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Executive Summary 
In response to the Queensland State Government‟s discussion paper, “A multicultural 

futureéfor all of us”
1
, the Multicultural Development Association Inc. (MDA) is 

pleased to have the opportunity to provide a submission. 

 

This submission is structured in two major sections.  The first seeks to address wider 

concerns on legislation and policy, along with providing key recommendations 

around tools for implementation and evaluation.  Part 2 contains MDA‟s major 

advocacy platform on employment issues and how legislation and policy can provide 

innovative pathways and opportunities to empower people from culturally and 

linguistically diverse (CALD) backgrounds into long-term gainful employment. 

 

In essence, MDA believes that for any strategy on multiculturalism to succeed, there 

must be an alignment of a progressive vision and strong leadership to drive the 

development and implementation of any instrument.  This should be supported by 

proper funding and human resources as well as mandated tools of accountability and 

review. It is also hoped that this process be complemented by partnerships between 

the community sector and government which promotes a spirit of collaboration, 

continued learning and willingness to evolve. 

 

Part 1 ï Multicultural Act and policy 
 

Recommendation 1 

That a Multicultural Act with corresponding policies be introduced.  

 

Recommendation 2 

That a whole of government approach and strategy for the development and 

implementation of all relevant instruments be coordinated across all the systems and 

institutions of the state with proper allocation of human and resource capital.   

 

Recommendation 3 

That this strategy includes the establishment of an independent and appropriately 

resourced central agency for the coordination of all policy matters, as well as clear 

tools for implementation and evaluation. 

 

Recommendation 4 

That a data collection system be developed immediately across all government 

departments to assist with improving cultural responsiveness and to be able to identify 

and monitor key presenting issues for CALD people. 

 

Recommendation 5 

That a coordinated strategy for service delivery, communication and information 

sharing in regards to settlement trends and issues for CALD communities is 

developed between Federal and State government agencies 

                                                 
1 Available at http://www.multicultural.qld.gov.au/be-involved/documents/maq-policy.pdf, accessed 28 May 2010.  

http://www.multicultural.qld.gov.au/be-involved/documents/maq-policy.pdf
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Recommendation 6 

That the Government design and implement a community engagement strategy 

designed to build inter-group dialogue and interaction which promotes a stronger 

understanding of multiculturalism and inspires celebration of our diversity across the 

whole community.  The aim of which seeks to proactively combat the prevalence of 

racism. 

 

 

Part 2 ï Investment into employment initiatives for CALD people 

 
Recommendation 7 

That the State government increases the current number of funded Job Preparation 

Assistance places across the State. Organisations like MDA currently provide 

assistance through this program to 180 clients, an increase, for example, to our current 

places to a total of 400 places would be appropriate to reflect the increased numbers 

of inquiries for other related employment programs as stated on page 13 of this 

submission. This shows that there is a real need for programs such as these by CALD 

job seekers. 

 

Recommendation 8 

That Department of Education and Training‟s (DET) Migrant Work Experience 

Program (MWEP) be able to continue and that ongoing funding be provided for this 

vital program, which is currently under review.  

 

Since its commencement in 2001 the program has helped around 300 individuals gain 

invaluable work experience within various government departments. It is important to 

note that the MWEP has helped many participating refugees and migrants renew their 

hopes and lead more fulfilling lives with the majority of participants securing 

employment upon successful completion of the program. More importantly, the 

program, through work experience and employment outcomes, has had an undeniable 

influence on the successful re-settlement process of participating migrants and 

refugees.   

 

Recommendation 9 

That Work Placement Programs funded by government agencies like DEEDI consider 

widening their scope to include not only community organisations, but also 

government agencies as well as private business and industry as host employers.  This 

would diversify the work experience pathways for CALD job seekers and provide 

them with wider training and employment opportunities in the future. 

 

Recommendation 10 

That para-professional traineeships be introduced in government departments to give 

CALD job seekers options to be sponsored or bonded. This is especially beneficial for 

professions such as nursing, engineering, draftsmen or architecture that would benefit 

from having employment options while they are in the process of getting their 

qualifications recognised.   
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This ensures that job seekers are in paid work as early as possible and are then given 

the opportunity for secured employment for a specified period of time once their 

qualifications are recognised. The benefits to government as an employer are as 

follows: opportunities to observe a person at work before potentially offering ongoing 

employment, a stable workforce, lower staff turnover levels, less time and resources 

spent on ongoing recruitment and induction of new personnel. This strategy directly 

supports skilled professionals by providing meaningful pathways to gainful 

employment in their field of training. It will work towards reducing instances of 

occupational downgrading (the “doctors driving taxis” issue). 

 

Recommendation 11 

That State and Federal governments work collaboratively to develop flexible options 

for workplace English programs or other specialised programs integrating language 

learning, vocational training and work experience. While there are important 

programs like the Workplace English and Language and Literacy (WELL) initiatives, 

as well as the Adult Migrant English Program (AMEP), we believe that it is necessary 

for governments to develop cohesive and more tailored programs that make English 

language learning an integral part of vocational learning and on-the-job experience. 

Such programs should also allow for mentorship opportunities that will provide one-

to-one support for the relevant job seeker.  

 

Recommendation 12 

That the State government commit to funding more employer or industry engagement 

initiatives to achieve better employment outcomes for CALD job seekers. This is an 

important initiative that would seek to establish vital links to achieve the following: 

¶ To identify growth industries and specific job vacancies; 

¶ To gather information on industry- or employer-specific recruitment processes; 

¶ To collect information on specific skills and/or qualifications required to find 

work in specific industries; 

¶ To raise employers‟ awareness about the benefits of a diverse multicultural 

workforce and devise strategies of how to best tap into that resource; 

¶ To initiate a collaborative and mutually beneficial approach between 

employment services and the industry to respond to CALD jobseekers‟ 

training and employment needs and industries‟ recruitment needs. 

 

Recommendation 13 

That the government consider working partnerships with peak settlement agencies 

like MDA to develop pilot projects which will explore new and innovative ways of 

providing appropriate and meaningful pathways into  gainful employment  for CALD 

people. 
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A multicultural future…for all of us – a discussion paper 
on the review of the Queensland Multicultural Policy 

 

Introduction  
 

The Multicultural Development Association Inc. (MDA) is a lead specialist settlement, 

advocacy and community development organisation with highly respected credentials 

in the provision of services to refugees and a strong organisational track record in 

systemic advocacy for the last 10 years. We are currently part of a consortium with 4 

Walls (a community housing provider) and QPASTT (Queensland Program of 

Assistance to Survivors of Torture and Trauma) which delivers a range of settlement 

services for refugees and migrants.   

 

MDA‟s advocacy work over recent years has developed an innovative series of 

advocacy strategies, designed to achieve outcomes which ensure that relevant 

stakeholders such as service providers, government agencies, political representatives, 

industry, business and community sector organisations have an appreciation of the 

issues relating to refugees and migrants.  The aim is to raise awareness and to 

advocate for change in regards to systemic issues which affect successful settlement 

and inclusion in the community. 

 

MDA‟s Government and Community Advocacy Team (GCAT) is part of a state wide 

advocacy network that is funded by Multicultural Affairs Queensland (MAQ) through 

its Community Action for a Multicultural Society (CAMS) program.  GCAT consists 

of three Advocacy Workers positions, as well as a Grants Access Worker position. 

The team is further enhanced by MDA through injection of its own resources, 

volunteers and student interns. 

 

Community consultations have been facilitated by our African Advocacy Worker is 

an additional submission to this review, as well as our Northside Advocacy Worker 

who has assisted Karen and Rohingya communities in the consulting and final 

drafting of their submissions. 

 

MDA also engages with a wide number of communities, advocacy networks and 

working groups which uniquely positions us to identify emerging issues and trends for 

CALD communities. In addition to this, MDA‟s advocacy is further informed by a 

dual process of data collection firstly, through an in-house case management system 

which allows us to identify key presenting issues for our clients.  Secondly, this is 

supported by an advocacy incident register which collects case studies.  This data will 

be referred to further below in pages 10–11. 
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Part 1 - Multicultural Act and policy 

Visions for a multicultural Queensland  – to legislate or not?  
 

MDA believes that multiculturalism acts as a unifying force, embracing all 

Queenslanders, all Australians, regardless of their background.  It operates within the 

principles of parliamentary democracy, the rule of law, equality of men and women, 

English as a shared language, and the common rights of responsibilities of all 

Australians.  MDA believes that it is the glue which binds us in our diversity to the 

unity of the community and nation. 

 

We refer to a position paper by the Human Rights and Equal Opportunities 

Commission
2
 (HREOC) which defines multiculturalism to encompass the following 3 

categories of which has been synthesised for this submission. Accordingly, 

multiculturalism is: 

 

1. A sound policy framework consistent with the promotion of understanding, 

respect and friendship among racial and ethnic groups in Australia to combat 

prejudices that lead to racial discrimination; 

2. A set of norms or principles where the human rights of all are respected, 

protected and promoted, it resonates with a notion of equality which enables 

Australians to participate fully in social, cultural, economic and political life in 

Australia irrespective of race, religion, colour, descent or national or ethnic 

origin; 

3. Policy and principles that support the ideas of a democratic society in which 

every person is free and equal in dignity and rights. 

 

A consultation session conducted with MDA members in November 2009 agreed with 

these notions above and reinforced the view that multiculturalism should not be seen 

as only meaning „ethnic‟ or „the other‟(vis-à-vis a perceived „mainstream‟), but to 

describe inclusively the cultural diversity of our society and our identity as a nation.  

Our members also saw the acknowledgement of Aboriginal and Torres Strait Islander 

peoples as the underpinning recognition that was integral to any formulation of policy 

that sought to support values of freedom, equality and respect.   

 

MDA is proud of its strong commitment to our First Peoples with the launch of our 

Reconciliation Strategy 2008–2011   by Social Justice Commissioner, Tom Calma.  

This initiative continues with a self funded project entitled „Building Bridges‟  which 

focuses specifically on establishing better relationships between CALD and 

Aboriginal and Torres Strait Islander communities.  Another priority identified in this 

project is to embed the knowledge and respect for Aboriginal and Torres Strait 

Islander issues in our organisational and settlement practices.  Our linkages with the 

Elders and Aboriginal communities in Brisbane have reinforced visions for a fair and 

                                                 
2
 Human Rights and Equal Opportunity Commission, „Multiculturalism ï A position paper  by the 

Acting Race Discrimination Commissionerô, 2007 
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just society and an opportunity to secure a future for their families and communities to 

be shared equally by all Australians. 

 

MDA supports the introduction of a Multicultural Act and corresponding policies to 

codify these values and principles in law.  These instruments must be ones which 

intrinsically respect and value the diversity of people living in Australia and must be 

prepared to be clear, detailed and strong about articulating this in legislation and 

policy.  Then multiculturalism as such becomes a conscious political and social 

choice made by the state and society in response to the reality of diversity
3
. The 

benefit of a legal instrument also endows the government with the ability to legislate 

beyond government departments and agencies to anchor these values in a dynamic 

framework which ensures full participation for all in Australian society. 

 

However, while there has been an increasing acceptance and understanding of 

multiculturalism in the community over the last decade, this has been accompanied by 

increasing incidents of intolerance and prejudice, challenging the vision of ourselves 

as a successful multicultural society.  Multiculturalism celebrates the difference 

between us as strength, but realistically these differences can be harnessed to the 

causes of racism and hatred if more is not done to break down barriers of 

misunderstanding and mistrust between different groups in the community.  

 

There is a need therefore for a strategy designed to promote stronger levels of 

dialogue and interaction between different communities, to better explain 

multiculturalism and to prevent the rise of racism.  Similar strategies have 

accompanied significant developments in the multicultural agenda in the past and 

have helped to sustain a broader community acceptance of these goals in legislation 

and to overcome the risk of division that can sometimes be caused by debate on 

multicultural issue. 

 

We believe that these instruments and strategies must be driven by strong and clear 

leadership from the top, through all positions of leadership in government, business 

and industry as well as the community sector.  This should be coupled with the goal 

of positioning Queensland at the forefront of best practice in multiculturalism, which 

will endow the state with an advantage in maximising the benefits of diversity and 

also to serve as a catalyst to re-energise the significance and place of multiculturalism 

in Australia. 

 

Strategies for effective i mplementation of legislation and policy  
 

That a strategy for implementation must take into consideration: 

 

1. Establishment of an independent agency  

                                                 
3
 Ibid., p. 4. 
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States like Victoria, New South Wales and South Australia have established 

Commissions to oversee the implementation of their Acts.  An independent agency to 

oversee the implementation of the instrument can be an extremely powerful tool. 

 

2. Central coordination  

Central coordination by an agency (such as MAQ currently) that is visibly and 

actively engaged with the community to continue to inform the development and 

direction of policy. The agency should also be adequately resourced and empowered 

to perform these functions across the whole of government. 

 

3. Tools of accountability 

There must be a whole-of-government strategy for the implementation of legislation 

and corresponding policy across all the systems and institutions of the state.  The tools 

for implementation must include: 

¶ clear outcomes and key performance indicators for all government 

departments and agencies; 

¶ benchmarks for enforcement and compliance;  

¶ regular evaluation and review of implementation, which should include 

regular engagement with the community and wider multicultural sector; 

¶ provision of regular training for departmental and agency staff on cultural 

competence and language services provision;  

¶ dedicated senior personnel in each government department or agency who are 

responsible for overseeing multicultural issues and coordinating the 

implementation of policy and procedures; 

¶ requirement that the implementation of policies form part of each Director 

General‟s key performance index; 

¶ annual reporting requirements to parliament. 

 

Effective implementation of policy is vitally important in terms of a seamless process 

of service delivery for government departments and agencies in ensuring that the 

objective of its instrument is achieved.  For migrants and refugees accessing these 

services, it means that it contributes to a positive and successful settlement experience 

in Australia.  Currently, the lack of a whole-of-government approach and ad hoc 

implementation of policy initiatives has resulted in a patchy commitment by 

individual departments to prioritising issues for CALD people. 

Systemic gaps in policy implementation due to lack of whole of government 

coordination  

A prime example of this is the New Futures: Queensland Governmentôs Engagement 

with African Refugees document which was launched on September 2008.  This was a 

document which sought to address challenges African communities were facing on 

major issues such as health, employment, access to services and education to name a 

few.  To date, there has been little progress on any of these issues or noticeable 

outcomes due to the lack of strategy in regards to implementation, monitoring and 

evaluation.  A thorough consideration of this is contained in a separate submission to 

the review by MDA. 



 
 

9 

 

 

A second example is in the implementation of Multicultural Action Plans (MAPS) 

which has been reviewed a number of times by the Ethnic Communities Council of 

Queensland (ECCQ) and is referred to in a submission undertaken by the 

Multicultural Employment Advocacy Network (MEAN).  It is MDA‟s view that 

greater accountability in this processes were achieved when delivery on MAPS 

formed part of the Director General‟s key performance index. 

 

The following case studies on pages 10-12 are examples of gaps in service delivery 

which confront clients at MDA and their case workers on a daily basis.  Most of these 

case studies relate to accessing interpreters and are evidenced through MDA‟s internal 

data collection system. 

 

It is important to note here that the lack of a proper system in government 

departments and agencies for the collection of data means that it is impossible for 

government agencies to monitor the presenting issues for CALD communities and to 

develop effective strategies to address them. 

Systemic gaps in service delivery due to lack of whole-of-government 

coordination  

The incidents reported below occurred between 18 September 2009 and 4 May 2010. 

Overall, approximately 30 incidents were recorded, with 33 individuals (some of 

which belong to families) affected by systemic inequities or injustices. As is 

evidenced below, the following new and emerging communities are most affected - 

Rohingya (12), Burundian (8) and Afghan (4). 

 

 
Figure 1.  Demographic profile of affected persons according to nationality 

 
Figure 2 below clearly illustrates that interpreter issues continue to dominate and 

affect persons from CALD backgrounds. It is important to note that systemic 

incidents recorded as an interpreting issue can be counted against multiple categories 



 
 

10 

 

(e.g.interpreting issues with police). Other prominent issues include policing services 

and issues with accessing the health system. 

 

 
Figure 2. Issue areas ranked according to occurrence 

 

The issue of access to interpreters is a case in point with respect to lack of 

coordination and implementation of government policy.  The much anticipated 

Premier‟s Directive in regards to funding access to interpreters by government 

departments was announced in December 2008 with positive response from the 

community sector.  

 

Since then many government departments have reported an increase in the utilisation 

of interpreting services. However, what is apparent is that with an ad hoc system of 

implementation across various departments, coupled with the lack of training and 

education for staff resulted in significant gaps in service provision by agencies.  MDA 

would like to put forward the following case studies as examples. 

 

Case study 1  

Throughout the latter part of 2009, interpreters had been booked for Rohingya clients 

for a number of different purposes through Telephone Interpreting Services (TIS). 

The lack of interpreters has meant that 7 appointments for Rohingya clients had to be 

cancelled. This is not an uncommon occurrence. 

 

A thoroughly considered policy strategy would ensure forward planning to train and 

recruit more interpreters for new and emerging communities. 

 

Case study 2 

On 22 November 2009, an MDA caseworker assisted a Congolese client to book an 

appointment for a breast screen. The case worker received a confirmation call prior to 

the appointment and it was confirmed that a Swahili interpreter had been booked. On 

the day of the appointment, the case worker accompanied the client to the place of the 

appointment but no interpreter turned up. The caseworker asked if the screener had 
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phoned TIS. The screener said they thought of this but it all seemed "too hard", she 

also did not have her TIS code. The caseworker had to arranged for a phone 

interpreter at the cost to MDA to explain the procedure to the client over the phone.    

 

Case study 3  

On 17 December 2009, a Burundian client lodged a complaint with a police constable 

via telephone in regards to an assault they had experienced. The case worker then 

followed up with the relevant constable, who informed the caseworker that in 

assisting their client to lodge an official assault complaint, the constable had not used 

an official interpreter.  Instead he had used the client's 9 year old daughter to interpret. 

 

Both the case studies above are typical examples of gaps that occur when government 

departments have not properly implemented policies across the board and are left to 

each department‟s initiative.   

 

Case study 4  

On 8 October 2009, a Liberian client appearing at a Magistrate Court had requested a 

Liberian Pidgin interpreter for her court appearance. Her Legal Aid solicitor initially 

refused to request one as she felt the magistrate would refuse to order one as the 

language seemed too close to English.   

 

Case study 5 

On 2 November 2009, an Eritrean male client wanted to book an interpreter for a 

court appearance with the Beenleigh Magistrates Court. The man phoned a few times 

but could not get through to the relevant contact. The caseworker called later and was 

told that only a magistrate can order the interpreter. The case worker then asked the 

receptionist if that meant that the client should go to court on the day and request 

adjournment. The receptionist said he may have to do this. 

 

Both the cases above call into question how the Language Services Policy and 

relevant courts system interact with each other.  The Policy states that interpreters 

should be engaged if there is any doubt of a person‟s ability to communicate in and 

comprehend English, whereas the courts system only provides for an interpreter when 

a magistrates deems it necessary.  While the cases above demonstrate that the use of 

interpreters is required at all stages where police and the courts are required to liaise 

with people who have barriers to communication, it also flags that there are serious 

gaps in policy areas which must be addressed.   

 

The unifying theme that is apparent in all of the case studies show that a strategy for 

implementation of any policy or procedure is vital.  An analysis of the cases also 

demonstrate that the must be a central agency to coordinate this implementation, 

which must be reinforced by the need to collect data to be able to evaluate the 

adequacy of these services. 
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Recommendations  
 

Recommendation 1 

That a Multicultural Act with corresponding policies be introduced.  

 

Recommendation 2 

That a whole of government approach and strategy for the development and 

implementation of all relevant instruments be coordinated across all the systems and 

institutions of the state with proper allocation of human and resource capital.   

 

Recommendation 3 

That this strategy includes the establishment of an independent and appropriately 

resourced central agency for the coordination of all policy matters, as well as clear 

tools for implementation and evaluation. 

 

Recommendation 4 

That a data collection system be developed immediately across all government 

departments to assist with improving cultural responsiveness and to be able to identify 

and monitor key presenting issues for CALD people. 

 

Recommendation 5 

That a coordinated strategy for service delivery, communication and information 

sharing in regards to settlement trends and issues for CALD communities is 

developed between Federal and State government agencies 

 

Recommendation 6 

That the Government design and implement a community engagement strategy 

designed to build inter-group dialogue and interaction which promotes a stronger 

understanding of multiculturalism and inspires celebration of our diversity across the 

whole community.  The aim of which seeks to proactively combat the prevalence of 

racism. 
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Part 2 - Investment into employment initiatives for CALD 
people 

Employment as a key plank to successful settlement 
 

Part 2 focuses on MDA‟s major advocacy platform which relates to employment 

issues and how legislation and policy can provide innovative pathways and 

opportunities to empower people from culturally and linguistically diverse (CALD) 

into long-term gainful employment. 

 

Systemic advocacy on employment issues has been MDA‟s key advocacy priority for 

2009-2010. We believe that unquestionably one of the most significant contributors 

towards successful settlement and wellbeing for newly arrived refugees and migrants 

is the achievement of stable, adequately remunerated and meaningful employment. 

Upon arriving in Australia, it is a high expectation of most refugees and migrants that 

they will be able to work and earn money as swiftly as possible. Employment is one 

of the leading issues for CALD communities who are eager to be fully contributing 

members of society.  

 

MDA's work with clients has shown that gaining employment leads directly to 

building personal confidence as well as strong, inclusive and productive communities. 

For the majority of people, work is considered not only a means to economic gain but 

also a personal obligation to family and community. Further, work is considered a 

crucial way for people to „become Australian‟ and positively contribute to their new 

country. For refugees, there is often an additional belief that employment is a way in 

which they can express their gratitude and repay the community for being resettled in 

Australia
4
. 

 

MDA recognises that refugees and migrants are a skilled and experienced component 

of the Australian labour market, albeit it one that may require targeted assistance to 

realise its potential. Since 2002, MDA has been delivering specialised case-managed 

employment assistance to refugees and migrants and is funded by the Department of 

Employment, Economic Development and Innovation (DEEDI) to provide job 

preparation and work placement programs to 180 migrants annually. The number of 

applications to our paid Work Placement programs has jumped from 60 to 250 per 

program intake in the last year alone, which is a strong indication of the growing and 

pressing need for support for CALD people.  

 

Over the last two decades, studies have shown a clear trend in declining labour force 

participation for CALD people due to various social and economic factors
5
.  National 

                                                 
4
 MDA, „Why look overseas, everyone you want is already here!‟ June 2008. 

5
 R Bridge, „Migrants in the Australian labour market ï some trends and developmentsô, People and 

Place, vol. 19, no. 1, 2001, p. 51. 
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research shows that the three main underpinning issues of unsatisfactory employment 

experiences of CALD people are
6
:  

¶ unemployment (lack of access to employment);  

¶ underemployment (employment that is casual or insufficient to meet living 

costs); and  

¶ occupational downgrading (employment at a level that is below a person‟s 

skills and experience).  

 

Some key employment related issues faced by CALD people  

 

English language proficiency 

Access to employment has been found to be a problem particularly in the first five 

years of residence in Australia, with the problem being exacerbated for CALD people 

from non-English speaking countries
7
.  

 

Recognition of overseas skills and qualifications 

In response to a realisation in the late 1960s that lack of recognition of overseas 

qualifications was a key obstacle to migrants‟ integration, Australia developed a 

complex skills recognition system overseen by the National Office of Overseas Skills 

Recognition. However, the current process of having overseas qualifications 

recognised in Australia is lengthy and expensive, with the result that many overseas 

qualified professionals end up working in areas outside of their expertise and below 

their skill level, and are unable to build a strong professional base or networks in 

Australian industries
8
. There is also ample evidence of continuing hurdles in getting 

overseas skills recognised
9
. 

 

Lack of local workplace knowledge and experience  

Evidence indicates that even once their skills and qualifications are formally 

recognised, CALD people still face problems arising from lack of Australian 

workplace experience, which hampers their access to more skilled professions
10

. 

Local workplace experience is strongly emphasised by many employers in Australia 

and for many migrants and refugees this often means that Australian employers are 

unwilling to recognise overseas experience.  This places them at an immediate 

disadvantage when seeking to enter the Australian labour market.  

 

Vulnerability to exploitation 

Lack of local knowledge and workplace experience may also result in people being 

ill-informed about employment conditions in Australia and their right to a safe, fair 

                                                 
6
 Ethnic Communities Council of Victoria (ECCV), Real jobs: employment for migrants and refugees 

in Australia, Policy Discussion Paper no.3, Carlton, Victoria, 2008, p. 5, accessed  25 May 2010, 

http://eccv.org.au/doc/ECCVDiscussionPaper3-RealJobs.pdf. 
7
 T Liebig, „The labour market integration of immigrants in Australiaô, p. 42. 

8
 ECCV, op. cit., p. 5. 

9
 For example, see „Negotiating the Maze: review of arrangements for overseas skills recognition, 

upgrading and licensing‟, a report by the federal Parliamentary Joint Standing Committee on Migration 

tabled in September 2006. 
10

 T Liebig, op. cit., p. 37. 

http://eccv.org.au/doc/ECCVDiscussionPaper3-RealJobs.pdf
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and discrimination-free workplace
11

. This lack of knowledge opens some CALD 

groups to being exploited by employers and many are reluctant to report illegal or 

unfair working conditions for fear of jeopardising their source of income or their 

ability to remain in the country
12

. 

 

Lack of appropriate employment services  

There is a lack of CALD-specific employment service providers. Most existing 

agencies do not sufficiently meet the needs of CALD clients, as they aim to place 

clients in positions indiscriminately, rather than in positions suited to the individual‟s 

experience, qualifications and preference
13

.  MDA believes that mainstreaming 

employment service provision often conflicts with the need for culturally competent 

or culturally specific services for CALD communities, and often employment service 

providers effectively facilitate occupational downgrading.  

 

Discrimination 

A report published by the Organisation for Economic Cooperation and Development 

(OECD)
14

 concluded that migrants from non-English speaking countries earn between 

9 and 12% less than comparable Australian-born people, and residual differences in 

wage levels between English and non-English speaking migrants suggest that wage 

discrimination is a possibility, particularly during migrants‟ first years in Australia. 

The report also acknowledged that discrimination could be a reason for the high 

prevalence of occupational downgrading experienced by migrants. Anecdotal 

evidence from MDA‟s clients also details incidences of discrimination in the 

employment and recruitment process for those from non-English speaking 

backgrounds. This is supported by recent research conducted by the Australian 

National University (ANU) which found that migrants were particularly discriminated 

against when applying for jobs
15

.  

 

Employment barriers specific to refugees 

Refugees experience each of the issues outlined above, however, refugees are often at 

a greater disadvantage when compared with other migrants of CALD background due 

to the trauma of their past experiences and the circumstances in which they left their 

countries of origin
16

. While for most migrants employment issues are most keenly 

experienced in the first five years in Australia, after which they experience an 

improvement in their employment conditions, refugees experience comparatively high 

unemployment levels even after having lived in Australia for up to 10 years
17

.  

                                                 
11

 ECCV, op. cit., p. 7. 
12

 Ibid., p. 10. 
13

 ECCV, op. cit., p. 6.  
14

 T Liebig, op. cit., p. 43. 
15

 A Booth, A Leigh and E Varganova, “Does Racial and Ethnic Discrimination Vary Across Minority 

Groups?”, accessed 18 May 2010, http://people.anu.edu.au/andrew.leigh/pdf/AuditDiscrimination.pdf 

(accessed 18 May, 2010) 
16

S Torezani, V Colic-Peisker and F Fozdar, „Looking for a ñmissing linkò in formal employment 

services and social networks in refugeesô job search,‟ Journal of Intercultural Studies, vol. 2, no. 2, 

2008, p 138. 
17

 T Liebig, op. cit., p. 44; V Colic-Persiker and F Tilbury, „Employment niches for recent refugees: 

segmented labour market in twenty-first century Australia‟, op. cit., p. 210. 

http://people.anu.edu.au/andrew.leigh/pdf/AuditDiscrimination.pdf
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This makes refugees the most disadvantaged group in the labour market with 

employment levels considerably below other migrant categories.
18

 Unemployment is a 

particular challenge faced by refugee and humanitarian entrants from new and 

emerging communities, such as those from the Horn of Africa, the Middle East and 

South-East Asia, which are relatively small and have complex settlement needs
19

.  

 

Niche refugee employment sectors 

The results of a study of refugee populations in Western Australia published in 2006 

found that in metropolitan areas, where the majority of refugees have settled in recent 

times, refugees seem to be significantly concentrated in certain low-skilled service 

niches
20

. The study found that the niche sectors in which refugees are concentrated are: 

¶ Cleaning – which is at the bottom of the secondary sector, and is an industry in 

which immigrants from non-English speaking backgrounds (particularly 

women) are significantly over-represented; 

¶ Aged care – provision of low-skilled health services in nursing homes;  

¶ Transport (esp. taxi-driving), security and building industries; and  

¶ Meat processing – largely abattoir and poultry plant work, driven by the 

Government‟s regional refugee settlement push initiated in 2004-05
21

. 

Analysis 
Evidence gleaned from our database and further consultations across the sector inform 

us that CALD people are in need of holistic programs which are able to take into 

account different and competing needs. MDA would like to advocate for innovative 

ways in which programs could be better tailored to people from CALD backgrounds 

as well as identifying gaps in the current system. We recognise that while language 

and employment support through programs like Workplace English Language and 

Literacy (WELL) and Job Services Australia is provided through the Federal 

government, we believe that a holistic approach to dovetailing programs with both 

State and Federal governments should be considered in strategies for policy 

development and implementation. 

 

For many CALD job seekers, language issues, in addition to gaining the relevant 

experience and training for work, is a major barrier to securing gainful employment. 

We believe that there are specific opportunities for State and Federal governments to 

work collaboratively to develop flexible options for workplace English programs or 

other specialised programs integrating language learning and work experience. This 

would provide people with more options allowing them to combine learning English, 

pursuing training or work experience opportunities, as well being able to still 

undertake paid employment.   
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 V Colic-Persiker and F Tilbury, „Employment niches for recent refugees: segmented labour market 
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We believe integrated options such as these would enable CALD people to more 

effectively manage competing settlement needs. A similar initiative has been funded 

before by the Victorian State Government, which provided a three-week period 

allowing applicants to observe and shadow workers in their relevant field of interest 

in both the public and private sectors. We believe that innovative pathways increase 

the opportunities available to CALD people and allows them greater flexibility in 

possible employment outcomes. It is important to note that currently, Work Placement 

programs run through the Skilling Queenslanders for Work (SQW) program funded 

by DEEDI do not allow for work placements in the private sector. 

 

MDA acknowledges the important work experience programs that successful migrant 

employment and training initiatives offer CALD job seekers, such as those funded by 

the Brisbane City Council (BCC), the Department of Education and Training (DET) 

and the Department of Employment, Economic Development and Innovation 

(DEEDI). We believe that these programs should develop partnerships with private 

business and industries to allow for more opportunities for CALD people to gain 

experience in, and explore pathways into, different work environments and to be able 

to tap into a wider range of relevant professions. 

 

Recommendations  
 

Based on the above, MDA would like to put forward the following recommendations 

that we believe would provide the most innovative pathways in training and 

employment for CALD job seekers. The recommendations will allow organisations 

like MDA to directly tailor our responses to the needs of a skilled and professional 

CALD workforce, as well as unskilled CALD people more effectively.   

 

We recommend that the State government works in collaboration across the relevant 

government departments to implement the following strategies. 

 

Recommendation 7 

That the State government increases the current number of funded Job Preparation 

Assistance places across the State. Organisations like MDA currently provide 

assistance through this program to 180 clients, an increase, for example, to our current 

places to a total of 400 places would be appropriate to reflect the increased numbers 

of inquiries in other employment related programs as stated on page 13 of this 

submission. This shows that there is a real need for programs such as these by CALD 

job seekers. 

 

Recommendation 8 

That DET‟s Migrant Work Experience Program (MWEP) be able to continue and that 

ongoing funding be provided for this vital program, which is currently under review.  
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Since its commencement in 2001 the program has helped around 300 individuals gain 

invaluable work experience within various government departments. It is important to 

note that the MWEP has helped many participating refugees and migrants renew their 

hopes and lead more fulfilling lives with the majority of participants securing 

employment upon successful completion of the program. More importantly, the 

program, through work experience and employment outcomes, has had an undeniable 

influence on the successful re-settlement process of participating migrants and 

refugees.   

 

Recommendation 9 

That Work Placement Programs funded by government agencies like DEEDI consider 

widening their scope to include not only community organisations, but also 

government agencies as well as private business and industry as host employers.  This 

would diversify the work experience pathways for CALD job seekers and provide 

them with wider training and employment opportunities in the future. 

 

Recommendation 10 

That para-professional traineeships be introduced in government departments to give 

CALD job seekers options to be sponsored or bonded. This is especially beneficial for 

professions such as nursing, engineering, draftsmen or architecture that would benefit 

from having employment options while they are in the process of getting their 

qualifications recognised.   

 

This ensures that job seekers are in paid work as early as possible and are then given 

the opportunity for secured employment for a specified period of time once their 

qualifications are recognised. The benefits to government as an employer are as 

follows: opportunities to observe a person at work before potentially offering ongoing 

employment, a stable workforce, lower staff turnover levels, less time and resources 

spent on ongoing recruitment and induction of new personnel. This strategy directly 

supports skilled professionals by providing meaningful pathways to gainful 

employment in their field of training. It will work towards reducing instances of 

occupational downgrading (the “doctors driving taxis” issue). 

 

Recommendation 11 

That State and Federal governments work collaboratively to develop flexible options 

for workplace English programs or other specialised programs integrating language 

learning, vocational training and work experience. While there are important 

programs like the Workplace English and Language and Literacy (WELL) initiatives, 

as well as the Adult Migrant English Program (AMEP), we believe that it is necessary 

for governments to develop cohesive and more tailored programs that make English 

language learning an integral part of vocational learning and on-the-job experience. 

Such programs should also allow for mentorship opportunities that will provide one-

to-one support for the relevant job seeker.  
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Recommendation 12 

That the State government commit to funding more employer or industry engagement 

initiatives to achieve better employment outcomes for CALD job seekers. This is an 

important initiative that would seek to establish vital links to achieve the following: 

¶ To identify growth industries and specific job vacancies; 

¶ To gather information on industry- or employer-specific recruitment processes; 

¶ To collect information on specific skills and/or qualifications required to find 

work in specific industries; 

¶ To raise employers‟ awareness about the benefits of a diverse multicultural 

workforce and devise strategies of how to best tap into that resource; 

¶ To initiate a collaborative and mutually beneficial approach between 

employment services and the industry to respond to CALD jobseekers‟ 

training and employment needs and industries‟ recruitment needs. 

 

Recommendation 13 

That the government consider working partnerships with peak settlement agencies 

like MDA to develop pilot projects which will explore new and innovative ways of 

providing appropriate and meaningful pathways into  gainful employment  for CALD 

people. 


