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1. Introduction1. Introduction
Purpose of this Framework
The purpose of this framework is to assist NSW Government Agencies to ensure all government 
employees have the knowledge, skills and positive motivation to effectively work with Aboriginal and 
Torres Strait Islander peoples.

Background and History
I-SE Regional Coordination Management Group

The Illawarra – South East Regional Coordination Management Group (I-SE RCMG) brings together 
the Regional Managers of about 30 NSW Government Agencies who have a presence in the Illawarra 
and South East Regions.

The area covered extends from Wollongong, along the South Coast to the NSW/Victorian border and 
west to Bombala, Queanbeyan, Young, Yass and Goulburn.

The Regional Managers meet three times a year to identify and manage initiatives that require multi-
agency responses, develop and manage regional strategic initiatives, evaluate and monitor project 
outcomes and enhance interagency networks and exchange.

The I-SE RCMG has developed two cluster groups, which bring together different agencies with similar 
focus. There are the human services cluster group, and a combined natural resources and economic 
development cluster group.

At the I-SE RCMG meeting in Thredbo, November 2005, it was agreed that the I-SE RCMG and 
Aboriginal Government Employees Network (AGEN) would form a joint working party to develop an I-
SE Aboriginal Cultural Respect Training Framework.

This document is the outcome of the working group.

Aboriginal Government Employees Network

The AGEN was initiated in 2004 by the I-SE RCMG as part of it’s cross-agency commitment to improve 
service delivery and community outcomes for Aboriginal communities.

The purpose of AGEN is to increase support, networking and opportunities for collaboration for 
Aboriginal workers in NSW Government Agencies. It brings together Aboriginal employees of the NSW 
Government in the Illawarra and South East Regions. The first major Gathering of Aboriginal workers 
was held at Murramarang on the 30th November and 1st December 2004. This Gathering 
developed a framework for the establishment of AGEN as an annual event, supported by 
a working group to operate in between the annual Gatherings. Members of the working 
group, known as the Cross Agency Working Party (CAWP) are appointed each year at the 
AGEN Gathering.

The second Gathering (and first AGEN Gathering) of Aboriginal workers was held in 
September 2005. This Gathering built on the work already undertaken in 2004 and 
resulted in the formation of three working parties to progress the development of an 
Illawarra- South East Regional Aboriginal Employment Strategy, an AGEN Website and 
Contact Database and the Illawarra – South East Aboriginal Cultural Respect Training 
Framework.
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A Common Starting Point
Aboriginal workers in the Illawarra - South East Region unanimously agree that provision 
of Cultural Respect Training to non-Indigenous workers is vitally important to improve 
service delivery and service outcomes for Aboriginal people. Many Agencies already focus 
considerable effort and resources on some form of Aboriginal Cultural Respect Training. 
There is unanimous agreement between Regional Managers and Aboriginal workers about 
the importance of this matter.
 
Agencies currently deliver Aboriginal Cultural Respect Training through a number of 
means. Some Agencies outsource training to external training providers while others 
deliver their training internally through their existing Aboriginal workforce.
 
During the 2004 and 2005 AGEN Gatherings, workers discussed the strengths and 
weaknesses of both methods of delivery, and agreed that regardless of how an Agency 
delivers its training, there are certain principles that should underpin all Aboriginal Cultural 
Respect Training.

This Framework articulates those principles, and provides Agencies with an easy 
tool to assist with designing, assessing or outsourcing Aboriginal Cultural Respect 
Training for their workforce.
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2.1

2. What is Aboriginal Cultural Respect Training?
Aboriginal Cultural Respect Training for NSW Government workers must be seen in the 
context of NSW Government policy, as one means of improving service delivery outcomes 
for Aboriginal people (Dench McClean, 1999).  The following information has been 
adapted from the Dench McClean Report to NSW Health Regarding the Effectiveness of 
Cultural Awareness Training (1999). A copy of this report is provided in Section 9 of this 
Framework. 

The Dench McClean report highlights that education, awareness and training are terms 
often used interchangeably, but actually mean different things.

Awareness is an end state concerned with knowing something (acquiring knowledge), 
which is education, not training. 

Training is the process by which people acquire the skills needed to perform a specific 
task or range of tasks.

In order to be effective in delivering appropriate services to Aboriginal people, all NSW 
staff need:

	 =	 AWARENESS of the important issues, including cultural differences (often 	
	 	 usefully expressed as different value orientations), and the specific aspects of 	
	 	 Aboriginal history, and its impact on Aboriginal people in Australia today;

	 =	 the SKILLS to interact and communicate sensitively and effectively with 		
	 	 Aboriginal clients, and

	 =	 the desire or MOTIVATION to be successful in their interactions with Aboriginal 	
	 	 people, to improve access, delivery and service outcomes.

The Dench McClean report argues that all three components are critical to ensure 
appropriate behaviour in staff working with Aboriginal people. 

Similarly, the report finds that the changing of deep seated attitudes is difficult and clearly 
beyond the scope of short term Cultural Respect Training packages. Culturally appropriate 
and effective BEHAVIOUR by non-Aboriginal staff, is however clearly WITHIN the scope 
of reasonable expectation and performance management of non-Aboriginal staff. 

Aboriginal Cultural Respect Training Programs in the Illawarra – South East should 
therefore aim to achieve appropriate BEHAVIOUR by non-Aboriginal people, so that 
service delivery is facilitated and improved outcomes for Aboriginal people are achieved. 
 



3.1

3. Establishing Training Needs
NSW Government employees possess varying levels of knowledge about Aboriginal 
people, history and cultures, and varying levels of confidence, commitment or success in 
interacting effectively with Aboriginal clients. An approach to analysing individual training 
and development needs is shown in the diagram below. This approach can be useful in 
helping to assess whether workers need education and/or training to increase their skills 
and awareness or whether they need a major change in attitude, or both.  

Table 1: Assessing Current Performance Problems (adapted from Dench & McClean, p9) 

The report suggests that if new employees have significant needs in both areas, the 
agency may need to review its recruitment methods to include criterion that address 
appropriateness of attitude (which is difficult to change) and awareness and skills (which is 
easier to influence) as indicators of a capacity to work effectively and appropriately with 
Aboriginal people. 
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4.1

4. Key Principles for Aboriginal Cultural Respect 
Training
All Aboriginal Cultural Respect Training undertaken in the Illawarra – South East Region 
should be based on the following principles:

Recognition
Recognition that all non-Aboriginal workers are expected to possess the skills, awareness 
and motivation to work effectively with Aboriginal People.

Correct Information
Information provided in Aboriginal Cultural Respect Training should be factually correct, 
and of high quality.
  
Delivery
Cultural Respect Training should be:
	 =	 provided in an environment that is appropriate, safe and comfortable for both 	
	 	 participants and trainers;
	 =	 tailored and packaged to meet the specific training needs and geographic location 	
	 	 of participants; and
	 =	 delivered by appropriately trained and qualified trainers.
 
Quality
Attention should be given to the quality of content and delivery.

Duty of Care
Managers have a special duty of care to the Aboriginal staff that perform Cultural Respect 
Training as part of their duties. This includes ensuring that Aboriginal Trainers have the 
appropriate training, skills, resources and ongoing support to perform this difficult role. 
Managers must realise that working directly with the ignorance or racism of non-Aboriginal 
staff can be especially difficult for Aboriginal trainers, and appropriate supports must be 
established.
 
Local Content
All Aboriginal Cultural Respect Training delivered in the Illawarra-South East Region 
should involve Local Knowledge Holders, regardless of whether Aboriginal Cultural 
Respect Training is provided by internal or external trainers. This means that external 
contractors should be required to make contact with Local Knowledge Holders to assist in 
the delivery of regionally relevant information and content. A list of recognised Local 
Knowledge Holders is provided in the section “Register of Local Knowledge Holders” in 
this Framework.
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5. Key Components of Aboriginal Cultural Respect 
Training Packages
  
While Aboriginal Cultural Respect Training is important for everyone, packages should be 
developed with consideration given to the different roles that staff may have in their 
Agency.  For example, the Aboriginal Cultural Respect Training needs of administration 
staff may be different to those of front line workers.
 
In order to provide the awareness, skills and motivation required for effective work with 
Aboriginal people, Aboriginal Cultural Respect Training must cover a range of topics or 
components. Some components lend themselves to generic curriculum resources; 
however some components must be tailored to include local content, and be delivered by 
or with people with recognised local knowledge. A list of recognised Local Knowledge 
Holders is provided in the “Register of Local Knowledge Holders” section of this 
Framework. 

When developing a Cultural Respect Training package for this Region, Agencies might 
give consideration to including components on:

	 =	 Learning about Aboriginal History in Australia
	 =	 Learning about the history of Aboriginal people in the Illawarra – South East
	 =	 Impact of Legislation on Aboriginal People  
	 =	 Understanding Aboriginal Culture
	 =	 Understanding Aboriginal Protocols
	 =	 Challenging Racism
	 =	 Learning and Practicing Appropriate Behaviours
	 =	 Communicating and Building Relationships with Aboriginal people
	 =	 Learning about the Aboriginal communities in the Illawarra – South East 	
	 	 through involvement of appropriate Local Knowledge Holders in aspects of 	
	 	 training



6.1

6. Delivery of Aboriginal Cultural Respect Training 
– things to consider

Who Should Receive Aboriginal Cultural Respect Training?
The AGEN members strongly believe that all NSW Government employees at all levels 
should undertake some form of Aboriginal Cultural Respect Training, and that this training 
should be carefully designed according to a workers role in an organisation. Front line 
workers and managers of Aboriginal staff should be particularly targeted for Aboriginal 
Cultural Respect Training.
  
Who Should Provide Aboriginal Cultural Respect Training?
Careful consideration should be given to whether Aboriginal Cultural Respect Training 
should be undertaken internally or externally. Regardless of whether Aboriginal Cultural 
Respect Training is provided by internal or external trainers, all Aboriginal Cultural 
Respect Training delivered in the Illawarra-South East Region should involve Local 
Knowledge Holders. This means that external contractors should be required to make 
contact with Local Knowledge Holders to assist in the delivery of regionally relevant 
information and content. A list of recognised Local Knowledge Holders is provided in the 
“Register of Local Knowledge Holders” section of this Framework.
 
Aboriginal Employees as Aboriginal Cultural Respect Training Providers 
Where an Agency requires their own internal Aboriginal Employees to deliver Aboriginal 
Cultural Respect Training, Agencies have a special duty of care to those workers. Internal 
Aboriginal Cultural Respect Trainers will inevitably come face to face with various forms of 
ignorance or racism in their non-Aboriginal work colleagues and other managers as a part 
of their training responsibilities. AGEN members would like managers to understand 
having to train one’s peers carries special risks and stressors. Managers should be aware 
that requiring Aboriginal workers to train immediate peers or managers is not the ideal 
arrangement.  

It is vitally important that Regional Managers who choose this approach provide strong 
leadership and support for their Aboriginal trainers, and clear organisational policy 
directives about expectations of culturally appropriate behaviour from their staff.
  
What Knowledge, Qualifications and Skills are needed to provide 
Aboriginal Cultural Respect Training?
Providers of Aboriginal Cultural Respect Training in the Illawarra – South East Region 
need a combination of:  
	 =	 Knowledge of Aboriginal history,
	 =	 Local Knowledge, and  
	 =	 Training Skills & Experience. 

Aboriginal Cultural Respect Training should only be provided by trainers that can 
demonstrate expertise in all three areas. This will almost definitely require trainers to 
include or partner in some way with recognised Local Knowledge Holders. 

Providers of Aboriginal Cultural Respect Training need to have appropriate training 
qualifications and practical experience in providing training. 



6.2

Supporting New or Younger Aboriginal Employees
Aboriginal staff should also be supported to access Aboriginal Cultural Respect Training to 
develop their own Cultural Knowledge.
 
Evaluation of Aboriginal Cultural Respect Training 
Agencies should introduce or examine ways of measuring the effectiveness of Aboriginal 
Cultural Respect Training. 

Training outcomes and capacity to integrate new skills into practice should be linked to 
individual performance management processes.

Follow Up Activities
Agencies should consider incorporating follow up activities as part of Cultural Respect 
Training. For example, to continue to strengthen relationships between non-Aboriginal 
workers and the Aboriginal community, managers could encourage participation of all staff 
in annual NAIDOC events or celebrations.
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7. Register of Accredited Trainers 
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10.1

10. Maintenance & Evaluation of this Framework

Maintenance
This framework is designed to assist members of the RCMG in the planning and 
implementation of Aboriginal Cultural Respect Training. Agencies should endeavour to 
ensure their activities fit within the principles of the framework.  

Agencies can contribute to best practice in the Illawarra – South East by sharing their 
resources and learnings, and by assisting with the upkeep of current knowledge 

From time to time, AGEN will need to update sections of the Framework. 

Regional Managers have agreed to identify a person or position to be the Regional Action 
Officer for their Agency’s copy of the framework. This person will be responsible for 
receiving and replacing updated sections of the framework. 

Contact details for your nominated Regional Action Officer should be provided to 
RCMGIllawarraSthEast@dpc.nsw.gov.au

Evaluation
From time to time, AGEN would like the RCMG’s assistance to evaluate the framework. 
Key evaluation questions might include:

	 =	 Has your agency used the framework? If so, how?
	 =	 Was the framework helpful?
	 =	 Did it work?
	 =	 How useful were the various sections?
	 =	 What could make the Framework more useful?



11.1

11. Implementation
The I-SE RCMG Aboriginal Cultural Respect Training Framework was endorsed by the 
RCMG on 6 March 2007. At the same meeting, it was agreed that the framework would be 
implemented as follows:

	 =	 Department of Premier and Cabinet and CAWP to finalise and print the framework 	
	 	 as a loose-leaf folder

	 =	 Each RCMG Agency to identify a position that can serve as Regional Action Officer 	
	 	 for the Aboriginal Cultural Respect Training Framework and AGEN issues. This 	
	 	 officer is to take responsibility for receiving updated documentation and maintaining 	
	 	 the Kit.

	 =	 RCMG agencies to agree to participate, as an RCMG group, in Cultural Respect 	
	 	 Training, starting with July 2007 RCMG.

	 =	 Aboriginal Cultural Respect Training using the Framework be rolled out through all 	
	 	 agencies during 2007, 2008, 2009 so that every NSW Government employee has 	
	 	 received basic Cultural Respect training by 2010.

	 =	 Agencies to report annually to March RCMG on progress and outcomes.

Contact details of your Agency’s nominated Regional Action Officer can be forwarded to: 
RCMGIllawarraSthEast@dpc.nsw.gov.au
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