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1. Brief Situational Analysis 
 

1.1 Employment and Training Services 
 

Greenacres Disability Services has been involved in providing support for people with 
disabilities in an employment type setting since it began its sheltered Workshop in 1964. 

Following the introduction of the Disability Services Act in 1986 Greenacres transitioned to a 
business enterprise and created industrial instruments with the Liquor Hospitality and 
Miscellaneous Workers Union to provide its supported employees with rights at work. 

Greenacres operated a Disability Employment Service (DES) program for approximately 10 
years until it lost its market share under the star rating system in 2017. 

Apart from our Australian Disability Enterprise Greenacres has operated a transition to work 
program which under the NDIS is called SLES. 
 

1.2 Protecting Supported Employment Jobs 
 
Greenacres has been at the forefront of trying to protect supported employment jobs against 
the knee jerk reaction by the Commonwealth to the Federal Court Decision involving the 
BSWAT. In responding to the Federal Court Decision the Commonwealth took a view that it 
would only support a productivity based wage assessment system for the future. It took this 
approach without listening or waiting for the outcome of the Fair Work Commission 
proceedings. It promoted transition funding to encourage organisations to move to the 
Supported Wages System (SWS) even though it knew that most Australian Disability 
Enterprises (ADE) would fail without an ongoing increase in funding. Of recent times the 
Commonwealth has modified its view about wage assessment. 
 

1.3 The NDIS 
 
To date the NDIS has failed dismally to encourage people with a disability to look for 
supports related to employment outcomes. Accordingly innovative programs and real 
incentives need to be created to achieve this but not the least being a better understanding 
the LAC and NDIA about the future of work options for people with disabilities. 

Without significant innovation and changes to policy settings supported employment 
and indeed employment opportunities for people with disabilities are likely to fail in 
the future. 
 

2. What is DSS/NDIA Real Agenda? 
 

The mere fact that the Department of Social Services (DSS) in this paper is suggesting that 
ADE look at providing non-employment supports is counter to the objective which is to 
encourage employment for people with disabilities.  
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Such non – vocational supports are already provided for those that want them under the 
NDIS. What the DSS is saying is that if ADE are no longer viable (for a variety of reasons) 
supported employees can revert to being non-employees and be provided with day 
programs and the like. 

This, for thousands of supported employees and their families would be devastating. 

On average, at Greenacres, supported employees earn $122 a week which supplements 
their pension. Taking away their income and their dignity of work should not be an 
acceptable option unless the supported employee themselves wants the change. 

For many years there have been personnel in DSS who have not supported ADE and like 
many advocate groups see ADE as segregated employment. PWDA is one such advocate 
group who support the SWS being imposed on ADE as part of their Wage Justice 
Campaign. Appendix A is copy of an extract from their website. It says that as part of their 
policy PWDA want; 

“..An end to Australian Disability Enterprises (ADE) model of segregated employment and 
transition to a model that would create genuine training opportunities to get people with 
disabilities mainstream jobs. We are pursuing this through our Wage Justice Campaign.” 

This proposition must be roundly rejected by DSS and NDIA as Supported Employment for 
many is not only, the only option, but their preferred option. Evidence in the Fair Work 
Commission has witness statement after witness statement from supported employees 
loving their jobs. These are on the public record. It should be noted that in the Fair Work 
Commission proceedings none of the advocacy groups including PWDA put forward any 
evidence from supported employees and/or their carers to support the PWDA position. 

If the DSS or NDIA are genuine in wanting to see supported employment thrive then its 
approach should not even contain options about what you do with people who might lose 
their supported employment job but rather look for innovative reforms that might be 
introduced to see a growth in the employment of people with disabilities in both open and 
supported employment. 

Recommendation 1 

It is recommended that at every plan meeting for a person with a disability 15 years 
and over the question should be asked; how can we as part of your capacity building 
see what skills we can help you develop to secure employment in the future? This 
should be a discussion which looks at all training and employment options having 
regard to the wishes of the PWD before proceeding with other supports. 
 
 

3. Dealing with the 2 Big Elephants in the Room 
 

Two elephants in the room must be dealt with by the Government to provide both certainty 
and incentive for people with disabilities to be active participants in the workforce. Firstly the 
government needs to remove the discrimination of lower wages once and for all 
notwithstanding the decision that might arise from the Fair Work Commission and secondly it 
needs to provide an unconditional transition between employment and DSP on an ongoing 
basis.  
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3.1 Wage Discrimination 
 
In the lead up to the Fair Work Commission Greenacres with the Flagstaff group 
commissioned work to look at the implications of how you might pay a person with a 
disability a full award wage who might otherwise be on lower than the minimum rate. The 
objective was to ensure both the person with a disability and the government were not 
financially disadvantaged. 

Appendix B is a discussion paper produced some years ago which demonstrated how this 
might be achieved. DSS were not prepared to invest any time in looking at this option 
notwithstanding the fact that it would be a major reform which would provide incentives for 
people with disabilities to continue to develop their skills. The proposal if adopted would stop 
any further potential litigation around the question of wage discrimination.  

Moving to a scheme similar to that in Appendix B is not inconsistent with the findings of a 
KPMG Report Options for defining productivity in a supported environment dated 
August 2015 commissioned by NDS, where at section 5.7,” Conclusions and next steps “, it 
reads; 

“The international experience suggests that adjusting wages for people with a disability for 
productivity or other factors is not widespread, and in many jurisdictions there has been a 
trend away from adjusting wages to paying a market or minimum wage is coupled with 
access to wage subsidies for employers….” 

Recommendation 2 

We would urge the Government to set up a working party to look at the full wage 
option and bring forward a set of recommendations on how it might be practically 
implemented.  
 

3.2 Access to the Disability Support Pension 
 
One of the great disincentives for people with disabilities working in open employment is the 
possibility of losing access to their DSP and other entitlements. 

Whether it be people accessing open employment via a DES program or indeed supported 
employees who might make the transition to open employment their ability to continue to be 
eligible for the DSP and other entitlements attached to that status is extremely important. 

The current rules for people with disabilities that might make them ineligible in future for the 
DSP should be reviewed. If a person is eligible to be on DSP they should be able to return to 
the DSP if they have an ongoing disability at any time they are unable for a variety of 
reasons to maintain employment.  

The unfairness of a person with a disability being retrenched, or terminated whilst in open 
employment and then being paid a Newstart Allowance instead of their DSP even though 
they still have an ongoing disability is reckless and definitely a disincentive for people with 
disabilities to stay in employment or work beyond threshold hours that are set. The DSP for 
persons with an ongoing disability should be the safety net.  
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Recommendation 3 

We would recommend that people with disabilities the DSP should always be the 
safety net to fall back to if they are not in employment. 
 

4. Answering the Discussion Paper Questions. 
 

In answering the discussion paper questions we have decided to take a more holistic 
approach by encapsulating at least some of our answers in our proposals for reform below. 
In doing so we emphasize that the 2 elephants mentioned above need to be addressed in 
the future. 
 

5. Role of ADE into the Future. 
 

As the DSS discussion paper articulates ADE face a range of ongoing challenges to remain 
viable. To ensure supported employment continues to be an avenue for people with 
disabilities to choose we believe many things must change to fulfil the objectives below. 
 

5.1 Objectives 
 
1. Providing the resources to allow ADE to provide a greater range of choices to PWD 
including:  

• Transitioning persons into open employment. 
• Providing greater job opportunities to PWD in community and or community/social 

enterprises or in open employment settings where the PWD is still an employee of 
the ADE. 

• Providing casual/part-time employment to young people who are still at school.  

2. Greater Government assistance with respect to providing quality government contracts 
which play to the current and future capability strengths of ADE. 

3. Assistance grants to set up new business models with greater emphasis community 
enterprises or innovation in terms of product development or service provision. 

 
5.2 Supported Employment in an Open Employment Setting. 
 
Evidence from our own supported employees who have gone into open employment and 
subsequently come back to the ADE state a variety of reasons for this; 

• Feeling excluded and unsupported 
• Being in a hostile environment which exacerbated their disability 
• Not having support to discuss non work issues 
• Missing the ADE environment where they had friends and trusted relationships with 

their support workers. 
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Examples of the above can be found in witnesses statements put before the Fair Work 
Commission.  Greenacres would be happy to organise meetings/forums with our supported 
employees and/or their carers as to why they feel open employment doesn’t work for them. 

Conversely Greenacres recently set up a community enterprise café in Wollongong called 
Brewing up a Storm. There is a supervisor and 2 to 3 supported employees at any one time 
during peak times. The supported employees have in these circumstances the benefit of 
both interacting with the public whilst carrying out their duties but also having an employer 
(ADE) who understands their disabilities and gives them ongoing support. 

 

5.3 ADE Transitioning Supported Employees to Open Employment 
 
There can be a valid argument that once a person with a disability has been working in an 
ADE for some time, the ability for them to move to open employment is made more difficult 
because they are going from a non-pressure work environment where they have lots of 
support and indeed friends to a market based employer who has different expectations and 
objectives.  

Often such employers are less tolerant of workplace issues which are outside the norm. 
These can include increased absenteeism of the person with the disability increased 
ongoing training and reminders about simple procedures, non-acceptance that issues will 
arise from time to time which they normally wouldn’t have to deal with and having an 
employee who has less skills and therefore less flexibility to carry out a wide variety of tasks. 

In addition to the above transitioning issues, ADE are not specifically funded to find 
supported employees open employment and would therefore rely upon a DES. In these 
circumstances the DES doesn’t understand in great detail the capabilities of the supported 
employee. A DES primary purpose is not to provide ongoing support to the employer in any 
meaningful way but rather to secure employment particularly for Centrelink clients who are 
deemed to have a greater capacity to work. 

Recommendation 4 

Accordingly we recommend that ADE automatically be able to take on the role of 
placing supported employees who wish to work into open employment and receive a 
weekly open employment support payment to provide ongoing support to the PWD 
and their open employer.  

This payment should be $200 per week per PWD with low to medium support needs and is 
predicated on the business model of an ADE having a fulltime trainer in the field supporting 
10 supported employees.  

Of course in such circumstances where the ADE is no longer the employer they would not 
receive the Support Funding described in Section 8 below. 

In these circumstances the open employer not only receives the benefit of applying a 
supported wage and receive a government subsidy but has the benefit of a trainer who is 
familiar and understands the supports required by the PWD. 

This proposal provides both a business incentive for the ADE to look for open employment 
opportunities but overcomes the support issues raised above. Trust between the ADE and 
supported employee is very important including the fact that if the arrangement fails the 
PWD can go back to supported employment in the ADE.  
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To assist overcoming the issue of feelings of isolation or exclusion in some circumstances 
locating 2 supported employees who are friends with the same open employer may be 
desirable. In this situation where 2 people with disabilities are being supported with the one 
employer the support fee might increase $300 to support both employees in the one 
workplace. 
 

5.4 SLES Should Have a Mechanism for Ongoing Support  
 
SLES programs are designed to try and achieve employment outcomes. In most cases they 
do but many are in an ADE. Again if a person with a disability can be found an open 
employment position then when the SLES funding ceases the same support payment 
arrangement as above for ADEs could be implemented so that continuous support can be 
provided to keep the person with a disability in open employment. 

The beauty of these support arrangements for both ADE and SLES is that they are purely 
outcomes driven. The only time the payment is made is when the person with a disability 
remains in paid open employment. Good quality trainers and organisations will make a real 
difference in keeping people with disabilities (who otherwise may have been supported 
employees) in long term open employment. It goes without saying that the payments made 
would only occur whilst the support is provided at the request of the person with a disability 
and employer. 
 

6. Procurement Guarantee for ADEs 
 

ADE winning government or local government contracts have been extremely difficult 
notwithstanding the work being done by NDS through their Buyability Campaign. What is 
required is a legislative obligation for all levels of government to provide work.  

This will ensure there is energy put into matching the products and or services the 
government agency requires with the capabilities of ADE. To give an example Greenacres 
produces Body Bags but has been unsuccessful in obtaining work from NSW Health. This 
would be an area where we have capability and if successful would be export replacement.  

Recommendation 5 

It is recommended that a procurement guarantee should be in place for ADEs.  
Legislation should be in place to require all levels of government to have a 1 % spend 
of their contract for services budget that goes to ADE in their jurisdiction. This could 
be conditional on there being ADE in their jurisdiction that are capable and willing to 
provide the goods and services. There should be no competitive tendering 
requirements in these circumstances.  
 

7. Innovation Fund 
 

In many cases ADE are still doing work in areas which have been restructured out of the 
Australian economy either by overseas competitors or technology, i.e. manual packaging 
and assembly. In most cases new technology or overseas companies do this work but ADE 



9 | P a g e  
 

still take on the work because it can be broken down to match the capability of supported 
employees. It is low margin and in many cases non profitable.  

For organisations to innovate and change their business models they need resources to  

• Research new business opportunities. 
• Introduce new technology that can improve production. 
• Buy or set up new businesses. 
• Look at new supported employment models. 
• Improve existing infrastructure in profitable areas of their business. 

The Innovation Fund would have objectives/criteria that each proposal could be assessed 
against. 

Recommendation 6 

It is recommended that an easy to access Innovation fund be available to ADE to 
apply for on a matching dollar for dollar basis with a cap of $100,000 per ADE project. 
$12 million dollars per year for the next 7 years should be budgeted for this purpose. 
 

8. Funding ADEs 
 

There is no question that the current funding arrangements for ADE do need to be reviewed 
in light of two significant events and one purpose driven obligation. 

The two significant events are the introduction of the NDIS and the second is the inevitable 
wage increases which will flow from any decision of the Fair Work Commission, in relation to 
wages for supported employees. The purpose driven obligation is the expectation that ADE 
need to remain viable to provide ongoing employment for supported employees. 

In our view any future funding arrangements need to have the following objectives; 

• Are individually based on the supported employees support needs. 
• Are a better economic option for government than the person not being in 

employment and having to access more expensive NDIS supports. 
• Make good on the promise by the government to ensure ADE remain viable. 

8.1 Support Funding 
 
To achieve the above we propose three levels of support funding to replace the old DMI 
funding each level broken in 2 bands based on the hours worked by supported employees. 

The support funding assessments should be simplified and supplemented by the appropriate 
medical evidence. The support funding should be increased each year by average weekly 
earnings to ensure labour support costs are fully covered.  
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Recommendation 7  

We recommend the following support funding levels. 

Within each level their be 2 tiers one level for SE who work less than 24 hours per 
week and one where they work 24 or more hours. This will encourage ADEs to 
promote greater levels of employment hours for supported employees 

Support Needs < 24 Hours Per week > 24 Hours Per Week 
Low $5,000 $9,000 
Medium $9,000 $11,000 
High $11,000 $14,000 

 

8.2 Higher Wages Funding Support 
 
As a consequence of the Fair Work Commission it is inevitable that higher wages for 
supported employees will occur. In our view if ADE are to remain as an employment option 
then wage supplementation must exist on an ongoing basis. 

Recommendation 8 

It is recommended that the Government introduce the higher wages supplementation. 
It is proposed to have a four tier higher wages supplementation. 

• Tier 1 – 0% loading for SE being paid less than 30% of the minimum wage. 
• Tier 2 - 20% loading will be for supported employee assessed to be on 30% to 

49% of the minimum wage. 
• Tier 3 – 30% loading will be for supported employee assessed to be on 50 % to 

69% % of the minimum wage. 
• Tier 4 - 35% loading will be for supported employee assessed to be on 70% and 

above of the minimum wage. 

The higher wages supplementation would be based on the total hours worked by a 
supported employee calculated on his or her hourly rate. The payment could be made 
quarterly. 

The higher wages supplementation would apply to all ADEs irrespective of which wage 
method they use although it is expected the Fair Work Commission will determine the 
phasing in of a national wage assessment system. This proposal would replace the current 
governments offer to provide transition funding to those organisations moving to a 
productivity only based tool. This would be a saving of over $130 million dollars. 

It could also be funded by the Government not agreeing to a FWC suggestion to use 
independent assessors for ADE wages in any new wage assessment system. This would 
save the government $66 million dollars annually. It terms of this point the DSS should 
establish independent audits to ensure ADE are correctly assessing wages of their 
supported employees. 

The proposed system above is unlikely to be abused by employers to secure more funding 
because the higher wages subsidy does not offset the whole wage associated with 
supported employees moving up a particular wage level. Abuse will also be picked up in any 
audit. 
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In addition a good proportion of supported employees are likely still to be on less than 30% 
of the minimum rate and as such the supplementation would not apply. 

The higher wages supplementation is a very good way of assisting ADE who are moving to 
introduce business models which are more innovative and require higher skilled SE.  
 

9. Conclusion 
 

All of the proposals put forward are designed to meet the objectives outlined in Section 5.1 
above. 

Collectively all of the proposals would greatly enhance the ability of ADE to remain viable 
whilst at the same time innovate and change to meet the increased expectation of supported 
employees, carers and the community at large and also provide another avenue for people 
with disabilities to access open employment. 

We believe all of the proposals when delivered as a package are a better social and 
economic outcome for the government than supported employees being out of work and 
relying on social supports under the NDIS. 

 
10. Recommendations  
 
10.1 NDIS Employment Priority 

 
It is recommended that at every plan meeting for a person with a disability 15 years and over 
the question should be asked; how can we as part of your capacity building see what 
skills we can help you develop to secure employment in the future? This should be a 
discussion which looks at all training and employment options having regard to the wishes of 
the PWD before proceeding with other supports. 
 

10.2 Full Award Wages Working Party 
 
We would urge the Government to set up a working party to look at the full wage option and 
bring forward a set of recommendations on how it might be practically implemented. 
 

10.3 DSP Safety Net 
 

We would recommend that people with disabilities on the DSP should always be the safety 
net to fall back to if they are not in employment. 
 

10.4 Supported Employees to Open Employment 
 
Accordingly we recommend that ADE automatically be able to take on the role of placing 
supported employees who wish to work into open employment and receive a weekly open 
employment support payment to provide ongoing support to the PWD and their open 
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employer. 
 

10.5 Procurement Guarantee 
 
It is recommended that a procurement guarantee should be in place for ADEs.  Legislation 
should be in place to require all levels of government to have a 1 % spend of their contract 
for services budget that goes to ADE in their jurisdiction. This could be conditional on there 
being ADE in their jurisdiction that are capable and willing to provide the goods and services. 
There should be no competitive tendering requirements in these circumstances. 
 

10.6 Innovation Fund 
 
It is recommended that an easy to access Innovation fund be available to ADE to apply for 
on a matching dollar for dollar basis with a cap of $100,000 per ADE project. $12 million 
doaars per year for the next 7 years should be budgeted for this purpose. 
 

10.7 Support Funding 
 
We recommend the following support funding levels. 
 

Within each level their be 2 tiers one level for SE who work less than 24 hours per week and 
one where they work 24 or more hours. This will encourage ADEs to promote greater levels 
of employment hours for supported employees 

Support Needs < 24 Hours Per week > 24 Hours Per Week 
Low $5,000 $9,000 
Medium $9,000 $11,000 
High $11,000 $14,000 

 

10.8 Higher Wages Supplementation 
 
It is recommended that the Government introduce the higher wages supplementation. It is 
proposed to have a four tier higher wages supplementation. 
 

• Tier 1 – 0% loading for SE being paid less than 30% of the minimum wage. 
• Tier 2 - 20% loading will be for supported employee assessed to be on 30% to 49% 

of the minimum wage. 
• Tier 3 – 30% loading will be for supported employee assessed to be on 50 % to 69% 

% of the minimum wage. 
• Tier 4 - 35% loading will be for supported employee assessed to be on 70% and 

above of the minimum wage. 
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