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Acknowledgement 

 
In the spirit of reconciliation, Monash University acknowledges and pays respect to the traditional owners and Elders, both past and present, of the 
land on which the University’s five Australian campuses stand, the peoples of the Kulin nation. 

 
 

Monash’s Commitment to Indigenous Australia 
 

The Monash vision is to foster an environment which respects Aboriginal and Torres Strait Islander peoples, cultures and knowledge, and works towards 
addressing the legacies of the past. 
 
The University acknowledges that through the contributions of Indigenous colleagues it is afforded the opportunity to learn from the original custodians 
of the land on which our Australian campuses are located. 

 
Monash recognises that the implementation of an employment strategy requires a holistic approach and that the strategy’s success will depend 
upon this being a shared responsibility by all.  The University recognises that participation in employment, particularly in a tertiary setting, is part of 
an education continuum. That continuum starts at kindergarten, and each step builds upon its predecessor. 

 
 

National Indigenous Higher Education Workforce Strategy (NIHEWS) 
 
The NIHEWS was released by the Indigenous Higher Education Advisory Council in response to the challenges faced by Aboriginal and Torres Strait Islander 
people in the higher education sector. 
 
It notes: 
 

Closing the gap between Indigenous and non-Indigenous Australians is a national priority. The Australian Government has committed to working 
towards halving the employment gap within a decade. Meeting this target means an additional 100,000 Indigenous Australians will need to find and 
keep jobs over the next 10 years. A job is a key to social and economic progress; it can deliver self esteem and is a means of getting ahead in life. 
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Seeing parents at work provides strong role models for children, especially in the university sector where few Aboriginal and Torres Strait Islander 
people have ventured. Changing this will require universities to make specific commitments to enhancing employment opportunities within the 
sector for Indigenous Australians. 
 

 
Review of Higher Education Access and Outcomes for Aboriginal and Torres Strait Islander People 
 
The Minister for Tertiary Education, Skills, Science and Research initiated a Review of Higher Education Access and Outcomes for Aboriginal and Torres 
Strait Islander People in 2012.  
 
The review found that critical factors pertaining to a successful Indigenous Employment Strategy include: 

• university executive provide support and leadership to drive outcomes 
• capacity-building initiatives for targeted students and general staff 
• professional development is provided for existing Aboriginal and Torres Strait Islander academic staff 
• a single point of contact exists to provide administrative, pastoral and mentoring support to new Aboriginal and Torres Strait Islander staff and 

trainees 
• the university is seen as an employer of choice by potential staff through engagement with the local community. 

 
The review, led by Professor Larissa Behrendt, recommends that Indigenous staffing should reach parity with the proportion of the population aged 
between 15 and 64 years that is Aboriginal and/or Torres Strait Islander according to ABS population statistics. 
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Indigenous people in Victoria 
The Indigenous community in Victoria is made up of a number of distinct local communities across the state based on location, language and cultural group, 
and extended family networks.  Significantly, Victoria also has a high number of Indigenous Australians from other states.  At 0.7% (37,991), Victoria’s 
Indigenous population is relatively small. The Indigenous population of Victoria makes up 6.9% of the total Australian Indigenous population.  
The median age for the Victorian Aboriginal and Torres Strait Islander population is 22 years. This compares to the national median age of 37. 
 
60.5% of Indigenous people in Victoria are in the target age group of 15 to 64 years of age. This equates to nearly 23,000 people of the 37,991 Victorians 
who have identified as Aboriginal or Torres Strait Islanders. 
 
 
Aboriginal & Torres Strait Islander Victorian Population Working Age (15-64 year old) - 2011 Census Data 
 
State Indigenous Working Age Non-Indigenous Working Age % of Indigenous Working Age 
Victoria 22980 3411304 0.67 
 
http://www.censusdata.abs.gov.au/census_services/getproduct/census/2011/communityprofile/2?opendocument&navpos=220 
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Aims of Monash University’s Advancing Indigenous Employment Strategy 

The recommendations of the NIHEWS and the Behrendt Review provide the context for this strategy, which aims to position Monash University as an 
employer of choice for Aboriginal and Torres Strait Islander people in Victoria. The strategy seeks to provide a culturally safe environment across all of the 
University’s campuses, in which Aboriginal and Torres Strait Islander people can pursue their employment and educational aspirations. The strategy will 
both build and strengthen the capacity of Aboriginal and Torres Strait Islander people and will enhance the University through an increase in the 
contribution of the knowledges and skills of Aboriginal and Torres Strait Islander people across the organisation. 
 

Strategy Implementation 
The Implementation of the Strategy will include the following elements: 
 

1. Relationships with Indigenous people and  Communities - local, interstate and internationally; 
2. Recruitment & Employment: Facilitating effective recruitment & promotion of professional staff; 
3. Recruitment & Employment: Facilitating effective recruitment & promotion of academic staff; 
4. Retain Indigenous staff through support and development; and 
5. Valuing Indigenous culture and perspectives at Monash. 
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1. Relationships with Indigenous people and communities – Marketing and Communication 
 
At the heart of every successful Indigenous employment strategy is the ability of the organisation to successfully engage the local Indigenous communities 
and have them understand and buy in to the organisations goals and aspirations. 
Monash University has been engaged with Indigenous communities through events and school interactions. Employment of more local Indigenous 
community members only strengthens the established links, and continues to establish Monash University’s credentials as an employer of choice of 
Indigenous people. 
 
Objective:  
Establish, maintain and promote effective and ongoing relationships with Indigenous people and communities. 
Strategies: 1.1 Organise events that promote positive relationships between Indigenous people and relevant Monash University 

departments and personnel. 
1.2 Promote the use of Monash University facilities to Indigenous communities. (This could include meetings, conferences, 

events, family days, NAIDOC celebrations). 
1.3 Increase communication with Indigenous people and communities via newsletters, community visits, job fairs and events. 
1.4 Develop a Victorian Indigenous Employment Network to encourage people to consider work in the tertiary environment. 
1.5 Strengthen the relationship with Monash Indigenous alumni through events and activities. 

Outcomes: 
Monash University will become an employer of choice for Indigenous people and communities. 
Monash University and Indigenous communities will have strong, collaborative and mutually beneficial partnerships. 
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2. Recruitment & Employment - Facilitating effective recruitment & promotion of professional staff 
 
Indigenous communities tend to contain a higher percentage of people of a low socio-economic background – including low education, low employment, 
lower income, high numbers of children living in out of home care, high levels of incarceration and low health outcomes. Monash University holds an 
important position in helping to redress these issues by providing  increased capacity building of the Indigenous community through both employment and 
education. 
 
Objective: 
Achieve a steady growth in the number of Indigenous employees across all categories of employment at the University to achieve population parity with the 
working age population in those regions where Monash operates. Ensure Indigenous staff are appointed to positions in all job functions at the University. 
Strategies: 2.1 Ensure HR systems, such as e-recruitment, support the Advancing Indigenous Employment Policy.  

2.2 All selection panel members to receive information on culturally- appropriate conduct of interviews with Indigenous 
applicants. 

2.3 At least one Indigenous staff member to be a full member of all interview panels when an Indigenous candidate is being 
considered. 

2.4 Advertise employment opportunities through culturally-appropriate mediums such as the Koori Mail, National Indigenous 
Times, Indigenous online networks, Indigenous organisations and other training organisations. 

2.5 Provide support and advice to Indigenous students regarding employment opportunities at Monash. 
2.6 Opportunities for Indigenous traineeship positions to be identified in Faculties and Divisions 
2.7 Participate in the Commonwealth Government’s Indigenous Cadetship program. 

Outcomes: 
Increase the number of Indigenous staff towards achieving population parity with the Victorian Indigenous working age population. 
An Indigenous workforce at Monash which reflects the same proportions as the non-Indigenous workforce in terms of employment category 
(Academic, Professional, Trades and Services). 
Indigenous communities will be well-informed about employment opportunities at Monash University. 
Incorporation of Indigenous knowledges and cultures across all areas of University activity – research, teaching and learning and community 
engagement. 
Cultural safety will be incorporated in recruitment and selection training, processes and practice. 
At least one traineeship or cadetship to be created in each Faculty and Division over the life of the Strategy 
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3. Recruitment & Employment: Facilitating effective recruitment & promotion of academic staff 
 
Increasing the number of Indigenous academic staff at Monash University is important in not just ensuring Indigenous staff are represented in all streams of 
employment, but also as role models to Indigenous students in providing a culturally safe environment and demonstrating the achievability of gaining 
academic roles. 
 
Objective: 
Achieve a steady growth in the number of Indigenous employees in all academic roles at the University to achieve parity with the working age population in 
those regions where Monash operates. 
Strategies: 3.1 Yulendj to be notified of Indigenous candidates for academic roles.  

3.2 Where an identified Indigenous candidate is to be interviewed, Yulendj to provide a representative on the interview panel. 
3.3 Monash will engage prominent Indigenous industry professionals and community representatives with expertise in 

Indigenous matters through Adjunct appointments. 
3.4 Develop an Indigenous Graduate Employment Program which focusses on non-grant funded research assistant roles. 
3.5 Work in conjunction with MIGR to host an annual event for Indigenous HDR candidates to promote pathways to academic 

roles. 
3.6 Host an event for postgraduate and final year Indigenous undergraduate students to promote pathways to academic 

employment.  
Outcomes:  
Increase the number of Indigenous academic staff. 
Indigenous students are more aware of pathways to academia. 
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4. Retain Indigenous staff through support and development 
 
Effective recruitment of Indigenous people does not end with the appointment of new staff. Retention of staff is critical in ensuring a successful Indigenous 
Employment Strategy. Ongoing support and encouragement for new staff is vital. Creation of a circle of community within Monash University helps staff to 
feel comfortable in their new environment. The main reason for exits for Indigenous staff is to seek greater challenges at a higher pay rate at other 
organisations. The ability for Monash to provide those opportunities internally to Indigenous staff will be paramount to good retention levels. 
 
 
Objective: 
To provide a welcoming and culturally-affirming transition experience for new Indigenous staff to Monash. 
Strategies: 4.1 Manager, Indigenous Employment to ensure all new Indigenous staff receive appropriate induction. 

4.2 Where required, provide briefing for workplaces prior to new staff commencing. 
4.3 Invite all new Indigenous staff to meet with members of the Indigenous Employee Network within six weeks of 

commencement. 
4.4 Provide support and advice to all parties in relation to performance development and management. 
4.5 Invite all new Indigenous staff to receive an appropriate mentor. 
4.6 Provide Indigenous employees with details of internal and external training/development programs, and encourage to 

participate where relevant. 
4.7 Encourage Indigenous employees to pursue further educational opportunities where appropriate. 
4.8 Identify positions for Australian Indigenous staff to undertake exchange with Indigenous staff at international campuses. 

Outcome: 
Increased retention of Indigenous employees. 
New Indigenous staff feel supported by their immediate colleagues as well as the Yulendj Indigenous Engagement Unit and the Indigenous Employee 
Network 
A highly-skilled and educated Indigenous workforce at Monash. 
Increase in number of Indigenous employees above the HEW 5 level. 
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5. Valuing Indigenous Culture and Perspectives at Monash Objective: 
 
The ongoing disadvantage of Indigenous peoples in contemporary Australia has made the creation of a culturally safe working environment an important 
proposition. A cultural shift within the University will be required to ensure Monash is equipped to meet its goal of being a culturally safe university.  
 
 

 
Objective: 
Increase awareness and understanding of Aboriginal and Torres Strait Islander knowledges and cultures among non-Indigenous staff to develop the 
University campuses as culturally-safe workplaces. 

Strategies: 5.1 Include an Indigenous cultural safety component within the University’s Induction program for new staff. 

 5.2 Implement a University-wide program of cultural safety training, to be offered monthly. 

Outcomes: 
All campuses of the University will be welcoming, friendly and culturally-affirming environments which provide a culturally-safe place for all staff members 
and students. 
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Monitoring and Evaluation 
Ongoing review and evaluation of the Advancing Indigenous Employment Strategy will be conducted by the Yulendj Indigenous Engagement Unit. 

 
Human Resources will inform the Yulendj Indigenous Engagement Unit of all resignations by identified Indigenous employees before completion of 
processing. The staff of Yulendj will conduct exit interviews with staff leaving the University. 

 
Yulendj will provide ongoing reports to the Indigenous Advisory Council on implementation of the strategy and progress against the University targets. 

 
 
 

Endorsed: Indigenous Advisory Council 
 Meeting 2/2014 
 
Noted: Senior Management Team (Social Inclusion) 
 Meeting  2/2014 
 
 
Approved: Vice-Chancellor’s Executive Committee 
 Meeting 5/2015 
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