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Message from the Chief Executive Officer

It is my pleasure to present the WorkCover WA Reconciliation  
Strategy 2018 – 2021.

Through this document and the initiatives it contains, we acknowledge all 
Traditional Custodians of the land on which WorkCover WA operates and 
pay our respects to their Elders past, present and emerging.

In 2008, WorkCover WA created its first Reconciliation Strategy to initiate 
the Agency’s formal commitment to reconciliation. Since that time, I am 
proud to say that staff members in all areas of the Agency have worked 
effectively towards achieving the objectives specified in our Reconciliation 
Strategy, and together we have grown to achieve a greater understanding 
of and respect for Aboriginal and Torres Strait Islander peoples and 
cultures.

The strategies identified in this Reconciliation Strategy seek to further 
develop ideas and programs for cultural education, promote employment 
of Aboriginal and Torres Strait Islander peoples and develop existing 
Aboriginal and Torres Strait Islander staff.

I look forward to my involvement in the accomplishment of our 
Reconciliation Strategy objectives over the coming years and encourage 
each and every one of my staff to take action as individuals, managers and 
leaders.

Chris White
A/CHIEF EXECUTIVE OFFICER
WorkCover WA

 



Our vision for reconciliation

To create opportunities for, and increase representation of, 
Aboriginal and Torres Strait Islander peoples, and establish an 
inclusive and harmonious work environment free from all forms of 
discrimination. 

Our business  

WorkCover WA is the government agency responsible for 
overseeing the workers’ compensation and injury management 
system in Western Australia. This includes monitoring compliance 
with the Workers’ Compensation and Injury Management Act 1981, 
informing and educating workers, employers and other stakeholders 
about workers’ compensation and injury management as well as 
providing an independent dispute resolution system.

WorkCover WA has a staff complement of 131 which includes three 
identified Aboriginal staff members.

Our Reconciliation Strategy

WorkCover WA recognises that more action needs to be taken 
to ensure Aboriginal and Torres Strait Islander peoples enjoy the 
same economic and social benefits as others in this country. We 
acknowledge that this is a long-term goal, and aim to actively 
contribute to reducing inequity amongst Aboriginal and Torres 
Strait Islander people.

The Reconciliation Strategy was first compiled in 2008 to cover 
the period 2008 to 2010, and was subsequently refreshed in 2010, 
2012 and 2014. This new plan covers the period 2018 to 2021. 
This plan was developed by, and is the responsibility of, the Equity 
and Diversity Committee. The Committee (which incorporates the 
Reconciliation Strategy working group) consists of a member of the 
Corporate Executive as Chair and nominated representatives from 
each of WorkCover WA’s Divisions, together with representatives 
across a range of diversity groups. The Reconciliation Strategy 
working group is represented by an Aboriginal and Torres Strait 
Islander person. The Reconciliation Strategy was developed 
collaboratively with all WorkCover WA staff.



The Committee covers the following WorkCover WA plans.
• Reconciliation Strategy 2018 to 2021.
• Strategic Workforce Plan 2019 to 2021 (incorporating the Equal 

Employment Opportunity Management Plan).
• The Disability Access and Inclusion Plan 2017 to 2022.

These plans continue to promote cross-agency collaboration. The 
Committee meets quarterly and promotes increased employee 
understanding of Aboriginal and Torres Strait Islander cultures 
and values, as well as initiatives leading to equitable employment 
practices for Aboriginal and Torres Strait Islander people.

Our Reconciliation Journey

WorkCover WA’s previous Reconciliation Strategy contributed 
significantly to the ideals contained in its vision for reconciliation. 
Cultural awareness and respectful relationships were promoted 
between Aboriginal and Torres Strait Islander staff members and 
the rest of WorkCover WA’s workforce. Through the traineeship 
program WorkCover WA has been able to increase its proportional 
representation of Aboriginal and Torres Strait Islander employees. 
Where possible, this will be increased.

The new Reconciliation Strategy draws on the learnings and better 
understandings identified in the previous four plans and builds 
upon their initiatives. This plan will continue WorkCover WA’s 
strong commitment to building relationships, enhancing existing 
relationships, respecting Aboriginal and Torres Strait Islander 
cultures, and providing opportunities which will contribute to 
improving the progress of reconciliation.

The following are areas in which WorkCover WA staff developed an 
understanding and appreciation of how the Aboriginal and Torres 
Strait Islander cultures are rich and enduring and can add value to 
our workplace and country.

Since WorkCover WA’s first Reconciliation Strategy was compiled in 
2008 staff have learnt about the lives and cultures of Aboriginal and 
Torres Strait Islander peoples. Staff have learnt about Aboriginal 
and Torres Strait Islander peoples’ connection to country and 
knowledge of lands and seas such as the use of flora and fauna for 
sources of food and medicine. 

Staff were given an understanding of the six weather seasons, 
that are more earth aware than a traditional western framework 
of four, of the Noongar people of the south west of Western 
Australia, who have lived in the south west for centuries.



Staff also became aware of contemporary issues affecting 
Aboriginal and Torres Strait Islander peoples, including the High 
Court’s judgment in the 1992 Mabo case which recognised the 
Native Title rights of the Aboriginal and Torres Strait Islander 
peoples as the original inhabitants of the continent.

The Australian Government’s apology to Aboriginal and Torres 
Strait Islander peoples for past hurts, suffering and loss inflicted 
on these our fellow Australians was a profound acknowledgement 
of the past and laid the claim to a future that embraces all 
Australians.

We also became more aware of the contribution to Australia’s war 
efforts by the Aboriginal and Torres Strait Islander peoples who 
served with bravery and distinction in the first and second world 
war theatres of conflict.

In 2016 staff learned about Songlines and their significant cultural 
connection to knowledge, customs, ceremony and the lore of 
many Aboriginal and Torres Strait Islander language groups. Staff 
developed an understanding of how imperative Songlines are to 
the preservation or Aboriginal and Torres Strait Islander history 
and cultural practices.

In 2017 staff learned about the unique and essential role 
languages play in the culture and identity of Aboriginal and Torres 
Strait Islander peoples. Staff came to appreciate that language 
not only links Aboriginal and Torres Strait Islander people to their 
land and water, but also plays a role in the transmission of history, 
spirituality and rites through story and song. Each language is 
associated with an area of land and has deep spiritual significance 
for indigenous people.

Staff were also educated on Aboriginal words that originated 
around Perth which included jarrah, Kylie (boomerang), numbat 
and quokka. Further, local suburbs with Aboriginal names include:
• Carramar (‘shade of trees’)
• Girrawheen (‘place of flowers’)
• Jandakot (‘place of the whistling eagle’)
• Kardinya (‘sunrise’)
• Merriwa (‘a good place’)



In 2018 staff were encouraged to examine the role that Aboriginal 
and Torres Strait Islander women have played - and continue 
to play - as active and significant role models at the community, 
local, state and national levels. Aboriginal and Torres Strait 
Islander women have been able to embody their role model 
status while caring for our families, maintaining our homes and 
breaking down cultural and institutionalised barriers and gender 
stereotypes.

Every year staff are reminded of the significance of National 
Reconciliation Week, with particular emphasis on the 1967 
Referendum and Mabo Day. Staff are encouraged to attend the 
many National Reconciliation Week events which are hosted 
by Reconciliation Australia and to reflect on the progress being 
made towards reconciliation.



Relationships                                             

Action Responsibility Timeline Measurable Target
1 Celebrate NRW by providing 

opportunities for Aboriginal and 
Torres Strait Islander employees 
and other employees to build 
relationships.

Equity and Diversity Committee 
Secretary

May-
June 
annually

Reconciliation Strategy actions are tracked 
and monitored by the Equity and Diversity 
Committee.

2 Raise internal awareness of our 
Reconciliation Strategy.

Manager Human Resources, 
Reconciliation Strategy 
Contact Officer and Corporate 
Communications with CEO 
approval

Ongoing Develop specific intranet articles with 
general Reconciliation Strategy content 
and reference material. 

Provide all staff with a copy of the 
Reconciliation Strategy.

Include the Reconciliation Strategy in the 
online induction program.

The internet and the staff intranet are up-
dated with the new Reconciliation Strategy 
and associated information.

3 The Equity & Diversity 
Committee will act as the 
Working Group to monitor 
the development, tracking 
progress and reporting of 
the Reconciliation Strategy 
and to discuss issues to be 
implemented within their 
respective divisions.

Manager Human Resources June 
annually

Reconciliation Strategy actions are tracked 
and monitored by the Equity and Diversity 
Committee.

4 Aboriginal and Torres Strait 
Islander culture is represented 
through imagery and artwork in 
workplace resources.

Corporate Communications and 
Equity and Diversity Committee

Ongoing Publications produced by WorkCover 
WA feature Aboriginal and Torres Strait 
Islander artwork and imagery.

Engaging with Aboriginal and Torres Strait Islander peoples enables WorkCover WA       
to build effective relationships that provide the foundation for positive changes.



Respect

Action Responsibility Timeline Measurable Target
1 Engage employees in online 

cultural learning to increase 
understanding and appreciation 
of different cultural backgrounds 
in order to lay the foundation for 
other Reconciliation Strategy 
actions to be achieved. 

Manager Human Resources and 
Equity and Diversity Committee 
Secretary

Ongoing All staff complete cultural awareness 
training through the SBS Cultural 
Competency Program within their first 3 
months of employment

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

Manager Human Resources and 
Reconciliation Strategy Contact 
Officer

July 
anually

Opportunities provided for Aboriginal 
and Torres Strait Islander employees to 
celebrate their culture through NAIDOC 
Week events.

Regular review of WorkCover WA HR 
policies and procedures to ensure there 
are no barriers to staff participating in 
NAIDOC week.

3 Engage employees in 
understanding the protocols 
around Acknowledgement of 
Country and Welcome to Country 
ceremonies to ensure there 
is shared meaning behind the 
ceremonies. 

Manager Human Resources and 
Equity and Diversity Committee 
Secretary

June 
annually

Development of a protocol document, 
including information about Welcome to 
Country and Acknowledgement of Country 
in the induction program of WorkCover 
WA.

A Welcome to Country to be delivered 
at the commencement of the biennial 
Injury Management Conference and at 
the commencement of other similarly 
significant external events. 

Inclusion of an Acknowledgment of Country 
in significant internal WorkCover WA 
events and meetings.

WorkCover WA understands that Aboriginal and Torres Strait Islander peoples, 
histories and cultures hold a unique place within Australia and respecting and 
acknowledging this enables us to genuinely strive towards cultural harmony.



Opportunities 

Action Responsibility Timeline Measurable Target
1 Continue the traineeship program 

with the focus on Aboriginal and 
Torres Strait Islander peoples’ 
employment. 

Manager Human Resources January 
annually

The Aboriginal and Torres Strait Islander peoples’ 
traineeship employment level is maintained at a 
minimum of 1% of all staff.

2 Maintain, and where possible 
increase, Aboriginal and 
Torres Strait Islander peoples’ 
participation in the workforce.

Manager Human Resources Ongoing Current percentage of 2.2% is maintained or 
increased.

3 Identify and promote training 
and development activities for 
Aboriginal and Torres Strait 
Islander employees.

Divisional Heads,
Branch Managers and 
Manager Human Resources

June 
annually

At least one training and development opportunity 
is offered to all Aboriginal and Torres Strait Islander 
staff annually.

4 Encourage study assistance to 
trainees and other Aboriginal and 
Torres Strait Islander employees.

Manager Human Resources June 
annually

All Aboriginal and Torres Strait Islander staff are 
offered participation in an approved study assistance 
program.

5 Provide the opportunity for 
Aboriginal and Torres Strait 
Islander employees to participate 
in a mentoring program to 
improve employment outcomes.

Manager Human Resources June 
annually

A structured mentoring program is offered to 100% of 
Aboriginal and Torres Strait Islander employees.  

Effectiveness of Aboriginal and Torres Strait Islander 
employee structured mentoring program for inclusion 
in future professional development strategies 
evaluated.

6 Raise an awareness of, and 
ensure compliance with, the 
Aboriginal Procurement Policy.

Procurement and Contracts 
Coordinator

June 
annually

Publication of annual intranet article regarding 
Aboriginal and Torres Strait Islander Procurement.

Ongoing provision of advice recommending 
procurement of good and services via Aboriginal and 
Torres Strait Islander providers.

7 Maximise employment 
opportunities for Aboriginal and 
Torres Strait Islander peoples.

Manager Human Resources Ongoing 100% of advertised WorkCover WA positions are 
posted on the Aboriginal Services jobs board.

Creating opportunities for Aboriginal and Torres Strait Islander peoples is of great 
importance within WorkCover WA and will contribute to Aboriginal and Torres Strait 
Islander equality.



Tracking progress and reporting 

Action Responsibility Timeline Measurable Target
1 Launch new Reconciliation 

Strategy through email and 
Notice Board.

General Manager Scheme and 
Corporate Services

June 
annually

Reconciliation Strategy published

2 Maintain a dedicated 
Reconciliation Strategy contact 
within Workforce WA.

Corporate Communications July 
annually

Reconciliation Strategy contact name on 
Notice Board and intranet.

3 Report on outcomes of the 
Reconciliation Strategy 

Manager Human Resources July 
annually

Include outcomes of the Reconciliation 
Strategy in the Annual Report of 
WorkCover WA and the CEO Performance 
Agreement.

Submit an Annual Impact Measurement 
Questionnaire to Reconciliation Australia. 

Contact details: Manager Human Resources 

  
  Telephone: (08) 9388 5671

  
 
  Email: humanresources@workcover.wa.gov.au


