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The Ethnic Communities' Council of Victoria (ECCV) is the peak body for people from
migrant and refugee backgrounds in Victoria. ECCV works closely with over 220
member organisations including ethnic associations, multicultural service providers,
and eight regional ethnic communities’ councils.
Since 1974, ECCV has been advocating for human rights, freedom, respect, equality
and dignity for migrant and refugee communities, and for a socially cohesive and
inclusive Victorian community. ECCV has a strong history in advocating for the rights
of migrant and refugee communities, informing industry practice and influencing
Federal, State and Local governments on a range of issues including culturally
responsive approaches, anti-racism action, equitable access to services and socially
just policy.
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Executive Summary
The Working for Victoria program was created by the Victorian Government in response to the
economic and labour market turmoil created by the COVID-19 pandemic. Its objective was to
help jobseekers, especially those who had lost their jobs as a result of the pandemic, find
employment in roles that would support the community. Among the contracted employers
sharing in the program’s $500 million funding were three consortia of multicultural and ethnospecific organisations, with Spectrum Migrant Resource Centre, the Islamic Council of Victoria,
and TaskForce as consortia leads.
These multicultural consortia have played an important role in providing employment to a large
number of people from migrant and refugee backgrounds who often face barriers to finding
sustainable employment in the Australian labour market. Workers employed through the
Working for Victoria program reported barriers such as employers' stringent requirements for
Australian work experience, not having overseas qualifications recognised, lack of local contacts
or networks, language barriers, and bias from employers.
Key organisations involved in the design and delivery of the Working for Victoria program in
multicultural communities, including ECCV staff employed through the fund, reported that the
program has provided significant benefits to Victoria’s culturally and linguistically diverse
(CALD) communities during a complex and challenging time. Multicultural organisations that
received Working for Victoria funding have provided a range of valuable services to migrant and
refugee communities to support them in their COVID-19 response and recovery, and to respond
to other key issues of concern.

Opportunities for CALD communities
Working for Victoria has provided highly valued job opportunities for members of Victoria’s
migrant and refugee communities who were looking for work in the pandemic-affected jobs
market. By providing an opportunity to gain local work experience, build networks, receive
training and acquire a range of new skills, Working for Victoria has greatly enhanced the
employment prospects of these individuals as they prepare to look for work beyond the sixmonth funding period. ECCV believes that learnings from the multicultural consortia can be
used to inform future government strategies to improve employment outcomes for people from
migrant and refugee backgrounds in Victoria.
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Lessons for the future
Staff employed through the multicultural consortia have shown that there is much they can
achieve when provided with an opportunity. In order to continue opening up further
opportunities, future government employment initiatives must address the specific barriers
faced by jobseekers from migrant and refugee backgrounds. As demonstrated through the
multicultural consortia, this can be most effectively achieved by resourcing multicultural and
ethno-specific community organisations to deliver employment programs to their communities
and involving them in developing place based strategies to engage community members.
Consultations for this paper have also revealed the importance of flexibility in the recruitment
platforms and pathways into these roles. ECCV also recommends a comprehensive study of the
effectiveness of wage subsidies.
The main limitation of Working for Victoria has been the short term timeframe of its operation.
Although this is intrinsic to the design of the employment intervention, ECCV would like to see
future strategies take a longer-term focus, and form part of a comprehensive multicultural
employment strategy. The learnings from Working from Victoria that are discussed in this paper
should be used as a basis upon which such a strategy can be built.
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Summary of
SUMMARY
OF
Recommendations
RECOMMENDATIONS

01|

That state employment programs
contract multicultural community
organisations to provide
employment services to their
communities.

02|

That the Victorian Government
develops a strategy for the
promotion of its new Jobs for
Victoria services in disadvantaged
and multicultural communities.

06|

That future employment strategies
enable employers to be flexible with
advertising and promoting roles in a
manner that is culturally responsive
and capable of being shared through
community networks.

07|

That the Victorian Government
publicises success stories of migrant
employment in each region of
Victoria.

03|

That the Victorian Government
undertakes a return on investment
study of the effects of wage
subsidies on the long-term
unemployed and jobseekers from
disadvantaged backgrounds

08|

That the Victorian Government
resources the creation and
implementation of a multicultural
employment plan for culturally and
linguistically diverse communities.

04|

That wage subsidies are provided
through the Jobs Victoria fund to
businesses that hire jobseekers who
are seeking asylum or who are
holders of temporary humanitarian
visas.

09|

05|

That online platforms for engaging
jobseekers are co-designed with
community employment agencies to
be accessible and navigable for
people with diverse needs.

That the Victorian Government plans
an improved model based on the
Working for Victoria program for
future emergencies, including a
strategy for employment of people
from migrant and refugee
backgrounds, a marketing strategy
for diverse communities, and a plan
for sustainable job outcomes post
emergency.
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Introduction
People from migrant and refugee backgrounds have long experienced disadvantage in the
labour market. [1] Many find that they face barriers to sustainable employment such as
employer demands for local experience, lack of local networks, non-recognition of
overseas qualifications, difficulties navigating the employment services system, bias, and
concerns by employers about their job readiness. This situation has been made worse by
the COVID-19 pandemic, which has caused massive disruption to the labour market and
further exacerbated the disadvantage for many of Victoria’s culturally and linguistically
diverse (CALD) communities. [2]
The Victorian Government introduced the Working for Victoria program as part of its
COVID-19 response plan, with the intention of providing economic stimulus, employment
opportunities, and to help communities respond to COVID-19. Provision of community
services formed a dedicated part of the Working for Victoria investment. Three consortia
were contracted to provide services specifically for multicultural communities across
Victoria. ECCV received funding to employ ten staff as a member of one of these consortia.
ECCV’s Policy Advisory Committee on Employment, Entrepreneurship, Education and
Training recommended that ECCV examine the success of Working for Victoria in providing
opportunities for CALD community members. This resultant paper is informed by
consultations with ECCV staff who were funded through Working for Victoria, with partner
organisations from the multicultural consortia, and with other key stakeholders involved in
the design and delivery of the program.
ECCV was also engaged by the Victorian Council of Social Service (VCOSS) to hold two
consultations for workers from multicultural backgrounds who had been employed
through Working for Victoria. This paper also incorporates feedback provided in these
workshops.
This paper examines how successful Working for Victoria’s investment in multicultural
service provision has been in delivering opportunities for job seekers from migrant and
refugee backgrounds, and in providing them with skills and experience that will be
beneficial to their future employment prospects. It explores the benefits of the program
both for employees and their communities, the program’s limitations, and outlines
learnings for future employment strategies aimed at supporting people from migrant and
refugee communities.
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Barriers to Employment

BARRIERS TO
EMPLOYMENT

The 2013 Inquiry into Migration and Multiculturalism in Australia by the Australian Parliament’s
Joint Standing Committee on Migration examined the barriers to employment faced by
Australians from migrant and refugee backgrounds. This report highlighted many barriers that
were consistent with those emphasised by ECCV in its 2019 Submission to the Victorian
Parliament’s Inquiry into Sustainable Employment for Disadvantaged Jobseekers. [3]
The Inquiry into Migration and Multiculturalism in Australia report noted that:
“CALD individuals find it particularly difficult to gain long-term employment in
industries relevant to their skills, qualifications and experience due to the
issues of discrimination in the workplace, the recognition of overseas
qualifications by Australian employers and the need for Australian work
experience.” [4]

The report highlighted research showing that people from migrant and refugee backgrounds in
Australia, New Zealand, Canada and the US have poorer employment outcomes than people
born in these countries or those who migrate from English-speaking countries. [5]
33% of new migrants to Australia reported having trouble finding their first job in the ABS
Characteristics of Recent Migrants Survey in 2019. [6] The most common difficulties were:
Lack of Australian work experience or references (65%)
Lack of local contacts or networks (29%)
Language difficulties (25%)
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To confront the issue of bias in recruitment, the Victorian Government’s Recruit Smarter
initiative looked at the effect that de-identifying CVs had on job application outcomes. In a
study of job applications to VicRoads, it noted that:
“De-identification led to a significant change in likelihood of shortlisting for
diverse applicants. When country of birth was identified, Australian born
applicants were 13% more likely to be shortlisted compared to applicants born
overseas. However, when country of birth was de-identified, applicants born
overseas had an 8% higher chance of being shortlisted compared to
Australian-born applicants.” [7]
A 2009 study found that applicants with “Chinese-sounding” names must submit 68% more
applications to reach the same number of call-backs as applicants with Anglo names.
Applicants with “Middle Eastern sounding” names must submit 64% more applications, while
applicants with “Italian sounding” names must submit 12% more applications.
Lack of English proficiency can be a major barrier to securing ongoing employment for
jobseekers from migrant and refugee backgrounds. Research by the South Australian
Department of Trade and Economic Development shows that higher levels of English proficiency
among migrants are positively correlated with attainment of higher levels of skilled
employment, and closer matches between the migrant’s employment in Australia and their
previous experience. [9]
Many migrants and refugees told the Joint Standing Committee on Migration that they found it
difficult to secure employment in Australia due to their lack of local work experience. Many
skilled migrants reported that they had to settle for employment in low skilled jobs in industries
not relevant to their qualifications and skills, because they did not possess Australian work
experience. [10]
These experiences in the labour market were familiar to many of the ECCV staff employed
through Working for Victoria, who felt they faced bias (not necessarily unconscious) in the job
application process, reported frustration that their skills, experience and qualifications from
overseas were not given appropriate recognition by Australian employers, and felt that their
lack of English proficiency put them at a disadvantage in the job application and interview
process.
Many employees from migrant and refugee backgrounds who attended consultation workshops
run by ECCV and VCOSS also cited non-recognition of their overseas qualifications and
experience as the biggest barrier they faced in the labour market. [11] This was an issue of
particular frustration for women over 45, who noted that at their stage in life it was unrealistic
to begin studying again.
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Effects of COVID-19
COVID-19 created an unprecedented level of turmoil in the labour market. The unemployment
rate in Australia rose from 5.1% in February 2020 to a peak of 7.5% in July 2020 (a time when
the Federal Government’s Jobkeeper payments were keeping millions of workers nominally in
employment.) [12] The effects were felt most profoundly by young people, with the
unemployment rate for 15-24 year-olds not in full-time education rising from 10.5% in March
2020 to 15.3% in June 2020. [13] The hospitality industry was particularly affected, with the
number of hospitality jobs in Victoria falling from 223,000 in February 2020 to 150,900 in May
2020, a loss of 72,100 jobs (or 32%). [14]
Concerns about unemployment in CALD communities have been widespread since the start of
the pandemic. A survey by ECCV of its members in mid-April 2020 asked them to identify their
main concerns and opportunities arising from the COVID-19 pandemic. The leading cause for
concern, identified by over 70% of respondents, was unemployment. [15] Within months these
fears appeared to be borne out, with ABS statistics showing the disproportionate effects of
COVID-19 on the unemployment rate for migrants who had arrived in the last decade: [16]

POLICY PAPER - PAGE 10
POLICY PAPER - PAGE 2
POLICY PAPER - PAGE 2

Region of Birth

Australia
Arrived within last 5 years

Unemployment rate March 2020 (%)
5.4
Arrived within last 5 years

P E R C Erate
NTA
Unemployment
- GE
C
O
M
P
L
E
T
July 2020 (%) I O N
7.2
Arrived within last 5 years

Oceania and Antarctica

9.5

8.2

North-West Europe

7.2

8.4

Southern and Eastern Europe

10.3

15.8

North Africa and the Middle East

26.2

20.4

South-East Asia

9.5

11.8

North-East Asia

7.8

11.4

Southern and Central Asia

8.6

11.6

Americas

7.3

14.7

Sub-Saharan Africa

7.7

12.6

Arrived 5 - 9 years ago

Arrived 5 - 9 years ago

Arrived 5 - 9 years ago

Oceania and Antarctica

10.4

7.9

North-West Europe

4.0

4.5

Southern and Eastern Europe

10.9

3.8

North Africa and the Middle East

10.3

15.8

South-East Asia

5.6

6.2

North-East Asia

5.2

10.0

Southern and Central Asia

6.3

10.3

Americas

8.3

12.9

Sub-Saharan Africa

3.3

11.7

Source: Australian Bureau of Statistics, Labour Force, Australia (2021)
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In order to ascertain the effects of COVID-19 on multicultural youth in Victoria, in March and
April 2020 the Centre for Multicultural Youth interviewed 41 people aged 18-25 from migrant
and refugee backgrounds about the effects of COVID-19 on their employment. [17] Of those
interviewees who were employed prior to the pandemic, 38% said that they had lost their jobs,
while 33% had had their hours reduced. [18] Many of these young people who were searching
for employment prior to COVID-19 reported a loss of confidence and lack of motivation in the
current labour market, and felt that the pandemic was having a negative impact on their future
employment prospects. For some, particularly young women, the pandemic also led to an
increased level of responsibility within their families, including for interpreting, caring roles, and
financial pressure due to a drop in household income, which impacted their education and
employment opportunities. [19]
The situation was even worse for temporary visa holders. In a survey by Unions NSW of over
5,000 temporary visa holders from March to May 2020, 65% of respondents reported losing
their jobs, while another 23% said that their hours had been reduced. [20]
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Barriers to Employment

ABOUT THE WORKING
FOR VICTORIA
PROGRAM

The Working for Victoria program was announced by the Victorian Government in April 2020 as
a program to assist “people who were looking for a job due to the coronavirus crisis”. [21] The
program involved a total commitment of $500 million to enable contracted organisations to
employ approximately 3,000 people in roles primarily related to COVID-19 response and
recovery. The Government engaged the recruitment platform Sidekicker to match jobseekers
with positions funded through the program.
Community services were identified as one of the program’s priority industries, with funding
provided by the Department of Jobs, Precincts and Regions (DJPR) for more than 1,100
community services jobs across 59 organisations. [22] All employees were to be employed on
six-month contracts, and all community services positions were fully funded for wages and oncosts.
VCOSS provided the state government with advice on the design of the community services
initiative within Working for Victoria and took the lead in encouraging and engaging with
community organisations with the potential to become providers. To enable smaller employers
to take on roles in the delivery of community services under Working for Victoria, the
development of consortia was encouraged.
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Multicultural consortia
Three consortia received contracts to provide services to Victoria’s multicultural communities:

CONSORTIUM 1

CONSORTIUM 2

Spectrum Migrant Resource
Centre (lead)

Islamic Council of Victoria (lead)
10 organisations

10 organisations

54 FTE

62.6 FTE

Multicultural and multifaith
organisations

Includes ECCV, and ethnic
communities’ councils in Mildura,
Shepparton, Bendigo, Ballarat and
Geelong.

Focus: Community engagement,
family support and administration
to support recruitment and service
delivery.

Focus: Outreach, carer and
support roles, emergency relief,
CALD communications and
administration.

CONSORTIUM 3
TaskForce (lead)
8 organisations
31 FTE
Multicultural and mainstream
organisations in southeast
Melbourne.
Focus: Outreach, community
support and food relief.

Members of the multicultural consortia received funding in order to:
Distribute the Victorian Government’s key COVID-19 messaging across communities
Perform outreach
Support the delivery of practical community support.
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Brotherhood of St Laurence
Other community organisations have also used Working for Victoria funding to target
employment of people from culturally and linguistically diverse (CALD) backgrounds. The
Brotherhood of St Laurence (BSL) employed 102 FTE staff with Working for Victoria
program funding, of whom 61% were from CALD backgrounds (including 10% on
temporary visas and 24% from refugee and asylum seeker backgrounds). Staff were
employed to work on BSL’s employment, children & families, community engagement, and
youth programs. BSL described Working for Victoria as having provided a massive
injection of skills and capacity, and brought immense value by enabling the employment
of people from a large variety of backgrounds.

Working for Victoria at ECCV
ECCV used Working for Victoria funding to establish a Community Outreach team consisting of
ten staff members – a full-time Project Coordinator, eight part-time Community Outreach
Project Workers, and a part-time Project Support Officer.

Induction and training
The processes of recruitment, induction and training were challenging as these processes
needed to occur while COVID-19 lockdown restrictions were in place, and therefore had to be
conducted remotely. Face-to-face support had to be postponed and replaced with daily online
meetings and training to support the new staff and develop a team culture. Induction was
conducted via Teams or Zoom meetings in groups so that staff could be given the same
information at the same time. The OH&S section of the induction was expanded to include
videos about working from home safely and ergonomically, mental health and COVID-19.
Induction and training during lockdown were particularly difficult as staff were not able to
access peer support and learning in the office. It was challenging for staff working in isolation to
learn and develop soft skills. This highlighted the barriers for staff who did not have experience
in an office environment or who were new to Australia and unfamiliar with Australian work
practices.
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Providing training and equipment for staff to work from home also proved a challenge. Devices
such as tablets and mobile phones had to be delivered to employees’ homes, and support for
setting up and using these provided by phone. In the second half of the project period,
lockdown restrictions were eased and staff were able to slowly return to the office.

The ECCV team
ECCV’s Community Outreach Workers were all from culturally and linguistically diverse (CALD)
backgrounds, and were diverse in age, ethnicity and professional background. All team
members had tertiary qualifications, ranging from Diploma to Masters level, mostly in fields
related to public policy, community services and/or social work.
In consultations, several team members noted their contrasting employment experiences before
and after migrating to Australia. A few of the team had extensive professional experience in
their countries of origin, including in leadership and senior roles. Others had experience in
teaching and lecturing.
In Australia, however, most team members struggled to find ongoing work, and just two were
employed when they were offered Community Outreach positions at ECCV. Some had
experienced sustained periods of joblessness, despite their qualifications and experience, they
even had trouble getting interviews in Australia. Others in the team considered themselves
fortunate to find casual work, although often not in areas directly connected to their
qualifications, but had also experienced periods of unemployment between positions. Many had
undertaken further study in Australia, and performed various volunteer roles to support their
communities and gain extra experience and skills.
Many of the team experienced frustration in their previous job seeking, and some had gone for
long periods without receiving an interview. Some felt that they were experiencing
discrimination from employers. These experiences were generally shared by other members of
their communities, who felt that many employers were not prepared to give migrants a chance,
and that their qualifications, skills and experience from their country of origin were not
respected.
Those who had been navigating the Australian labour market for many years pointed to
language barriers in accessing employment, but also cultural barriers that could make the job
application and interview process challenging for people who were unfamiliar with Australian
conventions. One staff member noted that jobseekers may have the English skills to understand
interview questions, but are not familiar enough with conventions in Australian recruitment
practices to know how they are expected to answer interview questions or respond to key
selection criteria. Employers have expectations of the answers that their preferred candidates
will give, but many jobseekers from migrant and refugee backgrounds have not had the
opportunity to understand these expectations.
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The vast majority of the ECCV Community Outreach team learned about the roles through their
local communities. With the Spectrum-led consortium gaining an exemption from having to
advertise roles through Sidekicker, employers were able to advertise roles directly in
communities. This appears to have played a major role in spreading awareness of the roles that
were available. Only a few of ECCV’s Outreach Workers had heard of the Sidekicker platform,
with two having signed up. Another stated that she had tried to sign up for Sidekicker but found
that it was too complicated. ECCV staff either saw the roles advertised in the community, or had
them brought to their attention by community organisations, leaders, family members or
friends.

Community outreach work
ECCV Community Outreach Workers began their roles by determining the needs of their
communities through a process of stakeholder mapping. This enabled staff to plan responses to
the most pressing needs identified within their communities.
Supporting people who faced barriers around language and literacy to understand public health
information about COVID-19 was a key priority. Project Workers shared available health
information and disseminated resources that could be displayed in businesses and community
centres. They also worked with community members to help them to understand government
messages about issues related to COVID-19, such as housing, family violence and mental
health.
Project Workers distributed and disseminated resources including information about WorkSafe
trader support resources, tenancy and legal advice, financial and material aid support, and
access to concessions and grants available for vulnerable communities. They provided support
to people experiencing mental health issues during isolation and encouraged them to stay as
active as possible. One staff member was interviewed via a Facebook live session with Polaron
Language Services on the subject of “Building Resilience and Engagement through Community
Consultation”.
International students were identified by Project Workers as often needing particular support.
Many international students lost their jobs due to the economic effects of COVID-19, as their
employers were not eligible to receive JobKeeper payments to retain them, and they were
ineligible for the JobSeeker Allowance or other government support. As the crisis wore on, an
increasing number became reliant on food parcels from charities in order to meet their basic
needs. [23] Unemployment, uncertainty about being able to stay in Australia, and isolation from
family and friends during a time of global crisis have led to many international students
experiencing mental distress. [24] Many international students had been wary of accessing
support that required them to provide personal information out of fear that this would
jeopardise their ability to stay in Australia, but ECCV, like other multicultural organisations was
a trusted source of support.
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Some of the team’s most important work has involved providing links to services for community
members who have been identified as having specific support needs. Temporary visa holders
ineligible for government assistance such as JobKeeper and JobSeeker were referred to the
Extreme Hardship Support Program administered by the Australian Red Cross. Other referrals
were made to housing support services, tenants’ associations, TAFEs, employment
service providers, mental health support services, and charities such as the Salvation Army,
Brotherhood of St Laurence and the St Andrews Centre.
Project Workers noted that more isolated communities were not aware of organisations that
could assist them with particular needs. They believed that the links that they established will
provide a tangible long-term benefit to these communities.
ECCV partnered with WorkSafe to perform “COVID-Safe walks”, in which Project Workers
accompanied WorkSafe Inspectors in walking door-to-door through neighbourhoods with high
proportions of business owners from CALD backgrounds, talking to them about COVID-safe
work practices and requirements as part of a community education program. Many business
owners provided positive feedback and thanked ECCV for facilitating these conversations and
helping to remove some of the fears about engagement between WorkSafe and business owners
from CALD backgrounds. One Outreach Worker spoke of their experiences during these walks:
"A business owner ran after me after the WorkSafe officer talked with her
about the COVID-19 pandemic and the financial recovery of businesses in the
Werribee Business Precinct. The business owner simply thanked me and gently
whispered to me that [WorkSafe officers] don’t normally talk to her the way
they spoke that day. She repeatedly thanked me for walking beside and
working with WorkSafe that day, in my role as an ECCV officer talking to and
delivering safety messages to businesses in Werribee.
“Second, I have had another business owner who was obviously shaking and
could hardly speak English when the WorkSafe officers were talking to him in
the shop. I intervened to introduce myself as an ECCV representative and
calmed him down and encouraged him to ask questions and seek more
clarification."
Project Workers also ran online workshops in partnership WorkSafe Victoria, the Brotherhood of
St Laurence and the Tenants Victoria, on three topics of particular importance to their
communities:
How to Develop a COVID-Safe Plan
COVID-19 Financial Relief
Rental Laws and Tenancy Support
In addition to their work, ECCV staff provided employment assistance to community members
including alerting community members to job opportunities, and assistance with online job
applications, writing application letters, and resume writing.
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Project Workers provided ECCV with an opportunity to engage more closely with new and
emerging communities, to develop stronger networks and links to communities without access
to resources or support networks, and to continue critical engagement with these groups
beyond the life of the project. The project also expanded ECCV’s reach and capacity by
providing an enriching opportunity for existing staff members to expand their knowledge and
strengthen community engagement and professional relationships.
A final important contribution that several team members felt they were making to their
communities was that they were acting as role models by being in their roles. They felt they
were demonstrating to communities that opportunities are available, which encourages people
to keep looking for work, including in the sort of government-funded positions that they may
have thought were unattainable.
Members of ECCV’s Community Outreach team all demonstrated a high level of skill,
resourcefulness, and dedication to their work. Four of the community Outreach Team have been
successful in obtaining further employment in other roles with ECCV.

CASE STUDY
Saami, ECCV Community Outreach Worker
For seven years after moving to Australia, Saami [not his real name] had been unable to
find paid employment. During this time he completed a Bachelor of Agriculture and
Technology at La Trobe University, and was studying for a Master of International
Development at RMIT when the COVID-19 pandemic began. Saami also completed a
Certificate IV in Training and Assessment at Victoria University, and a Foundations of
Directorship course at the Australian Institute of Company Directors.
During his time in Australia, Saami founded and directed two not-for-profit organisations:
GURMAD Somali Relief, a humanitarian organisation providing aid projects to disaster
afflicted households in Somalia; and Australian African Community Development, which
supports local school children from African backgrounds and their families. He also
performed volunteering with various community services organisations, but only
succeeded in finding employment as a Health Concierge and Site Lead at cohealth two
months before being offered the position at ECCV.
After less than three months in his Working for Victoria funded role as a Community
Outreach Worker, Saami was the successful applicant for a position as a program
coordinator at ECCV. Saami says that “my role at ECCV has opened doors of opportunity
that for so long were not there for me”.

POLICY PAPER - PAGE 19

Skills and experience gained
Many of ECCV’s Community Outreach team reported that their outreach work has led to a vast
improvement in their interpersonal communications skills, and in their skills in communicating
with people from different backgrounds. Several team members reported improved skill and
confidence to communicate and liaise with stakeholders using online platforms.
Many staff had either never worked in an office environment before or had not done so for a
long time. Their roles helped them to develop IT skills including using online meeting platforms
like Zoom and Microsoft Office 365 suite, and gave them an opportunity to learn how to engage
online to develop internal and external professional relationships and collaborative
opportunities.
Most felt that they had increased their cultural competency, and had acquired a new confidence
and soft skills to interact with different people from a wide variety of backgrounds. One noted
that as an outreach worker she was “meeting people that I would never have met if not for this
role. I meet someone new every day!”
By making referrals for community members in need, staff felt that they had learned much more
about services in the community. Several Project Workers stated that they had acquired good
networks of community agencies, local government departments and service providers, which
would be very helpful in future professional roles. One Project Worker noted that she had made
a lot of interfaith connections through her outreach work, whereas previously she mostly had
connections only in the Muslim community.
All staff reported benefits from training in a number of areas (family violence, the COVID-19
Extreme Hardship Support Program, tenant’s rights, gambling harm prevention, safe work
practices with WorkSafe Victoria) that would be an advantage in future job searches.
Employment skills training sessions were also provided to team members to help equip them
with skills in preparation for transition into further opportunities in the labour market. Four
sessions were provided to staff by Wyndham Community & Education Centre, covering:
Writing a resume
How to address selection criteria
Constructing cover letters
Preparing for job interviews
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Working across a variety of tasks meant that many Project Workers felt they had learned to
better organise and prioritise their workloads - a Project Worker stated that “at ECCV I learned
to multitask”. Others pointed to the professional skills they had gained with regards to activities
such as organising and delivering workshops, chairing meetings and taking minutes.
Several Project Workers reported that their time at ECCV had given them an opportunity to reengage in the workforce after more than 5-10 years of unemployment. All staff expressed
unambiguously their belief that their time with ECCV would assist greatly with their future
employment prospects. One said that the while at ECCV she was learning how to relate her
experiences to the jobs she is applying for, while another said that she had learned to present
herself and her resume more appropriately.
Perhaps most significant was the confidence that staff felt they had gained by working in a role
where they felt accepted, supported, and able to put their skills to constructive use. As one
worker put it, “I haven’t felt appreciated like this in any role before”.
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SUPPORTING
MULTICULTURAL
COMMUNITIES IN
REGIONAL VICTORIA

Ethnic Council of Shepparton and District
The Ethnic Council of Shepparton and District (ECSD) was part of the consortium led by
Spectrum Migrant Resource Centre. Working for Victoria funding has enabled ECSD to employ
three young people from Iraqi, Afghani and Sudanese backgrounds. Two had no previous onthe-job experience. All three were unemployed prior to entering the program. Due to the
exemption obtained by the Spectrum-led consortium from using the Sidekicker recruitment
platform, ECSD was able to recruit appropriate people who they knew from past work
placements, volunteer work, and through the local council.
As bilingual workers, the three employees were able to increase ECSD’s capacity and
relationships through their lived experience and community networks. For example, the fact that
the three staff were all from refugee backgrounds helped ECSD to strengthen its connections
with local refugee communities. This helped ECSD to further understand the distrust that some
of these communities have about government, and the difficulties that this can cause in
encouraging them to access services from local government or other government agencies.
The employees performed outreach work and organised workshops for community members
about employment options and how to overcome barriers to employment. Previously, new
arrivals to the region had generally commenced their employment with farm work, so ECSD was
pleased to have the resources and opportunity to support migrants to find jobs in a variety of
different industries.
The staff engaged with communities to provide important COVID Safe health messaging and
created content in community languages for social media. They worked closely with other staff
at ECSD to ensure that work on these projects could continue after their contracts ended.
The staff also worked as part of Greater Shepparton City Council’s information van program,
which visited places like shopping centres and places of recreation where multicultural
communities congregated, and engaged with people to disseminate COVID-19 information.
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"{W}orkers were available to assist and noticeably the vans attracted people
due to the presence of bilingual workers. People who may not have normally
accessed the information were offered an opportunity to be provided with
information in a culturally sensitive way." [25]
ECSD remarked on the positive effect that employment in these roles has had on the three
employees. They were all described as having shown amazing growth and development, learned
a lot of new skills (especially in IT), and demonstrated a range of other skills and capacity. The
verdict of management was that “by any measure, the scheme has been of real benefit”.

Loddon Campaspe Multicultural Services
Loddon Campaspe Multicultural Services (LCMS) is an ethnic communities’ council based in
Bendigo, representing the Loddon Campaspe region. LCMS was also part of the consortium
headed by Spectrum, and was funded for 4 FTE through Working for Victoria. LCMS used this
funding to employ seven staff from culturally and linguistically diverse backgrounds.
The majority of these staff were unemployed prior to employment at LCMS. Several were
performing volunteer work. Two were students who had just moved to Bendigo and were hoping
to find work. With the Sidekicker exemption, LCMS was able to seek expressions of interest for
the roles, and actively promote them in the community.
Working for Victoria staff commenced their roles just as a second COVID-19 outbreak was
hitting Bendigo in August 2020 and were immediately engaged to develop messaging in nine
community languages urging people to be tested immediately, and disseminate these through
social media. Such was the rapid development of their systems for creating audio and video
resources that by the time of the statewide five-day lockdown in February 2021, the staff were
able to make five video messages within five hours to provide information in community
languages for local communities.

Screenshot from LCMS COVID-19 webinar
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One staff member became a peer-to-peer project worker, working with young community
members in the creation of voice and video messages. LCMS expressed confidence these
relationships will continue after Working for Victoria, as young people are now enthusiastically
taking up the task of COVID messaging.
Isolation is a particular issue for temporary visa holders in the regions, especially for
international students, Temporary Protection Visa and Safe Haven Enterprise Visa holders.
Temporary visa holders became much more vulnerable during COVID-19 as many lost their
jobs, were ineligible for income support and other services, and were unable to see or visit their
support networks. LCMS staff worked closely with isolated community members in rural and
remote areas. LCMS received a CALD Communities Taskforce grant to expand its Care and Food
Exchange program, and Working for Victoria funding meant that they could reach many more
isolated and vulnerable community members.
LCMS also became an implementing partner on the Emergency Relief Support program led by
Red Cross, which provides support to people who do not have access to Commonwealth income
support such as JobKeeper and JobSeeker. Accessing this program through LCMS has proven
to be especially helpful for people speaking English as a second language, as LCMS assisted
them with the claims process face-to-face. This was only possible as Working for Victoria
provided sufficient funding for a staff member to be employed to deliver the Emergency Relief
Support program.
Staff also provided cultural competency training for mainstream organisations such as
neighbourhood houses, job providers, schools, volunteer and food relief organisations. A total
of 35 people received training across two sessions.
Since December 2020 the staff have been supporting local communities to continue with
community and cultural events. After last year’s annual multicultural Zinda Festival was
cancelled at the last minute, a “pop-up” COVID-safe Zinda festival was organised later in the
year. Local communities were assisted to celebrate significant events, such as the Malayalee
community who were supported to celebrate Diwali and Onam in a COVID-safe way, with
capacity limits at the venue and celebrations streamed live. In February 2021 LCMS also
assisted the local South Sudanese community to hold their first community event since the
COVID outbreak, and worked with them to ensure that it was COVID safe.
The presence of Working for Victoria staff at LCMS has helped isolated community members to
feel much more confident in contacting LCMS and reaching out for support. People referred to
LCMS by organisations like Bendigo Health and the City of Greater Bendigo benefited from
having staff there with whom they can easily and comfortably communicate about their support
needs.
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Most importantly, the staff significantly developed their interpersonal and communications
skills, and now have the confidence and capacity to connect and establish relationships. They
received training in mental health, family violence and cultural competency. These new skills
and experience are an important asset as they transition to other employment.

CASE STUDY
Karim, LCMS Community Development Officer
Karim [not his real name] is a trained doctor from a Hazara background, who has lived in
Australia since 2011. He is accredited in Australia but has been unable to get an
opportunity to do the one-year hospital residency that is required before he can practice.
Prior to his role at Loddon Campaspe Multicultural Services, he worked as the Population
Health Coordinator at Murray Primary Health Network. His medical expertise is greatly
respected by the Hazara community in regional Victoria, and he is trusted by them to
provide accurate health information.
With Working for Victoria funding, LCMS has been able to employ, empower and support
Karim to deliver this information much more effectively. As with nearly all of its COVID-19
messaging, communities listened to and trusted this information more than if it had come
directly from government. In March 2021, he and the public health officer from Bendigo
Hospital gave a community presentation about COVID-19 vaccines, at which they
answered questions and were able to reassure community members about the safety and
efficacy of the different vaccines.
Whilst at LCMS Karim has also set up a Hazara Language School, which teaches English to
adult Hazaras, and Hazaragi to the young people in the community who were otherwise
learning only in English. With much of the Hazara population being from a refugee
background, the English classes improved their employability, while the classes for
children help them communicate more effectively with their parents and keep their
culture alive.
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OTHER
BENEFITS

Funding for the Working for Victoria multicultural consortia has provided a broad range of
assistance to culturally and linguistically diverse communities in responding to COVID-19.
Working for Victoria funding has provided the means and impetus for organisations in the
multicultural sector to build new relationships and partnerships. As one employer noted, it
would not have been possible to create consortia like these before COVID-19. Working for
Victoria has enabled the upskilling of people who were struggling to find work, as well as
increasing the capacity of multicultural agencies to provide crisis support. The relatively small
investment has clearly had a major effect on a large number of organisations.
"The government should be proud of how communities have been
strengthened in this way” – executive, multicultural organisation
Working for Victoria has provided funding for staff across the consortia to deliver a range of
extra programs and bolster their COVID-19 responses.
Working for Victoria funding provided community organisations extra capacity to respond more
effectively in cases of sudden increases in demand. The Islamic Council of Victoria and
Brotherhood of St Laurence responded to the sudden lockdown of public housing in North
Melbourne and Kensington in June by providing culturally appropriate support, information and
aid to residents.
Aside from all the support that they have offered to culturally and linguistically diverse
communities, the clearest tangible benefit of the roles funded through Working for Victoria’s
multicultural consortia is the intervention in the labour market during a moment of crisis and
the jobs created for many hundreds of people who may have otherwise remained unemployed.
As a number of employers explained, the Working for Victoria roles provided an opportunity for
jobseekers to demonstrate their skills. One noted that “Working for Victoria has been a great
opportunity for people to show what they can do, and interested some employers who wouldn’t
have thought about employing new migrants previously.”
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The Brotherhood of St Laurence, which promoted Working for Victoria among disadvantaged
and multicultural communities, reported that it knows of many Working for Victoria staff who
have acquired paid positions elsewhere due to the skills, experience, references and
connections they had developed through BSL.
Many participants in the consultation workshops held by ECCV and VCOSS spoke of the
newfound confidence they had acquired through their participation in the program. Most said
that they now felt more much positive about their ability to find and maintain employment in the
future.
All the employers in the multicultural consortia that spoke to ECCV had made it a priority to
upskill their Working for Victoria employees. The Islamic Council of Victoria, for instance,
provided their staff with accredited training in mental health first aid and foundational family
violence training. LCMS provided training in mental health, family violence and cultural
competency. Staff employed across the consortia will have, as one employer noted, “lots of
things to add to their CVs and six months of valuable employment experience”.
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LIMITATIONS

Sidekicker recruitment platform
Spectrum Migrant Resource Centre was doubtful about the accessibility of Sidekicker as a
staffing platform for people from CALD backgrounds, and therefore sought and received an
exemption to the requirement that it be used to advertise roles and recruit staff. This concern
was reflected particularly in the experiences of the older job seekers from culturally and
linguistically diverse backgrounds who attended the ECCV/VCOSS consultation workshops,
none of whom had used Sidekicker during their applications. This was also the experience of
ECCV’s Project Workers, who reported being unaware of the platform and having difficulty
accessing it.
However, the majority of the younger workers (under 40) who attended the workshops reported
that they had used Sidekicker to apply for Working for Victoria roles, and reported positive
experiences with it. It was described as being easy to use, allowing for large numbers of
applications to be made in a short time. Several people felt that it provided a more level playing
field for them as job applicants, as they were no longer disadvantaged by unfamiliarity with
Australian job application protocols and lack of networks.
These consultations revealed however that Sidekicker clearly was not an accessible platform for
everyone from a multicultural background. A chief issue was that advertised positions were not
always visible, and it appears that many members of multicultural communities, particularly
older people, did not know about them. Most employers in the Working for Victoria multicultural
programs expressed a preference for being able to advertise positions and recruit staff directly.
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Short-term funding
Although almost everyone involved with the delivery of the Working for Victoria community
services program praised its positive impact, most expressed frustration at the short-term
nature of the program. Many employers and employees were concerned about the ramifications
of a short-term boost to the levels of support that diverse communities were receiving, only to
see it end just as expectations were raised. A number of participants in the ECCV/VCOSS
workshops commented that their work had alerted them to community needs, and expressed
concern about how these needs would be met once Working for Victoria ceased. Several
employers noted that giving communities extra capacity for six months and then withdrawing it
was causing difficulties. Withdrawing support after going through the challenge of establishing
trust carries a risk of creating further distrust and confusion.
Many of the small community organisations who delivered community services through Working
for Victoria were grateful for the opportunity to work with their communities but expressed
anxiety that the program was not long enough to have a real and lasting effect on community
capacity. Some said that they saw Working for Victoria as a missed opportunity, in that it mostly
funded generalised roles to tackle a short-term problem, when it could have provided more
specialised roles targeting issues that have existed for much longer in multicultural
communities, which were exacerbated by the COVID-19 pandemic.
The majority of staff said that they found the experience rewarding and expressed
disappointment that it is ending so soon. The temporary nature of the roles meant that anyone
in a Working for Victoria funded position who received another job offer invariably took it,
resulting in increasingly high levels of turnover. ECCV understands that Working for Victoria
was only ever intended to be a short-term program, but hopes that future employment
programs focus on supporting disadvantaged jobseekers into sustainable, long-term
employment.
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OTHER EMPLOYMENT
INTERVENTIONS

Jobs Victoria
Jobs Victoria was created in 2016-17 with a suite of initiatives aimed at “helping people find
employment more quickly and ensure disadvantaged Victorians remain engaged in the labour
market”. [26] A key pillar of Jobs Victoria was the creation of the Jobs Victoria Employment
Network (JVEN), launched in October 2016 to fund contracted organisations to provide tailored
assistance to jobseekers and help meet labour market demand.
Jobseekers are eligible for JVEN support if they are long-term unemployed (six months or
longer) and either ineligible for full Australian Government employment services or identified as
having increased or complex barriers to employment. This latter category includes long-term
unemployed people from CALD communities. JVEN focuses on priority cohorts and regions,
including people from migrant and refugee backgrounds in Eastern Melbourne, Western
Melbourne, the Central Highlands and the Ovens-Murray region. Refugees, asylum seekers and
disengaged young people from culturally and linguistically diverse (CALD) communities were
prioritised in the first round of JVEN funding.
A 2019 review and evaluation of the JVEN by the University of Adelaide analysed its success in
achieving placements (having a participant commence employment) and outcomes (participant
remains in a single employment position for 26 weeks). 8,180 of the program’s 18,903
participants to that time were identified as being from CALD backgrounds. As at 7 August 2019,
JVEN was providing placements for CALD participants at a rate (40.3%) almost identical to that
of overall program participants (40.5%), and outcomes at a rate (23.1%) slightly above overall
program participants (22.1%). [27] These outcomes were some of the best results achieved for
any cohort. [28]
A key difference however between JVEN and Working for Victoria is that despite JVEN identifying
refugees, asylum seekers and people from CALD backgrounds as priority populations, JVEN did
not provide dedicated funding for multicultural and ethno-specific organisations. Eight out of 51
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JVEN providers identified themselves as targeting CALD populations, compared to the 28
multicultural, multifaith, ethno- and faith-specific organisations (out of a total of 80 community
organisations) that have received Working for Victoria funding. [29]
One reason that the Working for Victoria consortia model has proven so effective is that is has
enabled a number of small, community-based organisations to provide employment
opportunities to members of their communities. Such organisations can reach targeted
populations most effectively as they are already embedded within their communities. Many of
these organisations are not equipped to become JVEN providers, but have been able to use
their Working for Victoria funding to provide incredibly valuable opportunities, skills and
experiences to their community members. The final section of this Paper on Lessons for future
employment strategies will consider how the learnings from Working for Victoria can be used to
ensure that Jobs Victoria is further enhanced to provide positive outcomes for job seekers from
migrant and refugee backgrounds.

Community Development Employment Projects
Community Development Employment Projects (CDEP) was a Federal Government initiative from
1977 to 2011 with the objectives of supporting community development and providing skills,
training, and work experience to Aboriginal and Torres Strait Islander people. CDEP was
introduced in order to tackle high rates of unemployment and labour force non-participation in
remote communities, and was therefore concentrated in remote and very remote areas, with a
smaller presence in major cities and regional centres. Organisations with a presence in these
communities could apply to become CDEP providers. CDEP participants performed part-time
work (initially a minimum of 15 hours a week) to receive wages at least equal to their
unemployment entitlements.
CDEP was established as an alternative to unemployment benefits for Aboriginal and Torres
Strait Islander people in communities with few other employment opportunities. [30] The ABS
classified participants in CDEP programs as being in employment, and by the early 2000s CDEP
providers were providing the majority of jobs in remote and very remote communities. [31] At
its peak in 2002-03, CDEP delivered employment to 35,000 participants through 260 providers
in hundreds of communities throughout Australia. [32]
Like Working for Victoria, CDEP had the dual roles of providing employment outcomes and
supporting communities. This manifested in its two streams: the Work Readiness stream and the
Community Development stream. [33] These were designed to meet the initial objective that the
program focus “on community development which generated employment, not just on individual
employment readiness”. [34] Many CDEP organisations in remote areas were involved in Caring
for Country programs, which provided benefits like protection and maintenance of biodiversity,
pest reduction, weed control and other activities with significant cultural and environmental
benefits for local communities. [35]
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CDEP participants provided support to their communities in different ways around the country,
according to local need. For example, Aboriginal Land Councils on the south coast of NSW relied
on CDEP labour to fulfil some of their functions. CDEP participants were employed as cleaners
for their offices and facilities, and helped to maintain common areas and community assets.[36]
Wallaga Lake Koori Village relied on CDEP workers to run its bus services. [37] A review of CDEP
on the NSW south coast by the Centre for Aboriginal Economic Policy Research noted that since
its closure “the social, community and economic development functions it could provide have
never been adequately replaced”. [38] Similar concerns have been raised with ECCV by many
Working for Victoria employees about their own communities after the program ends.
Given that CDEP operated in regional and remote areas with limited job opportunities, its
objective of preparing participants for ongoing employment outside the program faced
substantial difficulties. Nonetheless a discussion paper published by the Centre for Aboriginal
Economic Policy Research (CAEPR) in 2005 noted that “participating in the scheme develops
work skills for participants who have little or no previous employment or who have not been
employed for a number of years.” [39] In particular, CDEP organisations were able to provide
accredited training to their participants, with the 2005 CAEPR paper reporting that in major
cities and regional areas people employed through CDEP undertook vocational education and
training at rates much higher than the average for jobseekers. [40]
An Independent Review of CDEP conducted by Ian Spicer in 1996 concluded that without CDEP,
“some remote communities would simply not exist.”, and listed benefits including “skills
enhancement, improved quality of life, social and cultural outcomes, pride, enterprise
development and economic growth.” [41]
Participants in CDEP and in the Working for Victoria multicultural consortia organisations have
clearly come from very different backgrounds and had very different life experiences prior to
employment in the programs. CDEP does however demonstrate how a wage subsidy program
can benefit a community and provide valuable skills development to its participants. Working for
Victoria is accomplishing this in an environment where there should be many more
opportunities for participants to put their skills into practice.

Green Army
Funded by the Department of the Environment and Energy, the Green Army engaged Australians
aged 17 to 24 to participate in projects that provided environmental or heritage conservation
benefits to their local communities. Participants were provided with 30 hours work per week for
20 to 26 weeks, and were paid between $304.20 and $493.70 a week, more than they would
have received on Newstart Allowance ($250.50 per week at program commencement in 2014),
but less than the then minimum wage ($622.20/week). [42]
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The project never fulfilled its original vision of employing 15,000 participants across 500
projects each year. [43] In its first two years it engaged just 4,985 participants in 551 projects
[44], and eventually funding was cut to limit it to a maximum of 5,000 participants per year.
[45] It was wound up in 2018 amid concerns that it was not meeting its environmental targets,
and about low rates of pay and lack of workplace protections for participants. [46]
An evaluation of the program by the Green Army Program team within the Department of the
Environment and Energy included a voluntary exit survey completed by 1,024 participants upon
completion of their Green Army projects. [47] 724 (or 60%) or survey participants indicated
that they had found a job or undertaken further study and training after completing their time in
the Green Army.[48] Of the 59% of participants who were receiving Centrelink income support
before joining the Program, 55% did not return to income support within 12 months of
completion. [49] However detailed information about participants’ employment circumstances
after completing the program was not collected. These apparent successes must be balanced
against the 1,362 (27.2%) participants who did not complete a project. [50]
The high levels of non-completion and lower-than-expected levels of participation suggest that
the program fell short of achieving its goals. A clear difference between the cohorts employed
through the Green Army and through Working for Victoria’s multicultural consortia was the
education level of participants. Just 18% of Green Army participants had a Bachelor degree,
and a further 35% held a certificate- level qualification.[51] ECCV multicultural employees, by
contrast, generally held at least a Bachelor degree, and often a Masters degree as well. It seems
likely therefore that Green Army participants faced barriers to employment related to education
levels. Working for Victoria participants, by contrast, required an opportunity to demonstrate
their skills and gain experience in the Australian labour market, and the program generally met
these requirements.
Multicultural Working for Victoria participants also benefitted from employment by multicultural
organisations that provided safe and supportive working environments and enabled them to
connect more closely with the communities in which they worked. This level of connection and
support was another strength of the Working for Victoria model that was lacking from programs
such as the Green Army.

Wage subsidy models
Wage subsidies to incentivise employment of members of targeted groups have been used in
various ways in employment programs, and are currently available to employers hiring staff
from Jobactive providers. Jobactive wage subsidies aim to encourage employers to offer more
ongoing employment to young, mature-age, long-term unemployed, Indigenous and principal
carer parent job seekers. [52] Subsidies currently available are:
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Up to $10,000 for employees who are:
15 - 24 years of age (Youth Bonus Wage Subsidy)
Indigenous Australian (Indigenous Wage Subsidy)
50 years of age and over (Restart Wage Subsidy)
Up to $6,500 for employees who are:
25 - 29 years of age (Youth Wage Subsidy)
A principal carer parent (Parents Wage Subsidy)
A person registered with an employment services provider for 12 months or more (Long
Term Unemployed Wage Subsidy)
The available evidence of the Australian experience with wage subsidies suggests that they can
have a positive effect on labour market outcomes for participants. [53] Jeff Borland of the
University of Melbourne Department of Economics examined the evidence about the effects of
wage subsidies in 2014. He noted that two separate studies had examined the Keating
Government’s Working Nation wage subsidy scheme of the mid-1990s. A study by Johnston
(2007) had found that at two years after program commencement “wage subsidy programs
have a large positive impact on job seekers’ labour market outcomes”, and an earlier study by
Stromback and Dockery (2000) had found even larger effects.[54]
Another study by Richardson (1998) examined the impact of the Special Youth Employment and
Training Program (SYETP) wage subsidy program between 1984 and 1987. This found that the
subsidy “had a large positive effect on employment outcomes, mostly because subsidised
workers retained their job after the subsidy ceased, but also because of the positive effect on
later employment for those who lost their subsidised job.”[55]
Despite this seemingly positive evidence, Borland drew several notes of caution. He observed
that the studies by Johnston and Stromback & Dockery were certain to overestimate the true
effect of the subsidies: “It was known that during Working Nation employers were only willing to
take workers under the wage subsidy scheme if they had higher levels of skills (DEETYA 1996,
42); and in the case of Stromback and Dockery’s study the results will also reflect the limited
set of observable characteristics used to construct the control group.”
Borland also noted evidence that under wage subsidy schemes employers only appeared
prepared to take on unemployed persons that they regarded as relatively ‘job-ready’ [56]. For
example, under the JobStart wage subsidy program of the 1990s, subsidies accounted for only
34% of placements in the programs’ initial phase, well below the intended 70%. An official
study concluded that “employers perceive that the long-term unemployed have a range of
problems that can make them unsuitable employees”.[57]
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A 2019 report by the Senate Education and Employment References Committee, entitled
Jobactive: failing those it is intended to serve, took evidence from many expert witnesses and
concluded that “[U]sed appropriately and carefully, wage subsidies can be an important tool in
supporting people into work. But we need to be careful with the design and ensure that they are
genuinely creating pathways into long-term employment and not merely subsidising short-term
positions.” [58] Uptake of wage subsidies under Jobactive has been low, probably due to the
complexity of organising these employers.[59]
The Brotherhood of St Laurence told the committee that “our experience and research (both
local and international) shows wage subsidies by themselves are not effective, but as part of a
package of support, can open up opportunities for jobseekers experiencing disadvantage to
secure and sustain employment.”[60]
The value of wage subsidy schemes is therefore hard to confidently assess. ECCV believes that
subsidies can potentially play an important role in targeting employment opportunities to
specific cohorts of disadvantaged jobseekers, but recommends that the Victorian Government
undertakes further research into their effectiveness. (See recommendations under “Lessons for
future employment strategies”.)
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LESSONS FOR
FUTURE
EMPLOYMENT
STRATEGIES

The 2021-22 Victorian Budget includes $619.4 million over four years for expanded Jobs
Victoria services. The government announced that it will provide personalised employment
support to long-term unemployed jobseekers through a network of Jobs Victoria Employment
Services. These services will employ mentors to work with jobseekers to get them work-ready
and connect them to job vacancies.[61]
ECCV congratulates the Victorian Government on centring the needs of long-term unemployed
jobseekers and those who require additional support to find secure work in its Jobs Plan. We are
pleased that the Funding Guidelines list “multicultural communities, especially refugees and
asylum seekers who experience high unemployment” as a priority group.[62]
Other major elements of the expanded Jobs Victoria include:
Wage subsidies
Jobs Victoria Advocates
Jobs Victoria Career Counsellors
Online platform and telephone hotline support as a virtual employment connection and
navigation hub
Investing in social procurement
Place-based approaches
The lessons from the multicultural consortia involved in Working for Victoria can inform the
further implementation of Jobs Victoria and other programs.
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Key findings & recommendations from the Working for Victoria
program
Recommendation 1:
That state employment programs contract multicultural community organisations to
provide employment services to their communities.

Removing employment barriers
The Working for Victoria program and its partnership with multicultural consortia has been a
targeted intervention for jobseekers from migrant and refugee backgrounds, which has helped
mitigate some of the employment barriers faced by people employed through the program.
Future employment strategies must recognise the specific barriers that people from migrant
and refugee backgrounds face in accessing pathways into sustainable employment, such as
employer demands for local experience, lack of local networks, non-recognition of overseas
qualifications, difficulties navigating the employment services system, and concerns by
employers about their job readiness.
Multicultural jobseekers will only be able to take advantage of the opportunities provided by the
post-COVID employment market if concrete action is taken to remove barriers and to provide
appropriate support.

Supporting the multicultural sector
ECCV members have expressed concern that in previous employment initiatives, including those
ostensibly targeted at multicultural communities, funding is rarely provided to the organisations
that have the closest relationships with targeted communities. Although large organisations
with experience in employment services provision can play an important role in supporting
jobseekers from CALD backgrounds, they often are not equipped or motivated to provide
accessible pathways for marginalised jobseekers from culturally diverse backgrounds, and not
cognisant of the barriers faced by migrants and refugees to achieving sustainable employment
outcomes.
ECCV is concerned, for example, that in the recent tender for 95 Jobs Advocates across Victoria,
the majority of positions funded for south-east Melbourne went to mainstream organisations
such as local government, rather than to ethno-specific and multicultural organisations. A great
opportunity to build on the established trust and expertise of multicultural and ethno-specific
organisations in addressing barriers to employment for people from CALD backgrounds seems
therefore to have been missed.
Working for Victoria has shown that multicultural and ethno-specific organisations can reach
people from CALD backgrounds effectively, and work with them in a complex environment to
deliver positive employment outcomes.
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Working for Victoria has shown how success can be achieved when organisations in the
multicultural sector are supported to connect and collaborate.
Historically, however, government has tended to encourage competition in this sector, so that
organisations are forced to compete for resources and are discouraged from forming alliances
and partnerships. It is preferable that future employment strategies encourage multicultural
and ethno-specific organisations to build knowledge and share information through shared
resourcing and collaboration, such as occurred with the Working for Victoria multicultural
consortia.

Recommendation 2:
That the Victorian government develops a strategy for the promotion of its new Jobs
for Victoria services in disadvantaged and multicultural communities.

Co-designing promotion of employment strategies
ECCV’s consultations with Working for Victoria providers and employees found that
Working for Victoria was not well known in multicultural communities. With many
employees having discovered the roles through contacts within their communities, it is
clear that multicultural organisations can also play an important role in publicising and
facilitating access to other employment programs, particularly if they or their partner
organisations are involved in program delivery.

Recommendation 3:
That the Victorian Government undertakes a return on investment study of the effects
of wage subsidies on the long-term unemployed and jobseekers from disadvantaged
backgrounds.

Recommendation 4:
That wage subsidies are provided through the Jobs Victoria fund to businesses that
hire jobseekers who are seeking asylum or who are holders of temporary
humanitarian visas.

Identifying effective wage subsidy models
The value of wage subsidy schemes is hard to confidently assess, as discussed earlier in this
paper. A clear evidence base about the value of wage subsidies would be valuable in informing
future employment strategies.
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The Evaluation of jobactive Interim Report by the Department of Employment, Skills, Small and
Family Business recommends further research on the effects of wage subsidies. [63] ECCV
recommends that the Department of Jobs, Precincts and Regions undertakes a return-oninvestment study about the effects of wage subsidies on the long-term unemployed and
jobseekers from disadvantaged backgrounds, and compare outcomes of different models in
order to develop an evidence-based model to promote better employment outcomes for migrant
and refugee communities in Victoria.
The Victorian 2020-21 State Budget includes $150 million in wage subsidies through the Jobs
Victoria Fund for businesses that hire women. If clear evidence about positive employment
outcomes resulting from wage subsidies emerges, ECCV believes that they should be further
targeted at refugees and asylum seekers, who need job opportunities in an environment where
employers are not concerned and worried about their visa status. With many asylum seekers
unable to access Commonwealth income support, a scheme that enables employers to
confidently employ asylum seekers would be a very important safety net.

Recommendation 5:
That online platforms for engaging jobseekers are co-designed with community
employment agencies to be accessible and navigable for people with diverse needs.

Recommendation 6:
That future employment strategies enable employers to be flexible with advertising
and promoting roles in a manner that is culturally responsive and capable of being
shared through community networks.

Developing culturally responsive recruitment platforms and pathways

As reported under “Limitations”, the Sidekicker recruitment platform was considered by one of
the multicultural consortia leads to have accessibility issues for jobseekers from CALD
backgrounds, and they were granted an exemption from using it. This enabled consortia
members to advertise roles directly to the communities they represented and were part of, and
removed a potential barrier to recruitment for some community members from CALD
backgrounds.
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For jobs to be visible and accessible to all jobseekers from migrant and refugee backgrounds, it
is important that employers are not limited in the manner in which they can advertise and
promote positions, and are able to target community members through the mediums most
familiar and accessible to them. This can include online recruitment platforms, but must allow
for other appropriate options such as social media, ethnic media, and community networks,
organisations and leaders.

Recommendation 7:
That the Victorian Government publicises success stories of migrant employment in
each region of Victoria.

Telling positive stories
The government can also promote the employment of people from migrant and refugee
backgrounds, particularly in regional Victoria where there is marked hesitancy among some
employers, by promoting positive stories of businesses that have benefited from engaging with
CALD communities. A good example of this is the Shepparton-based business Gouge Linen and
Garment Services, which, after struggling to find a workforce nine years ago, made a conscious
decision to engage with jobseekers from African backgrounds. This decision was such a success
that now more than 65% of Gouge’s workforce are from a migrant background. Gouge has
reported that its HR budgets have decreased, levels of sick leave have dropped, and that the
predominantly CALD workforce has been a significant benefit to its bottom line. Gouge won the
Corporate Innovation Award at the VMC 2013 Multicultural Awards for Excellence. [64]

Recommendation 8:
That the Victorian Government resources the creation and implementation of a
multicultural employment plan for culturally and linguistically diverse communities.

Developing a strong plan to promote employment of people from migrant and refugee
backgrounds

Many of the recommendations made in this Paper could form the backbone of a comprehensive
multicultural employment strategy for Victoria. ECCV recommended the creation of a
multicultural employment plan, co-designed with community education providers and
multicultural community organisations, in its submission for the 2021-22 Victorian Budget. [65]
This plan should include:
Employment programs delivered by multicultural organisations
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Support for multicultural organisations to create sustainable partnerships with industry
Support for community organisations to take on an increased numbers of student
placements from CALD communities
Targeted employment support and expansion of employment-based training
Provision of wage subsidies for employers who employ jobseekers from priority communities
Delivery of employment brokerage services by appropriate ethno-specific organisations
Creation of an online platform enabling access to industry-based resources, employers,
events, discussion boards and employment/work-experience opportunities for jobseekers
from migrant and refugee backgrounds [66]
Dedicated funding for multicultural agencies based in regional Victoria to continue their
engagement and capacity building work

Recommendation 9:
That the Victorian Government plans an improved model based on the Working for
Victoria program for future emergencies, including a strategy for employment of
people from migrant and refugee backgrounds, a marketing strategy for diverse
communities, and a plan for sustainable job outcomes post emergency.

Ensuring long term support
The Working for Victoria program has clearly provided enormous benefits to many Victorian
communities, and to jobseekers from a wide variety of backgrounds. Its results are especially
notable given the short timeframe in which it had to be planned and implemented. It is unknown
when another emergency like the COVID-19 pandemic may occur again, but ECCV hopes that
when it does the Victorian government will not have to design an economic and employment
stimulus program from scratch. Learnings from Working for Victoria, including those outlined in
this paper, should be used to plan an improved model that can be ready to deliver in the event
of future emergencies. This should expand upon the Working for Victoria model for employing
people from migrant and refugee backgrounds, but include a wider variety of roles and skill
levels, a marketing strategy for diverse communities, and a plan for sustainability post
emergency.
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