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WHEN BABIES are born in the dry season this is also the time of the birth 
of the dragonfly, which hums and buzzes around the air, excited about the 
birth of the new season.

‘The grandmothers catch the dragonflies to test babies’ hearing, making 
them buzz near the babies’ ears. When a baby responds, we know that 
they have good hearing. If not, the old ladies bring the dragonfly closer so 
the baby can feel the vibration and sound of its wings, then they sing to 
the spirits and the dragonfly, ‘We all must look after this child together to 
help him to grow and be able to communicate’.

‘So, if you see a dragonfly buzzing around a baby, it is just looking and 
checking the baby’s response because that’s what they do. In the past, 
everyone worked together - dragonflies, grandmothers and the spirits.’

This story is as told by Norma Benger Chipandee. Norma is Wadeye, 
Woodycupuldia in the Daly River region, on her mother’s side, and  
Barrow Creek, in Central Australia, on her father’s side.

The story behind the Dragonfly
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Australian Hearing - Reconciliation Action Plan 2017 - 2020

Australian Hearing was established in 1947 to 
provide hearing services to children whose hearing 
was affected by a series of rubella epidemics and to 
assist veterans who suffered hearing damage during 
World War II.

Australian Hearing assists over 500,000 clients with 
their hearing journey, this includes Veterans and 
pensioners, Children and young people under 26 
years of age and Aboriginal and Torres Strait Islander 
peoples over 50 years of age. Australian Hearing is 
also home to the internationally renowned National 
Acoustic Laboratories. The research conducted by 
NAL has a strong practical focus and is critical to 
helping people lead more fulfilling and productive 
lives.

Our Outreach services to Aboriginal and Torres Strait 
Islander peoples began in 1975 in the Northern 
Territory. We provide hearing services under the 
Australian Government Hearing Services Program, 
which is administered by the Department of Health 
through the Office of Hearing Services.

• As of March 2017 we employed 1336 staff across 
an expansive national network of 155 Hearing 
Centres and 230 Aboriginal and Torres Strait 
Islander outreach services at locations all around 
the Country. We also have our world renowned 
National Acoustic Laboratories and our National 
Support Office located at Macquarie University, in 
Sydney.

• As of March 2017 we employed 32 Aboriginal and 
Torres Strait Islander staff representing 2.4% of 
our workforce.

• Outreach services are collaboratively negotiated 
with individual communities to meet the needs of 
the community. In most cases the agreed services 
are documented in service agreements between 
Australian Hearing and the local community.

About Our Business

Australian Hearing is the nation’s leading hearing care specialist and largest supplier of Government 
funded hearing Services. 
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Australian Hearing is dedicated to being an 
employer and hearing services provider of choice 
for Aboriginal and Torres Strait Islander people and 
their communities. We look for ways to increase 
our service delivery options to Aboriginal and Torres 
Strait Islanders, with a particular focus on our 
Outreach services. A strong Aboriginal and Torres 
Strait Islander workforce is one of our key business 
drivers.

We recognise that having a vibrant and flourishing 
Aboriginal and Torres Strait Islander workforce 
will assist with understanding the needs of the 
communities we serve and will enhance our 
reputation as an employer and a hearing services 
provider for all Australians.

Aiming for Excellence
Our vision for Reconciliation

Aboriginal and Torres Strait Islander employment, policies and community servicing to create success and
good hearing health leading to increased opportunities and better health outcomes.
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Australian Hearing - Reconciliation Action Plan 2017 - 2020

1 AUSTRALIAN HEARING is seen as the employer 
of choice for Aboriginal and Torres Strait Islander 
people wanting to work in the hearing industry. 

2 CREATING an innovative and welcoming 
workplace where Aboriginal and Torres Strait 
Islander staff can develop and achieve excellence in 
their career, personal goals and objectives.

3 WORKING in a mutually rewarding atmosphere 
with all stakeholders, clients, staff, government 
agencies, health care providers, educational 
institutions and the communities we visit.

4 HAVING a collaborative environment where 
all staff at Australian Hearing are invested in our 
progression and have a sense of ownership towards 
our Reconciliation Action Plan.

5 ADDRESSING hearing care for Aboriginal and 
Torres Strait Islander peoples and communities by 
providing timely and world leading services in a way 
that Australian Hearing is accepted as an integral 
part of the local communities we work in.

At Australian Hearing, 
Reconciliation means
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Australian Hearing - Reconciliation Action Plan 2017 - 2020

Our Reconciliation Action Plan clearly lays out our 
intention and our commitment to increasing our 
employment and career development opportunities 
for Aboriginal and Torres Strait Islander people.

 Additionally, Australian Hearing is dedicated to 
delivering world’s best hearing services to the 
hundreds of Aboriginal and Torres Strait Islander 
communities that we serve each year.

WE ARE PROUD of our achievement 
in meeting most of the targets in our 
previous Reconciliation Action Plans, but 
the new stretch targets set out in this 
Reconciliation Action Plan underpin our 
deep engagement with our Aboriginal 
and Torres Strait Islander staff, clients, 
and communities. At Australian Hearing 
we will forever be focussed on fulfilling 
our commitments laid out in our 
Reconciliation Action Plan.

Managing Director
Bill Davidson

Reconciliation is not simply another word in the English language, it is a call to action, a deed 
and a driving force for collaboration and improvement.

Bill Davidson
Managing Director
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Our purpose is to have a positive impact on the 
people we work with, and we achieve this with 
professionalism. It is through oral communication 
that concepts and beliefs about The Dreaming 
are passed on from one generation to the next.  
Storytelling, song and dance play an important role 
in Aboriginal culture and good hearing is essential to 
fully participate in these activities.   

Australian Hearing is committed to helping 
Aboriginal and Torres Strait Islander children hear 
so that they can learn and realise their goals.  We 
also work with adults to support them in staying 
connected with their community and culture.  

We live in a multi-cultural country and it is important 
that this diversity is reflected in our workforce.  
Australian Hearing has increased the number of 
Aboriginal staff it employs by promoting an inclusive 
environment and recognising the value that 
Aboriginal staff bring to our organisation.  

AS THE CHAIR of the Reconciliation 
Action Plan Committee and now the Chair 
of the Diversity and Inclusion Committee, 
I appreciate and value the importance 
of forming a Reconciliation Action Plan.  
It demonstrates our commitment to 
reconciliation and provides a framework 
for practical actions we will take to 
build respectful relationships and 
opportunities for Aboriginal and Torres 
Strait Islanders. It is our roadmap and, by 
regularly reporting against this, it enables 
the entire organisation to follow our 
progress.  

This Reconciliation Action Plan is an 
essential part of our efforts to increase 
the number of Aboriginal and Torres 
Strait Islander people employed in 
Australian Hearing and to enhance 
the services we provide to Aboriginal 
and Torres Strait Islander people and 
communities.   

Gina Mavrias
Chief Operating Officer

Chief Operation Officer
Gina Mavrias

Australian Hearing has a long and proud history of working with Aboriginal and Torres Strait 
Islander communities and individuals.  
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The incredible work performed throughout 
Australian Hearing, especially in servicing our 
Aboriginal and Torres Strait Islander clients is world 
class. As a Wiradjuri man, connection to community 
is a key focus in my life so having the opportunity 
to attend some outreach visits was something that 
energised me. I was excited at the prospect of 
seeing how our Audiologists work with communities 
and the cultural sensitivities and acknowledgement 
that comes with providing such services. I came 
away from these trips inspired and even prouder of 
Australian Hearing. 

This Reconciliation Action Plan gives us an incredible 
opportunity to build on our last plan, where we 
achieved 92% of our objectives. For me, it’s not 
about numbers, it’s about commitment and attitude. 
The changes we have made at Australian Hearing 
over the last 3 years demonstrate a commitment to 
evolve and learn. 

We have so much to be proud of and I look 
forward to driving this Reconciliation Action Plan to 
empower our staff and keep servicing our clients 
with the highest levels of respect. My personal 
mantra is “Aiming for Excellence”. 

We have achieved great things and will continue 
to do so because we celebrate success and learn 
from strategies that did not work as well as we 
anticipated. I am proud of our growing Aboriginal 
and Torres Strait Islander workforce, they drive me 
and make me very confident that Australian Hearing 
will continue to do incredible things.

Recruitment Services Manager
Paul Brant

Australian Hearing is a place I am immensely proud to work for. Our recruitment mantra is 
”when you change lives it’s more than a job”. 

Paul Brant
Manager Recruitment Services92%

  

of our objectives 
were achieved in our 
Reconciliation Action 
Plan 2014 - 2016
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Australian Hearing - Reconciliation Action Plan 2017 - 2020

The journey so far

Staff from our Call Service Centre at Port Macquarie who has led the way with implementing on 
the job traineeships. 

Australian Hearing has learned so much from our 
last two Reconciliation Action Plans. We have had 
the opportunity to review and enhance our insights. 
We have garnered success by ensuring success is 
celebrated and we have developed structures and 
committees who directly oversee progress in the 
RAP. 

The success of our last Reconciliation Action Plan 
has resulted in Australian Hearing developing a 
broader focus on the area of diversity and inclusion. 

Pictured below with our ambassador Troy Cassar-Daley, our 
Managing Director Bill Davidson and our Chief Operating 
Officer Gina Mavrias
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Key learnings

Structural ownership of goals and objectives 
The creation of the RAP Strategies Committee 
assisted in ensuring initiatives and policies 
had ownership and progress was tracked in a 
comprehensive and structural manner. The RAP 
Strategies Committee included the Managing 
Director and Chief Operating Officer, ensuring that 
decisions could be made quickly and that progress 
was not hampered by a bureaucratic process. 
Having our two most senior staff members involved 
in this Committee also demonstrated across the 
organisation that Australian Hearing was serious in 
our commitment to reconciliation.

Real employment growth 
Our employment growth over the past 3 years has 
been designed around a real jobs scenario. Our 
traineeship program is designed on the premise that 
on successful completion of a traineeship, Australian 
Hearing will offer ongoing employment. New 
programs and objectives have been developed and 
implemented with a focus on ongoing work.

Reporting against our goals and objectives 
A full suite of reporting in relation to Aboriginal 
and Torres Strait Islander employment has been 
incorporated into our quarterly recruitment reports.  
This ensures Aboriginal and Torres Strait Islander 
employment outcomes is seen as a business as  
usual metric.  

A report was also implemented to track overall 
progress on the targets set within our RAP. This has 
been a key tool to assessing progress and working 
towards meeting all our obligations. For the past 
2 years, Australian Hearing has been meeting over 
90% of our RAP goals and obligations. 

Ensuring our Aboriginal and Torres Strait 
Islander staff are at the heart of our journey 
Aboriginal and Torres Strait Islander staff have 
a voice and can liaise directly with the Manager 
Recruitment Services on any issues, whether work or 
family related issues. An Aboriginal and Torres Strait 
Islander staff conference is held every 2 years. The 
conferences have a narrative designed to develop 
a network for our staff while ensuring a learning 
environment. The conferences are supported by 
our Board and executive leadership team. Our past 
conference themes have been:

OCTOBER 2013 – LEADERSHIP: Everybody 
plays a role - The goals and objectives of this 
conference was to develop a renewed agenda 
regarding self development and ensuring our 
Aboriginal and Torres Strait Islander staff had a 
voice and opportunity to participate in a new way 
forward.

MARCH 2016 – FROM LITTLE THINGS 
BIG THINGS GROW: The conference gave 
Australian Hearing the opportunity to reflect 
on the progress that had been made since the 
last conference. Leadership and performance 
was recognised and our Aboriginal staff were 
recognised.

Staff from Central NSW Region with a RAP Regional Employment award with our ambassador Troy Cassar-Daley   
Our Longest serving staff members were recognised  at our 2016 Aboriginal and Torres Strait Islander Staff Conference
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2015 – ABORIGINAL AND TORRES STRAIT ISLANDER 
AUDIOLOGY SCHOLARSHIP 

A first in the hearing industry. A scholarship was awarded to an 
Aboriginal student in her final year of the Masters of Audiology 
course. The Scholarship covered mentoring from experienced 
Audiologists, an outreach trip to gain an understanding of the 
services and cultural aspects of such services. 

The successful recipient of this scholarship, Hayley Edwards, is now 
an Audiologist at our Tweed Heads Australian Hearing branch.

Pictured opposite: Managing Director Bill Davidson presenting Hayley Edwards 
with the Aboriginal Audiology Scholarship

2016 – THE KELVIN KONG  ABORIGINAL AND TORRES 
STRAIT ISLANDER STAFF SCHOLARSHIP 

The scholarship named in honour of the first Aboriginal person 
on the Board of Australian Hearing and a world leading Ear, Nose 
and Throat Specialist, Kelvin Kong. The scholarship gives our staff 
the opportunity to pursue extra training and/or qualifications that 
will assist in their career development and journey. Our inaugural 
recipients David Ford Manager Port Macquarie Call Centre and 
Renee Osborne - Acting team leader Port Macquarie Call Centre are 
incredible role models for what the scholarship aims to achieve.

Pictured opposite: First recipients of the Kelvin Kong Aboriginal and Torres Strait 
Islander Staff Scholarship Renee Osborne and David Ford

Building our Aboriginal and Torres Strait Islander staff skills base - A number of scholarships and 
learning opportunities have been implemented to support and enhance skills development and 
for staff to expand their qualifications.   Highlights on this journey include:
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Other key achievements include:

AS OF DECEMBER 2016, 83% of all Australian Hearing Staff had completed our e-learning cultural 
competency package. The learning tool is an introduction into Aboriginal and Torres Strait Islander 
culture and was developed by the Manager of Recruitment Services with the expertise of Corporate 
Learning and Development staff. 

OUR EMPLOYMENT RATE of Aboriginal and Torres Strait Islander staff has remained over 2% for the 
last 2 years. We have had 30 plus Aboriginal and Torres Strait Islander staff and of those staff 4 are now 
at Management or Senior Management level.

ABORIGINAL AND TORRES STRAIT ISLANDER employment has been incorporated into the 
Recruitment portfolio, ensuring targeted Recruitment and practices are part of our business as usual 
services in the Recruitment portfolio.

MARKETING MATERIALS AND RESOURCES relating to Aboriginal and Torres Strait Islander 
communities has been commissioned and used for a number of events.
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Servicing our Aboriginal and Torres Strait Islander 
Communities

LOOKING BACK

It gives us great pleasure that an increasing number 
of Aboriginal and Torres Strait Islander children and 
adults are taking up our services. 

In 2015/16, Australian Hearing provided hearing 
services to 4,300 Aboriginal and Torres Strait 
Islander adults and just over 4,700 Aboriginal 
and Torres Strait Islander children, including 
1,300 children who were fitted with hearing 
aids. Aboriginal and Torres Strait Islander 
people access our services at our Hearing 
Centres, visiting locations and at Outreach sites in 
Aboriginal and Torres Strait Islander communities. 

Through our Outreach program, we deliver Hearing 
Services in around 230 urban, regional and remote 
Aboriginal and Torres Strait Islander communities. Sixty 
per cent of the communities we work with are in remote 
locations. More than one hundred of our audiologists choose to 
get involved in this program.  

Most of our Audiologists work with the same communities for several years, which enables the 
building of strong relationships with clients, community members and staff in the services we  
work with.

An example of some of the remote locations serviced by Australian Hearing in our outreach program 
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LOOKING AHEAD

Children aged five years and under

A key priority is the earlier identification and fitting 
of hearing aids to Aboriginal and Torres Strait 
Islander children who need them. Our goal is to 
increase the number of children who are aided well 
before they start school. 

Ear infection is the main cause of hearing loss for 
Aboriginal and Torres Strait Islander children. It often 
starts in the first year of life and can last throughout 
childhood. However, hearing aids are often not fitted 
until after the start of school.  

For Aboriginal and Torres Strait Islander children 
born with hearing loss, our analysis shows that they 
are fitted with their first hearing aids significantly 
later than non-Indigenous Australian children.  

To achieve our goal of fitting hearing aids earlier, 
we are taking a range of actions. We are promoting 
the benefits of early referral to our referrers and 
making sure that when we are in communities, we 
are connecting with key people in Primary Health 
services, like Child and Family Health Nurses.  

We have commissioned an important piece of social 
research with Aboriginal and Torres Strait Islander 
families from urban, regional and remote locations. 
The in-depth interviews and focus group discussions 
will explore perceptions and knowledge around 
hearing loss and hearing aids for children aged five 
years and younger.

With our research arm, the National Acoustic 
Laboratories, we are adapting, validating and 
gathering normative data for a listening behaviour 
checklist that could be used by Child Health Nurses 
to work out when a young Aboriginal child is not 

hearing well enough. This is currently not easy to do, 
and is the first step in the pathway to better hearing. 

We are also trialling tele-service approaches to 
fitting children earlier. A trial we ran in partnership 
with Queensland’s Deadly Ears program in 2016 
resulted in a tripling in the number of 0-5 year old 
children identified with significant hearing loss 
and fitted with hearing aids. This TeleFIT program 
has now become business as usual for these 
communities. Working together like this means 
momentum is not lost, increasing the likelihood 
that families decide to take the next step towards 
hearing aids. 

Hear for School 

We are strengthening our capacity to support 
schools with high numbers of Aboriginal and Torres 
Strait Islander students with the launch of our Hear 
for School program. Hear for School is a professional 
development program for teachers in communities 
where many children at any time, are not hearing 
well. This program is designed to support schools to 
make sure that all students have the best chance of 
hearing well. The seven key areas are based on gaps 
teachers identified in a survey we conducted several 
years ago. 

Hear for School starts with a school self-assessment, 
which identities the strengths and gaps for that 
school. Based on this, our audiologist designs a 
professional development program for the school. 
Interactive face-to-face sessions are held with the 
teachers as part of regular visits. Feedback from 
teachers has been very positive, with teachers 
reporting that the sessions are easy to understand, 
concise, relevant and engaging. 

17



Australian Hearing - Reconciliation Action Plan 2017 - 2020

18



19



Australian Hearing - Reconciliation Action Plan 2017 - 2020

Knowledge  
of the causes and 

impacts of ear disease 
in Aboriginal &  

Torres Strait  
populations

Students using 
personal amplification 

well

Communication 
strategies

Routine use of  
classroom  

amplification

Spatial  
Processing Disorder 

(SPD) managed

Good classroom  
listening conditions

Monitoring of  
students’ ear  

health and  
hearing
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Reconciliation Action Plan for the years 2017 -2020

Our Aboriginal and Torres Strait Islander employment growth has provided opportunities for 
talent to flourish and grow. Success breeds success and as our strategy continues to evolve the 
pleasing aspect is that we are fully geared for success. We have learned that a strong foundation 
that provides real and ongoing opportunities is the catalyst for success.

OUR STRETCH RAP
Building an Aboriginal and Torres 
Strait Islander workforce that 
represents 3.5% of total staffing.

Within the creation of the Diversity 
and Inclusion Committee the RAP 
will be the centrepiece of our 
commitments to the Aboriginal and 
Torres Strait Islander portfolio. 

OF THE 61 COMMITMENTS 
made in our last Reconciliation 
Action Plan we have achieved 
56 of those goals and objectives, 
3 were identified as goals being 
managed towards a successful 
outcome and 2 goals were 
identified as goals no longer 
required. Australian Hearing 
achieved 92% of our goals.

Our Stretch RAP

• This RAP has been championed by the Diversity 
and Inclusion Committee – which has following 
through on our RAP commitments as one of its 
core responsibilities.  

• RAP objectives are managed by the Manager 
Recruitment Services as Diversity and Inclusion 
and Aboriginal and Torres Strait Islander 
employment and policies are part of Australian 
Hearing’s Recruitment portfolio. 

• This RAP was developed internally with wide 
input from Aboriginal staff, senior leaders, 
our executive committee and the Board of 
Australian Hearing. We have also had some 
input from a number of Aboriginal community 
groups in relation to our community service 
obligation.

Australian Hearing’s Diversity and Inclusion 
committee members are:

Bill Davidson  Managing Director

Gina Mavrias  Chief Operating Officer   
 Committee Chair 

Paul Brant  Manager Recruitment   
 Services

Samantha Harkus  Principal Audiologist for   
 Aboriginal and Torres Strait  
 Islander Services

Zoe Williams Centre Manager  
 Melbourne Hearing Centre

Jennie Thompson  Manager Workplace Health  
 and Safety

Anita Pellegrino  General Manager  
 Victoria East

Grace Gabriel  Communications Manager,  
 Marketing 

Our Recruitment Services Manager has 
responsibility for the coordination of policy 
settings with the RAP as the core responsibility 
of the committee. Paul is a proud Wiradjuri man. 
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RELATIONSHIPS
Australian Hearing is committed to delivering best practice across the entire spectrum of our 
services. We know that the best outcomes for Aboriginal and Torres Strait Islander peoples are 
achieved when the relationship is mutually rewarding and real. We will continue to deliver a world 
leading outreach service and will ensure achieving good hearing health is at the core  
of our service delivery model. We will invest in developing and maintaining a 
collaborative working relationship with communities where services are tailored  
to suit local requirements.

Focus area: Building strong, mutually rewarding partnerships and relationships with Aboriginal 
and Torres Strait Islander organisations, service providers, communities and individuals.

Action Deliverable Timeline Responsibility
The Diversity and Inclusion 
Committee will actively 
monitor the development and 
implementation of a new RAP.

• Oversee the development, 
endorsement and launch of the RAP.

September 2017 Chair Diversity and 
Inclusion Committee and 
Manager Recruitment 
Services 

Manager Recruitment 
Services

Principal Audiologist, 
Aboriginal and Torres 
Strait Islander Services

Chief Operating Officer

• Progress against our RAP will be a 
standing agenda item at executive 
meetings.

September 2017, 
December, March 
and June every 
year 2017-2020

• The committee will meet at least 
4 times per year to monitor RAP 
progress and report on RAP outcomes.

September 2017, 
December, March 
and June every 
year 2017-2020

• Report quarterly on progress and 
action for duration of RAP to the 
Board, Senior executive and all staff 
and stakeholders.

September 2017, 
December, March 
and June every 
year 2017-2020 

• Manager Recruitment Services and 
Principal Audiologist for Aboriginal and 
Torres Strait Islander Services to be 
our RAP Champions to progress and 
represent RAP objectives.

September 2017,  
June 2018, 
September 2019 

• Ensure key RAP actions are embedded 
in the performance agreements of 
senior management s

September 2017 

• Review terms of reference for RAP 
working group.

September 2017
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Action Deliverable Timeline Responsibility
Celebrate significant 
Aboriginal and 
Torres Strait Islander 
such as National 
Close the Gap 
Day and National 
Reconciliation Week

• Hold information sessions and invite community member 
to address staff regarding National Close the Gap Day.

Every March  
2018, 2019, 
2020

Manager 
Recruitment Services

Communications 
Manager

General Managers

Centre Managers

• Encourage all Hearing Centres to organise a NRW event, 
and ensure all events are registered on the Reconciliation 
Australia website.

Every May  
2018, 
2019,2020

• Register our National Reconciliation Week events via 
Reconciliation Australia’s NRW website.

May 2018

• Support an external National Reconciliation Week event 
each year

May 2018

• Organise 3 internal National Reconciliation Week events 
each year

• Invite an Aboriginal and/or Torres Strait Islander 
community member/s into our office to connect and share 
experiences.

• Encourage and support staff and senior leaders to 
participate in external events to recognise and celebrate 
National Reconciliation Week

May 2018

Continue to 
develop, maintain 
and leverage 
mutually beneficial 
relationships 
with Aboriginal 
and Torres Strait 
Islander peoples, 
communities and 
organisations to 
support positive 
hearing health 
outcomes.

• Encourage collaborative projects that support positive 
hearing health outcomes.

September 
2019

Principal Audiologist, 
Aboriginal and 
Torres Strait Islander 
Services

Chair Diversity and 
Inclusion Committee 
and Manager 
Recruitment Services

• Support Aboriginal Health Sector hearing health learning 
and development activities.

June 2018

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

March 2018

• Meet with 10 local Aboriginal and Torres Strait Islander 
organisations to develop guiding principles for future 
engagement

March 2019

• Continued commitment to meeting at least 30 formal two 
way partnerships to build capacity in Aboriginal and Torres 
Strait Islander communities

June 2020

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

Implement and review a strategy to communicate our RAP 
to all internal and external stakeholders to include:

• All Australian Hearing staff to have access to our RAP 
which will be available online and also distributed to all 
staff in hardcopy

Every 
September, 
December 
March, June 
2017-2020

Manager 
Recruitment Services

Communications 
Manager

• Quarterly reporting against our RAP objectives which will 
be made available to all staff and published on our intranet

• Publish RAP outcomes for internal and external 
stakeholders published on our website and distributed in 
hardcopy to key stakeholder organisations

• Promote reconciliation through ongoing active 
engagement with all stakeholders.

Maintain ongoing 
information 
exchange and 
supporting external 
events throughout 
the Australian 
Hearing network

• Engage our senior leaders in the delivery of RAP outcomes. September 
2018, review 
September 
2019

Manager 
Recruitment Services

Chief Operating 
Officer

Principal Audiologist, 
Aboriginal and 
Torres Strait Islander 
Services

General Managers

• Support 25 locally based based events and campaigns 
related to Aboriginal and Torres Strait Islander health.

• Support and attend local events related to hearing health
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RESPECT

Respect has been the key ingredient with regards to the development of strong relationships and 
lasting partnerships. Our expertise in understanding and respecting Aboriginal and Torres Strait 
Islander cultures and histories is at the cornerstone of our service delivery model and our success 
in developing a strong employee culture. Respect ensures we can learn from all  
interactions with the multitude of Aboriginal and Torres Strait Islander communities.

Focus area: Service Delivery, staff engagement and diversity and inclusion.

Action Deliverable Timeline Responsibility
Increase knowledge 
and understanding of 
Aboriginal and Torres 
Strait Islander cultures.

• Review and update  of our cultural competency 
package (which is required for all staff) Australian 
Hearing will develop a package specifically relating 
to services and outreach services in Aboriginal and 
Torres Strait Islander communities. The package 
will be required for any staff travelling to remote 
outreach service communities. The package will be 
an on an e-learning platform.

September 
2018

Manager Recruitment 
Services

Principal Audiologist, 
Aboriginal and Torres 
Strait Islander Services

Learning and 
Development Advisor

• 100 % of staff who work in the outreach service 
delivery portfolio will complete the package.

September 
2020

• Target to increase completion of the introductory 
e-learning cultural competency package to 90% 
which represents 1200 staff.

December 2018

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

June 2018, 
December 2018

• Review our cultural competency training package 
for staff which defines continuous cultural learning 
needs of employees in all areas of our business 
and review certain methods that cultural learning 
can be developed.

January 2018

• 250 staff representing approx. 20% of staff to 
undertake face to face cultural workshop learning 
activities.

March 2019

• 125 staff representing approx. 10% of staff to 
undertake cultural immersion learning activities

September 
2018

• All Diversity and Inclusion members to undertake 
cultural learning activities related to Aboriginal 
and Torres Strait Islander culture.

March 2018

• All senior executives to undertake cultural learning 
activities.

June 2018
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Action Deliverable Timeline Responsibility
Demonstrate respect to 
Aboriginal and Torres 
Strait Islander peoples 
and communities by 
embedding cultural 
protocols with an 
emphasis on Welcome 
to Country and 
Acknowledgement of 
Country

• Refresh and reminder regarding Welcome to 
Country and Acknowledgement of Country 
protocols.

October 2017 Diversity and Inclusion 
committee Manager 
Recruitment Services

Marketing Managers

General Managers

Hearing Centre 
Managers

Managing Director

• Invite a local Traditional Owner to provide a 
Welcome to Country, at at least 5 designated 
major events such as the opening of new hearing 
centres, major conferences and Aboriginal and 
Torres Strait Islander events.  

June 2020

• Include Acknowledgement of Country at the 
commencement of important internal meetings.

September 
2018

• Support Hearing Centre Managers and senior 
staff to be able to deliver an Acknowledgement of 
Country.

September 
2018

• Continued to provide Acknowledgement of 
Country at public events by senior staff and staff 
members

July 2017

• Update of our Acknowledgement of Country 
plaque in all major hearing centres (approx. 100 
centres to reflect new branding) 

February 2018

• Record Aboriginal and Torres Strait Islander 
cultural protocols within a protocol document 
relevant to state and/or territory and specific local 
communities

March 2020

As part of conditions 
and service provide 
continued support 
and acknowledgement 
of cultural leave 
obligations and 
NAIDOC leave 
provisions.

• Review NAIDOC leave provisions built into our 
Employment Agreement, ensuring Aboriginal 
and Torres Strait Islander Staff can participate in 
external local activities

September 
2018

Head of Human 
Resources 

Human Resources 
Business Partners

• Communicate of leave provisions related, and 
continued inclusion in our employment agreement 
related to ceremonial obligations under Aboriginal 
or Torres Strait Islander law and traditions

Yearly every 
December  
2017-2019

Continue 
organisational support 
for participation of 
Aboriginal and Torres 
Strait Islander staff 
members in designated 
NAIDOC events and 
projects.

• Aboriginal and Torres Strait Islander staff to add 
value to servicing Aboriginal and Torres Strait 
Islander communities by participating and leading 
selected projects and initiatives.

Yearly every July 
2018-2020

Diversity and Inclusion 
Committee

Communications 
Manager

Manager Recruitment 
Services

Marketing Managers 

Regional Marketing 
Manager 

Centre Managers 

General Managers

• Continue to support externals, including the 
National NAIDOC Ball, Musgrave Park Family Fun 
Day and support at least 25 events in our local 
hearing centres every NAIDOC Week

Yearly every July 
2018-2020

• Encourage all staff to participate in NAIDOC Week 
events in the local community

• Provide opportunities for Aboriginal and Torres 
Strait staff to participate in community NAIDOC 
Week events

• In consultation with Aboriginal and Torres Strait 
Islander stakeholders, hold a NAIDOC Week event.
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OPPORTUNITIES

Australian Hearing is committed to having a strong Aboriginal and Torres Strait Islander workforce. 
Our Reconciliation Action Plan forms the backbone of our overall Diversity and Inclusion roadmap. 
As the sole Australian Government provider of hearing rehabilitation services to  
eligible Aboriginal and Torres Strait clients, we know that the outcomes we achieve  
can be enhanced by ensuring we have a workforce that represents our client base.

Focus area: Diversity and Inclusion – continued development of strategies designed to meet 
our goals of 3.5% Aboriginal and Torres Strait Islander employment by end of 2020, while 
investing in the development of our people

Action Deliverable Timeline Responsibility
Create targeted Aboriginal 
and Torres Strait Islander 
traineeships throughout  
Australian Hearing, with 
an emphasis on Customer 
focused roles in our 
Hearing Centres.

• Select a national provider regarding Registered 
Training Organisations.

September 2017 Manager Recruitment 
Services

General Managers

Hearing Centre 
Managers

• Create 14 traineeships nationally, with 
attainment of a certificate III in Customer 
Contact and Administration to be performed 
on the job.

June 2020

• Offer ongoing employment offered on 
successful completion of traineeship

July 2020

Embed Aboriginal and 
Torres Strait Islander 
employment processes 
in general recruitment 
practices and strategy; 
organisational wide with 
the assistance of HR 
policies and procedures.

• Increase Aboriginal and Torres Strait Islander 
employment to from current rate of 2.3% to 
3.5% (46 employees)

July 2020 Manager Recruitment 
Services

General Managers

Managing Director 

Chief Operating Officer 

Human Resources 
Business Partners

• Engage with existing Aboriginal and 
Torres Strait Islander staff to consult on 
employment strategies, including professional 
development.

July 2019

• Aboriginal and Torres Strait Islander 
employees are supported to take on 
management and senior level positions.

• Implement, review and update an Aboriginal 
and Torres Strait Islander employment and 
retention strategy which includes professional 
development.

June 2018

Continue to award the 
Kelvin Kong Aboriginal and 
Torres Strait Islander Staff 
Scholarship.

• Provide at least one scholarship with a skills 
development aspect to be awarded up to the 
value of $5,000 every 2 years at the Aboriginal 
and Torres Strait Islander staff conference.

March 2020 Manager Recruitment 
Services

Learning and 
Development Advisor

Chief Operating Officer 

Managing Director 

Ensure Aboriginal and 
Torres Strait Islander 
Outreach services are 
meeting the hearing needs 
of the communities we 
visit.

• Service agreements in place with Outreach 
communities regularly visited, in accordance 
with target agreed with the Office of Hearing 
Services.

Change to every 
September 2017, 
2018, 2019, 2020

Principal Audiologist, 
Aboriginal and Torres 
Strait Islander Services

• Continued development of community action 
plans which demonstrate collaborative goals 
with 30% of regularly visited sites

Every September 
2017, 2018, 2019, 
2020
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Action Deliverable Timeline Responsibility
Aboriginal and Torres Strait 
Islander Staff Conferences 
to continue to be held every 
two years for all Aboriginal 
and Torres Strait Islander staff 
of Australian Hearing. Each 
conference will have a theme 
with an emphasis on building 
a strong Aboriginal and Torres 
Strait Islander workforce

• Conferences held every two years with all 
Aboriginal and Torres Strait Islander staff of 
Australian Hearing

March 2020 Manager Recruitment 
Services

Aboriginal and Torres 
Strait Islander staff• Ensure high level representation from Board 

members, executive and senior managers.
March 2018, 
March 2020

• Encourage Aboriginal and Torres Strait 
Islander staff to have direct input on 
conference theme and exploration of 
conference sessions

December 2017, 
December 2019

Promote Audiology 
Scholarships for Aboriginal/
Torres Strait Islander students 
studying hearing related 
disciplines that will enable 
progression to masters level 
for Audiology

• Liaison with 5 universities with hearing 
related degrees

September 2017 Manager Recruitment 
Services

Principal Audiologist, 
Aboriginal and 
Torres Strait Islander 
Services

• Establishment of an individual MOU with 
universities who are able to source suitable 
talent

October 2017

• Establishment of a “personalised” Audiology 
Scholarship

January 2018

Embed supplier diversity 
principles in organisation-wide 
procurement policies and 
procedures.

• Implement, review and update an Aboriginal 
and Torres Strait Islander procurement 
strategy.

July 2018 Finance and Business 
Services Director

Diversity and 
Inclusion Committee

Communications 
Manager

• Set procurement target for goods and 
services from Aboriginal and Torres Strait 
Islander owned businesses.

August 2017

• Develop at least three commercial 
relationships with Aboriginal and/or Torres 
Strait Islander businesses.

April 2018

• Train all relevant staff in contracting 
Aboriginal and Torres Strait Islander 
businesses through Supply Nation or other.

May 2018

• Renew membership of Supply Nation. Every September 
2017-2020

• Promote procurement opportunities 
to Aboriginal and Torres Strait Islander 
businesses.
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TRACKING PROGRESS AND REPORTING
Action Deliverable Timeline Responsibility
Report RAP achievements, 
challenges and learnings to 
Reconciliation Australia for 
inclusion in the RAP Impact 
Measurement Report.

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

Every September 
2017-2020

Diversity and Inclusion 
Committee

Manager Recruitment 
Services

Managing Director

Manager 
Communications

• Participate in the biennial RAP 
Barometer.

Every May  
2018-2020

• Develop and implement systems and 
capability needs to track, measure and 
report on RAP activities.

October 2018

• Investigate opportunities to measure 
the impact of RAP activities.

February 2018

Report RAP achievements, 
challenges and learnings 
internally and externally

• Publically report our RAP 
achievements, challenges and 
learnings.

Every September 
2018-2020

Manager 
Communications

Review, refresh and update 
RAP.

• Liaise with Reconciliation Australia to 
develop new RAP

November 2019 Manager Recruitment 
Services

• Send draft RAP to Reconciliation 
Australia for formal feedback and 
endorsement.

November 2019

RAP progress to be a 
standing item at monthly 
executive meeting and 
reported quarterly to the 
Board

• Presentation and continuation of our 
progress reports for information and 
feedback at board and executive level

Every December, 
March, June 
and September 
from December 
2017-September 
2020

Manager Recruitment 
Services

Chief Operating Officer

• Action plans created for any areas of 
concern

Every April  
2018-2020

Australian Hearing is committed to 
achieving an Aboriginal and Torres 
Strait staff employment rate of 

3.5%
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Created by Nikita Ridgeway

Dragonfly Dreaming
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Our direction and focus is based on employment, 
community servicing and hearing health. 

Australian Hearing has demonstrated that with the 
right policy setting in place we can continue to build 
a strong and vibrant Aboriginal and Torres Strait 
Islander workforce.

We will continue to build our results over the next 
three years by;

• Broadening our employment objectives.

• Building on development and training objectives 
already in place – The Kelvin Kong Aboriginal and 
Torres Strait Islander Staff Scholarships.

• Continuing our Aboriginal and Torres Strait 
Islander Staff Conferences – bringing all 
staff together every 2 years with a focus on 
development and networking.

• Driving a culture of innovation, leadership and 
inclusiveness.

• Working closely with Outreach communities.

Governance 

The RAP strategies committee has now evolved 
into the Diversity and Inclusion committee.   The 
RAP committee and the platform created by 
the formation of this committee, has set up the 
mechanics for a wider diversity and inclusion 
platform, with our RAP objectives forming a key 
narrative in the Diversity and Inclusion space. The 
RAP committee (2014-2016) met every quarter 
and had membership and participation from our 
Managing Director, Chief Executive Officer, Manager 
Recruitment Services, Head of  Clinical Practice, 
Principal Audiologist of Aboriginal and Torres Strait 
Islander Services,  Communications Manager, Board 
Members and General Managers. 

The RAP committee set an agenda based on our 
Reconciliation Action Plan 2014-16 and created a 
simple but effective report to gauge our progress 
against our RAP objectives , our RAP Scorecard. 

Our Strategy
Looking forward, looking back Analysis and Review 

Our third Reconciliation Action Plan and our first Stretch RAP will build on the success our last RAP, 
which achieved over 90% of our total commitments. 

At Australian Hearing we have refreshed our commitments and implemented new challenges 
to continue building respect and relationships with Aboriginal and Torres Strait Islanders. These 
relationships cover a range of objectives from employment to servicing communities, creating 
transparency and shared values and objectives.

32



Key

s	 Strategic Initiative completed

H	 Some issues/risk/concerns are impacting the strategic initiative, however they are being managed

J	 Issue that is stopping or significantly hampering the strategic initiative

1. RELATIONSHIPS: Building strong, mutually rewarding relationships with Aboriginal and Torres 
Strait Islander Organisations, Sevice Providers, Communities and Individuals

Action Responsibility Target Progress Comments

1.1 An Aboriginal and Torres 
Strait Islander Strategies 
Committee, comprising board 
representation, Managing 
Director, Manager Recruitment, 
Aboriginal Staff representation 
and epresentation from 
Aboriginal and Torres Strait 
Islander Services, Clinical 
services, is established to 
support the development and 
progress of the RAP.

Managing 
Director

To meet quarterly and 
review progress of the 
RAP objectives

s Meetings occurred 
throughout the RAP 
reporting period and 
beyond.

Board of 
Australian 
Hearing

Develop reporting 
framework for RAP.

s Scorecard developed 
to update and report 
progress quarterly.

Manager 
Recruitment 
Services

Enhance internal and 
external relationships 
and increase 
knowledge of RAP 
objectives.

s RAP was officially 
launched on 21 May 
2014

1.2 Work collaboratively with 
Aboriginal and Torres Strait 
Islander communities to identify 
hearing health needs, establish 
goals and develop Aboriginal 
and Torres Strait Islander led 
solutions.

Aboriginal and 
Torres Strait 
Islander Principal 
Audiologist

Service agreements in 
place with  regularly 
visited services by 
completion of RAP 
reporting period in 
accordance with the 
KPIs agreed with OHS.

s 91% of active Outreach 
have a current 
agreement in place, or 
being within 6 months 
of expiry

Chief Operating 
Officer

Community action 
plans which 
demonstrate 
collaboratively 
developed goals 
in place with 20% 
of regularly visited 
services.

s System was been 
reviewed and 
improvements 
implemented

Chief Operating 
Officer

Report quarterly for 
duration of RAP.

s Quarterly update 
provided to Board, 
Scorecard used as a 
barometer of progress.
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Key

s	 Strategic Initiative completed

H	 Some issues/risk/concerns are impacting the strategic initiative, however they are being managed

J	 Issue that is stopping or significantly hampering the strategic initiative

1. RELATIONSHIPS: Building strong, mutually rewarding relationships with Aboriginal and Torres 
Strait Islander Organisations, Sevice Providers, Communities and Individuals

Action Responsibility Target Progress Comments

1.3 Develop relationships with 
key universities and educational 
institutions for information 
exchange and partnerships.

Manager 
Recruitment 
Services

Meet with at least 
4 key universities 
and all state 
government education 
departments to build 
working relationships.

s Ongoing relationships 
with Macquarie 
University, Flinders 
University and University 
of Queensland.

We have also met  with 
James Cook University 
and University of 
Western Sydney.

Report quarterly on 
progress.

s Scorecard developed 
and implemented 
to support quarterly 
reporting.

Service Agreements 
andaction plans to 
be developed and 
implemented.

s Service Agreements 
have not been 
necessary at this stage 
as relationships with 
universities have been
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1. RELATIONSHIPS: Building strong, mutually rewarding relationships with Aboriginal and Torres 
Strait Islander Organisations, Sevice Providers, Communities and Individuals

Action Responsibility Target Progress Comments

1.4 Scope and develop 
relationships with all relevant 
training and employment 
providers throughout the 
country.

Manager 
Recruitment 
Services

Establish a preferred 
providers list to assist 
Australian Hearing 
build relationships 
and develop localised 
outcomes.

s Due to operational 
changes at government 
level (Job Services 
contract), our strategy 
has undergone an 
update with providers 
being sourced on a 
needs basis.

Two programs have 
been completed with 
CoAct, Job Futures. NSW 
(completed Nov 2014) 
and Sth QLD (completed 
July 2015).

Best practice providers 
and synergy with 
Australian Hearing 
goals and objectives to 
be at the forefront of 
these relationships.

s Australian Hearing has 
completed 2 workforce 
development programs 
called ‘Hit the Ground 
Running’ in conjunction 
with CoAct, formerly Job 
Futures.

Program 1 commenced 
11th August 2014 was 
located in Sydney. This 
program was completed 
on 5 November 2014 
with 4 employment 
outcomes secured.

Program 2 commenced 
in May 2015 covering 
the Sth Qld Region. The 
program graduation was 
on the 30 July 2015.

Consistent approach 
and service delivery 
implemented.

s New induction training 
for whole organisation 
has assisted this process.

1.5 Celebrate National 
Reconciliation Week by 
providing opportunities for 
Aboriginal and Torres Strait 
Islander employees and 
other employees to build 
relationships.

Manager 
Recruitment 
Services

Organise at least 
one internal event 
at National Support 
Office.

s Events have taken 
place regularly at 
National Support Office 
and throughout the 
organisation – education 
and information.

Arrange for the 
Network to support 
at least two external 
events.

s Musgrave Park is now 
a set event on the AH 
agenda (every NAIDOC)
and AH has attended the 
last two NAIDOC balls.
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Key

s	 Strategic Initiative completed  

H	 Some issues/risk/concerns are impacting the strategic initiative, however they are being managed

J	 Issue that is stopping or significantly hampering the strategic initiative

2. RESPECT: Creating a workforce that is responsive to and inclusive of the requirements of 
Aboriginal and Torres Strait Islander peoples. Enhancing service delivery aspects to Aboriginal and 
Torres Strait Islander clients of Australian Hearing

Action Responsibility Target Progress Comments

2.1 Provide guidance on when, 
why and how Aboriginal and 
Torres Strait Islander cultural 
practices, celebrations and 
images can be implemented 
into Australian Hearing events, 
activities, facilities, premises 
and corporate communications 
to build awareness and 
understanding of Aboriginal and 
Torres Strait Islander cultures for 
our organisation.

RAP Strategies 
Committee

Aboriginal and Torres 
Strait Islander Cultural 
Protocols guide to be 
further developed 
and utilised across all 
locations of Australian 
Hearing.

s Protocols for welcome 
and acknowledgement 
of country in place. 
All Centres have an 
acknowledgement of 
country plaque and 
banner promoting 
Aboriginal and Torres 
Strait Islander diversity.

RAP Strategies 
Committee

A Welcome to 
Country is provided 
for all Aboriginal and 
Torres Strait Islander 
related events held by 
Australian Hearing.

s Welcome to Country has 
occurred at key events 
and acknowledgement 
of country has preceded 
all events.

RAP Strategies 
Committee

Other non-Aboriginal 
and Torres Strait 
Islander events 
to be assessed 
and determined 
for Welcome to 
Country ceremony or 
Acknowledgement of 
Country.

s See above – strong 
commitment has been 
demonstrated and 
remarked upon by staff 
members.

Manager 
Recruitment 
Services

Australian Hearing 
will communicate a 
protocol guideline 
for managers and 
employees to 
implement. Internal 
Communications 
to develop and 
communicate the 
protocol guideline for 
implementation.

s Welcome /
Acknowledgement of 
Country protocols have 
been communicated and 
information is available 
on our intranet.

Manager 
Recruitment 
Services 
Learning and 
Development

Work with high level 
Aboriginal and Torres 
Strait Islander cultural 
expertise to develop a 
product and strategy.

s An introduction to 
Cultural Competency 
went live in March 2015.

85% of staff have 
completed the package.
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2. RESPECT: Creating a workforce that is responsive to and inclusive of the requirements of 
Aboriginal and Torres Strait Islander peoples. Enhancing service delivery aspects to Aboriginal and 
Torres Strait Islander clients of Australian Hearing

Action Responsibility Target Progress Comments

2.2 Engage employees in 
Aboriginal and Torres Strait 
Islander cultural learning to 
increase understanding and 
appreciation of Aboriginal 
and Torres Strait Islander 
peoples in order to lay the 
foundation for other RAP 
actions to be achieved.

RAP Strategies 
Committee

Manager 
Recruitment 
Services

Develop and implement a 
cultural program tailored 
to the organisation 
– incorporating an 
e-learning strategy.

s To date the current 
e-learning model has 
worked well.

Work with high level 
Aboriginal and Torres 
Strait Islander Cultural 
expertise to develop 
a strategy and roll out 
program for delivery.

s Introduction module in 
place.

Training will be delivered 
to Aboriginal and Torres 
Strait Islander Strategies 
Committee members, 
RAP Champions, HR 
managers and other key 
leaders.

s Introduction module 
delivered organisation- 
wide with 85% 
completion.

Chief Operating 
Officer

Staff who deliver 
Aboriginal and Torres 
Strait Islander outreach 
services will attend 
appropriate specialised 
training.

s This has been included 
as part of the Clinical 
L&D program lead by 
Clinical Support.

2.3 Provide opportunities for 
Australian Hearing Aboriginal 
and Torres Strait Islander 
employees to engage with 
their culture and  community 
through NAIDOC Week 
events.

Manager 
Recruitment 
Services

Centre Managers

RAP Strategies 
Committee

Provide opportunities 
for Aboriginal and Torres 
Strait Islander employees 
to participate in local 
NAIDOC Week events.

s Staff participated 
nationally – key events 
including Musgrave 
Park.

All NAIDOC celebrations 
to have Welcome and 
Acknowledgement 
of Country practices 
factored into events.

s In place.

2.4 Seek input from 
Aboriginal and Torres 
Strait Islander employees 
during the development 
of resources and initiatives 
relating to services to 
Aboriginal and Torres 
Strait Islander clients and 
communities.

Manager 
Recruitment 
Services

Aboriginal and 
Torres Strait 
Islander Principal

Audiologist

Establish a consultative 
group to review 
resources.

s Due to the composition 
of the RAP Strategies 
Committee this item has 
been absorbed by the 
committee.

Develop resources and 
initiatives relating to 
Aboriginal and Torres 
Strait Islander services 
record in consultation 
with Aboriginal and 
Torres Strait Islander 
employees.

s Resources developed 
with consultation 
include posters and 
brochures aimed at 
adults, children and 
their families.
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3. OPPORTUNITIES: Develop solutions and strategies designed to deliver results for Aboriginal and 
Torres Strait Islander peoples in all of Australian Hearings services and delivery models

Action Responsibility Target Progress Comments

3.1 Increase our representation 
of Aboriginal and Torres Strait 
Islander employees throughout 
the organisation.

Manager 
Recruitment 
Services

Human Resources

RAP Strategies 
Committee

Develop a range 
of measures and 
recruitment strategies 
to meet our initial goal 
of 32 Aboriginal and 
Torres Strait Islander 
employees

s We achieved 32 staff as 
of December2016. The 
aim is to work towards 
meeting 3% goal on or 
before commencement 
of next RAP.

Continued 
implementation 
of Aboriginal and 
Torres Strait Islander 
Employment Strategy 
2013-2015 for 
Australian Hearing.

s 32 Staff (2.6%) as 
of December 2016 
continued progression 
and development. 
The Aboriginal and 
Torres Strait Islander 
employment strategy 
is now embedded into 
Recruitment practices 
and governed by our 
RAP objectives.

Revised and refreshed 
Aboriginal and 
Torres Strait Islander 
Employment strategy 
to be implemented

s New RAP to be 
developed for March/
April 2017 – goal of 
having a new RAP for 
launch by July 2017

Quarterly reporting 
of our Aboriginal 
and Torres Strait 
Islander employment 
outcomes.

s Quarterly report is 
produced and is part 
of a comprehensive 
Quarterly Recruitment 
Report.

Targeted vacancies will 
also be advertised in 
Aboriginal and Torres 
Strait Islander media

s Targeted advertising 
has shifted over the 
RAP reporting period 
– social media is more 
instrumental as well as 
specialist employment 
agencies

Key

s	 Strategic Initiative completed  

H	 Some issues/risk/concerns are impacting the strategic initiative, however they are being managed

J	 Issue that is stopping or significantly hampering the strategic initiative

38



3. OPPORTUNITIES: Develop solutions and strategies designed to deliver results for Aboriginal and 
Torres Strait Islander peoples in all of Australian Hearings services and delivery models

Action Responsibility Target Progress Comments

3.2 Aboriginal and Torres Strait 
Islander Staff Conferences to 
be held every 2 years for all 
Aboriginal and Torres Strait 
Islander staff of Australian 
Hearing – the conference will 
assist with career planning, 
ensuring strong and appropriate 
cultural links with community 
and developing our employment 
objectives and commitments.

Manager 
Recruitment 
Services

RAP Strategies 
Committee

Chief Operating 
Officer

Conferences to be held 
every 2 years with all 
Aboriginal and Torres 
Strait Islander staff of 
Australian Hearing.

s First conference held 
October 2013.

Second conference held 
March 2016.

A high level of 
representation from 
Management at 
Australian Hearing to 
attend.

s High Board 
representation, 
majority of executive 
staff attended last 2 
conferences.

Conference to 
incorporate training 
outcomes and 
culturally related 
information.

s Training outcomes and 
a narrative for each 
conference embedded 
into operational 
conference agenda.

Sessions of conference 
tailored for community 
engagement.

H No longer relevant – 
second conference was 
more tailored to staff 
needs and development.

3.3 Australian Hearing to 
increase opportunities for 
Aboriginal and Torres Strait 
Islander Cadets within the 
organisation

Manager 
Recruitment 
Services

Chief Operating 
Officer

Business Services 
Director

Participation in 
DEEWR Aboriginal and 
Torres Strait Islander 
Cadetship Program

s Cadet program 
completed with 
Finance cadetships with 
successful completion

2 Cadetships to be 
created by April 2014.

s 2 finance cadets 
completed the program.

First round of 
cadetships to be based 
at National Support 
Office.

s Finance Cadets

Key

s	 Strategic Initiative completed  

H	 Some issues/risk/concerns are impacting the strategic initiative, however they are being managed

J	 Issue that is stopping or significantly hampering the strategic initiative
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3. OPPORTUNITIES: Develop solutions and strategies designed to deliver results for Aboriginal and 
Torres Strait Islander peoples in all of Australian Hearings services and delivery models

Action Responsibility Target Progress Comments

3.4 Australian Hearing 
locations with high level 
Aboriginal and Torres Strait 
Islander population hubs to 
be targeted for Customer 
Service roles

Manager 
Recruitment 
Services

Chief Operating 
Officer

General 
Managers

Centre Managers

Centre locations 
to be identified 
and Aboriginal and 
Torres Strait Islander 
talent identified 
to be targeted for 
opportunities.

s 32 Staff – Northern NSW 
and Central NSW were 
recognised at the last 
Aboriginal and Torres Strait 
Islander conference for 
exceeding employment 
targets.

Develop relationships 
with local employment 
agencies and 
communities.

s Relationships being 
developed at a regional 
level as well as a national 
working relationship with 
the Australian College of 
Management

10 key locations to 
be primary targets 
for employment 
opportunities.

s Targeted employment has 
worked well but a regional 
process moving into the 
next RAP will add to our 
foundations.

Range of employment 
options to be explored 
to ensure best 
outcome.

s Some progress has been 
achieved and a wider range 
of options has been put in 
place across AH.

3.5 Creation of an internal 
Aboriginal and Torres Strait 
Islander Staff Scholarship to 
recognise and highlight the 
achievements of existing 
Aboriginal and Torres Strait 
Islander staff

Manager 
Recruitment 
Services

Human Resources

Learning and 
Development

One scholarship 
developed to assist 
with individual career 
progression.

s First Scholarship in 
Audiology awarded after 
partnership developed 
with Macquarie University. 
Possible partnerships to be 
developed in Queensland 
and South Australia for future 
scholarships.

Scholarship to 
be managed and 
supported by Centre 
for Learning staff and 
resources.

Staff Scholarship– The 
Kelvin Kong Aboriginal and 
Torres Strait Islander Staff 
Scholarship awarded in 
December 2016.

Awarded every 2 years 
at Aboriginal and 
Torres Strait Islander 
Staff Conferences to 
highlight achievement 
and progression.

s See above. The scholarships 
will be awarded at 
conferences in the future 
with future conferences 
planned for March 2018 and 
March 2020.

Appropriate 
application processes 
and reporting 
structures to be 
developed.

s Forms created and signed off 
by Executive. Forms are now 
on our L&D portal.
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Key

s	 Strategic Initiative completed 

H	 Some issues/risk/concerns are impacting the strategic initiative, however they are being managed

J	 Issue that is stopping or significantly hampering the strategic initiative

3. OPPORTUNITIES: Develop solutions and strategies designed to deliver results for Aboriginal and 
Torres Strait Islander peoples in all of Australian Hearings services and delivery models

Action Responsibility Target Progress Comments

3.6 Explore funding 
opportunities for 
Aboriginal and 
Torres Strait Islander 
employment outcomes 
within Australian 
Hearing

Manager 
Recruitment 
Services

Chief Operating 
Officer

Australian Hearing to 
apply for participation in 
DEEWR Aboriginal and 
Torres Strait Islander 
Employment Program

Not Yet 
Required

It was felt that our key 
progress was in developing 
self-sourcing and self- funded 
options to ensure that 
budgets took into account 
Aboriginal and Torres Strait 
Islander employment as part 
of BAU.

Create a list of funding 
sources available 
for Aboriginal and 
Torres Strait Islander 
employment outcomes.

s Partnership aspects has 
created structured training 
avenues.

Training to be specific 
and targeted to ongoing 
employment outcomes.

s See above.

3.7 Investigate 
opportunities to 
increase supplier 
diversity within 
Australian Hearing

Manager 
Recruitment 
Services

RAP Strategies 
Committee

Review and address 
procurement policies 
barriers to Aboriginal 
and Torres Strait Islander 
businesses

s We have signed with Supply 
Nation and used services 
associated and linked with 
Supply Nation to assist in the 
development of Aboriginal 
and Torres Strait Islander 
marketing materials.

Investigate becoming a 
member of Supply Nation 
or partnering with local 
Aboriginal and Torres 
Strait Islander Chamber of 
Commerce.

s

Educate staff about using 
Aboriginal and Torres 
Strait Islander businesses.

H

Develop at least one 
commercial relationship 
with an Aboriginal and 
Torres Strait Islander 
business.

H
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4. TRACKING AND REPORTING: Australian Hearing will document achievements against the 
Reconciliation Action Plan and submit a summary report to Reconciliation Australia each year.  
A quarterly reporting framework will be developed for internal communications and action plans.

Action Responsibility Target Progress Comments

4.1 Report achievements, 
challenges and learnings 
to Reconciliation Australia 
for inclusion in the RAP 
Impact Measurement 
Report.

RAP Strategies 
Committee

Manager 
Recruitment 
Services

RAP progress is 
reported each year 
in the RAP Impact 
Measurement 
Questionnaire 
and submitted to 
Reconciliation Australia

s Score Card assisted in this 
objective.

4.2 RAP objectives and 
goals to be incorporated is 
a standing agenda item for 
Executive Meetings

Chief Operating 
Officer

Executive 
Management 
Team

RAP Progress is an  
ongoing standing 
item and discussed 
on a monthly basis to 
ensure progression of 
targets and objectives.

s RAP Progress is a 
standing agenda item at 
the monthly Executive 
meeting

4.3 Develop a RAP 
reporting framework 
for assessment against 
Australian Hearing RAP 
objectives.

RAP Strategies 
Committee

Manager 
Recruitment 
Services

The reporting 
framework will be 
available to all key 
stakeholders and will 
assist in reviewing 
strategies and actions.

s Scorecard developed 
to support quarterly 
reporting.

The reporting 
framework will assist 
in coordinating review 
strategies and a report 
to be distributed 
quarterly to all staff of 
Australian Hearing.

s Updates on progress were 
provided to all staff.

4.4 Communicate RAP 
goals, objectives and 
achievements to heighten 
awareness of the RAP 
and its impact on the 
organisation at all levels

Manager 
Recruitment 
Services

RAP Strategies 
Committee

Executive Manager 
Communications

Upload RAP onto RA 
and Australian Hearing 
websites.

Distribute hard copies 
of RA across the 
organisation.

s RAP loaded on website in 
January 2014.

All centres have copies of 
the RAP.

4.5 Australian Hearing RAP 
Refreshed

Review current RAP to 
update and refresh.

s Process for updating RAP 
has commenced

Key

s	 Strategic Initiative completed  

H	 Some issues/risk/concerns are impacting the strategic initiative, however they are being managed

J	 Issue that is stopping or significantly hampering the strategic initiative
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About the Artist Nikita Ridgeway 

Born to Aboriginal parents, my Father is a Biripi Man from Taree NSW and my Mother is a Bundjalung 
Woman. 

My parents were civil rights activists fighting for 
the equal rights of my people and brought me up 
my entire life teaching me about Aboriginal history, 
culture and politics and it is understandable why my 
ideologies are the way they are today also having a 
grandmother being a well known Aboriginal Author 
(Dr Ruby Langford) and lecturer on Aboriginal 
culture, history and politics.

Since the day of my birth I was bred to be a fighter 
and I am VERY PASSIONATE when it comes to issues 
regarding my people! I grew up my entire life in the 
Western Suburbs of Sydney. 

Art and Business to me has always been a vehicle 
for expression of Culture and the ingenuity and 
perseverance of Women in society. It has allowed 
me to tap into industries and sectors never 
trekked before by Aboriginal People or a woman at 
times. I have faced hard ships in being a Woman, 
an Aboriginal, A ‘Westie’ and being Young in 
boardrooms and networking events conversing  
with CEOs, Board Members, Sponsors, Investors  
and the like. 

The many adversities faced has strengthened my 
mind and heart to allow me to break the chains that 
bind the typical stereotypes of an Aboriginal person 
to the type of audience that would enable me to 
make positive and real change on a larger scale. 

The calibre of people I have interacted with 
over the years at times had never even had the 
opportunity to talk to an Aboriginal person, even 
more so an Aboriginal woman and ask questions 
that would most likely cause uproar. I believe 
change is like throwing a pebble or small stone into 
water its causes a ripple effect. 

As an Aboriginal business woman in design I can 
promote change through interaction in business 
and events in one person, like that stone thrown 
into the water, the ripple will eventually make its 
way to affecting and changing the waters of the 
next person and the next so to speak.
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