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Acknowledgement of Country

Peninsula Health acknowledges and pays respect to the traditional people of this region, known as the
Myone Buluk of the Boon Wurrung language group of the greater Kulin Nation - and bestows the same
courtesy to all other First Peoples, past and present, who now reside in this region.

The Boon Wurrung people are the proud custodians and protectors of the lands on which Peninsula
Health stands today.

Bunjil

According to Boon Wurrung tradition, this land has always been protected by Bunjil the creator and
spiritual leader who travels as an eagle, and by Waarn who protects the waterways and travels as a crow.
Bunjil taught the Boon Wurrung people to always welcome guests. But he required the Boon Wurrung
people to ask all visitors to make two promises:

* To obey the laws of Bunjil, and

* Not to harm the children or the land of Bunjil.

Acknowledgments

Peninsula Health would like to acknowledge the artwork which was completed by participants who
attended a youth surf camp in 2011 at Phillip Island on the Mornington Peninsula, as well as
Peninsula Health Staff.

A Message from the CEO

Peninsula Health is committed to workforce diversity, inclusion and the provision of culturally
appropriate care for Aboriginal and Torres Strait Islander people and their communities.

The employment of Aboriginal and Torres Strait Islander people at Peninsula Health will assist in
developing a culturally responsive organisation that promotes the benefit of preventative health
services and the importance of accessing health services at the earliest opportunity. Both will greatly
assist in closing the unacceptable gap that currently exists between the health outcomes of the
Aboriginal and Torres Strait Islander community and the wider Victoria community.

I am very proud to be launching Peninsula Health’s second Aboriginal Employment Strategy, which
builds on our previous work to create simpler pathways for Aboriginal and Torres Strait Islander people
wishing to pursue a career in health. We have already employed 16 Aboriginal staff at Peninsula Health,
including 2 Aboriginal trainees in our dental programs. Going forward, we plan to further develop
programs and partnerships to effectively engage Aboriginal and Torres Strait Islander candidates
wishing to pursue careers in health.

/fw/umfwy :

Ms Sue Williams
Chief Executive Officer
Peninsula Health
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Introduction

Background

In 2012 Peninsula Health launched the first Aboriginal Employment Strategy 2012 - 2015.

As the majority of the Aboriginal employment plans have reached their term in 2015, the Department
of Health and Human Services supported health services to review and refresh their Aboriginal
employment strategies for another three year period. Peninsula Health has committed to delivering
on a second Aboriginal Employment Strategy for the three year period from 2016 - 2019.

Close the Gap

Peninsula Health is committed to improving the lives of Aboriginal and Torres Strait Islander
people. In May 2012, Peninsula Health signed the ‘Close the Gap Indigenous Health Equality
Summit Statement of Intent’. As part of this statement, Peninsula Health declared a determination
to close the fundamental divide between the health outcomes and life expectancy of the
Aboriginal and Torres Strait Islander people of Australia and non-Indigenous Australians.

Kareeta Yirramboi

Kareeta Yirramboi is the Victorian Government’s plan to improve public-sector employment and
career development outcomes for Aboriginal people. Kareeta is the Gunditjmara word for “grow”
and Yirramboi is the Taungurang word meaning “tomorrow”. The plan was developed with an
initial timeline of 2010-2015 in response to COAG’s National Partnership Agreement in Indigenous
Economic Participation and a commitment to halve the gap in employment outcomes between
Indigenous and non-Indigenous people within a decade.

Kareeta Yirramboi set an Aboriginal employment target of one percent for the Victorian public
sector and required public-sector organisations with 500 or more employees to develop an
Aboriginal Employment Strategy.

The public health sector plays an important part in the overall achievement of the one percent
Aboriginal employment target. Thirty-two Victorian Public Health Services have a workforce over
500 employees, the aim was to develop individual Aboriginal employment strategies that are
tailored to the individual organisations’ capacity and reflective of the communities in which they
operate.

The former Victoria Department of Health engaged with the Commonwealth Department of
Education, Employment and Workforce Relations (DEEWR) to facilitate and coordinate the
Aboriginal Employment Strategy project. The project was funded by DEEWR with the Department
of Health taking responsibility for selecting the thirty-two organisations. Priority was given to
Health Services with 500 or more employees. Peninsula Health was selected as one of four pilot
sites at the commencement of the project.
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Progress of the Aboriginal Employment Strategy 2012 - 2015
A number of initiatives were implemented under the Aboriginal Employment Strategy 2012-2015;

* Enhancements have been implemented on the payroll and e-recruit systems that capture
and manage information regarding our Aboriginal and Torres Strait Islander workforce and
candidates.

* Peninsula Health has provided designated traineeships for young local Aboriginal and Torres
Strait Islander people. These traineeships were offered within the Dental department at
Frankston and Hastings Community Health. The trainees were provided with on the job training
and experience, as well as completing a nationally recognised qualification.

* Peninsula Health currently has two secondary school work experience intakes throughout the
year. Students that are Aboriginal and/or Torres Strait Islander are encouraged to apply for work
experience placements

* Peninsula Health has partnered with Victorian Aboriginal Community Controlled Health
Organisation (VACCHO) to deliver Cultural Safety Training across the organisation

* The staff leave policy has been updated to recognise ‘sorry business’ and the complex kinship
structures that can occur within Aboriginal and Torres Strait Islander families

* Peninsula Health launched an Aboriginal and Torres Strait Islander Health Website -
http://atsipeninsulahealth.org.au/

* The ‘Aboriginal and Torres Strait Islander Community Advisory Group’ has been refreshed to
involve a broad range of stakeholders. This group includes active involvement and partnership
with Peninsula Health’s Human Resources Department.

* A review was undertaken of the previous Aboriginal and Torres Strait Islander Health Unit, and
a new integrated approach was implemented. The Aboriginal Health Workers are now located
across the service within different departments. This ensures the Aboriginal Health Workers are
visible and easily accessible across a number of areas within Peninsula Health.

Objective

Peninsula Health has acknowledged that increasing the Aboriginal workforce is an essential
aspect in successfully closing the gap between Aboriginal and non-Indigenous people. The
objective of this strategy remains to increase employment participation of Aboriginal people at
Peninsula Health to one percent of the total workforce. This will be achieved by implementing
sustainable recruitment and retention initiatives and continuing to create a more culturally
responsive environment for the Aboriginal community.

Peninsula Health currently employs 16 Aboriginal employees representing 0.3% of the total
workforce. 17 employees have also indicated that they prefer not to identify, which may suggest
a higher representation of Aboriginal and Torres Strait Islander people within the workforce. To
fulfil the target, Peninsula Health requires a total of 52 Aboriginal employees.

Through the process of increasing Aboriginal employment participation, greater understanding of
cross-cultural requirements will be achieved to develop the environment and systems
for long-term Aboriginal participation throughout the entire organisation.
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Environment

Organisation Profile

Peninsula Health (PH) is a major metropolitan healthcare network providing acute, sub-acute,
mental health and extensive community services. The organisation has experienced significant
growth in recent years and services a diverse community comprising over 300,000 people in
Frankston and the Mornington Peninsula.

The organisation has approximately 5200 staff and 800 volunteers. With proposed developments
and growth in teaching and research the workforce is expected to grow to over 6000 in the next
ten years.

Peninsula Health’s mission to “Build a healthy community in partnership” recognises the
importance of partnerships with local providers that assist with the provision of services to our
local community and tertiary providers that provide specialist services not currently delivered by
Peninsula Health. The organisation is the Peninsula’s largest employer with approximately 5200
staff, and currently employs 16 Aboriginal employees.

Aboriginal Community

The closest Aboriginal specific health service (Aboriginal Community Controlled Health
Organisation - ACCHO) to Peninsula Health is located in Dandenong; a large city located more
than 20 kilometres from Frankston and 50 kilometres from Rosebud on the Mornington Peninsula.

Peninsula Health currently has an Aboriginal and Torres Strait Islander Health Program and

an Aboriginal and Torres Strait Islander Community Advisory Group who are instrumental in
providing a community hub for Aboriginal people throughout the Peninsula region. This has been
created in the absence of an Aboriginal Co-operative in the region.

In 2011Census, there was a total population of 1983 Aboriginal and/or Torres Strait islander people
in the Frankston and Mornington Peninsula Local Government Areas (LGA). The Indigenous
population makes up 0.73% of the region’s population, compared with 2.55% Indigenous persons
across Australia, and 0.5% within the Greater Melbourne Statistical Areas.

The unemployment rate of the Indigenous population is 11.7% in Frankston LGA and 10.6% in the
Mornington Peninsula LGA, compared to half this rate (5.05%) for non-Indigenous people. (Source:
ABS, 2011 Census of Population and Housing).
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Community Consultation

In developing the Aboriginal Employment Strategy 2016-2019 consultation was undertaken with
the Aboriginal and Torres Strait Islander Community Advisory Group in partnership with the
Aboriginal and Torres Strait Islander Workforce, to determine improvement areas available to
better promote Aboriginal employment at Peninsula Health.

Consultation resulted in identifying the following priority areas:

1. Developing ongoing permanent career pathways for Aboriginal and Torres Strait Islander
people

2. Ensuring ongoing partnerships and relationships with the local Aboriginal community

Building on the cultural competency of all staff at Peninsula Health

4. Engagement with Aboriginal and Torres Strait Islander youth in secondary schools and
education at pre-employment stages

5. Implementing support structures for retention of Peninsula Health’s current Aboriginal and
Torres Strait Islander workforce

6. Tracking and reporting on the Aboriginal and Torres Strait Islander workforce and potential
candidates.

Following community consultation, benchmarking was completed with other health services and
organisations, comparing their current Aboriginal Employment Plans with the development of
Aboriginal health initiatives and employment at Peninsula Health.

Communication Strategy

The Aboriginal Employment Strategy will be promoted to the community and organisation
through a range of formats and forums, including:

* Peninsula Health External Website

* Peninsula Health Aboriginal and Torres Strait Islander Website
* Internal Intranet

* Social Media

* Local Career Expos

* Cultural Events

* Publication of the strategy in booklet, poster and brochure format. Publications will be available
in departments across Peninsula Health, and will be sent directly to local secondary schools &
education providers, LLEN and local gathering places.
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Governance

The Aboriginal Employment Strategy is governed by the Executive Director of Human Resources,
and the Chief Operating Officer - Rosebud Hospital, Mental Health, Allied Health, Nursing and
Community and Continuing Care (RoMANCCC) at Peninsula Health.

The ‘Diversity Steering Committee’ will oversee the implementation and progress towards the
Aboriginal Employment Strategy, as a key component of engaging with the local Aboriginal
community, and supporting employment as a health and wellbeing determinant.

Reporting on the Aboriginal Employment Strategy will take place through both the ‘Diversity
Steering Committee’ and to the Department of Health and Human Services. Regular updates
and engagement will also occur through the Aboriginal and Torres Strait Islander Community
Advisory Group.

Executive Director -
Performance, Quality and
Service Improvement

Chief Operating
Officer - ROMANCCC

Executive Director -
Human Resources

HR Operations
(Aboriginal Employment
Plan Coordination)

Diversity Steering Community Health
Committee (Aboriginal Health)

Aboriginal and Torres
R Strait Islander Community
Advisory Group
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Peninsula Health Strategic Goals

Define our organisational Cultural Safety commitment and
organisational Cultural Competence, to provide positive
employment opportunities, outcomes and support for Aboriginal

employees.

Strategies:

Implement Cultural Awareness E-Learning as an online education program for all

employees and monitor participation rates

2. Evaluate the effectiveness of cultural awareness training provided to Peninsula Health staff,
to assess increased awareness and cultural competence when working with Aboriginal and
Torres Strait Islander people

Review and implement further ongoing support structures, for Aboriginal employees and
apprentices/trainees. All managers of Aboriginal and Torres Strait Islander trainees to attend
cultural awareness training

4. Develop a marketing and promotion strategy for the Aboriginal Employment Strategy 2016-2019

Identify & promote ways to celebrate Aboriginal Culture within the organisation, such as
NAIDOC Week, Reconciliation Week, Close the Gap Day etc.
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GOAL TWO

Engage with the local Aboriginal Community to promote career
opportunities and pathways within Peninsula Health.

Strategies:

Regularly engage with key stakeholders to strengthen networks with the local Aboriginal

Community to increase the number of Aboriginal and Torres Strait Islander candidates

2. Promote career pathways for local Aboriginal and Torres Strait Islanders through a range of
marketing activities

Generate workforce data that identifies Aboriginal and Torres Strait Islander participation to

monitor the current number of Aboriginal and Torres Strait Islander people employed.

GOAL THREE

Further develop programs and partnerships to effectively
engage Aboriginal and Torres Strait Islander candidates.

Strategies:

Explore further opportunities for clinical and non-clinical placements / cadetships for

Aboriginal and Torres Strait Islander candidates

2. Partner with local education institutions and secondary schools to both promote career
opportunities and identify areas of interest for Aboriginal and Torres Strait Islander
candidates

‘\ . Implement a mentoring program to provide ongoing support to Aboriginal and Torres Strait

Islander employees at Peninsula Health

4. Monitor effectiveness of employment programs and strategies through evaluation and :
communication to the leadership team. Track Aboriginal and Torres Strait Islander candidate :
applications for positions and discuss outcomes with managers. ;
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Proposed timeframe and resources

The timeframe for achieving the objective to increase the workforce to one percent Aboriginal
employment participation target is 2019. To achieve the one per cent target, the strategy actions will
be delivered in accordance with this action plan.

© outcomes with managers.

1. Define our Implement Cultural Awareness E-Learning as an online Koolin Balit Dec 2016
organisational Cultural . education program for all employees and monitor . Coordinator
Safety commitment and  : participation rates. : HR Project
organisational Cultural : . Officer
Competence, o provide . Evaluate the effectiveness of cultural awareness training  : Koolin Balit  : Dec 2017
positive employment : ) . : : ) :

. . provided to Peninsula Health staff, to assess increased : Coordinator .
opportunities, outcomes  : . . : , : Ongoing
and support for : awarlerlwess and cultural cqmpetence when working with : HB Project :

. . Aboriginal and Torres Strait Islander people. . Officer
Aboriginal employees O S O
: Review and implement further ongoing support structures, : HR Project Dec 2018
. for Aboriginal employees and apprentices/trainees. . Officer
: Allmanagers of Aboriginal and Torres Strait Islander : Koolin Balit
: trainees to attend cultural awareness training. - Coordinator
. Develop a marketing and promotion strategy for the HR Project Nov 2016
: Aboriginal Employment Strategy 2016-2019. Officer
: Identify & promote ways to celebrate Aboriginal Culture @ Koolin Balit ~ : Mar 2017
: within the organisation, such as NAIDOC Week, . Coordinator Ongoing
. Reconciliation Week, Close the Gap Day etc. : :
. Engage with the local . Regularly engage with key stakeholders to strengthen . HR Project Ongoing
Aboriginal Community : networks with the local Aboriginal Community to increase : Officer
to promote career the number of Aboriginal and Torres Strait Islander Koolin Balit
opportunities and : candidates. : Coordinator
Ezt:nwsiﬁ \Iﬁgz;?h Promote career pathways for local Aboriginal and Torres HR Project Ongoing
. Strait Islanders through a range of marketing activities. . Officer
: : Kolin Balit
. Coordinator
. Generate workforce data that identifies Aboriginal and . HR Project June 2017
Torres Strait Islander participation to monitor the current Officer
: number of Aboriginal and Torres Strait Islander people
employed
. Further develop . Explore further opportunities for clinical and non-clinical ~ : HR Project ~ : June 2017
programs and . placements / cadetships for Aboriginal and Torres Strait  : Officer :
partnerships to effectively : Islander candidates : Student
engage Aboriginal and : Placement
Torres Strait Islander : Coordinators
candidates : Partner with local education institutions and secondary . HR Project Sep 2018
: schools to both promote career opportunities and identify : officer
areas of interest for Aboriginal and Torres Strait Islander
: candidates
. Implement a mentoring program to provide ongoing . HR Project : Sep 2018
. support to Aboriginal and Torres Strait Islander . officer : .
: . : : Ongoing
: employees at Peninsula Health :
Monitor effectiveness of employment programs and HR Project Feb 2018
strategies through evaluation and communication to Officer Ongoing
. the leadership team. Track Aboriginal and Torres Strait . PH :
Islander candidate applications for positions and discuss Dept Heads
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Partnerships and Alliances

The success of this strategy heavily relies on the strength of key partnerships and alliances. This
table summarises the identified partnerships and alliances which will be useful in implementing
this strategy.

The key goals of this strategy have been tested with the following organisations and all have
responded positively to engaging with Peninsula Health in implementing the strategies.

Contact information for each organisation is detailed in the ‘Key Contact’ section.

Organisation Connection

Aboriginal Communities ® There is no Aboriginal Cooperative in the Peninsula
: region the nearest Cooperative is based in Dandenong

© * Peninsula Health have established strong linkages with
: the local Aboriginal community through the Aboriginal
and Torres Strait Islander Community Advisory
Group, with a HR representative being present on the
committee

. ® This provides a vital connection to the local Aboriginal ]
: community for referrals of PH employment opportunities

TAFE : ® Chisholm Institute have indicated they can provide
: assistance with the pre-employment program and
competency-based training

Registered Training Organisations . ® VACCHO is an Aboriginal Health organisation that
: supports the Aboriginal Health Services across Victoria.
They are a Registered Training Organisation and can
provide competency training in the health sector.
Peninsula Health has delivered Cultural Safety Training
through VACCHO

Universities . ® Peninsula Health have an existing relationship with
: Monash University and partner to showcase health and
education career pathways through relevant Expos

Australian Apprenticeships Centres . ® Utilise Peninsula Health relationship with VECCI to
: establish funding opportunities for SBAT, full-time
trainees and apprentices

Frankston Mornington Peninsula Local Learning and : ® The LLEN have established partnerships with local
Employment Network (LLEN) . secondary schools

® The LLEN can assist with identification of Aboriginal
: students wishing to pursue a career in the health
industry

Local Secondary Schools © ®* Arange of local Secondary Schools have indicated
© their wilingness to partner with Peninsula Health to
assist with SBAT and identifying school leavers who are
interested in health careers

® Partnering with local Secondary Schools will assist in
: identifying school leavers who may be interested in
health careers.
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Key Contacts
Frankston Mornington Peninsula Local Learning and Employment Network (LLEN)

Phone: 03 8679 3422

Victorian Aboriginal Community Controlled Health Organisation (VACCHO)
Phone: 03 9411 9411

Chisholm Institute
Phone: 1300 244 746

Monash University
Phone: 03 9904 4000

Victorian Employer Chamber of Commerce and Industry (VECCI)
Phone: 1300 363 831

Peninsula Health Human Resources
Phone: 03 9784 2700

Peninsula Health ACCESS Services
Phone: 1300 665 781
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Labour Force Statistics

Statistical Area

The following Labour Force and Population Statistics have been sourced from the 2011 Census of
Population and Housing data (http://www.censusdata.abs.gov.au) and are based on surrounding
Local Government Areas.

The Local Government Areas used for Peninsula Health are:

Frankston (C)
* Mornington Peninsula (S)

Casey (C)

Greater Dandenong (C)
Kingston (C)

i Wilsdn gk ity Marine Fai

Wilsons Flc-rr;flql' v Maeticnal Par

It's important to note that some degree of statistical variation may exist in the following population
statistics due to randomly adjusted data by http://www.censusdata.abs.gov.au.

The data is adjusted to avoid the release of confidential information. This may affect some results
proportionately, in particular where smaller populations are involved.
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Aboriginal Population

Population Victoria
Aboriginal £ 37,990 L 0.71%
Total . 5,354,042 100%

Population I I Total
Population

Frankston (C) Mornington Casey (C) Greater
¢ Peninsula (S) : Dandenong ©

Aboriginal and/ : 1,010 0.8% : 974  : 0.67% : 1,403 : 056% : 492 : 0.36% 380 : 027% 4259 : 0.53%:
or Torres Strait : : : : : : : : : : : : :
Islander

I Total
Population

Mornington Greater
: Peninsula S) : Dandenong ©

10-14 £ 133 - 154 - 185

Kingston (C)
Aboriginal Population: 380

Greater Dandenong (C) g
Aboriginal Population: 492 ﬁ r
/ 'S

Frankston (C)
Aboriginal Population: 1,010

Casey (C) »
Aboriginal Population: 1,403 .’ -

Mornington Peninsula (S)
Aboriginal Population: 974
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Employed - Work Full-Time

Local Government Area

Mornington © Greater Kingston (C)

Peninsula (S) Dandenong (C)

Ful-  :%of :Ful- :%of :Ful- :%of :Fu :%of :Ful :%of Ful- :
Time : Pop. :Time :Pop. :Time :Pop. :Tme :Pop. :Time :Pop. TMe : pgp

Frankston (C)

45 23.68% :53 25.48% :49 17.88% 12 13.04%: 18 23.68%;177 21.07%;
25-3¢ 51 418% (G5  3846% 63 07.05% 14  2692% 21  42% 184 08.05%
35-44 40 3250% 48 975% 82 4400% 17 26.15% 27  4821% 214 38.35%
4554 46 451% 04 35.42% 42 G59% 13 2055% 20  4348% 155 38.27%
‘ss-6a 14 2154% 16 2254% 25 0425% 10 2857% 7 2947% 72  26.87%
68+ 4 0% 5 1163% 3 625% 0 0% 0 0% 12 619%
Total 200 31.15% 191 20.98% 264  30.56% 66  205% 93 %1% 814  20.64%

otal

T
Population

Mornington * Greater Kingston (C)

© Peninsula S) Dandenong (C)

Ful- i %of :Ful- :%of Ful- :%of :Fu- :%of :Ful- :%of Ful- :%of
Time : Pop. gTime Pop. gTime Pop. gTime gPop. gTime Pop. Time : Pop.

15-24 32 16.84% 45 21.63% 86  (13.14% 12 13.04% 14  18.42% 139  16.56%

25-3¢ 21 1721% 14 1538% 21 1265% 5  962% 12 24% 73 15.18%
35-44 26 2104% 22 17.19% 08 2043% 9 1385% 8  1420% 103 18.46%
4554 18 1765% 20 2083% 18 1111% 3 6.82% 13 2826% 67 16.54%
‘564 11 1692% 19 2676% 11 1507% 6 A7.14%3  125% 50 18.66%
65+ 0 0% 0 0% 3  625% 6  17.65%0 0% 9  464%
Total 108 1682% 120  18.84% 122 1412% 41  1273% 50  17.79% 441  16.06%
Unemployed

otal

Local Government Area Te
Population

Mornington Casey (C) Greater Kingston (C)
: Peninsula S) : Dandenong ©

CFul- i %of Ful- G %of Rk %of :Ful- :%of Ful- :%of
" Time . Time . :Time :Pop. : Time :Pop. Time : Pop.

Frankston (C)

§6.96%
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Not in the Labour Force (LF)

Local Government Area E Total

i Population
Frankston (C) : Mornington : Casey (C) : Greater : Kingston (C)
¢ Peninsula (S) Dandenong (C)

Ful-  :%of :Ful- :%of :Ful- :%of :Fu :%of :Ful :%of Ful- :
Time : Pop. :Time :Pop. :Time :Pop. :Tme :Pop. :Time :Pop. TMe : pgp

78 41.05% 79 37.98% :137 50%  :42 45.65%: 32 42.11%: 368 43.81%
25-36 31 2541% 27 2967% 52 3133% 23 4423%6  12% 139  28.9%
'35-44 39 G171% 08 2060% 39 2007% 22 3385% 7  125% 145  25.99%
45-54 33 3235% 00 3125% 08 0248% 16 3636% 10 2174% 127 3136%
8564 35 5385% 26 3662% 27 3699% 13 O7.14%7  2917% 108 403 |
65+ 25 625% 34 7907% 33 6875% 21  61.76% 23  7931% 136 70.1%
| Total | 241 37.54% 234 3673% 326 O7.73% 137 4255% 85 30.25% 1023 37.25%

Population

Not in the Unemployed Employed, worked part-time Employed, worked full-time
labourforce : : :
Aboriginal (10,261  :0.71% 1,853  1.28% 3,491 £0.44% 16,778 £0.43%
and/or Torres : : : : : : : :
Strait Islander :
Total 1,451,591 :100% 144,845 100% 791,837 -100% 11,583,267  100%

Useful References and Resources

Peninsula Health’s Reconciliation Action Plan http://www.peninsulahealth.org.au/wp-content/uploads/
* Reconciliation-Action-Plan-2018-2018.pdf

Department of Health and Human Services Aboriginal : http://www.dhs.vic.gov.au/about-the-department/our-
Employment Strategy 2016-2021 : organisation/careers/aboriginal-employment

Targeted Recruitment for Aboriginal and Torres Strait : https://www.humanrights.gov.au/our-work/aboriginal-and-
Islander people . torres-strait-islander-social-justice/publications/targeted-
: recruitment

Peninsula Health Aboriginal and Torres Strait Islander : http://atsipeninsulahealth.org.au/
Health Website :

Peninsula Health Statement of Priorities 2015-2016 : http://www.peninsulahealth.org.au/wp-content/uploads/
* FINAL-SIGNED-SOP-10092015.pdf

A sy, ]
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Reserving employment positions for

Aboriginal people

August 2015

Using ‘special measures’ under the Equal Opportunity Act
2010 to reserve employment positions for Aboriginal
people

Since the commencement of the new Equal Opportunity Act 2010 (Vic) (‘Act’) in August 2011, employers are no
longer required to seek an anti-discrimination exemption to advertise and reserve a position for Aboriginal
candidates through the Victorian Civil and Administrative Tribunal (VCAT). Such advertisement and reservation of
positions will be permitted as ‘special measures’ under s. 12 of the Act, provided that the requirements set out in s.
12 are met.

The special measures provision simplifies the process of reserving positions for Aboriginal people.

A special measure is not an exemption to the Act because the activity undertaken through the special measure is
deemed not to be discriminatory. Special measures allow employers to impose reasonable restrictions on eligibility
criteria on the basis that the measure is ‘promoting or realising substantive equality for members of a group with a
particular attribute’ (s.12(3)).

This has also been confirmed in a recent decision of VCAT in the Human Rights Division within the Anti-
Discrimination List (Cummeragunja Housing & Development Aboriginal Corporation (Anti-Discrimination
Exemption) [2011] VCAT 2237).

A health service seeking to use the special measures provision in the Act must define:
e The purpose of the special measure (as it relates to the health service’s specific work environment); and

e The substantive equality it is seeking to promote or realise.

Criteria for special measure

Under s. 12(3) of the Act, a special measure must satisfy the following criteria:

1. Undertaken in good faith for achieving the purpose

In this context the purpose is to promote and realise equitable representation of Aboriginal people within the public
sector workforce, within the health sector workforce and within the workforce of the individual health service. (S.
12(4)(b) provides that a special measure may have more than one purpose, as long as one of its purposes is to
promote or realise substantive equality for Aboriginal people).

Department of Health & Human Services
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2. Reasonably likely to achieve the purpose

It must be reasonably likely that by considering Aboriginal applicants for a particular position the organisation will
be able to achieve equitable Aboriginal representation in its workforce.

3. A proportionate means of achieving the purpose

The number of positions within an organisation that are reserved for Aboriginal applicants should not exceed the
target of achieving equitable Aboriginal representation within the workforce. In some cases, an organisation’s target
for achieving equitable Aboriginal representation may be greater than the one per cent target generally provided in
Karreeta Yirramboi. Karreeta Yirramboi is the Victorian Government'’s plan to improve public sector employment
outcomes for Aboriginal Victorians.

4. Justified because the members of the group have a particular need for advancement or assistance

Aboriginal people are under-represented in the Victorian public health sector workforce. The former State Services
Authority workforce data collected in November 2010 showed that Aboriginal people make up only 0.1 per cent of
the public health sector workforce,’ despite accounting for 0.54 per cent of Victoria’s working-age population.2

Public health is the largest employer in the public sector, accounting for 38 per cent of the public sector workforce.
However, public health accommodates only 11 per cent of the Aboriginal public sector workforce.?

How to use a special measure

A special measure is not considered discrimination under the Act and therefore does not require an exemption.
However, in the event that a special measure is challenged as being discriminatory (for example, by a non-
Aboriginal person who is ineligible to apply for a position by reason of the special measure), the burden falls to the
employer to prove that the special measure meets the criteria set out in s. 12.

Although there are no specific documentation requirements relating to the implementation of special measures, the
department recommends that health services undertake the following actions to reduce the likelihood of any special
measures being successfully challenged.

1. Develop an Aboriginal employment plan

Under Karreeta Yirramboi all public sector employers (including health services) with more than 500 staff are
required to develop an Aboriginal employment plan. Smaller health services are encouraged to do the same.
Karreeta Yirramboi sets an Aboriginal employment target of one per cent and this can be cited to provide further
validity to the special measure.

In their Aboriginal employment plans, health services should expressly state the reason for increasing Aboriginal
employment (the purpose) and detail the targets and timelines relating to this goal.

2. Cite the Equal Opportunity Act.

Whenever describing or undertaking activity relating to the special measure, health services should cite s.12 of the
Equal Opportunity Act 2010 (Vic).

! State Services Authority, 2011, Indigenous employment: Victorian public sector, State Government of Victoria, Melbourne, p. 3.
2 Department of Planning and Community Development, 2010, Karreeta Yirramboi , State Government of Victoria, Melbourne, p. 2.

3 State Services Authority, 2011, Indigenous employment: Victorian public sector, State Government of Victoria, Melbourne, p. 3.
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This includes featuring the following text in any Aboriginal employment plans, employment advertisements, strategy
documents and other material that refers to activity related to the special measures:

‘This action/activity constitutes a special measure under section 12 of the Equal Opportunity Act 2010 (Vic).’

3. Monitor targets

Once a special measure has succeeded in achieving the promotion or realisation of substantive equality, it is no
longer a special measure and it must cease (s. 12(7)).

This is because special measures are not intended to set up separate rights permanently for different groups of
people. If a health service sets out to employ a specific number of Aboriginal people and uses the special
measures provision to reserve positions, the health service will need to consider whether the purpose of the special
measure has been achieved once the relevant target has been reached. If it has, the organisation should no longer
reserve positions for Aboriginal people, as the special measure used for this purpose will have ceased and
therefore such action may be deemed discriminatory under the Act.

Health services should establish a review date in relation to any special measures it seeks to implement, to
determine whether the stated purpose of the special measure continues to be relevant. This is particularly
important if there is a change in business requirements or a change in the structure of the organisation.

Victorian Civil and Administrative Tribunal exemptions

Health services should seek an exemption from VCAT for all activity that falls outside of the special measures
provision.

Reserving positions for Aboriginal applicants for purposes other than promoting or realising substantive equality
does not constitute a special measure. For example, if a health service seeks to employ an Aboriginal person
solely because specific Aboriginal cultural attributes are desirable in a particular position, an exemption must be
obtained from VCAT in order for the activity not to be deemed discriminatory.

For more information about whether a special measure applies, health services should seek advice from
the Victorian Equal Opportunity and Human Rights Commission on 1300 292 153.

Prepared by the Health Workforce Branch, August 2015.

To receive this publication in an accessible format phone 9096 0614 using the National
Relay Service 13 36 77 if required, or email KoolinBalit.Workforce@dhhs.vic.gov.au
Authorised and published by the Victorian Government, 1 Treasury Place, Melbourne.

© State of Victoria, Department of Health & Human Services August 2015

Where the term ‘Aboriginal’ is used it refers to both Aboriginal and Torres Strait Islander people. Indigenous is
retained when it is part of the title of a report, program or quotation.

Available at http://health.vic.gov.au/aboriginalhealth/publications/index.htm
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Peninsula
Health

Peninsula Health

ABN 52 892 860 159
Hastings Road

(PO Box 52)

Frankston Vic 3199

Tel (03) 9784 7777

Callers outside the Melbourne
Metropolitan Area

Tel 1800 858 727




