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About Scope
Scope (Aust) Ltd (“Scope”) is one of the largest not-for-profit organisations in Australia. Our origins stretch back to 1948, when a group of parents who wanted better lives and opportunities for their children with disability established the Spastic Children’s Society of Victoria. The values these families championed are demonstrable and enduring, ensuring that people are at the heart of whatever we do.
Scope’s purpose is to create meaningful opportunities for people with disability to belong and thrive.
Today Scope supports more than 5,600 people with complex intellectual, physical, and multiple disabilities across metropolitan and regional Victoria and New South Wales. This includes over 600 people who accessed our employment and school leaver transition programs last year. We partner with people in New South Wales to explore career pathways and help them apply for and secure employment through our Disability Employment Service (DES), School Leaver Employment Support (SLES), and our Packaging Solutions, which offer supported employment opportunities. Our Customised Employment program is designed to build confidence and give clients more control over their employment outcomes.
Further Scope services include home and living supports, delivered at 340 specialist disability accommodation sites, social connections, therapy, communication access support, and business solutions to help organisations become more accessible and inclusive.
We seek evidence to inform our practice and remain committed to further enhancing service delivery through research, understanding client outcomes and experience, and investing in quality and safeguarding. Our individualised and client-driven approach emphasises human rights and closely aligns with the principles of the National Disability Insurance Scheme (NDIS) and Australia’s Disability Strategy.
Our response
Our response to the consultation is structured in line with each of the sections set out in the Discussion Paper. Scope responded to all seven questions. While Scope's position on various issues is elucidated throughout this submission, there is one high-level recommendation. This recommendation is repeated at the end of our submission.
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Bringing it all together
1. Is there any other existing work that is missing from the table at Appendix 3?
While the initiatives listed in Appendix 3 are focused on employment, there are several other areas of reform and policy that, although not labelled as employment specific, have a direct impact on employment outcomes for people with disability, particularly those with high support needs.
For example, the proposed shift from Support Coordination to Navigator roles under the NDIS is not framed as an employment reform, but it will have clear impacts. Support Coordinators often play a critical role in connecting people to employment supports, exploring employment goals, and linking them with providers. If Navigators lack the same focus, knowledge or responsibility around employment, participants may face reduced access to employment pathways.
Similarly, the introduction of Foundational Supports for people who may exit or be ineligible for the NDIS will affect employment outcomes. Many in this cohort will still need support to pursue or maintain employment. If these supports are not designed with employment as a key focus, there is a risk of widening the gap between NDIS participants and those outside the scheme.
Reviews of income support systems such as the Disability Support Pension (DSP), transport assistance, and rental subsidies can influence whether people with disability engage in employment. Uncertainty about how income from work affects DSP eligibility or other benefits can discourage workforce participation. Likewise, limited access to affordable transport or housing can make it difficult to sustain employment.
While these areas may sit outside traditional employment services, they are part of the broader system that either enables or limits participation in work. To reflect the full context in which employment decisions are made, we recommend that Appendix 3 be expanded to include:
· Reforms to NDIS Support Coordination and introduction of Navigator roles
· The development and implementation of Foundational Supports
· Relevant social security and cost of living reviews, including DSP, transport and rental assistance
· Any other reviews or reforms that intersect with employment in a meaningful and measurable way
Including these initiatives would ensure a more complete picture of the environment shaping employment outcomes for people with disability.

Increasing Inclusive Employment – Recommendation 7.30
2. What is your ideal future state for the supported employment sector and employment of people with disability with high support needs?
Recognising the Value of Supported Employment: In the ideal future, supported employment would be recognised as a valid and valuable mechanism for people with disability, especially those with high support needs. It would not be treated as a last resort, but as a respected pathway to meaningful work. Supported employment would be understood as offering more than just financial benefit. It would be valued for the many positive impacts it brings, such as social engagement, routine, purpose, skill development and a sense of pride. It would also be recognised that without the bridge that supported employment provides, many people would end up in day programs or at home, largely disconnected from these benefits.
Fair Total Income and Government Support: Supported wages would be considered in the broader context of a person’s total income, including supports like the DSP. The combined income, rather than the supported wage alone, would be assessed to ensure it is fair. If this total amount fell below the national minimum wage, the Federal Government would provide a top-up to close the gap.
Safer Pathways Between Work and the DSP: People with disability would feel confident increasing their work hours, knowing they could return to the DSP quickly if their health or capacity declined. Services Australia data shows that DSP reinstatement can currently take more than 13 weeks and often requires a full reassessment. As disability is often episodic or fluctuating, the system would recognise and respond to this reality. A fast, responsive re-entry process would be in place so people could take up work without fear of being left unsupported if their circumstances changed.
At the same time, the relationship between paid work and the DSP would be more predictable and gradual. Rather than abrupt cut-offs or steep reductions that leave people worse off, DSP payments would taper smoothly as earnings increase and rise again if earnings fall. This approach would provide financial stability and make it safer for people to take on more work without being penalised.
Importantly, losing access to the DSP would no longer result in the automatic loss of other essential supports. Currently, eligibility for the DSP is linked to a range of additional concessions, such as reduced costs for healthcare, transport, and housing, many of which are accessed through the Pensioner Concession Card. These supports are vital and should not be withdrawn solely because a person’s income has increased. A person’s disability does not disappear simply because they are working more hours. These linked supports should be decoupled from DSP eligibility so they can continue regardless of employment status.

Movement Between Supported and Open Employment is Flexible: People with disability would be able to move confidently between supported and open employment. Trying open employment would come with the reassurance that returning to supported employment, if needed, would be simple and efficient. No one would be worse off exploring different work options. The system would support this movement by removing barriers and making sure people are not trapped in one setting because of fear or uncertainty.
Stronger Standards Through Certification: There would also be a national certification system for supported employment providers. This would help ensure services meet consistent quality standards, build trust with people with disability and the community, and show a commitment to rights, inclusion and positive outcomes. Certification would also support continuous improvement and innovation in the sector.


3. What additional actions do you consider are necessary to increase employment of people with high support needs in open/inclusive settings?
Promote and Expand Use of the Supported Wage System (SWS): The Supported Wage System should be better promoted and more widely used in open employment. Currently, awareness and understanding of this option are limited among mainstream employers and even some disability employment providers. The supported wage creates opportunities that may not otherwise exist in open workplaces, by enabling people to be employed in line with their capacity. With the right support, Inclusive Employment Australia (IEA) providers and employers could use the SWS to develop more flexible roles. In doing so, employers would also build their skills and confidence in supporting employees with more complex disability, contributing to more inclusive and diverse workplaces.
Shift Focus Toward Employer Demand and Meaningful Support: There needs to be a shift in how we engage with the open employment sector. At present, much of the system focuses on “pushing” people with disability into available jobs. What is missing is the pull, meaning genuine demand from employers who are ready and willing to create inclusive roles. Building this demand involves raising awareness of the benefits of employing people with disability, such as improved team morale, greater staff retention, and a more inclusive workplace culture. This cultural change requires sustained investment in campaigns, education, and engagement with employers across all sectors.
At the same time, employers need access to practical and ongoing support, not just at the point of recruitment, but throughout the employment relationship, especially when a worker’s condition changes. Current employer incentives through DES can encourage short-term placements, where people with disabilities are hired to meet targets but let go when challenges arise. Less than 15% of DES placements in 2023 involved people with capacity under 8 hours per week (DSS Performance Data). A more effective funding model would better support retention,

not just recruitment, and provide appropriate compensation to employers for supporting workers through periods of fluctuating capacity.
Fund and Scale Customised Employment and Discovery Approaches: Customised Employment (CE) and Discovery-based approaches must be properly funded and scaled to support people with complex needs. CE pilots across Australia have shown retention rates above 75 per cent after six months, along with strong outcomes in self-determination (NDCO/WorkAbility QLD 2021). However, under the NDIS, many people struggle to access these approaches due to unclear funding pathways. Often, they are required to request a formal change of situation, which can take six months or more to process.
Introducing specific, itemised funding for Customised Employment would bring clarity and consistency. It should be paired with streamlined access to employment-related supports, potentially even included by default for participants with employment goals.
Workforce participation is a core objective of the NDIS. Investing in evidence-based models like CE supports participant choice and control while delivering broader economic and social benefits. These include reduced long-term reliance on income supports, improved mental health, and greater community participation.
New Wage Assessment Tool Needs Regular Review and Calibration: The new wage assessment tool is sometimes resulting in supported employees being rated above their actual skills, capacity, and productivity. While this could be seen as positive, it misrepresents the reality of their contribution at work. These are commercial businesses, and incorrect assessments, either overrating or underrating a person, can have significant consequences for either the individual or the business. Since 2020, more than 90 supported employment providers (over 20% of the sector) have closed or restructured, citing pressures related to award compliance and wage sustainability (DEA, 2023). To maintain fairness and accuracy, there must be a built-in mechanism for regular, independent reviews of the wage assessment tool.
System Fragmentation Must Be Addressed: There are serious alignment issues across government systems. NDIA funding rules, DES/IEA service settings, and Fair Work requirements often operate in isolation or come into direct conflict. This leads to confusion, delays, and missed opportunities for people with disability. The 2021 Joint Standing Committee on the NDIS heard repeated concerns about these systemic disconnects. Scope, for example, has had to intervene on multiple occasions to resolve breakdowns caused by fragmented responsibilities across agencies.
This fragmentation has real-world consequences. For example, a supported employee transitioning into open employment may lose access to NDIS-funded on-the-job support, even if they are not yet fully independent at work. At the same time, the employer might be unable to provide the necessary support, risking a breach of industrial obligations or having to cover additional support costs themselves. Scope has supported several employees caught in this

funding gap, where their success at work was put at risk purely due to a policy conflict between support entitlements and workplace obligations.
To address these issues, government must take a whole-of-system view to align policies and funding streams. Resolving these mismatches would reduce red tape, prevent service gaps, and ensure employment supports actually work together to deliver sustainable, inclusive outcomes.
Supported Employment Providers Must Be Assisted to Modernise: Many supported employment providers have historically relied on traditional business models centred on manual labour, in part to ensure accessible and consistent work for people with complex disabilities.
While this approach has played an important role in creating employment opportunities, improving wages and expanding choice now requires targeted industry transformation support. This could include government grants, investment in technology, and assistance to adopt automation or develop higher-value services that improve commercial viability.
Other sectors such as manufacturing, agriculture and aged care already receive this type of support to modernise their operations and respond to economic change. Supported employment providers should have access to similar funding to evolve their business models and remain sustainable. Modernising these enterprises is essential to creating more meaningful jobs, lifting supported wages and securing long-term viability.

4. The Royal Commission recommended the development of a Plan or Roadmap to guide further reform in the supported employment sector. What would you like to see included in such a plan?
The goal of the Plan or Roadmap should be to build a flexible and inclusive employment system that upholds the right of people with high support needs to make informed choices about where, how and with whom they work. The roadmap should ensure access to meaningful work in both supported and open employment settings, with the right supports in place so that individuals are not financially or socially disadvantaged as they increase their participation in the workforce.
To deliver on this goal, the roadmap should include:
1. A clear statement of purpose and values
The roadmap must be guided by principles of choice, inclusion, dignity and fairness. It should affirm that people with disability have the right to decide their employment pathway, and that both supported and open employment settings are valid and valuable options.

2. Defined pathways between supported and open employment
The roadmap should outline how supported employment can act as a pathway to open employment for those who choose it, while also protecting the option to remain in supported settings or move between them with ease. These transitions must be voluntary and well-supported, not forced.
3. Financial security and income stability
The roadmap must address the interaction between wages, the Disability Support Pension (DSP), and other essential benefits. There must be a clear commitment that no one will be worse off for taking on more work. This includes ensuring a gradual tapering of the DSP as income increases, income top-ups where needed, and continued access to key supports such as concession cards, healthcare, and transport subsidies.
4. Support for employers to build inclusive workplaces
There must be a shift from simply pushing people with disability into open employment, toward building genuine demand from employers who are ready to create inclusive roles. This requires sustained investment in awareness, education and practical support for employers, not just at recruitment but throughout the employment relationship. A more effective funding model would prioritise retention as well as recruitment and provide appropriate support when a worker’s capacity changes over time.
5. A national certification or quality framework for supported employment providers This would ensure high standards, consistent service delivery, and accountability across the sector. It would also provide assurance to people with disability and their families and encourage continuous improvement.
6. A co-design process led by people with disability
The development and implementation of the roadmap must be co-designed with people with lived experience. Their voices should be central, with meaningful input from families, carers, and service providers.
7. Measurable outcomes and timeframes
The roadmap should include clear targets and timeframes to track progress, not just on job numbers, but on quality of employment, satisfaction, and outcomes for people with high support needs.
8. Better coordination across programs and systems
The plan should show how employment services, the NDIS, income support, and new programs like Inclusive Employment Australia will work together to deliver more streamlined and person-centred support.

Together, these elements would form a practical and rights-based framework to improve employment outcomes, while preserving individual choice and ensuring no one is left behind.

Raise Subminimum Wages – Recommendation 7.31
5. How could the sector best increase wages for people with disability while avoiding job losses?
Consider Total Income, Not Just Wages: Before discussing wage increases, it is essential to define what “wages” should include. Scope’s view is that a person’s total income should take into account both their earned wages and income support payments such as the DSP. Therefore, the DSP should adjust gradually as a person’s earnings increase, rather than dropping off suddenly or in large steps. The Federal Government should also guarantee a minimum income by covering any gap between a person’s combined income (DSP plus wages) and the national minimum wage.
Invest in Job Sustainability and Employer Support: Job sustainability is critical. The longer a person stays in a role, the greater the opportunity for capacity building and, over time, increased productivity and wages. More support is needed to build employer capability, provide ongoing on-the-job support, and ensure open employment placements are well matched and properly resourced.
Improve Access to Consistent, Funded Training: Government-funded training is vital for people with disability, many of whom cannot afford the costs of training independently. These individuals rely on public schemes like Fee-Free courses or subsidised public education to access opportunities. However, training availability, funding levels, and course relevance can vary significantly across jurisdictions and over time. For people on supported wages especially, there needs to be more consistency and targeted delivery. One model worth exploring is attaching training funding directly to the individual, so it becomes portable and can be claimed by any registered training provider who meets their needs.
Encourage Transitions Beyond Supported Employment: To ensure people with disability have genuine choice, no one should be confined to supported employment unless it reflects their informed decision. Dedicated, ongoing funding should be provided for transition coaches to help individuals build skills, explore new options, and prepare for open employment. This outreach model would place coaches on the ground, offering targeted, personalised support to help people move beyond the supported wage where appropriate and pursue mainstream job opportunities with fair pay aligned to their goals and strengths.

a. Are there examples that currently exist that can be used?
Customised Employment as a Scalable Model to Support Higher Wages: One model to support higher wages is Customised Employment (CE), which focuses on aligning work opportunities with an individual’s strengths, interests and support needs. Scope delivers CE through structured processes such as Discovery and job carving, working closely with individuals and employers to design roles that are both meaningful and sustainable.
This approach has shown strong outcomes in job retention, increased earnings, and individual empowerment, particularly for people with high support needs who may not thrive in traditional job pathways. By embedding CE within mainstream and supported employment services, and ensuring providers are trained in its delivery, the model has the potential to drive more inclusive employment outcomes without relying on subminimum wages. With consistent national investment and coordination across employment and disability services, CE could be scaled more broadly to support transitions into open employment at or above minimum wage.
FutureU – Supporting Higher Wages through Pathways into Open Employment: In addition to employment-focused models, programs that build genuine work readiness through tailored training play a vital role in helping people with disability move into better-paid work. METS Training Services, part of Scope, is addressing a significant gap in the national VET system: the lack of customised, supported training pathways for people with high support needs that lead to real jobs and fair pay. Through the FutureU program and a partnership with Rossbourne School in Victoria, METS delivers practical, skills-based training built around each learner’s strengths, goals and support needs.
The programs are co-designed with learners, families, schools and disability employment services to ensure the training leads to meaningful, lasting employment. While not directly linked to wages, FutureU equips participants for open employment, where award wages can be earned. The results are strong: Scope’s approach has achieved a 91 percent completion rate, compared to the national average of 56 percent for students with disability (NCVER, 2023), with many graduates moving into mainstream roles.
Key success factors include flexible pacing, personalised materials, on-the-job support and experienced specialist trainers. However, government funding remains a barrier. Most state- based VET systems focus on mainstream learners and lack provisions for the adjustments required. The NDIS funds individual supports but not the broader delivery of tailored programs. As a result, Scope/METS have self-funded these pilots.
This model shows that with the right design and investment, people with high support needs can gain the skills and confidence needed to access better wages.

b. Are there new approaches that could be tested?
Project SEARCH: A proven, structured approach offering immersive internships in mainstream workplaces such as hospitals and government agencies. Participants complete three integrated internship rotations in a full school or workday model, gaining classroom instruction and on- the-job experience. Results are strong, with around 75 percent of international graduates securing competitive, award wage jobs. Expanding Project SEARCH across Australian sectors facing labour shortages, through partnerships with education, disability employment providers and employers, and aligning with SLES funding, could offer a robust new pathway from supported to open employment.

Ending Segregated Employment – Recommendation 7.32
6. Do you see a role for workplaces which provide specialised employment opportunities for people with disability in the future?
Specialised Workplaces Remain Essential: In the foreseeable future, there remains a role for workplaces that provide specialised and supported employment opportunities for people with disability, particularly for those with high support needs. While the long-term vision may be for a fully inclusive workforce, the reality is that many mainstream employers are not yet ready or equipped to provide the level of support, flexibility, and structure that some people with disability require to succeed and feel safe at work.
For some individuals, especially those with complex or fluctuating needs, specialised environments provide a tailored setting where they can thrive with the right support, structure and routine. Removing these options prematurely would risk isolating people from the workforce altogether and, in many cases, from social participation more broadly.

a. If so, what should these workplaces look like?
Inclusive Workplaces with a Mixed Workforce: Specialist employment settings should reflect inclusive values in their design and operations. This includes fostering a greater mix of workers with and without disability, promoting peer learning, shared responsibilities, and inclusive workplace culture. These workplaces should not be siloed or isolated but embedded in broader community and industry networks.
Clear Career Pathways and Opportunities to Progress: Supported employment must not be a dead end. Workplaces should offer real opportunities for skill development, career progression and meaningful work, not just repetitive or low-value tasks. Where possible, there should be structured career pathways that align with a person’s goals and evolving capacity.

Funded Transition Supports for Those Who Choose It: For individuals who want to explore open employment, there must be dedicated, well-funded supports in place to help them do so safely and successfully. This includes access to training, coaching and job transition support tailored to their needs. Transition should be gradual and flexible, based on choice not pressure.
Embedded Choice and Control: Above all, these workplaces must operate in a way that upholds choice and control for the person with disability. Participation should be based on informed and voluntary decision-making, not because it is the only option available. People should be able to decide the kind of work they do, the support they receive, and whether and when they move on.
Properly Resourced to Deliver Quality: To achieve all of this, these workplaces must be funded appropriately. That means resourcing not just for wages, but also for the ongoing supports, training, job customisation, and infrastructure needed to deliver high-quality, person- centred employment. Without proper investment, the vision for inclusive, future-ready supported employment cannot be realised.


7. How could the benefits of supported employment settings be reflected in open employment settings?
Promote Supported Employment Option in Open Settings: The supported employment option needs to be better promoted and utilised within open employment. At present, there is limited uptake of the Supported Wage System or customised employment approaches by mainstream employers, despite their proven benefits in supported settings.
Upskill and Resource Employers to Ensure Job Sustainability: Open employment settings often lack the experience, resources, and support structures to create sustainable roles for people with disability, particularly those with high support needs. When challenges arise, commercial and industrial relations pressures can cause placements to fall over. To address this, employers need greater financial incentives to take on and retain employees with disability, especially through periods of fluctuating capacity.
They also need access to education, training, and inclusive workplace strategies. This requires targeted investment in programs that build employer capability, such as Scope’s Disability Inclusion Training for businesses, which supports organisations to become more inclusive and confident in employing people with disability.
Build In Ongoing, On-the-Job Support: One of the most valuable features of supported employment is consistent, on-the-job support. Disability Employment Services (DES) already provides this to some degree, but for many people with high support needs, more flexible and

intensive support may be required. To replicate the stability of supported settings in open employment, job coaches, workplace mentors, or embedded support workers should be available as needed. This would help individuals settle into roles, build confidence and retain employment, while also supporting employers to create more inclusive workplaces.
Recommendation summary
To reflect the full context in which employment decisions are made, we recommend that Appendix 3 be expanded to include:
· Reforms to NDIS Support Coordination and introduction of Navigator roles
· The development and implementation of Foundational Supports
· Relevant social security and cost of living reviews, including DSP, transport and rental assistance
· Any other reviews or reforms that intersect with employment in a meaningful and measurable way
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