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Introduction 
 
On the 29th of October 2018 the Child Protection Act 1999 was amended to enable the Chief 
Executive of Queensland’s then Department of Child Safety, Youth and Women to delegate 
functions and powers to the Chief Executive Officer (CEO) of an Aboriginal or Torres Strait Islander 
entity (Part 2A S148BB) in relation to an Aboriginal or Torres Strait Islander child. Two early-adopter 
sites located in Rockhampton and the Sunshine Coast were identified to implement this new 
legislation, each choosing to exercise differing delegations.  
  
In June 2020 the former Department of Child Safety, Youth and Women (DCSYW) commissioned 
Queensland Aboriginal and Torres Strait Islander Child Protection Peak (QATSICPP) to undertake an 
action research project to support the implementation of Delegated Authority (DA) in the early 
adopter sites.  
 
As well as collecting evidence to understand the nature of implementation and support refinements 
to the approach, the action research approach was also used to support Aboriginal and Torres Strait 
Islander Community Controlled Organisations (CCO) and the Department of Children, Youth Justice 
and Multicultural Affairs (DCYJMA) in ensuring they have the right processes, policies, and 
methodologies to deliver the ongoing expansion of delegated authority state-wide.  
 
To date five cycles of action research have been undertaken, with an interim report provided in May 
2021 that highlighted emerging themes and shared insights from participants. 
 
This report builds on this previous work by providing a consolidated analysis of critical insights 
including enablers and barriers to success, key themes emerging, and lessons learnt throughout the 
action research project. It outlines recommendations that will assist in supporting ongoing 
implementation and growth of implementation of delegated authority throughout the state. 

 

Methodology 
 
Action research enables everyday service delivery and practice to be intrinsically involved in the both 
the design and delivery of the work and reflecting on the work leading to understanding how to 
improve.  
 
Action research allows for the design and refinement of questions as the research develops, 
enabling question identification, design of a strategy, and testing of new approaches within an 
interactive process. 
 
To support implementation of the action research an overarching question was formulated that 
sought to frame the project. Overall, we sought to answer: “What does implementation of delegated 
authority look like and how can we improve it to be the best practice and design?” 
 
A cyclical approach was undertaken to support equitable participation and to ensure that differing 
viewpoints and understandings were captured throughout the process. Figure one below outlines 
the cycles of action research undertaken in this project. 
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Figure 1 Cycles of Action Research 

 
Key questions were formulated to enable participants to reflect at each point of the cycle. New 
questions emerged at the end of each cycle of action research that were utilised in future 
reflections. 

The responses from each of the action research meetings were then transcribed and provided back 
to participants for verification. They were then analysed to identify key themes and cross checked 
with the action research team at QATSICPP, this enabled the ability to build a thematic structure 
that all responses could be analysed against.  

All qualitative responses were then entered into the NVIVO software and coded via the thematic 
structure. Data were then aggregated via both numbers of responses and qualitative quotes to 
enable key issues to be highlighted. Data was cumulatively added to over the five cycles of Action 
Research. 
 
Cross analysis between themes were also enabled through this methodology as responses could be 
attributed to more than one theme. 
 
Percentages highlighted in this report  are derived from the amount of discussion that focused on 
particular thematic areas and drawn from the overall responses coded, inclusive of all cycles of the 
action research.  
 
To date eight meetings have occurred with on average 10 -15 participants at each meeting. In total 
over 50 people participated in action research meetings.  
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Key Findings 
 
The majority of reflections during the action research cycles were focused on the following key 
areas.  
 

• Enablers and Barriers to success (27%) 

• Systemic change required to support Delegated Authority (DA) including policy and practice 
change (15%) 

• Understanding what has worked in implementation of DA to date (18%) 

• How DA has supported a shift to preferencing Aboriginal and Torres Strait Islander 
knowledge systems (14%)  

• The elements that support strong and healthy relationships (15%) 
 
Alongside these, discussions highlighted how DA supported increased collaboration, challenged 
power structures, supported the implementation of self-determination and how the action research 
provided valuable opportunity for reflection. Figure 2 demonstrates this below. 

 

 
 

Figure 2 Thematic focus of discussions 
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Understanding what works 
 
Many of the action research questions that were formulated by participants at the end of each cycle 
were focused on participants exploring what had worked to support the implementation of DA 
within both the early adopter sites, but also regionally and centrally.  
 
Whilst some of this will be explored in the systemic changes required to support realising the full 
intent of delegated authority, there are substantive key lessons that were shared in  
this focus area. Figure 3 provides a breakdown of all areas of focus on what works. The following five 
areas being seen as most important: 

a) Attributes of personnel involved 
b) Leadership 
c) Time  
d) Workforce capability  
e) Accountability  

 
 

 
 

Figure 3 Understanding What Works 
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a) Personnel attributes and qualities 
 
Critically the most important understandings that were gained about what works was the 
importance of staff both within the Department of Children, Youth Justice and Multicultural Affairs 
(DCYJMA) and Aboriginal and Torres Strait Islander Community Controlled Organisations (CCO) 
possessing particular attributes and qualities to undertake this change. 
 
Attributes that were seen to drive success were: 
 

• Commitment 
“Very consistent group involved this has been very important and committed to the 
process” 

• Flexibility 

• Openness 

• Transparency  
“Banish from our thinking that giving a voice to or allowing something – they do not 
have a place here – it all about acknowledging, all that is right that is genuine to 
shine through” 

• Respect 
“Knowing we can rely on each other to carry the worry together” 

 

• Supporting each other  
“we need to work collaboratively – in the good and the bad times” 

• Non-blame approach  
 

“Think positively about each other, our commitment and our partnership” 
 

• Good problem solving  

• Curiosity  

• Honesty  

• Bravery 

• Ability to be vulnerable  
 

“I think this is very exciting we have the personal and professional commitment to make big 
changes and we are going to give this our best shot collectively” 

 
b) Leadership 
 
Alongside the quality of personnel, the important role of leading for change was highlighted as 
critical to driving success. 
 
The importance of having consistent and approachable leadership was identified as essential. 
Leadership was also required at every level from the top of organisations CEOs in CCOs and the 
Director General and Regional Executive Directors in DCYJMA through to the critical leadership 
provided by Departmental Child Safety Officers (CSO’s) and CCO staff in taking hold of DA and 
supporting change in how they practiced and invited families to participate.  
 
Most importantly leadership provided an authorising environment – including promoting cultural 
change, accepting vulnerability to learn from mistakes, and driving a new vision. Without it, many 
felt that DA could not flourish. 
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“Authorising environment – from the very top we have had very positive messages and our 
RED who has embraced this – and has decided not to stand still, but has moved forward, in a 
big reform agenda it is easy to freeze, and we have not done this” 

 
“Changing culture is hard work and needs strong leadership” 

 
“Leaders giving permission to be vulnerable to make mistakes” 

 
There was also a focus on how important it was to grow the leadership in DA across the Department 
and to ensure that team leaders and middle management also led for change, including ensuring 
their presence at meetings and participation in developing and establishing good processes to 
support change. 
 
c) Time 
 
Participants highlighted how important taking time had been to both designing and implementing 
DA. This included both the time to get the processes right but also the time to build strong 
relationships and partnerships. Many participants noted that DA was a journey, not a race – so time 
was important to consider in that it was also needed in an ongoing way as a commitment to change.  
 

 
“Create time to build and strengthen relationships is needed” 

 
“Take the time to build it – actual partnerships” 

 
However, it was also important that to ensure that when foundations were right that a  time for 
action was also considered. This was important because early adopter sites might adapt to change 
faster than  overall regional or central structures that might need more time to change.  
 
Participants felt that where work had progressed well at the local level that it was important to 
harness momentum and that fear should not hold people back from acting, nor should they be held 
back to wait for others to catch up.  This was particularly important as participants felt that families 
could not wait for everything to change as this might impact on outcomes for them and their 
children.  
 

“Push through and planning together – there is an urgency to get our kids home – we take it 
seriously and we want to get our kids home as soon as possible” 
 
“Momentum is a very important to me – we have got the settings right how do we go fast – 
so we are moving towards keeping the focus on Aboriginal and Torres Strait Islander children 
– and keep this going” 

 
In multiple ways time was  a focus. Knowing when to take time was as important as knowing when 
to act within short time frames to build momentum for change.  
 
d) Workforce Capability  
 
Given the strong focus on having the right attributes to work in DA it is not surprising that much 
focus of discussions was also centred on workforce capability. 
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This included discussion on the need for joint training and onboarding processes to ensure that all 
workers, both departmental and CCO’s were able to implement the work effectively and provide a 
congruent approach for families.   
 
Participants also highlighted the need to think about the mix and use of staff within the department 
and community controlled organisations that could support more effective cultural practice, this was 
especially true of the cultural practice advisors, that may have been underutilised in numerous 
processes including building the right establishment processes.  
 

“We do onboard, and we bring them on the journey – we bring the right people to the table – 
we ask about their history – what is motivating you to go forward, what might stop – it is 
intentional we will not let this fail – we are bringing the right energy to the table” 

 
“Building the skills and capacity of the workers – being on the same page and working 
together in the best interest of families” 

 
“Cultural Practice Advisor input critical from day one – this needs to be thought about going 
forward – it is critical that they are included in preparing operational guidelines” 
 

There was particularly strong recognition that to expand, grow and implement DA throughout the 
state that a well-developed workforce strategy was required, recognising that particular skills and 
attitudes were essential to do this work. 
 
 

“We need a workforce capability strategy to be developed and we collectively build an 
understanding of what are the critical attributes required to work in DA 

 
e) Accountability  
 
Accountability was seen to be important in multiple ways. It was noted that DA first and foremost 
had to be accountable to families and particularly in driving better outcomes for families. Equally it 
was outlined how important it was to be accountable to each other as partners in the process and 
having robust accountability mechanisms such as memorandum of understandings (MOUs) were 
helpful in supporting this. 
 

“Collaboration agreement important to be a structure that assists us in problem solving” 
 
Most importantly it was noted that accountability needed to be held by everyone involved in DA not 
only in owning the process and the outcomes but in being prepared to meet your commitments and 
work together effectively to drive a common purpose.  
 

“Everyone needs to take ownership” 
 
“Community controlled organisations need to be accountable – show up and do what they 
say they will do” 
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Implementing the Aboriginal and Torres Strait Islander Child 
Placement Principle 
 

 
 

Figure 4 Aboriginal and Torres Strait Islander Child Placement Principle 

 
During the course of the Action Research, the contribution of the work to implementing the 
Aboriginal and Torres Strait Islander Child Placement Principle (ATSICPP) was tracked. Given the 
strong focus on connection and reunification in the different delegations chosen by the two early 
adopter sites, it is not surprising that participation, partnerships, and connection were the strongest 
elements of the principle where active efforts were identified. 
 
However, what was evident in the response that a significant change had occurred in the 
consideration of families at the centre of practice and as strong partners, rather than just as 
participants in the process.  
 
There was strong recognition that this was about giving families voice, choice, and power in 
processes that had often in the past felt powerless to them and changing the very nature of their 
interactions with departmental staff in the process and ensuring an active role in decision making. 
 

“Families at the table making decisions about their children” 
 
“We as a department  have not heard our families voices and this is important to change 
Families see we don’t have all of the power – families feeling empowered” 
“Steeping families in decision making” 

 
There was significant understanding about the importance of this approach and that partnership 
was not left to the CCO’s to drive but was one that was shared between the department, community 
controlled organisations and families for the first time more equitably. This was reflected in both 
processes and intent of the work and the importance of the strength of the partnership between 
organisations as a means to drive better partnerships with families. 
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“There is a work to be done with CSO’s to understand culture together we need to work on 
this – must have community controlled organisations involved from the beginning to 
demonstrate partnership.” 

 
“Families see a holistic approach – not separate organisations – not them or us.” 
 
“… a different child safety approach through partnership.” 
 
“Moving closer to families making decisions – still being made by the families and the 
families voice.” 

 
What is important to note in this work is that connection was being seen much more in the context 
of families and communities and was not about placement alone. There was also significant 
understanding of the role of connection in prevention. With many participants noting that  for 
Aboriginal and Torres Strait Islander children having a good sense of belonging and identity set them 
up for life. 
 

“Making sure our children are culturally strong and able to return to children and families.” 
 
“Families are connected to each other and their culture.” 
 
“Children having a sense of belonging – many of them have been going through a rocky time 
and this is because they don’t have good strong identity and don’t know who they are.” 

Healthy Relationships 
Healthy relationships were noted as critical to the success of the implementation of DA. When what 
makes a healthy relationship was examined respondents identified that the major factors were: 

 

• Trust  

• Communication  

• Openness 

 
Figure 5 Components of a healthy relationship 
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Trust and faith by the DCYJMA staff in the leadership of CCO’s to drive change, was fundamental to 
creating the foundations required to implement the changed approach that delegated authority 
required. It was noted that for many this required a deep shift in thinking and the ability to 
relinquish power and to trust the wisdom of First Nations organisations to lead in this space. 
 

“Moving past and trusting the deep wisdom of our CCO’s – just because we have had a 
wisdom of the way we have done things does not mean that wisdom has not been held in our 
ACCOs.” 
 
“We have to build confidence and trust in our community controlled organisations to hold 
these functions – stepping off a cliff – we have to push through a lot of challenges – we ask 
families to do this every day -so we need to do this as well.” 

 
More than this it was also about recognising that CCO’s would fundamentally approach the work in a 
different way to the department and that trust and faith was needed to enable this to occur both 
now and into the future. 

 
“We do not want to see what is happening to just be in black hands that they are doing 
things the same way as the department would? This is where we need to do this differently 
letting people do something that is their own path – this will take a lot of faith – it will be a 
stop start process and that there will be learnings along the way – as long as we mitigate the 
risk for children and families then we must be able to test out - what we end up with could be 
very different from what we have.” 

 
Trust was also central to being able to have frank and fearless conversations, because without it 
there was not the ability to problem solve effectively early and prevent issues festering. 

 
“Really imperative with having the trust for having the ability to tell truth: we will be able to 
share problems – hear this and not dilute the message – acknowledge issues and work on 
collective solutions.” 

 
Participants recognised that to build trust required intentional effort and effective processes and to 
be consistently worked on to ensure health in the operational system. This included being clear 
about roles and responsibilities that enabled trust and openness to be established in an ongoing 
way. It was also about ‘letting go’ and having faith that establishing changed processes would work 
for children and families. 
 

“How do we build trust at all levels – two-sided building trust and letting go – if you don’t let 
go then you cannot test and build trust.” 
 
“We are not always good at letting go – putting trust in others – those working in DA are 
working through this journey but how do we bring everyone along.” 

 
Communication 
 
It is obvious that trust is built through good communication. Meeting intentionally, often, and with 
purpose built strong processes to enable good communication.  
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Most importantly it was identified that making time to meet, hear each other’s perspectives, and 
keeping everyone informed was critical. 
 

“Entrenching collaborative communication in the process.” 
 
“Appreciating/understanding/valuing points of difference.” 
 
“One of the criticisms of the dept forever has been our poor communication – the success of 
this relies on incredible communication – this is the challenge for us as practitioners to 
ensure we are communicating well to ensure that this is successful.” 

 
This also included ensuring sharing of information and having open dialogue so that everybody could 
have all their questions, fears and aspirations acknowledged and answered.  
 
Ensuring that communication also included families and community members were seen as equally 
important, noting that in the past when there was poor communication between the department, 
families and CCOs it created greater risk. It was also noted that given the change without good 
communication families could get caught in the middle and be confused about roles and processes. 
 

“When we did not have good relationships, we put children at higher risk.” 
 
“Being the first one [to implement DA] will have ups and downs – so we had some confusing 
messages going to families – open communication was very important to assist the family to 
understand how it will work.” 

 
Participants acknowledged that one of the key challenges was communicating effectively across the 
whole DCYJMA about DA and bringing everyone on the journey of change. To not do so would act as 
a limitation to DA into the future. 
 

“Need greater conversations to change the process.” 
 
“[There is the] issue of bureaucracy – what will it take to communicate well and early to all of 
the various people including everyone in community and do not forge ahead in one direction 
– part of this is that there is some knowledge beginning to take shape, but we do not have an 
agreed communication strategy.” 
 

 

Enablers and Barriers to Success  
 
Enablers and barriers to success were the most important focus of reflections across all cycles of 
action research, so we have been able to build a strong picture of these factors. They provide a good 
roadmap to support a state-wide expansion of DA using the wisdom of those who for the past two 
years have been deeply and thoughtfully engaged in this process. 
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Enablers  
 

“The concept we all believed we have the right values – but to actually do it is amazing.” 

 

 
Figure 6 Enablers of Success 

 
Many of the enablers of success correlate with the focus of what has already been outlined in the 
“Understanding What Works” section of this report which included strong and healthy relationships, 
leadership, and good communication.  
 
However, there were important reflections on the need for building strong foundations – in 
relationships, processes, and systems—locally, regionally, and centrally—as the key enabler of 
success. To achieve this, it was seen as imperative to refine current processes not just accept them, 
streamline some and continuously reflect on how to improve them. Joint training and development 
was seen to build effective working relationships and support changed practice. 
 
Strong foundations also required time and effort to build a shared vision between DCYJMA and 
CCO’s including ensuring that processes reflected the means to enact shared responsibilities. This 
included ensuring that everyone involved in DA was mindful and intentional in their actions to build 
a relationship and support strong partnership approaches. 
 

“Shared vision and for family and child underpinned by practice that has the best 
organisation/person doing the work with or for the family (trust that they have the resources 
and authority to deliver).” 
 
“Streamlining referral processes now we have done our first cases – it has allowed us to 
review the panel process and make changes.” 
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Equally important to this was the need to think differently about each other, about the outcomes, 
and to not be held back by old thinking, needing to believe in each other’s capacity to achieve DA. 
This included being challenged in old thinking but equally meeting this new challenge of change with 
courage and grace and being prepared to act and be different – letting go of past hurts and past 
beliefs and constraints. 

 
“We benefited from our discussions with the CEO of ACCO who challenged our thinking and 
helped us to think differently – what will that look like.” 
 
“Our success is based on – ‘Nothing is off the table.’ There is no such word as ‘can’t’.” 
 
“Shift the deficit thinking from why not?” 
 
“Stepping in with curiosity and understanding that there will be problems when we are 
making such change” 
 
“We need to give in grace – look at glass half full.” 

 

Barriers to Success 
 

 
 

Figure 7 Barriers to Success 
 

Without a doubt the biggest barrier identified was systems not changing to accommodate the shifts 
in thinking and processes that DA has brought. This included the failure to address systems barriers 
as they arose, the powerful need of departments to keep the status quo, and the requirement of 
CCOs to be brave and take on changes internally and in their relationships with the department 
whilst challenging old ways that may not work in supporting change. 
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Many of the systems issues noted included: 

• Contract approaches that don’t allow flexibility – service model needs to be reflected in 
funding model - flexibility 

• Over-regulation 

• Red tape 

• Too much paperwork – the child-by-child decision is crippling – it needs to be much easier to 
systematise processes 

• Not efficient or effective to rollout as a single delegation 

• Process around blue cards is hindering success – some of the requirements and legislation 
on what needs to be as a kinship carer 

 
Resourcing and the failure of resourcing to keep pace to with the required amounts and flexibility 
that was emerging in the implementation of delegated authority was also seen as a significant 
barrier to success.  
 
This included both resourcing within CCO’s to support increased costs to meet needs of families, 
staffing to change practice, legal advice and organisational changes. Also, the lack of resourcing in 
Child Safety Service Centres to support implementation of DA and transfer of power – especially in 
having dedicated personnel, was identified as a risk as many offices had competing priorities that 
could get in the way of the time and commitment needed to change practice. It was noted that to 
date there had only been minimal acknowledgement that transitioning to DA is not cost-neutral 
and that a dedicated resourcing strategy was needed to support increased implementation 
organisationally. 

 
“How much risk do I want to take? If you have resourcing and flexibility, then it enables me 
to make better discussions and take more risk.” 

 
“Readiness of CSSC’s and ACCO’s require more resourcing (staffing) capacity building.” 

 
Likewise, the processes of procurement, funding and contracting that were currently utilised 
through the Commissioning and investment functions and strategies of DCYJMA were creating silos 
and preventing flexibility in building the type of seamless service system that DA was now requiring 
as it developed.  
 
Many noted that the change that DA was bringing was fast rendering old processes redundant and 
highlighting how important that transition was across the service system to ensure success could be 
fully realised. 
 

“Commissioning reform does not meet needs of culturally responsive approach to DA.” 
 
“[We need greater] flexibility with investment and contracting. We need to see the bits of the 
service delivery such as FWS, FPP, Foster and Kinship services as a suite of services to help 
families, not individual programs.” 
 

Lack of focus on change management with the workforce, the department as a whole,  the 
community and powerful stakeholder groups was seen as one of the biggest risks to DA. Mostly it 
was recognised that DA had fundamentally changed the department and it could never be the same; 
but this had not been widely discussed outside of the early adopter sites and the need for this to 
now be addressed was going to be critical to the state-wide roll out approach for DA.  
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“DA is a vehicle is a working differently with Aboriginal and Torres Strait Islander families 
fundamental to include in the change management strategy.” 

 

Systemic changes required 

 
 
Practice Change 
 
As outlined above, one of the greatest barriers to success of DA that was noted was the failure of 
systems to adapt and keep up with the changes being experienced during take-up and 
implementation of DA.  
 
Throughout the action research participants have been highlighting the foundational changes that 
could support systemic change and identifying what they believe are critical steps to achieve 
systemic change that will be required to support the growth and expansion of DA. 
 
Given that to date much of the work that has occurred in implementing DA has been at the local 
level within early adopter sites, it is not surprising that a lot of the focus on systemic change has 
been on practice change required with over 58% of focus here.  
 
Practice changes that are required include: 

 
• Think differently and mapping connections 

• Better understanding 

• Bringing practices together 

• Less piece meal approach 

• Capacity to provide holistic work 

• Cultural lens of the family - 

• Children making the choice 

• Challenged practice – entrenched practice and fears both personal and work 

• Shifting the practice 
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• Have come up with a whole new process in codesign/agreed procedures 

• Practice that is generous – seeking to understand when there are differences 

• Our thoughts and sharing can actually drive practice and support us to try some different 
aspects to implementation 

 
Policy 
 
Over 22% of all responses recorded during the action research cycles, highlighted the importance of 
policy changes need to create the right conditions upon which DA could thrive. Responses also 
highlighted the importance of doing things differently, taking the lessons learned and shifting overall 
departmental processes, including increasing the cultural capability of the child safety practice as 
essential elements. 

 
• Implement strategic policy position to give authority to do things differently 

• Dept not expecting same approach to the work from ACCOs as themselves 

• Engage community in guiding/advising what is needed and taking this on board/let it inform 
approach and funding 

• Not audits or focus on fidelity of approach 

• Child safety practice in general really needs to increase our own cultural capability 

 
Cultural Change 
 
It was recognised that DA required a fundamental cultural change within the department including 
shifting the thinking about how Aboriginal and Torres Strait Islander leadership is used within the 
department to support the implementation of DA.  
 
Most importantly there was recognition of the need of the system to become more agile to enable it 
to respond to emerging challenges in a flexible way. 

 

• Has to be a message to departmental staff that Cultural Practice Advisor has authority and 
gravitas. 

• Internally focused action research project needed on cultural shift within the Dept – actions 
and attitudinal change required – what are the actions that will be needed to support this. 

• Constant system challenge – so it is agile – can be adapted and changed – but it can be 
challenging to bring others on this journey. 

• Culturally nuanced work very reliant on this for success. We must undertake a professional 
cultural shift. 

 
Aspirations for change and for success were significant with many noting that what was being 
achieved through implementing a process such as DA in child protection successfully could lead to 
renewed self-determination and better processes in other systems such as youth justice. 

 
“We would like to see societal change – see police, youth justice everyone take action” 
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Recommendations 
Analysis of all the material collected in the action research process provides an opportunity to 
identify next steps in both the implementation and evaluation of delegated authority. These 
recommendations highlight key areas of focus for the future 

 
• Communication Strategy. A communication strategy is needed in the immediate future to 

ensure engagement of broad range of stakeholders including police, magistrates, the CCO 
sector including health and legal services, broader DCYJMA to support people to understand 
what is possible with delegated authority, the success to date and engage them as partners 
for change. Without attention to this being created and implemented in the short term, 
there is a risk that stakeholders will undermine or limit the development of DA through fear 
or ignorance. 

 
• Identification of key attributes for staff involved in DA. Attention needs to be paid to 

the qualities and attributes that would support the workforce both in CCO and DCYJMA to 
participate in the development of DA both at a local, regional, and central level. This 
includes the development of onboarding processes that ensure staff are inducted well into 
the change in relationship and practice that this new way of working will demand. Given the 
importance of leadership in driving the successful implementation of DA, specific work 
should also be done to determine the critical leadership attributes that are required. Action 
Research has started this process, but there is more to do in this area to firmly understand 
how to include this material within recruiting, training, and induction processes. 

 
• Supporting new sites to implement DA. There has been significant knowledge amassed 

by early-adopter sites both in CCO and DCYJMA as they have worked to implement DA. This 
is a testament to the commitment, wisdom and passion of the staff involved. It is important 
to draw on this knowledge and consider the use of current sites as mentors and thought 
leaders from the early adopter sites to seed new sites - building a network of change agents 
to support further roll out of DA across the state. 

 
• Evaluation Framework. Action research has been a welcome and valuable means to track 

and collect the evidence of Delegated Authority implementation. But going forward there is 
a need to develop a substantive evaluation framework for DA that would include tracking 
outcomes for children and families, including the role of action research methods as 
described in this report. Development of such a framework would include establishing 
baseline data on which to measure change and ensure the voice of children and families can 
be meaningfully included in any process determined. This should be done sooner rather 
than later to ensure that appropriate data are collected early to support this effort. This 
should complement and include the efforts of early adopter sites who have already begun 
some work in this process. 

 
• Commissioning.  The processes and contract restrictions that may be limiting the progress 

of DA need to be reviewed. This includes how a more seamless use of funded programs can 
be integrated to provide a more comprehensive suite of services available to Aboriginal and 
Torres Strait Islander children and families. It should also be reviewed to ensure that there is 
an ease of the burden of duplicate reporting and accountability mechanisms for CCO from 
multiple parts of DCYJMA. 

 
 


