
about building a culturally inclusive organisation
and 

establishing an authentic
Aboriginal and Torres Strait Islander 

workforce in Early Childhood Education and Care

Let’s have a yarn



I pay my respects and thanks to 
my Ancestors, my Elders and 
Country for their care and 
guidance and I thank Country 
for having me here today on the 
land of the muwinina.

Respect and love to my Aunties 
and Uncles,  nitas and nawntas
in the room.



Today’s session 
should help you to
• Understand what drives Aboriginal and Torres Strait 

Islander workforce development in early childhood 
education and care

• Gain some tips for attracting & retaining Aboriginal and 
Torres Strait Islander people to your organisations.

• Better understand barriers for Aboriginal and Torres 
Strait Islander people across all non-Aboriginal 
workplaces and 

• Work towards decreasing barriers and increasing 
workplace diversity and workplace satisfaction in regard 
to Aboriginal and Torres Strait Islander employees.



National Reconciliation Week 
2023: Be a Voice for 
Generations
During National Reconciliation Week, reflect on our shared histories and work towards 
reconciliation.

This year's theme, "Be a Voice for Generations," urges us to create a just, equitable, and 
reconciled country.

In  our  workplaces, we can make a real difference for Aboriginal people.

Here's what we can do:

• Aboriginal employment plans:
Develop and implement plans to support higher rates of Aboriginal and Torres Strait 
Islander staff at all levels. Break barriers and provide equal opportunities for a diverse 
workforce.

• Aboriginal representation:
Value and amplify Aboriginal and Torres Strait Islander voices within our organisations. 
Ensure diverse representation in leadership positions, decision-making processes, 
and service design.

• Collaboration and partnerships:
Engage in meaningful partnerships with Aboriginal communities and organisations. Co-
create initiatives for positive change and address systemic issues.

• This National Reconciliation Week, be a voice for reconciliation and shape our society. 
Together, we can build a better future.







Potential factors that may impact Aboriginal and Torres Strait 
Islander individuals studying and completing early childhood 
education and care qualifications include:

■ a lack of Aboriginal and Torres Strait Islander staff in tertiary institutions 

■ the level of cultural competence amongst staff in tertiary institutions 

■ any assumption that all Aboriginal and Torres Strait Islander students are 
the same, including any deficit assumptions about Aboriginal and Torres 
Strait Islander capability 

■ possible stigma regarding tertiary study in home communities 

■ a lack of understanding of Aboriginal and Torres Strait Islander cultural 
commitments and obligations to family and community 

■ any culturally unsafe professional placement sites.





Opportunities

• Increase the number of Aboriginal and Torres Strait Islander peoples 
completing relevant qualifications and being employed in early 
childhood education and care and development services. This 
includes:supporting partnerships between the community-controlled 
sector and tertiary institutions and providers; and

• increasing, attracting and retaining employment of Aboriginal and 
Torres Strait Islander people,

• Improve cultural awareness, competency and safety in mainstream 
government agencies and service providers that support children 
and families, by addressing workforce capability and systemic reform

• Boost Aboriginal and Torres Strait Islander leadership and 
governance at all levels within the early childhood sectors.



ECA would like to see more Aboriginal 
and/or Torres Strait Islander professionals 

taking up leadership roles across the sector, 
however, this relies on employers and 
policy-makers investing in leadership 

development opportunities and addressing 
barriers. 





Aboriginal employment isn’t charity.

It’s strategy.

The best way to improve your service to Aboriginal clients is by employing Aboriginal people.

Not just because Aboriginal staff could be servicing your Aboriginal clients, but having Aboriginal staff can help improve the cultural capability of 
your staff.

And, culturally capable staff will service your Aboriginal clients better.

Of course, it's important to remember that building the cultural capability of your staff isn't the responsibility of your Aboriginal staff - it's your 
responsibility.

In the same way it's your responsibility to provide a safe workplace.

The best way to make sure that your Aboriginal employees can contribute to growing the culturally capability of your service is to do much of the 
work before they start - or hand in hand with them.

When you have a workplace that respects, welcomes and supports Aboriginal people, you have a workplace where Aboriginal people can have 
success.

And, successful Aboriginal staff are able to influence and grow the cultural capability in your workplace.

But only if you do the groundwork first.

If you want to improve your service for Aboriginal people, start with Aboriginal employment.



Gari Yala
(speak the truth in 
the language of the  
Wiradjuri people)
www.dca.org.au

Sharing your Aboriginal and/or Torres 
Strait Islander background at work is vitally 
important
•78% said it was important for them to 
identify as Indigenous within their 
workplace
But it can be complicated
•63% experience high identity strain – the 
strain Indigenous employees feel when 
they themselves, or others, view their 
identity as not meeting the norms or 
expectations of the dominant culture in 
the workplace
•39% carry the burden of high cultural 
load, which comes in the form of extra 
work demands and the expectation to 
educate others



What is cultural safety in the workplace?

• Thinking about Aboriginal culture, history and protocols as they 
affect the workplace needs to occur across all businesses.

• But, this is especially important if your business employs Aboriginal 
people, provides services to Aboriginal people, or engages with 
Aboriginal communities.

• Aboriginal people can be easily isolated in non-Aboriginal 
organisations. 

• In Aboriginal-run organisations, Aboriginal people may find 
themselves working with people from different Country and with 
different protocols, political leanings, family groups.



A culturally safe business for Aboriginal people will be able to state:

• our organisation is culturally safe for workers and community

• we are well connected to our local Aboriginal community

• we respond to the identified needs of Aboriginal people

• we are accessible to Aboriginal people and communities

• we work in a culturally safe and appropriate manner

• we understand there are nuances, differences and protocols within 
Aboriginal Australia and we seek to understand those and work with those..



When you 
advertise an 
Aboriginal 
position, you are 
inviting an 
Aboriginal person 
to come and work 
for you.

What policies or strategies do 
you have in place to understand 
and embrace Aboriginal 
employees Aboriginality?

How do you acknowledge/ 
honour/ celebrate that person 
in terms of their Aboriginality?



What 
strategies do 
you use to 
attract 
Aboriginal 
employees?

When advertising?

When interviewing?

When onboarding?



Thank you

Please don’t hesitate to contact me at heleneransom@gmail.com or 
0409248582 if there is anything I can help you with to create a 

culturally safe workplace. 

You can check out my website at helenransom.com

mailto:heleneransom@gmail.com

