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About this project 

This study is a collaborative project between the BCA and the federal government. Its objective is 
to distil lessons from successful initiatives implemented by BCA member companies, with a 
particular focus on Indigenous employment and economic development. It is hoped these lessons 
will be drawn upon to help: 

 inform Australian Government policy development and program delivery 

 inform the development and delivery of business–Indigenous employment and training 
initiatives 

 improve alignment between Australian Government policy and programs and  
business– Indigenous employment and training initiatives. 

The project has been undertaken in collaboration with the Department of Families, Housing, 
Community Services and Indigenous Affairs (FaHCSIA) and the Department of Education, 
Employment and Workplace Relations (DEEWR) and overseen by a steering committee 
comprising senior representatives of the three organisations.  

The project draws on case studies involving a number of BCA member companies. Dr Julie 
Finlayson was seconded from FaHCSIA to the BCA to carry out the research. The BCA Secretariat 
provided administrative support, while the participating companies kindly contributed to field costs. 

Indigenous engagement and the Business Council of Australia 

Since 2008 the Business Council of Australia (BCA) has committed to a series of actions to 
raise awareness and share best practice about the role that business can play in building 
better opportunities and outcomes for Indigenous Australians. 

The BCA brings together the chief executives of more than 100 of Australia’s leading 
companies. For almost 30 years, the council has provided a unique forum for some of 
Australia’s most experienced corporate leaders to contribute to public policy reform that 
affects business and the community as a whole. 

Our vision is for Australia to be the best place in the world in which to live, learn, work and do 
business. 

After four years of annually surveying BCA member companies’ Indigenous engagement 
activities, it is apparent that Australia’s largest businesses are achieving significant success 
in improving Indigenous outcomes. In the 12 months to August 2012, BCA companies 
recruited more than 2,000 additional Indigenous employees, more than 700 trainees and 
contributed in excess of 48,000 hours of unpaid work to Indigenous business and community 
organisations. 

These outcomes have been achieved against a background of ongoing challenges, including 
additional demands on human and financial resources, time to build trust and understanding, 
difficulties in sourcing job-ready candidates, and aligning the various support services needed 
to help Indigenous recruits onto a sustainable employment path. 

In facing up to these challenges business is ‘learning by doing’ what makes for success.  

To build on the insights from this growing body of business experience, in 2012 the BCA’s 
Indigenous Engagement Task Force commissioned a study to identify the key ingredients of 
success and to draw out the broader policy lessons.  

From what this report tells us, and our member survey, it is clear we need new models of how 
business, government and the community come together if we are to make significant inroads 
into improving Indigenous economic and employment outcomes. Exploring ways of achieving 
a new partnership approach will be a key focus of the BCA’s forward work program. 
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Audience and objectives 

The case studies undertaken for this project aim to draw out lessons for both business and 
government on how they can best improve Indigenous economic and employment outcomes. While 
different lessons are learnt by businesses in different phases of the implementation process, a 
number of common principles can be identified. Even so, the replication of business–Indigenous 
initiatives needs to be treated with caution as it is not a simple matter of disassembling ‘the parts of 
the kit’ and re-assembling them elsewhere. Paying attention to the specific industry and community 
context is critical to the design of successful initiatives. 

The case studies also aim to identify where business and government can better work together to 
achieve shared goals. Getting the best possible alignment between business, government and 
Indigenous communities is critical to improving Indigenous employment outcomes.  

Evidence from the case studies highlights the potential for a genuine partnership between 
government and businesses to leverage greater improvements in Indigenous economic and 
employment outcomes than either can deliver alone.  

With a growing body of evidence around what works, this research also provides the opportunity for 
the BCA to communicate with the wider public about the role that business can play, the collective 
impact of business engagement and the mutual benefits for both business and Indigenous 
communities that flow from these endeavours. 
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KEY FINDINGS 
Business is a vital player in improving Indigenous outcomes 

As Australia’s largest employers operating in virtually all sectors and regions of the Australian 
economy, BCA member companies have the capability and scale to make a material difference to 
Indigenous economic development and employment outcomes.  

Some industry sectors (for example, mining, retail, aviation and finance) are making a significant 
direct impact on employment. Others, including legal and professional services firms, are 
contributing in a material way to developing the capacity of Indigenous businesses.  

Business and government each bring unique perspectives and capabilities to the task 

Once a business case and key objectives are identified, business offers unique strengths that are 
critical to successful Indigenous engagement. These include: 

• a capacity to take risks and invest for the long term 

• a capacity to innovate and learn through trial and error what is required for success 

• strong incentives to discover the ingredients of success in order to manage costs, revenue and 
reputational risk. 

Government’s unique strengths lie in its policy authority and ability to harness public resources to 
support a wide range of interventions across all sectors and regions, noting that governments 
operate within constraints of: 

• many constitutional checks and balances which limit flexibility or the ability to relax funding rules 
and accountability controls 

• the political electoral cycle which can intensify the focus on short-term outcomes and reduce 
appetite for risk and longer-term investment. 

Businesses also face constraints when undertaking Indigenous employment strategies. These are 
discussed in the case studies and include the cost of: 

• above-normal recruitment and training costs 

• making mistakes and learning from them. 

Business capacity to contribute to improved Indigenous outcomes depends on a 
sustainable business case that aligns with a company’s core business and strategy 

Many businesses embark on Indigenous initiatives because it is ‘the right thing to do’; but this 
cannot be at the expense of business fundamentals. Business must be able to cover costs and 
generate a return on investment in order to be sustainable. 

The business case for Indigenous initiatives can include a licence to operate, a need to access 
labour or supplies in specific locations, the development of new markets and business 
opportunities and meeting the expectations of customers and staff. 

According to the 2012 BCA member Indigenous engagement survey, most companies that have 
had Indigenous engagement activities consider employee and customer expectations an 
increasingly important driver. 

Business experience highlights the need for industry-specific, place-based initiatives 

In the area of pre-employment programs, for example, this research highlights the importance of 
providing Indigenous trainees with a ‘line of sight’ to a genuine job vacancy and of tailoring pre-
employment training to the specific role and to the circumstances of different age cohorts. 

Place-based strategies focus on a particular location with the explicit intent of creating an impact in 
that location and in response to the specific issues of the location.  
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Place-based strategies proceed from an appreciation that each location differs in terms of its local 
customer and employment base. Place-based strategies also recognise the importance of 
community engagement. As the Bourke housing case study illustrates, building local relationships 
can be critical to winning trust and garnering the community support that is needed for success. 

Policymakers are recognising the importance of place-based, industry and cohort-specific 
approaches and have been adapting programs and funding more towards this approach. Examples 
include the introduction of a place-based approach within remote Indigenous communities where 
delivery of programs and resources is tailored to the needs of a particular community to achieve 
change. Retailers informally adopted a similar approach for Indigenous employment opportunities 
in a remote location. They collaborated to deliver pre-employment training to Indigenous 
jobseekers before offering retail jobs in stores under the Woolworths and Wesfarmers umbrella in 
the same location. Even so, it is difficult to systemise these essentially industry-led approaches 
within current funding models. 

While business–Indigenous engagement strategies can bring mutual benefits to both 
businesses and Indigenous communities, there are additional costs to companies 

Business incurs costs beyond normal recruitment and training costs in mounting successful 
Indigenous employment strategies. Additional costs arise from the need for specialised pre-
employment training and work-readiness programs, cultural awareness training within the 
workplace, and post-recruitment mentoring of Indigenous recruits. 

Business considers it appropriate that government provide support in meeting these additional 
costs, particularly those that address deficits in foundational education and training preparedness. 

While government sometimes questions why business requires support to cover these additional 
costs – or over what period of time it is reasonable for them to do so – the 2012 BCA member 
survey identified resource constraints as the most significant barrier for businesses yet to 
undertake Indigenous engagement initiatives. 

Rather than a contractual, service provider relationship, business seeks a genuine 
partnership with government through co-investment and risk sharing to improve Indigenous 
economic and employment outcomes 

Such a partnership would recognise the particular strengths that business brings: 

• Companies face strong market incentives to find solutions that work. However, business is often 
frustrated by the inflexibility of government programs and funding arrangements and by the 
burden of associated reporting requirements. Some businesses do not avail themselves of 
government funding for these reasons. 

• Business is recognising that multi-year investments are needed for sustainable improvements in 
Indigenous employment outcomes. Against this, government funding support is often short term 
and funding programs and guidelines change frequently. 

That government is open to partnering with business in the joint pursuit of improved Indigenous 
outcomes is evidenced in a number of practical examples, such as the recent funding provided to 
Rio Tinto for mining-related traineeships and apprenticeships in Cape York. 

In specific instances, government is also acting to shape more flexible policy and program 
responses that are better able to accommodate diversity and the longer-term investment 
timeframes needed to address more deep-seated disadvantage. Examples of this approach are 
DEEWR’s recently commissioned review of a range of best-practice Indigenous employment 
models, support for GenerationOne policy lessons based on case studies of Indigenous 
employment strategies, and efforts to ensure that DEEWR’s Indigenous Employment Program 
(IEP) is an enabling program building organisational capacity for local responses to Indigenous 
employment issues. 

The challenge is now to take the further steps to systemise these more flexible approaches while 
maintaining appropriate financial accountability. 
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Case study selection 
A case study approach was adopted for this study to facilitate an in-depth understanding of what is 
happening and obtain qualitative documentation of businesses’ experiences. The study 
supplements the quantitative data on trends in business–Indigenous initiatives gathered in the 
annual BCA member survey.  

Four case studies were selected to illustrate lessons businesses have learnt from their Indigenous 
strategies. Each was carefully chosen to explore a central issue business and government face in 
policy development and delivery of Indigenous economic initiatives. Each case study illustrates a 
different stage of a business–Indigenous strategy and how business has responded.  

Case studies were selected to consider the following key policy approaches: 

1. Pre-employment and training activities: the role of pre-employment programs and training 
models for long-term Indigenous jobseekers is analysed based on case studies involving both 
Wesfarmers and Woolworths. 

2. Strategic partnerships: the potential for strategic partnerships between government, the 
corporate sector and Indigenous communities is explored in a case study of the Murdi Paaki 
Regional Housing Corporation conducted in partnership with Lend Lease and the 
Commonwealth Bank of Australia. 

3. Supporting Indigenous business: using business mentoring and capacity building to 
improve Indigenous economic participation by examining a partnership between PwC and 
Kinaway (the Victorian Aboriginal Chamber of Commerce). 

4. Sustaining long-term employment: maintaining the socio-economic legacy when a regional 
investment phases down and associated economic opportunities decline is considered in a 
study of post-production planning by MMG Limited in relation to its Century mine in 
Queensland. 
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CASE STUDY 1: PRE-EMPLOYMENT AND TRAINING 
ACTIVITIES 

Coles and Woolworths 

 
The retailers are strategic, building opportunities for Indigenous employment and recruitment from 
local or regional communities when new stores open. Future Indigenous career pathways in retail 
will include opportunities for apprenticeships (such as in bakery and butchery) and designated 
pathways to managerial roles. Both retailers also want to build a supply chain of Indigenous 
recruits for their workforce. Several options are possible to achieve this, including school-based 
traineeships and graduate positions.  

Although the two retailers work with different training partners and models, both emphasise the 
importance of pre-employment training for long-term Indigenous jobseekers. Common ingredients 
for success include alignment of the business–Indigenous activities with local conditions, a flexible 
funding model and building relationships with the Indigenous communities from which they recruit.  

Lessons 

The companies’ knowledge of successful strategies has emerged through an iterative learning 
process, critical review for continuous improvement and benchmarking of progress. They have 
learnt that: 

• Pre-employment programs are fundamental pathways to employment and, to be effective, must 
be tailored to specific industry needs and local conditions. It is for this reason that both Coles and 
Woolworths have developed their own programs. 

• Pre-employment programs must provide a ‘line of sight’ to a guaranteed job vacancy. Retailers 
want sustainable employment outcomes – not a ‘revolving door’ of candidates – and training is 
more effective when the focus is on ‘train me for work’. 

• Candidates must earn their right to the job. The recruitment of future employees focuses on 
aptitude and attitude. Both retailers expect trainees to demonstrate their capacity for work, 
through reliability during pre-employment training. Jobs are earnt through demonstrated 
commitment. 

• Post-recruitment mentoring is critical to retention of Indigenous jobseekers and can depend on 
long-term mentoring for 18 months or more – much longer than the six months that current 
funding guidelines allow. 

• The workplace must be adequately prepared for Indigenous recruits by beginning with staff 
cultural awareness training. Cultural awareness training is an essential activity for corporate 
promotion of the business–Indigenous strategy to managers and staff. It is most effective when 
provided prior to Indigenous recruits joining floor staff. 

Resource implications 

Employing long-term Indigenous jobseekers requires additional investment from business to 
address educational deficits evident in the pre-employment training, support employees in on-the-
job training and mentoring and provide company staff with cultural awareness training.  

Both companies receive IEP funding for their pre-employment, mentoring and cultural awareness 
programs. This funding has been critical to their ability to run the programs and has provided 

This case study examined comparative models for pre-employment training for entry-level 
Indigenous jobseekers. Two retailers in the case study – Coles and Woolworths – offer  
entry-level employment opportunities for Indigenous jobseekers.  
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greater flexibility than alternative funding programs. IEP contracts can best support the business–
Indigenous employment strategy where they are tailored for place, jobseeker age and type (long-
term, returning to work, first-time) and the specific industry. 

Even so, the costs of cultural awareness training and ongoing mentoring generally exceed the 
funding provided and accessing government funds buries companies in administrative red tape 
when time is money. Retailers estimate that their current ancillary costs of Indigenous strategies 
are as follows: 

• engaging store managers with the strategy (running cultural awareness training and events to 
launch the program in a store or region) 

• covering the operational costs of the state coordinator (car, travel, laptop, mobile phone) 

• events profiling the strategy (BBQs, expos, etc.). 

While some of these costs could be recouped through outcome payments (shared with the Job 
Services Agency) for placing Indigenous jobseekers, businesses interviewed for this study 
indicated they were unlikely to pursue such avenues, preferring block funding to cover pre-
employment training, mentoring, and cultural awareness courses processes, including tailored 
courses.  

Why is business engaged? 

Coles (a division of Wesfarmers) and Woolworths engage in Indigenous employment activities as a 
very practical way business can help improve Indigenous economic outcomes. These two large 
national retailers want to contribute to an inclusive Australian society where Indigenous Australians 
have ‘a place [where] I and my family can work’ (interviewee).  

Both Coles and Woolworths champion social diversity in their workforce. The following statement 
from Woolworths articulates the corporate vision driving business–Indigenous strategies, in which it 
states that it is: 

… committed to an inclusive workplace that embraces and promotes diversity. We value, respect and 
leverage the unique contributions of people with diverse backgrounds and experiences, to provide 
exceptional customer service to an equally diverse community (Woolworths Limited 2011, 39).  

 The 2012 BCA member survey findings confirm that expectations of customers and staff are now a 
major driver of Indigenous employment and training among BCA member companies.  

Coles and Woolworths use different pre-employment models to assist long-term Indigenous 
jobseekers. Different models are necessary because the companies have different business 
structures in spite of a common aim to assist Indigenous jobseekers.  

Both companies are keen to contribute practically to closing the Indigenous employment gap. 
Both retailers place importance on pre-employment training for Indigenous jobseekers. Both 
retailers advocate employment strategies where Indigenous jobseekers from a region can 
participate in group training for job vacancies in regional stores. In at least one remote location 
(Alice Springs) Coles and Woolworths have collaborated to sponsor an Indigenous retail pre-
employment program; and have at times used the same IEP provider to deliver pre-employment 
courses.  

Woolworths 

Woolworths is one of Australia’s biggest employers with approximately 3000 stores nationally 
across urban, regional and remote locations and employing close to 200,000 people. With this 
scale of operation the company sees its potential for a strong practical role is assisting Indigenous 
people into employment.  

Woolworths launched its Reconciliation Action Plan (RAP) in 2011. The achievements and 
challenges were noted in its 2011 Corporate Social Responsibility Report: 
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• In 2011, 615 Australian employees of Woolworths identified as Indigenous (compared with 
294 in 2010). 

• Approximately 280 jobseekers participated in pre-employment training and 167 of this group were 
offered employment, with 92 people still in pre-employment programs. 

• Labour turnover for Indigenous employees is 54 per cent (higher than average) with Woolworths 
aiming to reduce this to the average. 

• Some pre-employment programs for Indigenous jobseekers have achieved higher retention rates 
than the 54 per cent average. 

Like other employers seeking to recruit Indigenous Australians to entry-level jobs, Woolworths has 
found it essential to use tailored pre-employment programs. Pre-employment training provides the 
Indigenous jobseeker with a ‘solid pathway into productive long-term employment within the retail 
sector’ (Woolworths Limited 2011, 39).  

Woolworths uses different expert partners to deliver training in different locations. 
Woolworths programs provide workplace support after basic training. Mentors provided by external 
partners are matched with new employees. The choice of external mentors is deliberate as the 
neutrality enables a wider range of issues to be dealt with. Experience with external mentors 
enhances development for both the new employee and manager, and has improved retention 
rates. 

One of the external partners is an IEP provider who stresses in their preparation that they do not 
teach Indigenous culture but focus on assisting participants to understand business culture. This 
not-for-profit provider offers a 13-week pre-employment course tailored to different industries. 
All courses incorporate a substantial personal development component and include skills to 
manage negative experiences (anger, frustration, racism, rejection, criticism etc.). Key features of 
the training approach include the teaching of business culture, structuring social opportunities for 
employee and employer to meet and establish a rapport and a guaranteed job on completion of a 
program providing participants have met all expectations satisfactorily.  

Woolworths also partners with an external Human Resources (HR) provider to ensure alignment 
between the business–Indigenous strategy and Woolworths’ policy of reflecting consumer diversity 
in the company’s workforce.  

Woolworths’ external partners are highly specialised professionals. The company is aware that to 
achieve local buy-in from Indigenous communities better results occur when they use a local IEP 
provider familiar with the dynamics and skills needed in retail. Coles similarly claim that its results 
are better if using a local IEP partner.  

Woolworths has used its pre-employment training with long-term Indigenous jobseekers in a variety 
of locations such as Alice Springs (in conjunction with Coles) and regional Victoria (Mildura) and in 
the future, it will be rolled out in the remote town of Katherine (Northern Territory). 

While relying on its partners to deliver cultural competency training for all management who employ 
Indigenous people (drawing on material that is very specific to those relationships), Woolworths 
invests more broadly in diversity training for managers across the organisation. Woolworths sees 
the development of cultural competence – a process that is currently being managed by their 
external partners – as the enabler for building relationships between leaders and new employees. 

The cost of this investment has not been separately identified, as training is embedded in all senior 
leaderships programs and is gradually being introduced into core skills training for employees with 
the aim of generically growing team understanding of the value of diversity.  
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Coles 

Originally the Western Australian Farmers’ Cooperative established in 1914, Wesfarmers Limited is 
now a diverse business with divisions covering supermarkets (Coles), department stores, home 
improvements and office supplies, coal mining, insurance, chemicals, energy and fertilisers and 
industrial and safety products. Wesfarmers is one of Australia’s largest employers with a total of 
200,000 employees.  

Coles, a division of Wesfarmers, employs over 102,000 employees through its supermarkets 
(including Bi-Lo) and associated food outlets – First Choice Liquor superstore, Liquorland, Vintage 
Cellars, and Coles Express. Coles and the associated businesses operate more than 2,200 outlets 
nationally (Wesfarmers Limited 2011, 28). Coles currently has 800 Indigenous employees. 

In 2012 Coles was funded by an IEP to find employment for 200 Indigenous jobseekers in 
New South Wales. The company now uses its own Indigenous pre-employment programs to 
prepare jobseekers delivered through state-based coordinators.  

Coles has learnt that cultural competency is a complex field and that tailored, situation-specific 
training is more effective than a ‘one size fits all’ approach’ (Wesfarmers Limited 2011, 27).  

Wesfarmers’ businesses also participate in the Jawun corporate partnerships program and have 
contributed to a Jawun-led employment pilot in Shepparton, Victoria. 

In recognition that different jobseeker cohorts have different needs, Coles offers two programs for 
Indigenous employees: 

• ‘Work for Life’ – a six-week holistic program covering five stages and aimed at jobseekers with 
high-end challenges 

• ‘First Step’ – an Indigenous employment program designed for people close to ‘job ready’.  

The Work for Life program currently operates in the Cairns region. It is an intensive course yielding 
strong retention and outcomes. However it requires significant resourcing and is used by Coles at 
this time in the retail sector. 

First Step is an entry-level program with flexibility for a regional approach involving partnerships 
with other stores in the Wesfarmers Group: ‘brand partners are welcome to participate at any time 
the program fits their operational needs’ (Coles brochure, undated). 

First Step is less resource-intensive and targets those requiring less pre-employment support. It is 
funded by DEEWR under an IEP contract. First Step has three program options depending on the 
Indigenous participants involved and the local circumstances: 

• [First Step] Model 1 needs a ‘minimum number of vacancies to implement. As it is an extensively 
supported pre-employment and post-employment model, candidates don’t need to be fully job 
ready. This model allows for profiling the job readiness of candidates, the development of 
strategies to overcome barriers to work and offers long-term unemployed people an opportunity 
to build their confidence and resilience before entering the workplace. 

• [First Step] Model 2 is for areas where there are limited vacancies, but the stores are interested 
in proceeding in recruiting Aboriginal team members. As this model does not provide the three 
weeks extensive pre-employment training, it is suitable for job-ready candidates. 

• [First Step] Model 3 should only be used for new or large refurbishment stores. This model relies 
on large numbers of new team members being recruited at the same time. There is no need to 
undertake a pre-employment training program as all new team members will be training together 
once appointed. As there is a desire for the Aboriginal team members to fit in with the new team 
members, it is felt that holding Cultural Diversity training may actually be more divisive than 
inclusive (Coles brochure, undated). 

All jobseekers receive two weeks of pre-employment training with one week in a store (under the 
learn/implement formula). Six months of mentoring in the workplace is an essential aspect of all 
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programs. An external company provides mentors who can, if necessary, advocate on behalf of the 
recruit.  

Coles describes its First Step program in these terms: 

[It is run] … in partnership with an external training provider, external mentoring provider and external 
Cultural Diversity training provider. The program is based on the values of “Real Jobs for Real People”, 
we only train the number of people we can guarantee a job for. 
Within NSW there are currently 3 models of First Step in operation, while the delivery of the program is 
slightly different across the models the key objectives remain the same. 
All models guarantee participants a minimum of 15 hours permanent part time per week 
All models provide 26 weeks of external mentoring for participants once employed 
In most cases Cultural Diversity training is offered and provided to participating sites 
All models [begin with and follow a standardised process] (Coles brochure, undated) 

The First Step program has prepared Indigenous employees for work in Wesfarmers’ stores in 
Sydney (Broadway, World Square and Waterloo). Locations outside of metropolitan Sydney include 
Coffs Harbour, New South Wales Central Coast, Lismore and Canberra, South East Queensland, 
Darwin, Perth and Adelaide. 

Career options for Indigenous employees at Wesfarmers stores are not confined to entry-level 
positions. Potential employment opportunities available at Coles range from customer service, 
night fill, on-line drivers, Coles Express and Liquorland staff, storeman, and duty managers – 
a suite of opportunities open to all ages. 

Coles knows that retention is just as important as recruitment. For this reason, workplace 
preparation is crucial and Coles store staff receive cultural awareness training before Indigenous 
recruits begin. 
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CASE STUDY 2: STRATEGIC PARTNERSHIPS 

Bourke Housing Project in the Murdi Paaki Regional Assembly Area, 
with Lend Lease and the Commonwealth Bank 

 
The Indigenous housing organisation in this case study actively sought engagement with the 
private sector (Lend Lease and the Commonwealth Bank) and with non-government partners to 
develop an alternative model of affordable housing. This includes options for home ownership for a 
remote Indigenous community where the existing housing model has manifestly failed to meet 
either the expectations of the community or the challenges of the environment. 

The key project partners want to ‘do things differently’ from accepted practice in construction and 
delivery of housing to Indigenous people; and the corporate and community stakeholders want to 
do this as equal partners in the venture. There is a shared view that a house should be economical 
to live in and to maintain, with a design suited to the demands of the physical environment. A 
further shared view is that before residents can ‘normalise’ their domestic lifestyle they need a 
dwelling that enables them to do so. 

The project partners see a sustainable ‘house’ as a catalyst for wider social change. It could, 
for example, open a pathway for families to move from social housing to rent-for-purchase, even 
home ownership. These transitions are central to the project’s purpose. 

Why is business engaged? 

Involvement in a new housing project represents a departure for Lend Lease whose usual business 
is project management and design. 

As well as the potential for future market development, a key driver for Lend Lease is the 
opportunity to develop ‘cultural competency’ and the ability to operate effectively in complex 
intercultural contexts. 

To date the Australian Government has been a ‘silent’ partner in the project but has provided 
critical funding for liaison personnel as well as employment and training support. 

Lessons 

Key lessons from the project are: 

• Business is willing to take calculated risks and invest for longer-term opportunities. Lend Lease 
took a risk to invest the time and resources in exploring innovative solutions to remote Indigenous 
housing challenges. The company’s involvement at the outset held little certainty of exactly what 
the future outcomes would be as a business investment, and where the profit line might emerge 
for their services in construction and design. Their decision to dive in under such circumstances 
illustrates that businesses can positively frame risk in decision making even where the end point 
is unclear. It is also a clear illustration of how values and risk can nurture innovation. 

• Building authentic relationships with community involves risk and iterative learning. The path of 
the project has been revisited and reshaped at many points and is unlikely to be a straightforward 
trajectory. It is the trust between the partners that sustains the working relationships in the 
project. For Lend Lease, its engagement is authorised by the Indigenous invitation to participate. 
Lend Lease honours this by ensuring that all project decisions are reached through consultation. 
The company accepted the challenge of entering into a partnership requiring it to cede control of 

When a company is open to deeper engagement with Indigenous communities and is 
prepared to take risks with new partnerships, mutually beneficial outcomes can be achieved, 
as this case study illustrates. 
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key project parameters. Consultation before decision making is critical to gaining community 
trust. 

• Businesses are familiar with partnerships and, in seeking a respectful partnership with 
government, want the scope to be able to bring their capabilities to bear. Lend Lease sees 
government’s best contribution to the project as an observer/occasional adviser, leaving space 
for the private sector to ‘get on with it’. The project has support at the highest level but limited 
involvement of local- or regional-level bureaucracy. This mirrors a widely held view of businesses 
interviewed for this study that government’s best role is to act as an enabler, allowing business to 
play its role unfettered by red tape. 

Key participants 

This is a community-driven project involving multiple stakeholders but led by three key partners: 
Lend Lease, the Murdi Paaki Building Company (MPBC) and representatives of the Bourke 
Indigenous community. A senior community development practitioner was engaged after the 
project started to provide strategic coordination on the project and foster alliances with external 
community partners.  

As the project moves into more advanced stages, government agencies – such as Indigenous 
Business Australia (IBA), which supports Indigenous home ownership schemes – will be invited to 
contribute to the project once home ownership opportunities are determined. 

The Australian Government is represented by FaHCSIA and DEEWR through service delivery 
contracts for Indigenous employment and training. The Australian Government has provided 
specific funding for a community liaison officer in the Birrang Development Corporation. The liaison 
officer is supported by World Vision Australia to develop and administer a project-focused 
community engagement strategy. Training and employment in construction is one of the ancillary 
outcomes of the project.  

Corporate stakeholders are the Commonwealth Bank (financial literacy) and Lend Lease (project 
management, design and advice). Community participants are: 

− the Murdi Paaki Regional Enterprise Corporation (MPREC)  
− the Murdi Paaki Regional Housing Corporation (MPRHC) 
− Murdi Paaki Building Company  
− the Bourke Community Working Party (CWP), a locally elected representative committee under 

the Murdi Paaki Assembly – a regional partnership structure between community and 
government operating across central western New South Wales.  

Regular meetings are held by the project subcommittee (FaHCSIA, MPREC, MPBC, Lend Lease 
and an independent community development practitioner). The philosophy of the partnership model 
is evident in the subcommittee’s co-chairing arrangements. Co-chairs are a senior Lend Lease 
manager and Chair of the Bourke CWP. Meetings are divided between Bourke and Lend Lease’s 
Sydney offices.  

Engagement with the local community 

Community service providers in Bourke are joining the project as it evolves. Providers include a 
local CDEP provider as well as the regional CDEP provider (MPREC), Far West NSW 
Medicare Local and the Bourke Shire Council. 

A community survey on current social housing in Bourke to understand residents’ views was 
developed by inviting 13 community members representing 10 locally based community service 
organisations (in health, housing and legal aid for example) to work with World Vision Australia to 
design a community survey tool. The CDEP-based liaison officer then surveyed 100 local 
Indigenous residents (with a mix of gender, age and marital status) about their housing needs and 
concerns.  
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Using the emerging themes a community education program is in development. The aim is to 
better inform community members about the project and offer training in capabilities related to 
household skills. Through this process it is hoped that interested and appropriate householders 
will be selected to live in the new homes. 

Success needs to be managed 

Current social housing in Bourke is poorly built, offers limited protection from the elements, has 
little or no insulation, and uses infrastructure materials that disintegrate under social and 
environmental pressures. 

For the project to maximise positive outcomes, families who are already demonstrating a capacity 
for change in their present life styles (evident in full or part-time employment, participation in wider 
community activities such as sports, for example) will be encouraged to participate in the project 
and the selection process. 

Specific support programs for the families ultimately selected to ‘trial’ the new houses will be 
available throughout the project’s lifetime. The expectation is that householders will acquire 
domestic skills to enable them to move away from the boom-to-bust domestic patterns common to 
welfare-based households.  

A positive outcome of the project is the regional collaboration developing between service 
providers. The involvement of the CDEP providers has opened opportunities in construction 
training and employment with additional opportunities to work on Lend Lease construction projects 
in Sydney. Training in construction trades has been an integral part of the project and will leave a 
legacy of regionally based Indigenous people with trade qualifications where currently there is a 
gap. 

How business got involved 

The Indigenous organisation in this case study actively sought engagement with the private sector 
to develop an alternative model of service delivery and with non-government partners. 

Initial contact was made in November 2011 when an Indigenous consultancy firm, Corporate 
Connect, organised a boardroom function to introduce a regionally based New South Wales 
Indigenous service provider (MPREC) keen to engage with the corporate sector but unsure how to 
do so. Selected private companies were invited based on the Murdi Paaki Regional Housing 
Corporation’s desire to work differently to achieve sustainable housing solutions for its clients – 
it was looking for ‘affordable social housing’ and a partnership between community and service 
providers previously missing from their experience of social housing consultations and 
constructions. There was discussion of home ownership as an ultimate goal of the project. 

At the initial meeting, a relationship with Lend Lease was struck. Lend Lease personnel were 
subsequently invited to a regional community meeting in western New South Wales to meet 
regional Indigenous leaders, followed by an invitation to visit the specific location of the proposed 
housing project (Bourke) and to meet with members of the Indigenous community. From the 
beginning of the relationship, Lend Lease has always participated in the project at the invitation of 
the Indigenous community leaders and organisations. 

Involvement in such a project represents a departure from ‘usual business’ for Lend Lease. 
The company’s usual business is project management and design – not ‘social housing’. 
There was, however, some corporate knowledge and expertise in this sector in the company. The 
CEO at the time of the initial meetings saw the opportunity to be involved with Indigenous housing 
as a ‘deal breaker’. He reflected on the strong social responsibility in Lend Lease’s founding charter 
and recognised the opportunity for Lend Lease to demonstrate leadership in making a substantial 
difference to an area of everyday life that had significant impact on Indigenous people’s quality of 
life. However, participation also meant managing the risk of venturing into unfamiliar territory as 
Lend Lease recognised that they would need to commit to a long-term investment if they were to 
have a true partnership. 
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Subsequent CEOs have continued to support the company’s participation in the project. Managing 
risk when fostering innovation is a skill Lend Lease has brought to the project. Lend Lease would 
still describe their involvement in the Bourke Housing project as an ‘experiment’ where they are 
‘trialling a new way of working based on new forms and relationship configurations (Lend Lease 
interview, 26–27 June 2012). 

And Lend Lease did pay attention to details when assessing risk. They were aware, for instance, 
that a key partner – MPHC – had annual rental arrears of only 2 per cent across the 145 homes of 
their housing stock. Lend Lease recognised that MPHC was successfully managing their rental 
stock and was likely to make a sound ancillary business partner. 

No significant financial commitment has yet been required of Lend Lease. However, it was moving 
into unfamiliar territory from the inception of the project despite sponsoring other Indigenous 
employment and reconciliation projects (such as engaging Indigenous interns through 
CareerTrackers and developing a Reconciliation Action Plan sponsoring more conventional 
corporate support). 

What kind of design? 

The partnership is now 18 months into the project. In June 2011 Lend Lease’s design team held 
community focus group discussions to better understand the environmental concerns housing 
tenants have about the design of current builds. The discussions extended to issues not only about 
housing design but how people want to live – for example, could they live safely and cheaply in 
terms of heating/cooling costs? Would a new house design facilitate positive social interactions or 
would small rooms perpetuate social stress and overcrowding? Was it possible to create privacy 
through the design of the house and outbuildings? How could the design contribute to a positive 
experience for children – with space to play safely outdoors, and a quiet corner for homework 
inside?  

The Lend Lease design team assured community members that these concerns could be resolved 
through thoughtful housing design, attention to the choice of materials (for instance putting 
insulation into homes and more robust materials in high-traffic areas such as hallways) and by 
assisting residents to develop skills to undertake their own house maintenance (changing light 
bulbs and tap washers).  

Themes in the focus group discussions were supplemented by the analysed survey data that 
provided important details about current housing conditions, how Indigenous people were operating 
in the regional rental market and the extent of financial knowledge at individual and household 
levels. Data from the survey and focus groups enabled Lend Lease to clearly understand what 
issues were critical for householders and what expectations they had around the new housing 
design. 

Direct on-ground engagement between Lend Lease personnel and the community was instructive. 
The interaction provided important knowledge about the lived experience of many Indigenous 
people in Bourke. This can be illustrated by an issue Lend Lease had heard in the focus groups – 
food security. Householders wanted kitchen designs that would stop others from ‘borrowing’ their 
food. 

The CEO of Far West NSW Medicare Local suggested that some problems – such as food security 
– were better resolved through behavioural solutions rather than design remedies. He suggested, 
for instance, that if householders were encouraged to purchase food that needs to be ‘transformed’ 
through human agency; that is, to store fresh vegetables that need to be cooked (pumpkins and 
potatoes, for example) and tinned food (that needs to be added to other ingredients to form a 
meal), this would deter the pilfering of food. People who look for ‘takeaway’ or convenience foods 
are unlikely to be tempted by food that requires some degree of cooking or processing. This will 
help protect food resources. Without the involvement of such a partner the nuanced sociological 
understanding of local household issues might have been overlooked. 



Business Council of Australia • November 2012 16 

 

Other themes raised by the focus groups made sense through first-hand experience. This became 
obvious when Lend Lease personnel were invited into one of the rented houses. 

Safety concerns were immediately obvious to the design team. The lack of a garden shed as a 
standard feature of the housing stock meant the householder kept inflammable garden machinery 
such as the lawn mower and fuel indoors. Some of the internal building materials were also highly 
flammable. Small details required changing; for example, power sockets were poorly positioned to 
maximise access to heating in the winter. 

Once potential building designs are approved by the subcommittee it is anticipated that building of 
two homes by MPBC will commence by the end of 2012. Identification of sites for the two 
‘demonstration’ houses was recently finalised. 

Project status 

Central issues in this complex project range from Indigenous business and workforce development, 
to community capacity building, community engagement and governance of a multi-player project.  

The project offers a ‘real-time’ case study of the background to developing effective partnerships, 
what a place-based relationship looks like, and how a common outcome can be achieved through 
the collaboration of the different partners (government, corporate and non-government 
organisations) playing to their particular strengths. Relationship building, as this case study shows, 
must manage risk and expectations with flexibility. The case study further illustrates the importance 
of local knowledge and community authority in the design and development of project stages; the 
communication strategy, the community education and options for house designs for example, all 
draw directly on consultations with local residents, stakeholders and community members.  

For Lend Lease, an added benefit of this project is the exposure to the opportunity to develop 
‘cultural competency’ – the ability to operate effectively in complex intercultural contexts. Their 
experiences with the Bourke Indigenous community and MPREC offer lessons to corporate 
organisations on community engagement (the importance of the invitation to participate for 
instance), the role of informal authority structures and how these must be acknowledged and 
accommodated in multiple partnerships based on cross-sector collaboration.  
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CASE STUDY 3: SUPPORTING INDIGENOUS BUSINESS 

PwC and Kinaway 

 
Several BCA members contribute to Indigenous economic capacity through building capability and 
strengthening governance of Indigenous business enterprises. Most do this through provision of 
pro bono services, including seconding employees to work within Indigenous businesses to assist 
with business case development, financial and accounting systems and the like. In 2011–12, BCA 
member organisations contributed an estimated 48,500 hours of pro bono services to Indigenous 
organisations.  

In the PwC–Kinaway case study, the corporate contribution concentrates on developing Indigenous 
business capabilities through business mentoring, tender partnerships, and business networking 
opportunities. The beneficiaries are Indigenous commercial small businesses that are members of 
Kinaway, the Victorian Indigenous Chamber of Commerce. Kinaway is a Victorian Aboriginal 
(Gunai) word meaning ‘exchange’. It was adopted by the Victorian Aboriginal Chamber of 
Commerce as the ‘ideal word to represent the aims and the goals’ of the Chamber and carries 
partnership possibilities for two-way learning and exchange (see the Kinaway website at 
www.kinaway.com.au). 

This case illustrates how alliance with a prominent corporate can enable Indigenous small and 
medium enterprises (SMEs) businesses to access wider commercial opportunities. It also 
demonstrates practical strategies for leveraging Indigenous business growth in mainstream 
contexts.  

Traditionally, Indigenous SMEs have had few opportunities to partner with mainstream businesses 
or leverage business opportunities through relationships with corporate Australia to enter a broad 
range of industry spheres. An opportunity for Indigenous businesses to partner with PwC in 
relevant procurement tenders is a strategy that has also been successfully promoted by the 
Australian Indigenous Minority Supplier Council (AIMSC).  

Lessons 

Although this pilot is still at an early stage, some key lessons are already emerging about what is 
needed for success. They include: 

• strong alignment of the initiative with the company’s core business (professional and business 
services) and with a key element of its employee value proposition (the opportunity to provide 
pro bono services to Indigenous businesses being a source of pride for PwC staff) 

• the capacity of business to innovate by piloting new approaches and to ‘learn by doing’, with this 
pilot representing an evolution from earlier Indigenous initiatives 

• the critical importance of devoting time at the outset to build relationships and ensure mutual 
understanding of the outcomes being sought 

• careful attention to matching of mentors and mentees and to building in strategies to support a 
successful mentoring relationship. 

For successful capacity development strong, trusting relationships based on careful attention to the 
learning mode and mutual opportunities for enhancing knowledge and professional development 
are required. PwC has taken time to ensure these dynamics are the basis for their  
business–Indigenous strategies. 

This case study describes how PwC contributes to Kinaway, the Victorian Indigenous 
Chamber of Commerce, to help it develop its business capabilities through business 
mentoring, tender partnerships, and business networking opportunities. 
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Why is business engaged? 

In his published message outlining PwC’s business–Indigenous strategies, the PwC Chair of the 
Reconciliation Action Plan Advisory Group describes how PwC decided to support Indigenous 
Australians based on their core business. 

The first PwC RAP, developed in 2010–11, arose at the request of then CEO, Mark Johnson. 
PwC sought wide-ranging advice in considering what business–Indigenous initiatives would 
correlate with their core business as a professional service firm. The RAP is focused on working in 
urban contexts since PwC’s services are located in ‘cities and towns across Australia’: 

… we commenced formal consultation with a broad group of stakeholders with the intent of developing 
a Reconciliation Action Plan. We reached out to Reconciliation Australia for advice, listened to the 
lessons learned by other corporates and asked for input from some of our clients, charity partners, 
partners and staff. We established a Reconciliation Action Plan working group, comprising partners and 
staff from across the firm together with local Aboriginal and Torres Strait Islander representation from 
within and outside our business, including clients and charity partners. This diverse group met once a 
month and helped create the framework for a focused and realistic Reconciliation Action Plan. 
(PwC 2010/2011, 2) 

The first RAP was based on three principles aligned to a PwC business case. The company 
anticipates weaving these principles into the ‘fabric of the firm’ to ensure that reconciliation 
strategies and cultural awareness permeates the ‘way the firm conducts business’. The three 
principles are: 

• To focus primarily on urban communities, where the majority of Aboriginal and Torres Strait 
Islander people live, and where our people and offices are located. 

• To leverage our existing strengths, in particular around building meaningful relationships, human 
resources development, capacity building and our existing corporate responsibility program and 
partners. 

• To be guided by community needs identified through developing valued relationships with local 
communities and identifying community partners we could collaborate with. (PwC 2011/2012,17) 

PwC has now created a number of engagement and celebratory activities within the organisation to 
foster recognition of Indigenous issues (local engagement plans, naming of meeting rooms, web-
based tools/sites to raise awareness, welcome to country protocols, etc.). They have also opened 
opportunities internally to recognise and support Indigenous employees and to bring their 
experience and Indigenous knowledge to bear in improving subsequent RAPs. 

PwC funds its business–Indigenous initiatives from within the business; it was unaware of the 
availability of government funding for such activities.  

Corporate social responsibility and reconciliation at PwC 

Corporate responsibility (CR) values (what we do and how we do it) in the conduct of PwC’s 
business are evident in their four CR quadrants (community, environment, people and 
marketplace) or stakeholders fields where the company’s values determine CR actions. 
PwC promotes its values across the business units through five goals, one of which is ‘being 
recognised as leading edge in corporate responsibility’ (PwC 2011). A further goal PwC 
implements is the practice of sustainability. PwC’s business values are linked to CR objectives with 
the expectation that the company will: 

• hold ourselves accountable for our actions 

• promote responsible business practices 

• support the growth and development of our people and communities 

• seek to minimise our impact on the environment. 

The company encourages employee support for specific business values through individual 
workplace performance and in the conduct of relationships with clients. For example, PwC’s 
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commitment to a sustainable environment (a key target of their CR) is part of everyday workplace 
behavioural practices where using non-disposable coffee cups, monitoring the carbon footprint, 
reducing air travel, and recycling comprise usual workplace habits.  

To implement their CR values, PwC has a network of 19 charity partners running targeted 
programs. Through the relationship between PwC and its CR partners employees can contribute to 
CR activities consistent with the company’s values. The PwC RAP sits in the Community CR 
quadrant but is promoted across the organisation by employee champions who take the lead on 
reconciliation strategies within the company and with the stakeholder network.  

PwC took time to consider how to achieve the right business fit for the kind of contribution they 
could make as a professional service. Following their initial development of a RAP they have 
worked to ensure their contribution and engagement are effective and purposeful for the 
Indigenous beneficiaries. An internal review of their first RAP alerted PwC to the importance of 
relationships and led to the idea of a local partnership. 

We are learning that identifying the most appropriate partner takes time, and we are now engaging in 
discussions at a more local level for each PwC office. In Victoria, we have established a partnership 
with Kinaway, which will provide us with more opportunities to help grow the capacity of the Aboriginal 
and Torres Strait Islander business sector. (PwC 2011/2012, 3) 

The PwC–Kinaway business mentoring project 

PwC chose a mentoring project based on adult learning principles and a one-on-one relationship 
supported logistically by both organisations. Key participants in the Indigenous mentoring pilot are 
PwC and Kinaway. The Chair of PwC’s Reconciliation Action Plan Working Group champions the 
relationship with Kinaway, and has identified additional opportunities for Indigenous businesses 
through joint tendering, governance training for the Kinaway Board, and business networking. The 
business mentoring program is open to all Kinaway members who are Melbourne based.  

The mentoring relationship involved careful planning and collaboration by senior managers in PwC 
and Kinaway to ensure mentors/mentees have the best chance for mutual benefits. Both 
organisations have worked consistently from the outset to ensure background logistical support 
(meetings rooms and celebratory functions, for example) was available if unexpected problems 
arose. The mentoring pilot is an initiative new to both parties and PwC was conscious that risks 
would need to be managed. 

The mentoring project is part of a broader support strategy developed jointly between PwC and 
Kinaway to achieve the following agreed outcomes: 

• exposure to commercial expertise 

• partnership opportunities including joint tendering 

• capacity development through corporate networks and supply chain contacts 

• capacity building for Kinaway management through regular support with PwC staff  

• strategic advice from a senior PwC partner 

• new income streams and services for Kinaway business members. 

PwC and Kinaway began the mentoring pilot in mid-2012. The pilot illustrates the willingness of 
corporate players to accept risks as part of creating new and innovative ways to offer services and 
work in business–Indigenous partnerships. 

The project was launched officially in June 2012. Delivery will occur in four phases: 

• preparation and assessment (matching of needs and skills) 

• induction and relationship building 

• mentoring (and periodic monitoring) 

• formal evaluation and continuation/exit strategy. 
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The project is currently in the relationship building phase. Careful thought is given to matching the 
volunteer mentors and mentees. Kinaway has provided initial reactions from Indigenous business 
participants.  

One mentee commented on the effectiveness of the program design. He is also involved in the 
MURRA program – a series of master classes for Indigenous businesses delivered with another 
Kinaway partner, Melbourne Business School – and reported that through this avenue and the pilot 
he had gained a wider ‘business knowledge base’. He was currently implementing changes in his 
business to promote growth and had a new level of confidence and professionalism when dealing 
with clients and tendering for contracts. 

Another business mentee commented that having a mentor has provided her with business insights 
not previously considered by her and she is now able to utilise these strategies to make ‘better, 
more informed business decisions’. She reported that ‘[the mentor] definitely understands the world 
of commerce and the business environment’. 

A mentor interviewed for the case study stressed his personal and professional gains from 
participation in the pilot. He also realised that to best assist his mentees and ensure his commercial 
advice led to a practical outcome, he needed to ensure the knowledge could be actioned and 
provide mentees with practical strategies where they could see a difference to their business 
planning and decision making. His mentees commented to Kinaway: 

Just a quick email to let you know that we had our first meeting with [the mentor] on Tuesday. 
Everything went well. [We both] left the meeting full of ideas and feeling very upbeat about the points 
that were discussed. [The mentor] has set us a fair amount of work to complete before our next 
meeting which we will be completing over the next two months. These tasks that he has asked to be 
completed are our Business Plan, KPI, and Historical Customer Data. We are getting some further 
support from IBA with the mentoring of our business plan, so this will all come together at the right time. 

The Kinaway Interim Board Chair provided additional feedback on the pilot: 
I caught up with [the mentee] last weekend and I just wanted to let you know that he is rapt with the 
mentoring advice and support he has received from you in particular and I just wanted to pass that on –
in his words – [the mentor] just gets it. 

Kinaway emphasised that a critical success factor for them in working with PwC on this pilot was 
that both parties understood the importance of building relationships and providing practical 
support to ensure relevance and continuity: 

In designing the program we understood the relationship building phase to be important in order to 
build trust and understanding between each mentoring pair, and from observation and speaking with 
participants as part of the ongoing monitoring this has been reiterated in all cases. Several mentees in 
the program have explicitly expressed the importance of this relationship building phase, one 
participant commenting that ‘these things take time’. (Personal communication, 2012) 

This case demonstrates the importance of careful planning, taking time, and setting realistic 
expectations when building successful partnerships. These factors are evident in how PwC learnt 
to approach its RAP and are embedded principles behind the framework and developmental 
process for the mentoring pilot. 

Growing business opportunities through procurement and joint tendering 

PwC’s partnership with Kinaway is a strategy deliberately targeted to assist small and  
medium-sized Indigenous businesses. The organisations know that nationally, small and medium 
businesses are significant employers but that ‘non-Indigenous people run their businesses at a rate 
three times that of Indigenous people’ (see www.kinaway.com.au). 

Like many other corporate businesses, PwC is keen to consider how to best grow Indigenous 
businesses and open sustainable economic opportunities. One obvious way is through SME 
Indigenous businesses partnering with a corporate organisation for procurement opportunities 
(such as joining the supply chain as a preferred supplier). 

However, companies undertaking larger-scale projects and procurements need to manage their 
procurement processes to ensure Indigenous suppliers – likely to be SMEs – are able to compete. 
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One option to ensure Indigenous inclusion is joint tendering. This is where a professional services 
firm such as PwC, when tendering for contracts, might identify an Indigenous business as a co-
tenderer in the supply of specific products or services. PwC is exploring joint tendering 
opportunities with Indigenous businesses that are Kinaway members where appropriate. 

The AIMSC three-year pilot (2009–12) has aimed to create accessible options for commercial 
partnerships of this kind, identifying supply chain opportunities in partnerships between corporate 
Australia and small to medium Indigenous businesses.  

PwC recently conducted a post-implementation review of AIMSC’s performance for the Australian 
Government. One recommendation is to develop strategies to ‘target growth in the supplier base by 
industry, size and location’ (DEEWR 2011, 4). It is also clear that some Indigenous businesses will 
require tutoring and support before they are in a position to partner with a corporate player as: 
‘... an Indigenous business in the early years of operation may not yet have the appropriate 
experience, or systems and processes in place to adequately meet procurement orders’ 
(DEEWR 2011, 44). 

Joint tendering is another option that enables a corporate to include an Indigenous business under 
the corporate’s bid – as a subcontractor or ancillary provider who will help deliver aspects of the 
service or product to be managed by the primary tender.  

This is one of the strategies being adopted by some mining companies when looking to meet their 
native title agreements to deliver wider economic development opportunities for local communities.  

Fortescue Metals Group Limited’s strategy for supporting native title groups to develop businesses 
is an example of how the company is assisting Aboriginal businesses to leverage economic 
advantage through business development. This strategy is known as the Billion Opportunities 
whereby Fortescue has committed to awarding $1 billion worth of contracts to Aboriginal 
businesses. 

Fortescue uses its procurement strategy to support the development and engagement of Aboriginal 
businesses in its supply chain, and by requiring contractors to employ Aboriginal people and use 
Aboriginal subcontractors where possible. Joint venture partnerships are another model whereby a 
non-Aboriginal partner has contractual obligations to build the capacity of the Aboriginal party 
during the term of the contract.  

Fortescue also carefully identifies niche opportunities where Aboriginal interests and business 
opportunities are a congruent fit. These include Aboriginal engagement in civil maintenance, camp 
management, dust suppression, waste management and revegetation and environmental services. 
Contracting opportunities in the mining sector open and close rapidly. For an Aboriginal business to 
grasp the opportunity it must be positioned or ‘ready to pounce’. Support in business processes is 
essential to ready the Aboriginal business to deliver services to the sector. This is where access to 
professional expertise, such as from Indigenous Business Australia or Many Rivers, is assisting 
these businesses develop their capabilities.  

Other industry sectors are also looking to ensure Indigenous businesses can fully participate in 
their supply chain opportunities, and AIMSC endeavours to provide partnering opportunities across 
various sectors. 
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CASE STUDY 4: SUSTAINING LONG-TERM EMPLOYMENT 

MMG Limited Century mine 

 
The Century zinc mine is a unique case in the Australian mining industry for the range of  
business–Indigenous economic initiatives, including Indigenous employment ratios, under a 
formal agreement.  

In 1997 the Gulf Communities Agreement (GCA) set benchmarks in native title agreements across 
the mining industry. As a former government official saw it, the agreement is a ‘benchmark for what 
is possible’. 

The GCA specified the terms and conditions for engagement between industry and Indigenous 
people, the benefits to flow to Indigenous parties, and the role of the state government. At the time 
the agreement was reached, Rio Tinto was the leaseholder. Because the agreement is 
fundamental to ‘the right to mine’ in the region, changes in the identity of the leaseholder have no 
impact on the continuation of entitlements to the native title groups or regional Aboriginal 
communities. MMG purchased the mine in 2009.  

Open-pit production is expected to cease in approximately 2016. The Centre for Social 
Responsibility in Mining (CSRM) at the University of Queensland is currently conducting a Social 
Impact Assessment (SIA) for recommendations on management during the post-production phase. 
Advice is also anticipated on how to successfully manage the post-production impact phase on the 
regional economy and the Indigenous communities.  

For broader assessments on how successfully the GCA aspirations have been met, refer to the 
CSRM reviews available on their website (www.csrm.uq.edu.au).  

Lessons 

Lessons can be drawn from this case study not only for state and federal governments but also for 
other mining businesses. 

For governments, lessons from the Indigenous employment strategies are twofold.  

A relatively straightforward finding from this case study is that administrative arrangements for 
apprenticeships and traineeships need to be far more streamlined and accommodating of the 
difficulties of remoteness and the complexities of employee movements in an industry using shift 
work. 

MMG employees supervising apprentices cited the degree of reporting and paperwork required as 
virtually ‘nonstop’ and excessively time consuming. This has discouraged MMG’s staff from 
accessing government support funding beyond the apprenticeship/trainee funding. And while they 
do intend to explore options for IEP funding, they feel compelled to engage an external provider to 
prepare funding submissions and to act as an intermediary with government bureaucracies so that 
mine staff can focus on more value-adding activities. 

A second important lesson is that, if mining activities are to provide lasting benefits to regional 
communities, the funds distributed must be sufficient to be a ‘game changer’. In this case, for 
example, rather than a plethora of small trusts, a single trust – such as the Aboriginal Development 
Benefits Trust (ADBT) – offers the scale and scope to achieve more effective outcomes.  

MMG Limited, a multinational mining company, is preparing for the closure of its Century zinc 
mine in north-western Queensland and a shift to post-production phase. This case study 
examines how the company is planning to manage the impacts of the mine closure on 
Indigenous employees and regional Indigenous communities. The case study details how, 
having achieved big gains in Indigenous employment at the mine, MMG is preparing 
Indigenous employees for industrial change.  

http://www.csrm.uq.edu.au/
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The business development activities of the ADBT have opened opportunities for the Australian 
Government to explore economic ventures in communities in the lower Gulf. Prior to support 
provided by the ADBT there was neither interest nor help from external sources such as 
Indigenous Business Australia, which is now on the ground, keen to support people and offer 
services.  

A more complex lesson for both government and businesses seeking to ensure that access to 
economic opportunities leaves a lasting legacy is that this will not automatically result without 
complementary strategies.  

Government anticipated that mine employment would improve the socio-economic profile of lower 
Gulf communities. However, few people save and in at least one Gulf community there is no 
banking facility to provide for saving. Without building the necessary financial services, local 
businesses cannot get underway nor can household and individual savings occur in a way that 
enables lasting assets to be acquired.  

Similarly, without individual access to land title there is neither the incentive nor the opportunity for 
home ownership. Few mine workers expressed interest in purchasing a home since communities 
like Doomadgee and Mornington Island have no private home ownership market (CSRM 2008, 44). 
To purchase a home would require moving to Normanton or Mt Isa. Some families were prepared 
to do this; most were not.  

As a result, neither Doomadgee nor Mornington Island communities have shown massive 
improvements in their socio-economic status in spite of employment at the mine (CSRM 2008, 42). 
This reinforces the importance of complementary place-based strategies to address community 
deficits and ensure that institutional arrangements support the realisation of the potential gains of 
increased employment opportunity. 

Numerous respondents expressed concern that, after completion of mining, individuals and families 
would be more in debt than before they had started work at the mine. The survey – conducted by 
CSRM – also found that many respondents had invested primarily in depreciating assets, such as 
cars and white goods, since they had been working at Century and only 8 per cent had purchased 
a house, which suggested that only a small proportion of the income being received was being 
converted into long-term assets and investments (CSRM 2008, 43). 

A further lesson is that the CDEP does not prepare Indigenous entrepreneurs. Experience of 
working on business development and commercial ventures in the lower Gulf communities has 
shown that, to achieve Indigenous business outcomes, there needs to be intermediary support for 
the transition from CDEP work to mainstream economic participation. 

Extensive commentary on the impact of mine employment, improved socio-economic conditions in 
the communities or measurable improvements in health and life style changes are beyond the 
scope of this case study. Issues of this nature are periodically assessed as part of the five-year 
reviews required in the Gulf Communities Agreement. A detailed assessment of literature on the 
socio-economic impact through employment and enterprise development over close to 20 years is 
publicly available. Five-year review snapshots provide policy lessons (see CSRM 2004, 2005, 
2007, 2008). 

Why is business engaged? 

A key trigger to business innovation for the mining sector has been the Native Title Act 1993 (NTA). 
The legislation requires mining companies to consult and engage with Indigenous people on 
claimable land. It also provides for regional land use agreements, which give a legal ‘right to mine’ 
but which must also offer Indigenous groups a share in mining benefits. 

Although initially the mining industry struggled with the challenges of serious engagement with 
Indigenous landholders, many companies have found deeper ways to engage and now provide 
clear examples of what can be achieved – even in remote locations – through innovative and 
imaginative options for mutual economic benefits. 
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While mining benefits to Indigenous Australians have always included royalty payments, today the 
concept of ‘benefit’ extends well beyond a simple financial payment. Now emphasis is given to the 
tangible benefits of employment and ancillary economic opportunities such as enterprise 
development through the supply chain, and support for ongoing educational benefits, all of which 
may continue beyond the life of the mine into the post-production phase (see Altman & Martin 
2009). 

Wand & Harvey (2012), for instance, describe how Rio Tinto transformed their approach to native 
title from one of initial antagonism to serious engagement with the challenges of the NTA and 
eventually to transferring the innovative employment and training strategies learnt in Australia to 
their international operations. Mining companies negotiating Indigenous Land Use Agreements 
(ILUAs) under the NTA are increasingly including business development and business partnerships 
as part of the ILUA package of benefits to Indigenous parties. There is now industry-wide 
acceptance by the corporate players that Indigenous business development offers wider benefits 
than most other options. However, it is necessary for companies to ensure that the economic 
benefits are shared with Indigenous people, that joint ventures involve the right contracting 
partners, and that support is on hand over a realistic timeframe for the Indigenous business to 
become self-sufficient.  

A second major driver of engagement has been the mining sector’s huge appetite for job-ready 
employees.  

With the demand for mine workers greatly exceeding the available supply in remote Queensland 
and Western Australia a common ‘work-around’ has been to offer employees fly-in fly-out (FIFO) 
arrangements. The arrangement provides a steady supply of skilled workers and at volumes not 
available in remote or regional labour markets. But as the supply of job-ready employees dwindles 
mining companies are increasingly looking to engage pre-employment service providers for a 
supply of job-ready locally resident Indigenous candidates. Some companies have sufficient in-
house experience to train Indigenous employees. 

A third major driver of Indigenous engagement for larger multi-national companies has been the 
pressure to meet international best practice standards of corporate responsibility where business 
ethics and governance principles are key elements in transactions with Indigenous peoples. 
MMG is a signatory to the international extractive industry standards that apply across the 
extractive sectors (oil, gas and mining). These standards are applied at Century. The company’s 
commitment to best practice in mining is further evidenced by their participation in the Minerals 
Council of Australia Sustainable Development Committee chaired by the current CEO of MMG. 

The Gulf Communities Agreement 

The MMG Century mine in north-western Queensland operates under the terms of the Gulf 
Communities Agreement (GCA). Key parties to the GCA are the Queensland Government, the 
leaseholder (mining company) and the four native title groups (Waanyi, Mingginda, Gkuthaarn and 
Kukatji). Although the mine has changed ownership several times during its productive life 
(anticipated at commissioning to be 20 years), each successive owner has been bound by the 
original agreement. 

Beneficiaries of the agreement include the regional Indigenous populations in the lower Gulf in 
regional towns and communities like Normanton, Doomadgee, Burketown and Mornington Island. 
Indigenous people who are members of the four signatory native title groups (but who may be living 
outside of the four major lower Gulf shires) can also access employment and business 
development opportunities. Staff positions with the mine include three Indigenous liaison officers 
based in Normanton, Doomadgee and Mornington Island. 

The terms are set out in 10 schedules to the agreement. 

The agreement establishes governance committees and subcommittees to monitor the terms of the 
agreement and ensure accountability on performance. An independent review and evaluation 
occurs every five years. This year is the 15-year review of the GCA. 
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Under the GCA the three key parties have clear obligations to meet. Amongst a number of stated 
expectations (not all listed here) MMG must provide the following to the Indigenous signatories: 

• employment and training opportunities for people in the Gulf of Carpentaria 

• business opportunities for local Aboriginal people at the mine and port sites and within their local 
communities 

• ongoing assistance to help with the establishment and operation of these businesses. 

Outcomes for Aboriginal signatories to the GCA were clear. Signatories want access to educational 
and economic opportunities that will: 

• remove their people and other members of their communities from welfare dependency and, to 
the greatest extent possible, promote economic self-sufficiency 

• enable them to participate as fully as possible in Century mine and related ventures 

• enable them to live on their traditional lands 

• protect fully the natural environment and its resources 

• identify and protect sites of cultural significance 

• ensure that the material benefits gained do not corrupt Indigenous cultures, but enable people to 
reaffirm their beliefs and enhance the lifestyles of the people of the Gulf through community and 
cultural development initiatives 

• ensure that the standard of health, employment rates, education opportunities and other social 
indices of the people of the Gulf are comparable to ordinary Australian standards 
(see the MMG website at www.mmg.com). 

The negotiation of the agreement sought $1.8 million from the Queensland Government to conduct 
a Social Impact Assessment with a further $5.7 million to implement the assessment outcomes, 
one of which was anticipated to be an ‘in perpetuity’ trust fund available for community initiatives in 
the four lower Gulf shires. The Queensland Government was also expected to contribute funding to 
the Gulf Aboriginal Development Corporation (GADC) for business enterprise development.  

The 10-year review flagged changes to keep the agreement benefits relevant: 

• formation of a new GCA Management Board, a Gulf Business Forum and a Young Leaders 
Forum 

• improved monitoring of outcomes of the GCA 

• new initiatives in governance and leadership training for signatory Native Title group, supported 
by federal and state governments. 

MMG is currently focused on ensuring that all signatories to the agreement are equally proactive 
and responsible for implementation and outcomes – not simply the company. 

The company’s 2011 Sustainability Report showcased the Century mine. The report described the 
breadth of the benefits provided to the region. For example, through the mine MMG funds 
significant in-kind support to Indigenous communities and residents of the lower Gulf. Much of the 
regional transport infrastructure (roads and regional air services) is provided by the mine. The 
diesel fuel rebate secured for mine operations also benefits regional residents. It will disappear in 
the post-production phase of the mine.  

Two pastoral leases (Lawn Hill and Riversleigh stations) have been returned to traditional owners. 
Waanyi now holds 51 per cent of the Lawn Hill property and MMG 49 per cent. Turn-Off Lagoons – 
another pastoral lease – is 100 per cent owned by Waanyi. 

The Century mine also contributes financially to the ADBT established to sponsor local business 
development. The ADBT administers sport-related trust funds to which both the mine and 
Queensland Government contribute. For example, they contribute more than $2 million to the local 

http://www.mmg.com/
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Aboriginal communities. Approximately $1 million of this is allocated to the ADBT for local 
Indigenous business development. 

Indigenous employment and training 

Indigenous workers represent 25 per cent of the total mine workforce. Two Aboriginal leaders 
(Manager and Superintendent) head the Community and Stakeholder Partnerships team. 

There are three intakes of 15 Indigenous recruits annually. Applications for positions generally far 
exceed availability; for example, 80 individuals applied for 12 jobs. The majority of the Indigenous 
recruits come from the lower Gulf communities as required in the agreement. There is a high 
response rate from youth in Normanton (an ‘open town’) but lower response rates from 
Doomadgee (a former reserve community) and Mornington Island (a former mission community). In 
addition, the Waanyi people (the acknowledged native title holders) may comprise up to 60 
per cent of recruits. 

In selecting potential Indigenous employees, the company looks for aptitude and passion at 
interviews. MMG supports pre-employment training to ensure recruits are ready for the workplace, 
but also to help young people manage the transition from their home communities, often for the first 
time or for long periods. The company is noting an increasing number of recruits with Year 12 
completions. The change reflects a more mature cohort; as one trainer said these age cohorts are 
very ‘switched on’. 

Indigenous youth who fail to make the annual intakes are supported to reapply. MMG sends those 
applicants with potential to a suitable training facility for three months when, on completion, they 
will be offered a position. 

Life skills are given emphasis in the pre-employment courses. A range of practical skills are offered 
such as driver training, financial management and personal budgeting, sexual health, and issues of 
law and behaviour. Art courses foster other skills. Daily participation in sport is encouraged. 
Counselling is available to individuals on a weekly basis for management of personal issues, 
including the transition to work. 

In the past, MMG has used Beyond Billabong to run a 13-week work-readiness courses to improve 
life skills and employability. The Cairns TAFE has also provided pre-vocational courses to 
Indigenous mine recruits. The TAFE offers a Certificate II course in civil construction and trade-
oriented courses for boiler-makers and welders. The MMG in-house trainers are keen to tweak the 
course’s future content to make it more interesting to female participants.  

Workplace Language, Literacy and Numeracy (LLN) have been introduced into the pre-
employment courses to assist participants entering trade courses. The aim is to ensure that 
students are familiar with the language of the trade but it is also provided because some trades, 
such as electrical skills, require a high degree of literacy. 

In the future, MMG will run its own courses at Lawn Hill and Riversleigh stations where it proposes 
a combined job-ready and life skills course over eight weeks followed by a pre-vocational course 
through TAFE and other Registered Training Organisations (RTOs). This is step towards providing 
in-house pre-employment training. Apart from reducing cost, many companies prefer in-house 
training for better control over curriculum to ensure congruence with the industry sector. By using 
local properties as training hubs, MMG reports better outcomes from regional delivery sites. 

Recruitment, apprenticeships and employment  

Schedule Two of the agreement concerns Indigenous employment and training. With post-
production imminent, the company is now emphasising training people for employability, and then 
assisting them with employment (without specifying a location). The following statement explains 
the role of the Employment and Training Committee. The committee’s job is to: 

… facilitate the flow of communication about employment and training opportunities and assist in the 
development and execution of an effective recruitment and training policy. The Committee, which 
includes representatives from each of the Native Title Groups, Century and the Queensland and 
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Australian governments, also aims to maximise government funding and programs for vocational 
education, employment and training programs that benefit local Aboriginal people and corporations and 
promote an understanding of Aboriginal culture. 

Various trade apprenticeships are available to Indigenous recruits (auto-electricians, diesel fitters, 
asset managers, sheet metal welders, boilermakers). The same breadth of opportunity applies to 
traineeships in occupations supporting the mine (laboratory work, catering (chef), warehousing, 
information technology and administrative work).  

Apprentices go off-site to regional TAFEs for training and later, for industry experience with private 
commercial firms. Following completion of 12 months industry experience off-site the next available 
job matching their qualifications on-site is offered to the graduate. In a number of cases, the 
apprentice has been offered a job with the firm providing the industry experience. In 2011 three 
MMG apprentices won awards for excellence at the Deadly Awards at NAIDOC. 

At the time of the field visit (August 2012) MMG had 42 Indigenous apprentices and 35 Indigenous 
trainees, with an additional nine individuals participating in training at the end of September 2012. 
Once a trainee completes the pre-vocational training they are on three months’ probation.  

Present completion rates for qualifications are above expectation, although this has not always 
been the case. Staff in the training units point to the quality of the teachers and presenters working 
alongside recruits and the conduct of learning outside classrooms as critical change agents since 
these factors help students engage as teachers adapt to Indigenous learning styles.  

Commenting on the importance of family support as a crucial element in an employee’s success, 
one informant for this case study praised the quiet contribution of long-serving Indigenous 
employees who provide informal mentoring to new recruits, and mediate and advocate for the 
novice around social issues and workplace challenges – a contribution that was invisible to 
previous mine management in the early years of Indigenous employment. One long-serving 
Indigenous employee continues to play this role. He is an acknowledged authority figure amongst 
the Indigenous employees, particularly youth. The informal support of Indigenous staff, especially 
among older and younger Indigenous employees, has enabled some cultural problems to be 
addressed informally – the ‘Aboriginal way’. 

Indigenous business development 

Indigenous business development is promoted through the ABDT – as specified by the agreement 
– using funds from the mine. The ADBT has a board of 11 directors representing traditional 
owners/native title groups, the mine and Gulf communities (Minmetals Resources Limited 2012, 
18). 

Interviews with ADBT personnel confirm that economic participation through business development 
is progressing, but has faced significant challenges. The Trust has persistently tried to establish 
businesses in communities and has regularly sent business development personnel to each of the 
three communities on a fortnightly basis over the past two years.  

• In Doomadgee, businesses established under this sponsorship include a roadhouse, a bakery, 
a concrete business (with $600,000 annual turnover), a car hire company and a construction 
company that can maintain housing stock and tender for local jobs. Three Indigenous contractors 
are in operation – NPC (a crushing business providing gravel for shires), Hookey Contracting 
(civil maintenance site services) and Chong Excavation Pty Ltd based in Cloncurry. 

• On Mornington Island, businesses established through the ADBT are a car hire, a trading store 
(now closed), a fishing tackle shop, a butcher’s shop and potential management of the council’s 
guesthouse. 

• In Burketown a welding business operates, while in Normanton, Normanton Traders (food and 
general store) also got started with ADBT funding. 

Joint ventures have also been tried. Some commercial ventures are new (the roadhouse, car hire 
and bakery, for instance) while in other cases, existing businesses have been acquired. An 
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Indigenous interviewee commented that these businesses have brought employment back into the 
communities. 

In spite of some viable enterprises and investment funding to 23 local businesses through royalty 
arrangements, business development in the signatory communities is an ongoing challenge. There 
is an absence of ‘business’ infrastructure in some communities, even a lack of basic services such 
as banking facilities. 

Accountancy needs must be serviced externally. Wrap-around support is needed to foster a new 
business for at least two to three years and management of social issues such as demand sharing 
can be a constant difficulty. One business survived the early development stages by moving out of 
the home community. ADBT staff commented that in retrospect efforts to establish viable 
commercial Indigenous businesses need a transitional step between the CDEP and the skills and 
commercial knowledge to successfully run a business. Intermediary steps should also take the 
form of connecting the remote business with mainstream financial services and business networks. 

Business development challenges 

Business options are always explored by the ADBT board with ‘eyes wide open’. 

The ABDT personnel report that community members are highly motivated to get off welfare and 
have ‘a go at something’. They report that the first businesses established had an enormous impact 
in the communities as people saw possibilities open up to them. 

The ABDT staff also pointed out that in an international industry like mining the benefit of creating 
small and medium businesses was often overlooked. In part this is because the scale of the vision 
in an international corporation differs from that of a local or regionally focused community 
enterprise; playing fields are on a different scale and dimension. 

On the other hand, MMG is explicit about using procurement strategies and opportunities for 
Indigenous SMEs in their supply chain. Across all MMG mines procurement processes aim to 
engage with local suppliers as a principle of working with Indigenous communities in Australia and 
in their international ventures. MMG is: 

… in the process of updating our standards for local procurement. The new standard will outline a 
process to evaluate local capabilities and identify opportunities for local and Indigenous employment 
and procurement, at the site and within industry, from the earliest possible stage. 
Each operation will be required to develop a strategic plan and appropriate programs to deliver on local 
procurement commitments including capacity-building through supplier mentoring, training, tendering 
support and access to finance and micro-credit. Procurement procedures will include a transparent 
preselection process that is accessible and appropriate to the needs of local vendors. 
(Minmetals Resources Limited 2012, 12) 

Benefits to regional communities 

MMG – like other corporates in these case studies – is focusing on supporting Indigenous business 
development through supply chain opportunities. 

MMG’s intent is to open commercial opportunities for small to medium Indigenous enterprises 
under the agreement which can service not only the mine but contribute to the availability of 
regionally based services in the lower Gulf region. 

However, sustainable business development in remote contexts requires mainstream infrastructure 
as much as access to business knowledge and experience. MMG and the ADBT have learnt this 
from experience. It is important that government uses mining royalties to reinvest in economic 
development opportunities and regional infrastructure that can support Indigenous economic 
aspirations. 

As the production phase of the mine winds down occupational training for Indigenous people will be 
broadened to ensure that their experience in mining does not foreclose on other vocational 
avenues or job placements. Targeted direction on how to achieve this is expected to be included in 
recommendations of the CSRM review underway at the time fieldwork for the case study occurred.  
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A step toward assisting trade apprentices to broaden employment options is MMG’s provision for 
their external trade experience through the network of placements facilitated for Indigenous 
trainees in industry sectors across northern and western Queensland. 

CONCLUSION 
Business and government sing to different song sheets on many issues, but they share a concern 
to improve Indigenous lives by ‘closing the gap’ in Indigenous economic outcomes.  

A key objective of this study has been to gain insight into what drives business to offer these 
opportunities and what support they need from government and community organisations to 
transform opportunity into outcomes.  

The study confirms what the 2012 BCA member survey identified that a ‘sea change’ has occurred 
in corporate social responsibility (CSR), with employees increasingly demanding their company 
both act in ways that contribute to a socially inclusive Australia and give them, as employees, 
opportunities to be involved in improving Indigenous outcomes. Employees and their companies 
are beginning to see themselves as potential game changers to Indigenous economic opportunity.  

It should be self-evident that business must be a key partner in the quest to improve Indigenous 
economic outcomes because it is business that creates wealth, generates jobs and gives rise to 
demand for a supply chain of other businesses.  

What this research highlights is that business also has unique strengths to bring to this partnership 
– in particular the ability to take risks and invest for longer-term gains, the capacity and freedom to 
innovate and learn by doing, and an absolute imperative to succeed. 

However, business alone cannot deliver all of the elements needed for success. Government also 
has a critical role to play. But given the scale of the corporate foot print of Australia’s largest 
businesses – from urban, to regional to remote locations – and the size of their employee base, it 
would be a pity if every effort were not taken to leverage business’s unique strengths to deliver 
what they set out to achieve.  

Two fundamental lessons emerge from the case studies: first, businesses understand that 
innovation must involve taking risks, and second, that sustainable outcomes cannot be achieved 
without making mistakes, reviewing lessons and building the next steps from an evidence base. 
Many of these insights are familiar from business practice alongside internal accountability to 
management and external accountability to shareholders for outcomes. 

This report describes how four different companies in different industry sectors are applying 
standard business practice to new arenas and in the process learning new ways of getting results. 
Their desire is to share their lessons with wider audiences. 
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Glossary 

ABDT  Aboriginal Development Benefits Trust 

AIMSC  Australian Indigenous Minority Supplier Council 

CDEP  Community Development Employment Project 

CEO  Chief Executive Officer 

CR  Corporate responsibility 

CSR  Corporate social responsibility 

CSRM  Centre for Corporate Social Responsibility in Mining (University of Queensland) 

CWP  Community Working Party 

DEEWR  Department of Education, Employment and Workplace Relations 

FaHCSIA Department of Families, Housing, Community Services and Indigenous Affairs 

FIFO  Fly-in fly-out 

FMG  Fortescue Metals Group Limited 

GADC  Gulf Aboriginal Development Corporation 

GCA  Gulf Communities Agreement 

HR  Human Resources 

IBA  Indigenous Business Australia 

IEP  Indigenous Employment Program 

ILUA  Indigenous Land Use Agreement 

LLN  Language, Literacy and Numeracy 

MMG   MMG Limited (formerly Minmetals Resources Limited) 

MPBC  Murdi Paaki Building Company 

MPREC  Murdi Paaki Regional Enterprise Corporation 

MPRHC Murdi Paaki Regional Housing Corporation  

NTA  Native Title Act 1993 

NAIDOC National Aborigines and Islanders Day Observance Committee 

PwC   PricewaterhouseCoopers 

RAP  Reconciliation Action Plan 

RTO  Registered Training Organisation 

SIA  Social Impact Assessment 

SME  Small and medium enterprises 

TAFE  Technical and Further Education 
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