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1. About MYAN

The Multicultural Youth Advocacy Network Australia (MYAN) is the national peak body representing the
rights and interests of young people from refugee and migrant backgrounds, and those who work with
them. We work in partnership with young people, government, and non-government agencies to ensure
that the particular rights and needs of young people from refugee and migrant backgrounds are
recognised and addressed in policy and service delivery.

MYAN facilitates national connections between young people, academics, policy makers and practitioners,
provides expert policy advice, develops capacity building resources and provides youth leadership
opportunities so that young people can influence the national and international agenda. Since our formal
inception in 2007, we have facilitated a nationally coordinated and consistent approach to addressing the
rights and needs of young people from refugee and migrant backgrounds in policy and service delivery
through our partners and networks across Australia.

MYAN’s vision is that all young people from multicultural backgrounds are valued and supported to thrive
in Australia. Achieving this vision requires an employment services system that recognises that young
people from refugee and migrant backgrounds often face additional and compounding barriers to
accessing meaningful employment compared with their Australian-born, non-migrant peers. These
barriers can include disrupted education, limited Australian work experience, unfamiliarity with local
recruitment processes and workplace norms, English language barriers, non-recognition of overseas skills
and qualifications, visa-related uncertainty, experiences of racism and discrimination, settlement
pressures, family and caring responsibilities, digital exclusion, transport barriers, and reduced access to
professional networks.

This submission therefore calls for employment reforms that deliver culturally safe, youth-specific,
trauma-informed and strengths-based support, and that address the structural barriers shaping young
people’s pathways into meaningful, safe and sustainable work.

Acknowledgment

MYAN acknowledges and pays respects to the traditional Custodians of the land on which we work, the
Wurundjeri Woi Wurrung people. We also acknowledge the traditional Custodians of the various lands on
which MYAN partners operate across the country, and pay our respects to all Elders past, and present. We
work towards reconciliation with, and self-determination for the First Peoples of this country

2. Introduction

In May 2026, the Australian Government announced reforms to mainstream employment services and
released a public Discussion Paper to inform the design of a new employment services model.! MYAN is
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preparing this submission to ensure the experiences, strengths and needs of young people from refugee
and migrant backgrounds are directly reflected in that reform process.

This submission draws on MYAN’s national policy expertise, consultations with young people from refugee
and migrant backgrounds, feedback from state and territory partners, and practice insights from
multicultural youth, settlement and community organisations. It also reflects MYAN'’s policy work and
sector engagement on education, employment, settlement, youth participation and social inclusion.
External data and reports are used to supplement, rather than replace, the lived experience and practice
evidence generated through MYAN’s networks. This submission is also informed by, and aligns with,
complementary reform processes including the Australian Government’s Working Future Employment
White Paper, the House Select Committee’s Rebuilding Employment Services report, and the Multicultural
Framework Review’s Towards Fairness report. Together, these processes point to the need for inclusive
labour market reform, culturally safe and equitable services, stronger community-based partnerships and
a shift away from compliance-heavy, one-size-fits-all models."

MYAN welcomes the opportunity to respond to the Australian Government’s discussion paper on the
future of mainstream employment services. In this submission, MYAN uses “young people from refugee
and migrant backgrounds” to refer to the primary cohort affected by the issues discussed. “Multicultural
young people” is used more broadly to include young people from culturally, ethnically and linguistically
diverse communities, including those from refugee and migrant backgrounds.

MYAN recognises that “young people from refugee and migrant backgrounds” is not a homogenous
cohort. This submission covers several groups whose employment barriers and reform implications differ:

e newly arrived young people from humanitarian and refugee backgrounds
e young people on bridging, temporary protection or other precarious visas

e young people from established multicultural communities, including second-generation
Australians born to migrant parents

e international students transitioning into the Australian labour market
e young people from culturally, ethnically and linguistically diverse communities more broadly

Young people from refugee and migrant backgrounds bring significant strengths to Australia’s labour
market and communities, including multilingual skills, intercultural capability, resilience, leadership, global
perspectives and strong aspirations for education, training and employment. Yet many face barriers to
meaningful, safe and sustainable work. Some barriers apply mainly to newly arrived young people and
those on temporary or precarious visas, including visa-related uncertainty, non-recognition of overseas
gualifications, disrupted education and transitions from the Adult Migrant English Program into further
study or work. Others, including racism and discrimination, exclusion from professional networks,
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unfamiliarity with local recruitment norms and employer bias, affect young people across these groups,
including second-generation Australians. Services must therefore respond to intersecting cohort-specific
and structural factors rather than treating multicultural young people as a single, undifferentiated group.

A 2021 study by MYAN and Deloitte found that around 20 per cent of young people aged 15 to 29 from
non-English speaking households are not engaged in education, employment or training, and estimated
that closing this gap could boost the Australian economy by $44 billion and create 54,000 jobs."
Reforming employment services for young people can also advance the government’s broader
productivity, participation and workforce agenda by reducing disconnection from education, training and
work, helping address skills shortages and strengthening social and economic participation. Feedback
from MYAN’s networks indicates that employment services have too often failed to recognise young
people’s intersecting experiences or provide the tailored, relationship-based and culturally responsive
support needed to support pathways into safe, meaningful and sustainable work.

MYAN supports the discussion paper’s recognition that the current system has too often applied a one-
size-fits-all approach and that future services must provide the right support at the right time. For young
people from refugee and migrant backgrounds, this requires more than improved job matching or
simplified compliance settings. The future system must be youth-specific, culturally safe, trauma-
informed, anti-racist, strengths-based and connected to settlement, education, training, youth, health,
housing and community services. It must also address structural and labour market factors, including
discrimination, unequal access to networks, employer practices, recognition of qualifications and
settlement-related barriers.

MYAN supports the government’s four core ideals for the new system: employment as the primary goal,
meaningful and proportionate support, high-quality and responsive services, and continuous
improvement. These ideals will only be realised for refugee, migrant and multicultural young people if
applied through a youth, cultural, settlement and anti-racism lens that recognises both young people’s
strengths and the structural barriers shaping access to decent work.

In this submission, MYAN focuses on the elements of the proposed new employment services model that
are most relevant to young people from refugee and migrant backgrounds:

e the three proposed service streams

e assessment and triaging

e the Employment Goal Plan

e mutual obligations

o employer engagement

e service quality and workforce capability
e connections to other services

e provider incentives
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e commissioning, and
e continuous improvement.

Across these areas, MYAN emphasises that young people from refugee and migrant backgrounds should
not be treated as a homogenous cohort or as inherently disadvantaged, but as young people with diverse
strengths, aspirations and circumstances who may require tailored support to overcome systemic and
structural barriers to employment.

Young people from refugee and migrant backgrounds must be actively involved in the design,
implementation and evaluation of the new system. Their lived experience should inform how services
define work readiness, identify barriers, design obligations, measure progress, support employers and
ensure culturally safe practice, including for young people who have disengaged from services or found
them difficult to access.

MYAN urges the Australian Government to use this reform process to build an employment services
system that supports young people from refugee and migrant backgrounds to move towards decent, safe,
meaningful and sustainable work. This requires shifting from compliance and rapid job placement towards
a system that builds capability, confidence, connection and agency; invests in trusted community-based
and multicultural youth organisations; addresses racism and exclusion in the labour market; and measures
success through meaningful progress, quality employment outcomes and young people’s experience of
services.

3. Key Messages

MYAN supports the reform direction, but the new employment services system will only work for young
people from refugee and migrant backgrounds if it moves beyond generic job placement and compliance.
The system needs culturally safe, youth-specific and settlement-informed support; flexible streaming and
assessment; meaningful Employment Goal Plans; employer engagement that tackles discrimination and
job quality; and formal partnerships with trusted multicultural youth and settlement organisations.
Success should be measured not just by whether a young person gets any job, but whether they make
progress toward safe, meaningful and sustainable work.

Young people from refugee and migrant backgrounds must be central to employment services

reform

Young people from refugee and migrant backgrounds are crucial contributors to Australia’s social and
economic future, now making up over half (51.5%) of the population as first- or second-generation
Australians.” Their needs, perspectives and ideas must not be treated as an afterthought or addendum in
employment services reform. They must be central to the design of youth, employment and broader
socio-economic policy, ensuring the systems that support them lead to safe, meaningful and sustainable
work.
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Multicultural young people bring significant strengths to Australia's workforce and communities
Multicultural young people contribute multilingual skills, intercultural capability, resilience, leadership,
global perspectives and strong community connections. Employment services should recognise and build
on these strengths, rather than focusing solely on barriers and deficits.

Young people from refugee and migrant backgrounds need youth-specific and culturally
Jresponsive employment support

The future system must recognise that young people from refugee and migrant backgrounds experience
employment barriers shaped by age, race, culture, language, migration journey, settlement experience,
visa status, education pathways, family responsibilities and discrimination.

The system must shift from compliance to capability, confidence and connection

For young people, especially those navigating settlement and early labour market entry, employment
services should focus on building confidence, skills, networks and meaningful pathways rather than
enforcing generic activities.

Assessment should be culturally safe and based on a "tell it once" approach

Young people should not be required to repeatedly retell experiences of trauma, migration, settlement
challenges or discrimination to multiple providers. Assessment processes should minimise re-
traumatisation and support continuity of care.

Digital-first services must not create hidden exclusion

Digital services may work for some young people, but digital literacy, English proficiency, confidence,
device access, privacy at home and understanding of government systems vary significantly, so early and
ongoing human support must remain available throughout the employment journey.

4. Recommendations aligned to reform topics

MYAN recommends that the future mainstream employment services system embed youth-specific,
culturally safe and settlement-informed design across each reform topic. The recommendations below
align with the discussion paper’s proposed reform areas and identify the practical changes needed to
ensure refugee, migrant, and multicultural young people can access meaningful, safe and sustainable
employment pathways.

Recommendation 1: Apply the three service streams through a youth, settlement and cultural
lens

The three proposed service streams should be applied flexibly so that refugee, migrant and diverse young
people are not misclassified as job ready where hidden barriers exist. Motivation, qualifications and active
job-seeking do not signal job readiness on their own. Many young people are visibly engaged but continue
to face the structural, settlement-related and discrimination-based barriers outlined in the introduction.
Streaming decisions should weigh these barriers alongside a young person’s strengths, and young people
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should be able to move easily between streams as their circumstances change, with early access to
human support before disengagement occurs.

Recommendation 2: Build youth, settlement and cultural factors into assessment and triaging
Assessment and triaging should explicitly identify the strengths, aspirations and support needs of young
people. Assessment should consider settlement stage, English language needs, overseas qualifications,
disrupted education, caring responsibilities, digital access, visa-related constraints, experiences of racism
or discrimination, trauma, transport barriers and local support networks. Assessment processes should
equally identify and build on young people's strengths, including multilingualism, intercultural capability,
community leadership, global experience, resilience and existing community networks, alongside any
barriers or support needs.

Assessment must be culturally safe, trauma-informed, youth-friendly and strengths-based. It should use
plain-language information, provide access to interpreters and translated information, and support a “tell
it once” approach. Young people should not be required to repeatedly explain trauma histories, migration
experiences, settlement challenges or experiences of racism and discrimination to multiple providers
across the system.

Recommendation 3: Make Employment Goal Plans young person-led and pathway-focused
Employment Goal Plans should be co-designed with young people and reflect their goals, strengths,
aspirations and circumstances. Plans should recognise education, training, apprenticeships, volunteering,
work experience, mentoring, English language support, transport assistance, digital access, qualifications
recognition and employer connections as legitimate steps towards employment.

Employment Goal Plans should recognise and build on young people’s strengths and agency rather than
operating as compliance documents. They should be practical, written in plain language, regularly
reviewed, and flexible enough to reflect the non-linear pathways many young people navigate, including
where multilingual work, community leadership or family and caring responsibilities develop transferable
skills.

Recommendation 4: Replace compliance-heavy mutual obligations with meaningful participation
requirements

Mutual obligations for young people from refugee and migrant backgrounds should be fair, flexible,
proportionate and clearly linked to their Employment Goal Plan. Participation requirements should focus
on activities that build confidence, capability, employability and connection to work, study or training.

The system should include safeguards to prevent payment suspensions or compliance action where non-
compliance is linked to language, digital, transport, caring, cultural or religious, housing, trauma or
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settlement-related factors identified in a young person’s assessment. Compliance approaches should
prioritise engagement, problem-solving and support before penalties.

Recommendation 5: Strengthen employer engagement to address discrimination and improve
retention

Employer engagement should focus on both preparing young people for work and changing employer
practices. The future system should support inclusive recruitment, culturally safe onboarding, anti-racism
capability, recognition of multilingual skills and overseas experience, mentoring, job design, workplace
rights information and post-placement support for young people and employers.

Employment services should not place young people into exploitative, unsafe or poor-quality work.
Providers should check job quality and conditions, ensure young people understand their workplace
rights, provide safe ways to raise concerns, and help escalate systemic barriers such as employer
misunderstanding of visa-related work rights, discriminatory recruitment practices and inconsistent
recognition of overseas qualifications.

Recommendation 6: Require cultural safety, youth practice and anti-racism capability across the
employment services workforce

Service quality standards should require all frontline staff across mainstream employment services to
demonstrate youth-specific, culturally safe, trauma-informed and anti-racist practice. This should include
capability in working with refugee, migrant and multicultural young people, understanding settlement and
migration experiences, using interpreters effectively, communicating in plain language and responding
appropriately to racism and discrimination.

Workforce capability requirements should be embedded in provider standards, contracts, training,
performance monitoring and quality assurance. Workforce diversity, including employment of people with
relevant lived and community experience, should be recognised as an important marker of service quality.

Recommendation 7: Fund active connections to other services, not just referral

Employment providers should be funded and expected to actively coordinate support for young people
across settlement, education, training, English language, housing, health, mental health, legal, transport,
youth and community services. This should include warm referrals, follow-up, advocacy and ongoing
coordination where needed.

For many young people from refugee and migrant backgrounds, progress towards employment depends
on addressing multiple interconnected barriers at the same time. Employment services should therefore
be designed and funded to work as part of a broader local support ecosystem, rather than simply referring
young people elsewhere.
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Recommendation 8: Align provider incentives with quality, sustainability and progress

Provider incentives should reward quality employment outcomes, sustained engagement and meaningful
progress, not only rapid job placement. Payment and performance settings should recognise the
additional time and support required to work effectively with refugee, migrant and multicultural young
people who may be navigating settlement pressures, limited local networks, language barriers, racism,
disrupted education or unfamiliarity with Australian recruitment and workplace systems.

Incentives should encourage providers to support education and training progress, improved confidence
and work readiness, culturally safe service experiences, suitable job matching, retention, post-placement
support and young people’s feedback on service quality. They should not reward unsuitable placements
that place young people at risk of exploitation, unsafe work, underemployment or repeated cycling
through insecure jobs.

Recommendation 9: Commission trusted multicultural youth and settlement organisations as
formal partners

Commissioning should create formal roles for multicultural youth organisations, settlement services and
community-based organisations in delivering, partnering with or advising employment services,
particularly in targeted provider services and intensive services.

Commissioning should value cultural expertise, trusted community relationships, youth participation
capability and local knowledge. Smaller community organisations should be supported to participate
through realistic contract sizes, properly funded partnerships and reduced administrative burden.

Recommendation 10: Embed multicultural youth voice in continuous improvement

The new employment services system should include ongoing multicultural youth advisory mechanisms,
accessible and trusted complaints processes, regular user-experience feedback, and opportunities for
young people to shape service design, implementation and evaluation.

Government should also collect and report data that enables outcomes for multicultural young people to
be better understood, including by age, cultural background, language, migration or refugee background,
gender and location where appropriate and safe. This data should be used to identify service gaps,
improve practice and ensure accountability for equitable outcomes.

5. Response to Key Reform Topics

MYAN responds to the key reform topics identified in the discussion paper below. Each response outlines
MYAN's position, identifies implications for multicultural young people, and links to the reforms needed to
ensure the future employment services system is equitable, effective, and responsive.
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5.1 The Three Proposed Service Streams

MYAN broadly supports a differentiated service model, provided the streams do not become rigid
categories that misclassify young people from refugee and migrant backgrounds or delay access to
support. Young people may appear close to the labour market because they are motivated, educated, or
actively applying for work, but still face hidden barriers such as limited Australian work experience, weak
local networks, racism, language barriers, visa uncertainty, digital exclusion, low confidence, unfamiliarity
with workplace norms, family responsibilities or settlement pressures.

Streaming decisions should consider both strengths and barriers, including motivation, qualifications,
work readiness, settlement stage, English language needs, confidence, family responsibilities, transport,
local labour market conditions, employer practices and access to trusted community supports. Motivation
and qualifications do not necessarily translate into equal access to employment opportunities.

Digital services may assist some young people, but should not be the default where digital access, English
language confidence, privacy at home or understanding of government systems is limited. Young people
should be able to access early human support, interpreters, translated information, phone or face-to-face
support, paper-based options and help to complete online tasks. Movement between streams should be
simple, timely and reviewable, and triggered by changes in circumstances or progress in confidence, skills
and work readiness.

Reassessment should not be limited to fixed review timeframes. It should be prompted when a young
person’s circumstances change, including where English language proficiency improves, overseas
gualifications are recognised, visa status changes, settlement pressures shift, caring responsibilities
change, or racism, discrimination or workplace exploitation are disclosed. This is particularly important for
newly arrived young people and those on temporary or precarious visas, whose circumstances can change
rapidly during settlement.

Each stream should include clear, differentiated supports. Online and brief intervention services should be
used only where a young person can self-manage, with rapid escalation where progress is not being
made. Targeted provider services should provide youth-specific coaching, career planning, job readiness
support, workplace rights information, mentoring, training and education pathways, local employer
connections and support to address discrimination, limited networks and limited Australian work
experience. Intensive services should be available where young people face complex or intersecting
barriers, and should be delivered through trusted community-based, multicultural youth and settlement
organisations with wraparound support and coordinated links to other services.

MYAN cautions against uniform service time limits for young people from refugee and migrant
backgrounds. Language acquisition, qualification recognition, settlement and recovery from disrupted
education rarely fit a 12—18 month timeframe. Reviews should be based on engagement, progress and
circumstances, not elapsed time, and should not automatically lead to withdrawal of support.

10
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Social enterprises should be recognised as pathways within intensive and targeted services. Refugee-led,
migrant-led and ethnic community-led enterprises can offer culturally safe work experience, mentoring,
wraparound support and pathways to open employment. Commissioning should enable their
participation through appropriate contracts, capability-building and formal partnerships.

The new triaging approach should also align with Inclusive Employment Australia and the Remote
Australia Employment Service so young people at these intersections, including multicultural young
people with disability or in regional resettlement areas, experience continuity of cultural, youth and
settlement expertise when moving between programs.

Multicultural young people should be included in the design, co-design and evaluation of the late-2026
intensive service rollout, supported by multicultural youth advisory input, specialist partnerships, cultural
safety and anti-racism requirements, and disaggregated data to inform national implementation.

5.2 Assessment and Triaging

MYAN identifies assessment and triaging as one of the most important components of the future system
because they determine whether young people receive the right support early, whether their strengths
and aspirations are recognised, and whether hidden or structural barriers are properly understood before

streaming decisions are made.

Assessment processes should be culturally safe, trauma-informed, youth-friendly and strengths-based.
Young people may not disclose personal information at first contact, particularly if they do not trust
government systems, do not understand how information will be used, or fear negative consequences.
Assessment should use plain-language information, provide access to interpreters and translated
materials, and support a “tell it once” approach so young people are not required to repeatedly retell
difficult experiences.

Assessment should identify strengths as well as barriers. Young people from refugee and migrant
backgrounds bring capabilities such as multilingualism, intercultural competence, resilience, leadership,
international experience and community connections. At the same time, assessment should consider
settlement stage, English language needs, education and work history, family responsibilities, digital
access, visa-related constraints, transport, local labour market conditions, discrimination, employer
practices, access to trusted community and professional networks, and other place-based or structural
factors shaping a young person’s employment pathway.

Without this broader understanding, young people who are motivated, qualified or actively applying for
work may be incorrectly assessed as job ready, even where they continue to face systemic barriers to
labour market entry. Triaging should therefore be flexible, reviewable and responsive to changes in a
young person’s circumstances, with early access to human support where digital self-service or light-touch
assistance is unlikely to be sufficient.

11
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5.3 The Employment Goal Plan

MYAN supports Employment Goal Plans where they operate as genuine pathway-planning tools rather
than renamed compliance documents.

For multicultural young people, pathways to employment are often non-linear and may involve:

e English language learning

e secondary and tertiary education

e vocational training

e apprenticeships

e volunteering

e mentoring

e work experience

e recognition of overseas qualifications

e confidence building

e support navigating Australian workplace expectations.

Employment Goal Plans should build young people's agency and aspirations. They should be:

e co-designed with the young person

e written in plain language

e reviewed regularly

e flexible enough to adapt to changing circumstances.

Where appropriate, young people should be able to involve trusted family members, mentors, settlement
workers or community supports in planning discussions.

5.4 Mutual Obligations

MYAN is concerned that punitive or poorly designed mutual obligation requirements can
disproportionately harm young people facing structural barriers. Participation requirements should be fair,
flexible, proportionate and directly linked to a young person's Employment Goal Plan. Requirements
should support meaningful progress rather than create unnecessary administrative burden, anxiety or
disengagement.

MYAN is particularly concerned that Workforce Australia’s points-based mutual obligation system has
often required young people to complete generic job-search activities that do not reflect their readiness,
goals or circumstances. For young people from refugee and migrant backgrounds, language barriers,
digital literacy hurdles, limited understanding of system requirements, discrimination, visa-related barriers

12
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and settlement pressures can make rigid compliance systems especially harmful. When the system
rewards activity volume rather than meaningful progress, young people may be pushed toward
unsuitable, insecure or exploitative work instead of being supported into safe, sustainable employment
aligned with their skills and aspirations.

Safeguards should prevent penalties where difficulties are linked to:

e language barriers

e misunderstanding requirements
e trauma

e unstable housing

e caring responsibilities

e transport difficulties

e religious or cultural commitments
e digital exclusion

e settlement-related challenges.

Compliance approaches should prioritise problem-solving, engagement and support before the use of
penalties.

5.5 Employer Engagement

MYAN emphasises that employer engagement must focus not only on preparing young people for jobs,
but also on changing employer practices. Young people from refugee and migrant backgrounds frequently
experience discrimination across recruitment and workplaces, including assumptions based on names,
accents, English proficiency, cultural background, overseas qualifications and visa status. MYAN
consultations found that young people experience both subtle bias and overt discrimination, including
employer reluctance to hire people on certain visa categories despite their legal work rights.”

The future system should support employers as active users of employment services. This means
providing practical guidance on inclusive recruitment, culturally safe onboarding, job design, supervision,
workplace rights, anti-racism, visa-related misconceptions, reasonable workplace adjustments, mentoring
and retention. Employer engagement should also include structured work experience, internships,
apprenticeships and local partnerships that help young people build networks, confidence and Australian
work experience.

Employer engagement must include clear safeguards against exploitation and unsafe work. Employment
services should not treat any job placement as a positive outcome if the work is unsafe, underpaid,
discriminatory, insecure or unsuitable for the young person’s circumstances and goals. Providers should
check the quality and conditions of available jobs, ensure young people understand their workplace rights,

13
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and provide confidential, culturally safe post-placement support so young people can raise concerns
without fear of losing work, income or support.

MYAN welcomes the government’s stated intention to review wage subsidy arrangements. Wage subsidies
can help employers offset the initial costs of recruiting, onboarding and supporting young people from
refugee and migrant backgrounds, and can be particularly useful where employers are unfamiliar with the
strengths and support needs of newly arrived young people or those on temporary visas. However, poorly
designed subsidies can incentivise short-term or repeat placements that leave young people cycling
through insecure, low-quality work. Wage subsidy design should therefore be linked to job quality,
retention beyond the subsidy period, culturally safe onboarding, workplace rights information and post-
placement support. Providers should not be rewarded where subsidised placements result in exploitation,
underpayment, discrimination, unsafe conditions or displacement of existing workers.

Employer engagement should also actively promote the value that young people from refugee and
migrant backgrounds bring to workplaces. Multilingual skills, intercultural capability, global perspectives,
adaptability and strong community connections can support innovation, customer engagement and
workforce diversity. Programs such as the Centre for Multicultural Youth’s Employment Empowers
initiative demonstrate the value of combining work readiness support, mentoring and direct employer
engagement.

5.6 Service Quality and Workforce Capability

High-quality employment services depend on frontline staff who can provide trusted, respectful, culturally
safe and relationship-based support. For young people from refugee and migrant backgrounds, service
quality is not only about efficiency; it is about whether staff understand settlement experiences,
communicate clearly, use interpreters effectively, recognise racism and discrimination, and adapt support
to young people’s circumstances.

Terms such as culturally appropriate, culturally safe, culturally aware and culturally responsive must be
backed by clear expectations, resourcing, workforce capability and accountability. Cultural competence
alone is not sufficient. Employment services staff should demonstrate capability in youth practice, cultural
safety, anti-racism, trauma-informed practice, settlement-informed support, working with interpreters and
responding to workplace discrimination.

Provider standards, contracts, workforce training and quality assurance frameworks should embed these
capabilities. Workforce diversity, including people with relevant lived and community experience, should
also be recognised as a marker of service quality.

Service quality should be assessed through regular service-user experience measures, not only provider
self-reporting or employment outcome data. These measures should capture whether young people felt
respected, understood, safe, heard and supported to pursue their goals, and should be available in
accessible formats, including through interpreters and translated information where needed.

14
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Government should collect, analyse and report complaints and service quality data disaggregated by age,
cultural background, language background, migration or refugee background, gender, location and service
stream where safe and privacy protective. This should include monitoring interpreter use, translated
information, complaints about racism or discrimination, and payment suspensions or compliance action
by cohort.

Complaints pathways must be culturally safe, youth-friendly, accessible and trusted. Young people should
be able to raise concerns without fear of payment suspension, provider retaliation or loss of support.
Providers that deliver poor-quality, unsafe, discriminatory or culturally inappropriate services should face
meaningful consequences through contract management, performance monitoring, remediation
requirements and, where necessary, sanctions or loss of provider status.

5.7 Connections to Other Services
Employment support cannot be considered separately from settlement and broader social supports.

Many young people from refugee and migrant backgrounds require assistance across multiple systems
simultaneously, including:

e education

e training

e English language learning
e housing

e transport

e settlement support

e mental health

e legal and migration issues
o family support

e community participation.

Simple referral pathways are often insufficient.
The future system should establish formal partnerships with:

e multicultural youth organisations
e settlement services

e schools

o TAFEs

e universities

e community organisations

e youth services.

15
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Employment services should work with schools, settlement agencies, youth organisations, legal services
and community partners to provide youth-friendly information on workplace rights, job application
processes, interview preparation, workplace expectations, pay and conditions, discrimination, safety and
where to seek help. This support should be available early, not only after a young person has been placed
in work.

Service design must also recognise the different conditions facing young people from refugee and migrant
backgrounds in metropolitan, regional and remote areas. Young people in metropolitan areas may have
access to a larger number of services, education providers and employers, but can still face fragmented
systems, high transport costs, digital exclusion, discrimination and difficulty accessing trusted support. In
regional and remote areas, young people may face additional barriers including thin labour markets,
limited public transport, fewer specialist multicultural youth and settlement services, fewer training
options, weaker digital connectivity, privacy concerns in small communities and limited employer
exposure to culturally diverse workforces."" Employment services should therefore be commissioned and
delivered in ways that respond to local conditions, rather than assuming that the same service model will
work equally across all locations.

Services should prioritise warm referrals, coordinated navigation, co-location and local place-based
approaches.

5.8 Provider Incentives

Provider incentives should reward quality, suitability and sustained progress, not rapid placement into any
job. For young people from refugee and migrant backgrounds, poor job matching can lead to
underemployment, exploitation, repeated job instability, reduced confidence and disengagement from
services. Incentive settings should therefore recognise the time required to build trust, confidence, work
readiness, networks and pathways into sustainable employment.

Performance frameworks should recognise meaningful progress as well as employment outcomes. This
should include education and training progress, improved confidence and work readiness, culturally safe
service delivery, meaningful engagement, suitable job matching, retention, post-placement support and
young people’s own assessment of service quality.

Payments should require evidence that placements are safe, suitable and consistent with minimum
workplace rights and conditions. Providers should not be rewarded for placements where young people
are exposed to exploitation, underpayment, unsafe work, discrimination or repeated cycling through
short-term insecure jobs. Performance measures should include job quality, retention, young people’s
experience of the placement, post-placement contact, workplace rights information and safe pathways to
raise concerns.

16
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5.9 Commissioning

MYAN strongly supports commissioning approaches that create formal roles for multicultural youth
organisations, settlement services and community-based organisations within the employment services
ecosystem. Consultations with young people and the sector show that specialist, trusted and culturally
responsive services are needed to support young people from refugee and migrant backgrounds
effectively.

Mainstream providers cannot be expected to deliver this level of tailored support alone. Specialist
partners bring interpreter access, bicultural workforce capability, settlement expertise, culturally
responsive practice and trusted community relationships.

The Joint Standing Committee on Migration’s 2017 recommendation for specialist employment assistance
for newly arrived and longer-term migrants remains relevant. It reinforces the need for targeted support
that addresses language barriers, recognition of overseas qualifications, limited local networks, employer
discrimination and settlement-related barriers.""

More recent reviews reinforce this direction. The House Select Committee’s Rebuilding Employment
Services report called for a shift away from compliance-focused approaches towards culturally responsive,
community-connected and specialist support. The Multicultural Framework Review’s Towards Fairness
report similarly emphasised cultural safety, equitable access and stronger investment in community-based
organisations and specialist workforce capability. Together, these reports support commissioning
arrangements that formally include multicultural youth, settlement and community organisations.™

Earlier specialist youth transition and employment programs, including Transition to Work, Youth
Transition Support, place-based employment initiatives and multicultural youth employment programs
such as Employment Empowers, offer useful design lessons, including separate but linked approaches for
school-aged and post-school young people, dedicated language and employment preparation, structured
work experience, employer partnerships, communities of practice, reporting frameworks and
independent evaluation.

Commissioning should value cultural expertise, youth participation capability, community trust, local
knowledge and partnership approaches, and should enable smaller community organisations to
participate through realistic contract sizes, properly funded partnerships and reduced administrative
burden.

5.10 Continuous Improvement

MYAN emphasises that continuous improvement must include the voices and experiences of young
people from refugee and migrant backgrounds, not only provider reporting or administrative data. Young
people should help shape, monitor and improve the employment services system over time through
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advisory mechanisms, regular consultation and user-experience feedback that are accessible, culturally
safe and trusted by young people and communities.

Feedback and complaints mechanisms should include safe reporting pathways for racism, discrimination,
poor-quality service and culturally unsafe practice. Young people should be able to provide feedback or
raise concerns without fear of payment suspension, provider retaliation, loss of support or negative
consequences for their family.

Publicly available Workforce Australia data includes selected reporting for CALD and humanitarian/refugee
participants, but it remains limited for understanding the specific experiences and outcomes of young
people from refugee and migrant backgrounds. These young people are often hidden within broad
categories such as “youth”, “CALD”, “migrant” or “refugee”, and current reporting does not consistently
intersect these categories with age, gender, program stream, visa pathway, English language needs, length
of time in Australia or place-based factors. Government should collect, publish and use more detailed data
where safe and privacy-protective, including by age, language background, English language needs,
migration pathway, refugee background, gender, location, service stream, service experience and
employment outcomes. This would help identify service gaps, target investment, improve practice,

monitor whether reforms are delivering equitable outcomes, and strengthen public accountability.

6. Evidence from Youth Consultations

MYAN consultations with young people from refugee and migrant backgrounds highlight consistent
themes that should inform employment services reform. This section draws on MYAN'’s national
consultations conducted between 2019 and 2025, feedback from state and territory partners, and
practice insights from multicultural youth, settlement and community organisations. It reflects the
perspectives of approximately 267 young people and 350 practitioners engaged through workshops, focus

groups, interviews and partner consultations.

This qualitative evidence identifies recurring themes, service experiences and systemic issues. It should
not be read as a representative statistical sample, but it captures lived experience that is often under-
represented in mainstream employment services data and consultation processes. The themes are not
exhaustive, and tailored approaches remain necessary to respond to young people’s diverse and

intersectional circumstances.

Barriers to employment: discrimination, visa status and recognition of qualifications
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Young people commonly identified discrimination, employer uncertainty about visa status and failure to
recognise overseas qualifications and experience as major barriers. Some participants reported job offers
being withdrawn after disclosing visa status despite being legally entitled to work.

Racism and discrimination across employment pathways

Racism and discrimination consistently emerged across recruitment, workplace interactions and access to
networks. Young people described limited opportunities that matched their skills and aspirations,
exclusion from professional and social networks, and employer reluctance to hire people on certain visas.

Lack of job readiness support and work rights awareness

Young people highlighted gaps in support with workplace rights, job applications, interview preparation,
workplace culture and navigating employment services. Schools, settlement agencies, youth organisations
and employment providers should work together to provide this support early, not only after a young
person has been placed in work.

Previous employment service experiences

Young people consistently described previous employment services as unhelpful, poorly tailored,
compliance-focused and more like “tick-box” exercises than meaningful support. This reinforces the
importance of personalised, youth-centred and relational service models.

Compliance over development in employment services

Young people reported that employment services often prioritise compliance over personal development.
This can push young people into unsuitable jobs that do not match their strengths, circumstances or long-
term goals, limiting growth and reducing the chance of sustained employment.

Misalignment of aspirations

Young people also highlighted that quick job placement can take priority over understanding their career
aspirations. When support is not aligned with young people’s goals, skills and education pathways, it can
lead to dissatisfaction, underemployment and underutilisation of their capabilities.

Need for specialised employment services

Young people and sector stakeholders broadly agreed that specialist employment services are required,
including bicultural workers, interpreter access, culturally responsive support and specialist knowledge of
settlement experiences. A single mainstream service is unlikely to respond adequately to the complexity
of barriers experienced by many young people from refugee and migrant backgrounds.

Partnerships, mentoring and pathways into work
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Young people highlighted the value of mentoring, internships, apprenticeships, job placements, employer
connections and community partnerships. Programs such as Employment Empowers provide useful
examples of these approaches.

Case study: Employment Empowers

The Centre for Multicultural Youth’s Employment Empowers program demonstrates the value of
combining youth-specific work readiness support, mentoring and direct employer engagement. It
supports young people from refugee and migrant backgrounds to build confidence, understand workplace
expectations, strengthen job application and interview skills, and connect with employers and mentors. Its
model reflects the integrated support identified by young people in MYAN consultations: practical
preparation, trusted relationships, employer connections and pathways that recognise young people’s
strengths and aspirations.

Economic and social impact of poor employment outcomes

Poor employment outcomes affect more than access to a job. Exclusion from education, training and
decent work can reduce income security, increase poverty and reliance on income support, undermine
confidence and wellbeing, limit social connection and delay young people’s ability to contribute their skills
and leadership. Conversely, effective employment services can strengthen capabilities, networks, financial
independence, belonging, career pathways and community participation.

As noted above, a 2021 study by MYAN and Deloitte found that around 20 per cent of young people aged
15 to 29 from non-English speaking households are not engaged in education, employment or training,
and estimated that closing this gap could boost the Australian economy by $44 billion and create 54,000
jobs.X

Policy change and systemic support

Young people’s experiences demonstrate that individual support alone is insufficient. Employment
services reform must also address system settings that shape access to work, including racism and
discrimination, recognition of overseas qualifications, visa-related barriers, coordination across services
and sustained investment in specialist support.

Taken together, these consultation findings reinforce the need for an employment services system that
addresses structural barriers, invests in specialist and culturally responsive support, and measures success
through young people’s progress, safety, aspirations and sustained outcomes.

7. Priority actions

e Apply the three service streams through a youth, cultural, settlement and anti-racism lens, with
early human support and simple movement between streams.
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e Ensure assessment, triaging and Employment Goal Plans are culturally safe, trauma-informed,
strengths-based and shaped by young people’s goals and circumstances.

e Replace compliance-heavy mutual obligations with meaningful participation requirements that
build confidence, capability, connection and progress towards safe, sustainable work.

e Strengthen employer engagement so services address discrimination, workplace rights, inclusive
recruitment, job quality, retention and safe post-placement support.

e Commission trusted multicultural youth, settlement and community organisations as formal
partners, especially in targeted provider services and intensive services.

e Embed multicultural youth voice, service-user experience measures, disaggregated data and
culturally safe complaints pathways in continuous improvement and accountability.

8. Conclusion

MYAN supports the reform of mainstream employment services and urges the Australian Government to
ensure the new system works for young people from refugee and migrant backgrounds who currently
experience significant barriers to safe, meaningful and sustainable work. The reform will only succeed if it
moves beyond generic job placement and compliance to a system that builds capability, confidence,
connection and inclusion.

For young people from refugee and migrant backgrounds, this requires a future employment services
system that:

e embeds multicultural youth voice in design, implementation and evaluation

e addresses racism and discrimination as structural barriers to employment

e provides culturally safe, youth-specific and settlement-informed support

e partners with trusted multicultural youth, settlement and community organisations

e invests in specialist employment pathways and employer engagement that supports safe,
meaningful and sustainable work.

A future employment services system designed in this way will deliver better outcomes not only for young
people, but also for employers, communities and Australia’s economy. MYAN would welcome the
opportunity to discuss this submission further and contribute to the next stages of employment services
reform.

Annex one
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MYAN'’s submission directly responds to the consultation questions most relevant to multicultural youth in
the discussion paper and brings a specialist national perspective on the employment needs, strengths and
systemic barriers experienced by young people from refugee and migrant backgrounds. MYAN’s core
position is that the future employment services system will only achieve the government’s reform vision if
youth, cultural safety, settlement experience, anti-racism and lived expertise are embedded across all
design settings, not treated as add-ons.

As the national peak body for multicultural youth, MYAN is well placed to advise on how the proposed
reforms should be applied to young people whose employment pathways are shaped by age, culture,
language, race, migration journey, settlement experience, visa status, education transitions, family
responsibilities and structural discrimination. The table below summarises MYAN'’s views against all the
key questions raised in the discussion paper for ease of reference.

Discussion paper question MYAN’s view
What factors should place a Streaming should consider both strengths and hidden barriers. Young
person in each service stream? people should not be assessed as job ready only because they are

motivated, educated or actively applying for work. Decisions should
consider settlement stage, English language needs, digital access,
local networks, racism, visa uncertainty, family responsibilities,
transport, confidence and access to trusted supports.

What supports should be offered | Stream 1 must include early human support and escalation pathways.
under each stream? Stream 2 should provide youth-specific coaching, career planning,
workplace rights information, mentoring, training pathways and
employer connections. Stream 3 should provide intensive,
wraparound, community-based and culturally safe support through
trusted multicultural youth and settlement organisations.

What should assessment and Assessment should identify strengths, aspirations and barriers,
triaging collect? including multilingual skills, community leadership, education history,
settlement stage, English language needs, visa-related issues,
discrimination, trauma, transport, digital access, caring
responsibilities and local service connections. It must be culturally
safe, youth-friendly, trauma-informed and based on a tell-it-once

approach.
What elements should be Employment Goal Plans should be young person-led, strengths-based
captured in the Employment and pathway-focused. They should capture education, training,
Goal Plan? English language learning, work experience, mentoring, qualifications

recognition, workplace rights, employer connections, transport,
digital access, wellbeing supports and practical steps toward safe and
sustainable work.
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How should mutual obligations
support positive engagement?

Mutual obligations should move away from compliance-heavy
activity and instead support meaningful participation that builds
capability, confidence, connection and progress. Requirements
should be proportionate, flexible and linked to the Employment Goal
Plan, with safeguards where barriers are linked to language,
settlement, trauma, transport, caring responsibilities, cultural or
religious commitments or digital exclusion.

How should employment
services engage employers?

Employer engagement must address both job seeker readiness and
employer practice. Services should support inclusive recruitment,
culturally safe onboarding, anti-racism capability, visa work-rights
clarity, workplace rights information, job design, mentoring, retention
and post-placement support. The system should not reward
placements into unsafe, exploitative or poor-quality work.

What qualifications and
experience should frontline staff
have?

Frontline staff should have capability in youth practice, cultural
safety, anti-racism, trauma-informed practice, settlement-informed
support, interpreter use, plain-language communication, local labour
markets, education and training pathways, workplace rights and
responding to racism and discrimination.

How should providers be
incentivised and progress
measured?

Incentives should reward quality, suitability, sustained engagement
and progress, not only rapid job placement. Progress should include
confidence, English language development, training completion,
work readiness, workplace rights knowledge, employer connections,
mentoring, safe placements, retention, post-placement support and
young people’s own experience of the service.

What commissioning and
continuous improvement
approaches are needed?

Commissioning should create formal roles for multicultural youth,
settlement and community organisations, including smaller trusted
organisations and social enterprises. Continuous improvement
should embed multicultural youth voice, accessible complaints
pathways, service-user experience measures and disaggregated data
by age, cultural background, language, migration pathway, gender,
location and service stream, where safe and privacy protective.
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