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1 Introduction 

The Australian Human Rights Commission (Commission) welcomes the 

opportunity to provide a submission to the Department of Social Services (DSS) 

regarding the establishment of a Disability Employment Centre of Excellence 

(Centre).  

The Commission is Australia’s National Human Rights Institution, with recognised 

independent status and roles in United Nations human rights fora. The 

Commission’s mandate is to provide independent and impartial services to 

promote and protect human rights and fundamental freedoms.  

The Commission plays a crucial role in setting standards, promoting awareness, 

and addressing discrimination. The Commission also undertakes policy and 

research work, including specific projects, and delivers training and education in 

human rights awareness, while also investigating and conciliating complaints of 

unlawful discrimination and breaches of human rights.  

The Commission, under the leadership of the Disability Discrimination 

Commissioner, leads a disability employment Project, IncludeAbility, which aims 

to increase meaningful employment for people with disability in Australia. 

The Commission undertakes many of the functions proposed for the Centre in 

this Options Paper and welcomes further discussion about the role and function 

of the Centre and the Commission, including how the two agencies might work 

together and avoid duplication. 

2 The disability rights landscape in Australia  

2.1 International human rights treaties 

(a) The Universal Declaration of Human Rights  

The Universal Declaration of Human Rights was adopted by the General 

Assembly of the United Nations on 10 December 1948. Motivated by the 

experiences of the preceding world wars, the Universal Declaration was the first 

time that countries agreed on a comprehensive statement of inalienable human 

rights.1 

The Universal Declaration of Human Rights begins by recognising that ‘the 

inherent dignity of all members of the human family is the foundation of 

freedom, justice and peace in the world’.2 
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The Universal Declaration includes civil and political rights, for example the rights 

to life, liberty, free speech and privacy, and economic, social and cultural rights, 

for example the right to social security, health, education, and employment. 

Article 23 of the Universal Declaration states that:  

• Everyone has the right to work, to free choice of employment, to just and 

favourable conditions of work and to protection against unemployment. 

• Everyone, without any discrimination, has the right to equal pay for equal 

work. 

• Everyone who works has the right to just and favourable remuneration 

ensuring for himself and his family an existence worthy of human dignity, 

and supplemented, if necessary, by other means of social protection. 

• Everyone has the right to form and to join trade unions for the protection 

of his interests.3 

(b) Other international human rights instruments  

A range of international instruments ratified by Australia recognise the right to 

meaningful and fairly remunerated employment, including:  

• the International Covenant on Economic, Social and Culture Rights (ICESCR),  

• International Covenant on Civil and Political Rights (ICCPR)  

• Convention on the Rights of the Child 

• Convention on the Elimination of All Forms of Discrimination Against Women 

• Convention on the Rights of Persons with Disabilities (CRPD). 

Certain conventions and recommendations of the International Labour 

Organization (ILO) are also relevant.4 

(c) Convention on the Rights of Persons with Disabilities  

The Convention on the Rights of Persons with Disabilities (CRPD) sets out the 

fundamental human rights of people with disability. Its purpose is to promote, 

protect and ensure the full and equal enjoyment of all human rights and 

fundamental freedoms by all persons with disabilities, and to promote respect 

for their inherent dignity.5 

The key Articles of the CRPD relating to employment of people with disability are: 
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• Article 5(3) requires that appropriate steps be taken to ensure reasonable 

accommodations are provided to people with disability.  

• Article 9 requires the identification and elimination of barriers to 

accessibility, including the physical environment, information and 

communication technologies and systems and other facilities. 

• Article 27 recognises the right of people with disability to work on an equal 

basis with others, and includes: 

o the right to the opportunity to gain a living by work freely chosen or 

accepted in a labour market.  

o the right to a work environment that is open, inclusive and 

accessible to people with disability.   

o the provision of reasonable accommodations in the workplace.6 

2.2 Federal Human Rights Act  

The Commission has long supported the introduction of a federal Human Rights 

Act as the best way to anchor the promotion and protection of human rights in 

Australia.7 In its Free & Equal project, the Commission proposes a model for an 

Australian Human Rights Act to ensure legal protections for the basic rights of all 

Australians and provide avenues for redress where people’s rights are breached.  

The Commission’s model specifically includes the human right to work, and other 

work-related rights, including the right to the enjoyment of just and favourable 

conditions of work.8 The Commission proposes to have educative and awareness 

training functions under a federal Human Rights Act and within the context of a 

re-invigorated Human Rights Framework. 

2.3 Functions of the Australian Human Rights Commission  

The Australian Human Rights Commission (Commission) is established as an 

independent statutory body in the Australian Human Rights Commission Act 1986 

(Cth) (AHRC Act), and has a role and functions under each of the four federal 

discrimination laws.  

Together, these five laws outline the functions, powers and structure of the 

Commission, many of which have direct application in employment9.  

The AHRC Act gives effect to Australia’s obligations under the following 

international human rights treaties: 
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• International Covenant on Civil and Political Rights (ICCPR) 

• Convention Concerning Discrimination in Respect of Employment and 

Occupation (ILO 111) 

• Convention on the Rights of Persons with Disabilities 

• Convention on the Rights of the Child 

• Declaration of the Rights of the Child 

• Declaration on the Rights of Disabled Persons 

• Declaration on the Elimination of All Forms of Intolerance and of 

Discrimination Based on Religion or Belief.10 

(a) Complaints  

The Commission has a role in handling complaints of alleged unlawful 

discrimination and human rights violations.11 Complaints received under the 

Disability Discrimination Act 1992 (Cth) (Disability Discrimination Act) consistently 

constitute the highest number of complaints received by the Commission. In 

2021-22, 52% of all complaints received by the Commission were lodged under 

the Disability Discrimination Act. Consistent with previous years, the main areas 

of public life raised by complaints were employment and the provision of goods, 

services and facilities. Goods and Services made up 69% of complaints, and 

Employment made up 22% of complaints under the Disability Discrimination 

Act.12 

(b) Education  

The Commission has a general role to promote an understanding and 

acceptance of, and compliance with, the AHRC Act and the Disability 

Discrimination Act.13 It also has functions to undertake research and educational 

programs, promoting understanding and acceptance of human rights principles, 

and other programs,14 for the purpose of promoting the objects of these laws. 

Some examples of how the Commission fulfills these functions is through 

publicly available Disability Awareness Training, and in leading projects such as 

the IncludeAbility Project.   

(c) Inquiries  

The Commission has the authority to conduct inquiries into issues related to 

human rights and discrimination.1516 As it relates to discrimination in 

employment, the Commission, under the joint leadership of the Age and 

Disability Discrimination Commissioners, led the Willing to Work Inquiry in 2016, a 
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national inquiry into employment discrimination against older Australians and 

Australians with disability.17 Not specific to disability, but of great importance to 

the employment context more broadly, the Sex Discrimination Commissioner led 

the Respect@Work Inquiry,18 which led to significant reform to the Sex 

Discrimination Act 1984 (Cth) to prevent sexual harassment in the workplace. 

(d) Functions under the Disability Discrimination Act 

The Commission has several functions under the Disability Discrimination Act 1992 

(Cth), which are mostly undertaken under the leadership of the Disability 

Discrimination Commissioner.  

Some functions of the Commission are specific to the Disability Discrimination 

Act. For instance, the Commission has a role to report to the Minister on matters 

relating to the development and operation of disability standards under the 

Disability Discrimination Act, including monitoring and reporting. While no 

standards currently exist in relation to employment, in Free & Equal: Reform 

Agenda for Federal Discrimination Laws, the Commission recommended that 

consideration should be given to the introduction of new Disability Standards 

including for employment.19  

The Commission has a role to prepare, and to publish in such manner as the 

Commission considers appropriate, guidelines for the avoidance of 

discrimination on the ground of disability.20 The Commission publishes various 

guidelines relating to employment, for example on the Targeted Recruitment of 

People with Disability, Disability Action Plans, and guides and factsheets on rights 

and responsibilities under the Disability Discrimination Act, found on the 

IncludeAbility Resource portal.21  

The Disability Discrimination Act allows for the preparation of Disability Action 

Plans by organisations, employers, businesses and providers of goods and 

services.22 Disability Action Plans set strategies for identifying and addressing 

practices which could result in discrimination against people with disability, 

detailing how an organisation is making its workplace, products, and services 

accessible and inclusive to people with disability, and informing the public how it 

is approaching diversity and inclusion.23 The Commission further has a role to 

receive and maintain a register of Disability Action Plans.24 While the Disability 

Discrimination Act does not require that the Commission endorses Disability 

Action Plans, a Disability Action Plan that has been given to the Commission 

must be taken into account when determining ‘unjustifiable hardship’ in the 

context of a complaint.25  
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The Commission provides guidance to organisations on the development and 

implementation of Disability Action Plans.  

This occurs through:  

• informal requests made for the advice of the Disability Discrimination 

Commissioner and team 

• issuing of guidance, such as the Disability Action Plan Guideline  

• support provided by the Commission to Employer Network Members 

context of the IncludeAbility Project 

• in the specific context of the Australian Public Service (APS), as part of the 

Disability Discrimination Commissioner and Commission’s roles in the 

Australian Public Service Disability Employment Strategy 2020-2025.  

Many of the functions of the Commission in the Disability Discrimination Act may 

overlap with the proposed functions of the Centre, see section three below. 

2.4 The Disability Royal Commission  

The Royal Commission into Violence, Abuse, Neglect and Exploitation of People 

with Disability (Disability Royal Commission) was established in April 2019. The 

final report of the Royal Commission makes 222 recommendations to improve 

laws, policies, and practices for a more just and inclusive society, including the 

recommendation for a new Disability Rights Act. 

Some of the major recommendations include ending segregation in society by 

phasing out group homes, segregated employment, and segregated education. 

The recommendations call for sweeping changes across all areas of society, from 

education and employment to the justice system and governance. Additional 

independent oversight mechanisms and pathways for complaints are also 

recommended to address violence and abuse across various settings.  

(a) Disability Employment Services 

The Disability Royal Commission highlighted that the Disability Employment 

Service (DES) model has faced challenges in achieving positive employment 

outcomes and addressing structural issues within the program.  

Some of the observations and findings of the Disability Royal Commission that 

are relevant to the establishment of the Centre include:  
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• Participant Experiences: Structural issues within the DES program have 

led to negative experiences for participants. These include a lack of 

appropriate support, failure to provide person-centred services, 

inadequate response to complaints, and a lack of professionalism within 

the DES sector. At Public hearing 21, ‘The experience of people with 

disability engaging with Disability Employment Services’, looking at 

people’s experiences with DES, ‘Mzia’ said, ‘I raised my issues of things not 

only with the company but with outside places to report complaints. I've 

never heard anything from them. Nothing got resolved. I'm still getting 

pushed through a system where I'm not getting listened to.’26  

• Structural Issues in Funding Arrangements: The funding structure for 

DES providers includes Outcome Fees paid out by DSS to DES providers27, 

which are tied to participants' employment milestones. The system 

encourages providers to prioritise individuals who are job-ready, 

potentially neglecting those with more complex issues. This can result in 

participants cycling through activities and providers without achieving 

long-term results. 

• Lack of Knowledge and Professionalism: Many DES staff members lack 

essential knowledge and understanding to effectively support participants. 

They may not have specialised disability knowledge or qualifications, 

including cultural competence. Participants can be subjected to 

intersecting forms of discrimination and not feel adequately supported. 

• Inaccessible Information: Information provided by DES providers, 

including rules, rights, and complaints mechanisms, can be inaccessible 

and challenging to understand for people with disabilities. This can leave 

participants unaware of their rights or how to address issues. 

• Response to Violence, Abuse, Neglect, and Exploitation: The Disability 

Services Act establishes that participants can make complaints about 

incidents directly through their DES provider and the Complaints 

Resolution and Referral Service, managed by DSS. The Disability Royal 

Commission found that the process may not always be clear or effective, 

leading to unsatisfactory experiences for participants. A model where 

service providers self-regulate may not be sufficient to safeguard against 

violence, abuse, neglect, and exploitation. In a joint submission on the 

Disability Services and Inclusion Bill, disability peak bodies claimed ‘it is 

insufficient (and undermines impartiality) to rely on personnel associate 

with or engaged by a service to identify and report a breach’.28 
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• Lack of Incentive for Quality Services: The framework for assessing DES 

providers primarily focuses on efficiency and effectiveness, potentially 

overlooking quality. Participants do not have a clear understanding of the 

quality of service they can expect when choosing a provider. This lack of 

quality assessment undermines a participant's right to choose and control 

their services.29 

The Disability Royal Commission made several recommendations in relation to 

DES in Australia, including developing education and training resources for DES 

staff,30 and priorities for inclusion in the new DES model; specifically adopting a 

customised employment model as a core component of service provision, 

ensuring flexible funding arrangements, and removing the eight-hour future 

work capacity requirement of participants to meet eligibility.  

The Commission welcomes the Australian Government’s development of a new 

DES model expected to improve the experiences of people with disability in the 

DES system by 2025, which should be a key focus of the Centre.  

3 Recommended options for the Centre of 

Excellence 

The Commission, and other agencies in Australia, already have legislated 

responsibility for many of the functions proposed for the Centre in the Options 

Paper. Given the well-established role of the Commission under the Disability 

Discrimination Act in relation to employment more broadly, a Centre that would 

focus on developing and delivering training for private-sector enterprises, and 

creating evidence-informed best-practice tools and resources, would be 

duplicative and unnecessary. Specifically, this relates to the topics listed on page 

12 of the Options paper including: barriers faced in findings employment, 

disability discrimination in disability employment and customised employment.  

Recommendation 1: The Australian Department of Social Services should 

undertake a functional and jurisdictional gap analysis as to avoid 

duplication in duties, functions, and powers with the Australian Human 

Rights Commission and other statutory agencies in Australia. The analysis 

should scope available resources so as to maximise efficiency and 

effectiveness in expenditure.  

As outlined above, the Disability Royal Commission makes several findings and 

recommendations regarding DES, including what is needed to improve outcomes 

for participants. In light of these recommendations, noting the ongoing DES 
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Review and the challenges in reforming and improving DES, the Commission’s 

view is that the Centre should have a specialist focus on DES to increase the 

capacity of employment service providers. This would fill an important gap in the 

disability policy and regulatory landscape.  

The Centre could particularly play a key role in helping the Government to work 

with providers to lift the quality of employment services and deliver better 

outcomes that ensure the experiences and views of people with disability are 

central to how quality is measured.31 

Specific recommendations from the Disability Royal Commission for enhancing 

the DES program's effectiveness and accessibility include more person-centred 

services, including using inclusive design, customised employment, flexible 

funding arrangements, extending eligibility, competent providers and staff, 

improving quality in DES.32  

The Disability Royal Commission provides the following at Recommendation 

7.17:   

The Australian Government Department of Social Services should develop 

a suite of accessible education and training resources for providers of 

Disability Employment Services to upskill their staff. 

Resources should be co-designed by people with disability and involve 

consultation with advocates, employers, and Disability Employment 

Services providers. 

Resources should address the gaps we have identified, including in: 

• disability awareness 

• cultural competence 

• human rights 

• customised employment 

• employer engagement 

• Disabilities Employment Services guidelines and procedures.33 

Recommendation 2: The Centre of Excellence should play a strong and 

specialised role in driving Disability Employment Service reform aligning 

with Recommendation 7.17 in Volume 4(b) of the Royal Commission into 

Violence, Abuse, Neglect and Exploitation of People with Disability. 

Functions should include: training, research, regulation, and capacity 

building, 
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Recommendation 3: The Australian Department of Social Services should 

integrate Human Rights principles and obligations into the design and 

operations of the Centre of Excellence.  

3.1 Whom the Centre could assist 

The Disability Royal Commission found that Labour force participation rates for 

people aged 15 to 64 are particularly low for people with psychosocial disability 

(34 per cent), intellectual disability (38 per cent), and head injury, stroke or 

acquired brain injury (32 per cent).34 Labour force participation rates are also low 

for women with disability (51 per cent) and First Nations people with disability 

(45 per cent).35  

The Centre should assist DES providers, supported employment services, 

government agencies, disability advocates, and the disability sector more broadly 

including disability employment initiatives and projects, by building capacity, 

research, data consolidation and analysis, convening of a Community of Practice, 

and monitoring and regulation.  

Recommendation 4: The Centre of Excellence should consider the 

intersectional experiences of people with disability, how this can impact 

employment outcomes and how service delivery can be improved to take 

into consideration the intersectional experiences of people with disability. 

3.2 Models for consideration  

As above, the Commission welcomes the models for consideration and proposes 

that the Centre play a strong role in DES reform. The Commission sees a role for 

the Centre in training, regulation, and capacity building of the Disability 

employment sector, supported by evidence and research functions.  

A model that combines elements of a Research Centre and Evidence-Informed 

Training Hub would effectively balance research, dissemination, and capacity-

building functions, and support the sector to access high quality, relevant and 

up-to-date information and provide best practice service delivery.  

An evaluation of the Commission’s IncludeAbility Project found that employers 

and intermediaries valued training and support provided by the Commission as a 

‘trusted expert’.36 Participants reported that the training was highly useful in 

helping them to understand how they can address key structural barriers, such 

as inaccessible recruitment and onboarding practices and, in particular, to 

establish processes to ensure that all applicants and employees are supported to 
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have the workplace accommodations they need in order to be successful in the 

workplace.37 

3.3 Build evidence-based practice  

The Commission emphasises the need for the Centre to prioritise research and 

evidence-based practices. The Centre should collaborate with universities, 

research bodies, and the disability sector, including people with lived experience, 

to publish high-quality research, commission new research, and translate 

findings into practical guides, building on existing guides and resources where 

possible. This approach will assist to strengthen disability employment strategies 

and ensure ongoing improvements in the sector. 

The Commission welcomes the opportunity to contribute to this research and 

production of guides, noting that many resources on the IncludeAbility Resource 

Hub, and the Commission’s website, could be added to, updated, or built on as 

part of this process.  

3.4 Key quality control function 

The Disability Royal Commission found that the current evaluation and 

safeguarding system for DES providers predominantly emphasises efficiency and 

effectiveness, potentially overlooking quality. This may compromise a 

participant's ability to make informed choices and exercise control over their 

services.38 

The Commission supports DES quality control and safeguarding functions of the 

Centre, aligning with the Workplace Gender Equality Agency model, as proposed 

in the Options Paper. This includes monitoring DES compliance obligations, 

reviewing interactions with other government programs, and undertaking 

program evaluations.  

In 2018, the Australian Human Rights Commission published A Future Without 

Violence: Quality, safeguarding and oversight to prevent and address violence against 

people with disability in institutional settings. The report identified six essential 

elements of a quality and safeguarding model, one of which is to have 

independent oversight and monitoring.39 

The Commission supports the option for the Centre to be established as a 

statutory agency to conduct research, undertake regulatory functions of 

disability employment service delivery, report on outcomes and undertake 

evaluation. The Commission supports the position suggested in the Options 

Paper that as a statutory agency, the Centre could have a level of independence 
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from the responsible minister or the executive government and be able to 

enforce decisions as a regulator or decision-maker. If the Centre were to exercise 

this function, it is suggested that it is placed as part of a stand-alone agency, or 

within an existing agency separate to the Department of Social Services with a 

regulatory function aligning with recommendations made by the Disability Royal 

Commission in Volume 11.   

3.5 Consolidate data  

The Commission supports the idea of the Centre serving as a data consolidation 

point. The Centre could consolidate data from DES providers, recipients of DSS 

ILC Grants who are required to undertake mandatory DEX reporting 

requirements, and other agencies required to collect data.  The Commission 

recognises the potential for data analysis to share learnings and evidence, 

establish and raise benchmarks, have a better understanding of the cohort and 

key issues, and avoid duplication. 

Recommendation 5: The Centre of Excellence should have a convening role, 

bringing together data, policy, and practice to inform best practice service 

delivery.  

3.6 Provide accessible information and resources 

Ensuring that information is accessible, and in a variety of formats, for a range of 

access requirements (including language type) is essential to the effectiveness of 

the program.  

Recommendation 6: The information published by the Centre of Excellence 

should be is accessible and provided in a variety of formats. 

3.7 Enhance collaborative competition 

The Commission acknowledges concerns about the competitive nature of the 

disability employment system. A collaborative approach should be promoted 

and facilitated by the Centre, fostering cooperation, information sharing, and the 

coordination of a Community of Practice. This will contribute to a more inclusive 

and effective disability employment landscape, and avoid duplication in practice 

and function.  

The IncludeAbility Project Evaluation showed that the establishment of 

Communities of Practice, in the form of a safe space that partners could share 

ideas, challenges and experiences, was critical to the success of the Pilot. The 

space also meant they partners had the confidence to reach out to both the 

Commission and their intermediary to solve problems as they arose.40  
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Recommendation 7: The Centre of Excellence should seek to foster and 

facilitate cooperation and knowledge sharing between disability 

employment service provider and the sector more broadly, for example, 

through the establishment of Communities of Practice.  

3.8 Co-design and leadership  

Article 4(3) of the Convention on the Rights of Persons with Disabilities states:  

In the development and implementation of legislation and policies to 

implement the present Convention, and in other decision-making 

processes concerning issues relating to persons with disabilities, States 

Parties shall closely consult with and actively involve persons with 

disabilities, including children with disabilities, through their 

representative organisations. 

Article 4(3) encodes the principle of ‘nothing about us without us’, emphasising 

that policies and decisions (and Project development) should not be made on 

behalf of persons with disabilities but should include their direct input and 

involvement.  

It is essential that people with lived experience are not only consulted in the 

process of establishing the Centre, but, in line with the CRPD, they are involved in 

every aspect of the development, implementation and evaluation of the Centre.  

Co-leadership and consultation with people with lived experience were also key 

threads of the recommendations made by the Disability Royal Commission. 

The Commission recommends that the Centre be led specifically by people with 

lived experience of disability and employment.   

Recommendation 8: The Centre of Excellence should be led by, co-

facilitated, designed, and implemented by people with lived experience. 

4 Learnings from the Commission’s 

IncludeAbility project  

The Commission’s IncludeAbility project focused on supporting 17 of Australia’s 

largest public and private sector employers to enhance the employment 

prospects of individuals with diverse disabilities, addressing a critical human 

rights issue in Australia. 
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To achieve its aim of increasing meaningful employment opportunities for 

people with disability, IncludeAbility has four components: 

1. Ambassador Advisory Group 

2. Employer Network 

3. Web portal and social media  

4. Pilot employment programs 

The findings from the evaluation of the IncludeAbility project offer valuable 

insights that can inform the Centre design and implementation.  

The IncludeAbility project aligns with the broader objectives outlined in the 

Options Paper. Both initiatives share the common goal of improving 

employment outcomes for people with disability and increasing the capacity of 

employment service providers and employers. 

(a) Employer engagement 

The Evaluation of IncludeAbility provides evidence that supports the need for 

long term engagement with large employing organisations to bring about 

significant change.  

Despite a range of activities and policies, IncludeAbility has surfaced some of the 

underlying barriers to employment of people with disability within large 

organisations. High level policies supporting inclusion are not sufficient alone to 

achieve increased employment of people with disability. The activities of the 

IncludeAbility project, and particularly the pilots, show that there is a need to 

work across multiple levels of the organisations to remove disincentives and 

barriers to employment and actively introduce necessary strategies and supports 

to both employing organisations and employees.41 

(b) Disability Employment Services  

IncludeAbility’s evaluation also found that government-funded systems that 

support people with disability into employment were not utilised by most 

Employer Network members. Around half of members used a DES, with far 

fewer utilising the Employment Assistance Fund that provides expert advice and 

funding to support reasonable accommodations. Some interviewees felt that 

government employment services did not meet the needs of large employing 

organisations, partly due to the complexity of the system.42   

Several Employer Network members had had negative experiences with DES, 

particularly in relation to DES failing to provide the on the ground support that 

was promised. Other criticisms relate to DES providers failing to ensure a good 
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job match, and an over-emphasis on paying wage subsidies which don’t 

necessarily help to onboard the person successfully.43 

4.2 IncludeAbility Pilot Employment Programs  

The IncludeAbility Pilot Employment Programs created employment 

opportunities for people with disability. There were two pilots, each employing 

15 individuals with disability at full award wages, for a 13-week period.  

The success of the IncludeAbility Pilot Employment Programs emphasises the 

effectiveness of tailored approaches, and working with intermediaries (DES 

providers and other specialist disability employment providers).  

The Options Paper can draw from this by considering tailored strategies that 

address different layers of employing organisations. This includes engaging 

CEOs, Senior Executives, State/Regional Management, and workplace-level 

supervisors, ensuring a holistic and impactful implementation model.  

Access to talent pipelines was identified as a key barrier to employment for 

people with disability. IncludeAbility addressed this barrier by connecting large 

employing organisations to disability service providers (intermediaries). These 

organisations committed to deliver the supports the employing organisations 

identified were required to onboard significant numbers of people with disability, 

such as providing suitable candidates, being present onsite, having regular 

meetings to discuss progress, and taking a holistic view by supporting the 

employing organisation rather than just the person with disability.44 

Intermediaries were a critical piece of interconnecting supports, and an 

important innovation of the IncludeAbility project. Intermediaries needed to be 

values-driven with a commitment to people with disability being in community-

based employment.45 

4.3 Recommendations informed by the IncludeAbility project  

The findings from the evaluation of the IncludeAbility project can contribute to 

the design and implementation of the Centre. Key findings from the evaluation 

include the importance of: 

1. Tailored Approaches: Adopting tailored approaches that engage all levels 

of organisations, as demonstrated in the IncludeAbility Pilot Employment 

implementation model. 
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2. Learning Culture: Fostering a culture of learning, as demonstrated 

through the involvement of Senior Executives in the Employer Network, 

training, and Pilot Employment Programs. 

3. Trusted Partnerships: Leveraging intermediaries as trusted partners to 

address barriers, build disability knowledge, and develop strategies at the 

State/Regional Management and workplace levels. 

4. Conditions for Success: Emphasising conditions for success for new 

employees with disability, including fair pay, workplace accommodations, 

and supportive managers. 

5. Talent Pipelines: Recognising and addressing barriers related to talent 

pipelines, and leveraging intermediaries to connect large organisations 

with disability employment service providers.46 

5 Conclusion  

The Commission thanks the DSS for the opportunity to contribute to the 

discussion on establishing a Disability Employment Centre of Excellence. The 

Commission emphasises the importance of a comprehensive, collaborative, and 

evidence-based approach to address the challenges faced by people with 

disability in gaining equitable employment opportunities. 

The Commission supports the Centre of Excellence playing a pivotal role in 

Disability Employment Services reform by engaging in training, regulation, 

quality, and capacity building, aligning with the Disability Royal Commission's 

recommendations. Additionally, the Commission suggests that the Department 

of Social Services (DSS) conducts a gap analysis to prevent jurisdictional overlap 

with other statutory agencies, and the need to assess existing available 

resources and information to avoid duplication.  

The leadership, facilitation, design, and implementation of the Centre should be 

led by individuals with lived experience, and the information should be 

accessible in various formats. The Commission also highlights the importance of 

considering intersectional experiences in addressing employment outcomes and 

enhancing service delivery for people with disability. 
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