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Executive summary 

People with disability in Australia consistently encounter barriers to equal access and inclusion across a variety 
of different contexts. Such barriers hinder the effective participation and engagement of people with disability 
in society, particularly in regards to the three contexts of: vocational education and training (VET), employment 
and access to customer services. 

Findings from consultations regarding skill and knowledge gaps underlying barriers to inclusion are 
summarised in Table 1 below. 

Table 1. Summary of consultation feedback regarding skill and knowledge gaps in vocational education and 
training, employment and customer service contexts. 

# Skill and Knowledge Gap Consultation Feedback 

1 Gap in basic awareness of what disability 
is and the variability within types of 
disability 

There is a lack of understanding across the three contexts 
regarding what disability is and the forms it can take. 
Stakeholder commentary suggested that greater 
understanding would facilitate better inclusion practices. 

2 Gap in understanding the individualised 
impact disability has on ability levels and 
support needs, and a skill gap in taking a 
person-centred approach to addressing 
those impacts 

The delivery of effective and meaningful support is 
contingent upon understanding the individual needs of the 
person and tailoring a plan specific to them. 

3 Gap in understanding of the value and 
benefits inclusion of people with 
disability offer to an organisation 

There is a lack of understanding within stakeholders across 
the three contexts regarding the benefits of inclusion 
practices within organisations. Stakeholders commented 
that there is a need to need to shift attitudes so that the focus 
is on the strengths, rather than limitations, of individuals. 
The breaking of biases and promotion the benefits of 
inclusive practice will be critical to building opportunities for 
participation.  

4 Skill gap in how to prepare an 
organisation to be inclusive of people 
with disability 

A common lack of skills exists across the three contexts 

regarding preparing an organisation to be ‘disability ready’. 

Skill needs vary according to what occupation level an 

individual has within an organisation.  

5 Skill gap in communicating openly and 
respectfully with people with disability 

VET practitioners, employers and service providers lack 
confidence in engaging with people with disability 
employing appropriate behaviour and language. There is a 
need for improved skills in undertaking respectful, open 
dialogue about how an individual can be most effectively 
supported, and not making assumptions about needs. 

6 Skill gap in implementing more flexible 
practices to better meet the various 
needs and abilities of individuals with 
disability 

Promoting implementation of flexible practice will improve 
the extent to which individual needs can be met, including 
the additional support needs of people with disability. 
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7 Knowledge gap in understanding of 
reasonable adjustment, along with a skill 
gap in implementing adjustments 

VET trainers, assessors and employers do not consistently 

understand what reasonable adjustment is, what it can look 

like, how it can be implemented, and what an appropriate 

level of adjustment might be.  

8 Gap in knowledge of existing 
information and other resources that can 
assist with improving inclusion for 
people with disability 

There is a widespread lack of awareness of the resources that 

can be accessed and utilised to help with inclusive practice, 

including: funding, information, experts and specialists to 

refer to, and support services both internal and external to 

an organisation. 

9 Skill gap in implementing inclusive 
practice, universal design and accessible 
design 

Skills in inclusive practice need to be fostered to ensure that 

everyone enjoys equal access and inclusion. Across 

stakeholders within the three contexts, there is a need for 

better awareness of access issues, as well as skills addressing 

accessibility barriers. 

10 Skill and knowledge gap in delivering 
appropriate learning and career advice, 
and pathway support, to people with 
disability 

Skills are needed in working one-on-one with people with 

disability to identify their abilities and interests, and what 

suitable opportunities exist for them. People with disability 

need better support to make fully informed decisions 

regarding their career direction and pathways. 

11 Skill gap in assisting people with 
disability to advocate for their own 
support needs 

Disability support providers need to be capable of assisting 
people with disability to understand and express what 
support or adjustments they need as a student, employee or 
customer. 

12 Skill gap in mentoring and supporting 
ongoing development for people with 
disability 

Across the three contexts, there is an opportunity to improve 
skills in mentoring people with disability, supporting their 
development, and identifying and providing opportunities 
for them. 

 

Consultation feedback suggests a number of opportunities to improve the inclusion of people with disability in 
education, employment and service provision contexts. Some of these involve improvements to vocational 
education and training and are within the scope of the ‘Inclusion of People with Disability in VET’ cross sector 
project, as outlined in the Proposed Recommendations section of this report and summarised in Table 2 below.  

Table 2. Proposed recommendations involving improvements to vocational education and training  

# 
Proposed 

Recommendation 
Indicative Target 

Audience Rationale 

A Enhance inclusive 
teaching practice skills 
and knowledge in 
existing TAE units of 
competency 

All VET trainers and 
assessors 

VET trainers and assessors need to be able to meet 
diverse learning needs, and be aware of the additional 
support needs of students. 
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B Create new units and a 
skill set for VET 
practitioners in 
delivering training to 
learners with 
disability 

VET trainers and 
assessors wishing to 
build skills for, or 
specialise in, teaching 
students with 
disability 

The average trainer or assessor cannot be expected to 
have detailed knowledge on supporting students with 
disability. An additional skill set could be undertaken by 
trainers or assessors with a need for more specialised 
skills and knowledge on disability and supporting 
students with disability. 

C Create a new cross 
sector unit in 
improving 
organisational 
accessibility 

Management within 
various industries 
and organisations 

There is a common industry need to address limited 
knowledge of access issues, and to build skills in 
implementing inclusive practice and universal design. 

D Create new cross 
sector units and 
recommend use of, or 
changes to, existing 
units, to promote 
support for diversity 
in organisations 

Different levels of 
management and 
frontline staff within 
various industries 
and organisations 

Individuals at different levels of an organisation all have 
a role to play in inclusive practice, and need various skills 
and knowledge to effectively be able to contribute 
towards improving inclusion for people with disability. 
There is some training package material within the BSB 
Training Package that can be utilised or updated to 
promote support for diversity and inclusion in 
organisations. Modifications to existing BSB units will be 
proposed to the Business Services Industry Reference 
Committee (IRC) to enhance this content. However, 
there are some gaps in existing training packages that 
need to be filled through the creation of new units of 
competency. 

E Create a new cross 
sector unit in inclusive 
hiring practice  

Human Resources 
staff, hiring and 
recruitment 
managers, and any 
other staff involved 
in recruitment 

Key barriers to inclusion exist within how jobs are 
defined, and how application and recruitment processes 
are undertaken. Staff involved in hiring procedures need 
to build skills so they can address access barriers within 
recruitment, and maximise equal opportunities for 
people with disability. 

F Create a new skill set 
in delivering career 
pathways and 
development support 
for people with 
disability 

Any disability service 
provider who 
provides learning and 
career advice and 
support; National 
Disability Insurance 
Scheme (NDIS) 
planners; career 
counsellors; 
disability 
employment services 

There is a current gap in how well education and career 
advice and transition support is provided to people with 
disability. Career and pathway advisors need to be able 
to support people with disability to make fully informed 
decisions regarding their education and careers. Those 
who provide this advice need greater skills and 
knowledge in communicating with people with disability 
about their interests and goals, supporting people with 
disability to comprehend their own capabilities, and 
helping match them to meaningful and suitable work and 
learning opportunities.  
There is some training package material within the CHC 
Training Package that can be utilised within this skill set. 
New units of competency will also be proposed as part of 
the skill set.  

 

Table 3 below outlines the overall training product impact of these recommendations. 
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Table 3. Summary of training product impact of proposed recommendations 

Summary of proposed changes to training 
products 

New Units of 
Competency 

(UoCs) 

Existing UoCs to review for 
duplication or relevance 

Existing units to be reviewed for duplication or 
relevance 

- 
86 

New UoCs to be created 4 - 

New UoCs to be created for new skill sets 5 - 

Proposed new skill sets 2 - 

Proposed new qualifications - - 

Note: Summary numbers are indicative only and may change following a more detailed review of existing units of competency. 

A significant number of additional considerations emerged from stakeholder consultations. These present 
opportunities that are outside of the scope of this cross sector project but are nonetheless important 
considerations to support successful outcomes, including successful implementation of the proposed training 
product improvements. These include but are not limited to: guidance on inherent course requirements; 
training in life and employability skills for people with disability; funding and incentive models to support the 
inclusion of people with disability; mandatory reporting standards for Registered Training Organisations 
(RTOs); and improving work experience opportunities for people with disability. 
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Introduction 

Project background  
The Australian Industry and Skills Committee (AISC) identified an opportunity to make improvements to the 
vocational education and training (VET) sector to strategically address barriers to inclusion of people with 
disability in Australia. PwC’s Skills for Australia, a Skills Service Organisation (SSO), has been commissioned to 
undertake the Inclusion of People with Disability in VET cross sector project. The purpose of this cross sector 
project is to develop potential common training package components to help address current skill and 
knowledge gaps amongst VET practitioners, employers and service providers that can be used across multiple 
industries. The objective of this cross sector project is to promote better support for people with disability in 
education, training and the workplace, and improved service delivery to customers with disability. 

There are three contexts to the Inclusion of People with Disability in VET cross sector project: 

1. Vocational education and training, targeting the skills and knowledge required of VET practitioners 
(teachers, trainers, assessors) to better include people with disability in VET; 

2. Employment, targeting the skills and knowledge required of employers and their employees to better 
include people with disability across multiple industry sectors; and 

3. Customer service, targeting the skills and knowledge required of service providers to better support 
people with disability across multiple industry sectors. 

Expected outcomes of this cross sector project include improved flexibility in the Australian vocational system, 
enhanced occupational mobility and improved accessibility for people with disability in education and training, 
employment and customer service contexts. 

Project approach 
Figure 1 below provides an overview of our approach for this cross sector project. For the purposes of this 
project, we have adopted the Disability Discrimination Act 1992 (DDA) definition of disability1.  

 Figure 1. Inclusion of People with Disability in VET Cross Sector Project Approach 

A first step in undertaking this cross sector project was to establish a Project Reference Group (PRG), a 
volunteer group of individuals who have a strong passion and interest in improving the capacity of educators 
and employers to better include and support people with disability. The PRG comprises of representatives from 
industry, training providers, employers, special interest groups and other key stakeholders. Its role is to provide 
guidance and expertise throughout the life of the project and ultimately assist in making decisions regarding 
proposed training product development. 

A first activity was to complete an Environmental Scan2, or current state assessment of the inclusion of people 
with disability in education, employment and customer service support. The Environmental Scan summarises 

                                                             
1 The Disability Discrimination Act 1992 can be accessed at https://www.legislation.gov.au/Details/C2017C00339  
2 The Environmental Scan can be downloaded from https://s3-ap-southeast-2.amazonaws.com/pwcau.prod.s4aprod.assets/wp-
content/uploads/20180205161418/Environmental-Scan-Public-Version.pdf  

 - Current state 
assessment 
- Identified gaps, 
opportunities and 
potential common units  

   

Case for  
Endorsement 

Training Product 
Development 

Targeted 
Stakeholder 
Consultations  

Environmental 
Scan 

- Interstate 
consultations 
- Summary report of key 
insights and next steps 

- Review training 
products 
- Prepare and finalise the 
Case for Endorsement 

- Develop new training 
product components 
- Identify potential 
training products to 
review 

https://www.legislation.gov.au/Details/C2017C00339
https://s3-ap-southeast-2.amazonaws.com/pwcau.prod.s4aprod.assets/wp-content/uploads/20180205161418/Environmental-Scan-Public-Version.pdf
https://s3-ap-southeast-2.amazonaws.com/pwcau.prod.s4aprod.assets/wp-content/uploads/20180205161418/Environmental-Scan-Public-Version.pdf
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existing research and feedback from initial consultations about the barriers experienced by people with 
disability. The Environmental Scan identifies three key issues summarising barriers to inclusion, and highlights 
the drivers for changing how people with disability are supported across the three contexts of this cross sector 
project. Insights were then tested through a two-phased consultation approach to test skill and knowledge gaps 
and identify potential training product opportunities.  

Stakeholder consultations included a blend of in-person, telephone and online methods and were conducted 
throughout February and March 2018. Phase 1 consultations included in-person Open Forums held in capital 
cities around Australia, and focussed on understanding barriers to inclusion. Phase 2 consultations included a 
blend of Focus Groups (teleconference and in-person), targeted interviews and a nationwide online survey, and 
focussed on identifying potential solutions to address skill and knowledge gaps underlying identified barriers. 
Details of stakeholders who gave input to this cross sector project is provided in Appendix B.  

This report provides a summary of insights from the stakeholder consultations conducted for this cross sector 
project and potential implications for training product development to be discussed with the PRG. Next steps 
will involve drafting proposed new training products and preparing the Case for Endorsement, which will 
outline the evidence based case to support the proposed new training products and training package changes. 
The Case for Endorsement will be submitted to the AISC in July 2018.  

Guiding principles  
A number of guiding principles informed the consultation and training product development process for this 
cross sector project: 

1. Place the inclusion of people with disability in society at the centre of all discussions; 

2. Encourage broad consultation across all jurisdictions and regions, ensuring that stakeholders have the 

opportunity to voice their opinions; 

3. Be respectful of individual needs and disabilities; 

4. Identify skill needs across various industries and respond in a consistent manner; and 

5. Produce high quality and independently validated training products. 

 

In addition to the above, the Council of Australian Governments (COAG) Industry Skills Council principles for 
reforms to Training Package provide a framework to guide how training product development 
recommendations are to be created and proposed. They outline considerations for developing and altering units 
of competency, skill sets and other relevant training product components. A discussion of how the proposed 
training product solutions articulated within this report meet these principles can be found in Appendix D. 
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Consultation Findings 

Stakeholder consultations highlighted the existence of key skill and knowledge gaps that hinder the inclusion of 
people with disability in education, employment and customer service contexts. These skill and knowledge gaps 
form the basis of proposed changes to training packages, to be discussed in the Recommendations section of 
this report. Recommended updates to training products will aim to address the skill and knowledge gaps 
identified through consultations, to the extent that they can be rectified through changes to the VET sector. 
However, it is important to note that in many cases, skill and knowledge gaps cannot be fully rectified by 
training product updates alone. The Additional Considerations section of this report outlines some of the other 
factors and possible recommendations that should be noted to more holistically address identified skill and 
knowledge gaps. Unless otherwise indicated, the skill and knowledge gaps outlined below apply to all three 
contexts of this cross sector project:  

VET  Employment Customer service 

    

Skill and Knowledge Gaps 
 

1. Gap in basic awareness of what disability is and the variability within types 
disability 

 

● A need to be aware of people with disability, what disability is, and what it can look like: 81 per cent of 
survey respondents noted that awareness and understanding of disability and its different forms was 
very or extremely important to their industry3 

● A need to understand that disability is complex and must be considered on an individual basis 

 

Stakeholders firmly believed that there is an industry-wide need to build general awareness of disability and 
recognition of its complexities and nuances. 87 per cent of survey respondents agreed there is a need for 
education on what disability is and how it exists in many different forms.4 A basic familiarity with the different 
forms disability can take will help build a sense of comfort and confidence in engaging with people with 
disability. Disability support staff and advocacy groups specifically emphasised that the general population 
cannot be experts on disability, and should not be expected to have specialised and detailed knowledge of the 
complexities of disability. Instead, they suggested that what is needed by the general population is an 
understanding that people with disability exist within society, recognition that disability is complex, and 
awareness of what resources and specialists are available to assist with understanding more specific disabilities 
as needed. 

2. Gap in understanding the individualised impact disability has on ability 
levels, limitations and support needs, and a skill gap in taking a person-centred 
approach to addressing those impacts 

 

● VET practitioners, employers and service providers need further understanding that disability, abilities 
and support needs vary on a case-by-case basis, and skills in taking a ‘person-centred’ approach to 
providing support tailored to individual needs 

                                                             
3  PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to rate 
the importance of skills and knowledge for current or future workers in their organisation or industry in: ‘Awareness and understanding of 
disability, its types, and the impact it has on the individual’. 
4 PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to rate 
their level of agreement with the statement ‘VET practitioners, employers and customer service providers need to be educated on what 
disability is, what forms it takes, and how disability may create additional support needs’. 
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Consultations across Australia indicated that it is necessary to understand and recognise abilities, needs and 
limitations of each person as an individual to be able to deliver effective support and adjustment. 84 per cent of 
survey respondents noted that skills in identifying individual support needs are important.5 However, 88 per 
cent also noted that the current skill levels of VET practitioners, employers and customer service providers is 
insufficient to effectively recognise unique abilities and support needs.6  

Stakeholders consistently agreed that skills in taking a ‘person-centred approach’ must be further developed to 
ensure more effective recognition and support for individual needs occurs. An overwhelming 91 per cent of 
survey respondents agreed that a person-centred approach is necessary to improving inclusion.7 Stakeholders 
explained that a person-centred approach will help minimise assumptions and generalisations being made 
about the support needs and abilities of people with disability. Furthermore, across all three contexts of this 
project, stakeholders indicated there would be benefit from growing knowledge about behavioural indicators 
that suggest an individual may have an additional support need. Awareness of these indicators will help reduce 
the reliance on self-disclosure of disability to identify additional needs. Stakeholders lastly noted that within the 
three contexts there is a need for skills in identifying where an individual may need additional support beyond 
their capacity as a provider to deliver, and being able to refer that person on to specialists to better address their 
needs.  

3. Gap in understanding of the value and benefits inclusion of people with 
disability offer to an organisation 

 

Stakeholders consistently emphasised that perception of the abilities and value people with disability bring to 
an organisational setting is the first step to breaking biases and promoting better inclusive practice. 

● A need to shift attitudes towards a strengths based perspective, rather than focusing on limitations 
● Understanding the benefits of inclusive practice and the ‘business case for inclusion’ is key to 

promoting more opportunities and participation for people with disability 

Employers and employment services providers emphasised the importance of growing awareness of the real 
organisational benefits of employing more people with disability, to reduce tokenistic attitudes and creating 
more job opportunities for people with disability. This would necessitate building knowledge of the skills and 
abilities of people with disability, and their strong work ethics, dedication and loyalty, and high productivity 
levels. Feedback also indicated that employers often hold over-inflated assumptions about the risks associated 
with hiring people with disability. Employment services and disability service providers consistently noted 
prevalent beliefs that employing people with disability will be more difficult, costly, and with higher 
occupational, health and safety implications, than what occurs in reality. Stakeholders Australia-wide suggested 
that exposure to success case stories and role models would help employers and service providers to better 
perceive how inclusive practice can work, and is easier than they presume.  

In addition, stakeholders highlighted the need to build employers’ and customer service providers’ knowledge 
of the socio-cultural benefits of promoting greater inclusion. Disability advocacy groups and employers 
emphasised that promoting diversity can improve workforce culture and morale, embody corporate social 
responsibility, and improve the community’s outlook on an organisation and its brand. Open Forum feedback 
also noted the need for service providers to recognise people with disability as part of their customer base. This 
attitude shift would make the business case for inclusion clear: hiring employees with disability, and providing 
accessible products and services, will better serve the needs of customers with disability, and enable more 
profitability from this consumer segment.  

                                                             
5   PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to 
rate the importance of skills and knowledge for current or future workers in their organisation or industry in: ‘Skills in identifying the 
specific support needs that a person with disability has at an individual level’.  
6 PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to rate 
their level of agreement with the statement ‘VET practitioners, employers and customer service providers need greater skills to recognise 
individual support needs, learning styles and capabilities, regardless of a disability being disclosed’ 
7 PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to rate 
their level of agreement with the statement ‘A 'person centred approach', where abilities and support needs are recognised at an individual 
level, is necessary to improve the inclusion of people with disability in VET, employment, and customer service.’ 
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4. Skill gap in how to prepare an organisation to be inclusive of people with 
disability 

 

● A lack of awareness of the different factors that need to be considered to ensure an organisation is 

‘disability ready’ was exhibited across stakeholders within the three contexts 

● Different skills and knowledge are required at all levels of an organisation, so each participant is aware 

of the role they contribute to preparing for, and implementing, inclusive practice  

 

Stakeholder feedback emphasised a greater need to build senior management commitment to creating diversity 

and inclusion strategies and policies, and disability action plans. Skills would need to be developed in 

designing, implementing, leading and communicating these strategies. Open Forums also highlighted the need 

to be aware of legislation and legal obligations, including the Disability Discrimination Act 1992, as feedback 

was given that meeting these obligations is often not a required or core component of an organisation’s business 

practice. Stakeholders outlined middle management as the key players in supporting employees with disability. 

Stakeholders from Western Australia identified that overarching strategies do not always trickle down to lower 

organisational levels, and that middle management can be a potential blocker to successful implementation of 

organisation-wide policies. This was echoed by the other states and territories, along with the need to build 

manager awareness of the need to commit to and promote inclusion strategies and welcoming organisational 

cultures. In Focus Groups, stakeholders emphasised that frontline staff mostly need to build skills in 

communicating with people with disability and providing individualised service that recognises different needs. 

This is because frontline staff are the colleagues of employees with disability, and serve customers with 

disability, and thus undertake most of the interpersonal interactions. 

 

Specifically within VET, feedback from consultations suggested that trainers and assessors need to be aware of 

the Disability Standards for Education, and build their abilities in preparing the learning environment and 

delivery of training to be inclusive. This includes promoting attitudes of acceptance and diversity within the 

training setting, so that other students welcome and integrate those with disability or additional needs.  

 

5. Skill gap in communicating openly and respectfully with people with disability 
 

 

● A lack of confidence in how to engage with people with disability across VET, employment and 
customer services 

● A lack of knowledge of what is appropriate social behaviour and language to employ when interacting 
with people with disability 

● A need for improved skills in undertaking respectful, open dialogue about how an individual can be 
most effectively supported, and not making assumptions about needs 

 

Feedback has highlighted the need to address gaps in undertaking sensitive conversations about limitations and 
needs, and checking in on an ongoing basis to ensure support is functioning effectively. 90 per cent of survey 
respondents advocated that skills in communicating with people with disability are important within their 
industry; the majority of whom noted these skills as ‘extremely important’.8 However, stakeholders broadly 
indicated that there is a general lack confidence in interpersonal interaction with people with disability, and 
skills in actively listening and responding to the issues and support needs that those with disability express. 
Building greater familiarity and confidence in interacting with people with disability will facilitate more 
effective support, as providers across the three contexts can focus on being welcoming and not worrying about 
interactions. Disability service providers also outlined an industry gap in knowledge of Augmentative and 
Alternative Communications, and the different methods that can be employed for communicating with people 
with disability. Furthermore, stakeholders from the VET sector revealed difficulties in communication 
surrounding disability disclosure. Registered training organisations (RTOs) often do not explicitly outline what 

                                                             
8 PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to rate 
the importance of skills and knowledge for current or future workers in their organisation or industry in: ‘Communicating respectfully with 
people with disability about their needs (including skills in active listening and using different communication methods)’.  
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will be done with disclosed information, or make it clear how disclosure will benefit people with disability, and 
not lead to negative or discriminatory outcomes. In addition, trainers and assessors are unsure of how to 
appropriately respond to students disclosing disability. These challenges were identified as common to 
employers as well.  

6. Skill gap in implementing more flexible practices to better meet the various 
needs and abilities of individuals with disability  

 

● The ability to implement flexible practice allows individual support needs to be met, without 
necessitating the disclosure of disability specifically 

● Flexible practice benefits all individuals with differing preferences, aptitudes and needs, not just those 
with disability 

The need to improve flexible practice was a key theme emerging across stakeholders in all states and territories. 
Skill gaps were identified in recognising opportunities to be more flexible to meet different needs and 
preferences, and implementing flexibility in practice. Stakeholders suggested that case studies of implementing 
flexibility, including making use of assistive technologies, should be provided. These would demonstrate 
successful examples that can be leveraged, and grow understanding of how flexibility can applied in practice. 
Specific to employers, industry feedback emphasised skill gaps in restructuring job definitions, roles and tasks, 
and implementing different ways of working, to maximise opportunities and participation for employees with 
disability. In addition, RTOs revealed that trainers and assessors are largely hesitant to implement flexible 
delivery of training and assessment, due to concerns with meeting quality standards. This suggests a need for 
greater knowledge of where to ‘draw the line’; understanding where flexibility is and isn’t appropriate, and 
where it can be implemented without compromising core course or industry requirements. Stakeholders also 
noted that VET practitioners would benefit from growing knowledge of alternative teaching methods, and skills 
in creatively delivering training, learning materials, and assessments. This will enable them to better alter 
training to accommodate the various learning needs and preferences of all students, including those with 
disability. 

7. Knowledge gap in understanding of reasonable adjustment, along with a skill 
gap in implementing adjustments  

 

● VET trainers, assessors and employers do not consistently understand what reasonable adjustment is, 

what purpose it serves, and what is an appropriate level of adjustment  

● They need greater awareness of what adjustment can look like and what kinds of adjustments can be 

implemented, including assistive technologies 

● Understanding realistic time and cost implications of implementing adjustments is also important for 

improving the extent to which reasonable adjustments are utilised 

 

Stakeholders indicated there is a need for greater understanding of the purpose of reasonable adjustment, to 

improve clarity on where and how adjustments can be implemented. Stakeholders from South Australia, and 

disability experts in other consultations, emphasised that trainers, assessors and employers need to be aware 

that adjustments are intended to facilitate equal and fair participation, not to offer unfair advantage, create 

dependency, or circumvent core course and/or industry requirements. It is clear that trainers, assessors and 

employers need skills in identifying what adjustments are needed for specific individuals, and implementing 

and tracking the effectiveness of adjustments. 90 per cent of survey respondents agreed it was very or extremely 

important to build skills and knowledge of how reasonable adjustment can be used to meet needs of people with 

disability.9  

 

  

                                                             
9 PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to rate 
the importance of skills and knowledge for current or future workers in their organisation or industry in: ‘ Awareness of strategies for 
providing reasonable adjustments to meet the support needs of people with disability, including opportunities to make use of assistive 
technologies’.  
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8. Gap in knowledge of existing information and other resources that can assist 
with improving inclusion for people with disability   

 

● A widespread lack of awareness of the resources that can be accessed and utilised to help with inclusive 

practice, including: government and other funding, publicly available information, online databases, 

advisors, experts and specialists to refer to, and support services both internal and external to an 

organisation that can be engaged 

 

88 per cent of surveyed stakeholders believed it was ‘very’ or ‘extremely’ important for industry to be aware of 

resources, funding and supports available to assist with inclusion, and how they can be accessed.10 However, 

stakeholders universally agreed that stakeholders in all three contexts have low levels of knowledge of the 

available resources, particularly within smaller organisations. Across the three contexts of the project, 

stakeholders often struggled with knowing where to access information and resources, and how to leverage 

supports to improve inclusive practice. A common theme emerging was the need for a central hub of 

information, or ‘one stop shop’, providing all the details of resources that can be utilised.  

 

Further feedback suggested a need to build skills in identifying where an individual with disability may benefit 

from additional specialist services, knowledge of who to reach out to, and skills in collaborating with disability 

support providers, such as Disability Liaison Officers, National Disability Insurance Scheme (NDIS) planners, 

and Employment Services. Disability service providers and experts emphasised that training on disability 

awareness should make it clear that the individual is not an expert on disability, and will need to engage with 

specialist providers and support services to assist with inclusion. In addition, 84 per cent of survey respondents 

noted that knowledge of when, to refer to additional or specialist supports, and how to refer to them, is very or 

extremely important.11 However, feedback indicated a lack of skills in engaging with and leveraging these 

specialists.  

 

9. Skill gap in implementing inclusive practice, universal design and accessible 
design 

 

● A need for skills in inclusive practice to ensure that all people with various needs, including those with 

disability, enjoy equal access and participation  

● A need to be knowledgeable in the Principles of Universal Design and skills in applying them within 

their specific organisational environments, to assist with meeting legislated access obligations 

● A need for base awareness of what may constitute an access issue, as well as skills in assessing aspects 

of an organisation to identify and address accessibility barriers 

● A need to consider the accessible presentation of information; including format shifting, the Web 

Content Accessibility Guidelines, and presenting information in ‘plain English’ where possible 

 

Employers, VET practitioners, disability service providers and disability advocates all highlighted a cross-

industry need to build knowledge in universal design principles, and skills in considering accessibility when 

creating products, services or environments. Furthermore, 81 per cent of survey respondents indicated that 

skills in inclusive design of organisational systems, processes and policies were very or extremely important to 

their industry.12  

                                                             
10  PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to 
rate the importance of skills and knowledge for current or future workers in their organisation or industry in: ‘ Awareness and 
understanding of different resources, funding and supports available to assist with fostering greater inclusion of people with disability, and 
how to access them’.  
11 PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to rate 
the importance of skills and knowledge for current or future workers in their organisation or industry in: ‘Knowledge of when, how, and to 
whom to refer when additional or specialist support is needed’.  
12 PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to 
rate the importance of skills and knowledge for current or future workers in their organisation or industry in: ‘Designing organisational 
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Stakeholders recommended that across the three contexts there is a need for basic awareness of common access 

issues and how they can be addressed, as inclusive practice is a common responsibility. Skills in creating and 

referencing checklists were flagged as a potential avenue for improving how access issues are addressed within 

the three contexts. Stakeholders also noted that better skills are needed in determining physical accessibility, 

digital accessibility, and whether systems and processes are exclusionary. Feedback highlighted that RTO 

systems are often inaccessible or difficult to navigate, making it hard to enrol, or find information on options, 

courses and support services available to students. Employment services and disability advocates also 

emphasised that many hiring practices and recruitment processes are exclusionary. Stakeholders emphasised a 

specific need to build the skills of employers, human resources and recruitment managers, to design hiring 

procedures to be more equitable and accessible, so more people with disability can apply and receive 

opportunities.  

 

Regarding digital accessibility, stakeholders indicated that practitioners need to recognise the lower digital 

literacy, and limited access to the internet, that many people with disability experience. Consideration needs to 

be given to alternatives to online that can be offered.  Feedback also indicated a need to build skills in 

recognising how assistive technologies can be utilised to enable better inclusion and access to learning, work, or 

customer services.  

 

10. Skill and knowledge gap in delivering appropriate learning and career 
advice, and pathway support, to people with disability 

 

● Those that give advice to people with disability about their learning and career pathways often lack 

awareness of the full spectrum of options available, and may struggle to find appropriate suggestions 

that match an individual’s goals, interests, and abilities 

● Skills are needed in identifying the abilities and interests of people with disability on an individual 

level, and working one-on-one to determine what people with disability want to do, are able to do, and 

what opportunities exist that are the right fit for them 

● Career and pathways advisors need to be able to effectively empower and enable people with disability 

to make fully informed career and education decisions  

● Training may be beneficial for NDIS planners, local area coordinators, Disability Employment Services, 

school career advisors and other career educators and advisors 

 

Feedback from disability support providers and advocates indicated that the delivery of career advice and 

support to people with disability can be improved by building skills and knowledge of advisors. Stakeholders 

flagged that most NDIS planners do not emphasise employment outcomes for participants, and that many 

Disability Employment Services focus on maximising volume of placements, not finding a best fit with abilities 

and interests. To start to combat these issues, stakeholders suggested that career and pathways advisors need 

skills in providing more focused counselling on an individual level, and greater knowledge of what course and 

job opportunities exist to clients. Stakeholders in Brisbane and Sydney also emphasised the need to grow 

abilities in providing guidance and transition support to assist people with disability through pathways to 

achieve their goals. This was echoed throughout Australia, as a key gap was identified in the provision of 

ongoing support through each step of the career process. 

 

A consistent theme across stakeholder consultations was the need to build skills in delivering appropriate 

support to “set people with disability up for success”. Career advisors need skills and knowledge in recognising 

abilities, discussing realistic expectations and skill levels, and determining what would be meaningful, yet 

achievable, outcomes for the individual. This would involve building skills in having more difficult and sensitive 

conversations, about whether an individual can meet core course requirements, if they are likely to find a 

                                                                                                                                                                                                               
systems, processes and policies to support inclusion of people with disability (e.g. recruitment policies, assessment procedures, application 
systems)’.  
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successful employment outcome in the industry, and suggesting alternatives as needed. Advisors on education 

and employment options may also benefit from growing knowledge of tests and indicators, to assist with 

making the individual self-aware of their abilities and limitations, whether they would likely be able to 

successfully achieve competency, and where they may encounter challenges, or require support, to undertaking 

certain learning or job roles. Stakeholders from the disability services industry emphasised that it is not the role 

of the advice provider to tell a person with disability what to do, or direct them only to ‘safe’ options. Rather, 

their role is to ensure the individual is fully equipped with the information they need, aware of their options and 

the realities, to make their own decisions.  

 

11. Skill gap in assisting people with disability to advocate for their own support 
needs 

 

● Disability support providers need to be capable of assisting people with disability to understand and 
self-advocate for the support or adjustments they need as a student, employee or customer 

● Support providers also need improved skills and knowledge to fulfil their responsibility to assist people 
with disability to navigate and access the complex landscape of supports and resources that exist 

Stakeholders Australia-wide indicated that disability services and support providers play an important role in 
facilitating self-advocacy of people with disability. Support providers need skills to effectively assist people with 
disability to become self-aware of their own abilities and needs, and express what additional assistance or 
adjustment they need as an individual. Additionally, support practitioners, such as NDIS planners, need to 
build their skills and knowledge in assisting people with disability to understand the NDIS framework and 
effectively direct funding towards activities that will help fulfil their education, employment, and broader 
inclusion goals. Support providers also need sufficient knowledge to support people with disability in becoming 
aware of the resources that are available to support them in various education and employment contexts, 
including Disability Employment Services, Disability Support Officers, National Disability Coordination 
Officers, and Disability Liaison Officers at RTOs. Stakeholder feedback indicated that accessing these resources 
can be very complex and difficult for people with disability to do alone. 

12. Skill gap in mentoring and supporting ongoing development for people with 
disability 

 

● Across the three contexts, there is an opportunity to improve skills in mentoring people with disability, 
supporting their development, and identifying and providing opportunities for them 

 
Many stakeholders indicated that disability support practitioners, VET trainers and employers can all function 
as effective mentors for people with disability, and can play a crucial role in supporting them through pathways 
and career development. However, for effective mentoring to occur, a cultural shift must occur first, with 
broader recognition of the capacity for people with disability to undertake full careers, not just more menial job 
roles. Stakeholders noted that effective mentoring for people with disability involves dialogue surrounding their 
goals, and how they can be supported to achieve them, as well as working through any challenges or failures 
encountered along the way. Disability service providers suggested that mentors need strong interpersonal and 
counselling skills, to foster active listening practices, openness, and trust between mentor and mentee. 
Furthermore, 86 per cent of survey respondents emphasised that it is very or extremely important to build skills 
in implementing individual support plans for people with disability in education and employment.13 Employers 
and trainers may benefit from building knowledge and skills in developing and implementing individual 
learning or work plans, which may document development goals, progression pathways, prioritised 
development points, and any supports or adjustments that can be implemented to assist with success. Skills 
also need to be fostered in revising plans, assessing performance in relation to them, and determining next 
steps. Finally, work experience was identified by disability advocates and support providers as crucial for people 
with disability seeking employment. Mentors can play a central role in supporting individuals to find 
appropriate work experience to build their skills and become ‘job-ready’.   

                                                             
13 PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to 
rate the importance of skills and knowledge for current or future workers in their organisation or industry in: ‘Implementation of 
individualised disability support action plans to promote successful education and employment outcomes for people with disability’.  
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Proposed recommendations 

This section details the recommended updates and additions to be made to training packages following the 
findings of the stakeholder consultation process. The process of writing new content will include consideration 
of existing training package material, to identify content to review for duplication or relevance, and potential 
utilisation. Current training materials that are potentially outdated or duplicative will also be identified. Refer 
to Appendix C for a current list of training materials that will be considered as part of the Case for Endorsement 
process. 

Table 4 over the page provides a mapping of skill and knowledge gaps to proposed training product 
recommendations. 

Proposed Recommendation A: Update existing units of competency within the TAE to enhance inclusive 
teaching practice skills and knowledge  

Indicative AQF 
Level 

Indicative Target 
Audience 

Indicative Content 

4 All VET trainers and 
assessors 

● Recognising diverse learning needs 
● Various teaching methods that can be employed to 

meet diverse learner needs 
● Awareness of disability within a learning 

environment 
● Legal obligations and adjustments specific to 

teaching students with disability 

Proposed Outcome Updates to five existing units of competency 

 

An overwhelming majority of stakeholders supported building trainer and assessor skills and knowledge of 
‘inclusive teaching practice’ within the TAE Training Package, with disability awareness embedded within this.14 
Stakeholders almost universally agreed that VET teachers need to be able to support diverse and inclusive 
learning environments, as well as recognise the different learning needs and preferences of individual learners. 
However, feedback suggested that VET trainers and assessors currently lack skill in this area. This result was 
supported by survey feedback, in which 88 per cent of respondents believed in the importance of understanding 
different learning needs of learners - including those with disability - but only 29 per cent believed that VET 
trainers and assessors currently have the skills and knowledge to support students with disability.15 16 This 
presents a strong case for including more training content on understanding and supporting different learning 
needs. When asked specifically about the introduction of more content regarding diverse learning needs in 
general, or supporting learners with disability specifically, most respondents believed a broader focus better 
fulfilled the skill and knowledge needs of trainers and assessors. 

 

Updated inclusive teaching practice content must also include reference to relevant legislation and legal 
obligations; 89 per cent of survey respondents agreed trainer and assessor awareness of legal obligations was 
important.

                                                             
14 PwC’s Skills for Australia flags that inclusion of changes to the TAE is a recommendation that requires further consideration of, and 
consultation with, the Education IRC. 
15  PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to 
rate the importance of skills and knowledge for current or future workers in their organisation or industry in: ‘Awareness and 
understanding of different learning needs (either specifically for people with disability or for all learners in general’. 
16PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to rate 
their level of agreement with the statement ‘Vocational education and training practitioners are well equipped with the knowledge and skills 
required to accomodate people with disability in different learning environments’. 
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Table 4. Mapping of skill and knowledge gaps to proposed training product recommendations 

Skill and knowledge gap 

A. Enhance 
inclusive 

teaching practice 
skills and 

knowledge in 
existing TAE 

units of 
competency  

B. Create new 
units and a skill 

set for VET 
practitioners in 

delivering 
training to 

learners with 
disability 

C. Create a 
new cross 

sector unit in 
improving 

organisational 
accessibility 

D. Create new 
cross sector units 
and recommend 

use of, or changes 
to, existing units, 

to promote 
support for 
diversity in 

organisations 

E. Create a 
new cross 
sector unit 

in 
inclusive 

hiring 
practice 

F. Create a new 
skill set in 

delivering career 
pathways and 
development 

support for people 
with disability 

1. Gap in basic awareness of what disability is and the variability within 
types of disability  ✓ ✓  ✓   

2. Gap in understanding the individualised impact disability has on ability 
levels, limitations and support needs, and a skill gap in taking a person-
centred approach to addressing those impacts 

✓ ✓  ✓  ✓ 

3. Gap in understanding of the value and benefits inclusion of people with 
disability offer to an organisation    ✓   

4. Skill gap in how to prepare an organisation to be inclusive of people with 
disability ✓ ✓  ✓   

5. Skill gap in communicating openly and respectfully with people with 
disability  ✓ ✓  ✓  ✓ 

6. Skill gap in implementing more flexible practices to better meet the 
various needs and abilities of individuals with disability  ✓ ✓ ✓ ✓ ✓  

7. Knowledge gap in understanding of reasonable adjustment, along with a 
skill gap in implementing adjustments ✓ ✓ ✓ ✓ ✓  

8. Gap in knowledge of existing information and other resources that can 
assist with improving inclusion for people with disability ✓ ✓  ✓   

9. Skill gap in implementing inclusive practice, universal design and 
accessible design ✓ ✓ ✓ ✓ ✓  

10. Skill and knowledge gap in delivering appropriate learning and career 
advice, and pathway support, to people with disability 

   ✓  ✓ 

11. Skill gap in assisting people with disability to self-advocate for their 
support needs      ✓ 

12. Skill gap in mentoring and supporting ongoing development for people 
with disability  ✓  ✓  ✓ 
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Stakeholder feedback suggests the following content should be the focus of updates to the TAE Training 
Package: 

● Recognising diverse learner needs; 
● Behavioural indicators that suggest students may have additional support needs; 
● Promoting an inclusive learning environment; 
● Implementing different teaching methods, materials and assessment formats to maximise the 

accessibility of learning for students of all abilities;  
● Introduction to awareness of disability within the student cohort, awareness of relevant legislation and 

legal obligations (Disability Standards for Education and Disability Discrimination Act 1992), 
responding to student disability disclosure, and implementation of basic, standard reasonable 
adjustments; and 

● How and where to refer for more information, resources or specialist supports to assist with inclusion 
of students with specific disabilities (both internal and external to an RTO).  
 

Proposed Recommendation B: Create a new skill set for VET practitioners to deliver training to learners with 
disability  

Indicative AQF 
Level 

Indicative Target 
Audience 

Indicative Content 

4 VET trainers and 
assessors wishing to 
build skills for, or 
specialise in, teaching 
students with 
disability 

Potential new units of competency in: 
● Meeting more complex learning needs of students in 

disability 
● Identifying and implementing reasonable 

adjustments 
● Utilising assistive technologies and augmentative 

and alternative communication in a learning 
environment 

● Creating and implementing learning plans for 
students with disability, including ongoing check-
ins and mentoring 

Proposed Outcome One new skill set incorporating three new units of competency 

 

Stakeholder consultations indicated that introduction of an additional skill set would help address the more 
detailed skill and knowledge needs VET trainers and assessors need to teach learners of disability. This skill set 
would also be relevant for inclusion within the TAE Training Package.17 Feedback from RTO disability teacher 
consultants and disability support providers indicated that more specific skills are needed to promote best 
practice support for students with disability, beyond what can be conveyed from a general unit on inclusive 
teaching practice. Across many consultations, stakeholders agreed that it is unreasonable to expect the average 
trainer or assessor to have detailed knowledge on the complexities of supporting learners with disability. 
However, stakeholders agreed that training in this area should be offered for those trainers and assessors who 
have a particular need to, or interest in, acquiring more specialised skills in this area. Focus Group participants 
who were asked specifically about introducing a skill set for delivering VET to people with disability supported 
the recommendation. Stakeholder feedback indicated that a skill set should cover more detail on: 

● More complex support needs and nuances of disability (e.g. hidden or episodic disabilities), with the 
potential to specialise in particular types of disability;  

● Identifying and implementing a broader scope of reasonable adjustments; 
● Implementing assistive technologies and Augmentative and Alternative Communication methods in a 

learning environment;  
● Mentoring students with disability, including creating and implementing learning plans; and 
● Understanding how the NDIS may be leveraged within the delivery of VET.  

 
  

                                                             
17  PwC’s Skills for Australia flags that inclusion of a new skill set in the TAE is a recommendation that requires further consideration of, 
and consultation with, the Education IRC. 
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Proposed Recommendation C: Create a new cross sector unit in improving organisational accessibility 

Indicative AQF 
Level 

Indicative 
Target Audience 

Indicative Content 

5 Management 
within various 
industries and 
organisations 

● Understanding and recognising diverse backgrounds and 
needs 

● The Principles of Universal Design 
● Applying universal design principles to information, 

materials, products, services and environments 
● Web Content Accessibility Guidelines 

Proposed Outcome One new unit of competency 

 

The introduction of a cross sector unit of competency in maximising organisational accessibility and inclusivity 
was collectively approved of by stakeholders, when suggested within Focus Groups and Interviews. Stakeholder 
consultations revealed a cross-industry need to address limited understanding of the different factors that may 
prevent equal access. Feedback emphasised a need to build skills in implementing inclusive practice and 
accessible design to meet various needs. Stakeholders agreed that an ‘inclusive practice’ unit of competency 
would consist of: 

● The Principles of Universal Design and how they can be applied to the design of information, materials, 
products, services and environments to ensure accessibility for all people with diverse backgrounds, 
limitations, and abilities. 85 per cent of survey respondents indicated their industry needed knowledge 
of the principles of universal design and skills in applying them to their organisation;18 

● The Web Content Accessibility Guidelines, and understanding how to cater for individuals with various 
levels of digital literacy. 

● Legal obligations for accessibility and inclusive practice that must be adhered to. 

Stakeholders across many different consultations urged that such a unit should be implemented within the base 
of all training packages, consistently drawing direct comparison to how OH&S units are embedded.  

 

Proposed Recommendation D: Create new cross sector units and recommend the use of, or changes to, existing 
units, to promote support for diversity in organisations 

Indicative AQF 
Level 

Indicative 
Target Audience 

Indicative Content 

3, 5, 6 Different levels of 
management and 
frontline staff 
within various 
industries and 
organisations 

● The business case for inclusion 
● Relevant legislation and legal obligations 
● Diversity policies and disability inclusion/action plans 
● Ensuring accessibility in systems, procedures and 

environments 
● Awareness of resources and specialist supports to 

leverage 
● Implementing reasonable adjustments 
● Person centred approach to recognising support needs 
● Communication with people with disability 
● Promoting diverse and welcoming organisational culture 

Proposed Outcome Two new units of competency, updates to one existing unit of competency, and use of 
two existing units of competency as is 

 

                                                             
18  PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to 
rate the importance of skills and knowledge for current or future workers in their organisation or industry in: ‘Understanding of the 
principles of universal design and how to apply them within an organisation to ensure environments and materials are accessible’.  
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Focus Groups identified that skills and knowledge needed to foster inclusivity vary according to different 
organisational roles, and that implementing training pitched at three staff levels would help to build skills so 
staff can better contribute to inclusive practice. A strong theme overarching all stakeholder consultations was 
that every person in an organisation has a part to play in inclusive practice. It became clear that individuals at 
different levels of an organisation need to understand what their responsibilities are in inclusion for people with 
disability. Combined use of new and existing units of competency would improve the abilities of senior 
management, middle management, and frontline staff, to promote diversity in their organisations, and improve 
inclusion for people with disability as employees and customers.  

Skill and knowledge needs identified for senior managers:  

● Understanding the business case for inclusion;  

● Referring to anti-discrimination legislation and comprehending relevant implications;  

● Creating and implementing organisational diversity and inclusion policies, and disability action plans; 

● Leading and communicating inclusive strategies and policies to the rest of the organisation;  

● Designing equitable and accessible organisational systems, environments and procedures;  

● Awareness and accessing of resources to assist with implementing inclusive practice.  

 

Stakeholders indicated middle managers need skill and knowledge in: 

● A person centred approach to recognising the aptitudes of employees with disability and supporting 

different employee needs;  

● Communicating with employees about their support needs;  

● Legislated obligations to provide reasonable adjustments and funds and resources available to assist 

with adjustment; 

● Implementing reasonable adjustments;  

● Awareness of resources to leverage and specialist support providers that can be referred to;  

● Promoting a welcoming and diverse team culture;  

● Checking workplaces and service environments for accessibility issues- 84% of surveyed stakeholders 

emphasised that within their industry, it was very or extremely important to build skills in assessing 

and improving the accessibility of products, service experiences, and physical premises19;  

● Making changes to job roles, task structuring and implementing different ways of working to maximise 

participation and opportunities for people with disability.  

 

Furthermore, stakeholders suggested that frontline staff need skills and understanding in:  

● Respectful and open interpersonal communication with customers and co-workers with disability;  

● A person centred approach to meeting individual customer support needs;  

● Referring to specialists for additional support;  

● Participating in welcoming and diverse teams and cultures. 

 

  

                                                             
19   PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to 
rate the importance of skills and knowledge for current or future workers in their organisation or industry in: ‘Ability to recognise and 
evaluate accessibility in service provision, and design customer experiences, physical premises and product/service offerings to be 
inclusive’.  
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Proposed Recommendation E: Create a new cross sector unit in inclusive hiring practice 

Indicative AQF 
Level 

Indicative 
Target Audience 

Indicative Content 

4  Human Resources 
staff, hiring and 
recruitment 
managers, and any 
other staff involved 
in recruitment 

● Defining job roles and inherent requirements 
● Role restructure 
● Application and interview processes and formats 
● Reasonable adjustment 

Proposed Outcome One new unit of competency 

 

A proposed specific unit of competency aiming to address skill gaps in undertaking inclusive hiring practices 
was met with support from all stakeholders to whom it was suggested. Universally across Australia, barriers to 
employment of people with disability were identified within how jobs are designed and defined, and application 
and recruitment processes. 92 per cent of survey respondents agreed or strongly agreed that employers need 
more training to improve equal access for their employees and customers, including skills in design of job 
descriptions, task allocations, and recruitment processes.20 The suggested new unit of competency would target 
human resource staff, hiring managers and recruitment teams, to improve accessibility of various aspects of 
hiring, and promote equal opportunities for candidates with disability. Stakeholders agreed that training on 
inclusive hiring should include skills in:  

● Defining job roles and outlining inherent requirements to minimise unnecessary exclusion; 
● Restructuring job tasks and implementing different ways of working to enhance flexibility and open up 

more opportunities for employees with various needs, limitations and disabilities;  
● Designing application processes and interview structures to be fully accessible and available in different 

formats to meet different applicant needs;  
● Implementing reasonable adjustments as needed throughout the hiring and employment process. 

 

Proposed Recommendation F: Create a new skill set in delivering career pathways and development support for 
people with disability 

Indicative AQF 
Level 

Indicative Target 
Audience 

Indicative Content 

4 Any disability 
service provider 
who provides 
learning and career 
advice and support; 
NDIS planners; 
career educators 
and advisors; 
disability 
employment 
services 

● Use of indicators and assessment tools 
● Supporting fully informed decisions 
● Discussing abilities, limitations, and interests 
● Matching suitable opportunities 
● Assisting with self-advocacy and accessing resources and 

supports 
● One CHC unit has been flagged for potential inclusion 

within this skill set 

Proposed Outcome One new skill set incorporating two new units of competency and one existing unit of 
competency as is 

 

                                                             
20PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to rate 
their level of agreement with the statement ‘Business operators need training so they can identify and implement opportunities to improve 
equal access for their employees and customers with disability (e.g. sills in job design, role structuring, assessment of the physical 
environment, and design of recruitment processes’. 
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A new skill set in advising and supporting people with disability through education and career pathways has 
been identified to help meet the skill and knowledge gaps of those who deliver this advice and support. Focus 
Groups held on career development, pathways and opportunities for people with disability indicated the need 
for further training in this area. Feedback from disability service providers suggested that training in this area 
would aim to promote better quality support delivery, ensuring pathways advisors can better support individual 
client needs, and increase successful learning and employment outcomes. An overwhelming 91 per cent of 
survey respondents agreed with the need to train those supporting people with disability through education and 
employment.21 

Universally, stakeholders agreed that the career and pathway advisor’s role is to empower a person with 
disability to make a fully informed decision regarding their career direction and learning pathways, and not to 
force a direction or choose for them. To effectively provide this support, feedback suggested training in the 
following:  

● Taking a person centred approach to identifying meaningful work and learning opportunities, that suit 
the individual's ability levels and aspirations; 

● Open dialogue with an individual about their interests, aptitudes, goals and realistic ability to meet 
course and industry role requirements;  

● Using indicators, pre-training assessment and tools to help make an individual self-aware of their 
abilities and match themselves to suitable course and job opportunities;  

● Awareness of the full scope of options available, and identifying and suggesting suitable alternatives. 

 

Further to assisting with career decisions, many disability service providers noted their responsibility to enable 
the individual to understand and advocate for the support they need as a student, employee, or service 
recipient. These stakeholders suggested that career advisors also need skills to help a person with disability 
understand and verbalise what support or adjustments they may need, direct funding they receive to achieve 
their goals, and access relevant support services as needed during their learning and employment.  

 

Table 5. Summary of total proposed recommendations 

Summary of proposed changes to training 
products 

New UoCs 
Existing UoCs to review for 

duplication or relevance 

Existing units to be reviewed for duplication or 
relevance 

- 
86 

New UoCs to be created 4 - 

New UoCs to be created for new skill sets 5 - 

Proposed new skill sets 2 - 

Proposed new qualifications - - 

Note: Summary numbers are indicative only and may change following a more detailed review of existing units of competency. 

  

                                                             
21PwC’s Skills for Australia, Inclusion of People with Disability in VET Industry Survey, March 2018. Survey respondents were asked to rate 
their level of agreement with the statement ‘Disability service providers need training to deliver a consistently high quality service, to 
effectively identify needs at an individual level, and to support people with disability to make the right decisions for their education and 
career direction’. 
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Additional Considerations 

This section lists additional considerations that have emerged from stakeholder consultations but are beyond 
scope of this cross sector project. These additional considerations are noted as likely to have a strong impact on 
the implementation of any changes to training packages, and the likelihood of solutions successfully addressing 
barriers to inclusion. ‘Other training package recommendations’ refers to recommendations that involve 
training product updates but do not directly address skill and knowledge gaps for VET practitioners, employers 
or service providers. ‘Broader considerations’ refers to other issues that stakeholders have raised outside of the 
realm of training product updates that are enablers to a successful inclusion outcome.   

Whilst outside of the scope of this cross sector project, PwC’s Skills for Australia would propose 
that a future opportunity is set to present to the Commonwealth Department of Education and 
Training and/or AISC on these additional considerations.  

Other training package recommendations 

These recommendations outline opportunities to address other barriers to inclusion by making changes within 
the VET sector, that do not serve to directly address skill and knowledge gaps of VET practitioners, employers 
or service providers.  

 

Include guidance on inherent course requirements 

Stakeholders universally agreed that further guidance on course, and related industry, inherent requirements, 
is needed for the benefit of both VET practitioners and students. Stakeholder feedback from many Open 
Forums indicated the existence of exclusionary language in many training packages and units of competency 
that may unnecessarily preclude people with disability successfully completing training. RTOs gave many 
examples where specific training product language made trainers and assessors fearful of implementing flexible 
teaching and assessment practice, or reasonable adjustments, due to concern for compromising their adherence 
to quality standards. Updates to units of competency to remove unnecessarily prescriptive language, as well as 
inclusion of inherent requirement statements within industry training package companion volumes or units 
themselves, were widely suggested as an appropriate course of action to help address these issues. Feedback 
also suggested that Implementation Guides could include statements on reasonable adjustment and some 
examples of appropriate adjustments that can be utilised. Implementing these changes would offer trainers and 
assessors further guidance on where reasonable adjustments can and can’t be implemented, to ensure training 
quality is maintained and adherence to industry standards is assured. They would also facilitate better informed 
choice of students, who will be made more aware of what they will need to demonstrate in a course, and able to 
discern in advance if they are likely to struggle to meet core requirements.  

 

Make more Certificates I and II available as appropriate learning pathways 

Every state and territory flagged the need for more suitable learning pathways for people with disability, some 
of whom may struggle to start at the subject matter level and intensity of a Certificate III qualification. Specific 
mention of the need to offer more Certificates I and II was made at a large number of stakeholder consultations. 
These lower level certifications were flagged as an appropriate starting point for some learners who may have 
an intellectual impairment, mental illness, minimal prior education experience, or other limitation. Certificates 
I and II were consistently identified as a useful ‘stepping stone’, that can be used to prepare learners to move on 
into further, more advanced training and education.  

 

Deliver pre-vocational training to prepare students with disability for further VET 

Several Focus Groups discussing education pathways for people with disability proposed the introduction of 
pre-vocational training courses, to effectively prepare students who are not currently ready for vocational 
education, with the skills, knowledge and confidence they need to undertake qualifications in the future. 
Content within the FSK Training Package has been identified for possible inclusion within this training. 
However, there may be the need for additional content. Stakeholders reported that many people with disability 
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would benefit from training to build their digital literacy and computer skills, study skills (e.g. revision and 
remembering information), and assessment skills. 

 

Deliver life and employability skills training for people with disability 

Open Forums identified that, due to a lack of work experience opportunities, many people with disability have a 
deficiency in basic employability skills. Within subsequent consultations, stakeholders suggested that some 
people with disability may benefit from undertaking training in ‘employability skills’. Elements of this training 
suggested by stakeholders were: 

● Problem solving 
● Teamwork  
● Communication 
● Appropriate workplace behaviour and interaction with other staff and customers 
● Working with money 
● Resume writing and interviewing 
● Personal responsibilities; including taking appropriate breaks, keeping track of shifts, and sick leave 

procedures 

 

Deliver VET to build entrepreneurial and self-employment skills for people with disability 

Stakeholders across all states and territories commonly suggested training people with disability in the 
necessary skills to move towards self-employment, as an alternative means of addressing the lack of 
employment opportunities that exist for people with disability. Further refinement of what this training would 
consist of is required, as much debate occurred surrounding whether entrepreneurial skills can indeed be 
taught. Skills that were flagged for potential inclusion in self-employment training were: 

● Identifying product and/or service opportunities 
● Outlining market gaps and determining target markets 
● Creating websites 
● Pricing and marketing 
● Selling and distribution 

 

Promote formalised recognition of training undertaken that does not result in achieving a qualification 

Several stakeholders highlighted the potential to recognise completion of learning to different extents, not 
merely the achievement of a full qualification. This suggestion was in recognition that many students with 
disability may undertake some training successfully, but may not complete an entire course. These stakeholders 
noted that partial learning, such as undertaking a few units of competency or a skill set, may be more attainable 
than a complete qualification. Furthermore, these studies may be sufficient to build confidence and aptitude to 
undertake further learning, or to equip the individual with enough skills to be job ready’. As a result, feedback 
was given that the value of undertaking this kind of learning should be formally recognised, by offering 
statements of attainment or similar. 

 

Review timeframes for training delivery 

Stakeholders noted the need to address tight timeframes for the delivery of vocational education and training 
from two perspectives. First, noting that recommendations may promote the inclusion of new content within 
training packages, stakeholders urged that time allocated to deliver training would be extended as needed to 
account for this new curriculum, and to ensure that training is given the diligence and weighting it deserves. 
Stakeholders also suggested mandating delivery of nominal hours for recommended units. Second, a lot of 
RTOs gave feedback that tight timelines for training and assessment may prevent trainers and assessors from 
being able to meet the learning needs of people with disability. The requirement to stick to a set limit for course 
completion was outlined as a key factor precluding VET practitioners from implementing flexibility or 
reasonable adjustment in extending learning and assessment timelines.  
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Broader considerations 

Broader considerations noted in this section are beyond the scope of this cross sector project and extend 
beyond making improvements to training products listed in Table 6 below may significantly impact solution 
implementation and can therefore be considered as enabling factors (or potential risks) to the successful 
removal of barriers to inclusion for people with disability. 

Table 6. Broader considerations  

# 
Considerations Explanation 

Potential steps 
forward 

G Funding of initiatives 
and incentive models to 
support inclusion  

Across all consultations, stakeholders emphasised that 
the successful implementation of solutions to improve 
inclusion of people with disability is strongly dependent 
on funding allocated towards them. Examples given 
included the need to fund the introduction of more lower 
level certifications to make them more financially viable 
for RTOs to offer, funding of created skill sets, and 
ensuring employers can access sufficient resources to 
provide the ongoing support and adjustments their 
employees with disability need. Current funding levels 
were identified as insufficient (e.g. where interpreters 
were required, resources were inadequate to provide 
these services to the full extent they were necessary).  
Stakeholders also raised that, with some state 
governments looking to move to completion based VET 
funding models, barriers to inclusion may arise for 
students with disability who may not desire to, or may 
not be likely to, complete a full qualification. Concerns 
were raised that RTOs may prevent these students from 
enrolling if they believe they will not complete the 
course. 
The need to review Disability Employment Service (DES) 
incentive models was consistently flagged, as 
stakeholders suggested funding for DES encouraged 
volume of placements over finding well-matched 
opportunities that would promote positive long term 
outcomes. 
Stakeholder feedback also indicated a need for greater 
incentives for organisations to upskill and undertake 
training. More funding for training, along with building 
stronger awareness of the business purpose and industry 
need for upskilling in inclusive practice, would promote 
industry uptake of training. 

Consider policy 
and funding 
updates to 
supplement and 
promote successful 
implementation of 
recommendations.  
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H Encouraging or 
mandating annual 
reporting for RTOs on 
outcomes for students 
with disability 

Stakeholders noted that reporting on disability action 
plans, steps taken to support and encourage 
opportunities for people with disability, and outcomes 
for students with disability, will force RTOs to be more 
proactive in supporting students with disability and 
encouraging their enrolment. Feedback also emphasised 
that reporting would assist student informed choice, as 
students can identify and enrol RTOs that exhibit best 
practice in providing for learners with disability. We also 
received a suggestion to recommend ASQA enquire into 
whether RTOs are meeting their access and equity 
obligations under the User’s Guide to the Standards for 
RTOs 2015. 

Consider engaging 
with ASQA 
regarding updates 
to reporting 
standards for 
RTOs. 

I Inconsistent use of pre-
testing within RTOs for 
applying students  

Current pre testing exists for language literacy and 
numeracy abilities for prospective students. However, 
many stakeholders have recommended this pre testing be 
broadened, to consider other factors such as digital 
literacy and aptitude to cope with course workload. Pre 
testing is not consistently mandated or standardised 
nation-wide, however, some useful indicators, tools and 
testing models have been identified in specific 
geographies. More consistent and thorough pre testing 
would allow students to make more informed decisions 
regarding what courses are suitable for their aptitudes, 
and what they are likely to be able to achieve competence 
in. Pre testing is also extremely beneficial for the RTO, to 
be able to identify any challenges a student may likely 
encounter, and begin to put supports in place before 
training begins, to proactively minimise issues before 
they escalate. 

Consider 
mandating or 
standardising pre-
testing processes 
and tools for RTOs 
Australia-wide. 

J Promoting more work 
experience 
opportunities for people 
with disability 

Many stakeholders noted that work experience, 
especially during schooling, is one of the most important 
elements leading to successful post-school outcomes for 
people with disability. However, current work experience 
opportunities for people with disability are extremely 
limited. 

Consider 
promoting more 
work experience 
programs for 
people with 
disability.  

K The role and impact of 
parents as carers and 
gatekeepers 

Parents and family were highlighted as crucial factors in 
considering how people with disability access education 
and training, work opportunities, and services. 
Stakeholders emphasised that parent perception of the 
opportunities available, and their belief in their 
children’s abilities, are key in enabling or preventing 
people with disability achieving successful outcomes. 
Parent attitudes and actions could enhance the self-
belief, resilience and participation of people with 
disability, or steer them away from opportunities due to 
fear of failure. 

Consider further 
avenues for 
education of 
parents of people 
with disability, to 
make them more 
aware of their 
children’s abilities, 
opportunities 
available, and the 
role they play in 
assisting people 
with disability to 
achieve their goals 
and aspirations. 
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L Training about 
disability should be 
delivered by a trainer 
that identifies as a 
person with a disability, 
and is a subject matter 
expert in this area 

Stakeholders emphasised that training in disability 
awareness and meeting the needs of people with 
disability cannot be delivered adequately by a regular 
trainer who is an industry expert, with no expertise in the 
area of disability. Furthermore, stakeholders expressed 
concern at the possibility of ‘able bodied people lecturing 
able bodied people about how to meet the needs of 
people with disability’. Not involving a person with 
disability to deliver the learning would reinforce ongoing 
issues of making assumptions about support needs, and 
belief that people with disability are passive recipients of 
service, and not active participants in determining the 
support they need. However, it is important to note that 
several PRG members raised concerns with limiting who 
can deliver this training. Furthermore, the AISC made a 
prior decision on the Auslan Case for Endorsement 
rejecting the recommendation to mandate that Auslan 
assessors are deaf. 
Additionally, a small proportion of stakeholders also 
believed that general diversity units of competency would 
not be sufficient to improve inclusion outcomes for 
people with disability, and that a focus on disability 
specifically within training is needed.  

Consider training 
standards or 
mandates 
regarding who 
would deliver any 
disability specific 
training package 
content. 

M Some attitudes of 
reluctance towards 
implementing further 
training for VET 
practitioners 

A few stakeholders resisted the idea of introducing new 
units of competency for VET trainers to undertake. This 
was for two main reasons. The first was belief that there 
was already too much excess or underutilised curriculum 
in the training they undertake. The second was 
suggestion that understanding and adjusting for 
disability is not part of the role of the individual trainer, 
and is purely the responsibility of the RTO or a disability 
teacher consultant or support officer. However, it is 
important to note that this second opinion was only held 
by stakeholders from TAFE. Many other stakeholders 
emphasised the need to consider smaller RTOs with 
fewer resources, who may not have consultants or liaison 
officers to rely on for supporting students with disability.  

Consider the 
balance of the 
current workload 
and curriculum 
within the TAE, as 
well as how the 
responsibility to 
promote inclusion 
for students with 
disability should 
be split across 
RTOs and trainers 
specifically. 

N The training package 
may not be the best or 
only place to implement 
above 
recommendations 

A minority of stakeholders gave feedback that the 
identified skill and knowledge gaps need to be addressed, 
but that training product solutions may not be the best or 
only avenue for doing so. Suggested alternatives 
included: development of implementation guides, 
updates to public policy, awareness raising and 
advertising initiatives, and the delivery of unaccredited 
learning and training within organisations from subject 
matter experts. Suggestions were also given that RTOs 
could be required to provide professional development 
on disability awareness and meeting the needs of 
students with disability, and provided with free trainers 
packages and resources to assist with training. In 
addition, many stakeholders noted that curriculum on 
inclusive practice should be implemented at all levels of 
education, including Higher Education, to effect maximal 
change and capture all individuals at different 
organisational levels.  

Consider 
implementing 
other approaches 
to addressing skill 
and knowledge 
gaps simultaneous 
to making training 
package changes. 
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Appendix A. Summary of key 
barriers and themes from Open 
Forums 

The consultation process was divided into two phases, with the findings from the first phase forming the basis 
of discussions in the second. Open Forums were conducted first and were used to identify the barriers that 
hinder inclusion of people with disability across the three contexts. Stakeholder commentary on the existence of 
particular barriers was relatively consistent across Open Forums. This feedback highlighted four key themes 
that holistically encompass the barriers to inclusion (see Figure 2). In the second phase of consultation, Focus 
Groups were conducted on individual themes to allow detailed discussion of underlying skill and knowledge 
gaps and possible solutions. A brief summary of the findings within each theme are highlighted below. 

 

Figure 2: Barriers identified by stakeholders 
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Appendix B. Stakeholder 
consultations 

As outlined in the Gaps, Opportunities and Potential Common Units report, our approach to designing 
stakeholder consultations was to optimise breadth and detail. Our objective was for consultations to be 
industry-led, whilst also giving opportunity for other important stakeholders to contribute (including training 
providers, people with disability themselves, disability support and employment support organisations, and 
government representatives at State/Territory and Commonwealth levels).  

Stakeholder consultation summary  

We designed a two-phased approach to stakeholder consultations, allowing an initial broad capture of barriers 
and issues in Phase 1, and more targeted exploration of a refined set of solutions and opportunities in Phase 2. 
We used a blend of in-person, telephone and online methods through open forums, focus groups, targeted 
interviews and an online nationwide survey.  

In total, 257 stakeholders were consulted throughout February and March 2018. The top four industries 
represented across all stakeholder consultation methods were: 

1. Disability (132 respondents); 
2. Education (130 respondents);  
3. Government (51 respondents); and 
4. Community Services (37 respondents).  

 

Figure 3 below shows the breadth of industries consulted for this cross sector project. Note that respondents 
were able to select more than one industry representation: for example, training providers who deliver training 
to multiple industry sectors; and employment service providers that provide employment support to people 
across different industries.   
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Figure 3. Industry representation 

Source: PwC’s Skills for Australia, Inclusion of People with Disability in VET Cross Sector Project Industry Survey, March 2018 (Base: 257 
respondents). 
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Figure 4 below depicts the state/territory distribution of stakeholders consulted for this cross sector project. All 
states/territories contributed to this cross sector project, and the highest participation was from New South 
Wales (74 respondents), Victoria (64 respondents) and Queensland (42 respondents). 

 

Figure 4. State/Territory representation 

Source: PwC’s Skills for Australia, Inclusion of People with Disability in VET Cross Sector Project Industry Survey, March 2018 (Base: 257 
respondents). 

 

Respondents also indicated the stakeholder category that they belong to. As with industry representation, 
respondents could select more than one stakeholder category: for example, many stakeholders who selected 
‘disability service/support provider’ indicated that they are also a training provider; and many VET 
practitioners also indicated that they are a person with disability. Figure 5 below shows the diversity of 
stakeholders consulted for this cross sector project, and the industry-led nature of consultations. Please note 
that ‘person with disability’ refers to students, employees and other stakeholder groups who identified as having 
a disability. 

 

Figure 5. Stakeholder category representation 

Source: PwC’s Skills for Australia, Inclusion of People with Disability in VET Cross Sector Project Industry Survey, March 2018 (Base: 257 
respondents). 
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Open forums 
Open forums were held in person during February 2018 as part of Phase 1 of our stakeholder consultation 
approach. These forums gave the broader public opportunity to give input to barriers experienced by people 
with disability. Open forums were 3 hours in duration each and held in capital cities around Australia. Table 7 
below provides a list of the open forums and participant numbers. 

Table 7. Open forum participation  

Open Forum Date Location Number of participants 

5 February 2018 PwC Office, Brisbane 6 

6 February 2018 ISAC NT Office, Darwin 12 

8 February 2018 PwC Office, Sydney 7 

13 February 2018 PwC Office, Adelaide 5 

14 February 2018 PwC Office, Perth 8 

16 February 2018 PwC Office, Melbourne 21 

20 February 2018 TasTAFE, Hobart campus 12 

23 February 2018 PwC Office, Canberra 6 

 Total: 77 

 
A key output from each Open Forum was the creation of a “long list” of barriers to the inclusion of people with 
disability in each of the three contexts (VET context, employment context, customer service context) and an 
initial mapping of potential solutions to address identified barriers. 

Focus groups 
Focus groups were held via teleconference during February and March 2018 and were the first consultation 
method of Phase 2 of our overall stakeholder consultation approach. These focus groups gave stakeholders 
opportunity to give input to potential solutions to identified barriers. Focus groups were 2 hours in duration 
each and were designed around four topic themes. Table 8 below provides a summary of topic coverage and 
participant numbers for the focus groups. 

Table 8. Focus group participation 

Focus Group Topic Theme Number of Focus Groups  Total participants 

Theme 1: Gaps in awareness and understanding of 
disability and the abilities of people with disability 

3 14 

Theme 2: Identifying support needs for people 
with disability and ideas for building skills in 
implementing accessibility improvements 

4 17 
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Theme 3: Improving the accessibility of 
information, organisational systems and 
processes 

2 8 

Theme 4: Identifying mechanisms to support 
individual empowerment and career pathway 
development 

4 10 

Cooloola Disability Interagency Network Focus 
Group (covered all themes) 

1 13 

National Disability and Carers Advisory Council, 
Employment Reform Working Group Focus 
Group (covered all themes) 

1 3 

National Disability Coordination Officers Group 
Interview (focus on recommendations) 

1 12 

TAFE Group Interview (focus on 
recommendations) 

1 8 

 Total: 84 

 

Online survey 
An online, nationwide survey was developed to validate barriers to inclusion identified in Phase 1, identify skill 
and knowledge gaps, and identify potential training package implications and was launched 20 February 2018 
and remained open to 16 March 2018 (3.5 weeks). This online survey provided an alternative mechanism for 
stakeholders to contribute their ideas for solutions to identified barriers, skill gaps and knowledge gaps. In 
total, 98 respondents completed the online survey.  

 

Targeted interviews 
In addition, we contacted a number of key organisations, individuals and roles for interview because of their 
subject matter expertise. Interviewees were identified by Project Reference Group members, IRC members, 
SSOs, other consultation participants or through PwC’s own network of contacts. Interviewees have been 
included in the summary numbers provided in Figures 3 to 5 above. 
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Appendix C. Existing training 
package content identified for 
potential review 

As part of the research that informed the Environmental Scan, we conducted an initial scan of existing training 
package units and qualifications in the VET system. This involved a keyword search of unit titles and unit 
content using a number of search terms (including variations): inclusion, disability, equity, equality, health, 
impairment, safety, adjustment, wellbeing, support, accessibility. This search returned an initial long list of 93 
training package components. Results were then further refined by assessing the unit Application and 
Performance Elements components and screening of units deemed industry specific or not applicable across 
multiple industry contexts or organisations. This resulted in a refined list of 51 units of competency related to 
inclusion of people with disability. 

During the consultation process, stakeholders identified many additional units of competency of relevance to 
inclusion of people with disability. Following the conclusion of consultations, 86 units of competency have now 
been identified for potential review as part of the cross sector project. These units of competency are spread 
across 16 training packages, 17 IRCs and 5 Skills Service Organisations, and are summarised in Table 9 over the 
page. 
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Table 9. Existing 86 units of competency (UoCs) identified as relevant to inclusion of people with disability 

Training Package Unit code and unit title 

CHC Community Services (39 
identified UoCs) 

CHCECD007- Maximise participation in work by people with disability 
CHCPRT001- Identify and respond to children and young people at risk 
VU20876- Apply a human rights framework to disability advocacy 
VU20877- Provide disability advocacy 
VU20878- Promote disability awareness 
VU20879- Deliver systemic disability advocacy 
CHCCCS011- Meet personal support needs 
CHCCCS023- Support independence and wellbeing 
CHCDIS007- Facilitate the empowerment of people with disability 
CHCDIS008- Facilitate community participation and social inclusion 
CHCDIS010- Provide person-centred services to people with disability with complex needs 
CHCECD001- Analyse and apply information that supports employment and career development 
CHCECD007- Maximise participation in work by people with disability 
CHCEDS016- Support learning for students with disabilities in a classroom environment 
CHCEDS022- Work with students in need of additional support 
CHCEDS025- Facilitate learning for students with disabilities 
CHCEDS027- Support flexible learning in an education environment 
CHCMHS001- Work with people with mental health issues 
VU20438- Develop an individual vocational plan with support 
VU20488- Develop and document a learning plan and portfolio with support 
CHCPWK003- Apply lived experience in mental health peer work 
CHCDIS004- Communicate using augmentative and alternative communication strategies 
CHCDIS005- Develop and provide person-centred service responses 
CHCDIV001- Work with diverse people 
CHCCCS025- Support relationships with carers and families 
CHCECE001- Develop cultural competence 
CHCDIV002- Promote Aboriginal and/or Torres Strait Islander cultural safety 
CHCECE021- Implement strategies for the inclusion of all children 
CHCCOM002- Use communication to build relationships 
CHCCOM005- Communicate and work in health or community services 
CHCDIS001- Contribute to ongoing skills development using a strengths-based approach 
CHCDIS003- Support community participation and social inclusion 
CHCEDS001- Comply with legislative, policy and industrial requirements in the education environment 
CHCEDS010- Work effectively as an Aboriginal or Torres Strait Islander education worker 
CHCEDS005- Support the development of literacy and oral language skills 
CHCEDS006- Support the development of numeracy skills 
CHCEDS013- Use an e-learning management system 
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CHCEDS014- Support students with English as a second language 
CHCEDS024- Use educational strategies to support Aboriginal and/or Torres Strait Islander education  

CPP Property Services (15 
identified UoCs) 

CPPACC4001A- Apply disability awareness to assessing access situations 
CPPACC4005A- Conduct a building access audit 
CPPACC4011A- Conduct an educational facility access audit 
CPPACC4014A- Facilitate the development of Disability Discrimination Act Action Plans 
CPPACC4019A- Provide access advice on building fitout 
CPPACC4020A- Provide access advice on building renovations 
CPPACC4021A- Provide access advice on the provision of services 
CPPACC5010A- Provide access advice on the design of the built environment 
CPPACC5017A- Provide expert access advice on building renovations 
CPPACC5019A- Coordinate the development and implementation of Disability Discrimination Act Action Plans 
CPPACC8001A- Research and analyse access and use requirements for people with diverse disabilities 
CPPACC8002A- Research and analyse access solutions for the built environment 
CPPACC8003A- Provide advice on solutions to access and use issues 
CPPACC8004A- Develop policies and briefs relating to access to and use of the built environment 
CPPACC8005A- Develop and advise on policies and procedures to enable access for people with disabilities" 

BSB Business Services (6 
identified UoCs) 

BSBHRM405- Support the recruitment, selection and induction of staff 
BSBDIV801- Conduct strategic diversity workforce planning 
BSBDIV601- Develop and implement diversity policy 
BSBDIV803- Develop cross cultural communication and negotiation strategies 
BSBDIV501- Manage diversity in the workplace 
BSBDIV301A- Work effectively with diversity 

TAE Training and Education 
(4 identified UoCs) 

TAELLN412- Access resources and support to address foundation skills in vocational practice 
TAELLN411- Address adult language, literacy and numeracy skills 
TAELLN412- Access resources and support to address foundation skills in vocational practice 
TAELLN413- Integrate foundation skills into vocational training delivery 

SIT Tourism, Travel and 
Hospitality (4 identified UoCs) 

SITTGDE007- Research and share general information on Australian Indigenous cultures 
SITTGDE001- Interpret aspects of local Australian Indigenous culture 
SITXCOM002- Show social and cultural sensitivity 
SITXCOM002A- Work in a socially diverse environment  

DEF Defence  
(3 identified UoCs) 

DEFGEN006- Work with equity and diversity 
DEFGEN010- Supervise equity and diversity in the workplace 
DEFGEN027- Manage equity and diversity 

HLT Health  
(3 identified UoCs) 

HLTAHA014- Assist and support the use of augmentative and alternative communication systems 
HLTAHA016- Support the fitting of assistive equipment 
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HLTAHW002- Support clients to obtain access to health services 

ICT Information and 
Communications Technology 
(3 identified UoCs) 

ICTWEB402- Confirm accessibility of websites for people with special needs 
ICTICT212- Incorporate Indigenous needs and perspectives into ICT environment 
ICTSAS601- Implement change management processes 

SIS Sport, Fitness and 
Recreation (2 identified UoCs) 

SISXDIS001- Facilitate inclusion for people with a disability 
SISXDIS002- Plan and conduct disability programs 

FNS Financial Services  
(1 identified UoC) 

FNSPIM506- Promote the health benefits of returning to work 

LGA Local Government  
(1 identified UoC) 

LGALAND504A- Undertake effective consultation with Indigenous people on matters of cultural heritage  

MSF Furnishing  
(1 identified UoC) 

MSFID5008- Design for people with disabilities and the elderly 

MST Textiles, Clothing and 
Footwear (1 identified UoC) 

MSTFD2004- Work within an Indigenous cultural framework 

RII Resources and 
Infrastructure   
(1 identified UoC) 

RIILAT401D- Provide leadership in the supervision of Indigenous employees 

SIR Retail Services  
(1 identified UoC) 

SIRXHWB002- Promote workplace health and wellbeing 

TLI Transport and Logistics  
(1 identified UoC) 

TLIL4032- Implement equal employment equity strategies 
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Appendix D. Alignment to COAG 
principles for reforms to 
Training Packages 

COAG reform principle Alignment to cross sector project 

Remove obsolete 
qualifications from the 
system 

Whilst this cross -sector project does not explicitly recommend the deletion of 

obsolete qualifications from the system, it recognises that some pathways within 

the VET, employment and service provider contexts industries do not adequately 

meet job role needs and may require revision. Additionally, the project identifies 

specific training package materials that are duplicative and could be replaced by 

potential common units.  

Ensure that more 
information about 
industry’s expectations of 
training delivery is available 
to training providers to 
improve their delivery and 
to consumers to enable 
more informed course 
choices 

Project findings regarding industry feedback on what training should be 

delivered on disability, and how training is delivered to people with disability, 

will be made publicly available through publication on our website. Part of the 

project recommendations are in relation to how course and industry 

requirements are outlined within training packages, to allow greater training 

provider and consumer understanding of what is an inherent requirement and 

how training should be delivered. 

Ensure that the system 
better supports individuals 
to move easily from one 
related occupation to 
another 

The creation of skill sets will significantly support the movement of workers and 

learners between occupations. Skill sets can be undertaken by workers seeking to 

enter a new field, or by workers looking to enhance their skills and progress in 

their chosen occupation. Thus, they provide workers with career pathways. 

Additionally, the use of skill sets rather than qualifications means the training 

will be more accessible to learners and workers who want to upskill in the 

disability sector, but may not have the capacity to undertake a whole 

qualification. 

Improve the efficiency of 
the system by creating units 
that can be owned and used 
by multiple industry sectors 

The proposed Units of Competency for the provision of services to people with 

disability, and for supporting the employment of people with disability, are 

intended to be applicable for and utilised by multiple industries and training 

packages. As such, learners that undertake these courses will have skills that are 

transferable across multiple industries. Units of this nature support the 

movement of learners and workers throughout the VET sector and facilitate 

efficiencies in the training system. 

Foster greater recognition 

of skill sets. 

Skill sets are critical to ensuring the fluidity of learners and workers throughout 

industry and the economy more broadly. The project recommends the creation of 

two skill sets, each of which will facilitate the recognition of worker capabilities 

and provider additional avenues for skill and capability development. 

 


