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Participate in this 
Research
We will be conducting the final year of this 
study in 2020. It is critical that we capture 
the views of as many different workers 
as possible. If you are a member of the 
disability workforce in Victoria and would 
like to participate in the research, please 
email us to register your interest. The final 
phase of research will commence in early 
2020.

Register at: 
workforce.survey@ipsossurveys.com.au  

More Information
For more information, events and resources 
to support Victoria’s disability workforce visit: 
https://www.vic.gov.au/victorias-workforce-
plan-ndis
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Government, 1 Treasury Place, Melbourne, 3002 
and by Ipsos Public Affairs, Level 2, 51 Berry 
Street, North Sydney NSW 2060 © State of 
Victoria 2019

Unless indicated otherwise, this work is made 
available under the terms of the Creative 
Commons Attribution 3.0 Australia license.

To view a copy of this license, visit https://
creativecommons.org/licenses/by/3.0/au/.

It is a condition of this Creative Commons 
Attribution 3.0 License that you must give credit 
to the original authors who are the State of 
Victoria and Ipsos Public Affairs.

Published December 2019

If you would like to receive this publication in an 
alternative format, please email the department 
via disabilityworkforce@dhhs.vic.gov.au.

Understanding the workforce experience 
of the NDIS: longitudinal research project 
is a three-year study that aims to build an 
understanding of the disability workforce’s 
experience of the National Disability Insurance 
Scheme (NDIS). Specifically, the research aims 
to understand the workforce’s perceptions of 
the NDIS and experience of transition, how the 
NDIS is impacting their work, and the skills and 
training the workforce needs under the NDIS. 

This research will help the Victorian 
government better support the workforce 
during this time of unprecedented change. 
This research project forms a key component 
of Keeping our sector strong - Victoria’s 
Workforce Plan for the NDIS (the Plan) 
and more specifically its objective to build 
intelligence on the disability workforce. 

The 2019 research was the second iteration of 
the study and it expanded on the intelligence 
gathered in 2018. This report presents key 
findings and recommendations from the 
second of three years of longitudinal research. 
The results highlight both the challenges 
faced by the workforce in transitioning to the 
new scheme, and a range of opportunities 
to support the workforce. The research was 
commissioned by the Victorian Department 
of Premier and Cabinet1 and conducted by 
Ipsos Public Affairs, an independent research 
consultancy. Research has been guided by 
an Expert Advisory Panel (EAP), including 
representation from: 

• The Health and Community Services Union 
 (HACSU)

• VCOSS-RMIT Future Social Service Institute

• National Disability Services

• Carer Solutions Australia

• 2 research participants

• The Department of Health and Human 
 Services

Introduction
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1 The workforce design team transitioned to the Disability and NDIS Branch within the Department of Health and Human Services (DHHS) 
 in early 2019. For the remainder the report DHHS will be referenced where relevant.
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Why did we conduct 
the research?

How did we conduct 
the research?
The methodology and questions used in this research were designed in collaboration with experts from 
the sector: disability workers, service providers, the Health and Community Services Union, peak bodies 
and government. Together, it was agreed that a survey was needed to measure the impact of the NDIS 
on the workforce over time, followed by qualitative research to understand the experiences of workers in 
greater depth. 

Workers were invited to participate in the research through disability networks, by direct contact with 
disability providers, and through an advertisement on the Victorian Government website. Workers 
registered for the survey and then completed it online via an email invitation. The survey involved a range 
of closed and open-ended questions and gave workers the option to register their interest to participate 
in future qualitative research. The focus groups and in-depth interviews were more open-ended in 
nature, allowing workers to describe their experience in their own words. Throughout this report, findings 
from the survey are presented as statistics, and findings from focus groups and in-depth interviews are 
presented as summaries of workers’ words, and in direct quotes from workers. 

In 2019, 722 workers participated in the survey, 328 of whom had participated in 2018 and therefore 
were treated as longitudinal participants. The remaining 394 survey respondents had only participated in 
2019 and were deemed new participants. Results were consistent across these cohorts and there were 
limited differences in feedback. 

In total, 87 workers also participated in the qualitative research in either one of six focus group (32) or an 
individual in-depth interview (55) held across the state between May and July 2019.
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In March 2013, legislation was passed in Australia 
to establish the NDIS, which aims to provide 
Australians with a permanent disability the 
“reasonable and necessary supports they need 
to live an ordinary life”. The scheme involves a 
new way of funding disability services: rather 
than funding being directed to disability support 
providers, it is provided directly to people with a 
disability (NDIS participants). Participants select 
who will provide their supports and services and 
can negotiate how these are delivered. This gives 
people with a disability more choice and control 
managing their disability supports. 

In Victoria, the NDIS rolled out to different regions 
in stages, beginning in 2013 and ending in 2019. 
The NDIS has meant a big change for participants, 
but also for people working in the disability sector. 
In some areas in Victoria there is a need to almost 
double the disability workforce to meet the needs 
of participants. The NDIS also demands new 
skills and new ways of working and it may affect 
the structure of the workforce and employment 
arrangements.

While some research has already been done 
about the workforce’s experiences of the NDIS 
in pockets of the sector, there was a need for 
research across Victoria on how the workforce in 

all disability settings and regions are experiencing 
the rollout over time. Improving the understanding 
of these issues will mean that the Victorian 
Government, the National Disability Insurance 
Agency and disability service providers are able 
to support the existing workforce during this 
time of unprecedented change. It will also help 
the Victorian Government build a workforce 
that is skilled, diverse and delivers high-quality, 
innovative support to achieve the best possible 
outcomes for people with disability.



7
W

ho
 to

ok
 p

ar
t i

n 
th

e 
re

se
ar

ch
?

76

W
ho

 to
ok

 p
ar

t i
n 

th
e 

re
se

ar
ch

?

Who took 
part in the 
research?
An effort was made to recruit people from 
all disability settings and across Victoria. 
As in 2018, survey participants were 
most commonly aged 45-54, located in 
metropolitan Victoria and had worked in 
the sector for over 20 years. They were 
most commonly employed full time, worked 
in the public sector and were working in 
established regions in terms of NDIS rollout 
stage. Over half worked in a residential 
setting, and almost seven-in-ten were 
members of HACSU. Key characteristics 
of survey participants in 2019 are outlined 
overleaf.



34
+66+y

5
+95+y

11
+89+y

Health and Community 
Services Union

Other Unions Not members of a union

68% 10% 21%

8
+92+y

15
+85+y

26
+74+y

Recently rolled out regions 
(not rolled out in 2018)

Moderately rolled out 
regions (mid rollout in 2018)

Established regions 
(rolled out in 2018)

17% 31% 52%

Sector

20
+80+y

5
+95+y

26
+74+y

Not for profit or 
charitable organisation

Privately owned, 
for profit organisation

Public, government, or 
government-owned organisation

40% 9% 51%

Who took part in the research?

NDIS Rollout Status
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Form of Employment

Permanent full-time job with paid leave entitlements

Permanent part-time job with paid leave entitlements

Fixed-term contract with paid leave entitlements

Casual job without paid leave entitlements

36%
44%

16%
5%

What did we find?

Union Membership

Disability Setting

57%

17% 7% 3%

14% 7% 2%

13% 6% 1%

10% 5% 0%

9% 4%

Residential/Shared Supported 
Accommodation/Group Home

Community Participation/ 
Community Access

In-Home Support/ 
Home Care

Day Program

Respite

Support Coordination/ 
Case Management

Allied Health Early Intervention

Supported Employment/ 
Employment Services

Volunteer

I do not work in 
the disability sector

Other

Management/ 
Human Resources

Administration

Outreach

Overall 
The research identified very little change to the 
experiences of the disability workforce between 
2018 and 2019, and all the key findings identified 
in 2018 continue to be relevant. Workers continue 
to be passionate about their clients and their work, 
there is general support for the NDIS’s mission 
and an understanding that the NDIS has the 
potential to increase innovation and create new 
opportunities for workers. However, workers are 
continuing to experience anxiety and uncertainty 
about the NDIS. Many workers see the NDIS as 
reducing time and funding for the things that 
matter and are concerned about the impact of the 
NDIS on security, quality and safety for them and 
their clients.

Feelings of isolation among the workforce 
emerged as a key theme in 2019, with the 
move to billable hours seen as reducing time for 
collaboration and learning.

 

 

A lack of ability to mentor and collaborate... 
makes you feel much more isolated and doesn’t 
allow you to develop the professional skills. [It is] 
harder in the country, you can’t get together in a 
meeting and share ideas, the collaboration and 
camaraderie has gone.

The research identified a lack of knowledge 
about career pathways and an appetite for 
further information and clarity about the 
scheme, including direct communication 
about the NDIS, ideally delivered face-to-face 
by credible colleagues in their practice area.

Notably, it was found that the NDIS is experienced 
differently by different types of workers across the 
sector, and those at differing stages in the rollout. 

Key findings regarding how people are feeling 
about their work as the NDIS rolls out are detailed 
overleaf. These findings are followed by two 
spotlight sections on communication and career 
progression, which were topics explored in-depth 
in 2019.
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How are people feeling 
about their work as the NDIS 
rolls out?
In the qualitative research, study participants 
talked about how they felt about their work at 
the moment. Some felt hopeful or happy about 
their work, while others felt overwhelmed, 
disempowered or confused.

Some opportunity 
and positivity
Some workers relished the new opportunities 
presented by the NDIS to support participants 
in innovative ways or specialise in different areas 
and enjoyed their exposure to a broader range 
of clients. 

Yes, there is definitely personal satisfaction in 
seeing it (the NDIS) work for some families, 
we’re working out how to regain some of the 
evidence based best practice and knowing that 
we’re making a real impact. I’m always up for 
a challenge.

 

Workers are still feeling 
uncertain about the impact 
of the NDIS 
Despite the NDIS being rolled out in all regions 
in 2019, many workers were still uncertain about 
how it would affect their jobs and what their 
responsibilities would be under the new scheme. 
For many it was still too soon to comment on the 
broader impact of the NDIS on the workforce. 
The following analogy was used: 

The NDIS is like flying in an aeroplane while it is 
still being built around us.

Devalued and disempowered
A recurring theme for 2019 was that many 
workers feel devalued and excluded from 
information about the NDIS and the planning 
process for their clients. This was often attributed 
to losing their roles as advocates for clients or 
participants in care planning, with many lacking 
access to their participants’ NDIS plans or goals, 
which they report is essential to delivering 
person-centred services under the NDIS. This was 
particularly the case for direct support workers, 
with those in more specialised fields such as Allied 
Health often feeling more supported and able to 
negotiate with participants to ensure goals were 
shared. 

Some workers felt that they are losing quality 
time with their clients because of billable hours, or 
because the work they find most enjoyable, such 
as community access work, is being delivered by 
different services or workers. 
 

Now with the rollout of the NDIS there are NDIS 
coordinators who work with the families to 
make sure that they get the right funding, but 
the National Disability Insurance Agency (NDIA) 
assigns coordinators and it can be difficult to get 
one who knows what’s right for the clients. They 
don’t give the staff a chance to be able to prove to 
them that we know what the resident needs, they 
paralyse you, don’t give you the time or the chance 
to prove your skills.

 
Concerned about clients
For some of those who had rolled into the NDIS 
by the second wave of research many of their 
fears were confirmed, such as having less time 
to support their clients, experiencing changes in 
work hours and witnessing clients missing out.

The sector’s difficulties in retaining experienced 
workers under the NDIS, coupled with growing 
demand, meant that many workers had witnessed 
their employer increasingly hiring less experienced 
staff to meet demand. There was considerable 
concern about the impact of this on client 
wellbeing and worker morale.

There are not enough disability workers to work with clients so they seem to be taking less experienced 
workers, which is not good for the workers and for the clients. 

There are lots of people coming into the NDIS as a career change but they’re not coming with any 
qualifications. Experience makes a difference. When I work with people with a diploma or degree I see 
that in their practice. It reflects the rigour of their qualifications [and] makes a difference to the work 
they do.

 

Does length of time since rollout have an impact 
on how the workforce feels?
The NDIS rolled out in different regions of Victoria between 2013 and 2019. This means it is possible to 
use our research to understand how the workforce’s experience differs by how long they have spent under 
the NDIS. Overall, the study found workforce sentiment decreases with increased exposure to the NDIS, 
hitting its lowest point at 13-18 months following rollout. Positively, sentiment increases significantly 
following this milestone, but then declines for those who have been working under the NDIS for 24 
months or more. Advice from sector experts suggests this may be due to the two-year plan review taking 
place at this point for participants, or because those who worked in early rollout regions have experienced 
more teething issues with the scheme. See overleaf for key findings on length of time since rollout versus 
workforce sentiment.
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Key tension point: 13 - 18 months from rollout

Positivity about the future of work improves as the NDIS 
is rolled out for longer

Agreement that the NDIS is positive change for me 
in my work most likely at 19 - 24 months post rollout

Q: Generally, how have you been feeling about your work over the last three months? (NET Positive)

Q: Over the next 12 months, do you think how you feel about your work will get better, get worse, 
 or stay the same? (NET Better)

Q: Overall, the NDIS is a positive change for me in my work (NET Agree, don’t knows removed 
 from base)

This analysis indicates an opportunity to work differently across the workforce to retain clarity for 
workers in the recent to moderate stage of rollout by providing a clear vision and information. This 
may lessen the heightened anxiety experienced at 13 to 18 months post rollout. Overall, there 
is an appetite for clarity and transparency around NDIS processes and opportunities with use of 
simpler instructional language.

The analysis also indicates that a different approach should be utilised for those 19 to 24 months out from 
rollout who are increasing in positivity and perhaps getting accustomed to the new system. This stage could be 
the key time to start introducing new training and retention interventions when both workers and employers are 
feeling more stable. 

The analysis also shows that while subtle, there seems to be a trend towards improvement in the perception 
that the NDIS is a positive change for the workforce as the NDIS rolls-out. However, further support may be 
required to maintain this improvement following the 24-month mark. 

This year, focus groups and in-depth interviews 
explored the communications needs of the 
workforce and found that generally, workers 
would like to receive more information about the 
NDIS to enable more certainty about their roles 
and empower them to better support their clients. 
There were particularly strong needs in relation 
to the content and status of clients’ plans, a need 
for tailored information, and a need to ensure that 
information provided to employers is adequately 
disseminated to all staff. 

Communication about clients 
was top of mind
When asked about communications, workers who 
participated in the qualitative research tended 
to focus on a desire to know more about the 
planning process for their clients. Many workers 
reported not knowing the status of participant’s 
plans, details of their goals, or not receiving the 
details of a client’s history to inform their support 
approach. For many, addressing these gaps in 
information was the key priority. 

I need to know more [about my clients]: what are 
their goals? What I am supporting them for? I’m 
not just walking in to do domestic jobs. [I want to] 
be part of the team.

 
Workers want more direct 
communication about the NDIS, 
generally delivered face-to-face 
by credible colleagues in their 
practice area
When asked about communication about the 
NDIS more broadly, many workers cited a 
preference for face-to-face delivery of information, 
such as workshops, meetings and forums over 
written information. The benefits of this approach 
were that it would enable workers to share 
information and experiences, ask questions and – 
via the opportunity to network – feel less isolated 
and excluded. Workers emphasised that these 
events would need to occur in both metropolitan 

and regional areas, during work hours with pay, 
and back-fill would need to be provided to cover 
their shifts. It was noted that any information, 
regardless of delivery mode, should include 
tailored information for different practice areas. 
There was strong demand for these sessions to be 
peer-led, by someone with experience working at 
the coalface of the disability sector, rather than by 
a government organisation. 

  

You need [information about the NDIS to be 
delivered by] someone who will understand you. 
Someone who is a similar age, has worked on the 
front line and knows the day-to-day issues faced 
by care workers.

 
Frustration about 
information dissemination 
and change
Workers commonly reported that while 
information exchange around the NDIS does 
occur, face-to-face forums in particular tended 
to be available only to managers, and this 
information was not well distributed throughout 
provider organisations. There was also frustration 
that changes to NDIS processes were often 
not well communicated to the workforce. Many 
workers would appreciate direct communication, 
such as newsletters, so that they could stay 
informed of key changes. 

As workers had often missed initial information 
about the NDIS, many still felt uncertain about 
the system and unable to assist their clients in 
understanding the planning process. This was 
particularly frustrating for workers who were 
often relied upon by clients and their families for 
information about disability systems as well as 
those with planning or application responsibilities. 
This suggests there is a need to continue to 
provide introductory information about the NDIS 
to the workforce.

When looking at current work sentiment over time, 
a decrease in sentiment can be seen for those 
13-18 months into their rollout. It is possible that 
the decrease in sentiment may relate to this group 
encountering more early issues with the scheme 
rather than the length of time since rollout. 

0-6 
months

13-18 
months

7-12 
months

19-24 
months

More than 
24 months

55% 50%54%49%
42%

Across the workforce, optimism about the future 
was low. However, positivity does seem to increase 
gradually with exposure to the NDIS.

0-6 
months

13-18 
months

7-12 
months

19-24 
months

More than 
24 months

18%
23%

20%18% 18%

There was also limited agreement that the NDIS is 
a positive change for workers. This follows a similar 
pattern to overall workforce sentiment, increasing 
by the 19-24 month mark, and then decreasing for 
those who had been working under the NDIS for 
more than 24 months.

0-6 
months

13-18 
months

7-12 
months

19-24 
months

More than 
24 months

19% 19%
22%

16% 17%

 Spotlight – 
Communications needs
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I want information about procedures and how to work within the system, if I put in applications for clients 
I want to know if I’m doing it the right way, what do I need, etc. it needs to be consistent and available.

Those workers who felt more informed about the NDIS reported that they often needed to take their 
own initiative, mostly by turning to web-based information points, such as those available through the 
websites of peak organisations. 

Access to information was still found to vary considerably, impacting workers on the ground. There are 
many gaps in information, which means workers must be proactive or rely on informal channels (such as 
clients, other workers, or social media).  

Many in the workforce also wanted the opportunity to provide feedback to the NDIA or government more 
broadly about how the NDIS was impacting them and their clients. 

We are the ones on the ground – working within the system, we need to be able to provide information 
to the people at the other end of the system about what is working and what’s not. I don’t think there are 
enough avenues for that to happen.

Access to information

15

Source of information in understanding the NDIS

Q: What source of information has been most useful in forming your understanding of the NDIS?

Q: Thinking about the rollout of the NDIS, how well do you feel supported by? (NET Supported, 
 don’t knows and not applicables removed from base)

What workers want to hear about
 
There is an appetite for:
• Clarity and transparency around NDIS processes with use of simpler language.
• Information on planning and appeals they can share with clients.
• Information on their rights, including what to do if being poorly treated, or anxious about safety for client.
• Information on career pathways, options and upskilling.
• A more practical vision of what the NDIS should look like when it is done well.
• Information tailored to different settings, clients and disability professionals. 

Source of support through rollout

A union

Another source of 
information

A webinar, training 
session or seminar

The media

An educational institution

I have not received 
any information

No information has 
been useful

My employer/
organisation more 

broadly

Searching the internet

The National Disability 
Insurance Agency 

My clients/clients’ family

My direct supervisor

A sector peak or 
representative body 

(e.g. National Disability 
Services)

Other disability workers

20%
14%

7%
7%

13%
12%

1%
1%

12%
13%

2%
3%

1%
1%

44%
42%

21%
22%

24%
25%

22%
19%

26%
25%

15%
21%

11%
16%

46%
45%46+54+y45+55+GNET 

– Agree When asked what would need to change to make them feel more supported under the NDIS as an 
open-ended question, responses most commonly related to more information about the NDIS (38%), 
consistent with 2018. This finding was consistent by rollout stage, and generally consistent by 
setting, sector and NDIS impact.

2018                 2019

Your union Your clients/clients’ 
families

Other members of the 
disability workforce

The National Disability 
Insurance Agency 

Your organisation or 
employer

Your direct manager or 
supervisor

A sector peak or 
representative body

64% 39%
61% 43%

57% 21%
56% 23%

50% 13%
45% 13%

47%
42%

Q: Please indicate your level of agreement with the following statements: I have access to the information 
 I need (Net Agree, don’t knows removed from base)

2018                 2019
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Career development and progression was 
also a key focus of the research in 2019. Many 
participants in the research were passionate 
about their work and wanted to continue to work 
in disability: in the survey, almost half (48%) 
intended to still be working in the sector in five 
years’ time, while only 15% said they planned to 
leave the sector, and 37% were unsure. However, 
in the qualitative research, participants discussed 
often limited options for those who want 
progression or variety in their career. “Limited 
career development opportunities” was the 
number one reason cited by those who said they 
were unsure or would not be working in the sector 
in five years’ time (27%).  

Opportunities created by 
the NDIS
Despite the challenges, it was often recognised 
that the NDIS creates new opportunities for the 
disability workforce.

There was some acknowledgement that there 
has been an increase in availability of jobs (mostly 
in direct support roles) under the NDIS as more 
participants create demand for a greater range of 
supports. Additionally, many recognised the NDIS 
enables the workforce to be engaged directly by 
service users, which can come with the benefits 
of more money and flexibility but also has the 
potential to create risk and isolation. 

A further benefit of the NDIS for some is that 
there is room for specialisation given the number 
and diversity of NDIS participants. It was noted, 
however, that a challenge for providers will be 
ensuring that workers with specialist skills are 
appropriately recognised and remunerated for 
these skills. 

There is appetite for greater 
client responsibility, 
mentorship and training roles
For many disability workers, the ideal role 
involved ongoing contact with clients, coupled 
with different responsibilities, such as training, 
mentoring or planning roles. For some, support 
coordination could fit this description and was 
seen as a potentially positive way to make a 
difference for a broader range of clients. However, 
there was generally perceived to be limited 
opportunities to undertake these roles.

The only step up from [a direct support worker] 
is to be a coordinator, but there aren’t as many 
positions as there are support workers. You get 
put off - there’s no point in applying, 

Many participants also suggested that in order 
to enable career mobility within the sector, a 
greater emphasis on skills transferability was 
needed. Many felt that they lacked the skills 
– such as financial and leadership skills - to 
transition to management, for example. There was 
some demand for this kind of training to enable 
individuals to progress in their career. 

The sector would hold a lot more staff if it was 
easier to transition with your skills. 

Those in direct-support roles noted they generally 
lacked information and direction about career 
pathways available to them, suggesting a need for 
career pathways documents, expos or mentorship 
to raise awareness about the diversity of careers 
available and recommended access points. 

Many workers intend to stay 
in their current role
Despite some interest in progression and 
variety, many participants were quite satisfied 
with their work and were happy to stay in the 
same role. These participants did often want to 
see improvements to their working conditions, 
however. 

Maybe the younger ones will want a career, but 
the majority of people at the service are just 
happy doing what they are doing. I absolutely 
love my job, I love my career, I don’t want more 
responsibility, I am happy where I am at the 
moment, I love my job because I get outdoors, and 
keep myself active. I work with an amazing team 
and I am able to help amazing people.”

16
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Agreement with skills and career-based statements

The NDIS presents barriers to mentorship

For many workers – particularly those in Allied Health – the ability to mentor staff was 
something they valued about their role. However, many reported that the NDIS creates 
barriers to mentorship and opportunities to learn from peers under current funding 
structures. This impacted new staff as well as those with more experience who enjoyed a 
mentorship role.

This system doesn’t allow [me to supervise students] …it’s taken the pleasure away from me of mentoring 
the next generation of students, but also the opportunity for me to learn from them.

In early intervention, training and learning is done working side by side with them [colleagues], but NDIS 
will only pay for one therapist at a time, it doesn’t lend itself to that team approach. The way we used to 
work with groups; you would all learn from each other.

2018                 2019

80%
76%

40
+10+y

38
+12+G

My job requires me to learn 
new skills

27
+23+y

26
+24+G

Possibilities to move around and do 
different kinds of work in my sector

53%
51%

NET – Agree

22
+28+y

24
+26+G

Possibilities for career progression 
in my sector

45%
47%

Q: Please indicate your level of agreement with the following statements (NET Agree, don’t knows 
 removed from base)

 Spotlight – Career 
development & progression
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Agreement with training related statements

Residential workers were significantly less likely than all others to believe that there are barriers 
preventing them from getting the training they want, but this was the only difference by setting in relation 
to training.

Barriers most highlighted were lack of time to participate in training (51%), the expense of training (48%) 
and lack of funding to the organisation for training (47%).

Training preferences

Treatment or support specific training 

NDIS-related training

Training about specific disability 
or type of client

Any kind of training to better 
support clients

Administrative or business 
development training

Basic skills (e.g. first aid, OH&S, 
manual handling, medications)

Communications 

Specific qualification 
(e.g. Cert IV in Disability)

Not sure or I already have 
the training I need

Management/Leadership training

Training in another related sector 

Other

Risk management and self defence 
training for workers

Training to progress or grow career

27%

17%

9%

7%

6%

6%

4%

18%

13%

9%

7%

6%

5%

4%

51%
45%Access to training I need to 

support my clients 26
+24+y

22
+28+G

Barriers that prevent me from 
getting the training I want

47%
53%

24
+26+y

27
+23+G

2018                 2019

Have access to training to 
do job safely

62%
59%

31
+19+y

30
+20+GNET – Agree

Have access to training to 
grow career

45%
39%

22
+28+y

20
+30+G

NDIS means less training in 
my job

41%
41%

20
+30+y

20
+30+G

Q: Please indicate your level of agreement with the following statements about the training opportunities 
 available to you (NET Agree, don’t knows removed from base)

Q: What training are you interested in accessing?

By sector, those employed by non-for-profit (50%) organisations were significantly more 
likely to believe that the NDIS means less training in their job. Also, those working in the 
private (48%) and not for profit (58%) sector were significantly more likely to agree that 
there are barriers that prevent them from getting the training they wanted.
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Recommendations
Taking into account that only a year has passed 
since the baseline recommendations were made 
and that the research suggests little has changed 
in this time, the 2018 recommendations will be 
retained (please see Understanding the workforce 
experience of the NDIS – Longitudinal Research 
Project: Year one). 

However, in light of the challenges and 
opportunities raised in this year’s research, Ipsos 
Public Affairs, in consultation with the project’s 
Expert Advisory Panel (EAP), developed the 
following three additional recommendations:

1. Foster communities 
of practice
Communities of practice are defined as “people 
who engage in a process of collective learning in a 
shared domain of human endeavour, as well as a 
tribe learning to survive”, among other definitions.

These communities have three main 
characteristics:

The domain: A community of practice is not just a 
network of connections between people. It has an 
identity defined by a shared domain of interest.

The community: In pursuing their interest in 
their domain, members engage in joint activities 
and discussions, help each other, and share 
information. They build relationships that enable 
them to learn from each other; they care about 
their standing with each other.

The practice: A community of practice is not 
merely a community of interest–people who like 
certain kinds of movies, for instance. Members 
of a community of practice are practitioners. 
They develop a shared repertoire of resources: 
experiences, stories, tools, ways of addressing 
recurring problems—in short, a shared practice. 
This takes time and sustained interaction.2  

While communities of practice already exist across 
the sector, there may be opportunities for peak 
organisations, workforce members, the NDIA 
and other disability workforce stakeholders to 
strengthen, further develop and promote these 
communities throughout the sector to:

• Allow for networking and provide a pathway 
 back to collaboration across settings.

• Provide an opportunity for workers to hear 
 relevant information and stories from credible 
 and experienced speakers with experience 
 working in the industry, peak bodies or 
 advocacy groups, in addition to the NDIA.

• Provide an opportunity to promote available 
 training and career opportunities.

• Provide an opportunity for workers to learn from 
 each other in a peer-led context.

The project’s EAP suggested that communities of 
practice could be further mobilised through:

• Development of online platforms to ensure 
 reach, while also enabling face-to-face 
 interactions.

• Exploring existing best practice communities of 
 practice, particularly those approaches tested in 
 the NDIS environment.

• Development and dissemination of frameworks 
 and training – tailored to different settings 
 – to support individuals in the formation of 
 communities of practice. 

• Continue developing support from employers so 
 that the workforce is encouraged to attend. 

2. Explore opportunities to 
support employers and the 
workforce in understanding 
and implementing 
occupational health and 
safety protections
Throughout the research and consultation with 
the EAP, it was evident that many workers are 
feeling more at risk in their work under the NDIS, 
in terms of occupational health and safety, their 
ability to cope with stress, the safety of the 
NDIS participants, as well as around the new 
requirement and expectations to work across 
different settings. At a time of increased change 
and potential risk for the disability workforce, it 
is imperative that employers are empowered to 
successfully implement health and empowered 

3. Implementation of different 
strategies at different stages 
of the rollout
The analysis highlighted key points of tension 
for workers throughout the rollout journey. 
The research throughout the report indicates 
that efforts should be made in retaining clarity 
for workers in the recent to moderate stage of 
rollout through the provision of a clear vision 
and information, thereby potentially avoiding the 
critical point of tension 13 to 18 months post 
rollout.

It also indicated that a different approach should 
be utilised for those 19 to 24 months out from 
rollout who are increasing in positivity and 
perhaps getting accustomed to the new system. 
This could be the key time to start introducing 
any training and retention interventions when 
both workers and employers are feeling more 
stable and confident in the NDIS. Given that all 
areas across Victoria are now in transition, it is 
recommended that the EAP consider targeted 
strategies to support workforce development at 
this critical time.

to successfully implement health and safety 
protections within the workplace and the 
workforce recognise and understand these current 
health and safety protections. It is recommended 
that further research is undertaken to:

• Explore workforce understanding of current 
 health and safety protections both at a 
 workplace and legislative level.

• Understand how to better communicate 
 and promote current Worksafe and legislative 
 protections so that workers are aware of their 
 rights and the recourse options available 
 to them. 

• Understand what supports employers may 
 need to implement/improve workplace health 
 and safety protections in particular with regards 
 to client presentation. 

• Identify opportunities to support the 
 introduction/uptake of employee wellbeing 
 programs.
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2 Etienne and Beverley Wenger-Trayner, 2015, ‘Introduction to communities of practice; A brief overview of the concept and its uses’ 
 https://wenger-trayner.com/introduction-to-communities-of-practice/
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