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Pictured on front: artwork by local 
Aboriginal artist Melinda Kirby, who 
painted the new artwork for our 
reception area. Please see full story 
on page 8.

The following content may be distressing for some 
readers. It contains references to historical actions 
and policies that were unjust and harmful to First 
Nations peoples.

CONTENT NOTE

Women’s Health West recognises that the land on which we work and provide our services always 
was and always will be Aboriginal land. We pay our respects to Elders past, present and emerging.

We proudly acknowledge the Aboriginal and Torres Strait Islander communities across Melbourne’s 
west, their rich cultures, diversity, histories and knowledges, and the deep contribution they make 
to the life of this region.

We acknowledge the ongoing impacts of colonisation, as well as the strength and resilience of 
Aboriginal and Torres Strait Islander communities, and express solidarity with the ongoing struggle 
for land rights, self-determination, sovereignty, and recognition of past injustices.

ACKNOWLEDGEMENT OF COUNTRY
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OUR VISION FOR RECONCILIATION
Women’s Health West’s vision for reconciliation is one where Aboriginal and Torres Strait 
Islander peoples right to self-determination, connection to land and waters, identity, 
cultures and histories are respected and celebrated across Australia.
  
We commit to ongoing learning about Aboriginal and Torres Strait Islander peoples cultures, 
histories, and rich diversity across the nation, with a focus on the Western Metropolitan region of 
Melbourne. We seek to actively contribute towards reconciliation for a future where Aboriginal 
and Torres Strait Islander people’s wellbeing is treated with respect and equity.  

Reconciliation for our organisation includes the recognition of, and healing from, past injustices 
and moving towards a connected, healthy, and united Western Melbourne, Victorian and 
Australian community together.

Women’s Health West is currently undergoing a significant Re-Brand Project, from September 
2020 and into 2021. This means that the vital and exciting opportunity to engage an Aboriginal or 
Torres Strait Islander artist for our Innovate RAP artwork will occur from March 2021 and that the 
initial, internal only version you’re reading now does not feature a new Aboriginal or Torres Strait 
Islander design. After consulting with our Aboriginal Advisory Committee, we collectively felt it 
important to proceed with our internal staff launch in October 2020, so that we can communicate 
and commence the vital work of reconciliation far sooner, ensuring WHW staff are engaged and 
committed to playing their part. From March 2021, we look forward to celebrating more broadly 
with our local community and the unveiling of our Innovate RAP artwork in future is something 
we are committed to, and greatly excited by.  

DESIGN NOTE
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MESSAGE FROM RECONCILIATION AUSTRALIA 
On behalf of Reconciliation Australia, I am delighted to see Women’s Health West continue its 
reconciliation journey and to formally endorse its second Innovate RAP.

Through the development of an Innovate RAP Women’s Health West continues to play an 
important part in a community of 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 Torres 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 Women’s Health West with the key steps to 
establish its own unique approach to reconciliation. Through implementing an Innovate RAP, 
Women’s Health West will strengthen 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 Women’s Health West well as it embeds and expands its own unique approach to 
reconciliation. We encourage Women’s Health West 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 Women’s Health West on its second RAP, and 
look forward to following its ongoing reconciliation journey.

Karen Mundine 
Chief Executive Officer 
Reconciliation Australia
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OUR LEADERSHIP STATEMENT 
At Women’s Health West we are hopeful for, and committed to, reconciliation, and 
will always value the voices and contributions of Aboriginal and Torres Strait Islander 
communities leading the movement for equity, justice and self-determination. We 
acknowledge the strength and resilience of Aboriginal and Torres Strait Islander peoples, 
and express solidarity with the ongoing struggle for land rights, self-determination, 
sovereignty and recognition of past injustices. 

Aboriginal and Torres Strait Islander peoples continue to show strength and resilience in the face 
of ongoing colonisation, dispossession, intergenerational trauma, racism, oppression and their 
removal from family and community. This continues to have a profoundly detrimental impact on 
the health and wellbeing of Aboriginal and Torres Strait Islander peoples. We also recognise the 
highly important role Aboriginal and Torres Strait Islander women play in improving the health 
and wellbeing of their communities. There cannot be reconciliation until there is truth-telling, self-
determination and appropriate action. 

At Women’s Health West we are focused on strengthening relationships with Aboriginal and 
Torres Strait Islander peoples, embedding cultural safety in our workplace, and developing 
strategies to increase opportunities for Aboriginal and Torres Strait Islander peoples to work 
across all levels of our organisation.  

Our Innovate Reconciliation Action Plan (RAP) is the second such plan for the organisation and 
is an important step to achieving our vision for reconciliation. At Women’s Health West we value 
and respect the deep histories and cultures of Aboriginal and Torres Strait Islander peoples. This 
RAP demonstrates our commitment to sharing those stories, to challenging systems of oppression 
(including our own) and to advocating for systemic and social change.  

Over the next two years we look forward to continuing our journey towards reconciliation, 
strengthening our allyship with Aboriginal and Torres Strait Islander communities and contributing 
to a future in which Aboriginal and Torres Strait Islander peoples are able to live a life free from 
oppression and discrimination.  
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OUR BUSINESS
Established in 1988, Women’s Health West (WHW) is the gender equity agency for the western 
metropolitan region of Melbourne. We cover seven local government areas: Brimbank, Hobsons Bay, 
Maribyrnong, Melbourne, Melton, Moonee Valley and Wyndham. 

Our programs and services are for women, trans and gender diverse people, and victims-survivors of 
family violence in Melbourne’s west. We work with our communities, with a strengths-based approach 
driven by their capabilities, needs, experiences and goals. We focus on the community members who 
need our support and services, and prioritise those who experience multiple oppressions. Our efforts 
are ultimately about supporting our communities to lead safe and healthy lives, and on changing the 
conditions that cause and maintain gender inequity.

Figure 1: Western metropolitan 
region of Melbourne and its seven 
LGAs

As a regional access point for people experiencing 
family violence, we receive referrals through 
Victoria Police and the individuals themselves, 
and between 2018-2019 our first response service 
provided 13,621 instances of telephone support and 
responded to 11,259 family violence referrals; this 
is the most we have ever received. Further, there 
were 459 instances of case management support 
provided by our outreach team.

Primary prevention of family violence is also part of 
our core business. Our prevention work is focused 
on promoting gender equity and improving 
health and wellbeing among our communities. We 
focus on three priority areas: prevention of family 
violence, mental health and wellbeing, and sexual 
and reproductive health. 

As a feminist organisation we focus on redressing 
the gendered and structural inequalities that limit 
the lives of people within our community. WHW’s 
work is underpinned by a ‘social model of health’, 

which redresses social, economic, environmental and 
political factors that impact on the health, safety and 
wellbeing of those most at risk within our region. 

WHW shares Aboriginal and Torres Strait Islander 
perspectives of health as encompassing physical, 
mental, emotional, social and spiritual dimensions. 
We provide services and approaches that redress 
health in a holistic way and we commit to ensuring 
these services and programs are welcoming and 
inclusive of First Nations peoples.

WHW has one main office located on Barkly Street, 
Footscray and we currently employ over 100 people. 
It is crucial for our staff group to reflect client 
demographics and we celebrate our multicultural 
workforce, which diversifies and improves our 
services. Currently we do not have any identified 
Aboriginal and/or Torres Strait Islander staff in our 
organisation. This is acknowledged as a gap and a 
high priority area, one of the key actions in this RAP. 
We want to ensure we have staff who reflect the 
diversity of the western metropolitan region which 
includes staff who identify as Aboriginal and/or 
Torres Strait Islander. 
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OUR RECONCILIATION ACTION PLAN
We acknowledge that Aboriginal and Torres Strait Islander peoples have suffered many 
injustices as a result of colonisation, structural discrimination, institutional oppression and 
government policies. We also acknowledge that the historical actions of non-Indigenous 
social workers and health professionals as government agents and instruments of 
government policy, regarding justice, welfare and health policy, have contributed to the 
disempowerment of Aboriginal and Torres Strait Islander communities. This has led to a 
distrust by Aboriginal and Torres Strait Islander Peoples of government organisations. 

WHW is strongly committed to facilitating a healing relationship between First Nations peoples, 
social workers and health professionals. We acknowledge the importance of healing from trauma 
for all Aboriginal and Torres Strait Islander peoples, and the need for this to be supported and 
prioritised by the Australian community. 

Our reconciliation work began in November 2014 with the subsequent implementation of 
a foundational plan, by generating the conditions and self-reflection required within our 
organisation and our internal processes to work towards reconciliation. From August 2015, we 
began the process of developing our Innovate RAP for 2016-2018. This work has been guided by 
Aboriginal and Torres Strait Islander women and led by the commitment of our staff. Central to 
Women’s Health West’s reconciliation work is listening to the stories of Aboriginal and Torres Strait 
Islander peoples as we recognise them as the experts of their own lives. We also recognise our 
role to help others open their ears and hearts, to understand and listen to Aboriginal and Torres 
Strait Islander peoples and their stories. 

Throughout 2016-2019, we have continued to build strong partnerships with Aboriginal and Torres 
Strait Islander community members, have a commitment to increasing employment opportunities 
for Aboriginal and Torres Strait Islander peoples and embed cultural safety as a core foundation of 
our organisation. We look forward to achieving meaningful change in the coming years, and have 
reflected on the following areas that will help further guide our work. 
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OUR REFLECTIONS AND KEY ACHIEVEMENTS 

Partnerships 
Whilst we have built 

relationships with Aboriginal 
and Torres Strait Islander 

community members, 
Elders, and partners, it 

has been a challenge to 
maintain them. We have 

considered this in our future 
planning and put into place 

new measures to ensure 
communication is proactive, 
builds trust and strengthens 

these relationships.  

Our staff participate in 
a number of external 
committees to share 

experiences and resources 
including: the Koolin Balit 

Wellbeing Partnership, 
Local Aboriginal Network 

Meetings in the west, Dhelk 
Dja Action Groups, West 
Metro Indigenous Family 
Violence Regional Action 

Group (IFVRAG). We plan to 
strengthen and build new 
and existing relationships 

that are mutually beneficial 
to everyone involved.

Opportunities 
While we have encountered 

challenges in recruiting 
Aboriginal and Torres 

Strait Islander staff in our 
organisation, it is a core aim 
of this RAP to address and 
remains one of our highest 
commitments. This includes 

putting in place measures that 
will support Aboriginal and 

Torres Strait Islander retention 
and have a focus on providing 
procurement opportunities for 
First Nations led businesses. 
This is outlined further in the 

Opportunities section. 

Cultural Safety 
Cultural safety is an integral part of 
our new RAP and we aim to embed 
cultural safety and competence in all 
our work practices. Our journey to 

date has included placing Aboriginal 
and Torres Strait Islander flags in 
our offices, signs Acknowledging 

Country, and providing Aboriginal-
themed toys and posters for 

children. More publicly, we issued 
a statement of acknowledgement 

to Aboriginal and Torres Strait 
Islander peoples on January 26 

2019, expressing our hope for, and 
commitment to, reconciliation. We 
also commissioned a new artwork 

for our reception area in 2019, which 
was created by a local Aboriginal 

woman and artist, Melinda Kirby. The 
painting features cultural symbols 
representing women, health, land 

and community. 

Whilst we are on our journey 
towards ensuring cultural safety is 
embedded in our workplace, we 

have experienced challenges along 
the way. We have developed an 

Aboriginal Advisory Committee who 
we can listen and learn from and 

they are a talented and integral part 
of our reconciliation progress. 

Pictured: Melinda Kirby, who 
painted the artwork, with her 
sister Joan Singh. 
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Aboriginal Advisory Committee 
Our RAP work is supported by our Aboriginal Advisory Committee which include Aboriginal women with 
different experiences and areas of expertise. These women provide valuable cultural advice and guidance 
to help our staff progress our reconciliation work. 

OUR RAP CHAMPIONS

Aunty Darlene Babinall 

Aunty Maggie Binks

Kate Landolina 

Karla McGrady

Jacqueline Watkins

Wurundjeri Aboriginal Elder

Gunnai Kurnai Aboriginal Elder

Wiradjuri Country, Aboriginal Wellbeing Program Coordinator, Headspace

Gamilaraay/Gomeroi Country, Manager Emerging Practice Team, Our Watch

Jingili/Mudburra descendent and Director of Jinkigi Consultancy

Annie Belcher

Emma Doherty

Gracie Murrell-Clark

Jacqueline Watkins

Kate Phillips 

Leanne C 

Lindsay 

Monique B

Nastassja Downey

Rocio 

Roshika Kumar  

Susan Timmins

Health Promotion Policy Coordinator 

Manager, Communications 

People and Culture Advisor 

Jingili/Mudburra descendent and Director of Jinkigi Consultancy 

Director, Gender Equity  

Administrative Support, First Response 

Intensive Case Manager, Outreach 

Senior Case Manager, RAMP

Communications and SACE Assistant

Case Manager, Client and Residency Management 

Health Promotion Coordinator 

Team Leader, Action for Equity

RAP Working Group 
Our RAP work is championed by our Director, Gender Equity who acts as an ambassador to reconciliation 
internally. This work is supported by a RAP working group (RWG) which is made up of Managers, Team 
Leaders and staff representatives from each of Women’s Health West’s streams. 

To maintain Aboriginal and Torres Strait Islander representation in our RWG, we have engaged with 
Jacqueline Watkins, Jingili/Mudburra descendent and Director of Jinkigi Consultancy (Jinkigi is a Mudburra 
word meaning star) who will be part of our internal RWG as well as the external Aboriginal and Torres Strait 
Islander Advisory Committee. 

The following staff are on our internal RAP working group and champion this work:

To ensure the whole organisation is kept informed of our reconciliation work, the RAP is a standing item on 
each team meeting agenda, as well as the whole of organisation staff meeting agenda. The RAP work and 
its implementation is also supported by Women’s Health West’s leadership team, which is made up of the 
CEO, Directors, Managers and Team Leaders within the organisation. 
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Action 1 Establish and maintain mutually beneficial relationships with Aboriginal and Torres 
Strait Islander stakeholders and organisations. 

Meet with local Aboriginal and Torres Strait Islander 
stakeholders and organisations to develop guiding 
principles for future engagement.

Implement, review, and update an engagement plan 
to work with Aboriginal and Torres Strait Islander 
stakeholders and organisations.

Identify and develop a list of the Traditional Owners, 
Elders and Aboriginal Community Controlled 
Organisations (ACCOs) in the western and surrounding 
region, and our existing relationships and partnerships.

Seek and act on community recommendations about 
how we can advocate for sovereignty and anti-racist 
work. 

Support ACCOs efforts to secure resourcing via advocacy 
and ensure that WHW is not competing for resources for 
work better placed with ACCOs.  

Support Women’s Health West staff to access flexible 
work arrangements and, where required accrue flexi time 
or time in lieu to attend community events, or networks 
that will enhance relationships with community.

Attend local Aboriginal network meetings (as deemed 
appropriate by community members), invite staff from 
different areas of the organisation to attend and share 
resources.

Explore ways to support ACCOs to participate in, and 
benefit from, the collaborative work of the regional 
partnerships and strategies led by Women’s Health West 
regarding sexual and reproductive health and Preventing 
Violence Together partnership. 

February, 2021 Director, Gender Equity 
and Health Promotion 
Coordinator 

October, 2021

November, 2020

January, 2022

October 2020, 
ongoing

August, 2020

August, 2020

April, 2021

Director, Gender Equity 
and Health Promotion

Manager, Communications

Director, Gender Equity 
and Communications, 
Manager 

Health Promotion Policy 
Coordinator

Manager, People and 
Culture 

Health Promotion 
Coordinator 

Team Leader, Action for 
Equity and Team Leader, 
PVT

Deliverable ResponsibilityTimeline

RELATIONSHIPS 
Women’s Health West recognises the importance of establishing respectful and 
reciprocal relationships and partnerships with Aboriginal and Torres Strait Islander 
Elders, communities and organisations in the west to bring relevance and meaning 
to our work and to achieve positive health outcomes for First Nations peoples. 
Focus area: Strengthen reciprocal relationships and partnerships with Aboriginal and Torres Strait 

Islander Elders, communities, and organisations. 
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Circulate Reconciliation Australia’s NRW resources and 
reconciliation materials to our staff.

RAP Working Group members to participate in an 
external NRW event.

Encourage and support staff and senior leaders to 
participate in at least one external event to recognise and 
celebrate NRW.

Organise at least one NRW event each year.

Register all our NRW events on Reconciliation Australia’s 
NRW website.

May 2021, 2022 Manager, Communications 

27 May - 3 June, 
2021, 2022

27 May - 3 June, 
2021, 2022

27 May - 3 June, 
2021, 2022

May 2021, 2022 

Manager, Communications 

Manager, Communications

Manager, Communications

Manager, Communications

Deliverable ResponsibilityTimeline

Action 2 Build relationships through celebrating National Reconciliation Week (NRW).

Develop a Women’s Health West internal and external 
RAP communications strategy and align with advocacy 
plan. 

Develop and monitor a list of all Aboriginal and Torres 
Strait Islander significant dates and events happening 
throughout the year. 

Share the Aboriginal and Torres Strait Islander significant 
dates and events list internally to all staff and encourage 
attendance. 

Communicate our commitment to reconciliation publicly 
and ensure social media posts are uploaded from the 
Aboriginal and Torres Strait Islander significant dates and 
events list. 

Explore ways to appropriately acknowledge and engage 
staff in conversations around 26 January and where 
possible, attend events in support and stand in solidarity 
with Aboriginal and Torres Strait Islander communities. 

Explore opportunities to positively influence our external 
stakeholders to drive reconciliation outcomes.

Collaborate with RAP and other like-minded 
organisations to develop ways to advance reconciliation, 
including building a relationship with Reconciliation 
Victoria. 

Support the Uluru Statement from the Heart by raising 
awareness and engagement with the Statement. 

April, 2021 Manager, Communications 

July 2020, review 
annually 

January 2021, 
2022 

August 2020, 
Ongoing 

January 2021, 
2022

Manager, Communications 

Manager, Communications

Manager, Communications

Director, Gender Equity 
and Health Promotion 
Coordinator 

Deliverable ResponsibilityTimeline

March, 2021 Manager, Primary Prevention 
and FV Manager, Partnerships 

August, 2021 Director, Gender Equity 

September, 2020 Health Promotion 
Coordinator    

Action 3 Promote reconciliation through our sphere of influence.

https://www.reconciliation.org.au/national-reconciliation-week/
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Conduct a review of HR policies and procedures to 
identify existing anti-discrimination provisions, and future 
needs.

Investigate the opportunity to challenge systems of 
oppression within our organisation. 

Implement and communicate our anti-discrimination 
policy for our organisation, as part of our Policy Review 
Project.

Engage with Aboriginal and Torres Strait Islander staff 
and/or Aboriginal and Torres Strait Islander advisors to 
consult on our anti-discrimination policy.

Have a zero tolerance for racism in the workplace 
policy and ensure clear processes to report race-based 
discrimination.

Investigate the opportunity to advocate for systemic and 
social change externally, in support with Aboriginal and 
Torres Strait Islander communities.   

Educate senior leaders on the effects of racism at least 
once a year. 

August, 2021 Manager, People and 
Culture 

November, 2021

November, 2021

August, 2021 

April, 2021

Manager, People and 
Culture 

Manager, People and 
Culture 

Manager, People and 
Culture 

Manager, People and 
Culture 

Deliverable ResponsibilityTimeline

November, 2021 Head of Evidence and 
Impact 

February 2021, 
2022

Manager, People and 
Culture  

Action 4 Promote positive race relations through anti-discrimination strategies.  
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Conduct a review of cultural learning needs within our 
organisation.

Consult local Traditional Owners and/or Aboriginal and 
Torres Strait Islander advisors on the development and 
implementation of a cultural learning strategy.

Develop, implement and communicate a cultural 
learning strategy for our staff, which defines cultural 
learning needs of staff in all teams and considers various 
ways cultural learning can be provided (online, face to 
face workshops or cultural immersion).

Create an ongoing culture of learning by developing a 
First Nations Resource Library with electronic and hard 
copy resources available for all staff to access. 

All RWG Members to access the First Nations Resource 
Library and share learnings in monthly RWG meetings 
and online RWG Member chats. 

Board representatives attend a cultural awareness 
training annually. 

Provide opportunities for RAP Working Group members, 
HR managers and other key leadership staff to 
participate in formal and structured cultural learning, at 
least twice a year. 

95% of all staff at WHW undertake some form of online 
cultural training within the two-year period. 

85% of all staff at WHW undertake face-to-face cultural 
learning within the two-year period. 

November, 2021 Manager, People and 
Culture 

November, 2021

March, 2022

May, 2021

May, 2021, review 
October 2021 

Manager, People and 
Culture and Health 
Promotion Coordinator  

Manager, People and 
Culture 

Manager, People and 
Culture

Health Promotion 
Coordinator 

Deliverable ResponsibilityTimeline

February 2021, 
2022 

Manager, People and 
Culture

Biannually, review 
September and 
March annually 

Manager, People and 
Culture  

June, 2022 Manager, People and 
Culture

June, 2022 Manager, People and 
Culture

Action 5 Increase understanding, value and recognition of Aboriginal and Torres Strait Islander 
cultures, histories, knowledge and rights through cultural learning.

RESPECT
Women’s Health West recognises that cultural safety starts in our workplace 
and we are committed to ensuring that our services and programs are culturally 
sensitive and respectful to the specific needs of Aboriginal and/or Torres Strait 
Islander peoples through building the capacity of our staff and creating a 
culturally welcoming environment.
Focus area: To ensure cultural safety is embedding in our workplace, in our staff and in our practices. 
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Increase staff’s understanding of the purpose and 
significance behind cultural protocols, including 
Acknowledgement of Country and Welcome to Country 
protocol by including this in the induction training for all 
new staff. 

Review and monitor our cultural protocol document, 
including protocols for Welcome to Country and 
Acknowledgement of Country and ensure all staff are 
aware and can easily access the document. 

Invite a local Traditional Owner or Custodian to provide 
a Welcome to Country or other appropriate cultural 
protocol at significant events and organise a Welcome 
to Country at Women’s Health West’s Annual General 
Meetings. 

Include an Acknowledgement of Country or other 
appropriate protocols at the commencement of all 
internal and external meetings and in all our written 
documents. 

January, 2021 Manager, People and 
Culture 

May 2021, 2022 

November 2020, 
2021 

November 2021, 
Ongoing 

Manager, Communications 

Manager, Communications 

Manager, Communications 

Deliverable ResponsibilityTimeline

Action 6 Demonstrate respect to Aboriginal and Torres Strait Islander peoples by observing 
cultural protocols.

RAP Working Group to participate in an external 
NAIDOC Week event.

Record all staff attendance at NAIDOC week events to 
ens ure we are increasing our participation and regularly 
celebrating Aboriginal and Torres Strait Islander cultures 
and histories. 

Review HR policies and procedures to remove barriers 
to staff participating in NAIDOC Week and liaise with 
Managers/Team Leaders to support and provide time for 
staff to attend events. 

Circulate NAIDOC Week history and promote and 
encourage participation in external NAIDOC events to all 
staff.

First week in July 
2020, 2021, 2022 

Health Promotion 
Coordinator    

August 2020, 
2021

May, 2021

July 2020, 2021, 
2022 

Health Promotion 
Coordinator    

Manager, People and 
Culture

Manager, Communications 

Deliverable ResponsibilityTimeline

Action 7 Build respect for Aboriginal and Torres Strait Islander cultures and histories by 
celebrating NAIDOC Week. 
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Implement the Strengthening Cultural Safety of 
Family Violence Services, Cultural Safety Assessment 
Tool annually for continuous quality and practice 
improvements in cultural safety.  

Investigate our leave policies to ensure we reflect respect 
for Aboriginal and Torres Strait Islander communities. 
For example, revisiting cultural leave, including Sorry 
Business and respectful public holidays as part of our 
Policy Review Project

Include the RAP in all staff members Position Description 
to ensure all staff members understand, value and 
recognise Aboriginal and Torres Strait Islander cultures, 
histories, knowledge and have the opportunity to take 
part in external events, professional development and to 
establish and maintain respectful relationships with the 
community. 

Review and monitor our feedback frameworks to ensure 
they are culturally safe for Aboriginal and Torres Strait 
Islander community members. 

February 2021, 
2022

Manager, Quality and Risk

December, 2020

June, 2021

May, 2021

Manager, People and 
Culture

Manager, People and 
Culture

Manager, People and 
Culture

Deliverable ResponsibilityTimeline

Action 8 Improve the cultural safety of our office environment and our practices.
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Explore existing HR resources to build understanding of 
current Aboriginal and Torres Strait Islander staffing to 
inform future employment and professional development 
opportunities.

Increase the percentage of Aboriginal and Torres Strait 
Islander staff employed in our workforce 

Review our current organisation recruitment and retention 
strategy to ensure Aboriginal and Torres Strait Islander 
peoples consideration/understanding is fundamental to it. 

Implement the new organisation recruitment and 
retention strategy. 

Consult with Aboriginal and Torres Strait Islander 
community members who may like to provide feedback 
on our recruitment, retention and professional 
development strategy, with the aim of incorporating this 
feedback. 

Review recruitment policies and procedures to remove 
barriers to Aboriginal and Torres Strait Islander 
participation in our workplace. 

Develop a professional development strategy, part of 
our workforce capability strategy plan, for Aboriginal 
and Torres Strait Islander staff that is culturally safe and 
relevant. 

Provide appropriate supervision by team leaders and 
managers to Aboriginal and Torres Strait Islander staff 
either internally or externally to support them in their 
position. 

February, 2021  Manager, People and 
Culture 

November, 2021 

December, 2020

January, 2021

Manager, People and 
Culture 

Manager, People and 
Culture 

Manager, People and 
Culture 

Deliverable ResponsibilityTimeline

Action 9 Improve employment outcomes by increasing Aboriginal and Torres Strait Islander 
recruitment, retention and professional development. 

December, 2020 Manager, People and 
Culture and Director 
Gender Equity 

December, 2020 Manager, People and 
Culture

June, 2021 Manager, People and 
Culture

March, 2022 Manager, People and 
Culture

OPPORTUNITIES
Women’s Health West acknowledges the opportunity to radicalise our work 
through a true embrace of diversity. We acknowledge that creating employment 
opportunities, procurement opportunities and volunteer or professional 
development opportunities for Aboriginal and Torres Strait Islander people is not 
only an integral part of embedding reconciliation into our workplace, but a chance 
to unequivocally improve our services.  

Focus Area: To increase employment and procurement opportunities for Aboriginal and Torres 
Strait Islander community members and to employ and retain staff in all levels of our 
organisation.



17 

Action 10 Increase Aboriginal and Torres Strait Islander supplier diversity to support 
improved economic and social outcomes. 

Develop and implement an Aboriginal and Torres Strait 
Islander procurement strategy. 

Develop a recommendation to secure a Supply Nation 
membership. 

Identify and communicate opportunities for procurement 
of goods and services from Aboriginal and Torres Strait 
Islander businesses to staff.

Review and update procurement practices to remove 
barriers to procuring goods and services from Aboriginal 
and Torres Strait Islander businesses.

Develop commercial relationships with Aboriginal and/or 
Torres Strait Islander businesses.

Investigate the opportunity to hire a local Aboriginal 
and/or Torres Strait Islander designer for our next RAP.

June, 2021 Manager, Business 
Systems and Operations

May 2021, review 
annually 

August, 2021 

March, 2021 

Manager, Business 
Systems and Operations 

Manager, Communications 

Manager, Business 
Systems and Operations

Deliverable ResponsibilityTimeline

 March, 2022 Manager, Business 
Systems and Operations

December, 2021 Manager, Communications 

Advertise job vacancies to effectively reach Aboriginal 
and Torres Strait Islander stakeholders. This will 
include investigating and contributing to Koori Mail, 
advertising with Wan Place and establishing/replenishing 
connections with community members.  

Consider affirmative action recruitment which is 
appreciation of skills and experience over merit and 
recruit to ‘affirmative action positions’ where necessary at 
all levels of the organisation.  

Investigate partnerships with job service providers that 
are specialist to Aboriginal and Torres Strait Islander 
recruitment.

February, 2022 Manager, People and 
Culture

March, 2021 Manager, People and 
Culture

March 2021, 
ongoing  

Manager, People and 
Culture

Action 9 continued
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Action 11 Establish and maintain an effective RAP Working group (RWG) 
to drive governance of the RAP.

Maintain at least one Aboriginal and/or Torres Strait 
Islander consultant to be part of the RWG to ensure 
appropriate cultural representation in the RWG. 

Aim to recruit at least one Aboriginal and/or Torres Strait 
staff member to be part of the RWG. 

Apply, review, and update the Terms of Reference for the 
RWG.

Meet at least monthly to drive and monitor RAP 
implementation.

September 2020, 
review annually  

Health Promotion 
Coordinator 

May, 2022

July 2020, 2021, 
2022

Monthly, annually  

Health Promotion 
Coordinator 

Health Promotion 
Coordinator 

Director, Gender Equity 

Deliverable ResponsibilityTimeline

Action 12 Provide appropriate support for effective implementation of RAP commitments.

Define resource needs for RAP implementation. 

Engage our senior leaders and other staff in the delivery 
of RAP commitments. 

Define and maintain appropriate systems to track, 
measure and report on RAP commitments.

Appoint and maintain an internal RAP Champion from 
senior management.

December 2020, 
review annually 

Health Promotion 
Coordinator 

March 2021, 
2022

January, 2021

July 2020, 2021, 
2022

Director, Gender Equity

Health Promotion 
Coordinator 

Director, Gender Equity 

Deliverable ResponsibilityTimeline

GOVERNANCE

Action 13 Build accountability and transparency through reporting RAP achievements, 
challenges and learnings both internally and externally.

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

Report RAP progress to all staff and senior leaders 
quarterly. 

Publicly report our RAP achievements, challenges and 
learnings, annually.

Investigate participating in Reconciliation Australia’s 
biennial Workplace RAP Barometer.

30 September 
2020, 2021, 2022   

Health Promotion 
Coordinator 

Quarterly, 
annually 

October 2020, 
2021 

May, 2022 

Director, Gender Equity

Manager, Communications 

Health Promotion 
Coordinator

Deliverable ResponsibilityTimeline
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Action 14 Continue our reconciliation journey by developing our next RAP. 

Register via Reconciliation Australia’s website to begin 
developing our next RAP.

January, 2022 Health Promotion 
Coordinator 

Deliverable ResponsibilityTimeline

Action 15 Embed Reconciliation in our core business strategies and structures.

Ensure RAP is worked in collaboration with other 
organisational plans, by having at least one RWG 
member also a member of other organisational working 
groups, such as Sanctuary, Rainbow Tick and Values 
working group. 

Explore opportunities to embrace the principals and 
values of the Uluru Statement from the Heart into our 
organisation’s structure. 

Explore the opportunity to ensure we have Aboriginal 
and/or Torres Strait Islander community representation at 
WHW Board level.

November, 2020 Director, Gender Equity  

December, 2020

November 2020, 
2021 

Health Promotion 
Coordinator 

Director, Gender Equity 

Deliverable ResponsibilityTimeline

Action 16 Establish and maintain an external Aboriginal and Torres Strait Islander 
Advisory Committee to provide cultural advice and guidance at our workplace.  

Establish and maintain an Aboriginal and Torres 
Strait Islander Advisory Committee who will provide 
valuable cultural advice and guidance in the planning, 
implementation and evaluation of our RAP and other 
WHW business. 

Establish and apply a Terms of Reference for the 
Aboriginal and Torres Strait Islander Advisory 
Committee. 

Meet at least three times per year to drive and monitor 
the planning, implementation and evaluation of our 
RAP.

July 2020, review 
annually 

Health Promotion 
Coordinator and Director, 
Gender Equity 

October 2020, 
2021 

July, November, 
March, 2020, 
2021, 2022

Health Promotion 
Coordinator and Director, 
Gender Equity

Health Promotion 
Coordinator and Director, 
Gender Equity

Deliverable ResponsibilityTimeline

https://www.reconciliation.org.au/reconciliation-action-plans/submit-your-rap/


20 

Name: 
Position:  
Phone: 
Email: 

Name: 
Position: 
Phone: 
Email:  

CONTACT DETAILS 

Kate Phillips 
Director, Gender Equity 
9689 9588
katep@whwest.org.au

Roshika Kumar
Health Promotion Coordinator 
9689 9588
roshika@whwest.org.au 

mailto:katep%40whwest.org.au?subject=
mailto:roshika%40whwest.org.au%20?subject=
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