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1. Scope’s Interest in the National Strategy 
 
1.1 Scope is a not-for-profit organisation providing innovative services throughout 
Melbourne and Victoria to more than 6,000 adults and children with disabilities and mental health 
issues.  Thousands more people intermittently access our information, support and assessment 
services on a casual or as needs basis. Scope supports people with disabilities to achieve their 
potential in welcoming and inclusive communities.  We believe that disability means possibility. 
 
1.2 In the past 12 months Scope provided the following employment outcomes for people 
with disabilities and mental health issues: 
 

• 325 total current capped clients in open employment under the Disability 
Employment Network program (approximately 31% have as their primary 
disability a psychiatric or psychological condition, which is 4% above the 
National average of 26.8% as at March 2008) 

• Approximately 280 supported employment positions through Scope’s business 
service enterprises (of whom, 8% have disclosed mental illness as their primary 
disability.) 

 
1.3 Scope operates:  

• Four supported employment services in Melbourne (Eastern, Southern and 
Northern regions) and Geelong, all of which are financially viable enterprises. 

• Two Disability Employment Network (Capped) services in Eastern Melbourne 
and in Southern Melbourne/Mornington Peninsula. 

• A wide range of non-vocational programs and accommodation services that 
underpin the successful employment of many of our clients, as well as increase 
their inclusion and participation in the community. 

• An established sustainable organisation of many employees, a significant 
proportion of who have disabilities; as an example, of the 50 staff at management 
level, 10% have a disclosed disability. 

 
1.4 Scope has a demonstrated long term commitment to improving the social and economic 
outcomes for people with a range of disabilities as it was one of the first organisations in 
Australia to seriously consider the employment of people with disabilities, particularly people 
with physical and multiple disabilities.  Our first supported employment service was opened in 
the 1970s and Scope Employment Futures was a founding organisation, then called Work Focus, 
founded in 1994. 
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1.6 Scope has championed community building and capacity building strategies to improve 
outcomes for people with disabilities such as the Ringwood Lifestyles Options programs and also 
workshops for young adults with disabilities to learn to drive or improve their mobility options.  
Our focus has been on building the capacity of people with disabilities and the communities in 
which they live.  We pride ourselves on our reputation for being a leading voice for people with a 
disability and more specifically, disability employment issues in Victoria. 
 
1.7 As one of the largest employers of people with disability in Australia, Scope has a unique 
capacity to comment on the DEEWR National Mental Health and Disability Employment 
Strategy. 
 

 
2. Overview 
 
2.1 Scope congratulates the Department of Education, Employment and Workplace Relations 
for taking this historic opportunity to make an honest appraisal of Australia’s performance to 
date, and from that, to build a new strategy that places people with disabilities and mental health 
issues at the centre of government policy and seeks such wide ranging community and industry 
input and consultation.  
 
2.2 Scope wishes to emphasise that its ultimate goal in all employment-related activities is 
not only to obtain work for people with disabilities, but also to improve social and economic 
outcomes for them.  Scope’s underlying philosophy is that people with disabilities are better 
supported when in employment and in employment assistance by focused organisations that have 
the specialist expertise to understand and support them in a practical way. 
 
2.3 Whilst Scope recognises that there are common issues to all job seekers, people with 
disabilities have specific needs that must be addressed, and the most important of these are 
covered in this submission.  Scope believes there is a clear role for disability specialists in job 
placement, and in supported employment, thereby providing opportunities for people who would 
otherwise be labelled as unemployable and socially marginalised.  
 
2.4 In addition to the major issues identified by the Industry bodies such as exhaustive 
administrative burden, Job Capacity Assessment inefficiencies, capped services (regardless of 
demand-driven activity) and low representation in vocational education and training. 
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3. Key Issues 

 
A. Addressing Employer Attitudes and Resistance to Employing 
People with Disabilities and Mental Health Issues 

 
OUR EXPERIENCE/BARRIERS  
 
Broadly speaking, potential employers are not aware of the advantages of employing people with 
a disability or mental illness.  Research has demonstrated the real statistics on lower absenteeism, 
and WorkCover costs, improved loyalty and the intrinsic advantages for the employer with regard 
to community inclusion outcomes relating to social and corporate responsibility1.  For example, 
as DEN Service providers, we often “convince” employers to create roles for people with a 
disability that allow the organisation to meet their resource requirements as well as capitalise on 
social and ethical responsibility through employing a person with a disability.  In essence, we act 
as advocates for our clients with a disability in the hope that employers will trust in the merit of 
employing people with a disability.  We do this through engaging employers that focus on an 
individual’s strengths rather than their weaknesses.   
 
GOAL:  
Increase Employer engagement with employing people with disabilities through more targeted 
and integrated (consistent) messages from both Government and the service providers  
 
 
IDEAS: 
Idea # 1: Explore the option of sending key messages to Employers such as the ‘good old 

Australian’ values of employers giving fellow Australians ‘a fair go’.  As this is 
an established cultural norm in Australia, it is a logical place to start and 
relatively accessible way to raise the community’s sense of social and ethical 
responsibility to ensure all Australians share in our great nation’s prosperity. 

Idea # 2: Offer increased incentives, which may be non-financial such as brand exposure, 
to employers (as a government - employer market engagement strategy) to trigger 
increased interest and activity for disability employment. 

Idea # 3: Utilise existing community-based disability support services like DENs and VRS 
to be a conduit for raising awareness of the advantages of employing people with 
disability amongst local communities. 

Idea # 4: Profit / not-for-profit providers of major community capacity building events 
could be compensated for their efforts.  

 
 

RECOMMENDED SOLUTIONS: 

Idea # 1: Design and deliver an integrated communication strategy whereby Government 
and disability support services work together and tackle the real perception 
issues.  Scope offers the opportunity for our expert support and assistance in the 
development of such a marketing campaign.  We have been very successful with 
award winning campaigns for people with a disability in Victoria.  (Please refer 
link to you “Seeing is Believing” Review Report 
http://www.scopevic.org.au/seeingisbelieving.pdf , our Radio advertisement: “Do 

                                                 
1 Graffam, J, Shinkfield, A, Smith, K, and Polzin, U 2002, ‘Employer benefits and costs of employing a person with a 
disability’, Journal of Vocational Rehabilitation, vol. 17, pp. 251-263 

http://www.scopevic.org.au/seeingisbelieving.pdf


I Sound Different to You?” and our television commercial: “Radiohead”.) 
http://www.scopevic.org.au/what_ad.html 

 

Idea # 2:   Provide non-financial rewards to employers over and above the existing wage 
subsidy scheme to increase their profile as an employer of choice for people with 
a disability  - this value add could be delivered to employers by way of 
promotional/media exposure through a government campaign.  Perhaps a 
Government-sponsored awards mechanism to promote organisations that are 
‘disability-friendly’ may be appropriate. Engage employers to gain a sense of 
partnering through regular surveys (and the benefits) with regard to their 
experience of employing people with a disability and then (with their permission) 
– tell the story (in case study format) to other potential employers to encourage 
them to employ people with disabilities also. 

Idea # 3:  Prepare ‘press kit’ resources for DENs ,VRS and other disability support 
agencies to utilise in local promotional activities, thus a consistent message will 
be transmitted about the advantages of employing people with disabilities 
directly into the local communities with which these organisations have 
established linkages. 

Idea # 4:  Run a co-sponsoring government /Scope (and/or other major disability support 
services) branding event, such as an Annual Disability-Friendly Awards 
(separate to the Employer of the Year awards) event where DEEWR, 
Government and industry can stand side by side to raise the profile of potential 
advantages of employment of people with disabilities. 

 
MEASUREMENT: 
Idea # 1: Ensure a metric system is in place to capture the input (increased outcomes) from 

the marketing campaign.  Various valid methods are currently utilised, and the 
Government will have a preferred methodology to measure social change. 

Idea # 2: Measure the uptake of participation in these solutions.  If more organisations over 
time are willing to share their success stories through media exposure and case 
study dissemination, then the idea can be deemed a success in changing employer 
perceptions.   

Idea # 3: It would be possible to monitor the utilisation of these press kits through agency 
surveys, and requests for additional material.  If requests for more such 
information kits are not forthcoming, then this medium is not being effective. 

Idea # 4: Measure the uptake of participation in these events.  If more organisations over 
time are willing to share their success stories through award nomination and 
acceptance, then the idea can be deemed a success in changing employer 
perceptions.   
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B: The Need for Specialist Support to Achieve Enduring Employment 
Outcomes 
 
OUR EXPERIENCE/BARRIERS:  
Our vast experience in Disability Employment Services shows that the nature of some disabilities, 
in particular, mental illness clients means that their behaviour is, at times, unpredictable.   This 
poses an issue not only for our staff who are dedicated to seeking sustained employment 
outcomes for these clients, but also for employers who are often not geared for integration of such 
unpredictable behaviour in their workplaces. 
 
 
GOAL:   
Increased sustained national employment outcomes for people with a disability through ongoing 
support to disability service providers such as Scope Employment Futures who have the 
demonstrated commitment and expertise to assist clients with disabilities, and especially those 
with mental illness.  
 
 
IDEAS: 
Idea # 1: Increased support from Government for specialist service providers to deal with 

clients with mental illness to assist in sustainable employment outcomes 

Idea # 2: Increased awareness of employers through targeted communication strategy 
about the role specialist providers play in achieving sustained employment 
outcomes. 

Idea # 3: Highlight the particular issues related to employment of people with mental 
health issues. 

 
RECOMMENDED SOLUTIONS:   
Idea # 1:  Training of specialist service providers (funded by DEEWR) for dealing with 

mental illness clients given the increasing demographic of mental illness clients 
entering the services to ensure maximised sustainable employment outcomes. 

Idea # 2: Profile the role specialist service providers play in achieving employment 
outcomes. 

Idea # 3:  Integrate marketing communications strategies already undertaken by such 
agencies as Beyond Blue, MIND and Headspace with a focus on the positive 
contribution people with mental illness can make to the Australian community, 
including through employment. 

 
MEASUREMENT: 
Idea # 1:  Measure return on investment of the training funding versus the increase in 

outputs (sustainable outcomes) for the mental illness demographic (reduced 
welfare dependency). 

Idea # 2:   Survey specialist service providers annually to measure whether employers are 
more welcoming of their services over time. 

Idea # 3:   Monitor employment outcomes of people with mental health issues.  Over time, 
these should improve.  
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C: Disability Employment Network Services - Getting the Business 
Model Right for Assisting People with Disability 
 
 
OUR EXPERIENCE/BARRIERS: 
It is well recognised that DENs have greater success in ensuring sustainable employment 
outcomes for people with disabilities compared with the outcome rates achieved by JN with a 
similar cohort.  Thus, as it is DEEWR’s aim to increase their participation rates, it is important to 
ensure the right incentives are in place to encourage disability support services to continue to 
perform their vital and expert role. 
  
Performance management principles are different for DENs and Job Networks:  for example, 
whereas DEN KPIs are appropriate, the current DEN star ratings system is geared heavily around 
monitoring output performance only, however, we believe true performance metrics should not be 
measured on outputs alone.  For example, a more balanced star ratings or benchmarking system 
could take into account other key service perspectives such as business process (and the level of 
satisfaction of the client) as well as the level of learning and development opportunities provided 
to the clients.   
 
What we are suggesting is a model that fits the Departmental needs for increased employment, 
however, is holist by nature and takes into account reputation, strategic initiatives such as value 
add services (for example the level of advocacy for people with a disability), increased focus on 
the rating against the Disability Service Standards and client support (training and development).  
 
Scope Employment Futures has an outstanding reputation for delivering a superior quality service 
to our clients, often to the higher needs end of the scale (DPI level 3-4).  In simple terms, this 
means that preparing clients and finding employment for higher needs clients takes time to ensure 
a sustainable employment outcome.  Currently the DEN star ratings system and pressure for 
“more outcomes, more quickly” does not allow for services to readily take on such a client 
demographic.  Thus, the current system has the potential for goal displacement as Scope could be 
inclined to “cherry pick” clients that we could get very quick outcomes for in order to feed the 
Star Ratings.   
 
A better business model which also includes equitable incentives to upskill clients in line with the 
new employment services system as well as to encourage employers to take on the perceived 
added risk of a person with a disability or mental health issue would be welcome.   
 
 
GOAL: 
Develop the right business model to support achieving sustainable employment outcomes 
including a transparent benchmarking system that rewards appropriately, consistent with 
the overall aims of increasing employment participation of people with disability and 
mental health issues. 
 
 
IDEAS:   
Idea # 1: Introduce a new star rating system or benchmarking system that encourages 

service providers to assist people with disability to achieve long term sustainable 
employment outcomes. 

 
Idea # 2: Introduce government funding for people with disabilities to obtain skills and 

training which leads to greater employability (as compared to the current 
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situation where DEN clients –who have disabilities- receive no government 
funding for training in contrast to job seekers without disabilities).  

 
Idea # 3: Currently DEN wage subsidies are at one fixed rate.  Interestingly, the wage 

incentives offered and available to employees within the Job Network system 
compared with the Disability Employment Network system are vastly higher. 
(Wage Assist is 3.5 times the DEN wage subsidy, despite the added barriers of 
employing someone with a disability.) 

 
 

 
RECOMMENDED SOLUTIONS:   
Idea # 1:  A simple solution to improve the results from the current Star Ratings weighting 

system would be to incorporate a weighting based on DPI/DMI level, or to 
introduce a benchmarking system that differentiates outcomes between the levels.   

 
Idea # 2:  Give access to people with disabilities and mental health issues at least the same 

training funds that will be afforded to Stream 4 in the Employment Pathway 
Fund under the new employment system.   

 
Idea # 3:  Given that one of the major challenges for DEN service providers is breaking 

down the perceptions of potential employers of people with a disability, 
particularly for mental illness and higher needs end of the scale, we suggest that 
consideration should be given to the correlation of wage incentives against the 
assessed support levels of the client, that is, their DMI level(s).   

 
 
MEASUREMENT: 
Idea # 1:   Evaluate over time if people with disabilities and mental health issues are 

increasing their levels of employment participation, especially those with higher 
assessed levels of disability. 

Idea # 2:    Monitor the use of an Employment Pathway Fund disability equivalent over time 
to establish if it does increase sustainable employment outcome levels. 

Idea #3:    Monitor the uptake of wage subsidy usage at the different levels, as to whether it 
leads to a return on investment, especially for those assessed with higher needs. 
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D: The Role of Business Services as Enablers of Economic Participation 

 
OUR EXPERIENCE/BARRIERS  
Through our vast experience, Scope has observed that a feature of enabling many people with 
disabilities to achieve sustained employment outcomes is through gradual introduction to work.  
This includes pre-employment training, part-time work trials, part-time actual employment, then 
gradually increasing hours of engagement, all supported by on-the-job training and coaching. 
(This has been especially successful where, for whatever reason, a client chooses not to disclose 
their disability, they can be assessed during a work trial to evaluate their actual job capacity to 
determine whether open or supported employment is appropriate.) 
 
This pathway is not recognised in the current DEN funding model, and its validity as a viable 
employment option for people with a disability is not appreciated.  In fact, the business service 
enterprise model for enabling people to meaningfully contribute to the community, to achieve 
greater earning capacity than welfare dependence and to improve their mental health through 
employment participation and social integration is undervalued. 
 
GOAL: 
Recognise the important and useful role business service enterprises play in enabling 
highly disadvantaged people to participate and contribute to the community. 

 
 

IDEAS:   
Idea # 1:  Include the business service enterprise business model as one of the valid 

social enterprises or work experience options under the new employment 
system, especially for people who may have an undisclosed disability or 
mental health issue. 

Idea # 2: Provide incentives to business service enterprises to participate in employment 
training of job seekers with (possibly undisclosed) disabilities. 

 
 
RECOMMENDED SOLUTIONS: 
Idea # 1:   Recognition of business service enterprises as a work trial pathway through client 

funding continuity between programs (see next Issue “Pathways” also). 
 
Idea # 2:  Enable business service enterprises to access client funding and expertise of 

specialist service providers. 
 
 
MEASUREMENT: 
Idea # 1:   Ongoing monitoring over time of sustained employment outcomes for clients 

who commence employment with a business service enterprise on a work trial to 
judge validity 

Idea # 2:    Ongoing monitoring over time of sustained employment outcomes of clients with 
disabilities in BSEs compared with those in open employment. .  Such statistics 
should be communicated by the Department to the service providers and broader 
community. 
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E: Employment Pathways 
 
OUR EXPERIENCE/BARRIERS:  
Scope supports the recent changes for pathways between supported and open employment.  This 
is important, as it should be recognised that people with disabilities (especially with mental health 
issues) go through employment cycles throughout their lives.  This includes schooling/training, 
employment assistance, employment, loss of job due to their condition/disability, stabilisation of 
condition, more employment assistance, new job, etc, through to retirement (Refer Attachment A 
– Pathways Case Study).  In experiencing this, people with disabilities move between 
service/funding silos, State / Federal, DEEWR, DHS, FaHCSIA, etc., none of which is a person-
centred or simple process. This is especially important when we consider the episodic nature of 
people with mental illness and retirement.  There is a requirement for a more holistic (and whole 
of government) focus on how best to service people with a disability. 
 
GOAL:   
The DEEWR National Mental health and Disability Employment Strategy should take a 
‘reality-based view’ of people with disabilities in their employment experience, in how 
they access different services in order to achieve a more simple, accessible framework of 
service delivery.   
 
 
IDEAS: 
Idea # 1: Gather some ‘case study’ style evidence of how the employment experience is 

for people with a broad range of disabilities to measure how any adopted 
strategies from this consultation process would impact on their experience, 
preferably in a positive way. 

Idea # 2: Using those case studies, also map the range and nature of government and other 
disability support services accessed throughout the employment life cycle.  

Idea # 3:  It is important that all parties involved in servicing people with disabilities 
conform to (and are accountable to) the Commonwealth Disability Service 
Standards (DSS); that is, it becomes the cultural framework for the Department 
and all people involved.   

 
 

RECOMMENDED SOLUTIONS:  
Idea # 1:   Whole of government approach – develop a person-centred interdepartmental 

committee (with people with disabilities presiding) which has input into all 
government decisions relating to people with disabilities 

 
Idea # 2:  Establish a co-ordinated approach for the most vulnerable in our community, 

people with disabilities, in all their contacts with government service delivery  

Idea # 3: Enshrine the DSS as the foundation stone for all activities pertaining to people 
with disabilities. 

 
MEASUREMENT: 
 
Idea # 1:   Track the success of this committee in bringing about real improvement for 

people with disabilities, using a benchmarking survey on quality of life in the 
baseline year, similar to overseas methods. 

Idea # 2:    Survey disability support service providers annually to judge whether the red tape 
and system complexities have diminished over time. 
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F: Changes to Welfare Rules  
 
OUR EXPERIENCE/BARRIERS: 
Some welfare payment rules unfairly disadvantage people with disabilities and their ability / 
desire to participate in employment.  Transport is a case in point; learning how to access public 
transport, especially in certain areas (in the suburbs/or regions) where public transport is poor, 
requires the investment in ‘travel training’ facilities.  There is also restricted access to the vision 
and mobility-impaired, necessitating additional costs.  And for people with mental illness, due to 
their increased capacity to access sustainable employment, they are not supported in the same 
way as those clients with mobility issues, despite having to overcome psychological access issues 
(for example: anxiety, panic attacks). 
 
Another related issue is the access to Health Care Cards and Disability Pension.  Currently, a 
person with a disability loses their Health Care Card and Disability Pension when they achieve a 
certain income or work for 30 hours per week.  This is a clear disincentive for people to work 
beyond these levels for fear of lose of benefits. Given DEEWR’s aim to increase participation and 
sustainable income for people with disabilities, this is important, especially for people with 
mental illness and the episodic nature of many of their conditions. 

 
 

GOAL: 
Have welfare payment rules which encourage people with disability to participate in employment 
recognising the greater costs of living they incur because of their condition or disability. 

 
 

IDEAS: 
Idea # 1:  Conduct an analysis of the ‘real’ cost of living for people with a disability to gain 

a better understanding of how welfare payment rules impact on their lives. 

Idea # 2: Given the additional costs of living people with disability incur (medical, 
transport, training, etc.) determine a more appropriate level for the Health Care 
Card and Disability Pension to be withdrawn.   

 
 
RECOMMENDED SOLUTIONS: 
For Ideas # 1 & 2: It would seem more equitable if welfare benefit cut offs were at least the 

same level as for Australians without disabilities, means tested at $100,000 
income, removing the disincentive to engage more fully in employment. 

 
 
MEASUREMENT: 
For Idea # 1 & 2:   This can be easily measured by tracking over time if reported average 

income of people with disabilities increases (currently a measure in the DEN Star 
Rating system through EA3000.) 
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G: Research and Evaluation for Continuous Improvement 
 
OUR EXPERIENCE/BARRIERS:  
The National Strategy that develops out of this laudable consultation process must be based on 
robust research and evaluation. It should encourage partnerships with universities and centres of 
excellence to evaluate models of service delivery, approaches and outcomes, and work with the 
community to continue to grow the evidence base.  Many of the issues with the current situation 
are the impact of incremental changes to government policy over time introduced to deal with 
different economic conditions. 
 
GOAL: 
Develop and maintain a new framework with this National Strategy which includes what 
currently works locally and overseas, based on valid evidence-based research. 
 
 
IDEAS:   
Idea # 1:  Utilise the existing research on overseas comparisons and local disability service 

providers to identify what works and why, and establish the role social and 
economic outcomes play in consolidating employment outcomes. 

Idea # 2: Include all stakeholder input into research conducted/overseen by ‘objective’ 
researchers to ensure credibility and validity. 

 
 
RECOMMENDED SOLUTIONS: 
For Ideas # 1 & 2:   Introduce a $5million research fund to be spent specifically on 

identifying ways to increase employment engagement of people with disabilities 
in Australia. 

 
 
MEASUREMENT:   
For Ideas #1 & 2:  Measure the success of introducing identified ways to increase 

employment engagement of people with disabilities in whether predicted 
increased outcomes are actually achieved. 

 
 
Thank you for your time and the opportunity to provide input, I would be please to discuss 
Scope’s ideas and recommendations in further detail.  Please do not hesitate to contact me. 
 
 
Julie McKay 
General Manager Scope Business Enterprises 
Scope (Vic) Ltd 
PO Box 608 
Box Hill VIC 3128 
Ph: (03) 9843 2027 
 



Attachment A – Pathways – A Case Study
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A Case Study:  Chris, who had a severe intellectual disability left school at 16.  Through FaHCSIA’s early intervention,Chris commenced at a Scope Day 
Service.  Over time, Chris developed an interest and aptitude for assembly of jigsaw puzzles. Through internal Scope contacts, Chris gained work at 
Scope’s BSE, Knox Industries packaging wooden jigsaw puzzles.  Chris expressed a desire to enter open employment, so accessed Scope’s Employment 
Futures DEN services looking for a role in toy manufacture.  After 3 unsuccessful attempts to retain employment, Chris decided to return to supported 
employment at Knox Industries.
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