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CULTURAL SAFETY ASSESSMENT AND DEVELOPENT PLAN
This document has been created in response to the CHANH Aboriginal Action Communities of Practice to support members to identify, assess and develop their practice as culturally safe organisations. It is currently in development as an active, learning resource.
 
The Aboriginal and Torres Strait Islander cultural safety framework https://www.dhhs.vic.gov.au/publications/aboriginal-and-torres-strait-islander-cultural-safety-framework is designed to help Victorian health, human, and community services create culturally safe environments for Aboriginal staff, clients, families, and communities and is a contractual inclusion in the Neighbourhood Houses Coordination Program Service Agreement. This framework supports the Korin Korin Balit-Djak strategic plan, aiming for self-determining, healthy, and safe Aboriginal communities. As DFFH funded organisations, Neighbourhood Houses should be working to achieve:
1. Establishing Culturally Safe Practices: Neighbourhood Houses must ensure that their services and workplaces are culturally safe for Aboriginal people. This involves recognizing and respecting Aboriginal culture and creating services that are inclusive of the needs and rights of Aboriginal clients and staff.
2. Continuous Learning and Improvement: Neighbourhood Houses should engage in ongoing learning and practice improvement to strengthen cultural safety. This includes addressing unconscious bias, racism, and discrimination within the organization, and accepting and learning from advice and feedback offered by the Aboriginal community. 
3. Quality Improvement Process: Implementing an iterative quality improvement process to map, plan, act, and review actions for improving Aboriginal cultural safety. Using this document will help to identify areas of focus and ways forward. 

The table below is adapted from the DFFH Aboriginal and Torres Strait Islander cultural safety framework. Developed by the CHANH Aboriginal Action Community of Practice, it can be used to identify:
· Review and map what your organisation is currently doing to meet the framework
· Area(s) of focus you can work to improve as a culturally safe organisation  
· How actions relate to and can support development of a Reconciliation Action Plan
 
By following these guidelines, Neighbourhood Houses can create a more inclusive and respectful environment for Aboriginal communities.
 
Notes:
· The examples provided by Vic Gov are designed for larger organisations. This document attempts to identify how the DFFH Expectations can be reflected in an NH sized organisation.
· Though encouraged, NHs are not required to have a RAP. Inclusion of the yellow column is meant to assist houses interested in working towards a RAP.  
· This acknowledges not all NHs have the same documentation, capacity and resourcing. Where NH examples are listed as ‘Definitive’ there should be an existing relevant document or protocol that would align with this objective
· Where NH examples are listed as ‘Opportunity’ there may be an existing relevant document OR this might viable in the planning and delivery of the organisations activities. 
 
	DFFH Expectations and general examples
	Does this relate to a Reflect Reconciliation Action Plan?
How?
	Potential Neighbourhood House examples 
	What evidence do you have of this already? 
	Is this a work priority? 
What is an achievable timeframe for this?

	1. Organisation’s foundational documents (vision, values, strategic plan) include statements of commitment to Aboriginal self-determination, culturally competent practice and cultural safety.
DFFH Examples
• Organisational foundational documents such as strategic plans, operational plans and program manuals include strong statements of commitment to self-determination and to meeting social obligations to address inequity, racism and promote cultural safety. 
• Organisational documents define a set of values and principles and demonstrate anticipated behaviours, attitudes, policies and structures that will enable the organisation to work effectively cross-culturally with a commitment to the cultural safety of Aboriginal people. 
• Policies and procedures promote Aboriginal peoples’ right to culture and their right to participate in cultural activities within their chosen communities. 
• A documented and continuous organisational quality improvement plan is in place for improving the experience of Aboriginal people using services within the organisation
	RAPs ask:
· What is your core business?
· Why is your workplace developing a RAP?
· What is your workplace’s reconciliation journey to date (if applicable)?
 
RAP goal:
· Increase understanding, value and recognition of Aboriginal and Torres Strait Islander cultures, histories, knowledge and rights through cultural learning
 
·  
	Definitive:
· Including references in Strategic Plan
· Implement Policy as references/ or build references into existing policies 
 
Opportunity:
· Include references in Values Statements
· Include references in existing continuous inclusion policy/ documents and protocol 
 
 
	 
	 

	2. Your organisation has systems in place to recognise and ensure cultural safety for Aboriginal workforce and people accessing services.
DFFH Examples
• Documented reception processes encourage users to identify if they or their children are Aboriginal or Torres Strait islander and for intake staff to ask clients if they or their children identify as Aboriginal and Torres Strait Islander. 
• Documented policies and procedures, such as inclusion and diversity policies and reconciliation action plans, that tackle racism and address potential discrimination against Aboriginal service users and Aboriginal workforce. 
• There are documented policies and procedures in place to improve outcomes for Aboriginal clients from diverse backgrounds including those with multiple and complex needs. 
• Documented audits or surveys assess whether Aboriginal people (both staff and clients) have experienced racism or discrimination in their engagement with the agency.
• Your organisation acknowledges the Traditional Owners of the land at the beginning of meetings and events.
	RAPS ask:
· How many Aboriginal and Torres Strait Islander staff does your workplace currently employ (if known)?
· Internal activities/initiatives
 
RAP goal:
• Promote positive race relations through anti-discrimination strategies.
· Demonstrate respect to Aboriginal and Torres Strait Islander peoples by observing cultural protocols.
 
	Definitive: 
· Inclusion of referenced question on Enrolment forms/ processes
· Relevant policies include references to inclusion and discrimination, as referenced
· Appropriate feedback processes are in place and emphasis importance of feedback on discrimination
· Consistent use of Acknowledgment of Traditional Owners in public spaces, online and events
 
Opportunity:
· Partnerships with appropriate stakeholders to assess aboriginal people’s experiences in the organisation for improvement
	 
	 

	3. Your organisation engages with Aboriginal people, their families and the wider community on how to design, deliver and review services based on priorities and needs they identify.
DFFH Examples
• Documented systems are in place to ensure that Aboriginal people have inputs into service design and planning. For example, Aboriginal people attend focus groups and quality review meetings to provide feedback, and developing MOUs with Aboriginal Organisations
• Feedback is documented and incorporated into revised service responses, governance and policies where appropriate. 
• Cultural safety plans are developed in partnership with Aboriginal community-controlled organisations or community representatives.
	RAP goal: 
• Establish and strengthen mutually beneficial relationships with Aboriginal and Torres Strait Islander stakeholders and organisations.

 
	Definitive:
· Feedback processes provide opportunity for individuals to identify culture
 
Opportunity:
· Engage with local Aboriginal corporation to identify potential shared actions, initiatives or cultural safety plan
· Develop a RAP, in consultation with Reconciliation Australia  
	 
	 

	4. Your organisation has a training strategy that addresses the need for ongoing training and professional development in cultural awareness, cultural safety and cultural competency.
DFFH Examples
• A training strategy is developed or adjusted to include cultural awareness, cultural safety and cultural competency training. 
• Compulsory cultural awareness, safety and competency training is provided to all levels of the organisation from Board, Senior Management, and Team Leader to service delivery staff. 
• Agreements with Aboriginal community-controlled organisations are developed for providing training in local Aboriginal protocols, agreements and frameworks to ensure cultural safety.
	RAP goal:
• Promote reconciliation through our sphere of influence.
· Promote positive race relations through anti-discrimination strategies.
Increase understanding, value and recognition of Aboriginal and Torres Strait Islander cultures histories, knowledge
and rights through cultural learning.
· Demonstrate respect to Aboriginal and Torres Strait Islander peoples by observing cultural protocols.
 
 
	Definitive:
· Include assessment for cultural training inclusion in staff and committee performance and planning 
· Ensure Child Safety Training includes focus on cultural safety 
 
Opportunity:
· Identify and prioritise potential training events via local aboriginal providers and/or NH sector 
	 
	 

	5. Your organisation monitors and evaluates cultural safety within your organisation.
DFFH Examples
• There is a Cultural Safety Action Plan and review which shows progress in the organisation that ranges from awareness to capability.
• A documented and continuous quality-improvement process is in place for assessing, monitoring and enhancing the cultural safety of the service environment. This may include existing performance measures.
• Organisation works with Aboriginal organisations to ensure that cultural safety commitments and cultural competency requirements are assessed by Aboriginal people and organisations.
	RAP goals: 
· Establish and maintain an effective RAP Working Group (RWG) to drive governance of the RAP.
· Provide appropriate support for effective implementation of RAP commitments.
 
	Definitive:
· Continuous Improvement protocols include sections on cultural safety
 
Opportunity:
· Development of a RAP
· Partnerships with Aboriginal organisations to assess and inform organisation cultural safety 
 
	 
	 

	6. The service provides a culturally safe and welcoming physical environment for Aboriginal people.
DFFH Examples
• Internal and outside spaces are welcoming, contain formal acknowledgement and culturally appropriate pamphlets and health information.
• Receptionists are provided with training that highlights the unique and important role they play in welcoming Aboriginal children and families to the organisation and the importance of respectful face-to-face and over-the-phone contact and use of respectful language. 
	RAP goal:
· Promote reconciliation through our sphere of influence.
· Promote positive race relations through anti-discrimination strategies.
· Improve employment outcomes by increasing Aboriginal and Torres Strait Islander recruitment, retention and professional development
 
	Definitive:
· All staff recruitment highlights need for culturally inclusive and respectful experience
· Adopt and display a formal acknowledgement of Traditional Owners in public spaces, online and events
· Include Aboriginal specific resources in service information display area
· Ensure Child Safety Stands for cultural inclusion are well demonstrated
· Ensure displayed imagery is inclusive
 
Opportunity:
· Recruitment processes highlight applications from CALD and Aboriginal people encouraged
· Develop projects and initiatives in partnership with local aboriginal people and/or organisations to improve cultural representation- eg. In arts, environment, gardening, education, truth telling etc
	 
	 

	7. Your organisation partners with Aboriginal organisations and communities in your service area and the programs and activities they provide.
DFFH Examples
• Organisational documents reflect knowledge and understanding of local Aboriginal community organisations, people, their culture, practices, protocols and historical connections. 
• Referrals to Aboriginal organisational program areas are always encouraged and discussed with clients. 
• The organisation demonstrates a commitment to celebratory cultural events, and participates in activities such as NAIDOC, Reconciliation Week, Sorry Day, Mabo Day, Aboriginal and Torres Strait Islander Children’s Day.
• Organisation conduct events and activities in partnership with Aboriginal community members and Aboriginal community- controlled organisations.
	RAP goal:
· Establish and strengthen mutually beneficial relationships with Aboriginal and Torres Strait Islander 
stakeholders and organisations.
· Build relationships through celebrating National Reconciliation Week (NRW).
· Build respect for Aboriginal and Torres Strait Islander cultures and histories by celebrating NAIDOC Week.
 
	Definitive:
· Adoption, use and display of Acknowledgment of Traditional Owners in public spaces, online and events
· References material in relevant policies
· Provision of information on aboriginal services and organisations available in the information display area
· Acknowledgement and celebration of listed events in in social media with links to local events
 
Opportunity:
· Inclusion of NRW and NAIDOC Weeks in Organisational/ Governance Calendar, with encouragement for committee members and staff to attend
· Partnership with aboriginal people and/or organisations to conduct events and activities as appropriate
	 
	 

	8. Your organisation’s workforce strategy includes a commitment to employ Aboriginal people in the organisation.
DFFH Examples
• A workforce strategy outlines a target to employing Aboriginal people and that also includes measures for identifying training and developmental pathways and career progression opportunities. Targets should be applicable for not just identified positions but all positions across the organisation.
• The recruitment/HR department has undertaken cultural safety training to ensure the recruitment and interview processes are culturally appropriate and safe for Aboriginal applicants.
	RAP goal:
· Improve employment outcomes by increasing Aboriginal and Torres Strait Islander recruitment, retention and professional
development.
· Increase Aboriginal and Torres Strait Islander supplier diversity to support improved economic and social outcomes.
 
	Definitive: 
· Recruitment policies and processes encourage and support applications by aboriginal people
· Purchasing policies provide preference guidance for aboriginal suppliers
 
	 
	 


 
Has this document supported you to create opportunities, establish partnerships or develop innovative responses to promote cultural safety in your organisation? Please contact CHANH on networker@chanh.org.au to share your experiences and outcomes with our network.

	
	
	


This document created with assistance from the Central Highlands Association of Neighbourhood Houses chanh.org.au
With thanks to Reconciliation Australia and DFFH
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