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ACKNOWLEDGEMENT OF THE TRADITIONAL OWNERS AND ELDERS OF THE LAND

Central Gippsland Health wishes to acknowledge the Traditional Owners of the Land - the
Gunaikurnai People.

Central Gippsland Health would like to pay respect to Elders past, present and emerging.

OUR VISION FOR RECONCILIATION

Central Gippsland Health’s Vision is for a safe and health community where everyone feels they
are valued, supported and have the opportunity to participate.

Our Vision is the same for reconciliation and that we do this through “walking alongside” and in
partnership with Aboriginal and Torres Strait Islander community members.

A core VALUE for Central Gippsland Health is that of Social Justice - equity of outcome. And to do
this we will:

e Focus on achieving equity of outcome for individuals and groups;

¢ Understand the impact of poverty and disadvantage on behaviour and health status;
e Support affirmative action for the disadvantaged and marginalised amongst us;

e Ensure our fees policy takes into account ability to pay;

e Supports harm minimisation and targeted community support programs; and

¢ Be compassionate, tolerant and embrace diversity.

CHIEF EXECUTIVE OFFICER FOREWORD
Mark Dykgraaf

| am pleased to present the Aboriginal Employment Plan 2024 - 2026 for Central Gippsland Health
(CGH). This plan complements our unwavering commitment to fostering reconciliation and
strengthening our relationships with Aboriginal and Torres Strait Islander peoples.

Over the years, CGH has made significant strides in creating a culturally safe and inclusive
environment for all. Our Aboriginal Employment Plan highlights the continued emphasis on
enhancing employment opportunities for Aboriginal and Torres Strait Islander peoples within our
organisation. And that we are committed to maintaining Aboriginal Traineeship positions and
providing professional development opportunities to our Aboriginal staff. By doing so, we aim to
create a workforce that reflects the diversity of the communities we serve.

BACKGROUND

This Aboriginal Employment Plan comprises actions that the CGH Aboriginal and Torres Strait
Islander Advisory Committee have agreed. The Committee is a key driver in the development of
this and other works including:

e The CGHS Reconciliation Action Plan 2024-2026;
e The CGHS Aboriginal Cultural Safety Plan; and now
e This Aboriginal Employment Plan 2024-25

The Committees wisdom, knowledge and experience is vital to these strategies.

This Plan reflects the guidance within the Department of Health’s Barring Djinang initiative; a 5-
year strategy to enhance Aboriginal employment outcomes across the Victorian public sector.

Barring Djinang outlines 5 focus areas which have been reflected in the CGH Aboriginal
Employment Plan:
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o Create progressive career experiences
¢ Create culturally safe workplaces
e Enhance support for Aboriginal staff

e Provide central oversight and strong governance.

STATEMENT OF OPPORTUNITY:

Central Gippsland Health will develop a workplace where people are enabled to develop their
learning and career in a manner consistent with their strengths and interests and one that
encourages people to come and work at our organisation. We will work within an intersectoral and
collaborative framework to maximise benefits for our community and appreciate the positive
impact on organisational and community capacity that comes from diversity. We will support
affirmative action for the disadvantaged and marginalised in our community.

CGHS JOURNEY AND ACHIEVEMENTS TO DATE

Attraction and Recruitment:

Central Gippsland Health implemented a specific system to attract and recruit Aboriginal and
Torres Strait Islander Trainees. We have utilised our existing relationship with Ramahyuck District
Aboriginal Corporation and the co-ordinator of the Indigenous Employment Program (IEP) to source
candidates; we have reviewed and modified the interview and selection techniques so that they
are sensitive to Aboriginal and Torres Strait Islander cultures in Australia.

There is clarity around the application and interview requirements for candidates. Interview
questions have been structured appropriately to enable a relaxing and engaging interview process.
Cultural competency training has been provided to supervisors, managers and mentors who
conduct the on-the-job training.

Pre - Employment Program:

An essential component of the Aboriginal Traineeship program has been a comprehensive Pre-
Employment program. This one-week work experience program includes face-to-face training for
the applied for department and is used to determine suitability for the candidate and CGH.

Partnerships:

We continue our strong commitment to supporting Aboriginal and Torres Strait Islander employees.
This is embedded within the Senior Management team. Our partnership with Ramahyuck District
Aboriginal Corporation is well established. We are engaged with local Registered Training
Organisations who conduct tailor made training for staff. We have a strong relationship with the
Indigenous Employment Program which assists us to support people in being job ready. There are
alliances across departments aimed at supporting the induction, training and welfare outcomes
for the Aboriginal and Torres Strait employees.

Funding:

Relevant sources are utilised so that the Aboriginal Employment Program can be properly
resourced. The program has been supported by various programs including Government funding
for eligible candidates as per Fair Work Australia. CGH also engages with MEGT to sign up all
trainees, provide support and access funding.
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In addition, Central Gippsland Health has, in the past, self-funded Aboriginal traineeships into now
established positions.

Training:

Central Gippsland Health has well established partnerships with various Registered Training
Organisations. We understand that training needs to be local, flexible and/or online and we work
with Training Organisations to deliver that. This has been particularly important in our strategy to
offer traineeships to local Aboriginal and Torres Strait Islander people which has been a key
component of our organisation’s vision.

We recognise the importance of supporting trainees and so we designate Learning Services staff
members as trainers and mentors. Literacy and Numeracy assessments take place to support
traineeship candidates as per VET sector requirements and support is provided as required.

We provide the required facilities and resources for learning including a Library that is accessible
for staff and trainees at all times so they can always utilise a quiet space to study and relax.

Each candidate has a customised training plan set as part of their traineeship which allows for
staff and student to manage workflow and assess their progress throughout the traineeship.

We also provide clarity for managers and supervisors of trainees in terms of operational training
expectations so that they can support the trainee in their learning.
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THE PLAN

professional development.

FOCUS AREA ACTION DELIVERABLES TIMELINE RESPONSIBILITY

Improve Improve employment outcomes by Continue to understand our current Aboriginal and December 2024, General Manager
attraction and increasing Aboriginal and Torres Strait Torres Strait Islander staff percentage, to inform 2025, 2026 Human Resources
recruitment Islander recruitment, retention, and future employment opportunities.

Continue to engage with Aboriginal and Torres Strait

October 2024,

Koori Hospital Liaison

Ramahyuck District Aboriginal Corporation Practice
and Aged Care staff.

Islander staff to understand any barriers to future 2025 Officer
applicants participating in our workplace.
Review and update Aboriginal and Torres Strait February 2025 General Manager
Islander employment and retention strategy, which Human Resources
includes professional development and advertising
strategies.
Maintain (and preferably increase) Aboriginal and June 2025 General Manager
Torres Strait Islander employment to at least 10 Human Resources
employees (1%)
Engage with current Aboriginal and Torres Strait September 2024, | General Manager
Islander staff to consult on employment strategies, 2025 Human Resources
including professional development.

Create progressive | Establish and maintain mutually beneficial Sustain the practice of engagement with Aboriginal September 2026 Director Of Nursing

career relationships with Aboriginal and Torres and Torres Strait Islander stakeholders to support

experiences Strait Islander stakeholders and career experiences.

organisations.

Sustain networking meetings between Central March/September | Director Community
Gippsland Health Community Services staff and the 2025, 2026 & Allied Services

Improve employment outcomes by
increasing Aboriginal and Torres Strait
Islander recruitment, retention, and
professional development.

Sustain an annual Careers Day for local Aboriginal
and Torres Strait Islander secondary school students
to enable them to explore pathways to careers
within our health service.

May 2025, 2026

Director of Quality
and Learning
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Create culturally
safe workplaces

Build relationships through celebrating
National Reconciliation Week (NRW).

Sustain our practice of awareness raising activities
throughout the organisation, for NRW and Sorry Day.

May 2025

Community Networks
Officer

Sustain our practice of circulating Reconciliation
Australia’s NRW resources and reconciliation
materials to our staff.

May 2025, 2026

Community Networks
Officer

Executive continue to participate in an external NRW | May/June 2025 Director of Nursing
event.
Sustain our staff and senior leaders’ participation in May/June 2025 Director of Nursing

at least one external event to recognise.

Increase understanding, value and
recognition of Aboriginal and Torres Strait
Islander cultures, histories, knowledge and
rights through cultural learning.

Maintain the requirement for all staff undertaking
mandatory online cultural learning modules via the
online Learn learning platform.

March 2025, 2026

Director of Quality
and Learning

Continue regular review of cultural learning needs June 2026 Director of Quality
within our organisation and Learning
Sustain our consultations with local Traditional June 2025 Director of Quality
Owners and/or Aboriginal and Torres Strait Islander and Learning
advisors to inform our cultural learning strategy.
Sustain our cultural learning strategy document for June 2025 Director of Quality
our staff. and Learning
Continue to hold twice yearly cultural orientation February 2025, Koori Hospital Liaison
talks with medical and nursing graduate groups to 2026 Officer
capture 5% of staff (50).
Demonstrate respect to Aboriginal and Review the CGH procedure titled “Flag Flying” so December 2025 Director of Nursing
Torres Strait Islander peoples by observing that this continues to support raising and lowering
cultural protocols. the flag at request of local community members, for
example at the time of the death of a community
member. As relevant, align this with the regional
public health services approach.
Review the CGH cultural policy and procedure titled | November 2025 Director of Nursing

“Formal demonstration of Respect for Aboriginal and
Torres Strait Islander People as Traditional Owners of
the Land”, so that this remains current and inclusive

K:\Exec\DON\Aborginal Cultural Safety Framework\AEP 24-25\Aboriginal Employment Plan October 4 2024 - V1.docx 6




and defines both Welcome to Country and
Acknowledgement of Country.

Continue to include an Acknowledgement of Country
or other appropriate protocols at the commencement
of important meetings as per the procedure “Formal
demonstration of respect for Aboriginal and Torres
Strait Islander People as Traditional Owners of the
Land”.

November 2025

Director of Nursing

Increase staff's understanding of the purpose and
significance behind cultural protocols, including
Acknowledgement of Country and Welcome to
Country protocols.

November 2025

Director of Nursing

Invite a local Traditional Owner or Custodian to
provide a Welcome to Country at NAIDOC Week flag
raising event.

April 2025

Director of Nursing

Maintain a list of key contacts for organising a
Welcome to Country.

June 2025

Community Networks
Officer

Increase number of rooms to 15 named in local
Gunaikurnai language with permission from GLAWAC

June 2025

Koori Hospital Liaison
Officer

Maintain Aboriginal artwork and displays and add to
this with planned renovations.

July 2025, 2026

Community Networks
Officer

Embed a process where “welcoming environment” is
a consideration with all capital works planning.

July 2025, 2026

Director of Nursing

Build respect for Aboriginal and Torres
Strait Islander cultures and histories by
celebrating NAIDOC Week.

Conduct an Annual NAIDOC Week Flag Raising
Ceremony.

July 2025, 2026

Director of Nursing

Executive Members participate in the NAIDOC Week
celebrations both at CGH and at Ramahyuck District
Aboriginal Corporation.

July 2025, 2026

Director of Nursing

Senior staff and managers to support their staff’s
participation in the Central Gippsland Health

flag raising ceremony, the display competition and
other events.

July 2025, 2026

Director of Nursing
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Support all staff to participate in NAIDOC Week
events in the local community.

July 2025, 2026

Director of Nursing

Support and encourage Aboriginal and Torres Strait
Islander staff to take a lead role in these
celebrations.

July 2025, 2026

Director of Nursing

Promote NAIDOC week throughout the organisation in
multiple ways - computer desk tops, promotion flyers
emailed and posted on notice boards; media release.

July 2025, 2026

Community Networks
Officer

Support and provide opportunities for all Aboriginal
and Torres Strait Islander staff to participate in local
NAIDOC Week events - as documented in the CGH
Leave procedure.

July 2025, 2026

Director of Nursing

Enhance support
for Aboriginal
staff

Improve employment outcomes by Review document titled CGH Leave Procedure to December 2025 General Manager
increasing Aboriginal and Torres Strait continue to support and provide opportunity for Human Resources
Islander recruitment, retention, and Aboriginal and Torres Strait Islander staff to

professional development. participate in cultural and Ceremonial Leave.

Strengthen the Aboriginal and Torres Strait | Continue facilitating a cultural mentoring network June 2025 Director of Workforce

Islander professional mentoring network

for existing staff and managers.

Planning and
Development

Provide access to mentoring professional
development for all

Aboriginal and Torres Strait Islander staff members.

March 2025, 2026

Koori Hospital Liaison
Officer

Provide central
oversight and
strong governance

Maintain an effective Committee as
oversight of this work.

Maintain 2 monthly Aboriginal and Torres Strait
Islander Committee with this Plan on the Standing
Agenda.

Bi-monthly from
June 2025

Director of Nursing
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REFERENCES:
A section of resources, highlighting key documents and hyperlinks, including:
e CGHS Reconciliation Action Plan 2024-2026

o Department of Health Aboriginal Cultural Safety fixed grant requirements, Cultural safety
planning and reporting September 2024

e Department of Health Barring Djinang initiative. AEU Brochure July 2017: Barring Djinang
(vpsc.vic.gov.au)
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https://vpsc.vic.gov.au/wp-content/uploads/2017/07/AEU_Launch_Broch_web.pdf
https://vpsc.vic.gov.au/wp-content/uploads/2017/07/AEU_Launch_Broch_web.pdf
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