to 2016. 
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Figure 4.3: RMS training/pay level distribution – 2014. 

Source: RMS Training Report 

 

 
Figure 4.4: RMS training/pay level distribution – 2015. 

Source: RMS Training Report 

 

 
Figure 4.5: RMS training/pay level distribution – 2016. 

Source: RMS Training Report 

 

The data shows a high number of Indigenous employees sitting at casual and entry levels in the 

three-year period, which coincides with the recruitment drive held in the local communities 

each year. In addition, many employees were on level 2, where they remain for a few years due 
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to the advanced literacy and numeracy skills required for training and work tasks at levels 2 

and 3. The participants were generally positive about GEMCO’s training, as these comments 

indicate: 

Some of us are fast, we help teach the rest who are slow, and we together learn as 

a team…. In addition, the trainer gives us to do the practical exercise repeatedly 

until we get it. (MLH2) 

Our trainer is a pain in the neck sometimes, but it is for our good, as we need to do 

the training and pass the tests and license so that we can go to the next level. (ML3) 

 

The data raises several interesting points about the training programs offered to Indigenous 

employees. Training was linked to remuneration levels, meaning that successful completion of a 

set of training module plus satisfactory performance guaranteed moving up to the next level on 

the salary scale. However, according to ICTC, Indigenous employees preferred ‘comradeship’ 

and so money was not a motivating factor for training. Further, training was collaborative in 

nature in that Indigenous crews learnt together as a group, consistent with the communitarian 

culture of Indigenous people, which resulted in effective learning and increased productivity 

(Hughes & Moore, 1997). However, Indigenous employees took three to five years to move up 

the levels from a casual basis to level 3 due to issues attributed to low literacy and numeracy 

levels, and the lack of driver’s licence among Indigenous female employees. According to the 

Indigenous employees in a focus group discussion, their slow progress was due to their 

unwillingness to progress to level 3 as the higher training levels focused more on administrative 

learning, which would result in isolated roles away from their ‘brothers’. Indeed, module 3 was 

administrative in nature and not technical. Instead, most employees preferred technical training 

such as welding and fabrication skills, building and construction skills, and mechanical skills. If 

GEMCO wants to invest more into Indigenous skill acquisition, there is a need to enlarge their 

job scope and include these technical skills training as part of their training package. 

 

Pre-employment training/literacy and numeracy training  

In the past, external providers conducted several months’ pre-employment training for 

Indigenous people on behalf of the mine. Two government-funded community development 

institutions (RJCP and GEBIE) offered pre-employment training packages to Indigenous job 

seekers. The training included the literacy and numeracy course. However, according to 

GEMCO management, the approach did not deliver the desired results:  

Ideally, we would want our Indigenous potential employees to at least have sound 

literacy and numeracy training or some sort of work experience before they come 
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to us. Unfortunately, for some reason, this is not the case, so the concern lies with 

the providers. (MM) 

Over the years the RJCP people & GEBIE have not been doing a thorough job 

when it came to literacy and numeracy training, so we have taken matters into our 

own hands to ensure that our Indigenous employees can read, understand and 

write basic English. (RS Supv) 

 

GEMCO has since developed the content of the training to suit the work required at the mine. 

The training included work-life skills, and health and safety courses, and literacy and numeracy 

courses. The content of the training focused on the following areas: the completion of work safety 

modules, supported by understanding signage around the mine site; recognition of OH&S issues 

and associated risks; identification of hazards in the workplace; and effectively filling out prestart 

checks on vehicles and equipment before using them. Other areas were reading instructions and 

manuals; writing notes; weighing seeds, mixing fuels, cleaning solutions; filling out time sheets; 

and developing reading and writing skills to be able to read and complete horticulture modules. 

These skills also enhanced their participation in the communities and activities outside of work. 

Upon successful completion of the training (which was six months), the employee received a 

nationally accredited Certificate 1 in Preparatory Education.  

 

GEMCO was committed to improving the literacy and numeracy standards among its 

Indigenous employees. According to ICTC, most Indigenous employees had a low literacy and 

numeracy level. This was confirmed by the findings of the survey and interviews. The low 

literacy and numeracy level presented the mine with some element of risk in terms of OH&S 

issues, as some Indigenous employees were not proficient in reading, comprehending and 

speaking English, which was their second language. In addition, the Indigenous employees 

seemed to take a long time to become proficient in English, and to familiarise themselves with 

work routines, requirements and safety standards. Therefore, to help Indigenous employees, 

the mine provided weekly literacy and numeracy classes on site for two hours via face-to-face 

learning on Mondays through to Wednesdays. In one of the classes I attended, there were about 

15 Indigenous employees, with one instructor and a tutor to assist them in their learning and 

exercises. (Appendix D shows Indigenous employees undertaking their weekly literacy and 

numeracy training.) Indigenous workers were motivated and interested in the training and keen 

to learn in a stimulating classroom environment. Several employees described their experiences 

as follows:  
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I find it challenging and if I am absent from class … I have to start again from 

scratch. I have to do the small exercise repeatedly until I understand but I got better 

at it now. I dotted every cross, I can count and do the math, I can read properly, 

and my writing has become better now. (L) 

The reading and writing are good for me, but the math stuff is hard. It’s not my 

kind of thing … I don’t really know my multiplication table and am not good with 

numbers. (ML3) 

I like doing this training as it is easy for me to understand … it is good, and I am 

ahead of everyone else … so no problems there for me. (MLH2)  

 

An advantage of the mandatory training was that the department began to meet its safety and 

production goals, as indicated by the Mine Services Supervisor (MS Supv): 

The Literacy and Numeracy training has been effective so far with Indigenous 

employees as we have now reached our goal of zero workplace accidents per 

week and this has been maintained for the last three years. Our production rate 

has started to pick up around the same time as well ... I guess the weekly dose of 

English and Math is worth it after all.  

 

Hence, GEMCO’s initiative regarding the literacy and numeracy training had, according to 

management, begun to provide good returns in terms of individual, group and departmental 

performance and safety. 

Cultural awareness training programs 

GEMCO conducts two cultural awareness training: one for leaders and the other one for non-

Indigenous employees. The programs are complementary, and an integral part of the 

company’s Indigenous employment strategy. This section will discuss each program in turn.  

 

Leaders training  

Leadership Cultural Awareness training was an annual, two-day camp ‘on country’ at 

Yingakumanja in Groote Eylandt. Participants were the mine’s senior managers, middle 

managers, line managers, mentors and Indigenous employees (traditional owners). The 

program aimed to develop relationships between the Indigenous employees and their non-

Indigenous leaders via activities to develop leaders cultural understanding (refer to Appendix 

E: GEMCO’s Leaders Cultural Awareness Camp Objectives). 
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The MM pointed out the significance of the training: 

Importantly for both groups, the leadership cultural awareness training is to build 

a relationship that was non-existent or broken due to cultural biases of either side 

in and out of the work environment.  

 

Hence, GEMCO’s intention was that its leaders and Indigenous employees have a full 

understanding of cultural differences and thus eliminate the discriminatory and racist 

behaviour. 

 

Indigenous employees were encouraged to organise campers into groups for the various 

cultural activities. According to the ICTC, the camp also encouraged Indigenous employees to 

‘mingle, speak out, share and show off’ their knowledge of cultural hunting grounds, food 

gathering, food making, and cultural dances to their non-Indigenous managers/supervisors (see 

Figure 4.6 and Appendix F for photographs of these activities).   

 

 

 
Figure 4.6: Cultural dancing during the Leadership Cultural Awareness Training 

Camp (Indigenous employee leading dance, back to camera).  

Source: Photo taken by the researcher during the camp – September 2015 

 

At my attendance at a camp, I observed that Indigenous employees appeared to be hesitant in 

leading their groups on the morning of Day 1. However, their shyness or nervousness began to 

disappear slowly after discussion and encouragement by the elders. By the end of the first day, 



 126 

everyone was in a convivial mood and enjoyed activities in the bush, river, and coastline, 

hunting animals or gathering ‘bush tucker’ (bush food).  

 

Indigenous campers told me over meal times and around the bonfire that if they were quiet or 

timid, the camp was a place where they slowly built their confidence and self-esteem as they 

socialised with their managers/supervisors and colleagues. For the loud and bold Indigenous 

employees, it was a place to be assertive and exercise their leadership skills by leading or co-

leading group discussions and activities.  

 

The Leadership camp also affected non-Indigenous participants. For management 

representatives it was, according to ICTC, an opportunity ‘to get out, see and appreciate the 

country’ (land) they worked in, to meet and mix with Indigenous employees in a non-formal 

setting, and to learn various cultural activities, which were important to Indigenous people. The 

GM indicated that the training camp was highly effective: 

We focus on ensuring that the cultural differences are understood across the whole 

operation. So that leadership camp is a key element of that where we have 

supervisors and superintendents who will have Indigenous people in their crews 

hopefully someday attending that … Therefore, that is a big focus area for us. In 

addition, we have some really good results, particularly in the township, from that 

perspective as well. (GM) 

 

The MM pointed out some of the tangible benefits of the camp: 

The Leadership Camp is a huge success as we have now obtained some interest 

from the leaders of mainstream units i.e. township and concentrator departments, 

willing to have one or two Indigenous employees to transition across from RMS to 

them. We have to get that momentum up. (MM) 

 

Both excerpts illustrate the effort made by management to understand cultural differences and 

develop cultural competencies to help dispel biases among all participants. According to 

management, the camp was effective in developing cultural competencies among the leaders.  

 

Employees’ training 

Non-Indigenous employees were also required to undertake cultural training. A one-day, pre-

induction cultural awareness program was compulsory for non-Indigenous employees, 

management representatives and contract employees new to the mine. Content included the 
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history, culture, and lifestyle of Groote Eylandt people. Participants also learned about the 

attitudes and behaviour of Indigenous people and received training in interaction skills. 

 

Participants were positive about the program. One manager described his experience as 

follows:  

When joining GEMCO, I had no prior knowledge of Indigenous culture and their 

emphasis on kinship ties ... the training helped me to understand the ‘poison 

cousin’ issues of my crew. Now, I can handle that relationship by putting them in 

different teams and rosters so those affected (a handful) would not interact with 

their ‘poison cousins’ at work. (MS Supv-out)  

 

Another manager said: 

I gained more cross-cultural awareness on the job in terms of interaction between 

Indigenous and non-Indigenous workers and out in the local communities where 

we mingle with Indigenous people in the shops, post office, bank, and airport. 

(HRO) 

 

The interviews indicated that the cultural awareness training has positively influenced the non-

Indigenous employees regarding their relationship with Indigenous employees and locals. 

 

The Training Officers for the program I attended were a married couple: a non-Indigenous 

white man who had been a history teacher in Groote Eylandt for over 10 years prior to working 

at the mine, and his wife, who is a local Aboriginal woman from the Angurugu community. 

The couple had been married for more than 30 years and lived in Angurugu with their children 

and grandchildren. Discussing the effectiveness of the program, the man stated:  

My wife and I realised that we live in this cross-cultural bubble day in and day out 

and the Individualism versus Collectivism model applies to our situation. It has 

taken me more than 30 years of living in this bubble to understand it well. That is 

why I can teach it now to non-Indigenous workers whose knowledge of Aboriginal 

culture is very limited but need to work with Indigenous workers every day. (CATO) 

 

This unique blend of experience and understanding has helped participants undertaking the 

cultural awareness training to respect cultural differences and understand the attitudes and 

behaviour of Indigenous colleagues. 

 



 128 

GEMCO’s commitment to ensuring cultural differences were understood and respected by all 

employees was evident. According to management, the cultural awareness training has a 

positive impact on both the leaders and non-Indigenous employees, increasing understanding 

of and respect for Indigenous cultural differences, and reflecting the stated values of the 

company – care, trust, togetherness, and excellence (refer to Appendix G: GEMCO’s values).  

 

Mentoring program 

GEMCO’s mentors were non-Indigenous employees trained to guide and support Indigenous 

colleagues. According to the RMS Supt, the mentoring program entails four non-Indigenous 

mentors assigned to each crew (four crews with seven or eight Indigenous employees per crew) 

in the RMS. Mentors were trained in the areas of leadership and dispute resolution. Their role 

was to conduct pastoral care conversation, sorting out issues early rather than allowing them to 

escalate into big problems. In addition, mentors were taught how to give appropriate feedback 

and to understand the context when receiving input from Indigenous workmates. Part of this 

training was handling what would be different about working with someone from the 

surrounding Indigenous communities of Groote Eylandt. According to the MM, relevant 

cultural differences included cultural leave issues and fatigue management issues, kinship 

system issues, and cultural identity and protocol issues, such as those around Indigenous family 

dynamics. GEMCO developed mentors via informal and formal mentoring programs and 

training such as conferences and various cultural respect and awareness programs to gain 

cultural competencies.  

 

These issues could significantly affect work performances. For example, Indigenous 

employees do not have the same home environment as non-Indigenous co-workers. According 

to MM, most Indigenous employees had to sleep in noisy environments as on most nights the 

communities were wide awake at night plagued by ‘loud music, alcohol, and drug-fuelled 

splurges’. The MM added that Indigenous employees took the path of least resistance, which 

was confirmed by two Indigenous employees:  

I will go with the flow in the community; I will go along with the mob even if it 

means not enough sleep. (ML3) 

I’m used to the loud music, the mob fighting and swearing at each other and 

drinking in the community most nights ... I avoid any quarrel by letting things go 

… I just try to get some sleep if I can. (AMLH1)  
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The responses illustrate the non-confrontational attitude of most Indigenous employees to 

maintain a peaceful and harmonious relationship with other community members. For their 

part, the non-Indigenous mentors, needed to understand Indigenous cultural identity and 

protocols, kinship systems and family responsibilities, as these were vitally important to 

Indigenous people.  

 

The RMS Supt indicated that considerable thought had gone into creating the mentor’s role 

and expectations of it. The award, conditions, and pay had similar structures to that of 

Indigenous employees. The only difference was the mentors took on leadership responsibilities 

in terms of administration, coaching, counselling and record keeping. In explaining their roles, 

a non-Indigenous mentor indicated: 

My role is not to make decisions for them ... I have one of the Indigenous girls 

that’s my leading hand and she makes all the decisions for the crew. I just guide 

them along with the way work is done ... work process and help them out as best as 

I can with their work skills, training skills and dealing with issues we encounter 

along the way. (ML1) 

 

This non-Indigenous mentor was learning to respect others’ decision (Indigenous female 

employee/leading hand in this case) and empower Indigenous female employees in the crew. 

The mentor revealed she had gained some insight into the mentee’s role and has developed 

coaching and leadership skills from the mentoring process. 

Another mentor stated: 

For me, it is important not to be leading them, but they had to lead me. I saw it 

from earlier on as a sort of reverse mentoring because I was employed as a mentor, 

but in fact, I didn’t have a lot of the trade skills required so the guys had to teach 

me to do the job and to fit into the team. (ML2) 

 

These statements indicated that the mentors have developed strong and positive relationship 

with the mentees, encouraging trust and respect between the mentor and the mentees and hence 

creating an environment for ‘reverse mentoring’ to take place.  

 

GEMCO has also invested in developing Indigenous mentors in RMS to mentor their own 

crew. The MM pointed out that part of their mentoring program was developing Indigenous 

employees to become mentors of their own crew. The right environment was required for non-
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Indigenous mentors to coach and mentor Indigenous leading hands in their crew to become 

mentors. In discussing the mentoring program, the MM stated:  

We have a couple of leading hands who we have developed to assist in mentoring 

their crews and they have been doing a good job so far. They should be ready to 

step up to become mentors when they are ready for that transition. (MM) 

 

An Indigenous leading hand with Mine Services, who had been assisting the mentor in his crew 

for about six months, had this to say about his role: 

I get along with the boys and growl at them to do the right thing when they want to 

muck around … they talk back sometimes but they do the work because they respect 

me. I do the work first and tell them to follow what I do … The crew and I also 

assist our Supervisor in selecting mentors to be trained in our department. 

(AMLH1) 

 

An Indigenous employee made this remark regarding his fellow Aboriginal leading 

hand/assistant mentor: 

I learned that the more time I spent time with them crew, the more I learned about 

chainsaw quick. The guys are great, especially my brother who is my mentor. He 

understands and encourages me all the time; he tells me off in my face and also 

teach me skills which I do not have. (L) 

 

The data show that non-Indigenous mentors continue to undertake cross-cultural training and 

mentoring development to equip them to provide pastoral, cultural and technical mentoring to 

the Indigenous employees. Further, Indigenous employees were heavily involved in selection 

of their mentor, as they needed to have a ‘buy-in’ who they would trust for advice. Finally, 

Indigenous workers were being developed to become mentors for their own people, a strategy 

that has proven effective in other contexts.  

  

Retention strategies 

Indigenous employment turnover in RMS indicated a fluctuating attrition rate. As previously, 

indicated, turnover rate was due to employees transitioning to mainstream departments within 

or outside the mine, and employees dismissed or involuntary resigning from their jobs. Table 

4.4 shows the turnover record for 2014–2016. According to the HRO, terminations or 

involuntary resignation usually occurred when there had been a series of rule breaches or 

misconduct, such as high absenteeism, abandonment of work and disappearing for weeks at a 

time without notifying their supervisor. 
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Table 4.4: Indigenous Employment – Turnover Record 2014–2016  

Department 2014 

No. 

left 

2014 

Turnover 

rate 

2014 

Total 

Indigenous 

employees 

2015 

No. 

left 

2015 

Turnover 

rate 

2015 

Total 

Indigenous 

employees 

2016 

No. 

left 

2016 

Total 

Indigenous 

employees 

2016 

Turnover 

rate 

Rehabilitation 

Services 

9 42.8% 21 12 52% 23 5 20 25% 

Mine Services 6 40% 15 7 41% 17 5 17 29.4% 

Total 15 42% 36 19 48% 40 10 37 27% 

 

Source: 2016 RMS Employment Report. 

 

The total turnover rate for both sections showed a percentage increase of 14% from 2014–2015, 

which was not a good outcome. However, the rate fell considerably by -43% in the following 

period (2015–2016). This positive outcome could be explained by the increase in leadership 

support, and the ongoing mentoring program-m.  

 

It certainly appears that RMS leaders have worked hard to ensure that factors causing high 

turnovers, such as social and cultural matters, workplace conflict, discrimination/racism in the 

workplace, and personal problems that affect work, are handled appropriately before they 

escalate into big problems and Indigenous employees ‘vote with their feet’.  

 

The IA Supt elaborated on the lower rate of termination for 2016, saying: 

We make sure now that they are legitimate concerns, you know the person has 

actually done something wrong, and that the cultural aspects of that relationship 

have been taken into account in the provision of due diligence. We sought 

independent advice to avoid any disconnection such as personal biases creeping in 

and ensure decisions are based on a balanced platform. (IA Supt) 

 

This shows GEMCO’s efforts to ensure that personal bias does not influence the termination 

of Indigenous employees, and that the HR system is flexible. However, the company has not 

addressed the attrition among high achievers in the Indigenous cohort who would leave RMS 

after three to five years. According to the RS Sup, most high achievers left due to boredom in 

semi-skilled roles and limited role diversification in RMS. This indicates that GEMCO is not 

developing careers for the best Indigenous workers. Therefore, there is a need to enlarge the 

job scope in RMS and introduce diversification and encourage multiskilling and career 
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progression of Indigenous employees into mainstream roles, if high achievers are to be 

retained.   

 

GEMCO had an additional strategy referred to locally as the ‘Revolving Door Policy’. This 

strategy only applied to RMS Indigenous employees who were traditional owners, and not to 

Indigenous people from interstate. According to the HRO, this policy was a second chance for 

Indigenous employees who were terminated from the mine at least six months previously. Such 

an individual could reapply via the recruitment process. If found to be genuinely sorry for their 

mistakes, they were re-employed. Management stated that the policy was not a ‘free ride’ 

whereby Indigenous employees could do whatever they wanted, knowing they could always 

come back to work at the mine. Rather, it was a way of fostering an environment where these 

individuals learned from their mistakes. If the person wanted to go back to work for the mine 

the second time because they liked to have a job and liked having a structure and routine and 

an income, then this option was available.  

When asked about the success of this policy, the HRO replied: 

It is like you don’t know what you’ve got till it’s gone. So, they might go and have 

a bit of a rest and they actually think about things ... in the next six months, you 

know, and how important working in the mine was to them, and then quite a few 

people come back with a different attitude. So even just in the most recent 

recruitment drive, I see a couple of familiar names already in the list … so it is 

important to allow local people to come back and be given a second chance. 

 

This indicates that GEMCO was committed to maintaining an Indigenous workforce that was 

local to Groote Eylandt by ensuring that even those who fell by the wayside were given a 

second chance, which was considered good practice in Indigenous employment (Brereton & 

Parmenter, 2008b). On the other hand, the ‘revolving door policy’ could be regarded as a 

mechanism that helps management counter the effects of attrition and achieve its quota of 

Indigenous workers. 

 

4.2.3 Conclusion 

The company has an extensive commitment to its Indigenous employees, as indicated by its 

extensive suite of strategies, programs, and activities that include literacy and numeracy and 

job-related training. The result has been increasing Indigenous participation. Consistent with 

the collective learning methods of Indigenous people, the training was collaborative in nature 

in that Indigenous crews were taught in a group setting. Recruitment and selection strategies 
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were tailored to suit the local Indigenous community. The two-pronged approach to cultural-

awareness training-built understanding and respect for cultural differences to curtail 

discriminatory and racist attitudes. Retention strategies were designed to ensure local 

Indigenous people were, if necessary, given a ‘second chance’.  

 

While these initiatives are comprehensive and have good intentions, the annual intake of 

Indigenous employees is limited. The level of Indigenous participation is very low compared 

to the target and most workers are not developing into ‘better jobs’. The ‘revolving door’ could 

be a way of just boosting numbers when local Indigenous workers leave, which lowers 

participation further. Only two of GEMCO’s departments were involved in increasing 

Indigenous participation, while other business units did not appear to be interested in 

contributing to this goal. Overall, despite a lot of well-meaning initiatives, the increase in 

Indigenous participation has been limited. If significant improvements in Indigenous 

participation are to be achieved, there is a need to assess the gap between practices and targets 

in Indigenous employment and to discuss what is needed to achieve further progress. There is 

a need to break down silos and for all business units to provide Indigenous employees with 

opportunities and skills and create a working environment conducive to the welfare and 

development of Indigenous people. 

 

4.3 Mine 2 

4.3.1 Background  

Mine 2, in the remote Pilbara region of Western Australia, is operated and owned by Rio Tinto 

Iron Ore (RTIO). The mine is one of 15 iron ore mines, four port facilities, a 1,700-kilometre 

rail network and related infrastructure in the Pilbara tablelands, and is one of the largest iron 

ore mining enterprises in the world, supported by an operation centre in Perth (RTIO, 2017). 

The company has land-use agreements with the traditional owners of all mine sites. RTIO has 

a workforce of over 13,000 employees. At the time of data collection in early 2016, 976 (7.6%) 

were Indigenous. Of those, 740 (76%) were males and 234 (24%) were females; not surprising, 

given that mining is historically a male-dominated industry. Most Indigenous employees were 

in operational roles (76%) while 14% were in trade roles and 10% were in professional roles, 

such as managers, engineers, and geologists. RTIO has a whole range of work rosters. For 

instance, Indigenous employees could be working on a Monday to Friday (eight hours per day) 

shift, or four weeks on and three weeks off, two weeks on and one week off, or nine weeks on 

and five weeks off. Some Indigenous workers were from nearby communities of Karratha, 
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Wickham, Roebourne and Cape Lambert, while the majority were from other states of Australia 

and were FIFO employees.  

 

Sample characteristics and demographic profiles of respondents 

Only four interviews were conducted at RTIO, as the mine was undergoing a major restructure 

and few management representatives and Indigenous employees were available for interview. 

Of these, two were non-Indigenous management representatives and two were Indigenous 

employees, one male and three females. However, rich data were obtained from the participants 

and the time spent in gathering the data helped to contextualise the case. The two Indigenous 

employees interviewed were: an Innowonga man from the Yinhawangka people who is a 

traditional land owner of the Paraburdoo mine where he works; and a Ngarluma woman who 

works in the Dampier mine but lived in Perth because she married a Wajuk man from Perth. 

She and her husband had three young children living in Perth with his mob (family). 

Participants were aged between 21–50 years and were selected based on the roles they held in 

the mining company and the ethnic group they were part of (Aboriginal and Torres Strait 

Islanders in this case). The education level of all four interviewees was above Year 10 level. 

Participants’ details are shown in Table 4.5.  

 

Table 4.5: Participants Demographic Profiles 

No Position Position 

code  

Gender Ethnicity Age Education Years of 

service 

1 Acting 

Indigenous 

Employment 

Manager 

AIEM Female Non-

Indigenous 

31–40 yrs Postgrad 5–10 yrs 

2 Human 

Resource 

Business 

Partner 

HRO Female Non-

Indigenous 

41–50 yrs Degree 3–5 yrs 

3 Labourer-

Machine 

Operator 

L1 Male Indigenous 21–30 yrs >Year 10 1–3 yrs 

4 Labourer- 

Machine 

Operator 

L2 Female Indigenous 21–30 yrs >Year 10 <12 

mths 
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4.3.2 Programs and Activities Offered to Indigenous Employees 

Detailed below are the strategies, policies, programs, and activities provided by RTIO in 

relation to Indigenous employment. The section concludes with a discussion of the impact of 

the company’s Indigenous employment strategy and validity of claims regarding its success. 

 

Indigenous Employment Strategy (IES) 

RTIO introduced an IES in 2012 with a target-driven approach. The IES was linked to land-

use agreements with the Pilbara traditional owners signed in 2011, specifying that 14% of 

RTIO’s workforce was to consist of Pilbara Aboriginal people. According to the acting 

Indigenous Employment Manager (AIEM), the original target was set without consideration of 

the Pilbara context. Therefore, management renegotiated the target to 12.2%, the proportion of 

the Pilbara population who were Aboriginal, and added a ‘capability-building’ approach to 

continue to increase Indigenous participation. Taking both approaches, the IES made a 

tremendous progress towards achieving the original quota.  In its recruitment drive, RTIO not 

only recruited local Indigenous people, it also went out of its way to recruit ‘job-ready’ 

Indigenous people from other states of Australia and those who were already in the workforce. 

Table 4.6 indicates the number of RTIO’s Indigenous employees in the six years 2011–2016. 

 

Table 4.6: Total Number of Indigenous Employees for 2011–2016 

 

Source: RTIO Indigenous Workforce Report. 

 

Table 4.6 shows that RTIO’s Indigenous employee numbers began to increase after 2011 when 

the land-use agreements were signed. Numbers peaked in 2014 at more than 1,100 employees. 

However, in 2015, the number of employees began to decline in proportion to the overall drop 

in RTIO employment due to the restructuring of the company, according to a management 

representative, although no relevant data was provided to validate this claim. 

Year No. of males No. of females Total no. of 

Indigenous 

employees 

2011   47     0      47 

2012 300   20    320 

2013 804 209 1,094 

2014 823 285 1,108 

2015 741 235    976 

2016 670 215    885 
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The AIEM commented on these developments:  

Both approaches worked for us and we became good at sourcing new Indigenous 

people into the business as evident by the fact that the mine had less than 50 

Indigenous employees in the year 2011 and by 2013, we had over 1,000 Indigenous 

employees which were the result of numerous intensive efforts by the mine in 

recruiting Indigenous people. (AIEM) 

 

The AIEM indicated that RTIO’s current IES involves a six-year plan (2014–2020) with four 

key pillars (and associated functions): opportunities for Pilbara Aboriginal people, retention, 

role diversity, and attraction (see Table 4.7).  

  



 137 

Table 4.7: RTIO Indigenous Employment Strategy 

Pillar Focus Initiatives  Target group 

1 Opportunities 

for Pilbara 

Aboriginal 

people 

*Pre-employment training 

*Apprenticeship  

*Six months’ work 

 experience 

Aboriginal people of 

Pilbara 

2 Retention of 

Indigenous 

employees 

*Improve onboarding 

process 

*Intensive mentor training 

and support programs 

*profiling success stories 

and case studies 

*Delivering annual 

‘Leading Aboriginal 

People’ training 

  

Indigenous employees 

 

 

 

 

 

*Leaders/Management 

 

  

3 Cultural-

Awareness 

training 

  

3 Role diversity *Conduct ‘Indigenous talent 

Identification’ for high 

potential leaders among the 

Indigenous cohort 

*Increase Indigenous 

Apprenticeship recruitment  

*Indigenous graduates to 

convert to full-time positions  

*Increase participation of 

Indigenous potential leaders in 

Leadership development 

programs.  

Indigenous 

trainees/employees 

4 Increase 

Indigenous 

participation 

*Increase number of skilled 

Indigenous candidates placed 

in direct employment 

*Increase talent pool 

demographic matching 

*Increase percentage of 

‘Quarantined roles’ filled with 

skilled Indigenous employees 

*Increase number of 

‘Indigenous cadet’ scholarship 

holders moving into ‘graduate 

trainee roles’. 

Aboriginal and Torres 

Strait Islanders from 

interstates 

Source: RTIO Indigenous Employment Strategy. 

 

To deliver the first pillar, RTIO engaged with Aboriginal-owned corporations in Pilbara to 

source local Indigenous job seekers who were interested in working at the mine. Once 

identified, these job seekers were sent to external training providers known as Regional 
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Training Organisations (RTOs) or Vocational Technical Centres (V-tecs), such as the David 

Wirrpanda Foundation, for pre-employment training and apprenticeship training. The training 

providers partnered with the mine to provide job-ready programs and skills training to local 

job seekers in areas such as electrical, boiler making, welding and fabrication, and plumbing. 

In addition, RTIO also offered a six-month work experience program for those wishing to work 

at the mine.  

 

The second pillar, retaining Indigenous employees, involved improving onboarding, intensive 

mentor training and support programs, delivering annual ‘Leading Aboriginal People’ training 

for its leaders so they could gain the necessary knowledge and skills to support and lead 

Indigenous employees, and profiling success stories and case studies to present to newly hired 

Indigenous employees.  

 

With respect to the third pillar, role diversity, RTIO aimed to spread and expand the types of 

roles available to Indigenous employees as most employees were beyond site-based roles such 

as operator roles. For high potential employees, an ‘Indigenous Talent Identification’ program 

was introduced to increase Indigenous apprenticeship recruitment, transition them to 

quarantined roles (technical/trade roles), and convert Indigenous graduate trainees into full-

time positions and increase participation of Indigenous potential leaders in leadership 

development programs. 

 

The fourth and final pillar focused on the attraction of skilled Aboriginal and Torres Strait 

Islanders from outside of Western Australia. To achieve this, RTIO had to increase the number 

of skilled Indigenous candidates placed in direct employment, increase talent pool 

demographic matching, increase the percentage of quarantined roles filled with skilled 

Indigenous employees, and increase the number of Indigenous cadet/scholarship holders 

moving into graduate trainee roles. Management representatives indicated that good progress 

had been made regarding some of the pillars. However, the 12.2% employment target in their 

land use agreements was yet to be achieved.  

 

Management representatives highlighted some of the reasons for not meeting the quota. 

According to the AIEM, these included the lack of job-ready applicants in the local 

communities, the introduction of computerised and automated machines that replaced work 

done by Indigenous employees, and the ‘current change in the market climate as the price of 
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iron ore is low at the moment’. RTIO management added that even though it was very costly 

for the mine to invest into the Pilbara Aboriginals’ training and development, it was doing its 

best under the circumstances.  

More specifically, we have not yet met our 12.2% target in the traditional land use 

agreement as our business has somewhat shifted given the current climate but more 

broadly yes, we are aligned with the RAP and will work towards achieving the 

12.2% at whatever cost. (AIEM) 

 

While the IES four pillars could be argued to support the intention and commitment of the 

employer to honour its land-use agreement with traditional owners and to be the largest 

Indigenous employer in Australia, according to the traditional owners of the land, it is apparent 

that RTIO tends to recruit more of its Indigenous workforce from interstate, who are already 

qualified or are ‘job ready’. The employer appears to be more invested in this approach to 

meeting its target, rather than investing more into training the locals as required under their 

land-use agreement (Burrell, 2016). 

 

Recruitment and selection strategies 

RTIO used two methods of recruitment/selection for Indigenous people. The methods included 

the semi tailor-made method used for Indigenous people from interstate and a tailor-made 

system for Pilbara Aboriginals. The potential employees were Pilbara Aboriginals, who were 

local Indigenous people of the Pilbara tablelands i.e  the Ngarluma, Yindjibarndi, Banjima, 

Yinhawangka, Nyiyaparli and Jurruru people. The first method involved direct application for 

vacancies advertised on the mine’s website, with shortlisting based on merit and selection 

criteria. The system then flagged Indigenous applicants who met the selection criteria and 

passed their details to the Indigenous employment team, who supported candidates through the 

interviews/psychometric tests and, more broadly, liaised with HR regarding education, 

policies, and strategies to support Indigenous employment. The HRO explained the semi tailor-

made method of recruitment for Indigenous people from interstate. 

The standard recruitment process is applied to all for there is not a separate 

process for Indigenous people; they are recruited, as does everyone else. However, 

the selection technique differs as Indigenous applicants that meet the selection 

criteria are flagged within our system. (HRO) 

 

In contrast, the tailor-made method involved the local Aboriginal corporations that connected 

with Pilbara Aboriginal people. The corporations identified potential candidates who may not 
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have worked before or had limited work experience and supported them through the 

recruitment process as vacancies became available. This was a common pathway to 

employment for many Pilbara Indigenous people, providing them with a six-month work 

experience at the coastal sites before they were offered a permanent role at one of the 15 mines. 

The roles were mainly operational, such as driving and operating machines and trucks, or doing 

gardening, landscaping, cleaning, or building maintenance work with the mine contractors. 

When asked for the reason why there were two different methods of recruitment/selection for 

Indigenous people, the AIEM answered: 

It is an important differential for not just an Indigenous candidate but who is 

actually a traditional owner because we have a bigger commitment to them than 

the broader Aboriginal population. For traditional owners, if the role is available 

it is not necessarily about finding the right candidate for the role.  

 

The HRO also pointed out:  

It’s all those factors into the mix, and certainly from management’s perspective, as 

long as the person has the ability to come fit to work daily, is interested in mining 

work and has the right behaviour then all boxes are ticked; since they have shown 

an aptitude for that role then they are given a permanent employment. 

 

The tailor-made method was important for both the employer and the local Indigenous people 

as it reflected RTIO’s commitment to honour its land-use agreements. Providing a career 

pathway for traditional owners was considered good practice (Brereton & Parmenter, 2008a, 

2008b), and according to management, important in increasing Indigenous participation in the 

mine. The centralised support team in the RTIO’s main office in Perth was vital for supporting 

Indigenous recruitment and ensuring accurate reporting of progress at all its 15 mines. The 

team also managed the development programs across the operations, particularly at the coastal 

sites.  

 

Turning to future employment initiatives, RTIO also focused on employment of Aboriginal 

professional employees. Hence, the company has increased investment in the education of 

Pilbara full-time tertiary students via scholarships and the national Indigenous cadetship 

training, provided in consultation with the federal Department of Employment and Workplace 

Relations (DEWR) and the Department of Human Services Indigenous cadetship (DHSIC). 

Scholarships were offered to students who undertook undergraduate degrees in engineering, 
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science, information technology and business, who might later become graduate trainees at the 

mine.  

 

The foregoing discussion illustrates several important aspects of RTIO’s strategies. First, 

tailored systems and processes were developed to support the local Indigenous people into 

employment. Second, the mainstream method of recruitment/selection has been modified for 

Indigenous people from interstate in that the process flags applicants who meet the selection 

criteria for the role, and automatically provides support for them. Third, the company invests 

in professional Indigenous employment as well as operational roles.  

 

Training and development programs 

The mine sourced external training providers for most training provided to Indigenous people. 

According to HRO, the partnership with these training providers has proved effective over the 

years. Besides the RTO and V-Tecs such as the ‘David Wirrpanda Foundation’, providers 

included Aboriginal-owned corporations (job service providers), universities and Pilbara 

Technical and Further Education (TAFE). 

 

RTIO used a mixed model when providing training to Indigenous people. The first prong of 

this model was a pre-employment training or work ready program comprising a literacy and 

numeracy course, a health and safety course, a fitness for work, and a work life skills course. 

RTOs and job service providers outside the mine provided this program. Second, an 

apprenticeship program was provided by the V-Tec centres and the apprenticeship training 

workshops such as Pilbara TAFE and Apprenticeship Australia. Indigenous students (Years 

11–12), and job seekers were taught relevant knowledge and skills in electrical work, boiler 

making, welding and fabrication, and plumbing. This training took place outside the mine gate 

to assist Aboriginal students and job seekers in finding sustainable employment that matched 

their individual skills and abilities. The apprentices spent six-months in the apprentice 

workshops gaining hands-on experience and safety awareness before they were placed with 

employers, including RTIO, for ongoing on-the-job training.  

 

The third prong of the model was a six-month, on-site work experience training to Pilbara 

Indigenous people. Participants were offered a fixed-term contract, so they could develop work 

skills, and performance was evaluated based on essential attributes such as industriousness, 

good attitude, right behaviour and a team player during the period. Good performers were 
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guaranteed a permanent role. Finally, RTIO offered scholarships to full-time Indigenous 

tertiary students undertaking undergraduate degrees in Engineering, Science, Information 

Technology and Business. Participants were also offered internships or vacation employment 

to obtain practical industry experience in their chosen field of study and to familiarise 

themselves with the work environment in which they were likely to gain employment. Table 

4.8 indicates the number of Indigenous trainees registered for each training type in the three 

years 2014–2016.  

 

Table 4.8: Intake Among Indigenous Trainees by Gender – 2014–2016  

Type of training 2014 

total  

intake 

M F 2015 

total 

intake 

M F 2016 

total 

intake 

M F 

Apprenticeship 

training 

50 42 8 43 37 6 41 35   6 

Work experience 

training 

40 28 12 30 21 9 36 25 11 

National 

Indigenous 

Cadetship training 

  6   3   3   3   1 2 11   5   6 

Source: RTIO Indigenous Employment Training Report. 

 

The data show that the apprenticeship program had the largest number of Indigenous 

participants. National cadetship training had the least, indicating a relative lack of interest in 

the relevant disciplines among the Indigenous student population. The figures also show that 

women tend to use the work experience pathway rather than other options.  

 

Participants and management were positive about the training. The AIEM indicated that the 

overall completion rate for all training in 2014–2016 was 85–90%. The AIEM claimed that the 

percentage of Indigenous people progressing from work-ready programs to development roles 

(trainees and apprentices) and into full-time employment has increased over the same period. 

This includes the number of Indigenous mentors and leaders completing the Leadership 

development program and progressing to leadership roles; and the number of Indigenous 

employees in graduate, professional, technical and trade roles has also grown. However, no 

employment data were available to authenticate these claims. 
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A traditional owner employee made this comment regarding the training(s) he undertook to 

gain employment: 

I wanted to work but did not finish high school, so my job provider told me to do 

the work ready program and do a six-month work experience at the mine. Now, I 

have a job at the mine and I am currently doing the apprenticeship program … I 

am happy I listened and took that pathway. (L1) 

 

The data above illustrates the employer’s commitment to effective Indigenous skill acquisition. 

The partnership with the external training providers in providing training to Indigenous people 

seems to have worked, evidenced by the high completion rate for all types of training in the 

last three years. 

 

Cultural awareness training programs 

RTIO provides four compulsory culture awareness-training programs: two for leaders and two 

for non-Indigenous employees.The programs are complementary and an integral part of the 

company’s Indigenous employment strategy. This section will discuss each program in turn. 

  

Leaders’ training  

Leadership Cultural Awareness training was a compulsory annual, two-day camp ‘on country’ 

with traditional owners who were also employees of the mine. The camp was specifically for 

senior managers to develop relationships with the traditional owners via cultural activities that 

would develop leaders’ cultural understanding. According to the AIEM, over the years, the 

training has been effective in developing leaders’ cultural interaction skills. This was especially 

so as each general manager (GM) of a mine site was expected to be a member of the land-use 

agreement committee and attend meetings with Aboriginal corporations, reporting on 

employment and cultural awareness matters. The AIEM pointed out a positive result of the 

training: 

Some of our senior managers have learnt more about the local Indigenous culture 

and their interaction with Indigenous people in these camps, which helps them 

when mixing with the locals in meetings and in township.   

 

Next, was the ‘Leading Aboriginal People Training’, which was a full day, mandatory, training 

program for middle management (supervisors and superintendents). An external training 

provider (Indigenous Corporation) conducted this training, which involved scenarios and tools 

to engage with Indigenous employees. The aim was to teach participants cultural sensitivity, 
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including cultural identity and protocol issues, cultural leave issues, kinship system issues and 

fatigue management issues, and to engage with Indigenous employees appropriately and be 

better equipped to handle any culturally sensitive situations before they become performance 

matters. The AIEM highlighted that in the past when a leader lacked cultural competence, those 

situations could quickly become performance matters. Hence, training for supervisors and 

superintendents had been very helpful: 

The leaders’ cultural awareness training help leaders feel comfortable to have 

necessary conversations with Indigenous employees and not to avoid them when 

culture-related issues occur. (AIEM) 

 

The interviews indicated that leaders’ cultural training was effective as it improved the 

relationship between senior management and the traditional owners/Indigenous employees. In 

addition, middle management learnt how to handle pastoral and cultural issues involving their 

Indigenous employees. 

 

Employee training  

RTIO’s efforts to develop cultural competence extended to all its non-Indigenous employees. 

A one-day, pre-induction online cultural awareness training program was compulsory for non-

Indigenous employees, management representatives and contract employees new to the mine. 

Content included the history, culture, and lifestyle of the area’s Indigenous people. Participants 

gained knowledge about the attitudes and behaviour of Indigenous people and received training 

in interaction skills. 

 

The second type of cultural awareness training was also mandatory. It was delivered by the 

local traditional owner group for employees working ‘on country’ for the first time. Content 

included the history, culture, and lifestyle of the area’s Indigenous people. According to the 

AIEM, if one goes to work at the Paraburdoo mine site, for example, one must attend the 

Yinhawangka cultural awareness training with an Innowonga person. If one goes to work at 

the Tom Price mine, they must do a cultural awareness training with an Eastern Gumala person, 

and if one goes to work at the Dampier mine site, they are required to undergo an awareness 

training with a Ngarluma person.  
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When asked about the value of cross-cultural training, the AIEM summed it up as:  

Essentially, for us, it is about the whole business supporting Indigenous people, 

whether it be our senior leaders, superintendents and supervisors or employees, 

and we have continued to receive some good returns. Therefore, having a 

relationship with Indigenous employees and the people of Pilbara is vital and 

across the organization, as it will not work if you start creating a silo. (AIEM) 

 

Mentoring program 

According to the AIEM, mentoring support for Indigenous employees consisted of a site-based 

team led by an Indigenous Employment Superintendent and two groups of mentors. The first 

group comprised Indigenous mentor/cultural advisors who provided pastoral and cultural 

mentoring to support Indigenous employees. Pastoral mentoring involved assisting Indigenous 

employees with practical help to balance family and work commitments, emotional support, 

and guidance to manage personal problems. Cultural mentoring entailed support for Indigenous 

employees to balance their cultural obligations with their work commitments, such as returning 

to country to attend ceremonies. This first group of mentors/advisors also provided one-on-one 

coaching sessions with their supervisors on cultural matters to enhance cultural awareness and 

competency. The second group of Indigenous mentors were experienced Indigenous 

employees who provided technical mentoring in their relevant work area by teaching the ropes 

to their new Indigenous workmates in their first 12 months. The AIEM indicated that intensive 

mentor training and support programs were vital for linking Indigenous mentors/advisors with 

the HR department and leaders. The AIEM summed up the mine’s aim to develop and increase 

Indigenous mentors in all its operations: 

We support, develop and looking to increase our Indigenous mentors so they do 

feel comfortable working with leaders all the way up the chain. If the whole 

workforce were culturally competent, then there would be no need to have a team 

like ours (Indigenous Employment Unit) as the leaders with their Indigenous 

mentors would do everything with the Pilbara Indigenous people and that is really, 

what we want to achieve. (AIEM)  

 

According to the AIEM, the relationship between mentors and the mentees was positive across 

the 15 mine operations such that mentors felt comfortable engaging with Indigenous 

employees. Most Indigenous mentors/cultural advisors were from local communities, 

proactively communicating with the locals regarding opportunities at the mine, including and 

where possible matching candidates from the community for the mine roles. One Indigenous 

employee highlighted this relationship: 
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I have a very good relationship with my mentor. He helped me get this job. He 

understands the mob and me. It is easy for me to talk to him about my problem. 

(L1)  

 

According to management representatives, the relationships between the Indigenous mentors 

and their supervisors were also good as the supervisors reached out to these mentors to help 

provide cultural support, to be a source of reliable information and to ask queries and get advice 

regarding their Indigenous employees and ‘cultural pieces’.  

 

Retention strategies 

Retention is inversely related to turnover. The AIEM indicated that RTIO was having its lowest 

turnover rate for some time. However, the turnover data itself did not quite reflect this claim, 

rising from 12.81% in 2014 to 23.77% in 2015 and falling slightly to 20.9% in 2016 (see Table 

4.9). The data show an overall decline in employee numbers for the years 2014–2016, 

indicating a high attrition rate not only in the Indigenous workforce but also in the total RTIO 

workforce.  

 

Table 4.9: Turnover Rate Among Indigenous Employees 2014–2016 

2014 

No. of Indigenous 

employees left 

2014 

Turnover rate 

2014 

Total no. of Indigenous 

employees at year end 

2014 

Total no. RTIO employees 

at year end 

142 12.81% 1,108 16,496 

 

 

2016 

No. of Indigenous 

employees left  

2016 

Turnover rate 
2016 

Total no. of Indigenous 

employees at year end 

2016 

Total no. RTIO  

employees at year end 

 

185 20.90% 885 11,711 

 

Source: RTIO Indigenous Workforce Report 

 

Attrition rates by gender has varied. Table 4.10 shows that the proportion of Indigenous males 

leaving the mine in 2014–2016 has been higher than that of females. 

 

 

2015 

No. of Indigenous 

employees left 

2015 

Turnover rate 

2015 

Total no. of Indigenous 

employees at year end 

2015 

Total no. RTIO 

employees at year end 

232 23.77% 976 14,776 
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Table 4.10: 2014–2016 Turnover Rate Per Gender 

Years No. of 

Indigenous  

males left 

No. of 

Indigenous  

females left 

Turnover 

rate 

Total Indigenous 

employees at year 

end 

2014 107 (15%) 35 (25%) 12.81%  1,108  

2015 155 (16%) 77 (8%) 23.77%      976 

2016 141 (76%) 44 (24%) 20.90% 11,711 

 

Source: RTIO Indigenous Workforce Report. 

 

According to the AIEM, the main reasons for high turnover in RTIO’s Indigenous workforce 

were as follows: family commitments, dislike of the rosters, working long rosters away from 

home and commuting, lack of career development, and lack of leader engagement, Therefore, 

the mine has developed several retention strategies. First, it has focused on improving its 

onboarding processes. New recruits and their families are made aware of and given tips on how 

to be ready for FIFO, especially what it means to leave the family and to do the eight weeks on 

and six weeks off roster. HR assists the employee and their family to put together a plan for 

that period. Second, RTIO supports employees’ family members and provides counselling for 

the stay-home partner to develop strategies around issues such as studying, budgeting, and 

starting a small business. Third, the ‘Leading Aboriginal People Training’ helps leaders to 

understand Indigenous employees and to engage with them appropriately before issues escalate 

into big problems.  

 

According to the HRO: 

If a leader is not equipped well, the cultural issues can become a performance 

matter or a turnover matter where they do not need to be.  

 

This retention strategy involved giving supervisors of Indigenous employees training to handle 

those situations before Indigenous employees ‘voted with their feet’: 

If there are any cultural sensitivities that the leader might not be aware of, anything 

happening at home or in the community that the leader is not aware of, then the 

Indigenous mentors become the bridge for open conversation. If leaving the mine 

is driven by something that’s not just related to the role, the Indigenous mentors 

help try to navigate that situation to get the person back and not to leave. (AIEM)  

 

Furthermore, the Indigenous mentors/cultural advisors provide pastoral and cultural support to 

Indigenous employees at work and at home. An Indigenous FIFO employee, on the brink of 
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leaving after the first 10 months of work, sheds some light on this issue. The intervention of 

her Indigenous mentor/cultural advisor and supervisor averted her departure: 

Initially, my partner and the mob were happy to look after our children when I 

came to work for the mine but when I returned home, I was just too tired to look 

after them and wanted to sleep on most days. My partner was jealous thinking I 

was having them affair with the men at work. Lots of fights and it affected my work 

... after having a good talk with my mentor; we now have the support needed in 

place. (L2) 

 

‘Newcomer Socialisation’, provided to all new employees via sponsored events, festivals and 

activities at the mining township, arguably helped improve retention. According to the AIEM, 

this initiative was introduced as most people who leave the business do so within the first 12 

months, often due to issues around rostering/commuting. Newcomer Socialisation created a 

bond with fellow employees, potentially reducing the turnover rate to some extent. The mine’s 

proposals to increase Indigenous apprenticeship recruitment and transition those apprentices to 

quarantined roles and to convert Indigenous graduate trainees to full-time positions are also 

aimed at increasing Indigenous retention. Finally, the ‘Indigenous Talent Identification’ 

program was aimed at career development and therefore had the potential to increase retention. 

 

The need for career development and role diversification was discussed by the AIEM:  

There is some new technology coming around automation, which may take some of 

those entry-level roles. Some operations will start to slow down while others will 

pick up. Importantly for us, we have relationships with the traditional owner 

corporation, around Indigenous talent and ensuring that we have programs that 

support people to go through professional streams or diversify their skill sets so 

that they can transition into new roles if those entry roles are taken away. (AIEM) 

 

The interviews and documents show that RTIO has recognised some of the contributing factors 

to its high attrition rate and developed some retention strategies. However, recruitment and 

training has not kept pace with attrition, resulting in an overall decline in Indigenous 

employment.  

 

4.3.3 Conclusion 

The company has a substantial commitment to increasing Indigenous employees, as indicated 

by the strategies it has implemented. Positives include increasing Indigenous participation over 

the three-year period since the land use agreements were signed in 2011. The company has 
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used both capability-building and target-driven approaches to pursue its Indigenous 

employment goal of 12.2%. RTIO has tailored its recruitment/selection strategies to increase 

Indigenous participation and its retention strategies to sustain Indigenous workers. Other 

initiatives include leadership support for Indigenous employees that involves all the leaders of 

business units, partnership with external training providers and investment into Indigenous skill 

acquisition, mentoring programs, and mandatory cultural awareness training offered to non-

Indigenous employees. 

 

Despite these initiatives, Indigenous employee numbers have declined rapidly in the last few 

years. However, it is worth noting that non-Indigenous employment fell more sharply than 

Indigenous employment in the same period. This indicates that part of the issue may be an 

overall fall in demand for labour as RTIO moves from the construction phase to the operation 

phase of large projects. Furthermore, the recent fall in Indigenous employment indicates that 

recruitment and training strategies have not kept in pace with attrition, resulting in an overall 

fall in employment. Therefore, if RTIO is to achieve significant further improvement in 

Indigenous employment outcomes, it will need to constantly monitor its recruitment, training 

and turnover data and use this information to continue to invest in required skill training to be 

able to increase and sustain Indigenous participation. 

 

4.4 Chapter Summary 

To summarise the chapter, both Mine 1 and Mine 2 reveal the impact of employer 

attitude/behaviour on Indigenous employment policies and practices and the prospects for 

sustainable Indigenous employment. In both cases there is evidence of employer commitment 

to Indigenous employment in employment policies and practices. However, gaps remain 

between achievements and targets, especially for Mine 1, whose employment policies are 

apparently not working for many Indigenous people and are failing to extend Indigenous 

employment beyond a small number of lower-skilled work areas. Mine 2, on the other hand, 

has a robust Indigenous employment policy and has succeeeded in greatly increasing total 

Indigenous employment. In fact RTIO has achieved a remarkable increase in Indigenous 

employment by Australian (or any) standards, and while its Indigenous employment fell in 

2015–16, the data shows that non-Indigenous employment fell more sharply in the same period. 

Therefore, the Indigenous skill acquisition approach and the recruitment, training and retention 

programs of Mine 2 may need to be reviewed to keep in pace with attrition and changes to 
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major expansion projects.The next chapter will present the results from the finance/banking 

case studies. 
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Chapter 5 – Qualitative Results Banking 

 

5.1 Introduction 

This chapter presents the results of the qualitative data from the Banking/Finance industry in 

the context of the research questions: (1) How do employers’ approach human capital 

investment when dealing with Indigenous trainees/employees? (2) Are existing Indigenous 

employment strategies, programs and practices sufficient to increase Indigenous participation 

and sustain Indigenous employment in the Australian labour market? This chapter explores the 

answers to these research questions by examining programs and activities aimed at recruiting, 

training and retaining Indigenous employees.  

 

The chapter is divided into two parts; each present result from one of the banks. Each case 

study includes participants’ profiles, narrative accounts from management representatives and 

Indigenous employees regarding Indigenous employment strategies and relevant HR strategies, 

programs, and activities to encourage Indigenous skill acquisition and employment. These 

include the Reconciliation Action Plan, Employment Covenant, Indigenous Action Plan, 

recruitment and selection strategies, training and development programs, cultural awareness 

training, mentoring program, and retention strategies. The chapter will also assess the impact 

of strategies and the validity of claims regarding their success. 

 

5.2 Bank 1 

5.2.1 Background 

Bank 1 is the Australia New Zealand Banking Group Limited (ANZ) whose headquarters are 

in Melbourne, Victoria, with branches spread across metropolitan, regional and remote areas 

of all states and territories of Australia. ANZ is a large international bank and one of the four 

large banks operating in the commercial and retail space in Australia. Established in 1951 via 

the merging of the Bank of Australia and the Union Bank of Australia Limited, ANZ has a total 

Australian workforce of 20,904 employees. Of these, 9,407 (45%) are male and 11,497 (55%) 

female. At the time of data collection in late 2016, 157 (0.75%) were identified Indigenous 

employees, of whom 118 (75%) were female and 39 (25%) were male. Most of the identified 

Indigenous workforce were employed in retail departments or branches (87%), some were 

trainees (10%), and only 3% were in professional roles such as managers and financial 
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planners. Of those working in retail departments/branches, 20% were casual, 70% were part-

time, and only 10% were permanent employees.  

 

The identified Indigenous employees/trainees interviewed in Bank 1 are from Cairns, 

Rockhampton, Bundaberg, Caloundra, Caboolture, Brisbane, Beenleigh, Lismore, New Castle 

and Sydney. They identified themselves as having heritage with the Yidinjdji, Darumbal, 

Goreng Goreng, Gubbi Gubbi, Waka Waka, Yuggera, Bundjalung, Worimi, Awabakal and 

Kuring-gai people. Most of the identified Indigenous employees in Bank 1 had a non-

Indigenous parent or grandparent, while some traced their non-Indigenous origins back to the 

‘stolen generation’ era. These identified Indigenous employees live in the coastal areas of 

Queensland and New South Wales, mainly in the cities where they attended school and now 

work and live there with their families.  

 

Sample characteristics and demographic profiles of respondents 

Fourteen interviews were conducted with management representatives and identified 

Indigenous employees. Of these, 10 (71%) were non-Indigenous management representatives 

and four (29%) were identified Indigenous employees; seven were male (50%) and the other 

seven were female (50%). In addition, focus group interviews were conducted with six 

identified Indigenous trainees/employees (one male and five females). Participants were aged 

between 17–60 years. They were selected based on the roles they held in the banking company 

and the ethnic group they were part of (Aboriginal and Torres Strait Islanders in this case). The 

education level of all interviewees was above Year 10 level. Participants’ details are shown in 

Table 5.1. 

 

Table 5.1: Participants’ Demographic Profiles 

No. Position Position 

code 

Gender Ethnicity Age Education Years of 

service 

1 Indigenous Talent 

Acquisition 

Manager 

ITAM Male Indigenous 41–50 yrs Diploma 1–3 yrs 

2 Manager 

Enterprise/Talent 

& Culture 

METC Male Non-

Indigenous 

31–40 yrs Degree 5–10 yrs 

3 Manager Diversity 

& Inclusion 

MDI Female Non-

Indigenous 

31–40 

yrs 

Degree 1–3 yrs 

4 National 

Traineeship 

Manager 

NTM Female Non-

Indigenous 

41–50 

yrs 

Diploma >10 yrs 

5 District Manager DM Female Non-

Indigenous 

>50 yrs Diploma >10 yrs 
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6 Branch Manager  BM1 Female Indigenous  21–30 yrs >Year 10 >10 yrs 

7 Underwriting 

Case Manager 

UCM Male Indigenous 31–40 yrs Diploma 1–3 yrs 

8 Career 

Development 

Manager 

(NSW/ACT) 

CDM 

(NSW/ACT) 

Female Non-

Indigenous 

41–50 yrs Diploma >10 yrs 

9 Branch Manager BM2 Male Non-

Indigenous 

41–50 yrs Degree >10 yrs 

10 Career 

Development 

Manager 

(WA/SA) 

CDM 

(WA/SA) 

Female Non-

Indigenous 

41–50 yrs Diploma >10 yrs 

11 Branch Manager  BM3 Male Non-

Indigenous 

>50 yrs Diploma 5–10 yrs 

12 Personal Banker PB Female Indigenous 21–30 yrs >Year 10 5–10 yrs 

13 Career 

Development 

Manager 

(VIC/TAS) 

CDM 

(VIC/TAS) 

Female Non-

Indigenous 

41–50 yrs Degree 5–10 yrs 

14 Branch Manager BM4 Male Non-

Indigenous  

31–40 yrs >Year 10 5–10 yrs 

 

5.2.2 Programs and Activities Offered to Indigenous Employees 

Detailed below are the strategies, policies, programs, activities and HR data provided by ANZ 

in relation to Indigenous employment. This section concludes with a discussion of this data to 

assess the impact of ANZ’s Indigenous employment strategy and the validity of management’s 

claims regarding its success. 

 

Reconciliation Action Plan (RAP) 

ANZ’s Reconciliation Action Plan outlines the bank’s initiatives to build positive relationships 

between Indigenous and non-Indigenous employees. The RAP focused on three elements: 

Respect, Relationships, and Opportunities. First, regarding Respect, the Bank was committed 

to attract and retain a diverse workforce that reflected its customer base and focused on 

providing an inclusive culture where all employees could contribute to the best of their abilities. 

In addition, the Bank pledged to build a greater understanding of Indigenous issues, which 

included cultural capability throughout the organisation’s workforce. Second, in terms of 

Relationships, the Bank was committed to create and retain relationships with the Indigenous 

people, communities, and consumers via the Indigenous Action Plan. Last, regarding 

Opportunities, the bank proposed to improve the social and economic wellbeing of Indigenous 

Australians as part of its overall social responsibility by employing more Indigenous people. 

The bank also hoped to build its understanding of the experience of Indigenous consumers to 

better address their banking needs (ANZ Reconciliation Action Plan, 2014).  
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The RAP stipulated specific and measurable steps that ANZ would undertake for each 

commitment. According to the National Traineeship Manager (NTM), the idea was to 

concentrate on areas where the bank had experience and expertise in order to make a real and 

lasting difference. At the time of the interviews, the bank was in the middle of working with 

RA on a new RAP, as it had previously found it difficult to follow RA guidelines. According 

to the Indigenous Talent Acquisition Manager (ITAM), the bank wanted to establish targets 

and assess how these targets would fit the RA template. In addition, two initiatives in the 

revised RAP were opening a dedicated call centre for Indigenous customers with the options 

of speaking to specially trained Indigenous staff and mandatory online cultural awareness 

training for all employees.  

When asked if the Indigenous employees had a say in the RAP, the ITAM remarked: 

The RAP network in the bank involves senior Indigenous employees that have 

helped put together the new RAP which is still going through different processes, 

as it’s still got to go back to Reconciliation Australia. But it was there for us to 

discuss, to see what we actually thought of it, we had a bit of an input and the next 

bit of input will actually be going out to the wider Indigenous staff, and actually 

asking them what their views are on the new RAP, too.  

 

The NTM elaborated on targets and actions in the new RAP that would increase Indigenous 

participation: 

Our new RAP will be saying 450 new Indigenous people into the bank over the 

course of the RAP which is three years … so what does that look like from a 

business perspective? We need to start some top-down target setting so our 

approach becomes sustainable. 

 

ANZ is prepared therefore to modify its RAP to reflect its commitment to increasing 

Indigenous participation with respect to both employees and customers. The efforts to involve 

and obtain ‘buy in’ from the bank’s Indigenous employees with respect to the RAP review is 

considered good Indigenous employment practice. However, as interviewees readily 

acknowledged, robust relationships with Indigenous people and meeting targets are based on 

recognition, respect, trust and honouring commitments from all business units of the bank.  
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Australian Employment Covenant (AEC) 

According to the Australian Employment Covenant (2008b) and Department of Education, 

Employment and Workplace Relations (2008), ANZ’s agreement under the AEC involved 

reserving a specified number of jobs for Indigenous employees via job pledges, job placements 

and the provision of a minimum period of 26 weeks of work at the bank. In addition, ANZ 

organised a ‘P Plate’ program aimed at providing Indigenous school students traineeship and 

work experience opportunities with an informal guarantee to transition them into full or part-

time employment at the completion of the training. ANZ also provided mentoring in the first 

six months of employment. The federal government for its part funded employment and 

training service providers to assist ANZ. This included the provision of pre-employment 

training tailored to the specific requirements of the bank, such as student-based traineeships 

and a paid six-month work experience program (Make Your Mark). The Australian 

Employment Covenant also encouraged the bank to adopt an inclusive workplace culture and 

improve recruitment and retention of Indigenous participants (AEC, 2008b). The EC was an 

indication of goodwill from major stakeholders such as employers and the federal government 

regarding Indigenous participation. However, according to the National Traineeship Manager, 

ANZ struggled to translate its job pledges into employment a decade after signing the 

agreement in 2008.  

 

Indigenous Action Plan (IAP) and Indigenous Employment Strategy (IES) 

ANZ introduced an Indigenous Action Plan in 2011. According to the NTM, the plan was 

developed as a key part of the bank’s overall corporate social responsibility and its commitment 

to the Australian Employment Covenant to increase the financial and social well-being of 

Aboriginal and Torres Strait Islanders. The plan outlines four specific commitments: 

Indigenous employment, cultural recognition and capability, financial capability and inclusion, 

and capacity building in areas related to the bank’s business, staff and the communities in which 

it operates. These commitments reflected the Bank’s corporate responsibility, diversity 

priorities, and human rights approach (refer to Appendix H: Indigenous Action Plan 2011–

2014). However, given the focus of this study, this section focuses on two of those 

commitments, Indigenous Employment, and Cultural Recognition and Capability detailed in 

Table 5.2. 
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Table 5.2: Indigenous Action Plan – Commitments to Indigenous Employment 

Commitment Tasks Timeline 

Indigenous 

employment 

Produce an Indigenous Employment Strategy Dec 2012 

Australian Employment Covenant – employment 

opportunities: 

• Making available 176 roles for graduates of the 

Indigenous trainee programs 

• Direct employment of 176 Indigenous staff 

Dec 2012 

 

 

Ongoing Indigenous employment opportunities: 

• Recruit 100 Indigenous staff per year in three consecutive 

years to permanent roles 

Dec 2014 

Recruit 100 Indigenous trainees per year in three 

consecutive years 

Dec 2014 

Engagement and retention of current Indigenous 

employees to be developed and promoted to leadership 

positions: 

• 20 Indigenous staff to be in management positions 

 

Dec 2014 

Recruit five Indigenous candidates to the bank’s graduate 

program per year 

Dec 2014 

Introduce the cadetship program targeting Indigenous 

University students 

Dec 2012 

Cultural 

recognition 

and capability 

Make available 24 cultural capability workshops to ANZ 

staff per year 

Dec 2014 

 

Source: 2011 Indigenous Action Plan. 

 

In 2012, the bank further developed the first of these commitments as an Indigenous 

Employment Strategy (IES) (refer to Appendix I). The IES focused on recruiting Indigenous 

talent and training by providing access to talented Indigenous people. According to the NTM, 

at least a third of the trainees were to be offered full-time positions when their traineeships 

ended, and nine Indigenous people were to be recruited from regional or rural areas. To achieve 

these targets, the bank worked with external training providers and set up an internal traineeship 

team with four dedicated Career Development Managers who were assigned to help Indigenous 

employees/trainees manage their career progression and develop their skills through training.  

 

Despite its commitment to increase Indigenous participation via the Indigenous Action Plan  

and Indigenous Employment Strategy, the bank faced challenges. These included the limited 

number of applications for direct employment received from Indigenous people, a declining 

number of applications for the school-based traineeship program, little interest by Indigenous 
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people interested in the work placement program, and a limited number of Indigenous 

university students and graduates interested in or eligible for the graduate and undergraduate 

internship programs. The NTM highlighted the limited number of applications for the 

traineeship program: 

The Bank would be lucky to get 80 applications for the student-based traineeship 

program in a year and out of these 80, only 50% would really go through with the 

program. 

 

The Career Development Manager (CDM, NSW/ACT) stated that lack of interest from 

Indigenous tertiary students was due to their choice of subjects and career interests:  

The issues are around attracting sufficient numbers of Indigenous people … as 

traditionally the jobs or the industry choices for Indigenous Australians has not 

historically been banking and finance. In addition, there has been less [sic] number 

of Indigenous students studying maths, accounting/finance in schools and 

universities. They tend to go more into allied health or community work or teaching 

or government positions.  

 

Another issue is that those Indigenous people joining the bank mainly worked in retail 

departments/branches. As a result, the retail department was left to ‘carry the flag’ while other 

departments were not ready to commit or were simply not interested. Hence, the IES failed to 

increase Indigenous participation, according to the NTM:  

Ninety-five percent of the Indigenous people we have recruited in the last five years 

have been into the retail business, which is not sustainable given the automation of 

most customer service functions such as a preference for internet banking and the 

introduction of ATM machines. 

 

In other words, the jobs taken by Indigenous people were likely to disappear in the future. 

Hence, future opportunities need to come from other business units for Indigenous participation 

to be sustainable. 

 

In addition, the bank had a limited number of job openings at the end of the training programs 

that would lead to permanent employment, partly explaining the lack of interest shown in the 

programs. As noted by the CDM (VIC/TAS): 

The difficulty with the Indigenous cohort is that they are a bit sort of tired of doing 

all those pre-employment training courses with no genuine outcome. So, if we were 

to say, look we don’t have any available role right now, but we’d like you to come 
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in and just do this training or work placement, you probably find that a lot of people 

just wouldn’t show up.  

 

The result was that, according to the CDM (NSW/ACT), the targets stipulated in the IAP and 

IES ignored the realities of employment opportunities and potential Indigenous employees’ 

expectations. According to the CDM (NSW/ACT): 

Yes, the targets are definitely one of those aspirational tasks … I think someone got 

really excited about the bank’s contribution to Indigenous people and said yes, we 

can do this, an attempt to close the gap … but the reality is where are they going 

to come from and are we ready to provide a certain number of roles as promised?  

 

Hence, management realised the weaknesses of their Indigenous employment strategies, 

including the failure to attract interest from Indigenous people, and translate employment 

targets into available jobs, which offer prospects of future development.  

 

Recruitment and selection strategies 

The recruitment method used by ANZ was a mainstream online method via the bank’s website. 

According to the Manager Enterprise, Talent and Culture (METC), 70% of the bank's 

recruitment was done internally as there was considerable talent within the organisation due to 

the existence of a traineeship and a casual pool where the candidates possessed the necessary 

qualification and work experience required for advertised position(s). It was perceived to be 

beneficial from the viewpoint of staff morale to recruit and promote from within. Internal 

recruitment was generally faster than external, with selection criteria being applied to everyone 

whether Indigenous or not. However, there were times when the bank could not recruit 

internally, such as for professional positions. Therefore, it used external recruitment strategies 

such as advertising online via www.seek.com and LinkedIn, employee referrals and specialist 

Indigenous recruiters for Indigenous recruitment.  

 

Indigenous potential employees for Bank 1 were Indigenous people living in urban areas of 

Queensland, New South Wales, Victoria, South Australia, Western Australia that have either 

completed the School-based traineeship or Personal Banker traineeship and awaiting job 

openings. A few potential employees were Indigenous graduates or professionals who had 

applied directly to the banks for available positions in those areas. The bank provided support 

to Indigenous candidates by ‘flagging’ Indigenous applicants who met the selection criteria for 

a role. Once the applications were flagged, according to the Indigenous Talent Acquisition 

http://www.seek.com/
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Manager, the details were passed as a report to the Indigenous Talent Acquisition team to 

handle. A member of the team would check that the applicants had ticked the appropriate box 

identifying their ethnicity (Indigenous) before interviewing the candidates about their origins 

and kinship via phone. In situations where Indigenous applicants did not tick the box to identify 

their ethnicity, but where their resume indicated they might be Indigenous, this would be 

followed up with a quick email or phone call to determine the ethnicity of the candidate. The 

next stage in the selection process was an online personality or arithmetic test, depending on 

the job role. This was followed by the usual interview, reference check and role-specific 

checks. 

 

An Indigenous employee, an Underwriter Case Manager, provided insights into the process 

described above: 

The online application form asked a question, do you identify as an Aboriginal or 

Torres Strait Islander, and so I ticked the box. Therefore, I think that might have 

raised a flag or something like that because I certainly got a call even before 

securing an interview or hearing from my prospective manager who was doing the 

interviews, that I had been successful in obtaining an interview. He then added we 

would like you to come in and meet with you type of thing as this bank prides itself 

on being culturally aware and diverse and having diversity in its workforce. This 

was sort of unusual for me because I’ve certainly, you know, as much as I’ve 

applied to other companies and you tick the box, but you don’t really stir any 

interest. 

 

In other words, apart from the support for Indigenous candidates who flagged their status or 

could otherwise be identified from their resume, the recruitment program for ANZ’s 

Indigenous workforce was very similar to the method they used for all candidates.  

Indigenous recruitment at ANZ fluctuated over the years 2014–2016. According to the 

Manager Diversity and Inclusion (MDI), this was due to the availability of positions and the 

bank’s needs (see Table 5.3). 
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Table 5.3: Indigenous Recruitment Rate for 2014–2016  

2014 

Intake 

2014 

RR 

2014 

Total no. of 

Indigenous 

employees 

at year end 

2015 

Intake 

2015 

RR 

2015 

Total no. of 

Indigenous 

employees 

at year end 

2016 

Intake 

2016 

RR 

2016 

Total no. of 

Indigenous 

employees 

at year end 

24 15.7% 152 21 13.3% 157 43 26.3% 163 

  

Note: RR = recruitment rate. 

Source: Indigenous Employment Report. 

 

Table 5.3 shows that in 2014–2015, the recruitment rate declined before rising sharply in 2015–

2016. The latest increase in the recruitment rate may have reflected the increased support from 

the Indigenous Talent Acquisition Team and the Traineeship Team, aimed at increasing 

Indigenous participation at ANZ. 

 

Recruitment/selection: School-based traineeship 

Recruitment and selection for Indigenous school-based trainees were done annually via 

partnership with external training providers. The process began with the bank sending out an 

expression of interest to its branches. Once the interest and numbers were confirmed, the 

external training providers (Group Training Organisation [GTO], RTO or TAFE) were 

contacted to advertise the traineeship program and source Indigenous students via their own 

websites or brochures/flyers using the bank’s brand to promote the program. These materials 

were distributed to Indigenous communities and schools to help source Indigenous trainees, 

and state departments of education were contacted for permission to conduct school visits to 

market the program. Once the group training organisations (GTOs) and regional training 

organisations (RTOs) completed their shortlisting, the bank’s district managers (DMs) 

conducted the interviews, selected the trainees, and completed the necessary paperwork prior 

to the provision of compliance training and the one-day-a-week training as a service consultant 

or teller in the branch (Figure 5.1). 
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Figure 5.1: School-based traineeship recruitment/selection process. 

Source: School-based Traineeship Program Report 

 

The CDM NSW/ACT made positive comments about the recruitment process used for the 

school-based traineeship: 

Now we have more Indigenous people in the bank, so it makes it easier to attract 

more trainees as there are Indigenous employees around, particularly in places 

where we’ve had branches with trainees … so it is a ‘safe haven’ for these trainees. 

 

Another manager stated: 

Often, we will get another family member coming in as a trainee, so whether it is 

a sister or a cousin or someone who knows that person. Because they know that we 

do Indigenous traineeships. They know a person who has done the traineeship … 

so it’s very powerful in Indigenous culture … the word of mouth; this is okay, this 

is a safe place to work in. (DM) 
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The school-based traineeship recruitment process was quite different from the employee 

recruitment and involved external training providers, as outlined in Figure 5.1. However, 

interviewees indicated applications for traineeships had declined.  

 

Training and development programs 

ANZ offered traineeships and work placement programs to Indigenous people through its 

branches across Australia. Traineeship programs included the school-based traineeship for 

Indigenous students in Years 11 and 12, a personal banker traineeship for anyone who had 

graduated from high school but was not interested in tertiary education and instead sought a 

career in banking, and a graduate program for Indigenous tertiary students and graduates. 

Another training program offered by the bank on a voluntary basis was the six-month work 

placement program called ‘Make Your Mark’ for Indigenous people and refugees looking for 

work in the sector. All training programs were partnership initiatives between the bank and 

external providers (GTOs, RTOs, TAFE, Career Trackers, and in Victoria and New South 

Wales, the Brotherhood of St Laurence).  

 

School-Based Traineeship program (SBT) 

The SBT program, aimed at Aboriginal and Torres Strait Islander students in the 16- to 18-year 

age brackets, was a two-year paid program initiated in 2005. According to NTM, Indigenous 

students were encouraged to apply for the two-year program in Year 10, completing it in Years 

11 and 12. The SBT involved a day per week of on-the-job training at a bank branch as part of 

the Certificate II in Business Administration or Financial Services. The program was intended 

to assist Indigenous students to learn about work and the corporate environment and give them 

an opportunity to improve their knowledge and skills, to allow these students to obtain some 

money in the process, and possibly to obtain employment with the bank. Employment might 

consist of an entry-level role in the branch as a customer service consultant, or students might 

wish to progress into the personal banker traineeship program or look for a job elsewhere 

outside the bank.  

 

The traineeship program aimed to have around 80–85 Indigenous trainees per year. However, 

according to the NTM, the intake per year fell to 40 or fewer participants due to lack of interest 

from Indigenous people. 

The effectiveness of the SBT program was highlighted by the NTM: 



 163 

The idea of the program is not so much focused on they will be working … at the 

bank at the end of it. It is more keeping kids at school and giving them a flavour of 

what staying at school and what the world of work can look like. We are giving 

them an idea of what a corporate environment is about and to us, success lies in 

the completion of the program where till to date we have had a 56% completion 

rate. In terms of how many of them transition into a role with us it is around 30% 

and we are comfortable with that.   

 

Another manager pointed out the strength of the program:  

I would say the strength of the program is high. I have a lot to do with community 

and they are always speaking highly of it. In addition, one of our biggest strengths 

and aims is that we do employ our own trainees and I know in some circumstances, 

I have taken other financial institutions’ trainees because they did not have jobs 

for them. Therefore, I think that is a strong point. (CDM WA/SA) 

 

An Indigenous employee, a branch manager who had undertaken the school-based traineeship 

program 10 years ago, had started with the bank in the SBT and had this to say: 

Part of my school-based traineeship program, I had to do a Certificate II in 

Business Administration. It was a good distraction for me I guess because I was 

already getting bored at school and was having enough of that environment. Even 

though it was a struggle at times to balance between going to school and having 

my teenage hat on and then going to work and having to be an adult on a weekly 

basis, it was worth it all in the end for me as I got a job (BM1)  

 

However, the same sentiments may not be echoed by other Indigenous trainees who completed 

the traineeship but were not offered a job, or for those who did not complete the training for 

family or cultural reasons.  

I have just completed the traineeship but missed out on a job in the branch, I had 

applied for… My manager says, I am a hard worker but often arrive late to work. 

You see I catch a ride with my family to get to work and expected to contribute 

towards fuel costs when I get paid… that’s what our mob do, we pitch-in. Anyway, 

now I have to look for jobs outside …not sure if I can take the personal banker 

traineeship for another year without a promise of a job when I finish... (Trainee 1)  

 

I am into my third month of traineeship and finding the pressure too much to handle 

with school work, keeping my training modules updated which is tough at times 

when my mentor is not accessible, and learning new skills at the bank with lots of 

regulations to comply with…I am seeking help from my colleagues, otherwise I will 

have to forgo traineeship… (Trainee 2)         
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The District Manager (DM) also mentioned that another reason why some trainees did not 

complete the traineeship program was that their families put pressure on them for taking on a 

job in a ‘white man’s world’ knowing they did not belong there. 

 

The DM highlighted this issue: 

You know, I had trainees who were working in my branches in the city who had 

family members who were saying or calling them to say … you know, you are 

shaming yourself uptown … are you trying to be better than all the rest of us? So, 

it’s very complex and very layered. 

 

The traineeship completion rate of 56%, coupled with the fact that 30% of trainees gained 

employment at the bank at the end of the traineeship, represent positive outcomes for this 

particular program. However, not all retail branches or departments of the bank participated in 

the SBT, as outlined by the CDM NSW/ACT: 

Being involved in the Indigenous program has always been voluntary for branches. 

We have never forced anyone to take a trainee who really is not comfortable. Whilst 

we may question why they are not comfortable, we are also not about setting people 

up to fail. Therefore, if the branch manager does not want to be involved in the 

program, we do not force them to be involved and I think that definitely has been a 

strength. On the other hand, where it has worked in particular locations, they all 

come back year after year saying I want trainees, which is very good. 

 

This indicates that not all business units were involved in increasing Indigenous participation, 

an approach permitted by the bank. ANZ’s approach seems inconsistent with the fact that it 

had signed up with AEC, pledging to provide Indigenous school students, traineeship and work 

experience opportunities to get them job ready, and that on completion they would be 

guaranteed a job with the bank (Jordan & Mavec, 2010).  

 

Personal Banker Traineeship program (PBT) 

The PBT, initiated in 2003, was an 18-month financial service, bank-related program. 

According to the NTM, it targeted school leavers and students aged 17 to 25 (i.e., Indigenous 

and non-Indigenous), and adults who wanted a change of career. Entry requirements were Year 

10 qualification and customer service experience. Candidates learned the personal banker role, 

which entails opening new accounts for customers, talking to customers about their accounts, 

giving advice on the type of loan required, and giving personal advice before referring 
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customers to specialists in financial planning or other sections. According to the CDM 

VIC/TAS, the bank required candidates to undertake a Certificate III in Financial Services. 

 

However, most candidates lacked the prerequisite skills and experience. Hence, the bank began 

to tap into the pool of SBT candidates. According to the NTM, moving from the SBT to the 

PBT was not an issue for the bank from a funding perspective, provided the student was ready 

for another traineeship program. If there was a vacant position at the completion of training, 

the trainee(s) would be encouraged to apply for it. A few were given casual work subject to the 

needs of the branch, while others had to look for work outside the bank. The completion rate 

for the PBT program averaged 54%, of whom 43% obtained a permanent job with ANZ. The 

bank wanted higher completion rates:  

We’d like the numbers to be higher because that Personal Banker traineeship is 

much more focused on people who are interested in a career in banking rather than 

doing something as part of their studies. (NTM) 

 

The rates for completion and employment indicate a positive outcome overall. However, only 

a small number of Indigenous trainees opted to undertake two traineeships consecutively. In 

addition, there was no guarantee of a job at the end of the traineeship, as this depended on the 

availability of positions at any one time. The employer intends to increase the intake by creating 

interest in the PBT in the hope that it will increase Indigenous participation. However, 

according to the NTM, there was a need to review the program to make it more attractive to 

Indigenous people; for example, by merging the two traineeship programs, shortening the 

duration of the program, and offering casual or part-time jobs after training to stimulate interest 

among the Indigenous student population. 

  

Work placement program – ‘Make Your Mark’ 

First trialled in 2015, the Make Your Mark work placement program was a six-month paid 

work experience program for Indigenous people at ANZ call centres in Melbourne and Sydney. 

According to the CDM VIC/TAS, this work placement program had no external training 

attached to it and fitted somewhere between the traineeship and direct employment. It provided 

an option for Indigenous people who did not qualify for the SBT and PBT but had extensive 

work experience for example in hospitality or community work, or for those who simply 

wanted a career change. At the end of the six months, the bank would consider employing the 

trainees at the call centre if there were positions available. According to the CDM NSW/ACT, 
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if the candidates felt that call centre work was not for them, at least they had work experience, 

which improved their resumes.  

 

According to the CDM VIC/TAS, the Make Your Mark program was a replica of the ‘Given 

the Chance’ program offered by the bank to refugees who needed Australian work experience. 

Refugees were already highly qualified from their home countries, and with Given the Chance, 

it became a stepping-stone to a job including the Bank. Due to the success of the Given the 

Chance program, management decided to offer a similar program to Indigenous people who 

were looking for work but under a new label. Hence, a pilot program was conducted for six 

months, but the outcome was very different to that of the refugee cohort. According to 

management, out of the six Indigenous candidates that started the Make Your Mark program, 

none completed it.  

 

Queried as to why Make Your Mark did not work for Indigenous people, the CDMVIC/TAS 

had this to say: 

The difference that I find with the Indigenous cohort is that they expect work after 

the placement as opposed to the refugee cohort. The refugee candidates, they’ll 

come in and do a pre-employment training session without the promise of a role at 

the end of it. The difficulty with the Indigenous cohort is that they are somewhat 

tired of doing all those pre-employment training courses with no sort of genuine 

outcome. Clearly, they’re getting sick and tired of empty promises and people 

saying ‘yes there will be jobs’, but they do all this training and then nothing ever 

eventuates.  

 

Graduate Program  

The Graduate Program was a three-month paid internship program for both Indigenous and 

non-Indigenous tertiary students via Career Trackers, an external training provider. The 

partnership between the bank and Career Trackers ensured that support was provided to 

university students (undergraduates and graduates) to undertake the internship at the bank over 

the summer break. This promoted industry-based learning by exposing students on a rotational 

basis to relevant bank departments: the technology department where they helped in designing 

systems to deliver better customer service; the corporate department where they assisted in 

management projects; and the commercial department where the focus was on banking, lending 

and investment.  
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When asked about the annual intake of Indigenous students/graduates into the program, the 

CDM VIC/TAS responded: 

We do not have a specific Indigenous graduate program; it is just a general one 

for all university students that we use to target Indigenous candidates to apply for 

the program. So far, I think we already have one Indigenous graduate on board 

and we’ve got another one that’s been successful in the last intake. So, we may 

have one or two Indigenous graduates per year if we are lucky. 

 

However, the target for graduates in the IAS was five per annum. She explained the reason for 

the limited Indigenous graduate intake as follows:   

You know, it’s unrealistic to say we’ll go out and hire five Indigenous students 

because there aren’t that many in the system and there’s a huge number of banks 

and financial institutions competing for a tiny pool of candidates. You know it’s a 

finite pool of resources and none of us are going to achieve our targets because, 

you know, we’re all fighting for the same talent pool, so that’s probably the main 

issue. 

 

Another manager offered another possible reason: 

It is difficult attracting Indigenous university students who would have the 

academic results that would make them eligible. Having said that, the entrance 

benchmark for the bank’s graduate programs and internship for undergrad 

program is very high and open to non-Indigenous students/graduates as well. 

Therefore, we’re ‘creaming’ off the top of the mainstream in terms of people who 

have very high academic results. (CDM NSW/ACT) 

 

To counter these challenges, the CDM VIC/TAS highlighted strategies being considered by 

ANZ: 

Deakin University research found that across Australia, only one person was 

registered as a CPA who identified as Aboriginal. Therefore, they embarked on a 

program where they engaged some school kids, encouraged them to study 

accounting … and now they have got about ten students to go and study accounting 

at Deakin Uni. Therefore, you know, again it was not because they are not good at 

math/accounting, or they are not smart enough. It is just that they were not making 

those choices because none of the people around them were working in those 

spaces. So, we are contemplating to partner with Deakin University to help in that 

space.  
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The interview suggested an overall lack of interest in banking and finance from Indigenous 

students. So partnering with a university was a strategy considered by ANZ to boost Indigenous 

participation in the Graduate Program.  

 

Cultural awareness training programs 

ANZ initiated its cultural awareness training in 2003. According to the NTM, an Indigenous 

external training provider known as the Aboriginal Employment Strategy Limited (AESL) was 

contracted to provide face-to-face mandatory cultural awareness training for all bank 

employees. Due to the high cost of having face-to-face training in 2015, the bank launched 

online cultural awareness training tools for both managers and employees. This training was 

recommended only for managers/supervisors who managed Indigenous employees/trainees 

and newly recruited Indigenous employees/trainees themselves. The training was no longer 

mandatory but other staff could access the training if they wished to.  

 

When questioned if this new approach was effective, the CDM NSW/ACT replied:  

Yes, from a coverage point of view. In addition, it is a familiar learning model for 

the employees, particularly those in the branches and consistent with the way we 

deliver 90% of our training now. Look, the cost of getting a facilitator out there 

and getting people out of the branch where you are remote is just not going to 

happen. Whereas they can simply do the training online if they wish to at any point 

in time with minimal impact.  

 

Leaders’ training  

The online cultural awareness training for leaders has specific modules for managing 

Indigenous staff, such as how to address kinship issues where they affect workplace behaviour. 

In addressing cultural and kinship issues with staff, a branch manager shared what he learned 

and how he applied this:  

I learned about the hierarchy in the family, that is, all adult women who were 

mothers or aunties were referred to as my ‘mother’ and all adult men who were 

fathers and uncles were referred to as ‘my father’ in an Aboriginal community. 

Therefore, it now makes sense when a trainee asks to attend ‘sorry’ day for his 

three ‘mothers’ in a span of one year. (BM4)  

 

Another manager described his experience: 

The cousins of one of my staff came into the bank with an account number and 

wanted to withdraw some money but did not have any identification on them. 
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However, they insisted since they were cousins that my staff would verify them. I 

told her we need to have their ID; the reason we do this is under the money 

laundering policy of the bank, this is a requirement. Therefore, we are really 

protecting them as well as you. (BM3) 

 

Employees’ training 

As the online cultural awareness training for employees was voluntary, the ITAM found it 

difficult to follow up those who had not completed the training. In discussing these challenges, 

the ITAM stated: 

I send out information to all staff if they want to do the cultural awareness training, so 

they can access the link that is provided and do the online cultural awareness training. 

In response, we do have some people who actually want us to conduct a face-to-face 

training session for their team, so we would comply. It’s very hard when it’s not 

mandatory, trying to get people to do a cultural awareness course where everyone’s 

quite busy, or have no time to spare as they are busy with work … or not interested. Yes, 

it is a challenge.  

 

The ITAM proposed a solution: 

The new focus is to educate non-Indigenous employees about the Indigenous 

culture by making it mandatory for everyone when they first join the bank. This 

needs to be captured in our next IES and IAP. 

 

Buddying/mentoring program 

ANZ has a ‘buddy system’ for all new trainees/employees. According to the MDI, the ‘buddy’ 

was a ‘go-to’ person in the branch or department whom the recruit felt comfortable to talk to 

and ask questions such as ‘How do I do this?’ ‘Where do I get this key?’ ‘What time can I take 

lunch?’ The ‘buddy’ helped the recruit on a day-to-day basis with practical matters, but the two 

parties do not have a formal mentoring relationship. Any staff member in the same business 

unit could become a ‘buddy’.  

 

When asked if a ‘buddy’ was available when she first joined the bank, an Indigenous employee 

who is now a personal banker replied: 

Yes, my buddy was a personal banker who would keep an eye on me when it came 

to be using the systems and balancing at the end of the day, and there was also a 

teller who would also assist me. I was told to see a senior personal banker 

regarding any issue related to my customer role or if I had any question about my 

books [training modules]. There was a lot of support in the first 12 months of 
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traineeship and I could say they were unofficial buddies who mentored me 

consistently whilst I was a trainee.  

 

Each school-based trainee was assigned a formal mentor from an external provider 

(GTO/RTO) in addition to the ‘buddy’ in the department. According to the CDM NSW/ACT, 

these mentors known as Indigenous field officers, or case managers looked after each trainee 

and provided support to complete the relevant certificates. GTOs who did not have Indigenous 

mentors, relied on government-funded agencies such as ‘The Way Ahead’ program to conduct 

mentoring for those trainees. Mentors were chosen based on their relevant experience and 

acceptance within Aboriginal communities.  

 

A management representative indicated that ANZ had mixed success with mentors:  

There have been good mentors involved with the trainees where they have regular 

contacts and had meaningful discussions with them, and there have been some poor 

ones who do not turn up to meetings, which is disappointing … again looking at 

the cultural side of things. (CDM NSW/ACT) 

 

For the Personal Banker trainees, mentoring usually occurred in the first six months of training. 

According to the ITAM, management had introduced a new online mentoring program where 

mentors were linked with trainees three to six months into their traineeship to support the 

trainees as they progressed into casual, part-time or full-time employment.  

 

At the time of data collection, the bank was also trialling a mentoring program whereby an 

Indigenous employee was linked with a senior employee or supervisor/manager to support 

them and increase their confidence. According to CDM NSW/ACT, the mentors in some 

instances had encouraged mentees to apply for other roles within the bank. 

The interviews indicate the importance for Indigenous employees/trainees of 

having a buddy/mentor to help them learn the ropes quickly and build confidence 

in their work, resulting in a work environment that mentees found welcoming and 

supportive. 

 

Retention strategies 

The bank had four retention strategies for Indigenous employees. Some, according to the 

ITAM, were already in place while others were being piloted with the view to roll them out if 

successful. The first two strategies were in the pilot or proposal stage, while the remaining two 

had already been implemented. The first proposed retention strategy was to make the online 
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cultural awareness training compulsory for all new bank employees to create understanding 

and cultural respect and improve employees’ interaction skills. The second strategy was a 

formal mentoring program to match Indigenous employees with senior employees 

(Supervisor/Manager/Senior Manager) so mentees could learn the ropes and obtain guidance 

from a very experienced manager. The third strategy was to create career paths and 

development opportunities for Indigenous employees via promotions, secondments, and lateral 

transfers in Australia and to Asia/Pacific nations and developing Indigenous employees’ 

potential to fill leadership roles. This was partly to counter the decline in entry-level roles in 

retail departments/branches.  

 

The CDM NSW/ACT indicated this strategy already had some success: 

The other thing we piloted last year was taking a group of Indigenous employees, 

within New South Wales … and putting them through specific employee training 

run by management. Therefore, that was a pilot. They all succeeded and completed 

it, which is good. In addition, subsequently or during that process, all of them were 

promoted into higher-level roles, which is interesting. So that is a model that we 

are looking to replicate basically at other branches for Indigenous employees and 

looking at widening that outside New South Wales. 

 

The fourth and last retention strategy was the creation of a friendly work environment and user-

friendly technologies in departments and branches. Most Indigenous employees interviewed 

indicated that friendly work environments were essential to productivity. According to the 

UCM, what kept him going was the comradely spirit of his team, the understanding of the 

people he worked with, and user-friendly technology. His opinion was that Indigenous 

employees prefer serving customers rather than roles that isolate them.  

 

Furthermore, some Indigenous employees highlighted the need for leadership support. This 

reflected perceptions that some senior managers were not sincere and did not attempt to 

establish a genuine relationship with Indigenous employees, by not acknowledging or talking 

to Indigenous employees/trainees in the corridors or lifts. This indicated a potential need for 

mandatory leadership cultural awareness training for all leaders.  

 

One Indigenous employee who had changed bank (employer) explained as follow:  

The reason why I end up leaving is either because of people or because of 

management, or I just get to the point where I am just frustrated with the 
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organisation that I work for with regards to systems or the culture. I have only ever 

left for those types of reasons, that is, frustration with people or management, 

culture, and the system. And I’ve got some family and you know, cousins and things 

like that, and for them it’s either they just don’t like the place, or they feel like 

there’s no genuine relationship from their employers … it’s all lip service. (UCM) 

 

Some of the retention strategies reflected good practice in Indigenous employment and have 

begun to yield good results, as shown in the falling turnover rate for Indigenous employees 

over the period 2014–2016 (see Table 5.4). However, some of the retention strategies were yet 

to be implemented.  

 

The ITAM was generally positive about the Bank’s retention strategies: 

I’ve only been in the role for over two years or so … but since I’ve been here it’s 

been quite steady. We do not have a very high turnover. Many people come, and 

they generally stay in the bank. Whereas before I used to work for a local airline 

company where many people would leave, you know. Therefore, people would not 

stay. Nevertheless, what I find different here is that within the bank there is actually 

a good environment and chance for advancement. So that’s an incentive to sort of 

like stay and work hard because there is an opportunity to actually advance in the 

role and journey into another role within a friendly work environment. (ITAM) 

 

The ITAM’s claim above was borne out by the steadily declining turnover rate over the period 

2014–2016 (Table 5.4). 

 

Table 5.4: Indigenous Turnover Rate for 2014–2016 

2014  

no. 

Left 

2014 

turnover 

Rate 

2014  

total 

Indigenous 

employees  

2015 

no. 

left 

2015 

turnover 

rate 

2015 total 

Indigenous 

employees  

2016 

no.  

left 

2016 

turnover  

rate 

2016 total 

Indigenous 

employees  

46 30.2% 152 45 28.6% 157 38 23.3% 163 

 

Source: ANZ Indigenous Workforce Record. 

 

The interviews indicate that most Indigenous employees stayed at the bank due to the 

friendly/cooperative environment in the retail departments/branches and the possibility of 

career advancement and transition to other positions within the bank. The steady decline in 

turnover rates indicates the various initiatives of the bank to retain Indigenous employees seem 

to be having some effect. 

 



 173 

5.2.3 Conclusion 

 The ANZ Bank has a comprehensive approach to Indigenous employment, as revealed by the 

strategies it has implemented. Positive strategies include increasing Indigenous skill 

acquisition via traineeship and work placement programs in partnership with external training 

providers and selection strategies designed to increase Indigenous participation. Other 

initiatives include the ‘buddy’/mentoring system that assists Indigenous trainees/employees to 

obtain knowledge and confidence in their area of work, and a multipronged retention strategy 

that includes efforts to provide a friendly work environment. 

 

On the other hand, declining intakes of Indigenous people into direct employment, coupled 

with a declining annual intake into traineeship and work placement programs, shows that the 

AEC and RAP agreements have had limited effect. While some retail department/branches of 

the bank are actively involved in increasing Indigenous participation, other business units are 

less so, reducing the effectiveness of the IES. Furthermore, changes in technology and the 

automation of customer service functions have reduced the low-quality job opportunities 

hence, potentially reducing Indigenous participation. Better career development for Indigenous 

employees is required in order to transition them to other levels/business units from entry-level 

positions, an outcome that is unlikely to happen unless all departments make a serious 

commitment to Indigenous employment. 

 

5.3 Bank 2 

5.3.1 Background 

Bank 2 is the Bendigo and Adelaide Banking Group Limited (BAB), with headquarters located 

in Bendigo, Victoria, and major offices in Adelaide, Melbourne, and Ipswich, Queensland. 

BAB was formed in 2007 via a merger of Bendigo Bank and Adelaide Bank. Both banks started 

out as building societies, driven to help Australians buy their own home. Reflecting that history, 

according to the Senior Manager Diversity & Inclusion (SMDI), BAB aims to be the most 

customer connected bank that helps to sustain, build and support Australian communities to be 

successful. The bank’s workforce at the time of data collection in mid-2016 consisted of 7,379 

employees. Of these, 2,878 (39%) were male and 4,501 (61%) female. Just 30 (0.4%) were 

Indigenous employees, of whom three (10%) were male and 27 (90%) were female. Most 

Indigenous employees were employed in retail departments/branches (90%), while some were 

still trainees (10%). Of those who worked in retail roles, the majority were either part-time or 
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casual employees. It is worth noting that there may have been more Indigenous employees than 

the statistics reveal as the Bank’s HR department indicated new employees were not asked their 

ethnicity. Rather, the bank identified Indigenous staff from annual internal staff surveys.  

 

Sample characteristics and demographic profiles of respondents 

Four interviews were conducted at BAB with management representatives. All interviewees 

were non-Indigenous management representatives, one male and three females. They were 

aged between 31 to over 60 years and were selected based on the roles they held in the banking 

company. The education level of all four interviewees was above Year 10 level. Participant 

details are shown in Table 5.5. Persistent attempts by the researcher to interview Indigenous 

staff unfortunately ultimately proved futile as those Indigenous staff chosen by supervisors to 

be interviewed were either on leave or not available at the time of interviews.  

 

 

Table 5.5: Participants’ Demographic Profiles 

No. Position Position 

code 

Gender Ethnicity Age Education Years of 

service 

1 Head of 

Learning & 

Organisational 

Development 

HLOD Female Non-

Indigenous  

>50 yrs Diploma >10 yrs 

2 Senior Manager 

Diversity & 

Inclusion 

SMDI Female Non-

Indigenous 

31 – 40 

yrs 

Degree 1–3 yrs 

3 Senior Manager 

Inclusion & 

Communication 

SMIC Female Non-

Indigenous 

41 – 50 

yrs 

Degree 5–10 yrs 

4 Financial 

Planner 

FP Male Non-

Indigenous 

41 – 50 

yrs 

Degree 5–10 yrs 

 

5.3.2 Programs and Activities Offered to Indigenous Employees 

Detailed below are the strategies, policies, programs, and activities provided by BAB in 

relation to Indigenous employment. The section will also discuss available HR data to assess 

the impact of programs and the validity of claims regarding their success. 

 

Reconciliation Action Plan (RAP) 

BAB has had a RAP since 2013 but has encountered difficulties in committing to targets and 

with its voluntary agreement with RA. According to the SMDI, the bank’s management 
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decided to abandon its partnership with RA as it found that its RAP ‘waxed’ and ‘waned’ with 

each new set of senior management until the exercise became futile, as there was no genuine 

commitment from senior management. For that reason, in 2015 the bank shelved all RAP 

related activity until 2017 to allow bank leaders to participate in a project with Jawun, which 

would allow them to develop a more effective RAP. Jawun is an Indigenous non-profit 

organisation that manages secondments from the corporate and public sectors to a range of 

Indigenous partner organisations in urban, regional and remote communities across Australia. 

 

The SMDI elaborated on this: 

For us as an organisation, it is important to do this right! That is why we are 

starting with our leaders and senior staff to gain the necessary cultural knowledge 

and skills first before they can then draw up a Reconciliation Action Plan that is 

meaningful for us and the Indigenous people … and for it not to be just another 

target achieving exercise that will quickly wane. 

 

Despite the suspension of its RAP, BAB encouraged its community banks to maintain a 

relationship with RA and to develop their own RAPs. For instance, the Community Sector 

Bank in Wollongong, New South Wales has a 2013–2016 RAP, and Bank Australia in Kew, 

Victoria has a 2014–2017 RAP.  

 

For these community banks, their RAPs focused on three elements: Respect, Relationships, 

and Opportunities, which are the three general elements stipulated in the reconciliation 

template and promoted by RA. RA provides templates to interested organisations wishing to 

develop their RAP. In the area of Respect, the community banks collaborate with Indigenous 

organisations to deliver cultural awareness training to non-Indigenous employees to create an 

environment conducive to Indigenous employees. Furthermore, the community banks 

encourage staff participation in NAIDOC Week, ensuring that Aboriginal and Torres Strait 

Islanders’ history, culture and achievements are acknowledged and celebrated. Second, in the 

area of Relationships, the community banks build relationships with Indigenous people in their 

communities by celebrating National Reconciliation Week, which marks Australia’s 

reconciliation journey. In addition, they have a working group that monitors the progress of 

their RAP. Third, in the area of Opportunities, the community banks are committed to 

increasing Indigenous employment opportunities via reviewing their recruitment, training and 

retention strategies for Indigenous people periodically in order to adhere to best practice in 

Indigenous employment. Such practices include work placement opportunities and school-
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based traineeship schemes (Community Sector Banking RAP 2013–2016, Bank Mecu RAP 

2014–2017). 

 

The interviews reflect management’s view that BAB has identified the strengths and 

weaknesses of its past approach and has genuinely committed to increasing Indigenous 

participation as part of a broader inclusion and diversity strategy. BAB encourages community 

banks to advocate for Indigenous participation, while bank leaders were participating in the 

Jawun program to not only increase their cultural awareness but also give them the capability 

to develop an improved RAP.  

 

Diversity and Inclusion Employment Model (DIEM) 

BAB has no specific IES. Instead, since 2015 it has used a DIEM. According to the Head of 

Learning and Organisational Development (HLOD), BAB focuses on all Australian 

communities rather than particular identity groups. The DIEM provided the framework for 

delivering diversity and inclusion activities within the bank. These activities included 

recruiting and retaining a diverse workforce, as well as cultivating a supportive workplace 

environment for diversity and inclusion. According to the Senior Manager Diversity and 

Inclusion (SMDI), the bank planned to roll out the strategy over the following four years 

(2015–2018), based on four key aims (and associated functions): an inclusive recruitment 

platform, an inclusive culture, sustain a diverse workforce, and gender balance in leadership 

roles. 

 

To deliver the first component, BAB designed its recruitment and selection practices to 

accommodate a diverse range of candidates. The second component involved creating an 

inclusive culture whereby employees were supported according to their life stage by the 

availability of flexible work practices. The third component focused on sustaining diversity in 

the workforce via retention strategies, discussed later in this section. The fourth component 

encouraged gender balance by increasing the proportion of women in leadership roles across 

the bank from 37% to 42% by 2018. 

 

The strategy also involved partnerships with various Australian communities to enhance their 

access to banking services. This helped communities become financially capable of funding 

their own initiatives and created employment and training opportunities to build the financial 

and social well-being of community members. Of BAB’s 500 branches, approximately 300 
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have been franchised by communities. These branches are called community banks but carry 

the BAB trademark. According to the SMDI, if a community wanted to set up a bank, it would 

raise 50% of the necessary funds, elect board members and recruit its own employees. BAB 

would provide the other 50% of funds in the form of technology and banking services. In terms 

of profit sharing, community banks pay BAB an agreed portion of their profits, with the 

remainder invested in the local community via projects such as playgrounds, aquatic centres or 

local football sponsorships.  

 

Aligned with this community focus, community banks were required by BAB to engage with 

their respective communities in a way that worked for them, such as direct recruitment, 

provision of one-week work experience program to interested candidates, and provision of 

traineeship programs to local students. BAB also encouraged community banks to create a 

work environment that valued and utilised the contribution of its employees from diverse 

backgrounds and experiences to provide more effective customer service delivery.  

 

Furthermore, in line with its overall gender targets, BAB has specified that 44% of the total 

female workforce were to be front-line/middle managers, 33% senior leaders, 23% executive 

leaders, and at least 33% of board members of the bank were to be female. Overall, therefore, 

BAB has chosen to approach Indigenous employment as part of a broader inclusion and 

diversity strategy. 

 

Recruitment and selection strategies 

BAB used mainstream methods of recruitment and selection for all employees. According to 

SMDI, their practices are flexible and free of bias, as they focus on different identity groups 

and seek to capitalise on the unique value of diverse individuals:  

We may not have specific targets for our Indigenous recruitment or any ethnic 

groups, but we very much are working with our leaders on how they can better 

understand the communities through understanding the demographic profile of 

those communities and how they can recruit out of those talent pools to create deep 

connections. (SMDI) 

 

Demographic changes would affect the way BAB recruited in some communities. For instance, 

according to HLOD, BAB had to engage with diverse communities in Victoria and South 

Australia, where migrants from India, Africa and Middle Eastern nations were settling in 

communities where the bank operates. Hence, BAB suspended all recruitment temporarily to 
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provide diversity education for its leaders, which would lead to inclusive recruitment and create 

an inclusive work environment in those states. As the SMDI stated:  

The biggest barrier for us is to understand that a demographic change is happening 

around us as we have been inside focused all along until recently. Therefore, our 

strategies need to change, and it starts with inclusive leadership. Our perspective 

must change so we can create an inclusive culture and ensure that we recruit from 

a diverse pool.  

 

Another manager pointed out the challenge to the bank’s recruitment: 

We need to think differently as we need to be able to engage and recruit Indigenous 

people or other minority groups in ways that are meaningful. We know that we 

need to work closely with our leaders in creating an environment where diverse 

flexibility is available and showing that we can connect with Indigenous people or 

migrants when they come and join us. (SMIC) 

 

The interview illustrates that the bank has an overall goal of drawing from a diverse pool of 

people of different ethnic groups, ages, genders and values, reflecting the communities served. 

This practice, according to management, could create greater equality and opportunities in the 

bank for diverse people, affirm their unique contributions, and encourage their full 

participation. However, for the approach to be sustainable, bank leaders had to engage in 

diversity and inclusion training, as the evidence from the interviews shows it was taking a top-

down and vaguely defined approach to inclusive recruitment.    

 

The overall recruitment record for BAB employees in the last three years (2014–2016) is 

presented in Table 5.6.  

Table 5.6: BAB’s Overall Recruitment Rate 2014–2016  

2014 

Intake 

2014 

Total no. of 

employees 

at year end 

2014 

RR 

2015 

Intake 

2015 

Total no. of 

employees 

at year end 

2015 

RR 

2016 

Intake 

2016 

Total no. of 

employees 

at year end 

2016 

RR 

 

150 7,039 2% 167 7,206 2.3% 173 7,379 2.3% 

 

Note: RR = recruitment rate. 

Source: Bendigo Bank Annual Review 2014–2016. 

Table 5.6 indicates a very low and indeed declining recruitment rate, which led to the bank’s 

decision, referred to above, to suspend recruitment in order to educate its leaders about 

diversity and inclusion. 
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Training and development programs 

BAB provided online mandatory training for every position. In addition, it required employees 

to cultivate their own technical and ‘soft’ skills to do their jobs appropriately. Additional 

training was self-nominated and accessed via an online learning management system. 

According to the HLOD, BAB had in the past provided three types of training programs: 

school-based traineeships, a work placement program, and a graduate trainee program. All 

were provided in partnership with external training providers such as GTOs, RTOs, TAFE, 

universities and state department of education. However, the bank no longer provides the 

school-based traineeship program and the work placement program but rather left them to 

individual community banks. The Victoria Point branch in Queensland and the Australia Bank 

in Victoria were two of a few community banks that still promoted the two programs. 

 

The 12-month, school-based traineeship program was offered to Year 12 students. It involves 

a Certificate III in Financial Services and work for one day a week in the retail department of 

the relevant community bank. Most trainees were aged between 17–19 years. At the completion 

of the traineeship, participants were encouraged to apply for an entry-level role in the branch 

on a casual or part-time basis.  

 

The work experience program involved a week of voluntary work offered by community banks 

to students who had finished school and were in their ‘gap’ year, and to women returning to 

work after childbearing. According to HLOD, this program had no external training attached 

to it, unlike the school-based traineeship, and it fitted between a traineeship and direct 

employment. Hence, it provided an option for those who had not done the school-based 

traineeship but wanted a career in banking.  

 

The graduate program was the only training program provided by BAB’s head office to 

graduates or university students. According to the HLOD, students undertook a three-month 

paid internship over the summer break in specific positions such as financial planners, 

accountants or auditors. The program was a partnership initiative with Career Trackers, who 

ensured ongoing support to participants. However, according to management, the program had 

very few if any Indigenous tertiary students, reflecting competition from the bigger banks and 

other financial institutions for the same small talent pool.  
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The interviews indicated that the bank’s headquarters had a passive approach to traineeships 

and work experience, placing the onus for these initiatives on community banks. This approach 

highlights how the bank’s priority had changed from developing retail roles via the traineeship 

and work placement programs to developing professional positions via the graduate program. 

 

Cultural awareness training programs 

While initiatives in recruitment/selection and training did not focus on Indigenous 

employment, BAB provided three compulsory Indigenous cultural awareness-training 

programs: two for leaders and one for non-Indigenous employees. The programs were 

complementary and said to be vital for the company’s diversity and inclusion employment 

strategy. The background is that prior to 2015, BAB had no corporate social responsibility 

program, and no strategy regarding Indigenous people or indeed any minority group. 

According to the SMDI, this resulted in the low number of Indigenous employees, as leaders 

had no understanding of Indigenous people’s behaviour, attitudes or culture. In addition, the 

bank’s leaders had no experience in supervising Indigenous employees, so the leadership style 

and work environment were not conducive to employment for Indigenous people. Hence, 

management decided to partner with Jawun. The reasons were explained by the SMIC: 

If we can expand our people’s understanding of Indigenous culture in Australia, then 

we will be more likely to be seen as an employer who will be attracted to people from 

an Indigenous background. So, the cohort who are sent on secondment will become the 

working group for our RAP which we at this point in time do not have.  

  

Leaders’ training 

The bank began leadership cultural awareness training in 2016. According to management, the 

training involved two leaders at a time being seconded for six weeks to participate in a project 

determined by Jawun. As secondees, the leaders worked with Indigenous people in the non-

profit organisation to design or participate in innovative strategies and programs that would 

help Indigenous people. BAB management called this ‘unconscious bias’ training as it helped 

identify and address stereotyped views about Indigenous people and provided the cultural 

understanding and competencies to supervise and work with Indigenous employees. 

 

The SMDI discussed the effectiveness of the Jawun program: 

The secondee would use his skills and expertise to support the Indigenous 

organisation in the community they are assigned to. So, the Indigenous people 
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learn from the secondee and the secondee also learns from living, working and 

interacting with Indigenous people … the project is achieved through combined 

efforts. Importantly, it helps our leaders address their stereotyped views against 

Indigenous people and allows them to interact and build relationships with the 

people in those communities.  

 

A manager shared his secondment experience: 

This secondment was a terrific opportunity for me to add value to the Aboriginal 

community. It was certainly a challenge, but it has taught me ways to adapt to 

various working environments and the importance of building strong relationships. 

(FP)  

 

The bank assumed managers would share their learning with employees, and with managers in 

the community banks, by mentoring them to supervise Indigenous trainees/employees.  

 

The second initiative was an 8-month ‘Inclusive Leadership Development’ program, which 

consisted of four online modules. It involved practical scenarios involving Indigenous 

customers and employees regarding cultural issues and how to support them appropriately. The 

program was first provided to 250 leaders of the bank in 2017.  

 

The SMDI said of this initiative:  

We can do a lot better in this space, and what we are doing at the moment is 

creating a virtual e-learning program that assists leaders in learning how to handle 

cultural related issues and providing appropriate pastoral conversations with 

Indigenous trainees/employees when required. 

 

The interviews indicate that the bank was investing in leaders’ online cultural awareness 

training to increase leadership support for Indigenous trainees/employees.   

 

Employees’ training 

New employees who went to work in remote communities had to undertake a remote 

community cultural awareness training. This program was provided by BAB and strongly 

encouraged by the Australian Bankers’ Association (ABA), which is a regulatory body that 

works with government and other regulators or stakeholders on behalf of the banks to improve 

public awareness of the industry. The training assists non-Indigenous employees to understand 

the needs of Indigenous people in those communities and the provision of appropriate banking 
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services to fulfil those needs. No other cultural awareness training was offered to 

trainees/employees. However, under the new RAP, the bank has proposed mandatory online 

cultural awareness training for all non-Indigenous employees.  

 

Buddy/mentoring program 

BAB does not have a formal mentoring program. However, departmental induction programs 

involve an informal ‘buddy’ arrangement with a colleague, where the new recruits would learn 

the system and the requirements of their assigned tasks in the first 12 months of joining the 

bank. Mentoring for trainees/employees is also informal. According to the FP, supervisors are 

required to be on-the-job coaches and mentors, as the core responsibility of a leader is to 

develop high performance within the team. According to the SMDI, having a ‘buddy’ or mentor 

facilitates inclusion in work groups, and is particularly important for gaining information from 

supportive supervisors and co-workers. 

 

Retention strategies 

BAB has no Indigenous-specific retention strategies. Given the small number of Indigenous 

employees and the fact that no Indigenous employees were interviewed, it is impossible to say 

whether the bank’s retention strategies would affect Indigenous employees. The SMDI 

indicated that BAB’s overall turnover rates have hovered around 11% for the past three years 

(Table 5.7) although one interviewee said they were ‘declining’.  

 

Table 5.7: Turnover Record 2014–2016 

 

Source: Bendigo Bank Annual Review 2016. 

 

The bank proposed three retention strategies; according to the SMDI, the first involved role 

diversification in retail departments/branches. These roles provided banking services to 

customers and the communities. However, with the new approach, the bank proposed that these 

branches become community centres or community hubs where the bank would also serve the 

communities as post offices, pharmacies, and cafés. Hence, the scope of work would expand 

and so the diversification of roles among employees. The SMDI added: 

2014 turnover 

rate 

2015 turnover 

rate 

2016 turnover 

rate 

11.38% 10.72% 11.56% 
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Even with the automation of services, people prefer advice via face to face rather 

than online or through phones, especially with personal bankers or financial 

planners in the branches. Therefore, the bank would continue to retain its retail 

employees in the branches but just diversify their roles, more multiskilling is 

required as the branch is turned into a community hub. 

 

Second, the bank has begun to focus on employees with more than 10 years’ tenure (Generation 

X and Baby Boomers). The bank conducts informal reverse mentoring for these employees, 

with millennial cohorts who are technology savvy mentoring older colleagues in technology-

related training. According to the SMIC, connection with someone younger could create fresh 

and diverse thoughts and viewpoints in older employees.  

 

Third, the bank provided career development opportunities for all employees. This was 

important for those in retail roles that would decline in the future as the bank further automated. 

The SMDI shed some light on the strategy: 

With the introduction of ATMs and internet banking, it has changed the way the 

banks provide services, like more online banking now. However, we are offering 

career development to our employee, so they can move up to professional roles and 

at the same time offering multiskilling for those that just want to remain in retail 

roles and serve the communities. 

 

5.3.3 Conclusion 

BAB has chosen to approach Indigenous employment as part of a broader diversity and 

inclusion strategy. Interviewees drew attention to its corporate-led mindset about diversity, its 

inclusive organisational culture, flexible HR management systems/practices, its emphasis on 

increasing women’s participation at all levels, leaders understanding of and respect for cultural 

differences, and the devolving of some strategies to the branches/community banks. As part of 

this strategy and owing to past failure of specific Indigenous strategies to increase Indigenous 

participation, the bank also abandoned its RAP.  

 

At the same time, new strategies are being pursued, such as senior leaders’ placements with 

Jawun and a review of the RAP, initiatives designed to create cultural respect and appreciation 

of differences and uniqueness among all employees. This is in contrast to an approach that 

deals more explicitly and directly with Indigenous employment. 
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5.4 Chapter Summary 

Bank 1 and Bank 2 again highlight the impact of employer attitude/behaviour on Indigenous 

employment policies and practices and the prospects for sustainable Indigenous employment. 

Significant gaps exist between actual practices and employment levels and the EC and RAP 

aspirations and targets of these organisations. These reflect the ‘silo approach’ to Indigenous 

employment of Bank 1 and its provision of training to Indigenous people without guaranteed 

jobs. Bank 2 had no Indigenous employment policy to start with, reflected in the negligible 

number of Indigenous employees, and leading to abandonement of its RAP. To improve 

Indigenous participation, both banks need to seriously review and develop coherent and more 

effective Indigenous employment policies and practices.  

 

The next chapter will present the quantitative results and examine the relationship between 

employer attitude/behaviour and Indigenous skill acquisition and employment experience.  
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Chapter 6 – Quantitative Results 

 

6.1 Introduction 

This chapter reports and analyses the quantitative data from Mine 1 and Bank 1 in the context 

of the research questions: (3) Is there a relationship between Employer Attitude/Behaviour and 

Indigenous Skill Acquisition? (4) Is there a relationship between Employer Attitude/Behaviour 

and Indigenous Employment Experience? A postpositivist approach was used to answer the 

questions by investigating the relationship of seven constructs: (1) Professional and 

Organisation Esprit (POE), (2) Leader Facilitation and Support (LFS), (3) Work-group 

Cooperation and Friendliness (WCF), (4) Organisational Policies and Practice (OPP), (5) 

Role Conflict and Ambiguity (RCA), (6) Employee Training and Development (TAD), and (7) 

Likelihood of Leaving (LL). The purpose and scope of the study is outlined below.  

 

This chapter is divided into two parts. The first part presents the results from the mining 

organisation and the second the results from the finance/banking organisation. After setting out 

descriptive statistics, the chapter presents the results of exploratory factor analysis (EFA), 

reliability analysis, and correlation and multiple linear regression analyses. In addition, the 

findings will be summarised in relation to each of the research questions. 

 

6.2 Purpose and Scope of Study 

The independent variables consist of five of the seven constructs: (1) Professional and 

Organisation Esprit (POE), (2) Leader Facilitation and Support (LFS), (3) Work-group 

Cooperation and Friendliness (WCF), (4) Organisational Policies and Practice (OPP), (5) 

Role Conflict and Ambiguity (RCA)  representing employer attitude/behaviour (see Figure 6.1).  
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Figure 6.1: Independent variables. 

 

 

The two dependent variables: skill acquisition, represented by ETD, and employment 

experience, represented by LL, are shown in Figure 6.2. 

 

  

 

 

 

 
 

 

 

 

 

Figure 6.2: Dependent variables. 
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6.2.1 Model 1 – Skill acquisition 

The data analysis tested five hypotheses: H3a–H3e, as shown in Figure 6.3. 

H3a. – There is a relationship between professional and organisational esprit and employee 

training and development. 

H3b – There is a relationship between leader facilitation and support and employee training 

and development. 

H3c – There is a relationship between work-group cooperation and friendliness and employee 

training and development. 

H3d – There is a relationship between role conflict and ambiguity and employee training and 

development. 

H3e – There is a relationship between organisation policies and practice and employee training 

and development. 
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Figure 6.3: Model 1– Indigenous skill acquisition. 

 

Note: Five independent variables: (1) Professional and Organisational Esprit (POE); (2) Leader 

Facilitation and Support (LFS); (3) Workgroup Cooperation and Friendliness (WCF);  
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(4) Organisation Policies and Practice (OPP); (5) Role Conflict and Ambiguity (RCA). One 

dependent variable: Employee Training and Development (ETD). 

 

6.2.2 Model 2 – Employment experience 

The data analysis tested five hypotheses; H4a–H4e, as shown in Figure 6.4. 

H4a – There is a relationship between professional and organisational esprit and likelihood of 

leaving. 

H4b – There is a relationship between leader facilitation and support and likelihood of leaving. 

H4c – There is a relationship between workgroup cooperation and friendliness and likelihood 

of leaving. 

 H4d – There is a relationship between organisation policies and practice and likelihood of 

leaving. 

H4e – There is a relationship between role conflict and ambiguity and likelihood of leaving. 
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Figure 6.4: Model 2 – Indigenous employment experience. 
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Note: Five independent variables: (1) Professional and Organisational Esprit (POE); (2) Leader 

Facilitation and Support (LFS); (3) Workgroup Cooperation and Friendliness (WCF); (4) 

Organisation Policies and Practice (OPP); (5) Role Conflict and Ambiguity (RCA). One 

dependent variable: Likelihood of Leaving (LL). 

 

6.3 Mine 1 

This section summarises the survey responses, demographic characteristics, and the 

background of the research sample obtained from Mine 1. First, demographic profiles are 

presented using gender, ethnicity, age, and education. Second, respondents’ work 

characteristics are outlined, namely work status, work hours, work department and length of 

service. Third, respondents undertaking training is included to indicate the number undergoing 

training for their positions. Finally, the Likelihood of Leaving (LL) attribute is presented. 

Descriptive statistics such as means, percentages, and minimum-maximum values are 

presented first.  

 

6.3.1 Preliminary statistics 

The Kolmogorov-Smirnov and Shapiro-Wilk tests were used to test the normal distribution of 

the data. The tests are considered appropriate for small sample size as in this study (n = 62). 

The skewness and kurtosis figures are reasonably close to zero, which indicates that the data is 

normally distributed (refer to Table K1 in Appendix K). Prior to interpreting the results of 

multiple regression analysis, several assumptions were evaluated. First, stem-and-leaf plots and 

box plots indicated that some variables in the regression were normally distributed and free 

from univariate outliers, while others were non-normally distributed and were not free from 

univariate outliers, so the mean was substituted to replace those outlier values. Second, 

inspection of the normal probability plot of standardised residuals, as well as the scatterplot of 

standardised residuals against standardised predicted values indicated that the assumptions of 

normality, linearity, and homoscedasticity of residuals were met. Third, a test for multivariate 

outlier was conducted for the five independent variables (IVs), and the Mahalanobis distance 

was calculated for each case.  

  

6.3.2 Survey response rate  

There were 500 paper questionnaires distributed to both Indigenous and non-Indigenous 

employees of Mine 1. One hundred questionnaires (20%) were returned. Among the returned 

responses, 11 questionnaires were not completed and were discarded, and 27 questionnaires 

were less than 50% complete and so were deemed unusable due to missing data. They were 
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excluded from the analysis. The remaining 62 (12%) usable responses were checked for 

unengaged responses before they were analysed using SPSS software.  

 

6.3.3. Demographic profiles of respondents  

Of the 62 usable responses, 61% were Indigenous employees and 39% were non-Indigenous. 

The low response rate from non-Indigenous workers reflects the voluntary nature of the survey 

and it being Indigenous focused. Of the respondents, 85.5% were male, and 14.5% were 

female, which indicates a lack of gender balance, as historically the mining industry is male 

dominated. Respondents’ age profile reveals a relatively even spread of age categories. 

However, most respondents were under 50 years old, which indicates a young to middle age 

workforce in the mining industry. Most respondents’ level of education was Year 10 or below, 

revealing a poorly qualified workforce. This may explain the large number of incomplete 

survey forms received. A summary of the respondents’ profiles is shown in Table 6.1. 

 

Table 6.1: Respondent Profile: Descriptive Statistics of Gender, Ethnicity, Age, and 

Education Level 

Variables Categories No. of Respondents Percentage 

Gender Male 53 85.5 

  Female   9 14.5 

Ethnicity Indigenous 38 61.3 

  Non-Indigenous 24 38.7 

Age 15–20 years   2   3.2 

  21–30 years 18 29 

  31–40 years 26 41.9 

  41–50 years 11 17.7 

  >50 years   5   8.1 

Education <Year 10 34 54.8 

  Year 10   7 11.3 

  >Year 10   4   6.5 

  
Non-School 

Certificates 
  6   9.7 

  Diploma   6   9.7 

  Degree   5   8.1 

 

 

Respondents were asked to provide detailed information about their hours of work, the area or 

department they worked in, and their length of service in the organisation. The majority 

(88.7%) were full-time (permanent) employees, while 8% had fixed contracts (full-time) and 

3% were part-time (permanent) employees. Most study participants (98%) worked 36 hours or 

more per week, while 2% worked less than 31 hours per week – that is, part-time. A large 
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proportion of respondents worked in the Rehabilitation Services and Operation departments 

doing operational tasks (64.6%), while a few were engaged in exploration and trade work. 

Respondents’ length of service reveals a relatively new workforce, with 84% of respondents 

employed by the mining company for less than five years, while 16% were more experienced 

employees. The summary of respondents’ work characteristics is shown in Table 6.2. 

 

Table 6.2: Respondent Profile: Work Characteristics 

Variables Categories No. of respondents Percentage 

Work status Full-time 55 88.7 

 Part-time   2   3.2 

 Casual   0    0.0 

 Fixed Term   5   8.1 

 Trainee   0   0.0 

Work hours <10 hrs   0   0.0 

 11–20 hrs   0   0.0 

 21–30 hrs   1   1.6 

 31–36 hrs 28 45.2 

 >36 hrs 33 53.2 

Work department Rehabilitation Services 20 32.3 

 Mine Services 

(Operational) 

20 32.3 

 Exploration 12 19.4 

 Trade 10 16.1 

Length of service <6 months 12 19.4 

 6–12 months 15 24.2 

 1–3 years 15 24.2 

 3–5 years 10 16.1 

 5–10 years   6   9.7 

 >10 years   4   6.5 

 

Respondents were also asked whether they were still undertaking some form of workplace 

training. The majority (64.5%) indicated that they were still undergoing training required for 

their jobs, which is normal for a young workforce, while 35.5% had completed their training 

(Table 6.3). 

 

Table 6.3: Respondents Undertaking Required Workplace Training  

Variables Categories No. of respondents Percentage 

Undertaking training Yes 40 64.5 
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6.3.4 Likelihood of leaving (LL) 

Voluntary employee turnover was represented by a single item, Likelihood of leaving (LL). 

Due to the small sample size, the items have been validated, based on questions and measures 

used in previous research. Therefore, the present study seeks, in part, to replicate and confirm 

the climate dimensions identified by Davidson, Manning, Timo, and Ryder (2001), and Jones 

and James (1979). 

 

Many respondents were unlikely to leave (47%), probably because the mining companies pay 

well. The average operational worker’s entry-level base salary is $55,000 per annum. After 

adding all allowances (for overtime, dirty work, living away from home, and so on) total entry 

salary is $65,000 per annum, which is 20% higher than the average national entry level wage 

for a graduate (Australian Graduate Survey, 2015). However, 37% were Unsure about their 

tenure, due to many factors, including employer attitude, as demonstrated in the survey 

findings, and some employees were still within their six months’ probationary period (Table 

6.4 and Figure 6.5). The mean for this variable across the mine was 2.61, and the standard 

deviation was 0.86, indicating that the responses are clearly more spread from the mean; there 

was a high rating on Unlikely to leave and Not sure answers while there was a low rating for 

Likely to leave.   

 

Table 6.4: All Employees - Likelihood of Leaving Responses 

How likely are you to leave the 

organisation within the next 12 

months? 

Frequency Percent 

Extremely unlikely   5 8.1 

Unlikely 24 38.7 

Not sure 23 37.1 

Likely 10 16.1 

Extremely likely   0   0.0 
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Figure 6.5: All employees’ response to likelihood of leaving. 

 

6.3.5 Relationship between demographic attributes: Likelihood of leaving and ethnicity 

Indigenous employees 

When the data was aggregated according to ethnicity, a comparison mean for the variable LL 

revealed that a large portion of Indigenous employees indicated that they were Unsure of their 

tenure (55%) while 24% said they were Unlikely to leave and 21% were Likely to leave (Figure 

6.6). The large number of Unsure answers may be because: (a) some Indigenous employees 

were still undergoing their six months’ probation period, and (b) some employees were new to 

their department and were adjusting to the work environment and to supervisors’ leadership 

style. With Unlikely to leave responses, employees were happy with their work, had strong 

leadership support coupled with a friendly work environment, received good pay and were 

satisfied with work locations close to home, as they lived in communities surrounding the mine. 

A few perceived that they were unlikely to be employed by other firms if they left, due to low 

literacy and numeracy levels, and so the mine was the only option for them. The Likely to leave 

responses among the Indigenous group were due to monotonous work and a hope they could 

achieve more challenge elsewhere, while some employees mentioned that hard work out in the 

sun was becoming too much. This accords with RMS Superintendent’s view that Indigenous 

workers were often restless during the first three years of employment and easily ‘voted with 

their feet’. The mean was 2.97 for the Indigenous group (n = 38) and the standard deviation 

was .677. Hence, the mean is reliable and there is very little volatility in the sample, as shown 

in Figure 6.6. 
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Figure 6.6: Likelihood of leaving among Indigenous employees. 

 

Non-Indigenous employees 

Most non-Indigenous employees (84%) indicated they were unlikely to leave, in contrast with 

their Indigenous colleagues. The former were paid well and did not mind being FIFO workers 

and working long hours in remote areas. Interviews showed that most non-Indigenous 

employees had mortgages to service and were sole breadwinners. The mean was 2.04 for the 

non-Indigenous group (n = 24) and the standard deviation was .806. Hence, the mean is reliable 

and there is very little volatility in the sample, as shown in Figure 6.7. 
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Figure 6.7: Likelihood of leaving among non-Indigenous employees. 

 

6.3.6 Likelihood of leaving and ethnicity – Correlation analysis 

A bivariate Pearson product-moment correlation coefficient (r) was calculated for the two 

variables to assess the size and direction of the linear relationship. The results are shown in 

Table 6.6. A significant negative relationship (p < .001) was found between Likelihood of 

leaving and Ethnicity, and the Pearson correlation coefficient was r = -.54. This indicates a 

moderate downhill negative linear relationship, which means that an increase in Indigineity of 

the organisation would decrease the intention to leave. Two sections in the mine had all-

Indigenous workgroups, which created a ‘psychologial safety net’ for Indigenous employees 

in those sections. Such a working environment retained most Indigenous workers, as they were 

happy to work with their fellow brethren.  

 

Table 6.5: Likelihood of Leaving Versus Ethnicity – Correlations 

 Ethnicity  Likelihood of leaving  

Ethnicity Pearson correlation 

                 Sig. (2-tailed) 

                 N 

1 

 

62 

-.535** 

.000 

62 

Likelihood of leaving Pearson correlation 

                 Sig. (2-tailed) 

                 N 

-.535** 

.000 

62 

1 

 

62 

Note: **p < .01. 
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6.3.7 Exploratory factor analysis (EFA) 

As the questions were obtained from a variety of previously used questionnaires and modified 

by Davidson et al. (2001), an EFA was conducted using a sample of 62 cases to determine the 

correlation among the variables in the dataset and to validate the answers received. Principal 

axis factor analysis was performed with Promax rotation for unidimensional constructs. The 

assumptions about the appropriateness of the sample for the technique and the criteria used for 

item removal and maintenance followed the outline discussed by Field (2009). The Kaiser-

Meyer-Olkin (KMO) Measure of Sampling Adequacy verified the sampling adequacy and 

reports the amount of variance in the data that can be explained by the factors. All KMO values 

for individual items (which is also the mean for each of the variable in the anti-image matrices) 

were found to be approximately 0.6, which Field (2013) regards as good, meaning that the data 

is suitable for factor analysis as it is above the acceptable limit of 0.5 (Field, 2009). Bartlett’s 

Test of Sphericity gave a  2
 (36) = 157.584, p < .001, indicating that the correlation between 

items was sufficiently large, as shown in Table 6.7. 

 

Table 6.6: KMO Values and Bartlett’s Test of Sphericity 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy .596 

Bartlett’s Test of Sphericity                      Approx. chi-square 157.584 

                                                                   df 36 

                                                                  Sig. .000 

 

The communalities show the effect of all the variance associated with each variable (Table L1 

in Appendix L). The extracted communalities show how much variance is explained using the 

extracted factors. The total variance explained table (Table L1 in Appendix L) displays the 

initial eigenvalues for each factor in the analysis. Five components had eigenvalues over 

Kaiser’s criterion of 1 and in combination explained 65% of the variance. These five factors 

were then retained in the final factor solution (see scree plot in Figure M1 in Appendix M).  

 

6.3.8 Reliability analysis 

A reliability analysis was also carried out to measure the consistency of the measures. 

Cronbach’s alpha for two factors was computed and was .621, while the Cronbach’s alpha 

based on standardised items was .706, as shown in Table 6.7. Ideally, Cronbach’s alpha should 

be around .7; in this case, .62 is acceptable, according to Tabachnick and Fidel (2014). The 

high reliability indicates fairly good internal consistency and identifies items, Leader 
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Facilitation and Support, and Employee Training and Development as potential wonders as 

their values are >.2 in the Corrected item-total correlations column in Table 6.8. 

 

Table 6.7: Reliability Statistics 

Cronbach’s alpha Cronbach’s alpha based on 

standardised items 

No. of items 

.621 .706 2 

 

Table 6.8: Item – Total  

 

Variables 

Scale mean if 

item deleted 

Scale variance 

if item deleted 

Corrected 

item – total 

correlation 

Squared 

multiple 

correlation 

Cronbach’s 

alpha if item 

deleted 

Leader 

facilitation and 

support 

4.0610 .052 .545 .297  

Employee 

training and 

development 

4.1341 .188 .545 .297  

 

6.3.9 Correlation analysis 

To assess the size and direction of the linear relationship among all variables, a bivariate 

Pearson product-moment correlation coefficient (r) was calculated. The results of correlation 

analysis are shown in Table 6.9. There were seven scales in total, five independent variables 

as determining factors, and two dependent variables of Organisation climate composites. These 

seven variables were used in the correlation analyses. Overall, only three relationships were 

statistically significant at the .01–.05 level, and their coefficients were positive, ranging from 

.35–.49. Of the three, the strongest relationship was between Employee Training and 

Development, and Leader Facilitation and Support with a coefficient of r = .49, indicating a 

moderate uphill positive linear relationship. One other factor that was significant and positively 

associated with Employee Training and Development, was Work-group Cooperation and 

Friendliness with a coefficient of r = .38 which also reveals a moderate uphill positive linear 

relationship.  
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Table 6.9: Correlations  

Variables Likelihood 

of leaving 

Professional 

and 

organisation 

esprit  

Leadership 

support  

Work-group  

cooperation 

and 

friendliness  

Organisation 

policies and 

practice  

 

Employee 

training and 

development  

Role 

conflict and 

ambiguity  

Likelihood of 

leaving  

1 

                62 

      

Professional 

and 

organisation 

esprit 

-.086 

.505 

62 

1 

                   

                 62 

     

Leader 

facilitation 

andsupport  

.095 

.465 

62 

.268* 

.036 

62 

1 

 

                62 

    

Work-group 

cooperation 

and 

friendliness 

.137 

.287 

62 

-.049 

.704 

62 

.253* 

.047 

62 

1 

 

             62    

   

Organisation 

policies and 

practice  

 

-.098 

.447 

62 

.041 

.754 

62 

.009 

.943 

62 

.052 

.688 

62 

1 

 

               62 

  

Employee 

training and  

development  

.131 

.309 

62 

.137 

.287 

62 

.485** 

.000 

62 

.384** 

.002 

62 

-.237 

.064 

62 

1 

 

             62 

 

Role conflict 

and ambiguity  

-.124 

.338 

62 

.122 

.346 

62 

.236 

.064 

62 

.256* 

.045 

62 

.350** 

.005 

62 

.023 

.861 

62 

1 

 

           62 

Note: **p < .05 

 

6.3.10 Multiple linear regression analysis  

A series of multiple linear regression analyses was performed to determine how the interaction 

between the five independent variables and the two dependent variables influence each other. 

Model 1 aimed to determine which factors have significant effects on criterion variable 

Employee Training and Development. Model 2 tested the same predicting factors plus 

Employee Training and Development to see the significant effects on criterion variable 

Likelihood of Leaving. 

 

The Mahalanobis distance did not exceed  2 for df = 5 (at α = .001) of 20.124 for any cases in 

the data file, indicating that multivariate outliers were not of concern. According to Tabachnick 

and Fidel (2001), the Mahalanobis distance should be interpreted as a  2 statistics with the 

degrees of freedom equal to the number of IVs. The authors recommend that a criterion of p < 

.001 be used to evaluate whether a case is judged to be a multivariate outlier (Tabachnick & 

Fidell, 2001). There were relatively high tolerances for all predictors in the regression model 

as the tolerance statistics are well above 0.2. It can therefore be concluded that there is no 

collinearity within the data. The VIF values are less than 10 and the average VIF values not 
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substantially greater than 1 (1.174), indicating that multicollinearity would not interfere with 

the ability to interpret the outcome of MRA, as shown in Tables N1 and N2 in Appendix N.  

 

6.3.11 Model/hypotheses testing  

The variables were entered into SPSS in two blocks, as two models are considered in this 

research. 

 

Model 1 – Employer attitude/behaviour towards Indigenous employees’ skill acquisition  

Research question 3: Is there a relationship between Employer Attitude/Behaviour and 

Indigenous Employees’ Skill Acquisition? 

 

To test the third research question’s five hypotheses (H3a–H3e), a standard multiple linear 

regression was performed between Employee Training and Development  as the dependent 

variable and the five organisational climate factors; professional and organisational esprit, 

leader facilitation and support, work-group cooperation and friendliness, organisation 

policies and practice, and role conflict and ambiguity as the independent variables. 

 

The results indicated that the model was significant (R2 = .38, p < .01), with two predictors 

collectively accounting for approximately 38% of the statistically significant proportion of the 

variance (R² = .38, F = 6.91) p < .01, as shown in Table 6.10 (Model 1 Summary). The ANOVA 

in this model indicates a significant fit of the data overall (p < .01), as shown in Table 6.11. 

Leader facilitation and support had a strong positive effect (β = 0.41, p < .01) on Employee 

training and development  while Work-group cooperation and friendliness had a moderate 

positive effect (β = 0.31, p < .07) on Employee training and development . However, 

Professional and organisation esprit, Organisation policies and practice, and Role conflict and 

ambiguity were not significant (p > .05). The result indicates that Model 1 worked in the mining 

context, and hence the third research question has been answered.  

 

Table 6.10: Model 1 Summary 

Model R R2  Adjusted R2 SE of the 

estimate 

1 .618 .382 .326 .16977 
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Table 6.11: Analysis of Variance 

Model 1 Sum of squares df Mean square F Sig. 

Regression 0.996 5 0.199 6.913 .000 

Residual 1.614 56 0.029   

Total 2.610 61    

 

 

Hypotheses results 

The results for the five hypotheses 3a–3e are: 

 

H3a – There is a relationship between Professional and Organisation Esprit (POE) and 

Employee Training and Development (ETD). The correlation result was not confirmed: POE 

has no relationship with ETD. The Pearson correlation coefficient was r = .14 and p = .287, 

suggesting that POE does not influence ETD. The multiple linear regression result indicated a 

non-significant linear regression between POE and ETD (β = .063, t = .568, p > .05). 

 

H3b – There is a relationship between Leader Facilitation and Support (LFS) and Employee 

Training and Development (ETD). Hypothesis 3b was confirmed, that LFS has a positive 

significant relationship with ETD. The Pearson correlation coefficient of r = .49, p < .01, 

indicates a strong uphill positive linear effect on ETD. This means that an increase in LFS will 

raise employee participation in ETD programs. The multiple linear regression results indicate 

a significant linear regression between LFS and ETD. LFS uniquely contributes to the 

prediction of ETD (β = .410, t = 3.557, p < .01). 

 

H3c – There is a relationship between Workgroup Cooperation and Friendliness (WCF) and 

Employee Training and Development (ETD). The correlation result was confirmed: WCF has 

a positive significant relationship with ETD. The Pearson correlation coefficient of r = .38, p 

< .05 reveals a moderate uphill positive linear impact of WCF on ETD. This means that an 

increase of WCF will lead to the increase of employee engagement in ETD programs. The 

multiple linear regression results show a significant linear regression between WCF and ETD. 

WCF uniquely contributes to the prediction of ETD (β = .317, t = 2.821, p < .07). 

H3d – There is a relationship between Organisation Policies and Practice (OPP) and 

Employee Training and Development (ETD). Hypothesis 1d was not confirmed: OPP does not 

have a relationship with ETD. The Pearson correlation coefficient of r = -.24, p > .05 shows no 
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impact of OPP on ETD. The multiple linear regression result implies a non-significant linear 

regression between OPP and ETD (β = -.231, t = -2.049, p > .05). 

 

H3e – There is a relationship between Role Conflict and Ambiguity (RCA) and Employee 

Training and Development (ETD). The correlation result was not confirmed: RCA does not 

have a relationship with ETD. The Pearson correlation coefficient of r = .02, p =.861 indicates 

that RCA does not influence ETD. The multiple linear regression result indicated a non-

significant linear regression between RCA and ETD (β = -.082, t = -.691, p > .05). 

 

 

 

Model 1 

 

  

 H3a X 

 

          

 

                       H3b √ 
 

 

 

 

                  H3c √ 

 

 

          H3d X 

 

 

                 H3e X 

 

 

 

 

 

 

 

 

Figure 6.8: Model 1 – Two significant positive relationships found between employer 

attitude/behaviour and skill acquisition. 
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Model 2 – Employer attitude/behaviour towards Indigenous employees’ employment 

experience  

Research Question 4: Is there a relationship between Employer Attitude/Behaviour and 

Indigenous Employees’ Employment Experience? 

  

To test the fourth research question’s five hypotheses (H4a–H4e), a standard multiple linear 

regression was performed between Likelihood of leaving as the dependent variable and the five 

organisational climate factors as the independent variables. The results indicated that the model 

was not significant (R2 = .064, p > .05) with all predictors collectively. The combined variance 

was 6% (r² = .064, F = .765) p > .05, as shown in Table 6.12 (Model 2 Summary). The ANOVA 

in Model 2 was not significant and did not fit the data overall (p > .05), as shown in Table 6.13 

(Analysis of Variance). There was no statistical correlation between any of the variables tested 

in Model 2. The multiple linear regression results reveal that Model 2 does not work with 

respect to the data from Mine 1, perhaps due to the small sample size (n = 62) and needs to be 

further investigated with a bigger sample size. Hence, the data has not answered the fourth 

research question, leading to acceptance of the null hypothesis that there is no relationship 

between employer attitude/behaviour and Indigenous employment experience. 

 

Table 6.12: Model 2 Summary 

Model R R2  Adjusted R2 SE of the estimate 

2 0.253a  0.064  - 0.020  0.864 

 

Table 6.13: Analysis of Variance 

Model 2 Sum of squares df Mean square F Sig. 

Regression   2.859   5 0.572 0.765 0.579b 

Residual 41.851 56 0.747   

Total 44.710 61    

 

Hypotheses results 

The results of the five hypotheses H4a – H4e are shown below. 

 

H4a – There is a relationship between Professional and Organisation Esprit (POE) and 

Likelihood of leaving (LL). The correlation results did not confirm Hypothesis H2a: POE is not 

related to LL. The Pearson correlation coefficient of r = -.09, p > .05 reveals that POE does not 
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impact LL. The multiple linear regression result indicated a non-significant linear regression 

between POE and LL (β = -.090, t = -.659, p > .05). 

 

H4b – There is a relationship between Leader Facilitation and Support (LFS) and Likelihood 

of leaving (LL). Hypothesis 2b was not confirmed: LFS has no relationship with LL. The 

Pearson correlation coefficient of r =.10, p > .05 indicates that LS has no bearing on LL. The 

multiple linear regression result indicated a non-significant linear regression between LS and 

LL (β = .120, t = .849, p > .05).  

 

H4c – There is a relationship between Workgroup Cooperation and Friendliness (WCF) and 

Likelihood of leaving (LL). The correlation results did not confirm Hypothesis H2c; thus, WCF 

is not related to LL. The Pearson correlation coefficient of r = .14, p > .05 suggests that WCF 

does not impact LL. The multiple linear regression result indicated a non-significant linear 

regression between WCF and LL (β = .147, t = 1.062, p > .05). 

 

H4d – There is a relationship between Organisation Policies and Practice (OPP) and 

Likelihood of leaving (LL). Hypothesis 2d was not confirmed; hence, OPP has no relationship 

with LL. The Pearson correlation coefficient of r = -.10, p = .447 denotes that OPP has no 

influence on LL. The multiple linear regression result indicated a non-significant linear 

regression between OPP and LL (β = -.047, t = -.336, p > .05). 

 

H4e – There is a relationship between Role Conflict and Ambiguity (RCA) and Likelihood of 

leaving (LL). The correlation results did not confirm Hypothesis H2e; hence, RCA is not 

related to LL. The Pearson correlation coefficient of r = -.12, p > .05 implies that RCA does 

not affect LL. The multiple linear regression result indicated a non-significant linear regression 

between RCA and LL (β = -.162, t = -1.112, p > .05). 
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Model 2 

 

  

 H4a X 

 

          

 

                  H4b X 
 

 

 

 

                  H4c X 

 

 

          H4d X 

 

 

             H4e X 

 

 

 

 

 

 

 

 

Figure 6.9: Model 2 – No significant relationships found between employer 

attitude/behaviour and employment experience. 

 
6.3.12 Conclusion 

In summary, with respect to Model 1, two hypotheses were confirmed, that is, H3b and H3c, 

with positive significant relationships found between the two predicting factors and the 

criterion employee training and development (Figure 6.9). However, for Model 2, there were 

no confirmed hypotheses as the analysis found no significant relationships between the 

predicting variables and the criterion factor Likelihood of leaving (Figure 6.10). Intriguingly, 

the correlation also found a positive significant relationship between organisation policies and 

practice  and role conflict and ambiguity. The Pearson correlation coefficient of r = .35, p < 

.05 confirms that when organisation policies and practice changes, there is a tendency for role 

conflict and ambiguity among employees to increase. 
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6.4 Bank 1 

This section summarises the survey response, demographic characteristics and backgrounds of 

research sample obtained from Bank 1. First, demographic variables are presented using 

gender, ethnicity, age, and education. Second, respondents’ work characteristics are outlined, 

namely work status, work hours, work department and length of service. Third, respondents 

undertaking training is included to indicate the number undergoing training. Finally, the 

employment experience (LL) attribute is presented to depict the voluntary attrition of 

employees that could be caused by factors inclusive of employer attitude. The result was 

obtained using descriptive statistics such as mean, percentage, and minimum-maximum values.  

 

6.4.1 Preliminary statistics 

The Kolmogorov-Smirnov and Shapiro-Wilk tests were used to test the normal distribution of 

the data. The tests are considered appropriate for a small sample size such as used in this study 

(n = 216). According to Tabachnick and Fidell (2007), these tests are useful as they are very 

sensitive and often signal departures from normality that do not really matter. The skewness 

and kurtosis figures are reasonably close to zero, which indicates that the data is normally 

distributed (Table O1 in Appendix O).  

 

Prior to interpreting the results of multiple regression analysis (MRA), several assumptions 

were evaluated. First, stem-and-leaf plots and box plots indicated that some variables in the 

regression were normally distributed and free from univariate outliers while others were non-

normally distributed and were not free from univariate outliers, so the mean was substituted to 

replace those outlier values. Second, inspection of the normal probability plot of standardised 

residuals, as well as the scatterplot of standardised residuals against standardised predicted 

values indicated that the assumptions of normality, linearity, and homoscedasticity of residuals 

were met. Third, a test for multivariate outlier was conducted for the five IVs and the 

Mahalanobis distance was calculated for each case. 

 

6.4.2 Survey response rate 

A link to an online survey was sent to 500 staff, that is, both Indigenous and non-Indigenous 

staff, via email, of Bank 1. Of these, 222 (44.4%) were completed. Among the returned 

responses, six questionnaires were deemed unusable due to missing data as they were less than 

50% complete, so they were excluded from analysis during the screening process. The 
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remaining 216 (43%) usable responses were checked for unengaged responses before they were 

analysed using SPSS software.  

 

6.4.3 Demographic profile of respondents  

Of the 216 usable responses received, 37% were Indigenous employees and 63% were non-

Indigenous. Such a high response rate from non-Indigenous employees reflects the level of 

interest from individuals at Bank 1, as the survey was voluntary and was not seen to be 

Indigenous-focused but rather as a form of feedback, that is, employee perceptions regarding 

their work, work conditions, training, leadership and the organisation, which reflects employer 

attitude/behaviour towards staff in general. Of all respondents, 35.6% were male and 64.4% 

were female, which is representative of the banking industry. The bank has evolved 

dramatically from a ‘boys club’ to a more female-oriented environment due to the nature of the 

work, which appeals more to women than men. For instance, according to a female 

management representative (ANZ District Manager), most roles in banking are retail and 

customer focused, which women prefer to do. However, men dominate management ranks. 

The age profile reveals a relatively even spread of ages. However, most respondents in the 

study were under 50 years old, which indicates a young to middle-age workforce However, it 

is interesting to note that 23% of the respondents were aged over 50 years, representing baby 

boomers nearing retirement. Most respondents had more than a Year 10 level of education, 

revealing a highly qualified workforce. A summary of respondents’ profiles is shown in Table 

6.14. 
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Table 6.14: Respondents’ Profiles: Descriptive Statistics of Gender, Ethnicity, Age and 

Education Level 

Variables Categories No. of respondents Percentage 

Gender Male   77 35.6 

 Female 139 64.4 

Ethnicity Indigenous   80 37 

 Non-Indigenous 136 63 

Age 15–20 years 33 15.3 

  21–30 years 42 19.4 

  31–40 years 33 15.3 

  41–50 years 58 26.9 

  >50 years 50 23.1 

Education <Year 10   7   3.2 

  Year 10 12   5.6 

  >Year 10 86 39.8 

  
Non-School 

Certificates 
21   9.7 

  Diploma 28 13.0 

  Degree 33 15.3 

 Postgraduate 29 13.4 

 

Respondents were asked to provide detailed information about their hours of work, the area or 

department they worked in and their length of service in the organisation. The majority (78.7%) 

were full-time employees, while 8.8% were part-timers, and only 1.9% were casual employees. 

In addition, 0.5% had fixed-term contracts and 10.2% were trainees. Most survey respondents 

(88%) worked 32 or more hours per week, while 12% worked under 32 hours per week. A high 

proportion of respondents (74.1%), worked in retail departments or branches doing retail tasks, 

while a few were engaged in HR (7.4%), and others in corporate and commercial banking 

(5.6%), international and institutional banking (3.2%), management roles (2.8%) and risk and 

compliance (1.9%). A small number of respondents were in smaller units such as insurance, 

mortgages and lending. Respondents’ length of service reveals a relatively experienced 

workforce, with 66% of respondents employed by the bank for more than five years, while 

34% had little experience. The summary of the respondents work characteristics is shown in 

Table 6.15. 
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Table 6.15: Respondent Profile: Work Characteristics 

Variables Categories No. of respondents Percentage 

Work status Full-time 170 78.7 

 Part-time 19   8.8 

 Casual   4   1.9 

 Fixed-term Contract   1   0.5 

 Trainee 22 10.2 

Work hours <10 hrs   7   3.2 

 11–20 hrs 10   4.6 

 21–30 hrs   9   4.2 

 31–36 hrs 10   4.6 

 >36 hrs 180 83.3 

Work department Retail 160 74.1 

 Risk & Compliance    4   1.9 

 Human Resource 16   7.4 

 International & 

Institutional Banking 

  7   3.2 

 Property & Real Estate   1   0.5 

 Internal Audit   1   0.5 

 Procurement   1   0.5 

 Legal   1   0.5 

 Projects   1   0.5 

 Insurance   2   0.9 

 Agribusiness   2   0.9 

 Corporate & 

Commercial Banking 

12   5.6 

 Mortgages/Lending   2   0.9 

 Management    6   2.8 

Length of service <6 months   3   1.4 

 6–12 months 10   4.6 

 1–3 years 43 19.9 

 3–5 years 18   8.3 

 5–10 years 58 26.9 

 >10 years 84 38.9 

 

Respondents were also asked whether they were still undertaking some form of workplace 

training. A minority (24.5%) indicated that they were still undergoing training required for 

their jobs, while the majority (75.5%) had completed all forms of training (Table 6.16). 

 

Table 6.16: Respondents Undertaking Required Workplace Training 

Variables Categories No. of respondents Percentage 

Undertaking training Yes 53 24.5 
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6.4.4 Likelihood of leaving (LL) 

Voluntary employee turnover was represented by a single item measuring Likelihood of leaving 

(LL). Due to the adequate sample size, the items have been validated based on questions and 

measures used in previous research. The present study therefore, seeks, in part to replicate and 

confirm the climate dimensions identified by Davidson et al (2001). 

 

Many respondents were unlikely to leave (71%) as they were happy with the nature of the work 

and their work environment. In addition, the bank promoted a diverse work culture. However, 

19% were unsure about their tenure due to many factors, including employer attitude (Table 

6.17 and Figure 6.11). The interviews found that the bank adopted a rigorous performance 

measurement based on meeting weekly targets, referrals and promotion of services to 

customers, which was quite daunting to some employees. The mean for LL across the bank 

was 2.05 (SD = 1.109), indicating that the responses are clearly more skewed to the left; that is 

there is a high rating on Unlikely to leave and Not sure answers, while there was a low rating 

for Likely to leave.  

 

Table 6.17: Response to Likelihood of Leaving - All Employees 

How likely are you to leave the 

organisation within the next 12 months? 

Frequency Percent 

Extremely unlikely 84 38.9 

Unlikely 69 31.9 

Not sure 42 19.4 

Likely 10 4.6 

Extremely likely 11 5.1 
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Figure 6.10: Likelihood of leaving response – All employees. 

 

6.4.5 Relationship between demographic attributes: Likelihood of leaving and ethnicity 

Indigenous employees 

When the data was aggregated according to ethnicity, a comparison mean for the variable LL 

reveals that a large proportion of Indigenous employees said they were Unlikely to leave (53%) 

while some were Unsure of their tenure (32%) and 15% said they were Likely to leave (Figure 

6.12). The high concentration in the Unlikely to leave answer reveals that most Indigenous 

employees were happy with their supervisors and work environment. In addition, the bank 

promotes diversity and engagement, which the interviews showed appeals to Indigenous 

workers. The Unsure response reflects the fact that many Indigenous workers were trainees 

with no guarantee of full-time employment or had completed their traineeship and were now 

working as casuals with seasonal contracts. The Likely to leave response suggests that some 

Indigenous employees were ‘baby boomers’ who were scheduled to retire or workers looking 

for less challenging roles elsewhere. The mean was 2.51 for the Indigenous group (n = 80) and 

to measure the dispersion of the data, the standard deviation was SD = 1.136. This indicates 

that the mean is reliable and that there is very little volatility in the sample (Figure 6.12). 
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Figure 6.11: Likelihood of leaving among Indigenous employees. 

 

Non-Indigenous employees 

Non-Indigenous employees had a different pattern of response to their colleagues, with most 

(83%) indicating they were Unlikely to leave. Hence most non-Indigenous employees were 

happy with their work, their supervisors, and the work environment. Those who gave the 

Unsure response (12%) were either casual employees or workers who were undergoing 

probation or performance management. Likely to leave respondents (5%) may have included 

‘baby boomers’ due to retire soon or workers ready to leave for less challenging roles outside 

the bank.The mean was 1.78 for the non-Indigenous group (n = 136) and the standard deviation 

was 1.001, which indicates no volatility in the sample as the mean is reliable (Figure 6.13). 
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Figure 6.12: Likelihood of leaving among non-Indigenous employees. 

 

 

6.4.6 Likelihood of leaving and ethnicity: Correlation analysis 

A bivariate Pearson product-moment correlation coefficient (r) was calculated for the two 

variables to assess the size and direction of the linear relationship. The results are shown in 

Table 6.18. There was a significant negative relationship (p < .001) found between likelihood 

of leaving and ethnicity, and the Pearson correlation coefficient was r = -0.32. This indicates a 

moderate downhill negative linear relationship, which means that an increase of Indigeinity of 

the workforce would decrease the intention to leave. Most Indigenous employees were happy 

to work in the bank with their fellow Indigenous colleagues as it enhanced their self-confidence 

and provided a sense of solidarity.  

 

Table 6.18: Correlations – Likelihood of Leaving Versus Ethnicity 

 Ethnicity  Likelihood of leaving  

Ethnicity Pearson correlation 

                 Sig. (2 tailed) 

                 N 

1 

 

216 

-.320** 

.000 

216 

Likelihood of leaving Pearson 

correlation 

                 Sig. (2- tailed) 

                 N 

-.320** 

.000 

216 

1 

 

216 
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6.4.7 Exploratory factor analysis (EFA) 

An EFA was conducted using a sample of 216 cases to determine the correlations among the 

variables in the dataset and to validate the answers received, as the questions were obtained 

from a variety of previously used questionnaires, as modified by Davidson et al. (2001). 

Principal axis factor analysis was performed with Promax rotation for unidimensional 

constructs. The assumptions about the appropriateness of the sample for the technique and the 

criteria used for item removal and maintenance followed the outline discussed by Field (2009). 

The KMO test verified the sampling adequacy for the analysis, showing the amount of variance 

in the data that can be explained by the factors. All KMO values for individual items (which is 

also the mean for each of the variable in the anti-image matrices) were over 0.8, which Field 

(2013) regards as good, meaning that the data is suitable for factor analysis as it is above the 

acceptable limit of 0.5 (Field, 2009). Bartlett’s Test of Sphericity was  2 (55) = 709.712, p < 

.001, indicating that the correlation between items was sufficiently large (Table 6.19). 

 

Table 6.19: KMO Values and Bartlett’s Test of Sphericity 

Kaiser-Meyer-Olkin measure of sampling adequacy 0.836 

Bartlett’s test of sphericity                      Approx. chi-square 709.712 

                                                                    df 55 

                                                                    Sig. .000 

 

The communalities show the effect of all the variance associated with each variable (Table P1 

in Appendix P). The extracted communalities show how much variance is explained using the 

extracted factors. The Total Variance Explained table (Table P2 in Appendix P) displays the 

initial eigenvalues for each factor in the analysis. Three components had eigenvalues over 

Kaiser’s criterion of 1, and in combination explained 48% of the variance. However, five 

components were justified and retained in the final factor solution (see scree plot in Figure Q1 

in Appendix Q).  

 

6.4.8 Reliability analysis 

A reliability analysis was done to measure the consistency of the measures. Cronbach’s alpha 

for the four factors was computed and found to be .73 (Table 6.20). According to Field (2009), 

a Cronbach’s alpha of .7 indicates that the overall reliability of the constructs and values for 

ability, perception, behaviour and attitude tests is relatively good. The high reliability indicates 

very good internal consistency and identifies professional and organisation esprit, leader 
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support, employee training and development and role conflict and ambiguity as prodigies, as 

their values are >.2 in the Corrected item – Total correlations column (Table 6.21). The values 

in the column labelled ‘Cronbach’s alpha if item is deleted’ indicate that none of the items 

would increase reliability if they are deleted because all values in this column were less than 

the overall reliability of 0.73. 

  

Table 6.20: Reliability Statistics 

Cronbach’s alpha Cronbach’s alpha based 

on standardised items 

N of items 

.731 .751 4 
 

Table 6.21: Item Total Statistics 

Cronbach’s alpha Cronbach’s alpha based on 

standardised items 

N of items 

.731 .751 4 

 

Variables 

Scale 

mean if 

item 

deleted 

Scale 

variance 

if item 

deleted 

Corrected 

item – 

total 

correlation 

Squared 

multiple 

correlation 

Cronbach’s 

alpha if 

item 

deleted 

Professional and 

organisation esprit 

11.8902 2.289 .599 .365 .639 

Leader support 11.8151 2.226 .476 .274 .697 

Employee training and 

development 

12.0366 2.402 .560 .317 .662 

Role conflict and 

ambiguity 

12.7729 1.749 .529 .321 .692 

 

6.4.9 Correlation analysis 

To assess the size and direction of the linear relationship among all variables, a bivariate 

Pearson product-moment correlation coefficient (r) was calculated. The results of correlation 

analysis are shown in Table 6.30. There were seven scales consisting of five independent 

variables as determining factors and two dependent variables of organisation climate 

composites. These seven variables were used in the correlation analyses. Overall, all seven 

relationships were statistically significant at the .01–.05 level; their correlation coefficients 

were a mixture of negative values ranging from -.25 to - .37, and positive values ranging from 

.19 to .49. Of the seven, the strongest relationship was between role conflict and ambiguity and 

employee training and development with a correlation coefficient of r = 0.49 indicating a 

moderate uphill positive linear relationship. The lowest correlation was between organisation 



 215 

policies and practice and role conflict and ambiguity r = .19 indicating a weak uphill positive 

linear relationship.  

 

Table 6.22: Correlations 

Variables Likelihood 

of leaving  

Professional 

and 

organisation 

esprit  

Leader 

facilitation 

and support  

Employee 

training and 

development 

Role 

conflict 

and 

ambiguity  

Work-group 

cooperation 

and 

friendliness  

Organisation 

policies and 

practice  

Likelihood of 

leaving  

1 

 

            216 

      

Professional 

and 

organisation 

esprit 

-0.342** 

.000 

216 

1 

 

                 216 

 

 

                

    

Leader 

facilitation and 

support  

-0.319** 

.000 

216 

0.487** 

.000 

216 

1 

 

            216 

    

Employee 

training and 

development 

-0.265** 

.000 

216 

0.433** 

.000 

216 

 

0.381** 

.000 

216 

1 

 

            216 

 

 

                   

  

Role conflict 

and ambiguity 

-0.372** 

.000 

216 

0.467** 

.000 

216 

0.321** 

.000 

216 

0.489** 

.000 

216 

1 

 

            216    

  

Work-group 

cooperation and 

friendliness  

-0.325** 

.000 

216 

0.353** 

.000 

216 

0.428** 

.000 

216 

0.415** 

.000 

216 

0.357** 

.000 

216 

1 

 

           216 

 

Organisation 

policies and 

practice   

-0.248** 

.000 

216 

0.285** 

.000 

216 

0.122 

.073 

216 

0.201** 

.003 

216 

0.194** 

.004 

216 

0.283** 

.000 

216 

1 

 

               216 

Note: **p < .01 

 

6.4.10 Multiple linear regression analysis  

A series of multiple regression analyses was performed to determine how the interactions 

between the five independent variables and the two dependent variables, namely Employee 

Training and Development  and Likelihood of leaving, would influence each other. Model 1 

aimed to examine which determining factors have significant effects on criterion variable 

Employee Training and Development . Model 2 tested the same predicting factors to see the 

significant effects on criterion variable Likelihood of leaving. 

 

The Mahalanobis distance did not exceed  2 for df = 5 (at α = .001) of 17.126 for any cases in 

the data file indicating that multivariate outliers were not of concern. According to Tabachnick 

and Fidel (2001), the Mahalanobis distance should be interpreted as a  2 statistics with the 

degrees of freedom equal to the number of IVs. The authors recommend that a criterion of p < 

.001 be used to evaluate whether a case is judged to be a multivariate outlier (Tabachnick & 

Fidell, 2001). There were relatively high tolerances for all predictors in the regression model, 
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as the tolerance statistics are well above 0.2. Therefore, it can be safely concluded that there is 

no collinearity within the data. The VIF values are less than 10 and the average VIF values are 

not substantially greater than 1 (1.458), indicating that multicollinearity would not interfere 

with the ability to interpret the outcome of MRA (Tables R.1 and R.2 in Appendix R). 

  

6.4.11 Model/hypotheses testing 

As with the mine study, the variables entered into SPSS were in two blocks, as two models are 

considered in this research. 

 

Model 1 – Employer Attitude/Behaviour towards Indigenous Employees’ Skill Acquisition  

Research question 3: Is there a relationship between Employer Attitude/Behaviour and 

Indigenous Employees’ Skill Acquisition?  

To test the third research question’s five hypotheses (H3a–H3e), a standard multiple linear 

regression was performed between Employee Training and Development  as the dependent 

variable and the five organisational climate factors as the independent variables. 

 

The results indicated that the model was significant (R2 = 0.35, p < .01), with two predictors 

collectively accounting for approximately 35% of the statistically significant proportion of the 

variance (R² = .35, F = 22.409), with p < .01, as shown in Table 6.23 (Model 1 Summary). The 

ANOVA in this model indicates a significant fit of the data overall (p < .01), as shown in Table 

6.34. Role Conflict and Ambiguity had a moderate effect (β = 0.30, p < .001) on Employee 

Training and Development , while Workgroup Cooperation and Friendliness had a weak effect 

(β = 0.19, p < .05) on Employee Training and Development . However, Professional and 

Organisation Esprit , Leader Facilitation and Support , and Organisation Policies and 

Practice were not significant (p > .05) in the overall model (see Tables R1 and R2 in Appendix 

R). The results indicate that Model 1 worked in the banking context and hence the third research 

question has been answered.  

 

Table 6.23: Model 1 Summary 

Model  R R2 Adjusted R2  SE of the estimate 

1 .590 .348 .332 .41289 
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Table 6.24: Analysis of Variance 

Model 1 Sum of 

squares 

df Mean 

square 

F Sig. 

Regression 19.101     5 3.820 22.409 .000 

Residual 35.800 210 0.170   

Total 54.901 215    

 

Hypotheses results 

The results for the five hypotheses H3a–H3e are shown below. 

 

H3a – There is a relationship between Professional and Organisation Esprit (POE) and 

Employee Training and Development (ETD). The correlation results were confirmed that POE 

has a positive significant relationship with ETD. The Pearson correlation coefficient was r = 

.43 and p < .01, suggesting that POE influences ETD as there is a moderate uphill positive 

linear effect on ETD. This means that the more the employees identify with their organisation 

and are proud to be part of it, the greater their participation in ETD programs. However, the 

multiple linear regression result indicated a non-significant linear regression between POE and 

ETD (β = -.157, t = 2.225, p > .05). 

 

H3b – There is a relationship between Leader Facilitation and Support (LFS) and Employee 

Training and Development (ETD). Hypothesis 1b was confirmed: LFS has a positive 

significant relationship with ETD. The Pearson correlation coefficient of r = .38, p < .01 reveals 

that LFS has a bearing on ETD as there is a moderate uphill positive linear effect on ETD. This 

means that the increase in LFS will encourage more employee participation in ETD programs. 

However, the multiple linear regression result indicated a non-significant linear regression 

between LFS and ETD (β = -.121, t = 1.795, p > .05). 

 

H3c – There is a relationship between Workgroup Cooperation and Friendliness (WCF) and 

Employee Training and Development (ETD). The correlation results were confirmed: WCF has 

a positive significant relationship with ETD. The Pearson correlation coefficient of r = .42, 

with p < .01 shows that WCF has a moderate uphill positive linear effect on ETD. This means 

that a more cooperative and friendly work environment results in more ETD programs. The 

multiple linear regression result indicated a significant linear regression between WCF and 

ETD (β = -.192, t = 2.923, p < .05). 
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H3d – There is a relationship between Organisation Policies and Practice (OPP) and 

Employee Training and Development (ETD). Hypothesis 1d was confirmed, that OPP has a 

positive significant relationship with ETD. The Pearson correlation coefficient of r = .20, p < 

.05 indicates that OPP has a weak uphill positive linear impact on ETD. This means that the 

more policies and practice introduced and instituted by the employer, the more the employees 

need to be educated and be made aware of those new policies and practices. However, the 

multiple linear regression result indicated a non-significant linear regression between OPP and 

ETD (β = -.029, t =.478, p > .05). 

 

H3e – There is a relationship between Role Conflict and Ambiguity (RCA) and Employee 

Training and Development (ETD). The correlation results were confirmed: RCA has a positive 

significant relationship with ETD. The Pearson correlation coefficient of r = .48 with p < .01 

denotes that RCA does have a strong uphill linear positive effect on ETD. This means that the 

increase of RCA among employees will cause a greater need for training and awareness to 

assist employees in their role. The multiple linear regression result indicated a significant linear 

regression between RCA and ETD (β = .303, t = 4.673, p < .01). 
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Figure 6.13: Model 1 – Five significant positive relationships found between employer 

attitude/behaviour and skill acquisition. 

 

Model 2 – Employer attitude/behaviour towards Indigenous employees’ employment 

experience 

Research Question 4: Is there a relationship between Employer Attitude/Behaviour and 

Indigenous Employee’s Employment Experience?  

To answer the second research question’s five hypotheses (H4a–H4e), a standard multiple 

linear regression was performed between Likelihood of leaving as the dependent variable and 

the five organisational climate factors, Professional and Organisation Esprit , Leader 

Facilitation and Support, Workgroup Cooperation and Friendliness, Organisation Policies 

and Practice, Role Conflict and Ambiguity, as the independent variables. 

 

The results indicated that the model was significant (R2 = 0.23, p < .01) with two predictors 

collectively accounting for 23% of the statistically significant proportion of the variance (R² = 

.23, F = 12.36), p < .01, as shown in Table 6.25. The ANOVA in this model indicates a 

significant fit of the data overall (p < .01), as shown in Table 6.26. Role Conflict and Ambiguity 

had a moderately negative effect on LL (β = -0.215, p < .05) while Organisation Policies and 

Practice had a weak negative effect (β = -0.129, p < .05) on Likelihood of leaving. However, 

Professional and Organisation Esprit  Leader Facilitation and Support, and Workgroup 

Cooperation and Friendliness were not significant (p > .05) in the overall model (see Table R2 

in Appendix R). The results indicates that Model 2 worked in the banking context and hence 

the fourth research question has been answered. 

 

Table 6.25: Model 2 Summary 

Model  R R2  Adjusted R2 SE of the estimate 

2 .477 .227 .209 .986 

 

Table 6.26: Analysis of Variance  

Model 2 Sum of 

squares 

df Mean square F Sig. 

Regression   60.142     5 12.028 12.364 .000b 

Residual 204.298 210   0.973   

Total 264.440 215    
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Hypotheses results 

The results of the five hypotheses H4a–H4e are shown below. 

 

H4a – There is a relationship between Professional and Organisation Esprit (POE) and 

Likelihood of leaving (LL). The correlation results confirmed Hypothesis 2a: POE has a 

negative significant relationship with LL. The Pearson correlation coefficient of r = -.34, with 

p < .01 reveals that POE does have a moderate downhill negative linear impact on LL. The 

more the employees identify with their organisation and are proud to be part of it, the less likely 

they are to leave the organisation. However, the multiple linear regression result indicated a 

non-significant linear regression between POE and LL (β = -.097, t = -1.264, p > .05). 

 

H4b – There is a relationship between Leader Facilitation and Support (LFS) and Likelihood 

of leaving (LL). Hypothesis 2b was confirmed: LFS has a negative significant relationship with 

LL. The Pearson correlation coefficient of r = -.31, with p < .01 indicates that LFS has a 

moderate downhill negative linear bearing on LL. This means that the increase of leadership 

support will decrease the likelihood of leaving among the workers. However, the multiple 

linear regression result indicated a non-significant linear regression between LFS and LL (β = 

-.135, t = -1.842, p > .05). 

 

H4c – There is a relationship between Workgroup Cooperation and Friendliness (WCF) and 

Likelihood of leaving (LL). The correlation results confirmed Hypothesis 2c: WCF has a 

negative significant relationship with LL. The Pearson correlation coefficient of r = -.33, with 

p < .01 suggests that WCF does have a moderate downhill negative linear impact on LL. This 

means that the increase of WCF will decrease the likeliness of employees to leave the 

organisation. However, the multiple linear regression result indicated a non-significant linear 

regression between WCF and LL (β = -.120, t = -1.684, p > .05). 

 

H4d – There is a relationship between Organisation Policies and Practice (OPP) and 

Likelihood of leaving (LL). Hypothesis 2d was confirmed: OPP has a negative significant 

relationship with LL. The Pearson correlation coefficient of r = -.25, with p < .01 denotes that 

OPP has a weak downhill negative linear influence on LL. The more flexible policies and 

practices introduced and implemented by the employer, the less likely are employees to leave 

the organisation as employees feel accommodated and included. The multiple linear regression 
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result indicated a significant linear regression between OPP and LL (β = -.128, t = -1.975, p < 

.05). 

 

H4e – There is a relationship between Role Conflict and Ambiguity (RCA) and Likelihood of 

leaving (LL). The correlation results were confirmed: RCA has a negative significant 

relationship with LL. The Pearson correlation coefficient of r = -.37, with p < .01 implies that 

RCA does have a moderate downhill negative linear effect on LL. The increase of RCA resulted 

in employees demanding clear job descriptions and reporting lines, coupled with learning how 

to handle those conflicts and ambiguous tasks, rather than leaving the organisation. The 

multiple linear regression result indicated a significant linear regression between RCA and LL 

(β = -.215, t = -3.047, p < .05). 

 

In summary, for Model 1, all five hypotheses, H3a–H3e, were confirmed, with positive 

significant relationships found between the determining factors and the criterion factor 

Employee Training and Development  (Figure 6.14). Likewise, for Model 2, there were five 

negative significant relationships found between the determining variables and the criterion 

factor Likelihood of leaving (Figure 6.15). Interestingly, the correlation results also found a 

positive significant relationship between Organisation Policies and Practice and Role Conflict 

and Ambiguity in both Mine 1 and Bank 1. The Pearson correlation coefficient of r = .19, with 

p < .05 confirms that when organisation policies and practices increase, there is a tendency for 

employees to experience Role Conflict and Ambiguity. 
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Figure 6.14: Model 2 – Five significant negative relationships found between employer 

attitude/behaviour and employment experience. 
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6.4.12 Conclusion 

The results of Model 1 confirmed that employer attitude/behaviour positively influenced 

Indigenous employees’ skill acquisition. This was demonstrated via the five constructs 

(Professional and Organisation Esprit , Leader Facilitation and Support, Workgroup 

Cooperation and Friendliness, Organisation Policies and Practice, Role Conflict and 

Ambiguity), which represented employer attitude/behaviour increase  while the construct that 

represented skill acquisition (Employee Training and Development) also increased . This 

finding is significant as it shows that when management of Mine 1 and Bank 1 provided training 

and development to the Indigenous employees, the tendency to attend and complete the training 

was high amongst the Indigenous cohort.  However, the number of predictors that demonstrated 

this relationship depended on the context and sample size. For example, the mining case study 

revealed that only Leader Facilitation and Support and Workgroup Cooperation and 

Friendliness were significantly related to Employee Training and Development . The bank 

study on the other hand, confirmed that all five predictors, that is, Leader Facilitation and 

Support , Workgroup Cooperation and Friendliness, Professional and Organisation Esprit , 

Organisation Policies and Practice, and Role Conflict and Ambiguity were significantly related 

to Employee Training and Development . Therefore, Research Question 3 for both Mine 1 and 

Bank 1 have been confirmed.  

 

The results of Model 2 were partially confirmed, that is, employer attitude/behaviour for Mine 

1 was not related to the construct that represented Likelihood of leaving whatsoever, perhaps 

due to the sample size (n = 62). Therefore a null hypotheses was accepted. According to 

Tabachnick and Fidel (2014), sample sizes less than 100 tend to have limited statistical power 

to detect significant outcomes Another reason for the null hypotheses is the existence of the 

‘revoving door policy’ or second chances given to local Indigenous employees when their 

employment is terminated, making the construct (Likelihood of leaving) a weak measurement 

of employment experience in Mine 1. Hence, Research Question 4 for Mine 1 has not been 

confirmed. 

However, the findings from Bank 1 confirmed that all the five constructs, which represented 

employer attitude/behaviour, were negatively related to Likelihood of leaving. This means that 

as long as employer attitude/behaviour is supportive, work environment is friendly, policies 

and practices are appropriate, and the organisation is seen to be helping minority groups, the 
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Indigenous employees in Bank 1 were not likely to leave the organisation.Hence, Research 

Question 4 for Bank 1 have been confirmed.  
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Chapter 7 – Discussion  

 

7.1 Introduction 

The purpose of this chapter is to interpret the research findings from the mining and the 

finance/banking sectors using internal labour market theories as the theoretical framework, and 

to consider how the findings inform or extend existing theories. It also highlights the 

contribution that these findings make to the field of research on Indigenous employment. In 

the context of this study’s literature review and theoretical framework, the key finding of this 

study confirms that employer attitudes/behaviour towards Indigenous employees via 

employment policies, programs and practices is a significant factor in explaining employment 

outcomes and, in particular, low Indigenous participation in the labour market. 

 

The theories discussed below are useful in explaining the decisions employers make regarding 

the hiring, training and retaining of Indigenous employees, resulting in the socio-economic 

inequality for such employees. The theoretical basis of this study has already been examined 

in some detail in Chapter 2. To reiterate, there are four internal labour market theories that 

underpin this study. First, the study uses statistical discrimination theory (Arrow, 1972, 1998; 

Arcidiacono, 2003; Bertrand & Mullainathan, 2004; Booth et al., 2012; Coate & Loury, 1993; 

Cornell, 1995; Cornell & Welch,1996; Norman, 2003; Phelps, 1972; Schuman et al., 2001). 

This focuses on group identity, via negative perception and stereotyping of minority groups, 

that can result in self-fulfilling prophecies among particular cohorts. Specifically, in the 

absence of perfect individual information regarding job applicants’ labour performance, 

employers may use group information such as race or gender as a cheap source of information 

to infer applicants’ individual productivity to inform decisions regarding their recruitment, 

selection and training processes (Bonoli & Hinrichs, 2010). This theory is used to explore the 

findings relating to Indigenous people’s skill acquisition and employment experience.  

 

Second, the thesis draws on segmented labour market theory (Atkinson, 1984; Averitt, 1968; 

Berntson et al., 2006; Bluestone, 1970; Cain, 1976; Creedy & Whitfield, 1988; Doeringer & 

Piore, 1971; Gordon & Harrison, 1972; Leontaridi, 2002; Mclean et al., 1998; Taubman & 

Wachter, 1986). This theory highlights the limitations of the labour market despite the 

introduction of training programs to increase the human capital of disadvantaged workers 

reflected in the persistence of urban poverty and unemployment.The main argument of 
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segmented labour market theory is that the labour market is divided into two segments: primary 

and secondary. This dual labour market theory states that the labour market opportunities and 

restrictions are crucial in determining an individual’s employability (Doeringer & Piore, 1971), 

which could be a mechanism to (re)produce inequality in the workforce. Such discrimination 

is observed in the employment characteristics of the two segments. For example, the minority 

workforce compared to the majority is mainly in the lower secondary segment, also known as 

the second peripheral group (Atkinson, 1984), and is characterised by low education, low job 

security, poor working conditions, and low-wage types of jobs, coupled with problematic work 

history, which makes these workers less attractive to employers (Giesecke & Gross, 2003; 

Leontaridi, 2002). In contrast, the majority workforce is mainly employed in the primary and 

upper secondary segments of the labour market. This theory is used to investigate the findings 

of Indigenous employees’ skill acquisition and the reason for their engagement in the lower 

secondary segment of the labour market. 

 

Third, the study uses taste-based discrimination theory (Aigner & Cain,1977; Becker, 

1957,1971,1993, 2010; Black & Brainerd, 2004; Cain, 1986; Fiske, 1998; Fugazza, 2003; 

Hodson & Dhont, 2015; Milgrom & Oster, 1987; Pager & Shepherd, 2008; Posner, 1988). This 

theory emphasises inter-ethnic discrimination and contends that inter-ethnic attitudes shape 

economic transactions, such as hiring decisions. The main tenet of taste-based discrimination 

theory is that employers, co-workers and customers hold less favourable attitudes towards 

ethnic minorities than towards the majority group. For example, ethnic minority candidates are 

less likely to be recruited than those from the majority group (Thijsen, 2017). This theory is 

used to examine the findings relating to Indigenous people’s employment experiences. 

 

Finally, the study applies institutional discrimination theory (Anthias, 1999; Biddle et al., 2013; 

Bolt, 2001; Bourne, 2001; Carmichael & Hamilton, 1967; Crawley & Sinclair, 2003; De 

Plevitz, 2000; Feagin & Eckberg, 1980; Ganter, 2010; Henricks, 2016; Henry et al., 2004; 

Hollingsworth & Pettman, 1988; Hunter, 2004; Hunter & Hawke, 2001, 2002; Jones, 2002; 

Knowles & Prewitt, 1969; Larkin, 2013; Lea, 1986, 2000; McConachie et al., 1988; Puhl & 

Brownell, 2001; Stangl et al., 2013; Steinberg, 2007; Wellman, 1993; Wilson, 1978; Woodruff, 

1976 ). This theory states that discrimination occurs as a result of the failure of organisations 

to treat people fairly due to particular characteristics such as race or gender. Such 

discrimination is observed in structures, policies, processes, practices, attitudes and behaviour 
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through a variety of mechanisms, including unwitting prejudice, ignorance, thoughtlessness, 

and racist stereotyping (Jones, 2000; Lea, 2000).  

 

Many authors refer to silo mentality or silo approach as a type of Institutional discrimination.  

Silo mentality is a mindset in organisations that is inward looking and resists sharing 

information and resources with other people or department resulting in segregation where parts 

of the organisations function in a manner disconnected to the others (Diamond & Allcorn, 

2004, p.23). This attitude provides safety and comfort for those members of a particular team 

or department as they feel threatened by outsiders i.e. members of other teams, departments or 

minority group members of the same organisation (Cilliers & Greyvenstein, 2012,p.3). Jones 

(2000), calls this the collective ‘inaction in the face of need’ if an organisation allows silo 

approach to thrive, knowing that it is tokenistic in nature when applied to minority groups 

(p.1212). Hence, silo mentality or approach is a covert manifestation of Institutional 

discrimination. This theory, like the first three described above, is used to explore participants’ 

training and employment experiences in the case study organisations.  

 

All four theories are applied below in relation to the research questions and the study’s findings. 

The next section will analyse the findings of Chapters 4, 5 and 6 using a cross-case synthesis 

to answer the research questions. 

 

7.2 Research Question 1: How Do Employers Approach Human Capital Investment 

When Dealing with Indigenous Trainees/Employees? 

The first research question investigates employers’ approach to human capital investment 

regarding Indigenous trainees/employees. To examine this question, the section is divided into 

two subsections to discuss education levels and the pre-employment training(s) offered across 

the four case studies. 

 

7.2.1 Education  

Employers often employ education (school and/or post-school) as a screening device to identify 

potentially productive workers (Hunter, 1997). The findings of this study confirm that the 

levels of education for Indigenous employees differ in the two sectors. For example, low levels 

of education and a lack of literacy and numeracy skills were evident among most Indigenous 

employees in the two mines. According to CATO (management representative at Mine 1), the 

local Indigenous employees with the required prevocational training or ‘other’ postsecondary 
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qualification could secure a job at the mine but were locked into menial tasks such as labouring 

and simple operational roles (see Chapter 4). In contrast, most Indigenous employees at the 

banks had a higher level of education (Daly & Gebremedhin, 2013). Hence, they were more 

likely to be successful working in large mainstream workplaces and seemed to be better 

prepared for more capable primary labour market roles. 

 

The finding is consistent with many studies (Borland & Hunter, 2000; Bowles, Durlauf, & 

Hoff, 2006; Healey, 2002; Hunter & Gray, 2001; Pearson, 2000; Ridgeway, 2003; Robertson, 

Desmosthenous, & Soole, 2005; Saunders, 2000; Stephens, 2010), which found that poor 

education confines people to employment in low-level secondary labour market jobs. 

Indigenous employees in remote areas, as compared to urban areas, are disproportionately 

represented in such jobs. This underscores the importance of stakeholder collaborations 

between governments (state and federal), employers, training providers and the Indigenous 

communities to improve adult education in Indigenous communities so that it is learner 

focused. This might involve, for example, literacy and numeracy programs focusing on areas 

and topics that are relevant to the needs and interests of the learners, including reading and 

writing, filling forms, basic computer skills, banking and budgeting skills, driver’s license 

preparation, and job searching skills. In addition, vocational education and training in the areas 

of catering, aged care, horticulture, construction, plumbing, and welding are vital to assist 

Indigenous adults in the remote areas to fully participate in the labour market (Eddy, 

Herrington, & Jones, 2010). For Indigenous students, education strategies such as Yachad 

Accelerated Learning project, the Graham (Polly) Farmer Foundation programs, and other 

vocational education and training programs are significant to assist Indigenous students in 

remote areas to gain entry to higher education and to fully participate in the labour market (see 

Behrendt, Larkin, Griew, & Kelly, 2012; Langton, 2004).  

  

7.2.2 Non-school skill training – Pre-employment training 

The mines and banks provided various training and employment opportunities for Indigenous 

people. This was part of their agreement commitments or corporate social responsibility 

initiatives, often via an Indigenous and/or diversity employment strategy to help address the 

disadvantage among Indigenous people and other minority groups (Crawley & Sinclair, 2003; 

Lockie et al., 2009). Such training programs were often developed and delivered with 

assistance from external training providers and funding from government. The programs were 

largely based on organisational needs and required agreement between the organisation and 
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traditional owners about the needs of Indigenous people in areas such as life skills, literacy, 

numeracy, and other job-related skills.  

 

Pre-employment training or work-ready programs were provided by all four organisations, 

packaged in different forms, but with a similar objective, which was to enable Indigenous 

people to be job ready. For example, Mine 1 provided literacy and numeracy training with a 

Certificate I in Preparatory Education and a six-month work placement program, while Mine 

2 provided Certificates I–II in resources and infrastructure operations training, a six-month 

work placement program, an apprenticeship program, and a national cadetship training 

program. Bank 1 provided traineeship programs such as Certificates II and III in business 

administration and/or financial services, coupled with on-the-job training for one or two years, 

a six-month, paid work-placement program, and graduate training for both Indigenous and non-

Indigenous tertiary students. Bank 2 provided similar traineeship programs and a graduate 

trainee program with a one-week voluntary work experience. The findings of all four case 

studies indicate that pre-employment training had positive outcomes and was significant to 

Indigenous trainees/employees enhancing their chances of being employed.  

 

The finding is consistent with HCF, which predicts that increased non-school qualifications 

will have positive effects on labour force participation and employment rates among 

Indigenous people (Biddle & Webster, 2007; Borland & Hunter, 2000; Daly, 1995; Hunter & 

Daly, 2008; Hunter & Gray, 2001; Ross, 2006; Stephens, 2010). The findings strongly support 

these conclusions, including mentoring as an essential component of work readiness programs 

for Indigenous people. These are critical factors in enabling the transition to the mainstream 

workforce (Tiplady & Barclay, 2006). Further, the findings underline the need to also support 

Indigenous employees via ongoing literacy and numeracy training and vocational education 

training in communities, as such strategies provide a launchpad for employees to enter the 

labour market. 

 

However, studies by Bartik (2001), Bynner and Parsons (2001), Chung (2006), and Kalleberg 

(2009) found that such short-term training programs aimed at changing individual behaviour 

to adapt to the market are not useful. According to these scholars, such programs only lead to 

further social and economic exclusion of Indigenous people (Lawrence, 2005) and are 

unsustainable for Indigenous people, locking them into the secondary labour market. This is 

inconsistent with the findings of this study, as the short-term training programs propel 
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Indigenous job seekers and employees into the labour market. However, to retain them in the 

workforce, employers needed to provide multiskilling, job enlargement, job enrichment and 

career development, such as continuing education. Such training offers launchpads into the 

upper secondary and primary labour markets, as proposed in this study (see Figure 8.1 in 

Chapter 8). The findings indicate that Mine 1 lost its high achievers to boredom with semi-

skilled jobs for 3–5 years, indicating the limited provision of role diversification, multiskilling, 

job enrichment and career development for Indigenous employees. In contrast, Mine 2 and 

Bank 1 provided pre-employment training that was more diverse, hence the capacity to move 

into roles requiring higher level of education achievements and progression into the upper 

secondary and primary labour markets. However, very few local Indigenous workers received 

these opportunities. 

 

Despite the demonstrated benefits of pre-employment training to Indigenous 

trainees/employees, Mine 1 and Bank 1 each had only a single department providing pre-

employment training to Indigenous trainees/employees. Other departments were apparently 

‘not interested’ or ‘did not care’, perhaps reflecting institutionalised racism towards Indigenous 

people, a significant problem that needs to be addressed as it adversely affects labour market 

outcomes (Hunter, 2004). Bank 2 aborted all pre-employment training it initially provided, 

with the exception of the graduate training program. Mine 2, on the other hand, ensured that 

all business units provided some form of pre-employment training to Indigenous people. The 

difference in approach was reflected in the fact that Mine 2 had a larger Indigenous pre-

employment training intake and a larger Indigenous workforce.  

 

While pre-employment training was considered successful by management at Bank 1, some 

Indigenous trainees were less convinced as they did not get a job at the completion of their 

traineeship. According to management, the aim of the School Based Traineeship was not 

necessarily to provide employment, but to retain Indigenous students at school and show them 

what the corporate environment looked like, leading to more informed career choices. This 

could be perceived as a cynical approach or a cop-out by Bank 1, given its job pledges to the 

AEC and its commitments to honour its RAP and its IAP/IES.  

 

Similarly, Bank 1’s ‘Make Your Mark’ six-month work placement program did not work for 

Indigenous job seekers, according to management, as participants were not interested if there 

were no guaranteed jobs at the completion of the program. Likewise, the graduate training 
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program at both Banks 1 and 2, which took in both Indigenous and non-Indigenous graduates, 

was found to have low responses from Indigenous students. The overall low response from 

Indigenous tertiary students was due to their ineligibility to apply, due to high entrance 

benchmarks or their lack of interest in finance and accounting subjects. As a result, the banks 

required a complete rethink of the program, with more flexible requirements in terms of entry 

standards and subjects studied, and specific strategies to attract Indigenous applicants, such as 

a guarantee of employment. 

 

Tiplady and Barclay (2007) argue that any pre-employment training needs to be tailor-made 

and result in employment outcomes. Otherwise, it is another form of tokenism by organisations 

to mitigate their corporate social responsibility with respect to Indigenous employment. 

Further, it is inconsistent with the fact that these organisations have signed the AEC and RA 

pledges (Jordan & Mavec, 2010). The fact that organisations have a ‘one-size-fits-all’ approach 

results in discrimination, as the life chances of the average Indigenous individuals are different 

to those who are non-Indigenous.  

 

7.3 Research Question 2: Are Existing Indigenous Employment Strategies, Programs and 

Practices Sufficient to Increase Indigenous Participation and Sustain Indigenous 

Employment? If Yes, How and if No, Why? 

The second research question examines the types of employment strategies, programs, and 

activities provided by the four companies to increase Indigenous participation.  

 

7.3.1 Indigenous Employment Strategy (IES) 

This study found that three organisations had a strategy to increase Indigenous employment as 

one of the mechanisms for demonstrating their corporate social responsibility. However, it was 

the attitudes of the CEO and executive management towards Indigenous participation that 

determined whether the IES was integrated into the organisation’s HR strategies or subsumed 

into its ‘community’ or ‘public relations’ divisions with other forms of community engagement 

(Creawley & Sinclair, 2003, p. 365). Three organisations – that is, Mine 1, Mine 2 and Bank 1 

– had an IES, while Bank 2 had a general diversity and inclusion employment strategy for all 

identity groups, including the Indigenous cohort. The approaches used by the four 

organisations to implement their strategies varied significantly. For example, Mine 1 used a 

capability-building approach to train and develop Indigenous workers so they could be skilled 

and transitioned to mainstream jobs and departments. Mine 2, on the other hand, used both 
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capability-building and target-driven approaches to increase Indigenous participation. Not only 

were there department targets to be met regarding the increase of the Indigenous workforce, 

the recruited Indigenous workers were trained, developed and transitioned to mainstream jobs 

successfully. Bank 1 used a target-driven approach to try to comply to its RAP and IAP/IES, 

while Bank 2 used a diversity and inclusion approach that included all the minority groups and 

not only the Indigenous population.  

 

There were significant differences in how comprehensive the strategies were. Mine 2 

implemented structures for leadership support in all its business units, while Bank 2 had limited 

support for Indigenous employees, as leaders were still undergoing training to be able to 

provide the right support to all the minority groups. In contrast, Mine 1 and Bank 1 showed a 

‘silo mentality’, which is an inward-looking mindset that resists sharing information and 

resources with other people or departments within the organisation. Jones (2000), calls it the 

collective ‘inaction in the face of need’ of an organisation (p.1212). This was reflected in an 

attitude of not caring or not being interested on the part of some departments to include 

Indigenous trainees/employees in their workforce, resulting in a patchy commitment of these 

organisations to increase Indigenous participation. For Mine 1 and Bank 1, Indigenous 

participation was a well-meaning initiative or a form of window-dressing. Studies by Griffith 

et al. (2007), Gillborn (2005), Jones (2000), and McPherson (1999) labelled such a ‘silo 

mentality’ as a form of institutionalised racism. Failure to act effectively in the face of need 

and the failure of the organisation to be ethical in its provision of opportunities to people of 

minority or disadvantaged groups stem from various sources: prejudice, ignorance, 

thoughtlessness, and racist stereotyping attitudes and behaviours (Griffith et al., 2007). In 

addition, studies by Tiplady and Barclay (2007) and Parmenter and Kemp (2007) emphasise 

that leadership commitment needs to be prioritised and identified as crucial to the success of 

Indigenous employment initiatives; otherwise, such initiatives are meaningless and perceived 

as tokenism. At the corporate level, all departments need to prioritise Indigenous participation. 

Hence, there is a strong argument that Indigenous employment needs to be integrated into the 

HR strategy of the company (Crawley & Sinclair, 2003) as proposed in this study (see Figure 

8.2 in Chapter 8).  
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7.3.2 Reconciliation Action Plans (RAPs) 

This study found that RAPs have limited potential to increasing Indigenous participation. This 

was due to their voluntary nature, with plans often not being implemented. RAPs are based on 

the broad principles of recognition, respect, trust, and honouring commitments from all 

participants. Broad principles are easily acknowledged, but outcomes are more difficult to 

achieve, so organisations struggle to fulfill other parts of the RAP, such as meeting training 

and employment targets (Tiplady & Barclay, 2007). At the time of data collection, Bank 1 was 

reviewing its existing RAP and was about to release its 2016–2019 RAP. Bank 2 and Mine 1 

had suspended their RAPs until further notice as they were not meeting the commitments set 

out in earlier RAPs. Only Mine 2 had an overall company RAP for 2016–2019 that showed 

aspects of its commitments to Indigenous people, but even that had its limitations as the 

employment targets were still not achieved. This indicates the need to make agreements with 

RA or AEC legally binding and to use quotas in support of Indigenous participation (Tiplady 

& Barclay, 2007).  

 

A more favourable view of RAPs is provided by Daly and Gebremedhin (2013), who argue 

that the IEP of the Australian bank they studied gave Indigenous people an opportunity to work 

in a prominent mainstream organisation, which may not have come about without the RAP 

process. However, this study shows clearly that a RAP does not automatically guarantee 

increased Indigenous employment.    

 

7.3.3 Recruitment and selection  

Recruitment and selection strategies across the four cases studies varied significantly. For 

example, Mine 1 used a recruitment and selection policy and practice tailor-made to the specific 

needs of the local Indigenous population. The recruitment method was predominantly verbal, 

with the use of local language at times for those who struggled to speak English. Similarly, 

Mine 2 used a tailor-made policy and practice for local Indigenous people, and a semi-tailor- 

made system (i.e., written or online applications that got flagged by the system when they met 

the requirements of the job) for Indigenous people from interstate. Bank 1 used mainstream 

methods of recruitment and selection (online applications), only resorting to a semi-tailor-made 

method of selection (flagged by the system) when Indigenous applicants were self-identified. 

Bank 2, in contrast, only used mainstream methods of recruitment and selection (online 

applications), with no special provisions for Indigenous applicants. Of the four companies, 
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Mines 1 and 2 succeeded in using tailor-made and semi-tailor-made methods of recruitment to 

reach the Indigenous population.  

  

These findings support those of Tiplady and Barclay (2007), who concluded that mainstream 

recruitment practices were not always suitable for Indigenous people, leading some companies 

to adapt their recruitment programs. Mainstream recruitment practices are largely fashioned 

for non-Indigenous urban dwellers who have work experience, access to information about job 

opportunities, and understanding of the job search process, all of which are not easily available 

to Indigenous people in remote areas (Tiplady & Barclay, 2007). In recognising the limitations 

of mainstream methods of recruitment, Mines 1 and 2 adapted their existing practices to meet 

the needs of Indigenous people in remote areas. Bank 1 has adapted a semi-tailor-made method 

of recruitment, which seems to work for Indigenous urban dwellers. The exception is Bank 2, 

which still uses the mainstream method of recruitment and selection, even though it has a 

diverse and inclusion strategy.  

 

This study also found that some organisations out-compete others in their Indigenous intake 

for in-demand employees, such as skilled tradespeople. This was done via direct recruitment 

and long-term strategies to grow the skill pool of Indigenous people through means of 

traineeships and apprenticeships (see Brereton & Parmenter, 2008). For example, Mine 2 and 

Bank 1 have been leaders in this area (growing the skill pool through traineeships and 

apprenticeships) for quite some time, which is reflected in their higher Indigenous participation 

rates. However, some Indigenous employees perceive that high Indigenous employment in 

these organisations has been achieved by recruiting Indigenous people already in the 

mainstream workforce (‘active poaching’) rather than attracting and training local or new 

entrants into the skill pool (Burrell, 2016). Management representatives at Mine 2 stated that 

the lack of job-ready applicants in local communities made them look elsewhere. Since there 

is often a small pool of work-ready Indigenous people, it can be difficult to reach the company’s 

Indigenous employment targets. A possible reason is that many organisations may be reluctant 

to invest in training local Indigenous people who may not remain with the organisation, and 

thus the return on investment is lost.  

 

The latter reflects institutionalised racism embedded in the organisation’s recruitment and 

training policies, which needs to be addressed. To change the status quo would require a top-

down approach, as most policies and practices reflect the perceptions and attitudes of senior 
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management (Crawley & Sinclair, 2003). Recruitment and selection policies and practices 

would need to be tailor-made to suit Indigenous people, as the findings of this study show that 

mainstream methods produce suboptimal results. Finally, employers, governments (state and 

federal), training providers and Indigenous communities would need to collaborate in order to 

increase Indigenous participation in the labour market.   

 

7.3.4 Retention  

A positive employment experience sets a good base for Indigenous employees’ ongoing 

engagement in the labour market (Brereton & Parmenter, 2008). Alternatively, a negative 

employment experience is likely to result in an early exit and could be a deterrent to further 

workforce participation (Brereton & Parmenter, 2008). This study found that retention 

strategies varied across the four organisations. For example, Mine 1 provided pastoral, 

technical and cultural mentoring to Indigenous employees to ensure that factors such as social 

and cultural matters, workplace conflict, discrimination in the workplace and personal 

problems that affected workers were handled appropriately before they resulted in voluntary 

exit. In addition, the mine provided a second chance policy (‘revolving door’) for Indigenous 

employees who were terminated, to get them back into the workforce. At the time of data 

collection, Mine 1 was considering role diversification, which would encourage multiskilling 

for high achievers in the Indigenous cohort who had become bored with semi-skilled roles and 

repetitive work.  

 

In contrast, Mine 2 took a somewhat different approach, focusing on improving its on-boarding 

processes to assist Indigenous employees. Such strategies included preparing employees and 

their families for long rosters away from home, addressing family commitments in areas of 

budgeting, counselling and studying, and ‘newcomer’ socialisation to create bonds with fellow 

employees. To complement these strategies, Mine 2 provided leader engagement in every 

business unit, and pastoral, technical and cultural mentoring, and emphasised career 

development and role diversification for Indigenous employees. 

 

Bank 1 adopted strategies such as career development, and the creation of more comfortable 

work environments via user-friendly systems and leader support in the retail departments where 

most Indigenous trainees/employees worked. At the time of data collection, Bank 1’s 

Indigenous talent acquisition team had proposed formal mentoring by leaders and online 

mandatory cultural awareness training for all new employees. Bank 2, in a somewhat different 
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tack, adopted strategies such as career development and role diversification in certain areas, 

such as retail department and/or branches.  

 

The approach taken by the two mines has support in the literature. Studies by Brereton, Beach, 

and Cliff (2003), and Tiplady and Barclay (2007) found that job characteristics, personal 

factors, and social/cultural factors have major impacts on employee intentions to stay or leave. 

Relevant job characteristics include repetitive, semi-skilled operational roles, inadequate 

training to enable the transition to full-time work, lengthy shift rosters, work overload, and the 

demands of FIFO work (Tiplady & Barclay, 2007). Personal factors include lack of self-

confidence and the challenges of entering mainstream work with values, standards and 

expectations that are not concordant with the person’s cultural background (Tiplady & Barclay, 

2007). This can lead to conflict with managers and other employees, perceptions (and the 

reality) of discrimination, and conflict between work and family commitments such as juggling 

cultural obligations, extended family demands and employer expectations (Brereton et al., 

2003). According to management representatives at Mine 1, Indigenous employees require a 

level of support and encouragement beyond that generally required in the mainstream 

workforce.  

 

Overall, the findings indicate that systemic discrimination is embedded in employment systems 

and is reflected in the barriers faced by Indigenous trainees/employees in entering and 

progressing through the labour market. This was evident at Mine 1, where some qualified 

Indigenous employees remained at level 3, a semi-skilled role for three to five years, due to the 

lack of role diversification, job enlargement and career development, and finally leaving their 

jobs due to boredom. 

 

7.4 Research Question 3: Is There a Relationship Between Employer Attitude/Behaviour 

and Indigenous Employees’ Skill Acquisition? 

The third research question examines the relationship between employer attitude/behaviour and 

Indigenous skill acquisition. To examine this question, the researcher used five organisational 

climate variables from Kurt Lewin’s psychological field theory (1943/1975) as modified by 

Davidson et al., (2001) to represent employer attitude/behaviour. The five variables are 

Professional Organiosation Esprit (POE), Leader Facilitation and Support (LFS), Work-group 

Cooperation and Friendliness (WCF), Organisation Policies and Practice (OPP), and Role 

Conflict and Ambiguity (RCA). Skill acquisition was represented by the dependent variable 
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Employee Training and Development (ETD). This study represents the first attempt to examine 

the dimensions of generalised organisational climate in the area of Indigenous employment 

research. 

The key quantitative findings from Mine 1 and Bank 1 is that employer attitude/behaviour has 

a significant effect on Indigenous skill acquisition. For Mine 1, only two predictors (Leader 

Facilitation and Support and Work-group Cooperation and Friendliness) out of the five 

demonstrated a positive significant relationship with Employee Training and Development. On 

the other hand, Bank 1 had all five predictors (POE, LFS, WCF, OPP, and RCA) demonstrating 

positive significant relationships with Employee Training and Development as detailed below.  

 

7.4.1 Sub-questions  

3(a) Is there a relationship between POE and ETD? 

The first construct, Professional Organisation Esprit (POE), refers to the image that 

organisation projects to the community and how employees feel about or perceive the 

organisation compared with other organisations (Manning et al., 2012). The quantitative 

examination of the relationship between Professional Organisation Esprit (POE) and 

Employee Training and Development (ETD) in the survey data found that POE does not have 

any effect on ETD at Mine 1. However, POE had a positive significant effect on ETD at Bank 

1. Bank 1’s quantitative findings are consistent with the qualitative findings, indicating that the 

image and reputation of the organisation did help increase Indigenous participation in training 

programs. Interviews and focus group discussions at Mine 1 and Bank 1 indicated that 

participants in these organisations believed that their firm addressed Indigenous disadvantage 

in their provision of employment and training opportunities. Indigenous trainees and 

employees of three organisations (Mines 1 and 2, and Bank 1) were positive about the firms’ 

work-readiness programs. Hence, their perceptions towards the organisation were reflected in 

affective commitment, as employees believed that the organisation’s actions were supportive, 

and thus they had an obligation to cooperate with the initiatives (Rhoades & Eisenberger, 

2002).  

 

All four organisations provided pre-employment training, and although this was packaged in 

different forms, they all had a similar objective, namely getting Indigenous people job ready. 

Most Indigenous employees of Mine 1 and Bank 1 reported that they were happy and proud to 

be part of an organisation that supported them to complete basic vocational pre-employment 

training. Some employees said the training helped them learn a variety of skills they could use 
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in and out of the workplace while being paid. For some, it was a welcome escape from the 

school or the community environment. A few mentioned that the training prepared them to be 

more mature and responsible, building their self-confidence and giving them a strong sense of 

self-worth.  

 

This finding is consistent with previous studies of pre-employment training by Daly, 

Gebremedhin, and Preece (2010), Andrews, Duncombe, and Yinger (2002), and Smith and 

Wilson (2004), which found that pre-employment training such as school-based 

apprenticeships or traineeships were a highly positive experience for Indigenous people. Such 

training enhanced learning outcomes that created enjoyment of the job and developed 

responsibility and maturity, which led to an overall favourable perception of the organisation 

or training provider. Hence, the qualitative findings suggest that POE was positively significant 

to ETD for most Indigenous employees in this study.  

 

3(b) Is there a relationship between LFS and ETD? 

Question 3(b) explores the relationship between Leader Facilitation and Support (LFS) and 

Employee Training and Development (ETD). There was a significant positive relationship 

between the two variables at Mine 1 and Bank 1. The quantitative findings indicated that an 

increase in LFS increases the participation of employees in training and development programs. 

This triangulates with the qualitative findings in the four case studies that leadership support 

greatly influenced the participation of employees in training and development programs. In 

particular, one business unit at Mine 1 used a capability-building approach, with leaders being 

very supportive of Indigenous employees and providing support and pastoral care via 

mentoring and continuous engagement beyond that provided in other departments.This in turn 

increased Indigenous participation in training programs. Mine 2 used both a capability-building 

approach and a target-driven approach, which involved all leaders of business units supporting 

Indigenous employees and providing appropriate support and pastoral care in order to build 

relationships and enhance Indigenous participation in skill acquisition programs. Bank 1 used 

a target-driven approach whereby leaders of some retail departments and/or branches provided 

continuous support and pastoral care to Indigenous trainees/employees via buddying (informal 

mentoring) and coaching. Bank 2, on the other hand, used a diversity and inclusion approach 

to support all minority groups, including Indigenous employees. In all cases, relevant leaders 

underwent cultural awareness training, and diversity- and inclusion-related training to develop 

and enhance their ability to assist and train Indigenous employees.  



 239 

Research by Crawley and Sinclair (2003) found that key variables influencing Indigenous 

training are the attitudes of senior or executive leaders towards Indigenous skill acquisition, 

and the location and effectiveness of managers or supervisors responsible for Indigenous 

trainees/employees. Parmentier and Kemp (2007) and Tiplady and Barclay (2007) found that 

leadership support requires participation across the organisation, and that the attitudes and 

actions of the executive leadership team sets the tone for the rest of the organisation. The 

authors found that while some leaders adopted inclusive approaches and supported initiatives 

involving Indigenous employees, such as training, others were uninvolved or simply not 

interested. The findings of this study are consistent with this literature in that where 

organisational leaders strongly and comprehensively supported the Indigenous cohort, training 

programs had more participants and higher completion rates.  

 

3(c) Is there a relationship between WCF and ETD? 

Question 3(c) explores the relationship between Work-group Cooperation and Friendliness 

(WCF) and Employee Training and Development (ETD). The findings from both Mine 1 and 

Bank 1 indicate that an increase in WCF increases employees’ participation in training and 

development programs. This corresponds with the qualitative findings that most Indigenous 

participants stated that they worked in ‘inclusive work groups’. For example, Indigenous 

employees at Mine 1 working with all-Indigenous work-groups or crews reported having a 

unique work-group cooperation that enhanced their self-confidence. This gave them a sense of 

cultural security and helped them engage in the training provided. According to a management 

representative, an environment of work-group cooperation enabled Indigenous employees to 

‘work well’ with their non-Indigenous colleagues, mentors, trainers and supervisors, a situation 

considered by some researchers (Tiplady & Barclay, 2007) as a ‘psychological safety net’. In 

addition, Indigenous employees at Mine 1 also reported preferring group training as it was 

consistent with their own cultural norms, enhanced their motivation for training, resulted in 

effective learning and increased productivity (Brereton & Parmenter, 2008).  

 

Likewise, Indigenous trainees/employees at Bank 1 who worked in retail departments or 

customer service areas preferred to work in teams and be trained by buddies and colleagues. 

Continuous interaction with members of the team or department helped them learn more and 

enabled them to meet both their monthly individual and departmental targets. As a result, group 

members were interdependent in task performance and thus jointly responsible for the resulting 



 240 

intrinsic and extrinsic rewards (Van der Vegt & Jansen, 2002). This finding is consistent with 

the findings of studies by Conlon (2004) and Daly and Gebremedhin (2013).  

 

3(d) Is there a relationship between OPP and ETD? 

With regard to research question 3(d), Organisation Policies and Practice (OPP) had no effect 

on  Employee Training and Development (ETD) at Mine 1. However, OPP had a positive 

significant effect at Bank 1. The qualitative data from all four organisations is consistent with 

the quantitative finding at Mine 1. Indigenous employees reported that when OPP regarding 

relevant work-related training were introduced or changed, they had no control or influence 

over the changes. For example, at Mine 1, completing the EDMs was linked to salary levels 

and thus was of benefit to Indigenous employees and signalled the employer’s good intentions. 

However, a change in EDM arrangements was not discussed with those employees. This 

resulted in a mismatch in organisational, departmental and individual goals, evidenced by 

participants’ slow progress or reluctance to undertake a higher module if it was viewed as being 

administrative in nature and/or leading to isolated roles away from workgroups. Similarly, 

Indigenous employees at Mine 2 and the two banks had no control or no say in their training 

policies and practices, which they perceived to be made centrally by management and/or 

training providers. Thus, when OPP increased or changed, Indigenous employees were less 

likely to participate in certain training and development programs.  

 

The qualitative findings are consistent with a study by Hunter and Hawke (2001), which 

attributed a mismatch in training provisions to a fundamental lack of consultation with 

Indigenous employees regarding types of skills required, training content, and training 

outcomes. In that study, the needs of Indigenous trainees/employees were not heard, let alone 

seriously considered by employers, unions or policy makers. This finding is significant, 

indicating that vocational training initiatives will do little without broader institutional support, 

which involves a number of stakeholders, including unions (see Altman & Hawke, 1993).  

 

 

3(e) Is there a relationship between RCA and ETD? 

Question 3(e) explores the relationship between Role Conflict and Ambiguity (RCA) and 

Employee Training and Development (ETD). The quantitative findings indicate that RCA had 

no effect on ETD at Mine 1. However, RCA was positively significant with regard to ETD at 
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Bank 1. Role conflict involves the incompatibility of demands facing an individual, while role 

ambiguity refers to the incompatibility of expectations regarding a role (Ilgen & Hollenbeck, 

2001). The qualitative data supported the quantitative findings from Mine 1 and Bank 1. For 

example, Banks 1 and 2 had multiple supervisory systems, so Indigenous trainees/employees 

in retail roles were likely to find themselves reporting to multiple authorities such as branch 

and district managers, with differing demands of how work was to be done. They also dealt 

with colleagues and customers with varying expectations of their roles, which could be very 

challenging. On the positive side, Indigenous trainees/employees reported that ‘buddies and 

colleagues’ encouraged them to develop coping mechanisms and adaptive behaviour to reduce 

stress, including flexible and creative communication, and problem-solving skills, similar to 

the findings of George and Zhou (2002). This enabled them to learn problem-solving skills and 

enlarge their scope of information and learning (Jones, 1993; Seiber, 1974), driving them to 

participate in self-initiated training and development programs.  

 

This finding is consistent with a study by Johnson, Cooper, Cartwright, Taylor, and Millet 

(2005), which found that RCA varied by occupational type. They reported that retail/customer 

service job types were high risk, experiencing high RCA because of requirements to display 

friendliness and calmness while at the same time following strict rules set by supervisors, and 

behaving professionally towards colleagues. In the case of the banks, employees were 

encouraged to see RCA as an opportunity to gather more information and enlarge their scope 

of learning by looking for solutions, which led to role expansion (Janssen, 2000). Similarly, 

Daly and Gebremedhin (2013) found that work-related stress among Indigenous trainees in a 

large bank decreased as trainees became more experienced and familiar with their roles. Thus, 

RCA was positively significant to ETD at Bank 1. 

  

On the other hand, Indigenous employees in operational roles at Mines 1 and 2 were subject to 

and trained in a single supervisory system with standard operating procedures. Further, the 

occupational type of Indigenous employees in the mines were ‘low risk’ according to Johnston 

et al.’s schema (2005) since they did not interact with customers. In addition, crew members 

and mentors at the mines provided Indigenous employees with extensive pastoral care 

regarding work processes and relevant work skills on the job. The findings from the mines are 

consistent with a study by De Dreu and Weingart (2003), which found that RCA can be best 

minimised in a work environment where there is a relatively high level of within-team trust, 
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openness and psychological safety. Hence, RCA had no effect on Indigenous employees at 

Mine 1.   

 

7.4.2 Summary of Model 1 – Skill acquisition 

In summary, the combined quantitative and qualitative findings from Mine 1 and Bank 1 

highlight the influence of employer attitude/behaviour on Indigenous skill acquisition as 

perceived by Indigenous employees via the five organisational climate variables, POE, LFS, 

WCF, OPP, and RCA. These relationships are displayed in Figure 7.1.   
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Figure 7.1: Model 1 – Employer attitude/behaviour towards Indigenous employees’ skill 

acquisition. 

 

Note: Mine 1 only had 2 significant relationships as indicated, the rest of the significant 

relationships are from Bank 1. 

 

The factors influencing outcomes in Indigenous employment have been under-researched. 

Hence, these findings provide valuable new knowledge on the ‘demand side’ factors of 

Indigenous skill acquisition, which is of particular relevance to current and potential employers 

of Indigenous people. 

 

7.5 Research Question 4: Is There a Relationship Between Employer Attitude/Behaviour 

and Indigenous Employees’ Employment Experience? 

The fourth research question examines the relationship between employer attitude/behaviour 

and Indigenous people’s employment experience. To investigate this question the researcher 

used the same five organisational climates factors used to explore the third research question: 

namely those of Lewin (1975) and modified by Davidson et al. (2001). These are POE, LFS, 
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WCF, OPP, and RCA, while employment experience was represented using one dependent 

variable, LL.  

 

The major quantitative finding from Bank 1 is that employer attitude/behaviour has a 

significant negative effect on Indigenous employment experience. In contrast, the model did 

not work for Mine 1 and has no explanatory power. Hence, a null hypothesis was found at Mine 

1. The finding from Bank 1 is consistent with a research by Brereton and Parmenter (2008) in 

that a positive employer attitude/behaviour towards Indigenous employees was more likely to 

result in employees staying at the organisation, and thus develop ongoing engagement with the 

labour market. On the contrary, a negative employer attitude/behaviour made it more likely 

that Indigenous employees would leave and thus reduce their participation in the mainstream 

workforce.  

 

7.5.1 Sub-questions  

4(a) Is there a relationship between POE and LL? 

Question 4(a) examined the relationship between Professional Organisation Esprit (POE) and 

Likelihood of leaving (LL) and found that the relationship was non-significant at Mine 1. 

However, POE had a negative significant effect on LL at Bank 1. The qualitative findings 

indicate that the image and reputation of the organisation had no effect on employees’ LL. All 

four organisations were perceived to champion Indigenous participation in training and 

employment, so this factor was unlikely to be the cause of leaving. This was true for both the 

mines and the banks, with most participants reporting they were happy with the organisation’s 

support for Indigenous participation. This finding is similar to studies by Barton (2007) and 

Blau and Bola (1987), which found that employees who felt positive about the organisation 

due to the organisation’s ethical considerations or corporate social responsibilities tended to 

manifest their loyalty by allegiance to the status quo, remaining in the organisation and 

conversely being less likely to quit (Eisenberger et al., 2002, as cited in Burris, Detert, & 

Chiaburu, 2008). If the image and reputation of a company does not influence the likelihood 

of leaving, this leaves unaddressed the reason for high turnover in such organisations. 

However, it should be noted that the notion that some Indigenous employees were initially 

attracted to the corporate social responsibilities of an organisation and later showed passive 

resistance due to continuous systemic discrimination should not be discounted (Larkin, 2013).  
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4(b) Is there a relationship between LFS and LL? 

Question 4(b) discusses the relationship between Leader Facilitation and Support and the 

Likelihood of leaving (LL). Once again, there was no significant statistical relationship between 

the two variables at Mine 1. However, there was a negative significant relationship between 

LFS and LL at Bank 1. This finding was consistent with the qualitative findings where most 

employees at Mine 1 and Bank 1 reported that LFS was important, as it was a determining 

factor in their employment experience and whether they decided to stay or leave. Participants 

said that when they perceived leaders to be ‘genuine’ in their support, this led to loyalty and 

improved performance. However, if they felt there was no genuine support from the leaders 

and it was merely ‘lip service’, they tended to ‘vote with their feet’. Therefore, LFS is 

significant to Indigenous employment experience and helps determine the likelihood of 

employees staying with the organisation. Overall, it is important that organisations increase 

their leadership support in all business units if Indigenous employment is to be sustainable. 

 

This finding corresponds with the conclusions of Crawley and Sinclair (2003), Parmenter and 

Kemp (2007), and Tiplady and Barclay (2007), who found that leadership commitment is 

crucial to the success of Indigenous employment initiatives. Indeed, Guest and Conway’s 

(2004) study showed that leadership support was the strongest factor influencing organisational 

commitment. A study by Kidd and Smewing (2001) also found that employees who perceived 

their supervisors to be engaging in feedback, goal setting, and pastoral care were more 

committed to the organisation and did not want to leave. Kidd and Smewing (2001) argue that 

leadership support requires the participation and support of all parts of the organisation; in 

particular, the executive leadership team, which sets the tone for the rest of the organisation. 

Hunter and Hawke (2001) also highlight the importance of the role of government in 

encouraging organisation leaders to improve employment outcomes for Indigenous people.  

 

4(c) Is there a relationship between WCF and LL? 

Question 4(c) explores the relationship between Work-group Cooperation and Friendliness 

(WCF) and Likelihood of leaving (LL). No evidence for a statistical relationship was found at 

Mine 1. Nevertheless, a negative significant relationship was found between WCF and LL at 

Bank 1. This finding is consistent with the qualitative findings; for example, when Indigenous 

employees at Mine 1 were transitioned to mainstream departments both within and outside the 

mine that were predominantly ‘white’, the Indigenous employees felt isolated. Most of these 

employees returned to all-Indigenous work groups after a short time or left the mine workforce 
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altogether as they missed the comradeship and cultural security of fellow Indigenous 

employees. Similarly, some Indigenous employees at Mine 2 reported that the all-Indigenous 

work group environments enhanced their self-confidence and provided a sense of solidarity. 

This corresponds with studies by Tiplady and Barclay (2007), who found that an effective way 

of retaining Indigenous employees from remote communities in the workforce was to place 

them in an all-Indigenous workgroup, as it provided a ‘psychological safety net’ for them. 

Therefore, all-Indigenous workgroups might be more significant in remote and rural 

Indigenous communities than in urban areas as the former find safety and security in numbers, 

which further provides cultural identity and a sense of belonging to most. 

 

In contrast, most Indigenous employees at the banks reported that they preferred to work with 

other non-Indigenous employees as they learned from one another, which helped build 

workplace relationships and self-confidence. This finding is consistent with a conclusion of a 

study by Conlon (2004) where employees in multicultural teams at a large bank were willing 

to work with one another even when it was not formally demanded, as it had enhanced work 

relationships. As a result, group members were interdependent in task performance and thus 

jointly responsible for the resulting intrinsic and extrinsic rewards and so were unlikely to leave 

the organisation (Van der Vegt & Jansen, 2002). 

 

4(d) Is there a relationship between OPP and LL? 

Question 4(d) explores the relationship between Organisation Policies and Practice (OPP) and 

Likelihood of leaving (LL). The data shows that OPP had no effect on LL at Mine 1. However, 

at Bank 1, OPP has a significant negative relationship with LL. The qualitative findings were 

inconsistent with this finding, as Indigenous employees reported that when OPP regarding 

work or work conditions changed or new ones were introduced (such as the type of work, how 

work was done, their start and finish times, and how performance was evaluated), it affected 

them. For example, in three case studies (Mines 1, 2 and Bank 1), some Indigenous 

trainees/employees reported that they perceived that the OPP were at times biased against them. 

A few felt they were discriminated against compared to their non-Indigenous colleagues, but 

were reluctant to discuss this with their non-Indigenous supervisors for fear of retribution. 

Thus, OPP did contribute to the LL. 

 

These qualitative findings are similar to those of Hunter (2004), who found that potential 

discrimination against Indigenous Australians was more likely in employment practices than 
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in wages, and was more pronounced in the private sector. Tiplady and Barclay (2007) found 

that systemic discrimination was present in the Australian mining industry and was one of the 

main reasons for Indigenous workers leaving the workplace. Similarly, Henry et al. (2004) 

found that institutional racism was high in the Australian healthcare industry, affecting both 

Indigenous patients and workers. These findings support the urgent need to set up an 

institutional framework to identify and eliminate institutional racism and to allow flexible and 

active participation in the labour market (Hunter & Hawke, 2000). 

 

4(e) Is there a relationship between RCA and LL? 

Question 4(e) examines the relationship between Role Conflict and Ambiguity (RCA) and 

Likelihood of leaving (LL). The quantitative analysis indicated that RCA does not have any 

effect on LL at Mine 1. Nevertheless, RCA has a significant negative relationship with LL at 

Bank 1. The qualitative findings supported this and showed, for example, that Banks 1 and 2 

had multiple supervisory systems, with Indigenous employees in retail roles (entry-level roles) 

likely to find themselves reporting to multiple authorities while dealing simultaneously with 

colleagues and customers. However, since they were in entry-level roles, most Indigenous 

trainees/employees reported that their buddies, colleagues and mentors provided the support 

required to mediate the negative effects of RCA and hence it did not increase LL. This 

corresponds with the study by Lankau, Carlson, and Nielson (2006) on mediating influences 

of role stressors, and a study by Daly and Gebremedhin (2013), who found that work-related 

stress among Indigenous trainees/employees in a large bank was abated as they got more 

experience and familiar with their roles.  

 

On the other hand, Mines 1 and 2 had a single supervisory system for Indigenous employees 

in operational roles or routine roles, with highly effective standard operating procedures and 

extensive pastoral, technical and cultural mentoring, which reduced the likelihood of leaving. 

This is consistent with previous studies by Barker and Brereton (2005) and Tiplady and Barclay 

(2007), which concluded that mentoring is the most effective strategy for reducing turnover 

rates among Indigenous trainees and employees.  
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7.5.2 Summary of Model 2 – Employment Experience 

In summary, the combined quantitative and qualitative findings from Mine 1 and Bank 1 

highlight the influence of employer attitude/behaviour on Indigenous employment experience 

as perceived by Indigenous employees via five organisational climate variables: POE, LFS, 

WCF, OPP, and RCA. These relationships are displayed in Figure 7.2 
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Figure 7.2: Model 2 – Employer attitude/behaviour towards Indigenous employees’ 

employment experience. 
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need to be addressed in order to improve Indigenous participation and retention in the 

workforce.  

 

7.6 Conclusion  

This chapter has analysed the findings from the four organisations via a cross-case synthesis. 

The qualitative and quantitative data were converged to understand the phenomenon and to 

answer the research questions and their sub-questions as follows: Research Question 1 

confirmed that the education level among Indigenous employees varied between the two 

sectors (mining and finance/banking). A low level of education and poor literacy and numeracy 

skills were found among Indigenous employees at the mines compared to Indigenous 

trainees/employees at the banks. This emphasised the significance of collaborations between 

all stakeholders to improve adult education in Indigenous communities, so it is learner focused 

with areas and topics that are relevant to the needs and interests of the learners, and that will 

assist them in and out of the workforce. In the workplace, employers should invest in a variety 

of pre-employment training, and literacy and numeracy skills that are tailor-made for 

Indigenous people, and to adopt the labour market progression model as recommended in this 

study (see Figure 8.1 in Chapter 8). Only then can Indigenous employees progress through the 

labour market and not continue to be trapped in lower secondary employment.  

 

Research Question 2 confirmed that the Indigenous employment strategies, programs and 

practices currently provided by the four organisations are not adequate to increase Indigenous 

participation, let alone sustain Indigenous employment, due to systemic racism embedded in 

the employment system, which has become a barrier for Indigenous trainees/employees to enter 

and progress through the labour market. In addition, the ‘silo mentality’ of executive 

management has resulted in patchy commitments by organisations to increase Indigenous 

participation under their corporate social responsibility banner or the auspices of Reconciliation 

Australia or Australian Employment Covenant. Thus, the need to implement the silo 

dismantling model as recommended in this study (see Figure 8.2 in Chapter 8).  

 

Research Question 3 proved that all five organisational climate constructs: professional, 

organisational esprit (POE), leader facilitation and support (LFS), workgroup cooperation and 

friendliness (WCF), organisation policies and practices (OPP), and role conflict and ambiguity 

(RCA) had positive significant relationships with employee training and development (ETD). 
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This reveals that employer attitude/behaviour positively affected Indigenous employees’ skill 

acquisition. In contrast, Research Question 4 partially confirmed that all five organisational 

constructs (POE, LFS ,WCF, OPP, RCA) had negative significant relationships with 

Likelihood of leaving (LL).This indicates that employer attitude/behaviour negatively affected 

Indigenous employees’ employment experience.   
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Chapter 8 – Conclusion  

 

8.1 Introduction 

This chapter provides a summary of the study, including the main purpose and the nature of 

the study. Second, the research findings are summarised. Third, the theoretical and practical 

implications are discussed. Last, recommendations for future research are provided. 

 

The purpose of this study was to investigate employer attitude/ behaviour towards Indigenous 

Australian employees’ skill acquisition and employment experience in the mining and the 

finance/banking sectors. In the current Indigenous employment literature, only a limited number 

of studies have examined demand-side factors, focusing on the demand for Indigenous workers 

and the characteristics of employers, such as how they perceive and treat Indigenous workers. 

This study adds to the emerging body of research with its focus on labour market discrimination 

and labour market segmentation as a result of employer attitude/behaviour, to explain the 

employment disadvantage experienced by many Indigenous Australians. These internal labour 

market theories also formed the theoretical framework that underpin the research.  

 

8.2 Nature of the Study 

The study employed mixed methods consisting of qualitative and quantitative methods to 

understand the phenomenon of Indigenous employment disadvantage in the context of the 

mining and banking organisations. The mixed-method approach included participatory 

observation, in-depth interviews conducted with a total of 29 management and 11 Indigenous 

employees across the four organisations, focus group discussions with 28 Indigenous 

employees, relevant document analysis, and a self-administered questionnaire, which included 

46 items distributed to a random sample of 278 employees.  

 

8.3 Research Findings 

The findings of this study were detailed in Chapters 4, 5 and 6. Chapters 4 and 5 noted the 

qualitative results and Chapter 6, the quantitative results. This section will summarise the 

findings of the study, that is, the qualitative and the quantitative findings.  

 

The findings discussed in Chapters 4 and 5 addressed four propositions out of the six original 

propositions, and six themes out of eight initial themes discussed in the conceptual framework 
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(see Chapter 3). The initial propositions/themes were linked explicitly to the choice of methods 

for exploring employer attitude/behaviour towards Indigenous employees in the data-collection 

phase. After the data-analysis phase, the final conceptual framework that emerged from the 

findings included nine key findings to answer Research Questions 1 and 2. The findings 

discussed in Chapter 6 resulted in five major findings from the proposed models (hypotheses) 

of employer attitude/behaviour to answer Research Questions 3 and 4. Overall, the study had 

14 findings, as discussed below. 

 

In the context of this study’s literature review and theoretical framework, the first key finding 

of this study confirms that systemic racism is embedded in the employment and training 

systems of organisations. This is reflected in the barriers faced by Indigenous trainees and 

employees in entering and progressing through the labour market. Therefore, the negative 

impacts of training and employment experiences of Indigenous employees in the workforce 

lead to their low participation in the labour market. This was demonstrated at Bank 1, where 

although traineeship programs were offered, this did not guarantee employment outcomes. 

Furthermore, at Bank 2, the homogenous workforce did not value or reflect inclusion and 

diversity, indicating lower numbers of Indigenous employees. While Mine 1 had a cycle of 

low-quality participation in employment, Mine 2 had a tremendous increase in Indigenous 

employment up to 2014, and a smaller decline compared to non-Indigenous employees from 

2015 to 2016. 

 

The numerical data provided by the three of the four organisations (Mine 1, Banks 1 and 2), 

highlighted that Indigenous employment was not a priority, which was reflected in the low 

recruitment rates and the high turnover rates of Indigenous employees. This acts as a ‘red flag’, 

indicating that institutional discrimination may exist in these workplaces. This finding is 

significant as it employs detailed empirical evidence to show that the mechanisms that 

reproduce racial inequalities between Indigenous and non-Indigenous groups in some of the 

case-study organisations are institutional and embedded in the employment relations and HR 

systems, policies and practices of these organisations.  

 

Second, the study found a lack of leadership commitment to increase Indigenous participation 

in most units or departments of some organisations. The findings reveal the failure of executive 

management to take Indigenous employment seriously by embedding it as a goal throughout 

the organisation, reflected in the ‘silo approach’ to Indigenous employment. The failure of 
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leadership to consistently prioritise Indigenous participation stems from prejudice, ignorance, 

thoughtlessness and racist stereotyping, which is highly significant, since leadership 

commitment is crucial to the success of Indigenous employment initiatives.  

 

Third, the study also found that pre-employment training is critical for Indigenous people to be 

able to enter into the labour market. All four organisations provided some sort of pre-

employment trainings (e.g., literacy and numeracy, traineeship, work experience) and on-the- 

job training to support Indigenous trainees/employees. However, some of these well-meaning 

initiatives were only ‘window dressing’ by the employer as they did not lead to job outcomes. 

This finding is significant, as it highlights that some organisations are genuine in their support 

for Indigenous participation, while others are engaged in a form of ‘ticking the box’ exercise 

under their corporate social responsibility banner and/or RAPs.  

 

Fourth, the study discovered that the dependent variable Employee Training and Development  

was positively related to the five organisational climate variables Professional and Organisation 

Esprit, Leader Facilitaion and Support, Work-group Cooperation and Friendliness, 

Organisational Policies and Practice, and Role Conflict and Ambiguity for Bank 1. In contrast, 

Employee Training and Development was positively related to only two organisational climate 

constructs, Leader Facilitation and Support, and Work-group Cooperation and Friendliness, at 

Mine 1. This finding is noteworthy as it differs in the two contexts. For Mine 1, Leader 

Facilitation and Support is crucial for Employee Training and Development, together with a 

Work-group Cooperation and Friendly environment, which boosts training participation. 

However, for Bank 1, all the five variables (Professional and Organisation Esprit, Leader 

Facilitation and Support, Work-group Cooperation and Friendliness, Organisational Policies 

and Practice, and Role Conflict and Ambiguity) positively affect Employee Training and 

Development, thus all contribute to increasing training participation. This finding is imperative 

as all five variables represent employer attitude/behaviour, hence when employer 

attitude/behaviour is positive and supportive, the Indigenous employees’ participation in skill 

acquisition increases. 

 

Fifth, the study revealed that the most compelling relationship was between Employee Training 

and Development and the constructs Leader Facilitation and Support, and Work-group 

Cooperation and Friendliness, which confirms the significance of these two variables in the 

context of Indigenous skill acquisition in the two sectors. Thus, the quantitative findings 
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support the qualitative findings that leadership commitment and support is crucial for the 

success of Indigenous initiatives and so is the workgroup environment that enhances self-

confidence as it gives them a sense of cultural security helping them engage in the training(s) 

provided. 

 

Sixth, the study found that most Indigenous workers were locked into menial tasks such as 

labouring, simple operational roles in the mines, and customer service roles in the banks, 

though it may be the case that the low level of education among Indigenous employees has 

wedged them into the lower secondary segment of the labour market. However, the findings 

also indicate that employers provided Indigenous employees with limited provision of 

multiskilling, job enlargement, job enrichment or career development, which limited their 

access to the primary segment. This finding is imperative as it indicates the reason for the lack 

of progression of Indigenous employees in the labour market.  

 

Seventh, the study revealed that the two dependent variables were negatively related to each 

other, that is, Employee Training and Development was negatively related to Likelihood of 

Leaving, which suggests that skill acquisition is important to Indigenous employment 

experience. Hence, the lack of pre-employment training, multiskilling, traineeship and career 

development will lead to high turnover. This finding highlights the importance of training and 

development among Indigenous employees, not only as an entry to employment, but as a 

‘vehicle’ to transit them from the lower secondary segment of the labour market to the primary 

segment.  

 

Eigth, the study exposed the lack of Indigenous voice in employment matters that affect them, 

such as their training, work structures and conditions. All four organisations designed their 

overall Employment Relations/Human Resource policies and practices for the majority without 

considering the minority group differences reflected in the lack of Indigenous voice with 

respect to their work conditions, work structures and training content, resulting in 

organisational and personal goal mismatch. Indigenous employees felt that the leaders were at 

times biased and were not listening to their petitions. This finding is significant as it indicates 

that employer discrimination exists.  

 

Ninth, the findings point out that Reconciliation Action Plans and the  Employment Covenants 

were ineffective in generating Indigenous employment, as targets were not met. This finding 
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is crucial because it indicates that Reconciliation Australia and the Australian Emplyment 

Covenant need to review their roles and agreement/covenants with the corporate sector, as they 

are clearly not working for Indigenous people.  

     

Tenth, the study reveals that the mainstream methods of recruitment and selection were not 

suitable for Indigenous people in remote and regional areas due to low literacy and numeracy 

levels, lack of work experience, lack of access to information about job opportunities, and poor 

understanding of the job search processes, all of which are not easily available to Indigenous 

people in these areas. Mine 1, for example, designed recruitment strategies specifically for 

Indigenous employees and had more involvement of the Indigenous employees in the 

recruitment and selection process. Mine 2 and Bank 2 adopted a semi-tailored method of 

recruitment and selection with some involvement of Indigenous employees or representatives 

in the process. Only Bank 2 had no involvement of Indigenous employees in the recruitment 

and selection process as the strategy was mainstream. This finding is significant because it 

highlights that ‘one size does not fit all’ and that the recruitment and selection methods for 

Indigenous people in remote and regional areas are vastly different from those in the urban 

areas.  

 

Eleventh, the study found that employers were reluctant to invest in training local Indigenous 

people, whom they assume do not have job-ready skills and/or will not remain with the 

organisation. It is for this reason that some organisations actively conduct ‘poaching’ of 

Indigenous people already in the workforce in order to meet their Indigenous employment 

quotas. For example, Mine 1 and Mine 2 were reluctant to provide traineeship to some local 

Indigenous people as they were not job ready. Rather than grow the trainee pool with locals, 

these organisations tend to recruit from interstate, which reflects racist stereotyping 

attitudes/behaviours embedded in the employment policies and practices that needs to be 

reviewed. This finding is significant because it is one of the reasons why employment quotas 

are still not achieved in these organisations. 

 

Twelfth, the study also found that the Indigenous workforce continued to decline in some 

organisations, while it remained static in others due to recruitment and training strategies not 

keeping pace with turnover data. Overall, the retention policies and practices were not 

sufficient to retain Indigenous employees in the workforce, and the Human Resource data were 

not linked or utilised to develop new or improved strategies that could increase participation. 
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This finding is significant as it indicates the lack of record-keeping and analysis of Indigenous 

employment data, which stems from a lack of concern and thoughtless attitude/behaviour of 

employers regarding Indigenous participation.  

 

Thirteenth, the study found that the demographic variable ethnicity was negatively related to 

the dependent variable Likelihood of Leaving, which confirms that the lack of Indigeneity in 

an organisation was a contributing factor to high turnover among Indigenous employees at both 

Mine 1 and Bank 1. Most Indigenous employees prefer working with fellow Indigenous people, 

as the ‘psychological safety net’ provides cultural security and enhances self-confidence. This 

finding is interesting as Indigenous trainees/employees in both the remote and urban areas seem 

to have similar preferences, that is, the need to have cultural security via having fellow 

Indigenous co-workers around them, which enhances self-confidence. Overall, the quantitative 

findings confirm that employer attitude/behaviour is positively related to skill acquisition of 

Indigenous employees but negatively related to Likelihood of Leaving, which supports the 

qualitative findings.     

 

Finally, the study discovered that the dependent variable Likelihood of Leaving was negatively 

related to the five organisational climate variables Professional and Organisation Esprit, Leader 

Facilitation and Support, Work-group Cooperation and Friendliness, Organisational Policies 

and Practice, and Role Conflict and Ambiguity for Bank 1. In contrast, Likelihood of Leaving 

had no effect on all five-organisational climate constructs at Mine 1. This finding is noteworthy 

as it differs again in the two contexts. For Bank 1, all five variables (Professional and 

Organisation Esprit, Leader Facilitation and Support, Work-group Cooperation and 

Friendliness, Organisational Policies and Practice, and Role Conflict and Ambiguity) 

negatively affected Likelihood of Leaving; thus, when each of these variables increased, the 

likelihood of leaving decreased. This finding is imperative as all five variables represent 

employer attitude/behaviour, hence when employer attitude/behaviour is positive and 

supportive, the Likelihood of Leaving for Indigenous employees decreases. 

 

The most compelling relationship was between Likelihood of Leaving and the independent 

variable Role Conflict and Ambiguity. This is a unique finding and only applies to Bank 1, as 

all employees (Indigenous and non-Indigenous) were required to mediate the negative effects 

of Role Conflict and Ambiguity. Hence, work-related stress abated as they gained more 
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experience and became familiar with their roles and the requirements of those roles and did not 

result in Likelihood of Leaving.  

 

8.4 Research Limitations 

The study has several limitations. First, there were certain limitations to data collection in the 

four organisations studied due to the nature of the mines and the banks, coupled with internal 

organisational factors. For example, the focus group discussion was possible only in one mine 

and one bank and the questionnaire survey was distributed to the same two organisations (Mine 

1 and Bank 1). Therefore, future research would benefit from uniformity in all five methods 

when conducting case study research. Second, the focus group participants spoke out more in 

the bank case study located in the urban areas relative to the mine in rural and remote areas. 

This was probably due to the researcher not being able to speak the local language in the mining 

case, which could have encouraged more Indigenous voice especially for those that had 

difficulty expressing themselves in the English language as English was their second or third 

language. The focus group is meant to provide respondents with a safe environment where they 

can articulate their experiences, opinions and beliefs in the company of people who share 

similar language, experiences and hold similar beliefs (Liamputong, 2011). Not all of these 

requirements could be met in the current study, a limitation which must be acknowledged.  

 

Third, some Indigenous participants may have played it safe in the focus group(s) in the mining 

case study and did not share much but just nodded in agreement with dominant speakers of 

each group. This would be consistent with  Indigenous standpoint theory, which would predict 

that  the researcher was perceived with cautioun as an ‘outsider’ who did not speak the local or 

native language (Watkins-Mathys,2006; Thomas, 2008). Fourth, I was not able to interview 

potential employees of Mine 1 because my meeting with them took place in two separate 

recruitment sessions in the communities of Angurugu and Umbakumba, where I was invited to 

be there as an observer of the recruitment/selection process by the management of Mine 1. As 

for Mine 2,  I had no interaction with the potential employees in the communities of Ngarluma, 

Yindjibarndi, Banjima, Yinhawangka, Nyiyaparli and Jurruru as I had to get permission either 

from the management of Mine 2 and/or the elders of those communities, which was not feasible 

given the major restructuring that was happening in Mine 2 and the time I had  to complete the 

case study in Pilbara. For both banks it was difficult trying to interview Indigenous potential 

employees as the banks were not forthcoming with any contact information.   
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Fifth, the size of the sample (n = 62) at Mine 1, limited the statistical power, which might have 

impeded the study’s capacity to detect more significant outcomes in that mine. Hence, a higher 

sample size for Mine 1 would be needed to verify whether the outcome would be the same or 

different to that of Bank 1 with a larger sample size (n = 216). Finally, the cross-sectional 

nature of the quantitative data and the difference in sample sizes made causal inferences 

difficult to draw. Therefore, future researchers may want to investigate the causal inferences 

by controlling demographic variables such as age or gender. Despite these limitations, I have 

been able to conduct a robust study that generates important and new knowledge, which 

contributes to the theory and to practical knowledge regarding what is needed to promote 

Indigenous employment.  

 

8.5 Theoretical and Practical Contributions 

The study offers several theoretical and practical contributions to the literature on Indigenous 

employment. This section will summarise the contributions of the study in two categories, that 

is, the theoretical and the practical contributions.   

 

8.5.1 Theoretical contributions 

First, the study contributes to Arrow (1972) and Phelps’s (1972) statistical discrimination 

theory, which is based on group characteristics or generalisation of abilities and human capital 

investment to assess performance or productivity of minority workers. Assessment based on 

group identities or group generalisations could be misleading to particular members of the 

Indigenous group as traditional indicators of ability are less informative when applied to certain 

minority groups. Therefore, rational employers should place less reliance on these 

generalisations when deciding to employ or pay minority members, as group identities convey 

very little. This study also extends Cornell (1995) and Cornell and Welch’s (1996) work on 

group generalisations of employers that occlude information about individual group members, 

as employers cannot differentiate between the high- and low-achievers from the same cultural 

group in an unfamiliar population when they base their decisions on group identities. The study 

demonstrates that both Mine 1 and Mine 2 had reservations regarding employing and/or 

training local Indigenous people, as their objections were based on group characteristics such 

as lack of job readiness, unreliability, laziness and no motivation to work. Therefore, a limited 

number of local Indigenous were trained and recruited, resulting in the non-achievement of 

targets in the land-use agreements between the traditional landowners and the two mines.   
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Second, the study extends the work of Arcidiacono (2003), Betrand and Mullainathan (2004), 

and Booth et al. (2012) of how statistical discrimination could occur at an earlier stage in the 

job process through job advertisements, application processes, or pre-employment training. 

The study reveals that Indigenous trainees/employees had provided pre-employment training 

such as traineeship and work experience; however, at Bank 1 there was no guarantee of work 

available at the completion of these training(s) while Bank 2 abandoned most traineeship 

initiatives initially provided to Indigenous students as leaders were not ready to support them. 

Despite the annual promotion of these traineeship programs to Indigenous people, the number 

of annual intakes continues to decline rapidly. Therefore, organisations that practise statistical 

discrimination decrease the chances of a minority person finding jobs, as they are discouraged 

from applying for future jobs, leading them to under-invest in education, traineeship, and work 

skills. In addition, making an effort is perceived as a waste of time as they are bound to be 

overlooked by employers who negatively stereotype them as unreliable, lazy, not motivated to 

work and less productive, and hence generating a self-fulfilling prophecy.  

  

Third, the study extends the work of Coate and Loury (1993) and Sammartino et al. (2003) of 

how minority workers were negatively stereotyped as unreliable and less productive and 

therefore assigned low status jobs with low expected returns. The study reveals that Indigenous 

trainees/employees were placed in peripheral departments with low expected returns. For 

example, RMS department at Mine 1 and retail department at Bank 1 and 2. 

 

Fourth, this study empirically contributes to Becker’s (1957) seminal work that taste-based 

discrimination theory is a personal prejudice against others who are not associated with a 

particular group. For example, white non-Indigenous employers prefer white non-Indigenous 

workers in the labour market; hence the demand for white workers (majority group) is greater 

than for Indigenous workers. This study also extends Milgrom and Oster’s (1987) work, which 

postulated that employers not only had a low demand for minority workers but also assigned 

less responsible positions of lower status to them, while majority workers were assigned higher 

status and positions that were more responsible. The study demonstrates that the all-Indigenous 

work crews at Mine 1 were assigned less responsible positions than the less experienced ‘white’ 

non-Indigenous co-workers who were their mentors. At times, the high achievers among the 

Indigenous crews at Mine 1 were overlooked for promotion even though they had acted in 

those positions, and this, coupled with a lack of opportunities for job enlargement or job 
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enrichment, led them to feel ineffectual, especially when positions or opportunities were 

awarded to less experienced white personnel.  

 

Fifth, this study also empirically contributes to Becker’s (1971, 2010) proposal that both 

employers and employees have a taste for discrimination in that they are willing to earn lower 

profits or receive lower wages to maintain segregation in the workplace. The study extends 

Posner’s (1998) work in that both employers and employees prefer their own race or group and 

hence are willing to pay a price to indulge their taste for discrimination. The study shows that 

Mine 1 had all-Indigenous work groups in two peripheral sections of the mine who maintained 

their segregation as they preferred to work with fellow Indigenous co-workers because it 

provided a psychological safety net for all participants. The workplace environments for these 

all-Indigenous workgroups were cooperative and friendly in nature, and some members who 

had been reassigned to mainstream departments were willing to relinquish higher wages to 

return to these groups. 

 

Sixth, the study contributes to Doeringer and Piore’s (1971) segmented labour market theory, 

which suggests that the labour market is divided into two segments, the primary and secondary 

segments. The study demonstrates that the Indigenous workforce in all four organisations was 

largely in the secondary segment of the labour market, which is characterised with low 

education levels, semiskilled jobs, low job security, low wages, poor working conditions, and 

strong demands to be flexible. Specifically, the study adapts Atkinson’s (1984) flexible firm 

model on labour market segmentation, where the labour market is divided into two types of 

employment: the core group (primary segment) and the first peripheral group, and the second 

peripheral group (secondary segment). This study provides an adaptation to Atkinson’s (1984) 

work via the progression phases between the segments that will dismantle labour market 

segmentation as a mechanism that (re)produces inequalities in the labour market. The transition 

from one segment to another is shown in three stages via training and development and 

promoting both numerical and functional flexibilities in all segments, as shown in Figure 8.1. 

Various studies have highlighted the characteristics of each of the two segments (primary and 

secondary), coupled with emphasis on the relationship between the first peripheral group 

(upper secondary segment) and the core group (primary segment), which are governed by the 

administrative units (management and trade unions). However, this study is theoretically 

important as it is the first to provide a progression model through the segments of the labour 

market in an Indigenous training and employment context.  
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Figure 8.1: Indigenous labour market progression model.  

 

Seventh, the study contributes to Carmichael and Hamilton’s (1967) institutional 

discrimination (racism) theory, which identified intentional racial prejudice as the fundamental 

motivational factor of institutional racism originating with those in power and passed on to 

unsuspecting personnel to carry out. Specifically, the study extends Steinberg’s (2007) theory 

that institutional discrimination is embedded in institutions and propagated through routine 

institutional practices that are unsuspecting to administrators. The study also extends Knowles 

and Prewitt’s (1969) work that institutional discrimination covertly persists through the 

collective actions of the organisation, even if the intentions are good.  

 

Several studies have highlighted the existence of institutional discrimination in Australian 

institutions and its significance as one of the greatest barriers to improving Indigenous 

participation in the Australian labour market. However, within the institutional literature, many 

theoretical generalisations have been inferred from descriptive data, which often lack direct 

empirical evidence to reveal the established actions, practices and processes and never pinpoint 

the mechanisms that (re)produce racial inequalities (Henricks, 2016). This empirical study 
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employment policies and practices, and organisational culture of the four organisations studied. 

The study reveals another mechanism that (re)produces racial inequalities in the workplace, 

that is, a ‘silo approach’ to Indigenous employment that is adopted by some case study 

organisations. Researchers suggest that institutional racism is unlikely to be rooted out unless 

it is fully exposed to public scrutiny, and remedies need to include changes to policies and 

practices that might reduce future incidences of discrimination. Therefore, this study is 

theoretically imperative as it is the first to provide a ‘dismantling of the silo approach’ model 

in an Indigenous employment context that includes changes to policies and practices, as shown 

in Figure 8.2.  

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 8.2: Dismantling the ‘silo approach’ model. 
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avenues for future empirical research in the field. The next section will discuss the practical 

implications of the study.  

 

8.5.2 Practical contribution 

The benefit of this study for practitioners is that it shows concrete examples of failures in the 

application of sound employment relations and HR principles that would otherwise allow for 

much greater labour market participation and potential career development for Indigenous 

employees. This includes but is not limited to the following. 

 

The study demonstrated that the mainstream methods of recruitment and selection were not 

suitable for Indigenous people in remote and regional areas as mainstream practices were 

largely fashioned for non-Indigenous urban dwellers who have work experience, access to 

information about job opportunities, and understanding of the job search processes, all of which 

are not easily available to Indigenous people in these areas. Therefore, the study provides a 

practical contribution to tailor-make recruitment and selection strategies to suit Indigenous 

people in the remote and regional areas, as shown by Mine 1, especially when most local 

Indigenous people are not adequately qualified according to ‘mainstream measures’ (i.e., low 

literacy and numeracy levels and/or low education levels).  

 

Following on, the study confirmed the importance of organisations providing various training 

and development strategies to Indigenous people. This includes pre-employment training, on-

the-job training and career development that assist Indigenous employees in the workforce. 

Hence, the study underlines the need and provides a practical contribution to support 

Indigenous trainees/employees via ongoing literacy and numeracy training, traineeships, job 

enlargement, multiskilling, job enrichment and career development, as such strategies provide 

a launchpad for Indigenous employees to progress through the labour market, as illustrated in 

the proposed model in Figure 8.1.  

 

Next, the study established that Indigenous employment policies and programs need to be 

integrated into the HR strategy of organisations to increase Indigenous participation in the 

labour market. Hence, the study underlines the need and provides a practical contribution to 

the dismantling of the ‘silo approach’ to Indigenous employment as currently practised by 

many organisations. The integration of Indigenous employment into the HR strategy would 
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lead to the overall increase of Indigenous participation in the organisation and achievement of 

Indigenous employment targets/quotas illustrated in Figure 8.2.  

 

Furthermore, the study demonstrated that the mainstream retention strategies were not suitable 

as the Indigenous workforce in most of the organisations studied continued to have a high 

turnover rate. Therefore, the study provides a practical contribution to link and monitor HR 

data in recruitment, training and turnover to review strategies and practices designed to 

promote Indigenous employment. 

 

8.6 Recommendations 

The study recommends strategies for employers, trade unions and policy makers to ultimately 

review their employment relations and HR systems and practices surrounding Indigenous 

employment. 

 

First, the study recommends integrating Indigenous employment into the HR strategy of the 

organisation rather than allowing it to be subsumed under the ‘community’ or philanthropic 

initiatives and/or under one peripheral department. Including Indigenous employment into the 

HR strategy of the organisation will compel all departments of the organisation to include 

Indigenous participation, leading to the accomplishment of targets and quotas stipulated in 

organisational RAPs and Indigenous employment policy documents. Thus, dismantling the 

‘silo approach’ currently used by most organisation is significant to increasing Indigenous 

participation, as shown in Figure 8.2.  

 

Second, the study proposes the usage of the new labour market segmentation progression 

model to provide training and development opportunities, as stipulated in Figure 8.1, for 

Indigenous employees. The study recommends that organisations in remote and regional areas 

should invest in a variety of pre-employment training, and literacy and numeracy skills that are 

tailor-made for Indigenous people, and to adopt a training framework for Indigenous 

employees using the labour market progression model in order for Indigenous employees to 

enter and progress through the labour market and not be marginalised in low- and semiskilled 

jobs, low education levels, and long-term, low-wage, precarious employment with little 

opportunity to move up the job ladder (Atkinson, 1984). It will also guide management in 
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providing Indigenous people with employment, training, and career development opportunities 

despite their low education levels.  

 

Third, the study recommends that both primary and secondary labour market segments should 

be governed by formal and informal rules set by employers and trade unions or workers’ 

advocates. Fourth, the Indigenous voice needs to be heard, and the perception of Indigenous 

employees regarding their work characteristics, work conditions, leadership support, and 

training and development opportunities provided by the organisation(s) should be considered 

and implemented to sustain Indigenous employees in the workforce. 

 

Fifth, the study proposes that HR administrators and/or training providers ensure that 

Indigenous trainees sign individual contracts with the organisation at the beginning of their 

traineeship so that employment outcomes are guaranteed at the completion of their traineeship.  

 

Sixth, the study proposes that recruitment/selection and retention policies and practices be 

reviewed to accommodate and sustain Indigenous people in remote and regional areas. HR 

administrators need to create flexible or tailor-made recruitment/selection and retention 

policies and practices that will attract and sustain Indigenous candidates, especially in the 

remote and regional organisations, and promote a more diverse and inclusive workforce.  

 

Finally, organisations need to constantly monitor their recruitment, training and turnover data, 

and use this information to continue to invest in required skill training to be able to increase 

and sustain Indigenous participation. In addition, this study underlines the need to review the 

recruitment and training data to keep pace with attrition, changes to major expansion projects, 

and technology change. 

 

8.7 Future Research 

First, there is the potential for the practical implications documented in this study to be 

transferred to other contexts such as public-sector organisations, First Peoples or native 

(Indigenous) people of other nations in an Indigenous employment context, and other minority 

groups. Further research is necessary to define the relevance and usefulness of these practical 

implications across these other contexts. Second, the constructs used in the hypothesis, such as 

POE, LFS, WCF, OPP, RCA, ETD and LL, have proved useful in investigating the perception 
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of employees of their work characteristics, work conditions, leadership support, and training 

and development opportunities provided by the organisation(s). Hence, further research is also 

required to test these constructs in other contexts. Third, this study has proposed a new labour 

market progression model, which is an adaptation to Atkinson’s (1984) labour segmentation 

theory, that future researchers can use to test in other contexts in order to close gaps in 

employment of Indigneous people and other marginalised or minority groups. Fourth, this 

study has also proposed  a new ‘dismantling of silo approach’ model, which is an extension to 

Steinberg’s (2007) work and Knowles and Prewitt’s (1969) work on institutional 

discrimination (racism) theory, that future researchers can use to test in other contexts to 

increase participation in the labour market of other marginalised and minority groups. Finally, 

to examine employer intentions in training and employment programs in different contexts, 

future research needs to be conducted using a mixed-method design for the analysis to be 

comprehensive and to be of maximum use to various stakeholders. 
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Appendices 

 

Appendix A: Information Sheet 

 

 

 

Impact of Employer Attitude/Behaviour on Indigenous Australian 

Employees’ Employment Experience & Skill Acquisition in the Mining and 

Finance/Banking Sector. 

 

INFORMATION SHEET 

 

Why is the research being conducted? 

The purpose of the research is to systematically investigate the impact of employer 

attitude/behaviour on indigenous employment and skill acquisition with a focus on your 

organisation’s relevant policies, programs and practices. To reach this understanding, we will 

conduct: a) one to one interview session with management representatives and Human 

Resource staff; b) view your Indigenous Recruitment/Selection, Training and Development, 

and Retention policies, programs & records over the last 3 years (i.e. 2012–2015); c) view your 

Reconciliation Action Plans over the same period. As the researcher, I alone will have access 

to the data since the research is part of my PhD thesis. 

 

What you will be asked to do 

All you need to do is a) to participate in a one to one interview session with the researcher, 

which should take approximately 60 minutes. The questions will be related to Indigenous 

employee’s employment experience and skill acquisition in your organisation; b) give access 

of relevant policy/program documents to the researcher to view, scan & analyse; c) give your 

permission in having your interview audio recorded.  

 

The basis by which participants will be selected or screened 

Interview: 10+ Management/Supervisors and Human Resource staff randomly selected from a 
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Staff list obtained from the Human Resource Department of participating organizations. 

 

 

The expected benefits of the research 

There may not be any direct benefits to you personally from participating in this research. 

However, a report of the overall findings and results of the research will be made available to 

the Executive Management team via report and email. 

 

Risks to you 

There are no foreseeable risks associated with participation in this research. 

 

Your confidentiality 

All data collected are completely confidential and no information on your individual responses will 

be given to your employer. Note that all data on individuals obtained from interview responses 

and records are de-identified before it is used in the feedback provided to participating 

organization in report forms. The information provided by you will only be used for the purpose 

of this research project and as required by Griffith University, all research data (interview 

responses and analysis) will be retained in a locked cabinet and /or a password protected 

electronic file at Griffith University for a period of five years before being destroyed. 

 

Your participation is voluntary 

Participation is voluntary, and you can withdraw at any time. If you withdraw from this 

research your data will not be used in the project.  

 

The ethical conduct of this research 

Griffith University conducts research in accordance with the National Statement on Ethical 

Conduct in Human Research. If potential participants have any concerns or complaints about the 

ethical conduct of the research project they should contact the Manager, Research Ethics on 3735 

4375 or research-ethics@griffith.edu.au. 

 

Feedback to you 

There will be no reporting back of the potential participant’s own results but there will be a report 

mailto:research-ethics@griffith.edu.au
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on the overall findings and results of the research presented to the Executive Management of your 

organisation via email and/or workshop. 

 

Privacy Statement 

The conduct of this research involves the collection, access and/or use of your identified 

personal information. The information collected is confidential and will not be disclosed to 

third parties without your consent, except to meet government, legal or other regulatory 

authority requirements. A de-identified copy of this data may be used for other research 

purposes. However, your anonymity will at all times be safeguarded. For further information 

consult the University’s Privacy Plan at www.gu.edu.au/ua/aa/vc/pp or telephone (07) 3735 

4375. 
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IMPACT OF EMPLOYER ATTITUDE/BEHAVIOUR ON 

INDIGENOUS EMPLOYMENT EXPERIENCE & SKILL 

ACQUISITION  

 

CONSENT FORM 

 

By signing below, I confirm that I have read and understood the information package and 

in particular have noted that: 

 

• I understand that my involvement in this research will include participating in an 

interview which will be audio recorded. 

 

•  I understand that my involvement in this research will also include giving access to 

the researcher to view relevant employment policies and programs. 

 

• I will have any questions answered to my satisfaction; 

 

• I understand that there are no foreseeable risks associated with participation in this 

research. 

 

• I understand that there will be no direct benefit to me from my participation in this 

research. 

 

• I understand that my participation in this research is voluntary; 

 

• I understand that if I have any additional questions, I can contact the research team; 

 

• I understand that I am free to withdraw at any time, without comment or penalty; 

 

• I understand that I can contact the Manager, Research Ethics, at Griffith University 

Human Research Ethics Committee on 3735 4375 (or research-

mailto:research-ethics@griffith.edu.au
mailto:research-ethics@griffith.edu.au
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ethics@griffith.edu.au) if I have any concerns about the ethical conduct of the 

project; and 

 

• I agree to participate in the project. 

 

Name 
 

 

Signature 
 

 

Date 
 

 

 

  

mailto:research-ethics@griffith.edu.au
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Appendix B: Questionnaire 

 

 

SURVEY:    Employee Perception of work, work conditions, training, 

leadership support and the organisation.  

 

Your perception of leadership support and your work environment indicates the type of 

‘Climate’ in your Organisation. This ‘Climate’ can further influence your employment 

experience in a positive or negative way as employees have different perceptions. 

 

We would like to understand the relationship between your perceptions of work, 

leadership support/work environment and your employment experience in this 

Organisation.  

 

To reach this understanding, we have developed the questionnaire that follows: 

 

• This questionnaire is divided into 2 parts.  

 

• After providing basic information about yourself and your part in the organization, the 

next section asks you to rate certain aspects of the organisation’s working 

atmosphere. Please be frank and outspoken with your answers. 

 

• Participation is voluntary and completely confidential. The Organisation will not have 

access to the surveys. Individual surveys will not be studied as this research is based 

on aggregated information.  
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PART 1 

 

Please tick one box only for each question OR write your answer in the space provided 

 

 

1. Gender      6. Average hours usually worked per week: 

Male  ❑ Female ❑              <10   ❑ 

11-20   ❑  

2. Ethnicity      21- 30   ❑ 

Indigenous (Aboriginal & Torres Strait Islanders)  ❑  31-36   ❑ 

Non-Indigenous                ❑          >36   ❑ 

         

3.   Age      7. What Area or Department do you work in? 

15 - 20        ❑    41-50 ❑   

21-30          ❑     > 50 ❑  

31-40          ❑           ………………………………………………. 

 

4.  Education –Highest level completed:  8. Total length of service with the Company 

   < High School – Year 10  ❑ 

 High School – Year 10  ❑   < 6 months  ❑    

      High School – Year 12  ❑    6 to 12 months   ❑        

      Non School - Certificates ❑   1 - 3years  ❑            

Apprenticeship/Trade Certificate ❑   3 - 5 years  ❑ 

 Diploma   ❑   5 - 10years  ❑ 

 Degree     ❑   >10 years  ❑   

     Post Graduate       ❑   

                      9. Are you currently undertaking training? 

 

  5:  Is your position?       Yes ❑   No ❑ 

 Full time   ❑              

Part time                                  ❑           10.How likely are you to leave the organisation   

Casual     ❑             within the next twelve months?  
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Contract    ❑             Please circle one answer only. 

Trainee/Apprentice  ❑         1           2              3  4       5     

             

   

            Extremely       Unlikely         Not Sure      Likely        Extremely 

              unlikely                                                                    likely                  
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PART 2 

Please circle one answer only for each question using the Likert Scale shown below 

 

 1                                        2                                  3                                    4                                5 

 

 

Strongly                         Disagree                 Unsure                            Agree              Strongly 
disagree                                   agree 
 

1. The organisation’s policies are appropriate to all staff members   1 2 3 4 5 

 

2. You are given advance information about changes (policies, procedures) 1 2 3 4 5

 which might affect you 

 

3. Management helps you to be aware of your work rights and relevant work 1 2 3 4 5  

 

4. A spirit of cooperation and acceptance exists in your workplace.  1 2 3 4 5 

 

5. Dealing with other people in your organisation is easy   1 2 3 4 5 

 

6. The friendly atmosphere in your workplace cause you to want to stay  1 2 3 4 5 

on with the organisation  

 

7. Your supervisor is friendly and easy to approach.    1 2 3 4 5 

 

8. Your supervisor sets an example by working hard himself or herself.  1 2 3 4 5 

 

9. Your supervisor encourages you to voice your opinions & ideas  1 2 3 4 5 

 

10. Opportunities for skill training are available in your job.   1 2 3 4 5 

 

11. You received ‘on the job training’ you need.    1 2 3 4 5 

 

12. You are provided with a mentor in your workplace.   1 2 3 4 5 

 

13. Your Supervisor trusts you to do your work without constantly checking  1 2 3 4              5 

on you 
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PART 2 continued… 

     

Please circle one answer only for each question using the Likert Scale shown below 

 

 1                                        2                                  3                                    4                                5 

 

 

Strongly                         Disagree                 Unsure                            Agree              Strongly 
disagree                                    agree 

 
14.  Your supervisor encourages team work     1 2 3 4 5 

 

15 You feel you are part of the team     1 2 3 4 5 

 

16. Role conflicts are handled appropriately    1 2 3 4 5 

 

17. There is role conflict and ambiguity in your work.    1 2 3 4 5 

 

18. You feel as though you are being watched or you will slack off  1 2 3 4 5 

 

19. Supervisors generally know about ‘workplace bullying’ & discrimination   

 that is going on in the workplace.     1 2 3 4 5 

  

20. Everything in your workplace is checked, individual judgment is not  1 2 3 4 5

 trusted. 

 

21. Too many rules and regulations interfere with how well you are able  1 2 3 4 5 

 to do your job.  

 

22. You have opportunities to be promoted in this organisation.   1 2 3 4 5 

 

23.  Your training is relevant to your work and improves your performance. 1 2 3 4 5 

 

24. The training provided is effective as you are able to transfer the learning 1 2 3 4            5 

  & new skills to your work. 

  

25. Members of your work group trust each other.    1 2 3 4 5 

 

26.  Workers generally trust their supervisors.    1 2 3 4 5  
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PART 2 continued… 

     

Please circle one answer only for each question using the Likert Scale shown 

below 

 

 1                                        2                                  3                                    4                                5 

 

 

Strongly                         Disagree                 Unsure                            Agree              Strongly 
disagree                                    agree 

 
 

27. The workload in your group is evenly and fairly distributed.   1 2 3 4 5 

 

28 Managers are well informed about the needs and problems of employees. 1 2 3 4 5 

 

29. Discipline in this organisation is maintained consistently.   1 2 3 4 5 

 

30. Office ‘politics’ count in getting a promotion.    1 2 3 4 5 

  

31. Events in this organisation seem to happen conflicting rules & regulations 1 2 3 4 5 

 

32.   There are many unwritten rules concerning how you are expected to  1 2 3 4 5 

interact with your colleagues. 

 

33.  Low morale due to close monitoring & checking of personnel & resources  1 2 3 4 5 

  is a common problem in your department/unit. 

   

34. The organisation has a good image/reputation to outsiders as it supports 1 2 3 4 5 

 Indigenous employment 

 

35. Under normal circumstances, I would recommend this organisation to a 1 2 3 4 5 

 potential worker. 

  

36.  My employment experience has been positive in this Organisation.  1 2 3 4 5 
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Comments:   
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Appendix C: GEMCO’s Interview Guideline – Indigenous Recruitment 
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Appendix D: GEMCO’s literacy and numeracy classes 

 

 

Indigenous employees undertaking a Literacy exercise during the Literacy & Numeracy 

class. 

 

 

Indigenous employees during a numeracy exercise with their trainers 
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Appendix E: GEMCO’s Leaders Cultural Awareness Camp Objectives 
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Appendix F: GEMCO’s Leaders Cultural Awareness Camp Activities 

 

 

Non-Indigenous leaders being taught by Indigenous employees the skills of spear making 

 

Spear making: Indigenous employees teaching spear making skills to their non-indigenous leaders 
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Food Preparation: Making damper doughs by both Indigenous and non-Indigenous female employees. 

 

 

 

 

Unearthing the baked dampers (Indigenous bread) from the ashes ready for breakfast. 
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Appendix G: GEMCO’s Values 
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Appendix H: Rio Tinto Iron Ore – Indigenous Employment Strategy 
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Appendix I: ANZ Bank Indigenous Action Plan 2011–2014 

 

 
 
 



 322 

 
 
 



 323 

 
  



 324 

Appendix J: ANZ Indigenous Employment Strategy 

 

Indigenous Employment at ANZ  
The Indigenous employment program makes good business sense for ANZ. Investing in 
training and supporting the community gives ANZ access to talented employees now and 
into the future. This program will enable ANZ to establish a team that is representative of 
the communities in which we live, work and operates.  
ANZ’s Indigenous Employment Commitments  
ANZ’s Reconciliation Action Plan (RAP), launched in April 2007, outlines the specific steps 
ANZ will take to help improve the wellbeing of Indigenous Australians, including 
commitments to increasing employment opportunities for Indigenous Australians.  
ANZ’s Indigenous Employment Targets include:  
- Recruitment of 300 trainees over three years with at least 33% being offered full-time 
positions (based on merit) at the conclusion of the traineeship  
- 3% of Regional & Rural staff from Indigenous backgrounds by December 2011  
- Promotion of at least 20 Indigenous employees on merit to management positions by 
December 2014  
To achieve these targets ANZ has established the ANZ Indigenous Employment and 
Training Team which is dedicated to achieving these outcomes.  
Career Development  
Dedicated Career Development Managers have been assigned to the ANZ Indigenous 
Employment and Training Team to help Indigenous employees and trainees manage their 
career progression and develop their skills through training and study.  
Indigenous Network  
ANZ is establishing a collaborative network to support Indigenous employees and trainees 
and improve the Indigenous cultural awareness of all ANZ employees.  
Employment Opportunities  
Direct Employment 
Information on current opportunities is available on the ANZ Careers website at 
www.anz.com/careers. You can apply for positions and submit your resume via the ANZ 
Careers website.  
ANZ is also working with recruitment agencies to place Indigenous people in permanent 
positions with ANZ.  
Graduate Programs  
ANZ’s Graduate Program aims to attract, develop and retain talented individuals who want 
to embark on a challenging career within the banking and finance industry. ANZ also offers 
a Summer Vacation Program and an Industry Based Learning Program.  
ANZ will be working with universities and media to promote ANZ’s Graduate Program to 
more Indigenous students and increase the numbers of Indigenous participants.  
Interested in applying for the ANZ Graduate Program?  
Application information for the ANZ Graduate Program is available at 
www.anzgraduates.com.au.  
Traineeships  
Since May 2003 ANZ, with the help of workplace providers, has recruited over 150 trainees 
in ANZ branches through Full Time Traineeship and School Based Traineeship programs.  
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ANZ will recruit at least 100 participants in the School Based and Full-Time Traineeship 
Programs each year until 2009 and, together with workplace providers, extend the program 
to further regional and metropolitan areas across Australia.  
There are currently over 110 trainees working in ANZ branches in New South Wales, 
Northern Queensland, Northern Territory and Western Australia.  
The program will be extended to South Australia and Southern Queensland in 2008 and to 
Victoria and Tasmania in 2009.  
School Based Traineeships overview  
• Year 11 & 12 students work for at least 800 hours over a period of 2 years (minimum hours 
may vary per State).  
• Students study and complete a Certificate II qualification in Business or Financial Services 
and their year 12 high school qualification (or equivalent).  
• School Based Trainees are employed by a workplace provider and ‘hosted’ by ANZ.  
• Mentorship is the vital ingredient provided by the workplace provider.  
• National federal apprenticeship award based payments apply  
• Year 12 School Based Trainees with a genuine interest in a career in finance/banking can 
be ‘fast-tracked’ into the 2nd year of the Full-Time Traineeship Program or can take on 
other career or study opportunities.  
• Closing date for School Based Traineeship expressions of interest is 30 June of each year.  
Full-Time Traineeships overview  
• Targeted at year 12 graduates.  
• Under the recommended model, a Full-Time Trainee would complete a Certificate III 
qualification in Business or Financial Services (both theoretical and practical components) 
in 2 years.  
• Full-Time Trainees are employed by a workplace provider and ‘hosted’ by ANZ.  
• The program offers 1 additional year for School Based Trainees ‘graduating’ into the Full-
Time Traineeship and ties to Certificate III studies.  
• Trainees must see banking as a career and be aware that mobility and further education 
would be an advantage.  
• The intent is to provide a trained resource for a permanent role with ANZ.  
• Applications for Full-Time Traineeships are accepted all year.  
 
Interested in completing a traineeship?  
Submit an Expression of Interest Form if you would like to participate in an ANZ School 
Based Traineeship.  
Submit your resume and a covering letter for a Full-Time Traineeships.  
Submit your form via Email: indigenousemployment@anz.com  
Mail: ANZ Indigenous Employment and Training 2/324 Queen Street Brisbane QLD 4000  
Why work at ANZ? – our Employer of Choice Commitments  
We recognize that great companies are about great people and, as part of our vision to 
become the Employer of Choice in Australia, we are committed to attracting and retaining 
the very best talent.  
We demand a lot from our people, but we offer a great deal in return. The following seven 
workplace attributes clearly outline our commitment to ensuring you achieve your personal 
and professional ambitions.  
Learning - we want you to grow, develop and learn with ANZ.  
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Developing - when it comes to your personal and professional development, we have a 
simple philosophy: you invest in us - and we will invest in you.  
Progressing - we’ll open up opportunities for you to achieve your career goals.  
Challenging - it’s your chance to make a genuine difference to our business… and your 
career. The nature of work within ANZ also provides a challenge, and we will raise the bar 
to inspire you to not just meet but exceed your own targets.  
Rewarding - we recognize that rewarding high achiever is vital to recruiting and retaining 
the best talent possible.  
Flexible - we recognize that sometimes personal or family commitments demand more of 
an individual’s time and that life balance is an important part of the modern workplace.  
Value - we value energy, passion, integrity, boldness and different thinking. We value ideas 
and we value contribution, but importantly we place a high value on diversity – ANZ’s 
Indigenous Employment Program aims to put our diversity values into action.  
Australia and New Zealand Banking Group Limited (ANZ) ABN 11 005 357 522. ANZ’s color 
blue is a trade mark of ANZ. Item No. 59626 03.2008 W127380 More Information  
Visit www.anz.com/careers for more information on direct employment opportunities, 
Graduate Programs and Indigenous employment at ANZ.  
Read ANZ’s Reconciliation Action Plan at www.anz.com/community  
For more information about Indigenous employment at ANZ please email the Indigenous 
Employment and Training Team at indigenousemployment@anz.com  
www.anz.com 
  

http://www.anz.com/
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Appendix K: Mine 1 Normality Testing – Likelihood of Leaving and Ethnicity Data 

 

Table K1: Normality test – Shapiro-Wilk test  

 

Descriptive 

Aboriginal or Torres Strait Islander Statistic Std. 

Error 

Likelihood 

of leaving 

Yes Mean 2.97 0.110 

95% 

Confidence 

Interval for 

Mean 

Lower 

Bound 

2.75   

Upper 

Bound 

3.20   

5% Trimmed Mean 2.97   

Median 3.00   

Variance 0.459   

Std. Deviation 0.677   

Minimum 2   

Maximum 4   

Range 2   

Interquartile Range 0   

Skewness 0.031 0.383 

Kurtosis -0.697 0.750 

No Mean 2.04 0.165 

95% 

Confidence 

Interval for 

Mean 

Lower 

Bound 

1.70   

Upper 

Bound 

2.38   

5% Trimmed Mean 1.99   

Median 2.00   

Variance 0.650   

Std. Deviation 0.806   

Minimum 1   

Maximum 4   

Range 3   

Interquartile Range 0   

Skewness 1.006 0.472 

Kurtosis 1.503 0.918 
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Appendix L: Mine 1 – Exploratory Factor Analysis 

 

Table L1: Communalities 

 

 

 

Table L2: Variance 

Total Variance Explained 

Factor 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Rotation 

Sums of 

Squared 

Loadings 

Total 

% of 

Variance 

Cumulative 

% Total 

% of 

Variance 

Cumulative 

% Total 

1 2.758 30.640 30.640 2.503 27.808 27.808 2.030 

2 1.554 17.262 47.902 1.326 14.737 42.545 1.904 

3 1.196 13.291 61.194 0.812 9.026 51.572 0.818 

4 1.024 11.373 72.567 0.622 6.908 58.479 0.706 

5 1.011 11.229 83.796 0.561 6.230 64.709 0.725 

6 0.543 6.036 89.831 0.201 2.231 66.940 1.112 

7 0.448 4.980 94.811 0.080 0.893 67.833 1.334 

8 0.306 3.404 98.216         

9 0.161 1.784 100.000         

Extraction Method: Principal Axis Factoring. 

a. When factors are correlated, sums of squared loadings cannot be added to obtain a total variance. 

 

  

 

  Initial Extraction 

Likelihood of leaving 0.227 0.621 

Professional/Organisation 2 
0.176 0.558 

Workgrp Coop 3 0.362 0.597 

Leader Support 1 0.495 0.787 

Leader Support 3 0.492 0.773 

Employee Development 5 
0.710 0.847 

Employee Development 6 
0.700 0.844 

Organisational Conflict 2 0.167 0.442 

Regulation/Organization 1 0.267 0.635 

Extraction Method: Principal Axis Factoring. 
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Appendix M: Mine 1 EFA – Scree Plot 

 

 

 

Figure M1: Scree plot 

 

  



 330 

Appendix N: Mine – Multiple Linear Regression Analysis 

 
Table N1: Model 1 coefficients 

 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

95.0% Confidence 

Interval for B Correlations Collinearity Statistics 

B 

Std. 

Error Beta 

Lower 

Bound 

Upper 

Bound 

Zero-

order Partial Part Tolerance VIF 

 

1 

 

(Constant) 
 

2.693 0.407   6.617 0.000 1.878 3.509           

 

PO 
0.051 0.090 0.063 0.568 0.572 -0.129 0.231 0.137 0.076 0.060 0.906 1.104 

 

WC 
0.109 0.039 0.317 2.821 0.005 0.032 0.186 0.384 0.353 0.296 0.877 1.141 

 

RO 
-0.058 0.028 -0.231 -2.049 0.045 -0.114 -0.001 -0.237 -0.264 -0.215 0.871 1.149 

 

LS 
0.235 0.066 0.410 3.557 0.001 0.103 0.368 0.485 0.429 0.374 0.833 1.201 

 

OC 
-0.023 0.033 -0.082 -0.691 0.493 -0.088 0.043 0.023 -0.092 -0.073 0.783 1.276 

             

Dependent variable: Employee training and development (TAD). 

 

 

Table N2: Model 2 coefficients 

 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

95.0% Confidence 

Interval for B Correlations Collinearity Statistics 

B 

Std. 

Error Beta 

Lower 

Bound 

Upper 

Bound 

Zero-

order Partial Part Tolerance VIF 

 

1 

 

(Constant) 

 

2.607 

 

2.790 
  

 

1.258 

 

0.214 

 

-1.544 

 

6.759 
          

 

PO 

 

-0.302 

 

0.458 

 

-0.090 

 

-0.659 

 

0.512 

 

-1.220 

 

0.616 

 

-0.086 

 

-0.088 

 

-0.085 

 

0.906 

 

1.104 

 

WC 

 

0.208 

 

0.196 

 

0.147 

 

1.062 

 

0.293 

 

-0.185 

 

0.602 

 

0.137 

 

0.140 

 

0.137 

 

0.877 

 

1.141 

 

RO 

 

-0.048 

 

0.144 

 

-0.047 

 

-0.336 

 

0.738 

 

-0.336 

 

0.240 

 

-0.098 

 

-0.045 

 

-0.043 

 

0.871 

 

1.149 

 

LS 
   0.286    0.337               0.120    0.849    0.400   -0.389    0.961    0.095 0.113    0.110         0.833 

 

   1.201 
 

 

OC 
  -0.186    0.167              -0.162   -1.112    0.271   -0.520    0.149 -0.124 -0.147   -0.144         0.783 

 

   1.276 
 

Dependent variable: Likelihood of leaving (LL) 
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Appendix O: Bank 1 Normality Testing – Likelihood of Leaving and Ethnicity 

 

Table O1: Normality test – Shapiro-Wilk test 

 
  

Statistic Std. Error

2.51 0.127

Lower Bound 2.26

Upper Bound 2.77

2.46

2.00

1.291

1.136

1

5

4

1

0.420 0.269

-0.433 0.532

1.78 0.086

Lower Bound 1.61

Upper Bound 1.95

1.65

2.00

1.003

1.001

1

5

4

1

1.580 0.208

2.572 0.413

Maximum

Range

Interquartile Range

Skewness

Kurtosis

5% Trimmed Mean

Median

Variance

Std. Deviation

Minimum

Descriptives

Aboriginal or Torres Strait Islander

Likelihood of 

leaving

Yes Mean

95% 

Confidence 

Interval for 

5% Trimmed Mean

Median

Variance

Std. Deviation

Minimum

Maximum

Range

Interquartile Range

Skewness

Kurtosis

No Mean

95% 

Confidence 

Interval for 
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Appendix P: Bank – Exploratory Factor Analysis (EFA) 

 

Table P1: Communalities: Common or Shared Variance 

Communalities 

  Initial Extraction 

SMEAN(PO5) 0.518 0.704 

SMEAN(PO6) 0.515 0.731 

SMEAN(ED2) 0.375 0.619 

SMEAN(ED6) 0.367 0.551 

SMEAN(LS1) 0.485 0.804 

SMEAN(LS2) 0.389 0.588 

Organization Conflict 4 rev 
0.374 0.546 

SMEAN(OC5_rev) 
0.317 0.530 

SMEAN(WC1) 
0.344 0.502 

SMEAN(RO3_rev) 
0.160 0.426 

Likelihood of leaving 
0.255 0.354 

Extraction Method: Principal Axis Factoring. 

 

 

Table P2: Total Variance Explained 

Total Variance Explained 

Factor Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums 

of Squared 

Loadings 

Total % of 

Variance 

Cumulative 

% 

Total % of 

Variance 

Cumulative 

% 

Total 

1 4.244 38.586 38.586 3.851 35.007 35.007 2.526 

2 1.169 10.627 49.213 0.797 7.246 42.253 2.788 

3 1.017 9.245 58.458 0.581 5.285 47.538 2.293 

4 0.887 8.063 66.521 0.453 4.116 51.654 2.639 

5 0.835 7.593 74.114 0.363 3.296 54.950 1.295 

6 0.645 5.861 79.975 0.182 1.655 56.605 1.810 

7 0.622 5.656 85.631 0.129 1.170 57.774 0.970 

8 0.479 4.353 89.984         

9 0.436 3.961 93.945         

10 0.367 3.334 97.279         

11 0.299 2.721 100.000         

Extraction Method: Principal Axis Factoring. 

a. When factors are correlated, sums of squared loadings cannot be added to obtain a total variance. 
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Appendix Q: Bank 1 EFA – Scree Plot 

 

 

Figure Q1: Scree plot. 
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Appendix R: Bank 1 – Multiple Linear Regression Analysis 

 

Table R1: Model 1 

 
Coefficients 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Correlations Collinearity Statistics 

B Std. Error Beta 

Zero-

order Partial Part Tolerance VIF 

1 (Constant) 1.728 0.319   5.419 0.000           

Professioanl Org 0.150 0.067 0.158 2.229 0.027 0.433 0.152 0.125 0.619 1.616 

Leader_Support 0.098 0.054 0.123 1.803 0.073 0.381 0.124 0.101 0.670 1.494 

Org_Conflict 0.191 0.042 0.306 4.605 0.000 0.489 0.303 0.257 0.706 1.416 

SMEAN(RO3_rev) 0.015 0.030 0.030 0.500 0.618 0.201 0.035 0.028 0.857 1.167 

SMEAN(WC1) 0.146 0.050 0.193 2.921 0.004 0.415 0.198 0.163 0.713 1.403 

Likelihood of 

leaving 
0.006 0.029 0.013 0.205 0.838 -0.265 0.014 0.011 0.773 1.294 

a. Dependent Variable: Employee training nad development (TAD) 

 

 

Table R2: Model 2 

 
Coefficients 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Correlations Collinearity Statistics 

B Std. Error Beta 

Zero-

order Partial Part Tolerance VIF 

1 (Constant) 6.234 0.690   9.035 0.000           

 

Professioanl_Org 

 

-0.203 

 

0.160 

 

-0.097 

 

-1.264 

 

0.208 

 

-0.342 

 

-0.087 

 

-0.077 

 

0.623 

 

1.604 

 

Leader_Support 

 

-0.236 

 

0.128 

 

-0.135 

 

-1.842 

 

0.067 

 

-0.319 

 

-0.126 

 

-0.112 

 

0.680 

 

1.470 

 

Org_Conflict 
 

      -0.295 0.097 -0.215 -3.047 0.003 -0.372 -0.206 -0.185 0.737 1.356 

SMEAN(RO3_rev) -0.141 0.071 -0.128 -1.975 0.050 -0.248 -0.135 -0.120 0.873 1.146 

SMEAN(WC1) -0.199 0.118 -0.120 -1.684 0.094 -0.325 -0.115 -0.102 0.723 1.384 

a. Dependent Variable: Likelihood of leaving (LL) 

 
 


