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Welcome to the first quarterly report for 2026. This document details the progress made by the Royal Australian and 
New Zealand College of Ophthalmologists (RANZCO) at implementing its new, fourth, Innovate Reconciliation 
Action Plan (RAP) for the period beginning December 2025 to February 2026. 

Grounded in collaboration and trust, RANZCO’s new Reconciliation Action Plan 2025-2027 aims to strengthen existing 
relationships with Aboriginal and Torres Strait Islander leaders and present new opportunities to grow and retain the 
First Nations ophthalmology workforce.  

During this quarter, RANZCO continued to strengthen its commitment to reconciliation by advancing initiatives 
across recruitment, retention, and procurement practices. While some structural challenges remain – particularly 
in attracting Aboriginal and Torres Strait Islander staff – the organisation has taken thoughtful, proactive steps to 
explore new pathways.

Improve employment outcomes by increasing Aboriginal and Torres Strait Islander recruitment, 
retention, and professional development.
RANZCO engaged with the RANZCO RAP Reference Group to openly discuss ongoing challenges in attracting and 
onboarding Aboriginal and Torres Strait Islander staff. Despite clearly stated commitments to reconciliation in job 
advertisements and the use of First Nations recruitment channels, recruitment outcomes remain limited. For example, 
during this review period, RANZCO continued to reinforce inclusive recruitment practices, with all job advertisements 
explicitly highlighting that “Aboriginal and Torres Strait Islander peoples are encouraged to apply.” This consistent 
messaging reinforces RANZCO’s commitment to diversity and inclusion, even as broader recruitment challenges 
persist.

In response to poor uptake by potential First Nations applicants and following a discussion with the RAP reference 
group, a new strategic direction was proposed – the development of a First Nations cadetship/internship targeting 
Aboriginal and Torres Strait Islander university students. The aim of the internship would be to create a long-term 
pipeline for future employment within the College by providing meaningful employment for these cadets, aligned 
with their studies. This initiative reflects a shift from passive recruitment to active talent development and relationship-
building, positioning RANZCO as an early-career employer of choice.

A review of RANZCO’s Human Resource (HR) recruitment procedures and associated policies was completed during 
this reporting period. The review indicated that the existing frameworks are equitable and inclusive, with no structural 
barriers in place to welcome Aboriginal and Torres Strait Islander participation into the RANZCO workplace. As always, 
RANZCO will continue to undergo periodic reviews to ensure policies remain responsive and culturally appropriate.

Increase Aboriginal and Torres Strait Islander supplier diversity to support improved economic 
and social outcomes.
Published in March 2025, the RANZCO Aboriginal and Torres Strait Islander procurement strategy, remains current, 
relevant, and fit-for-purpose. The strategy indicates that the following measures are embedded into business as usual 
to ensure that there are minimal barriers for procuring goods and services from Aboriginal and Torres Strait Islander 
businesses:

https://ranzco.edu/wp-content/uploads/2025/11/RANZCO-Innovate-RAP-2025-2027.pdf
https://ranzco.edu/wp-content/uploads/2025/11/RANZCO-Innovate-RAP-2025-2027.pdf
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1.	 RANZCO maintains and regularly updates a list of existing Aboriginal and Torres Strait Islander suppliers to 
the College, ensuring those relationships are maintained; that the quality of service and/or products remain 
satisfactory to those utilising them; and pricing remains reasonable. RANZCO supports staff to make informed 
procurement choices by sharing and socialising the list of First Nations suppliers at staff meetings or upon 
request. 

2.	 RANZCO promotes the use of Supply Nation as a resource for staff looking to engage with a new supplier or 
renew an existing contract to ensure Aboriginal and Torres Strait Islander suppliers can be considered first in the 
procurement process, where possible. 

3.	 Where available, Aboriginal and Torres Strait Islander suppliers are given preference in the tender process, 
provided that the product or service offered meets RANZCO’s requirements and pricing is within budgetary 
constraints.

Current services provided to RANZCO by Aboriginal and Torres Strait Islander suppliers include catering, recruitment, 
cultural awareness training, celebrating First Nations dates of significance and performing Welcome to Country 
ceremonies at events and meetings. This list of specialised procurement needs substantiates why RANZCO currently 
has no centralised procurement policy, as procurement takes place in each college Department as well as Branches 
and Special Interest Groups. 

Balancing operational realities with a commitment to supplier diversity requires a pragmatic and intentional approach. 
Subsequently, the College undertook an investigation on the feasibility of attaining a Supply Nation membership. 
The examination highlighted that given the small size and nature of the organisation, membership is not currently 
financially feasible. Accessing select training courses, rather than a complete membership, may prove more beneficial 
in building RANZCO’s supplier diversity program, based on global and local best practice.

Provide appropriate support for effective implementation of RAP commitments.
The resources and associated activities required to implement the RAP have been incorporated as part of the 
operational business plan and budget – some constituting business as usual and others being distinct projects. 

A structured cultural awareness training program, curated and facilitated by Mirri Mirri, has also been embedded 
as part of business as usual for RANZCO staff and senior leaders. The course – which consists of eight modules – 
encourages truth-telling and empowers staff to contribute to reconciliation and stronger community connections 
by teaching individuals about Aboriginal and Torres Strait Islander cultures. This training program is mandatory for all 
existing and new staff, highlighting RANZCO’s commitment to fostering a safe and inclusive workplace.

Additionally, RANZCO continues to provide an opportunity for Aboriginal and Torres Strait Islander members to join 
key College Committees to advise on relevant matters, as necessary. For this reporting period, no members that 
identify as First Nations joined the RAP reference group nor the RAP Working Group. However, RANZCO continues 
to maintain a dedicated Aboriginal and Torres Strait Islander Eye Health Committee which includes one First Nations 
ophthalmologist and includes collaboration and consultation with First Nations trainees currently on the RANZCO 
Vocational Training Program.

Zoho Projects has been selected as the appropriate system to track and measure RAP commitments. This platform was 
successfully used to track the RAP objectives in the previous RANZCO RAP, and new measures – including quarterly 
meetings, monthly reminders and shared calendars – have been implemented to ensure that RANZCO staff actively 
engage in reconciliation and reporting. 

https://supplynation.org.au/
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Summary
Key highlights

	Î Strategic shift toward cadetship/internship pathways to build a First Nations talent pipeline.

	Î Continued inclusive recruitment messaging across all job advertisements.

	Î Procurement strategy remains active and embedded in practice.

	Î Ongoing staff engagement with Aboriginal and Torres Strait Islander suppliers.

Challenges and opportunities
Challenges

	Î Limited success in attracting Aboriginal and Torres Strait Islander applicants through traditional recruitment 
channels.

	Î Financial constraints limiting access to Supply Nation membership.

	Î Highly specialised procurement needs restricting supplier diversity opportunities.

Opportunities

	Î Implementation of cadetship programs to foster long-term workforce participation.

	Î Continued strengthening of supplier engagement through internal awareness and tools.

	Î Exploration of alternative partnerships and networks to support procurement goals.

Conclusion
This quarter reflects a period of honest reflection and adaptive strategy for RANZCO. While systemic challenges 
remain, particularly in recruitment outcomes, the organisation has demonstrated a willingness to evolve its 
approach – most notably through the proposed cadetship pathway.

Championed by Mr Gerhard Schlenther, Head of Policy and Advocacy, RANZCO remains committed to 
embedding reconciliation into all its operations, with steady progress achieved in this quarter across both 
employment and procurement domains.

RANZCO would like to thank the RANZCO RAP Reference Group and Reconciliation Australia for their continued 
guidance. For any queries or comments regarding this report kindly contact us via policy@ranzco.edu. 
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