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FECCA submission regarding discussion paper The Next Generation of Employment 

Services 

The Federation of Ethnic Communities’ Councils of Australia (FECCA) is the national peak 
body representing Australia’s culturally and linguistically diverse (CALD) communities and 
their organisations.  

FECCA provides advocacy, develops policy and promotes issues on behalf of its constituency 
to Government and the broader community. FECCA strives to ensure that the needs and 
aspirations of Australians from diverse cultural and linguistic backgrounds are given proper 
recognition in public policy. 

FECCA supports multiculturalism, community harmony, social justice and the rejection of all 
forms of discrimination and racism so as to build a productive and culturally rich Australian 
society. FECCA’s policies are developed around the concepts of empowerment and inclusion 
and are formulated with the common good of all Australians in mind. 

FECCA would welcome the opportunity to expand on this submission as required. For 
enquiries please contact FECCA CEO Dr Emma Campbell at emma@fecca.org.au or on (02) 
6282 5755.  

Enhanced Services for Disadvantaged Job Seekers 

Some people find it harder than others to get a job. What types of services would help 
them become job ready and find work? 

Research suggests that migrants and refugees represent some of the most educated, driven 
and entrepreneurial members of our society1, and are eager to contribute to Australia through 
meaningful employment. However CALD Australians, in particular those recently arrived as 
migrants from new and emerging communities (NECs) or as refugees, face a number of 
barriers to obtaining employment. FECCA’s own research has highlighted some key 
challenges including:  

 difficulties obtaining recognition of skills, qualifications and experience earned 
overseas. 

 lack of Australian qualifications or work experience. 

 English language proficiency, including employer discrimination with regards to accent.  

 experiences of discrimination, prejudice or racism.  

                                                
1 2 CGU, Migrant Small Business Report (2018), 
https://www.cgu.com.au/migrantsmallbusiness/assets/CGU_Migrant_Small_Business_Report.pdf. 
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 lack of networks for seeking and securing employment. 

Broader research supports FECCA’s findings of barriers, including racism and discrimination, 
in recruitment and promotion. For example, candidates with names linked to specific 
ethnicities need to apply for considerably more job vacancies before being short-listed for an 
interview. As compared with applicants with Anglo-Celtic names, Aboriginal and Torres Strait 
Islander people must submit 35 per cent more applications, those with Chinese names must 
submit 68 per cent more, Italian names require 12 per cent more and ‘Middle Eastern’ names 
64 per cent more applications.2 Australians of migrant background are forced to use strategies 
that de-emphasise racial or cultural background, for example: Anglicising their name and 
omitting overseas work experience or qualifications – even if relevant to the application.3  

 

Experiencing these barriers, often in combination, means that many people from CALD 
backgrounds find themselves in lower-skilled and low-paid jobs. For example, the inability to 
have one’s overseas qualifications recognised or to find acceptance in the Australian job 
market means that many migrants take jobs below their skill level – a phenomenon termed 
‘occupational skidding’ by the renowned demographer the late Professor Graeme Hugo of the 
University of Adelaide. 4  The concern that young CALD job seekers are channelled into 
insecure employment by employment services – notwithstanding the job seeker’s skill level 
and experience – is frequently expressed by CALD community members in FECCA’s Access 
and Equity consultations. This was a particular issue for NEC members, who felt that this 
process is isolating for youth and could limit their future professional development 
opportunities.  

 
FECCA believes that there are opportunities for the new employment services model to 
address the additional challenges faced by CALD job seekers. One option could be to improve 
the cultural competence of job service providers through appropriate cultural competence 
training. Providers who understand the complexities and specialised needs of CALD job 
seekers are better equipped to assist them in successfully securing employment. Employment 
services play an essential role in addressing issues such as exploitation, access to work 
compensation entitlements, skills recognition and other barriers such as work experience and 
familiarity with Australian workplace cultures and employment systems. They can also assist 
with the psychological challenges of ‘occupational skidding’ or changing career direction. The 
effectiveness of service delivery depends on agency’s ability to adequately engage with its 
diverse client base and to provide a tailored response to their needs. 

Similarly, the initial assessment should recognise additional barriers faced by CALD job 
seekers and provide services to improve job readiness. Services could include: 

 English language proficiency for job skills. For example, some individuals may speak 
well but not write well or vice versa – tailored English language training could be 
provided to address skills gaps. 

 development through further education and training, including job specific training that 
meets the needs of employers and matches the skills and aspirations of job seekers. 

 support with transport, housing, driving tests, childcare, family violence, clothes and 
other key barriers that impact the ability to find sustainable employment. 

 subsidies for the recognition of overseas qualifications and training. 

 tailored support in resume writing, selection criteria and interview skills. 

                                                
2 Crawford School of Public Policy, ‘Job hunt success is all in a name’, 4 March 2013, available at 
https://crawford.anu.edu.au/news-events/news/104/job-hunt-success-all-name & Booth, A. L., Leigh, A., & Varganova, E. 
(2012). Does ethnic discrimination vary across minority groups? Evidence from a field experiment. Oxford Bulletin of 
Economics and Statistics, 74(4), 547–573. 
3 Kosny, A., Santos, I. & Reid, A. Int. Migration & Integration (2017) 18: 483.  
4 Hugo, Graeme, Economic, Social and Civic Contributions of First and Second generation Humanitarian Entrants, First Report 
to the Department of Immigration and Citizenship, May 2011. 
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 access to interpreters and bilingual workers. 

Research also indicates that unrealistic mutual obligations can interfere with the ability of 
vulnerable job seekers to find work. Job seekers are required to attend Jobactive 
appointments that may conflict with English language learning or other commitments including 
childcare or family support – this means that migrant and refugee job seekers must choose 
between supporting their families, improving their job readiness and finding sustainable 
employment. The future employment services model should consider the negative impacts of 
stringent mutual obligations and rigid job search requirements for both job seekers and 
employers. 

More broadly, in order to improve outcomes and services for disadvantaged CALD, migrant 
and refugee job seekers, FECCA supports a recommendation that the Australian Government 
develop a national multicultural employment strategy that incorporates a whole-of-government 
approach.5 The strategy should address a range of issues including racism and discrimination 
in the workplace, worker exploitation, immigration status, education, training and employment 
services. 

Online Employment Services 

How do you think apps and online services could be used to help Australians find 
work? 

Translating apps and online services in-language, so that those with low levels of English 
language proficiency literacy can better engage with employment services, could improve 
outcomes for CALD job seekers. This may include offering translated job readiness resources 
to help with resume writing, selection criteria, interview skills and understanding Australian 
recruitment practices and workplaces.  

Translated materials could be provided online to ensure that jobseekers understand their 
rights and obligations under their Job Plan, and can better engage in designing a plan that 
meets their needs. Increased agency and ownership over Job Plans is likely to result in better 
outcomes for job seekers and job service providers because of family support or educational 
requirements. 

Apps and online services could also be tailored to help CALD jobseekers meet their 
obligations, potentially through the use of digital platforms for meeting with providers and 
submitting job applications. This may be particularly useful for job seekers in rural and regional 
areas, or who find it difficult to regularly meet in person with providers. 

Online portals could be used to collect data on CALD job seekers. Data that is disaggregated 
by country of birth, cultural background, language, gender and whether an individual is living 
with disability, would provide an evidence base to understand the diverse challenges and 
barriers of CALD job seekers. Data could be harnessed to better understand the skills and 
experience of job seekers, and better match them with roles that are suited to their 
qualifications and aspirations.  

While there are opportunities to utilise technology to improve services, FECCA is concerned 
that the push to have employment services mostly operating from digital platforms may result 
in unintended consequences for vulnerable consumers. A reliance on digital services is 
premised upon the assumption that all job seekers have access to devices with appropriate 
internet connectivity as well as requisite English language literacy and digital literacy. While 
literacy can often be addressed through training programs, equitable access to hardware and 

                                                
5 Refugee Council of Australian and Fairfield City Council, ‘Not working: Experiences Of Refugees And Migrants With 
Jobactive, August 2017, available at https://www.refugeecouncil.org.au/wp-content/uploads/2017/08/Jobactive.pdf. 

https://www.refugeecouncil.org.au/wp-content/uploads/2017/08/Jobactive.pdf
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connectivity is a more complex challenge. Financial and economic vulnerabilities may mean 
that some job seekers do not have access to a personal device, or have connectivity to a data 
or internet plan, which allows full engagement with a digital services. Equitable access to 
online services, particularly for those in rural and regional areas, would need to be a key 
consideration in service design.  

FECCA welcomes the option for consumers with complex needs to engage with the system 
‘offline’ and would seek assurances that the level of service provision or compliance 
requirements not place them at a disadvantage as compared to other consumers. FECCA 
would support policy which enabled all job seekers to self-select the service offering and 
delivery mode which best meets their needs rather than the compulsory funnelling of all job 
seekers into a digital environment with alternatives provided only once job seeker 
vulnerabilities are exposed as part of the process (i.e. through compliance failures or job 
placement failures). 

Ensuring that job seekers understand how to use online apps and services will be crucial to 
ensuring improved outcomes, and adequate resources must be invested in training users. 
FECCA also recommends that online services are designed in collaboration and consultation 
with CALD communities, especially those with low English language proficiency and digital 
literacy. 

Meeting the needs of employers 

How can future employment services better meet the needs of employers? 

Future employment services can meet the needs of employers by matching candidates that 
are best suited to advertised roles. Migrant and refugee job seekers may have skills and 
qualifications that are not recognised in Australia, resulting in occupational skilling, or being 
channelled into insecure work. Many CALD Australian, migrant and refugee job seekers find 
themselves deskilled or underemployed as part of their engagement with employment 
services.6 For some, this is a result of the complexities of the process of having overseas 
professional qualifications and skills recognised in Australia. For others, this is the result of 
racism and discrimination which reduces opportunities for individuals in their ideal employment 
sector. FECCA believes that an employment services model that emphasises locating job 
opportunities which are appropriate to the individual’s experience, skills, qualifications and 
aspirations is likely to yield the best result for employers. 

FECCA’s own research indicates that while CALD populations are increasing, employers are 
not sufficiently equipped with the skills needed to manage diverse workplaces. Helping 
employers to provide welcoming workplaces for CALD employees is likely to result in greater 
job satisfaction and well-being for both employers and employees. FECCA recommends that 
the future employment services model offers training opportunities for employers such as 
cultural competence training or support in designing Multicultural Access and Equity Plans. 

FECCA also recommends that the future employment services model identify potential growth 
areas in the Australia labour market. For example, aged care is part of the Australian 
healthcare and social assistance sector and is predicted to contribute the largest number of 
new jobs – 250,000 – over the next four years.7 This presents an opportunity to ensure that a 
ready workforce is available and appropriately skilled and professionalised in order to fill these 
positions. An understanding of growth areas can prepare the employment services model to 

                                                
6 Ethnic Communities’ Council of Victoria (2014), ‘Work Solutions: Improving Cultural Diversity and Inclusion in the Workplace’, 
available at http://eccv.org.au/library/FULL_REPORT_ECCV_Work_Solutions_Discussion_Paper_Feb_2014.pdf. 
7 Australian Government, Department of Jobs and Small Business, Industry Employment Projections Report, 2017, available at, 
http://Imip.gov.au/default.aspx?LMIP/GainInsights/EmploymentProjections.’ 
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offer appropriate training and education, so that interested job seekers can be matched with 
available roles particularly if they have bilingual and/or bicultural skills. 

Job Seekers Assessment 

Everyone has different work experience and skills – what’s the best way to work out 
the type of training and support each person needs to find and keep a job? 

Job service providers with high levels of cultural competence will be best able to work with 
CALD job seekers to understand the type of training and support they require on their 
employment journey. This includes understanding the additional barriers faced by CALD job 
seekers including racism and discrimination, English language proficiency, digital literacy, 
overseas qualifications and skills. Job service providers with high levels of cultural 
competence can work with CALD job seekers to understand their qualifications and 
aspirations, to best match them with employers. The future employment services model should 
emphasise the importance of taking time to understand the career aspirations and skills of job 
seekers, particularly those that may not be recognised as a formal qualification. 

A future employment services model that offers diversity of local job service providers, will be 
more likely to meet diverse job seeker needs. In particular, FECCA believes that multicultural 
specific providers or services targeted to support CALD-job seekers in mainstream job service 
providers can better support to CALD job seekers and employers. Ensuring that there is 
diversity among providers can ensure that CALD Australian’s can choose providers that best 
meet their own needs. 

Ensuring that job seekers have agency over their Job Plans will also assist in identifying 
necessary training and support needed for sustainable employment. For CALD job seekers 
with low levels of English language proficiency, it is crucial that interpreters and bilingual 
workers are provided to ensure that they understand the Job Plan, and are able to use it as a 
tool with support from their job service provider. 

Ensuring that employers are well equipped to welcome CALD employees will also ensure 
sustainability in job placement. This may include working with employers to provide links to 
networks and ongoing support for CALD individuals entering the workplace. 

Regional and local approaches 

Locals are often best placed to understand how jobs are changing in their area. How 
can they be engaged to help their communities get the skills they need to find and keep 
jobs? 

An employment services model developed with consideration to settlement services and 
policy could assist in avoiding mismatch between the skills and qualifications of migrants and 
the job opportunities available in the geographic area they initially settle in. FECCA believes 
that support services (e.g. specialised Job Service Providers, interpreters and settlement 
services) that consider the needs of the job seekers, can help support sustainable employment 
pathways.  

There is also an opportunity for the future employment services model to work in partnership 
with regional and rural communities to match migrant and refugee job seekers with the needs 
of employers.8 Consulting with local communities to undertake locally-led needs assessments 

                                                
8 The Regional Australia Institute, The Missing Workers, May 2018, available at http://www.regionalaustralia.org.au/home/wp-
content/uploads/2018/06/180510-The-Regional-Australia-Institute-2018-The-missing-workers_policy-paper_FINAL.pdf. 

http://www.regionalaustralia.org.au/home/wp-content/uploads/2018/06/180510-The-Regional-Australia-Institute-2018-The-missing-workers_policy-paper_FINAL.pdf
http://www.regionalaustralia.org.au/home/wp-content/uploads/2018/06/180510-The-Regional-Australia-Institute-2018-The-missing-workers_policy-paper_FINAL.pdf
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and identify workforce requirements, could be supported by a ‘matchmaking’ system to foster 
direct links between employers and job seekers.  

FECCA notes that any approaches to encouraging job seekers to regional and rural locations 
must be considered holistically, with effort directed to ensuring that job seekers and their 
families have the necessary support needed to settle into a new community. This means 
ensuring that families feel welcome, appropriate social support is available and that there are 
pathways for inclusion into the community. Resources would need to be provided to build local 
capacity to provide initial and ongoing support to new arrivals, with a number of successful 
case studies available to inform successful community-led initiatives.9 

 

                                                
9 Margaret Simons, SBS, 18 Jane 2017 available at https://www.sbs.com.au/topics/life/culture/feature/karen-road-nhill; Helen 
Barrie, Murray Bridge: A blueprint for good migrant settlement available at https://welcomingcities.org.au/wp-
content/uploads/2018/04/Scanlon-Foundation_FINAL-report_MurrayBridge.pdf; Hume City Council, Local jobs for local people: 
A guide for local government available at https://welcomingcities.org.au/wp-content/uploads/2017/11/HCC3689-
LocalJobsHandbook_Web-enabled_FINAL.pdf  
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