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Acknowledgement 
of Country
We acknowledge that Country for Aboriginal 
peoples is an interconnected set of ancient 
and sophisticated relationships. 

The University of Wollongong spreads across 
many interrelated Aboriginal Countries that are 
bound by this sacred landscape, and intimate 
relationship with that landscape since creation. 

From Sydney to the Southern Highlands,  
to the South Coast. 

From fresh water to bitter water to salt. 

From city to urban to rural. 

The University of Wollongong acknowledges 
the Custodianship of the Aboriginal peoples 
of this place and space that has kept 
alive the relationships between all living 
things. The University acknowledges the 
devastating impact of colonisation on our 
campuses’ footprint and commit ourselves 
to truth-telling, healing and education.

Artwork by Samantha Hill,  
Dharawal/ Wandandian woman



Terminology statement
A note on the use of terminology and 
identifiers: UOW recognises that meaningful 
consultation and respectful engagement with 
First Nations peoples requires honouring the 
diversity of ways First Nations peoples identify 
themselves, their cultures and Country. This 
includes the use of terms such as Aboriginal 
and Torres Strait Islander, Indigenous and First 
Nations. UOW recognises that these terms are 
externally imposed and commits to embracing 
the self-determination of First Nations people 
and the right to determine appropriate 
identifiers. This includes honouring the 
diversity of terminology within and between 
UOW documents and publications. UOW 
recognises that standardisation of identifiers 
further denies the diversity of experience and 
undermines the self-determination of First 
Nations peoples.
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Artwork story 
This artwork was created in partnership with Aunty Narelle Thomas and Alison Day at 
Coomaditchie, and the management team of the UOW People and Culture Office. The 
management team aimed to capture the P&C story while acknowledging the different 
aspects of the country. 

The circle in the middle with the hands represents P&C working together. The five 
meeting circles symbolise other sections of UOW that P&C supports, connected by 
lines leading from the P&C meeting circle, signifying our connection with our partners 
at UOW. The sun setting behind Geera (Mount Keira) acknowledges the location of the 
Wollongong campus. The footprints represent our journey of continuous change and 
improvement. The whale is our totem and helps us connect to all our campuses and 
people along the NSW coast and surrounds.  

Artwork by
Aunty Narelle Thomas and Alison Day
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Action plan 
statement
At the University of Wollongong (UOW), we are dedicated to being an employer of choice 
for Indigenous people, as we champion the process of truth telling and recognition 
in all that we do. There is a shared commitment from the whole of UOW with strong 
leadership from the organisation's executive and leadership teams that will champion 
the Indigenous Workforce Action Plan 2025-2030.

We are committed to fostering an inclusive and diverse workplace that reflects the 
rich culture that Indigenous people bring to UOW. We recognise the importance of 
increasing the representation of Indigenous people within our workforce and are 
dedicated to achieving this through our Indigenous Workforce Action Plan 2025-2030.

We are proud to embrace Indigenous knowledges, cultures, and values in our teachings, 
research and operations. This commitment is reflected in our Indigenous Workforce 
Action Plan 2025-2030, which serves as our blueprint for achieving and surpassing 
our employment targets and aspirations of our current Indigenous staff. Our goal is to 
reach, maintain and exceed the three per cent Indigenous staff representation across all 
levels of academic and professional roles. We believe that by doing so, we will enhance 
our organisation's culture while building meaningful relationships and reputation with 
Indigenous communities. The Indigenous Workforce Action Plan 2025-2030 will be a 
central mechanism that will guide the organisation to achieve a positive employment 
lifecycle experience for Indigenous staff. 

The Indigenous Workforce Action Plan 2025-2030 has been developed in consultation 
with current UOW Indigenous staff and aligns with the Healing and Recognition Track 
(HART), the First Nations Research Strategy (under development), UOW Enterprise 
Agreement, University Australia (UA) Indigenous Employment Guidelines and 
Indigenous Student Success Program (ISSP). 
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Attracting  
Indigenous talent
Build and reinforce UOW’s reputation 
as an employer of choice for Indigenous 
academic and professional staff 

Increase Indigenous workforce to three per cent full time equivalent 
(FTE) and above across all levels and employment types. 

Create employment pathways across all levels of the organisation. 

Develop Indigenous leadership in research. 

Cultural safety
Providing a culturally responsive work 
environment for Indigenous staff 

Increase the number of UOW staff completing CORE  
competency training. 

Review and refresh People & Culture policy and procedures to 
include cultural safety elements. 

Embed Indigenous leadership attributes into UOW leadership 
framework. 

Provide education and resources to managers/supervisors of 
Indigenous staff. 

Indigenous workforce 
action plan
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Valuing Indigenous 
staff 
Valuing Indigenous staff knowledges 
and contribution to UOW community 

Celebrate Indigenous staff contributions and achievements. 

Support formal and informal networking opportunities such as 
groups and mentoring. 

Implement Enterprise Agreement clauses specifically related to 
Indigenous staff. 

Growing our  
Indigenous talent
Providing opportunity for our 
Indigenous staff to grow and 
progress their career  

Tailored individual career plans that articulate career aspirations 
and development goals.   

Strategic workforce planning that will identify growth 
opportunities for Indigenous staff. 

Fund career development and advancement opportunities. 

Prioritise appropriate Indigenous candidates for higher duties and 
secondment opportunities. 

University of Wollongong
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Actions Our success will be measured by Timeframe

1.  Develop funding model to support employment 
life cycle initiatives

Workforce activities are costed and funded Short-term

2. Develop a business case to appoint a Pro Vice-
Chancellor, First Nations Research, to provide 
strategic First Nations research leadership across 
UOW.  

Appointment of a Pro Vice-Chancellor, First Nations Research. 

Establishment of a First Nations Research Institute. 

Medium-term

3. Direct appointment research assistant positions 
supported and accessible to First Nations UOW 
students and graduates as entry pathways into 
research careers. 

Increased number of First Nations UOW students/graduates 
directly or competitively appointed to identified Research 
assistant positions. 

Medium-term

4.  Attract high quality First Nations postdoctoral 
researchers attracted to UOW from across 
Australia. 

Increased number of First Nations UOW students/graduates 
directly or competitively appointed to identified Research 
Assistant positions.

Medium-term

5. Develop a business case for paid Autumn/Spring 
scholarship and research internship programs for 
First Nations undergraduate students, fostering 
interest in future HDR studies at UOW. 

Provided at least four paid summer and winter scholarship and 
research internship programs for First Nations undergraduate 
students, per year.

Medium-term

6. Optimise opportunities and the sustainability 
of the Indigenous workforce by prioritising 
continuing positions for the recruitment of 
Indigenous staff. 

Three per cent FTE is met by 2026 as per EA.

	– 75 FTE
	– Academic: 35 FTE
	– Professional: 40 FTE

Medium-term

7. Embed Indigenous Employment into UOW’s 
accountability and reporting frameworks.

Accountability and reporting on Indigenous employment 
outcomes are embedded into business as usual

Long-term

8. Develop and implement entry level employment 
pathways across UOW.

Annually:

	– One cadet
	– Four trainees

Long-term

9. Support and guide UOW to develop sustainable 
workforce planning initiatives aimed at increasing 
Aboriginal identified and targeted positions in 
their areas.

Number of identified and targeted positions created. Long-term

10. Establish a suite of early career positions, 
attracting high quality First Nations researchers 
across the University with clear, supported and 
reliable longer-term career pathways.

Affirmative establishment of First Nations employment 
strategies to transition 10 First Nations academic positions.

Long-term

Key priority 1: Attracting Indigenous talent   
Objective: Build and reinforce UOW’s reputation as an employer 
of choice for Indigenous academic and professional staff
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Actions Our success will be measured by Timeframe

11. Provide training for non-Indigenous academics 
to ensure they practice cultural safety while 
supervising First Nations HDR candidates.  

Completion of cultural safety training by 100% of non-
Indigenous academics who are supervising First Nations  
HDR Students.

All Research & Sustainable Futures (RSF) Division staff 
complete AIATSIS CORE cultural awareness training.

AIATSIS CORE cultural awareness training introduced for all 
UOW Human Research Ethics Committee members.

Short-term

12. Incorporate elements of cultural safety 
and a deeper commitment to Indigenous 
Advancement into the Standards Required of 
Staff and Affiliates section of the University Code 
of Conduct.

Element of cultural safety embedded into Code of Conduct 

Communication of new additions for staff and students.

Short-term

13. Ongoing support and allegiance to the  
‘Racism. It Stops with Me’ (HREOC) and other 
national anti-racism campaigns.

Increased volume of communications.

Increased visibility / use of branding in university 
communications and facilities etc.

Short-term

14. Identify Caring for Country and Cultural Safety as 
core values in job advertisements and position 
descriptions.

Statement embedded into job descriptions.

Statement embedded in all position descriptions. 

Medium-term

15. Identify cultural safety learning gaps through 
audit of staff professional development 
opportunities offered at UOW.

Audit completed.

Opportunities identified.

Barriers to participation identified.

Coordinated next steps plan established and resourced.

Medium-term

16. Develop resources to provide further education 
for managers, supervisors and leaders around 
managing expectation regarding colonial versus 
cultural load.

Educational resources created. 

Resources included in on-boarding of new manager, 
supervisors and executives. 

Medium-term

Key priority 2: Cultural safety   
Objective: Leading the higher education sector in providing a 
culturally responsive work environment for Indigenous staff

University of Wollongong

In
d

ig
en

ou
s W

orkforce A
ction

 P
lan

 20
25–20

30
9



Actions Our success will be measured by Timeframe

17. Review and refresh staff probation, performance, 
progression, and promotion procedures to ensure 
the inclusion of cultural safety elements.

Reviews conducted on all promotion and probation 
procedures (staff intranet page).

Communications of new adjustments to UOW executive and 
managers.

Medium-term

18. Incorporate an Indigenous education and 
advancement component as part of all staff on-
boarding.

Embedded in UOW’s online on-boarding ‘Stage 2 Arrival’. Medium-term

19. Develop and implement a cultural safety plan 
that provides opportunities for staff and students 
to engage in ongoing cultural learning.

The plan will include: 

	– On-boarding processes for casual staff.
	– Cultural learning plan for staff and students.
	– Specific plans and guidelines for UOW Council 

and executive.

Establishment of a cultural safety plan.

Effective communication and uptake of plan.

Plan embedded in UOW’s performance planning and 
development framework.

Plan embedded into workload/governance frameworks.

Long-term

20. Investigate the opportunity for the University 
to design and implement a cultural safety 
assessment tool.

Creation of an inaugural assessment tool. 

Implementation of the assessment tool. 

Procedure in place to review and respond to assessment tool. 

Long-term

21. Embed Indigenous leadership attributes into 
UOW’s leadership framework.

Framework developed. 

Framework implemented.

Long-term

22. Investigate and develop a mechanism to address 
lateral violence for Indigenous staff.

A mechanism is provided to Indigenous staff to seek advice 
and support on lateral violence.

Organisational systems, processes and ways of working are 
reviewed and developed to provide a culturally safe work 
environment.
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Actions Our success will be measured by Timeframe

23. Increase usage of additional leave for Indigenous 
staff to undertake cultural or ceremonial 
commitments.

10 paid leave days and 10 unpaid leave days offered.

Number of Indigenous staff utilising cultural and ceremonial 
leave.

Short-term

24. Recognition and remunerate colonial load for 
Indigenous staff.

Number of staff accessing colonial/cultural load allowance.

Number of position descriptions changed to reflect additional 
colonial load.

Staff remunerated for colonial load. 

Short-term

25. Establish and maintain an Indigenous Workforce 
Action Plan Committee.

Committee meets quarterly. Short-term 

26. Celebrate Indigenous excellence through 
promoting achievements.

Indigenous staff good news stories promoted by UOW 
community.

Increase in news stories profiling Indigenous achievements.

Short-term

27. Develop and maintain talent pool of prospective 
& existing Indigenous staff.

Increase number of Indigenous applicants.

Long term casual staff are offered continuing positions.

Employment opportunities promoted.

Medium-term

28. Indigenous staff encouraged and supported 
to participate in UOW’s Indigenous networks & 
groups.

Indigenous staff engaged and supported through networks.

Increase engagement of staff attendance within networks 
such as Aboriginal Advisory Group.

Long-term

29. Conversion of fixed-term contracts to ongoing 
contracts.

Increase number of Indigenous staff conversion from  
fixed-term to continuing positions.

Long-term

Key priority 3: Valuing Indigenous staff
Objective: Valuing Indigenous staff knowledges and contribution  
to UOW community
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Key priority 4: Growing our indigenous talent
Objective:  Providing opportunity for our Indigenous staff to grow and  
excel in their career

Actions Our success will be measured by Timeframe

30. Communicate career development opportunities 
for Indigenous staff.

Communication plan developed.

Learning and development opportunities are promoted.

Indigenous staff are aware of and utilise entitlements such as 
study leave provisions.

Short-term

31. Provide access to the Indigenous Colonial Load 
Allowance and professional development fund to 
Indigenous staff.

Policy and procedure developed.

Financial support provided to Indigenous staff.

Staff accessing training and development opportunities.

Increase uptake of training.

Increased career progression and mobility.

Short-term

32. Ensure professional development opportunities, 
mentorship and support for early career First 
Nation academics.

Established mentorships, workshops, and programs  
to support First Nations academics with emphasis on  
early and mid-career.

Medium-term 

33. Future-proof our Indigenous academic workforce 
by ensuring UOW’s Academic Performance 
Framework and associated polices and processes 
effectively facilitate progression of First Nations 
academics.

Policies and processes reviewed to remove barriers. 

Academic workload models enhanced to include effective 
recognition of activities by First Nations academics. 

Medium-term

34. Implement appropriate promotion pathways, 
along with supportive academic workload 
models, to facilitate the advancement of First 
Nations academics into mid-career and senior 
academic positions.

Increased number of First Nations academics across all  
Levels C, D, E.

Increased promotion rates of First Nations academics into 
Levels C, D, E.

Medium-term

35. Undertake a ‘Learning Needs Analysis’ with all 
Indigenous staff.

Learning Needs Analyses’ completed and used to determine 
learning needs of Indigenous staff. 

Tailored learning is established and accessed by  
Indigenous staff.

Long-term

36. Promote existing professional development 
opportunities to Indigenous staff.

Targeted communications to Indigenous staff to promote 
learning and development opportunities.

 Increase in Indigenous staff undertaking learning and 
development. 

Indigenous staff are taking up available secondment 
opportunities.

Long-term
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Community 
The term ‘community’ is used in various ways within this Strategy, 
for example ‘UOW community’, the ‘research community’, 
‘community of practice’. When referring to Aboriginal and Torres 
Strait Islander Peoples, the term is capitalised to ‘Community’. 
In this context ‘Community’ is recognised as, but not limited 
to, a complex notion incorporating Country, cultural groups, 
geographic groups or groups sharing common interests. It 
may include a group or organisation and is also a term used to 
describe a shared view amongst Aboriginal and Torres Strait 
Islander Peoples. 

Country 
Refers to the relationship with the lands and waters that First 
Nations people hold as 'Country'. Country is also inextricably 
linked to kinship, knowledge, beliefs, language and identity. 
(Based on the AIATSIS Code of Ethics for Aboriginal and Torres 
Strait Islander Research). Country for many First Nations peoples 
is known as our knowledge system that continually informs us of 
our ways of knowing, doing and being. 

Identified position
Pursuant to Section 14(d) of the Anti-Discrimination Act 1977 
(NSW), such a position has a genuine occupational requirement 
for an Aboriginal and/or Torres Strait Islander person to fill the role, 
i.e. being an Australian Aboriginal and/or Torres Strait Islander 
person is an inherent requirement. 

Targeted position  
Under the provisions of Section 126 of the Anti-Discrimination Act 
1977 (NSW), an exemption is granted from sections 8 and 51 until 
2025 to enable UOW to put in place affirmative action measures 
by selecting any vacancies open only to Aboriginal and/or Torres 
Strait Islander applicants. This is used to increase the Aboriginal 
and Torres Strait Islander workforce at UOW. 

Confirmation of Aboriginality (COA) 
For vacancies advertised as Identified (Sec 14 (d) Anti-
Discrimination Act 1977 NSW) and/or Targeted (affirmative 
measures, Sec 126 Anti-Discrimination Act 1977 NSW), eligible 
applicants are persons: – of Aboriginal and/or Torres Strait Islander 
descent; and – who identify as Aboriginal and/or Torres Strait 
Islander; and – who are accepted by their Community as being 
Aboriginal and/or Torres Strait Islander. These positions will 
require applicants to address selection criteria regarding their 
Aboriginality, and as part of the recruitment/on-boarding process, 
a COA is required. Please refer to the Indigenous Employment 
Policy and Procedures. 

Healing and Recognition 
Track (HART) 
Healing and Recognition Track is the transformative framework 
that guides UOW through the process of truth telling and healing 
while addressing cultural and systemic changes across the 
University.  

Cultural Safety 
Cultural safety refers to environments and behaviours that are 
spiritually, socially and emotionally safe and free from judgement 
or critical comparison. Cultural safety is essential for flourishing, 
particularly for those from minority or marginalised cultural and 
religious groups. By contrast, a culturally unsafe environment or 
practice disempowers or diminishes the cultural identity and well-
being of an individual or group. 

Glossary
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For more information contact
indigenous-employment@uow.edu.au
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