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Our purpose – to create value and improve lives 

through sustainable and responsible mining - 

is guided by five core values: safety, integrity, 

sustainability, inclusion and responsibility. 
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About the artwork

Terms Used

Throughout this Reconciliation Action Plan, the term Aboriginal and Torres Strait Islander has 

been used. Newmont Goldcorp Australia recognises that this term does not reflect the diversity 

of Aboriginal and Torres Strait Islander people, and Newmont Goldcorp Australia acknowledges 

that many Aboriginal and Torres Strait Islander people prefer to be known by other cultural 

names. We also recognise that the terms ‘Indigenous’, ‘First Peoples’ and ‘First Australians’ are 

used commonly when referring to Aboriginal and Torres Strait Islander people.

Our cover artwork is by Ashley Maroney, created when she was a Year 9 AIME mentee in the University 

of Notre Dame program in WA. Ashley graduated from John Curtin College of the Arts in 2017, as the 

Australian Tertiary Admission Rank (ATAR) Rob Riley Memorial Prize winner with an ATAR of 97.4. The Rob 

Riley Memorial Prize is named in honour of the late Aboriginal human rights advocate and is awarded to the 

top performing Aboriginal students in public schools. Ashley was her school’s AIME Ambassador and made a 

speech regarding Indigenous success:

“I am proud to say that I’m Indigenous, and if belonging to the oldest living 

culture in the world isn’t seen as successful, then I don’t know what is.”

“Meeting Place” - My artwork shows AIME as a meeting place where we all come together, as I found 

AIME to be a place where I could meet new people and gained more confidence from being there. I tried 

to achieve this through the altering of the meeting place symbols (the circles) and use of the symbol for 

footprints, leading towards the circles. I used the bright colours because I found them all interesting and 

wanted to create an artwork that stood out and wasn’t dull, that people could enjoy and feel happy to see.

Since 2014, Newmont has partnered with the Australian Indigenous Mentoring Experience (AIME), extending 

the partnership to include schools from both Kalgoorlie and Boddington for an additional three years from 

2017 - 2020.  AIME is a mentoring program that aims to end Indigenous educational inequality through 

mentoring.  Historical data in Australia shows 61 per cent of Indigenous students complete Year 12.

The non-Indigenous average is 86 per cent for the same cohort. AIME students have achieved

between 87 and 94 per cent for the last six-plus years.



Aboriginal, Torres Strait Islander and non-Aboriginal people collaborate with trust 

and respect to mutually benefit from the social, cultural and economic contributions 

of empowered, strong, proud and prosperous Aboriginal and Torres Strait Islander 

communities and people.

In order to achieve this, we will:

1. Develop authentic understanding of Aboriginal and Torres Strait Islander

culture and heritage;

2. Actively show respect and awareness of Aboriginal and Torres Strait Islander

culture and protocols;

3. Develop mutually beneficial relationships with Aboriginal and Torres Strait

Islander people and communities;

4. Provide and promote employment opportunities for Aboriginal and Torres

Strait Islander people at Newmont;

5. Identify, support and engage with Aboriginal and Torres Strait Islander

businesses; and

6. Support and develop education and training programs.

Newmont Goldcorp Australia acknowledges the Traditional 

Custodians of Country throughout Australia, and recognises the 

continuing connection to land, waters and communities.

We pay our respect to Aboriginal and Torres Strait

Islander cultures; to Elders, both past and present;

and to emerging leaders.

OuR visiOn fOR ReCOnCiliATiOn

ACknOwledgemenT



Strait Islander peoples and provides the framework to advance our reconciliation 

journey and share our  intentions, aspirations and goals for reconciliation through our 

first Innovate RAP.

Newmont Goldcorp Australia has chosen an Innovate RAP to:

• Embed and progress our vision for reconciliation across our sites;

• Provide a formal public commitment;

• Establish an innovative approach to advance reconciliation, which includes a

structured governance model with good Aboriginal and Torres Strait Islander

representation;

• Implement commitments contained in our RAP consistently across our Australian

operations; and

• Formally join the reconciliation community, and advocate through leadership for

others to join the reconciliation movement.

The Respect, Relationships and Opportunities framework of the RAP allows us to 

share our commitments with transparency and integrity, providing measurable 

outcomes which reflect our values.

I look forward to engaging our employees and communities in reconciliation, 

developing and strengthening relationships with Aboriginal and Torres Strait Islander 

peoples, and sharing our progress through our annual report.

Alex Bates
Regional Senior Vice President

Message from

Newmont Goldcorp Australia

I am pleased to share Newmont Goldcorp 
Australia's first Reconciliation Action Plan (RAP), 
which highlights our existing commitment to 
Aboriginal and Torres.



Message from

Reconciliation Australia

Reconciliation Australia is delighted to welcome

Newmont to the Reconciliation Action Plan (RAP)

program by formally endorsing its inaugural Innovate RAP.

As a member of the RAP community, Newmont joins

over 1,000 dedicated corporate, government, and

not-for-profit organisations that have formally committed to

reconciliation through the RAP program since its inception in

2006. RAP organisations across Australia are turning good intentions

into positive actions, helping to build higher trust, lower prejudice, and pride in 

Aboriginal and Torres Strait Islander cultures.

Reconciliation is no one single issue or agenda. Based on international research and 

benchmarking, Reconciliation Australia defines and measures reconciliation through 

five critical dimensions: race relations; equality and equity, institutional integrity; unity; 

and historical acceptance. All sections of the community - governments, civil society, 

the private sector, and Aboriginal and Strait Islander communities - have a role to play 

to progress these dimensions.

The RAP program provides a framework for organisations to advance reconciliation 

within their spheres of influence. This Innovate RAP provides Newmont with the key 

steps to establish its own unique approach to reconciliation. Through implementing 

an Innovate RAP, Newmont will develop its approach to driving reconciliation 

through its business activities, services and programs, and develop mutually beneficial 

relationships with Aboriginal and Torres Strait Islander stakeholders. 

We wish Newmont well as it explores and establishes its own unique approach to 

reconciliation. We encourage Newmont to embrace this journey with open hearts 

and minds, to grow from the challenges, and to build on its successes. As the Council 

for Aboriginal Reconciliation reminded the nation in its final report:

“Reconciliation is hard work - it’s a long, winding and corrugated road, not a broad, 

paved highway. Determination and effort at all levels of government and in all 

sections of the community will be essential to make reconciliation a reality.”

On behalf of Reconciliation Australia, I commend Newmont on its first RAP, and look 

forward to following its ongoing reconciliation journey.

Karen Mundine 
Chief Executive Officer 

Reconciliation Australia



Founded in 1921 and publicly traded since 1925, Newmont 

Goldcorp (Newmont) is headquartered in Greenwood Village, 

Colorado. We have approximately 19,000 employees and 

18,000 contractors, with the majority working at managed 

operations in Australia, Canada, Ghana, Peru, Suriname, Mexico, 

Argentina, Dominican Republic and the United States. Newmont 

is an industry leader in value creation and the only gold 

producer listed in the S&P 500 index.

We are proud to have been named the mining industry leader in overall 

sustainability by the Dow Jones Sustainability World Index in 2015, 2016 and 

2017.  In 2018 Newmont was recognised by FORTUNE magazine as one 

of the world’s most admired companies - posting strong scores in areas of 

quality management, social responsibility, long-term investment, people 

management and innovation.

With over 5,000 employees and contractors, Newmont Goldcorp Australia 

(Newmont) owns and operates mines in the Tanami, Northern Territory, 

Boddington, Western Australia, and is a joint venture (“JV”) owner (50%) and 

manager of KCGM in Kalgoorlie, Western Australia. Newmont is also 

responsible for management of two legacy mine sites, Woodcutters in the 

Northern Territory and Mount Leyshon in Queensland. 

who we Are



In Australia, we continued implementation of our Aboriginal 

Participation Framework, a comprehensive plan focused on 

recruiting, retention, and communication and engagement 

to increase Aboriginal and Torres Strait Islander participation 

opportunities across the region’s sites. 

At the end of 2017, Aboriginal employment at Boddington, KCGM and Tanami 

(inclusive of contractors) totalled 93, 53 and 104 individuals, respectively, 

meeting or exceeding our target at each site. 

Overall Aboriginal and Torres Strait employment across the region increased 

to 6.7 per cent in 2017 from 4.9 per cent in 2016. 

Newmont aims to create an inclusive environment where employees have 

the opportunity to contribute, develop and work together to deliver our 

strategy. To accelerate efforts to develop a more diverse team and talent 

pipeline and a more inclusive workplace, Newmont introduced a Global 

Inclusion and Diversity strategy in 2013. 

The strategy aims to increase female and Aboriginal and Torres Strait Islander 

representation in management;  create a more inclusive workplace where 

all employees can contribute to their full potential; and establish community 

partnerships to develop a more diverse talent pipeline. Through the 

strategy, Newmont seeks to surpass the targets set through the Community 

Partnership Agreement with Gnaala Karla Booja and our Consolidated Mining 

Agreement with the Warlpiri people.



Our Core values
Our purpose – to create value and improve lives through sustainable and 

responsible mining – is guided by five core values:

SAFETY
We take care of our safety, health and wellness 
by recognising, assessing and managing risk, 
and choosing safer behaviours at work and 

home to reach our goal of zero harm.

SUSTAINABILITY
We serve as a catalyst for local economic 

development through transparent and 
respectful stakeholder engagement, and as 
responsible stewards of the environment.

INCLUSION
We create an inclusive environment where 

employees have the opportunity to contribute, 
develop and work together to deliver our 

strategy.

RESPONSIBILITY
We deliver on our commitments, demonstrate 
leadership, and have the courage to speak up 

and challenge.

we are proud to have been named the mining 
industry leader in overall sustainability by the

dow Jones sustainability world index
in 2015, 2016 and 2017.

INTEGRITY
We behave ethically and respect each other 

and the customs, cultures and laws wherever 
we operate.



Our RAP Journey

In Australia, we have been working with Aboriginal 

and Torres Strait Islander communities through 

our operations in the South West and Goldfields 

regions of Western Australia, and the Tanami 

region in the Northern Territory (NT), legacy sites 

in the NT and Queensland and exploration across 

several states.

Supported by Newmont’s values, our focus 

has always been on long-term, sustainable 

activities that will benefit both the community 

and Newmont. In 2017, we made a decision 

to formalise our extensive commitments to 

Aboriginal and Torres Strait Islander peoples 

and organisations, in a verified and publicly 

accountable way through a Reconciliation 

Action Plan. This was driven by a sense of 

organisational ownership, investment and pride 

in our commitments, and a willingness not only 

to capture and communicate our existing work, 

but also an opportunity to identify new actions to 

strengthen relationships, grow opportunities and 

enhance respect between Aboriginal and Torres 

Strait Islander peoples and other Australians.



Throughout 2017 and early 2018, we held 

workshops with our staff and key Aboriginal and 

Torres Strait Islander people both within and 

external to Newmont. These workshops were 

held at each of our operations and Joint Venture 

sites, as well as at our Australian Regional office. 

Through the process we learnt a great deal about 

why, how and what would make lasting impacts 

and positive outcomes for reconciliation. The RAP 

provides a continual improvement framework, and 

the development process of our RAP has already 

resulted in significant employee engagement 

and advocacy, showing strong alignment to our 

values.

To view Newmont’s global approach to 

Indigenous Peoples, vist www.newmont.

beyondthemine.

Our stories on pages 23 - 27 highlight

a part of our journey.



RAP leadership group
and site based Action groups

The structure for the RAP Leadership Group 

and site-based working groups was developed 

through site workshops and consultation with 

our Aboriginal and Torres Strait Islander Business 

Resource Groups (BRGs) and employees.  BRGs 

are employee-led and executive-sponsored 

groups that champion Inclusion and Diversity at 

Newmont.  In line with our core value of inclusion 

and diversity, the Australia region implemented an 

Aboriginal Participation Framework in 2015 that 

focuses on three key areas - recruiting, retention, 

and engagement - to increase Aboriginal and Torres 

Strait Islander participation opportunities across 

the region’s sites.  In order to reduce overlap and 

utilise existing processes to support Newmont’s 

RAP, Newmont has utilised these existing site-

based action groups, and provided support to 

develop alternatives to support the implementation 

of the RAP. The RAP Leadership Group (RLG), has 

representatives from each of these site-based 

working groups, as well as external representatives 

and representatives from each of our core 

departments. 



Site-based RAP
Working Groups

Target 50%
Aboriginal

Participation

Tanami BRG

KCGM - ATSi 
Business

Resource Group Boddington 
- Aboriginal 
inclusion

and Diversity 
Working Group

Perth Regional 
Business
Resource 

Group

Newmont 
Australia
Regional

Senior Vice
President Australia Regional

Leadership
Team Champions

General Manager Operations
Group Executive
- Sustainability &

External Relations
(SER) 

RAP Leadership Group

Human Resources
Sustainability & External 

Relations
HSLP

Supply Chain
Aboriginal and

Torres Strait Islander
external and internal
representation (50%) 



RAP Commitments
Relationships
We believe that individually and collectively the building of strong relationships based on trust with Aboriginal and 
Torres Strait Islander peoples is integral to growing the strength of our business and communities in which we 
operate into the future.

Action deliverable ResponsibilityTimeline

1. RAP Leadership Group
(RLG) actively monitors
RAP development and
implementation of actions,
tracking progress and
reporting.

2. Celebrate and participate
in National Reconciliation
Week (NRW) by providing
opportunities to build and
maintain relationships
between Aboriginal and
Torres Strait Islander
peoples and other
Australians.

The RLG meets quarterly for the first 
12 months and then twice per year. 
The RLG is responsible for:

• Establishing terms of reference
for the RLG.

• Including at least one external
Aboriginal and Torres Strait
Islander person as part of the
core working group.

• Overseeing and supporting
implementation of Newmont’s
RAP across the company.

• Monitoring and reporting on
RAP implementation.

• Providing feedback to site
working groups on actions,
progress and reporting.

Organise at least one internal event 
per site and Regional Office for 
NRW each year.

Support external NRW events, 
aiming to support events in each 
community in which we operate

Ensure our RLG and RWG’s 
participate in an external event to 
recognise and celebrate NRW.

Circulate Reconciliation Australia’s 
NRW resources and local event 
information to staff.

Develop Site-Specific RAP 
Working Group’s (RWG’s). SRWG’s 
meet monthly initially and then 
quarterly, and are responsible for 
implementing the site-specific 
RAP commitments, aligned with 
Newmont’s RAP.

Aim for 50% Aboriginal 
representation on RLG and RWG’s.

March 2018

June 
annually

Quarterly 
review 
(June, Sept, 
Dec, Mar)
Monthly

Monthly

April 
annually

April 
annually

April 
annually

April 
annually

May 2018

Quarterly 
review 
(June, Sept, 
Dec, Mar)

Sustainability & External 
Relations (SER) Executive

SER Executive

Chair, RLG

SER Manager

SER Manager

Chair, Site RAP Working Group

Chair, Site RAP Working Groups

Chair, RLG

Chair, RLG

SER Manager / Business 
Resource Group (BRG) Sponsor 
on each site

Chair, Regional Leadership 
Group (RLG)



Action deliverable ResponsibilityTimeline

3. Further develop and
enhance mutually
beneficial relationships
with Aboriginal and
Torres Strait Islander
peoples, communities and
organisations to support
positive outcomes.

4. Develop a relationship
with organisations involved
in Aboriginal and Torres
Strait Islander affairs
in the private sector,
government, councils and
not-for-profits.

5. Raise internal and external
awareness of our RAP to
promote reconciliation
across our business and
sector.

Review, map and establish a 
database of Newmont’s potential 
and existing relationships with 
Aboriginal and Torres Strait Islander 
peoples, organisations and 
stakeholders.

Develop and implement an ongoing 
engagement plan to work with our 
Aboriginal and Torres Strait Islander 
stakeholders.

Continue relationships with our 
supporter community partners that 
have an Aboriginal and Torres Strait 
Islander focus.

Monitor whether Aboriginal and 
Torres Strait Islander peoples in host 
communities feel that Newmont is 
meeting its commitment to existing 
Land Use Agreements and Free 
Prior Informed Consent for new 
exploration agreements.

Review, map and establish a 
database of Newmont’s potential 
and existing relationships with 
organisations involved in Aboriginal 
and Torres Strait Islander affairs.

Meet with organisations involved 
with Aboriginal and Torres 
Strait Islander affairs to identify 
opportunities to promote 
Reconciliation.

Newmont will support 
Reconciliation Australia and relevant 
state/territory based reconciliation 
councils or organisations, to 
promote reconciliation.

Develop and implement a strategy 
to communicate our RAP to all 
internal and external stakeholders.

Promote Reconciliation at two 
sector level events per year 
including conferences, industry 
events, community events, supply 
chain events and Aboriginal events.

December 
2018

March 
annually

May annually

July annually

April 2019

July annually

February 
annually

May annually

December 
2018

Principal Advisor, ER

SER Manager

SER Manager

SER Manager and Exploration 
Manager

SER Manager

SER Manager

SER Manager

SER Manager

Chair, RWG



Respect
Newmont Australia believes respect of Aboriginal and Torres Strait Islander customs and cultures acts as a 
foundation for positive pathways moving forward.

Action deliverable ResponsibilityTimeline

6. Engage employees in
continuous cultural
learning opportunities to
increase understanding
and appreciation of
Aboriginal and Torres Strait
Islander cultures, histories
and achievements.

7. Engage employees
in understanding the
significance of Aboriginal
and Torres Strait Islander
cultural protocols, such
as Welcome to Country
and Acknowledgement of
Country, to ensure there is
a shared meaning.

Further develop our Aboriginal 
and Torres Strait Islander cultural 
awareness training strategy and 
provide opportunity for our staff, 
their families, business partners, 
supply chain and local community 
to participate in cultural awareness 
training.

Investigate opportunities to work 
with local Traditional Owners in 
the communities in which we 
operate to further enhance cultural 
awareness training.

Investigate local cultural 
experiences and immersion 
opportunities.

Promote the Reconciliation 
Australia’s Share Our Pride online 
tool to all staff.

Provide opportunities for RWG 
members, RAP champions, SLT 
and other key leadership staff to 
participate in advanced cultural 
competency training.

Develop, implement and 
communicate a cultural protocol 
document for Welcome to Country 
and Acknowledgement of Country 
across all sites and Regional office.

Develop a list of key contacts for 
delivery of a Welcome to Country.

Invite a Traditional Owner to provide 
a Welcome to Country at significant 
events.

Organise and display an 
Acknowledgment of Country 
plaque in our office/s or on our 
office building.

Provide the training and 
opportunities for employees to 
conduct Acknowledgement of 
Country.

March 2018

June 
annually

June 
annually

June 
annually

June 
annually

March 2018

June 2018

June 2018 & 
May 2019

December 
2018

June 2018

Sustainability & External 
Relations (SER) Executive

SER Executive

SER Executive

SER Executive

SER Executive

SER Manager

SER Manager

SER Manager

SER Manager

SER Manager



Action deliverable ResponsibilityTimeline

8. Provide opportunities
for Aboriginal and Torres
Strait Islander staff and
non-Aboriginal staff to
engage with culture
and communities by
celebrating NAIDOC Week

9. Actively promote and
celebrate Aboriginal and
Torres Strait Islander
peoples, histories, cultures
and achievements

Plan and develop NAIDOC activities 
per site and Regional Office 
in consultation with the local 
Aboriginal community

Contact our local NAIDOC Week 
Committee to discover events 
in thecommunities in which we 
operate, and share these internally.

Provide opportunities for all 
Aboriginal and Torres Strait Islander 
staff to participate with their 
cultures and communities during 
NAIDOC Week.

Review HR policies and procedures 
to enable staff to participate in 
NAIDOC Week

Define a list of significant Aboriginal 
and Torres Strait Islander dates that 
are to be communicated across our 
business.

Name or rename at least one 
meeting room in each office and 
site in the traditional language of 
the area, in consultation with local 
Elders.

Identify opportunities to 
acknowledge local languages 
and cultures through signage, 
mine tours, and other internal and 
external engagements.

Where possible, showcase 
Aboriginal and Torres Strait 
Islander artworks in public areas 
of Newmont offices, including an 
acknowledgement of artwork and 
artists.

Create and distribute an external 
email signature for use by our 
staff, which links to Newmont’s 
Reconciliation Action Plan and 
includes an Acknowledgement of 
Country.

April 
annually

June 
annually

May 2019

May 2019

June 2018

June 2018

June 2019

June 
annually

June 2018

SER Manager

SER Manager

Human Resources (HR) 
Manager

HR Manager

SER Manager

Chair, SRWG

SER Manager

Chair, SRWG

SER Manager

Identify places of significance 
surrounding each site and include 
in induction and Cultural Awareness 
Training.

Include an Acknowledgement 
of Country slide in all external 
presentations

June 2019

June 2018

SER Manager

SER Manager



Opportunities
Newmont Australia believes that we have a responsibility to actively provide access to opportunities for Aboriginal 
and Torres Strait Islander peoples across our business and communities in which we operate. 

Action deliverable ResponsibilityTimeline

10. Improve and increase
Aboriginal and
Torres Strait Islander
employment outcomes
within our workplace.

11. Investigate opportunities
to improve Aboriginal
and Torres Strait Islander
supplier diversity within
our organisation.

Develop an Aboriginal and Torres 
Strait Islander Employment and 
Retention strategy.

Collect information on our current 
Aboriginal and Torres Strait Islander 
staff to understand the available 
career opportunities and pathways.

Engage with Aboriginal and 
Torres Strait Islander staff to share 
information and implement a 
process to identify further career 
opportunities and pathways. 

Review HR and recruitment 
procedures and policies to ensure 
there are no barriers to Aboriginal 
and Torres Strait Islander employees 
and future applicants participating in 
our workplace.

Develop a video for Aboriginal And 
Torres Strait Islander employees on 
living and working on site.

Engage with external Aboriginal 
and Torres Strait Islander peoples 
and/or consultants to advise on 
recruitment, employment and 
retention strategies, including 
professional development.

Include in all job advertisements, 
‘Aboriginal and Torres Strait Islander 
people are encouraged to apply.’

Advertise all vacancies in Aboriginal 
and Torres Strait Islander media.

Develop an Aboriginal And Torres 
Strait Islander Procurement 
Strategy/Standard including a clear 
definition of what constitutes an 
Indigenous business.

Review and update procurement 
policies and procedures 
to preference and support 
procurement of goods and services 
from Aboriginal and Torres Strait 
Islander businesses.

November 
2018

May 2018

June 2018

September 
2018

December 
2018

October 
annually

October 
2018

October 
2018

September 
2018

January 
2019

Regional Group Executive - HR

HR Manager

HR Manager

HR Manager

SER Manager

Regional Group Executive - HR

Recruitment Manager

Recruitment Manager

Supply Chain Senior Regional 
Director

Supply Chain Senior Regional 
Director



Action deliverable ResponsibilityTimeline

12. Identify opportunities
to support Aboriginal
and Torres Strait
Islander individuals and
community initiatives.

13. Report RAP
achievements, challenges
and learnings to
Reconciliation Australia.

14. Report RAP
achievements, challenges
and learnings internally
and externally.

15. Review, refresh and
update RAP.

Develop and communicate to staff 
an understanding of an Indigenous 
procurement supply pipeline and 
a list of Aboriginal and Torres Strait 
Islander businesses that can be used 
to procure goods and services.

Increase the number and value 
of commercial relationships with 
Aboriginal and Torres Strait Islander 
owned business for each site and 
Regional Office each year.

Investigate Supply Nation 
membership.

Support scholarships for Aboriginal 
and Torres Strait Islander students.

Align our Community Investment 
Fund to support reconciliation 
in the communities in which we 
operate.

Complete and submit the RAP 
Impact Measurement Questionnaire 
to Reconciliation Australia annually.

Investigate participating in the RAP 
Barometer.

Develop and implement systems 
and capability needs to track, 
measure and report on RAP 
activities across all sites and 
Regional Office.

Publically report our RAP 
achievements, challenges and 
learnings.

Liaise with Reconciliation Australia 
to develop a new RAP based 
on learnings, challenges and 
achievements.

Send draft RAP to Reconciliation 
Australia for review and feedback.

Submit draft RAP to Reconciliation 
Australia for formal endorsement.

March 2019

August 2018

July 2018

December 
annually

May 2019

August 2018

August 2020

August 2020

September 
annually

[six months 
prior to RAP 
expiry date]
December 
2019

Supply Chain Senior Regional 
Director

Supply Chain Senior Regional 
Director

Supply Chain Senior Regional 
Director

SER Manager

SER Manager

Principal Advisor, ER

Principal Advisor, ER

Principal Advisor, ER

Principal Advisor, ER

Principal Advisor, ER



governance, tracking progress
and reporting

The delivery of our RAP is the responsibility of Newmont’s 

RAP Leadership Group, and coordinated by the Principal 

Advisor, External Relations, who sits in this Committee. 

This group will report to the Australia Regional Leadership 

Team, who is the steward of Newmont’s reconciliation 

commitments.

Externally we will work in partnership with Traditional 

Owners, Aboriginal and Torres Strait Islander community 

representatives relevant to the local areas of operation, 

Aboriginal and Torres Strait Islander partners, clients, 

suppliers, and sub-contractors to inform the progress and 

performance of our RAP actions and targets.



kulbardi

Over the past few years, Newmont has been 

committed to actively increasing Aboriginal and 

Torres Strait Islander procurement across our 

Australian operations. This decision was supported 

throughout our leadership, executive and staff. 

In 2015 Newmont awarded a business contract 

to Kulbardi, an Aboriginal-owned stationery 

and office-products supplier in Australia. In the 

three-year contract, expected to be worth $1.1 

million, Kulbardi provides office supplies to all of 

Newmont’s Australian operations and corporate 

offices, which include Boddington, Tanami, 

Subiaco and Welshpool.

Newmont has a long-standing partnership with 

the Kooya Group and its owner, Kim Collard, who 

holds a 51 percent interest in Kulbardi.

Newmont Australia Group Executive for 

Sustainability and External Relations, Ken Ramsey 

said the contract marked an important milestone 

for the company.

“This represents our first office supply products 

contract with an Indigenous company, and 

we look forward to expanding our business 

partnership with Kooya and Kulbardi” Mr Ramsey 

said. “Our strategy to make Newmont safe, 

profitable and responsible includes seeking 

opportunities to ensure our operations can be a 

catalyst for sustainable economic development 

for Indigenous Australians and the communities in 

which we operate.”

Support for Kulbardi has seen the Aboriginal 

owned company grow significantly since 2015, 

and the quality and service that Kulbardi supply is 

second to none.

“I hold Newmont in high esteem 

in terms of its Indigenous 

engagement strategies and this 

contract is a further extension of 

that commitment, it’s a wonderful 

opportunity to have the brand of 

Newmont come on board as a 

customer.”

Kim Collard, CEO, Kulbardi



granites-kurra
Ten Year Plan

Newmont’s Tanami Operation (NTO) is located on 

Aboriginal Freehold Land. The Traditional Owners 

for the region are of the Warlpiri language group 

(Yapa). The closest communities to the mine are 

Yuendumu and Lajamanu, approximately 370 km 

south and 390 km northeast of the mine.

The original Consolidated Mining Agreement 

between Newmont and the Central Land Council 

(CLC), which was entered into in 2003, took 

into account the mature nature of the Tanami 

mine. With the Tanami Expansion Project (TEP) 

completed in 2017, the life of mine was extended 

by three years, and the expansion created a 

platform for further growth and studies to develop 

a second expansion. With renewed confidence 

that Newmont will continue mining in the Tanami 

region until at least 2026, the CLC and Newmont 

worked together with the Warlpiri people (Yapa) 

to develop the Granites-Kurra Ten-Year Plan.  The 

plan identifies three key outcomes for Yapa:
Yapa voice - supporting Yapa authority, 

governance and leadership capacity.

Yapa education - supporting Yapa 

skills, capacity building and work 

experience; and

Yapa employment - supporting Yapa 

employment and business outcomes.



In addition to engaging with Lajamanu and Yuendumu Schools and Learning Centres 

to provide safety and technical advice for its mechanics workshop and to develop 

training and employment pathways, other activities during 2017 to support the plan 

included a cross-cultural immersion program delivered by traditional owners,

This included an overnight stay at Henry’s Block with the Tanami leadership team. 

Newmont also lobbied the Northern Territory government to improve road safety.

CLC Director David Ross says the community benefits flowing from the agreement 

between traditional owners and Newmont are unique in Australia.

‘While we have struggled to 

increase direct Yapa employment 

at the mine we have now agreed 

on a new plan to try and address 

these issues. This is a strong 

partnership, which I expect will 

deliver even more outcomes in 

the next ten years.’ 

David Ross, Director, CLC

Priority actions to achieve the plan will be agreed each year and set out in an Annual 

Action Plan. ‘Working together to develop the plan has forged stronger relationships 

between us all,’ says Ken Ramsey, Newmont Group Executive for Sustainability and 

External Relations. ‘Having a long mine life allows everyone to think long term so we 

can create value, improve lives and generate sustainable benefits for years to come.’ 



diversity
framework

Increasing Aboriginal and Torres Strait Islander 

Career Opportunities in Australia. 

In line with our core value of inclusion and 

diversity and our commitment to creating value 

through local employment opportunities, our 

Australia region implemented an Aboriginal 

Participation Framework that focuses on three 

key areas - recruiting, retention, and engagement 

and communications - to increase Aboriginal and 

Torres Strait Islander participation opportunities 

across the region’s sites.

Since launching the framework in 2016, Aboriginal 

participation across our three sites in Australia - 

Boddington, KCGM and Tanami - has increased 

from 4.9 per cent to 6.7 per cent in 2017. This 

exceeds the Australia mining industry average of 6 

per cent.

Each site supports a number of programs to 

increase opportunities for local Aboriginal and 

Torres Strait Islander people. Highlights from 2017 

include:

The region entered into a partnership with 

CareerTrackers Indigenous Internship to provide 

support for Aboriginal interns.  Three students 

were provided the opportunity to complete a 

summer internship - Brandon and Bobbette 

are part of the Boddington Kalyagool Kadidjiny 

scholarship program, and worked in Processing 

and Projects, while Bill worked as part of the 

Regional and Boddington Sustainability and 

External Relations team for his placement.

Boddington hired eight more graduates of the 

Gnaala Work Ready program, which provides 

Gnaala Karla Booja (GKB) native title claimants 

training and opportunities for employment. Since



its inception in 2006, the program has 

produced 80 graduates. 

Representatives from our Tanami mine in the 

remote Northern Territory attended a number 

of recruiting events, including the opening of a 

new vocational training centre and careers expo 

in Yuendumu, the closest Aboriginal community 

to the mine (250 kilometres away).

KCGM hosted events highlighting Aboriginal 

and Torres Strait Islander employment 

opportunities. In 2017, nearly half (44 per 

cent) of KCGM’s first-year apprentices were of 

Aboriginal and Torres Strait Islander descent.

Boddington awarded two scholarships to 

Aboriginal and Torres Strait Islander students 

interested in mining at Murdoch University 

in 2017, as well as supporting an additional 

two scholarship holders throughout the year. 

Tanami also awarded one scholarship to 

Charles Darwin University.

Our framework also addresses the issue 

of lower retention rates among Aboriginal 

employees. At Boddington, we engaged with 

community leaders and conducted face-to-face 

interviews with Aboriginal employees to discuss 

opportunities to provide culturally appropriate 

on-site support. The top need identified was for 

a mentor - having someone they can go to for 

support and who serves as a role model, lending 

an ear and providing knowledge and experience. 

As a result, Boddington developed an Aboriginal 

employee mentoring program that will be rolled 

out in 2018.

Boddington also piloted a cultural competency 

training program for supervisors of Aboriginal 

and Torres Strait Islander employees. The training 

received positive feedback with requests to offer 

the program more broadly, as it helped leaders 

think more inclusively. Since the pilot, all three 

sites in the region have conducted the training to 

a wider range of employees. 

To foster a greater sense of belonging, our 

Australia operations conduct Cross Cultural 

Awareness (CCA) training. The course, which is 

run by a local Aboriginal business, is designed 

to develop a better understanding of cultures 

and improve communications and interactions. 

During 2017, the CCA program was delivered to 

503 employees and 237 contracted staff across 

the three sites.



Contact

Jenny shewan
Principal Advisor, External Relations

+61 8 9423 6103
jenny.shewan@newmont.com

‘Better Together’
by Caiara McCoy

 an AIME mentee from Fremantle




