ncda

National Centre for
Disability Advocacy

Advocacy Sector

Workforce Survey
2024 Results Report

June 2025



Contents
e |

TADIES ... 2
FIGUIES ...ttt e e e et e e e e e e e e e e et eeaeeeeeeaa e aaaaeeeraaa 2
Y o] o] 1=V = Ao o 1 SRR 3
3= 1] T (0] 3
EXECULIVE SUMMIAIY ..ottt e e e et e e e e e e e e e e ettt e e e eeaeeeneanes 3
Advocacy workforce survey 2024 at @ glanCe ..........ooovvvviiiiiiiiiiiiiiiiiiieeee 5
Provide unpaid care to a person with disability.................ceiiiiiinii e 5
1] (oo 18 e (o o USSP 6
MEthOAOIOGY ... 6
Caveats and lIMitationsS...........ooiiiii i e e e e e aaaaees 7
SUNVEY FESUILS ..ot e e e e e e e e e e e e e e e ettt e e e e e e e essaaaa e aeaeeas 7
Demographics Of reSPONAENTS.........couiiiiiiiiie e 7
Education and previous employmMeNnt...........cooviiiiiiiiii e 10
Type of advocacy and other services delivered ... 11
U [ To [T Te T o] (== 1 e (o .Y/ o [ 14
Programs or projects diSCONtiNUEd ..........cooooiiiiiiiii i 15
Current role and role breakdOWNS............ooeviiiiiiie e 15
Workforce employment details..............euueeiiiiiiiiiii e 16
Recruitment, redundancy, and resignation of staff........................cc 18
912 o 0= o [ 21
LA = L1 £ 3SR 21
Advocate practice and Well-bDeiNg ..........oi i 22
Training and deVEeIOPMENT .........u e 28
N[ 72N 14 g o= Tex =T a e K< U] o] oo 5 PP 33
NCDA IMPACE. ... 33
RS T=Ted (o] B TU1 o] oo 34
SYSIEMIC ChallENGES ... 35
I SETS 0] g E= T (== o | PSS 37
[©70] o Tor (U< o] o 1RSSR 37
RV 42T £ ToT a1 oo 11 'o | S 37
I — S ]

Advocacy Workforce Survey 2024 Results | June 2025 | Page 1



Tables

Table 1: Most relevant formal training/qualification for position .............ccccooooiiiiii. 11
Table 2: Targeted adVOCACY ...........coooiiiiiiiii e 13
Table 3: Comparison — Other services delivered.............ooouiiiiiiiiiiiicc e 13
Table 4: Main role of individual respondents .............ccooiiiiiiiiiiiii e, 16
Table 5: Comparison — Employment status of respondents...............ooeiiiiiiiiiiiiciene e, 17
Table 6: Comparison — Length of time working for current organisation.............................. 17
Table 7: Comparison — Length of time working in the disability advocacy sector................. 18
Table 8: Comparison — Increase in demand over a 12-month period ...............ccccceeeeeeee. 21
Table 9: Average time spent on a waitlist..............ccco 22
Table 10: Unpaid hours UNAertaken .............oui i e e e e 23
Table 11: Most satisfying aspect of WOrk.............oiiiiiii e, 23
Table 12: Most challenging aspect of WOrK............ooooiii 24
Table 13: Frequency of feeling stressed/overwhelmed at work .............ccccoevieiiiiiiiiiiiinneeen. 25
Table 14: Cause of stress/overwhelm at work...............cc 25
Table 15: Type of support provided in dealing with stress/overwhelm at work..................... 26
Table 16: Type of training attended between 1 July 2024 and 30 June 2024 ...................... 28
Table 17: Training and professional development Needs ............ccooiviiiiiiiiiiiiiiiiiiiceeee e, 30
Table 18: Preference for accessing training/development...............cccoeeiii . 31
Table 19: Additional resources to help perform work more effectively ................................. 31
Table 20: Advocacy-specific templates and guidance requirements...............ccccceeeeeeeeee. 32
Table 21: Formal guidance relating to advocacy practice requirements ..............ccccccooeeee. 33
Table 22: Has the NCDA had a positive impact?..........coooeeiiiiiic e, 34
Table 23: Systemic advocacy issues identified in the 2024 survey.........cccoooevvviiiiiiicienneeen. 36
Figures

Figure 1: Jurisdiction of individual and organisation respondents 2024 ............ccccccvvvveveeeeeee. 8
Figure 2: Gender of respondents 2024 ............oooo it 9
Figure 3: Respondents who identify as First Nations.............ccovvviiiiiiiiiiiiiiiiiiiiiiiiiiiieeee 9
Figure 4: Respondents who identify as culturally and linguistically diverse......................... 10
Figure 5: Respondents who identify as a person with disability ...............cccooiiiiiis 10
Figure 6: Types of advocacy ProVided..............euuvviiiiiiiiiiiiiiiiiiiiiiiiiiieeeeeeeeeeeeeeeeee e 12
Figure 7: Funding source of reSpondents ... 14
Figure 8: Employment status of respondents ..............cuuuiiiiiiiiiiiiiii e 17
Figure 9: Organisation support in dealing with stress/overwhelm at work............................ 26
Figure 10: Likelihood of working in the disability advocacy sector in 2 years...........cccc........ 27
Figure 11: Training needs in order of IMportance...............cooiiiiiiiiiii e 29
I — L —

Advocacy Workforce Survey 2024 Results | June 2025 | Page 2



Abbreviations

CALD culturally and linguistically diverse

Cth Commonwealth

DANA Disability Advocacy Network Australia

DRC Disability Royal Commission

DRO Disability Representative Organisation

DSS Department of Social Services

FTE full-time equivalent

ILC Information, Linkages and Capacity Building

NCDA National Centre for Disability Advocacy

NDAP National Disability Advocacy Program

NDIS National Disability Insurance Scheme
Definitions

Disability advocacy refers to funding specifically for disability advocacy, such
funding stream as the National Disability Advocacy Program (NDAP),
NDIS Appeals Program, and state-based advocacy
funding programs.

Unmet demand is defined as eligible requests for advocacy that are unable
to receive support due to insufficient capacity of the
organisation.

Unmet need describes people who need an advocate, but they do not
know of their existence, how to find them, or do not have
access to them.

Executive summary

During August 2024, the National Centre for Disability Advocacy (NCDA) conducted
its second annual sector-wide survey. The 2023 survey was the first. DANA
conducted a similar survey in 2015." Conducting surveys annually enables the
NCDA to identify emerging issues in the advocacy sector workforce and track trends
over time. A key finding of the survey is that there continues to be an increase in
demand for advocacy. Advocates report that cases are becoming more time
consuming and complex. Not being able to meet demand is the main cause of stress
impacting the mental health and wellbeing of the workforce.

This report combined the results of the individual worker and organisation surveys to
facilitate analysis across both and to compare trends between the 2024, 2023, and
2015 surveys.?

" DANA, Advocacy Workforce Survey 2015 Results.
2 NCDA, Advocacy Workforce Survey — Advocacy Organisations 2023 Results; NCDA, Advocacy Workforce
Survey — Individual Workers (April 2024).
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158 individuals of the anticipated advocacy sector workforce of 400 FTE (or
approximately 40%) and 35 organisations of the 80 invited organisations (or 43%)
completed the 2024 survey.

Notably, 33% of individual respondents identified as a person with disability, a 12%
increase from 2023, reflecting progress in lived-experience representation within the
sector. Additionally, 37% said they provide informal care for someone with disability,
highlighting the significant lived experiences that inform the advocacy workforce.

The results highlight the ongoing rising demand for advocacy services. A significant
77% of respondents reported an increase over the previous 12 months, with 35%
experiencing growth of 26% or more. This surge is placing increased pressure on
already stretched services. Many organisations are unable to quantify or manage
waitlists: 23% reported they did not hold a waitlist, and 17% were unable to estimate
wait times due to individual triaging processes.

The findings show increasing demand is contributing to growing workforce strain,
where 32% of individuals said their work has an impact on their health and well-
being on a weekly basis. Unmet demand was cited as one of the most common
causes of stress, affecting 41% of respondents, and 69% reported unmet demand is
the most challenging aspect of their work.

The data reflects a sector striving to meet complex and growing needs, often without
the necessary resources or capacity, with 65% of individual respondents reporting
they hold more than one role, and to make matters more challenging, 71% of
organisations reported recruitment difficulties.

On training needs, there was strong alignment between organisations and
individuals, with key priorities including:

e support for complex casework matters

e delivering culturally safe advocacy for First Nations and culturally and
linguistically diverse (CALD) communities

e developing leadership and management capabilities, including disability
leadership

e measuring outcomes and impact

e mental health first aid

e understanding public policy and community development approaches in
advocacy.

Regarding sector support:

e 53% of respondents indicated a need for advocacy-specific templates; and
e 47% called for formal guidance on advocacy practice, confirming these remain
key areas for support.

Overall, 46% of individuals and 62% of organisations reported that the NCDA has
had a positive impact on their work or organisation.

By continuing to understand and respond to sector needs, the NCDA can ensure that
its professional development and support activities remain relevant and effective.
This report also serves to share key insights with the broader sector to inform
planning, service delivery, and strategic decision-making.
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Introduction

The National Centre for Disability Advocacy (NCDA) is a project delivered by
Disability Advocacy Network Australia (DANA) with funding provided by the
Australian Government Department of Social Services (DSS). The NCDA aims to
improve access to, and the quality of, individual advocacy services as part of
Australia’s Disability Strategy 2021-2031.3

One of the core functions of the NCDA is to provide capacity and capability building
support to the sector through professional development and resourcing. The NCDA
conducts annual surveys of the disability advocacy workforce to better understand
staffing, operations, and the sector’s resource and training needs.

This is the second sector-wide survey conducted since the DANA survey in 2015.4
Two reports were prepared by the NCDA to present the 2023 data; one focused on
organisations, the other on individuals.® This year, the NCDA has consolidated
findings from both organisations and individuals into a single, comprehensive report.

The survey is conducted annually to track trends and inform the NCDA's activities,
ensuring it is responsive to sector needs. Findings are also shared with DANA to
support its understanding and strategic priorities within the sector.

Methodology

Building on lessons from the 2023 survey, the 2024 version was simplified by
reducing both the number and complexity of questions, easing the burden on
respondents. The previous survey saw a high drop-off rate, but the 2024 version
achieved a significantly higher completion rate, with most respondents answering all
questions.

Some questions were revised to capture more meaningful data, while maintaining
comparability with 2023 results where possible.

Although the NCDA primarily supports National Disability Advocacy Program (NDAP)
organisations, this survey aimed to capture insights from the broader disability
advocacy sector. It invited participation from organisations delivering individual
disability advocacy services under both NDAP and non-NDAP funding streams,
including state- and territory-based programs and the National Disability Insurance
Scheme (NDIS) Appeals Program.

Eligible respondents were defined as paid staff whose roles involve at least 50%
disability-advocacy-related work under an individual advocacy funding stream.® This
included advocates (across all models), supervisors, team leaders, intake and
administrative officers, managers, and executives.

The 2024 survey was delivered via Typeform, an online survey tool, and remained
open for 3 weeks, from Monday 26 August to Friday 13 September, to avoid end-of-
year pressures. Promotion time was extended beyond the previous year to increase

3 DSS, Australia’s Disability Strategy 2021-2031.

4 DANA, Advocacy Workforce Survey 2015 Results.

5 NCDA, Advocacy Workforce Survey — Advocacy Organisations 2023 Results; NCDA, Advocacy Workforce
Survey — Individual Workers (April 2024).

6 A disability advocacy funding stream includes NDAP, NDIS Appeals Program, and state-funded disability
advocacy programs.
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awareness, and distribution occurred via NCDA newsletters and direct outreach to
organisations and key contacts.

A total of 35 organisational responses were received (down from 41 in 2023), along
with 158 individual responses (up from 114), representing all states and territories.

Caveats and limitations

The exact number of people employed in the disability advocacy sector is unknown,
making it difficult to estimate the survey’s coverage. Approximately 400 full-time
equivalent (FTE) positions are funded across all funding streams,” and the survey
results suggest that 45% of the workforce is employed part-time. As such, the actual
number of workers is likely higher than the FTE count implies.

While responses were received from across Australia, Victoria was overrepresented
in the findings, accounting for 34% of organisational and 36% of individual
responses. This may be due to the high number of organisations based in Victoria.
This may affect the extent to which findings reflect national sector-wide experiences.

At the time of the survey, there were 60 NDAP organisations. A further 21
organisations were funded by state and territory governments. Based on the total
number of individual disability advocacy organisations, 43% completed the survey.

The survey excluded Disability Representative Organisations (DROs), and
advocacy-like activities funded under Information, Linkages and Capacity Building
(ILC) grants.

This survey focused on paid staff in the disability advocacy sector. Citizen advocates
— unpaid individuals who form long-term supportive relationships with people with
intellectual disability — were not surveyed directly. Instead, responses were gathered
from coordinators of citizen advocacy programs.

Survey results

The percentage results have been rounded to the nearest whole number and
therefore some results may not equal exactly 100%. At times, data will exceed the
total number of respondents as certain questions allow multiple answers. Unless
otherwise noted, all respondents completed answers to each question.

Demographics of respondents
Jurisdiction and location

Individual respondents were asked where they perform the majority of their role.
Responses were identified from all states and territories, with the largest response
from those operating in Victoria (36%), followed by New South Wales (20%),
Queensland (15%), Western Australia (10%), South Australia (10%), Northern
Territory (7%), Tasmania (5%), and Australian Capital Territory (2%).

7 DANA is aware of approximately $60 million per year of total advocacy funding spread across federal, state,
and territory government funding. An operating cost of $150,000 per year per advocate has been used to
determine the amount of FTE positions. DANA, 2023, Submission: A strong, sustainable future: addressing
capacity shortfalls for a strengthened disability advocacy sector, p. 4.
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Organisation respondents were asked where they provide disability advocacy
services. The results showed most services are provided in Victoria (34%), then New
South Wales and South Australia (both 20%), Western Australia (17%), Queensland
and Northern Territory (both 9%), Tasmania and Australian Capital Territory (both
3%), and nationally/Australia-wide (3%). Three organisations provide services in
more than one jurisdiction.

Figure 1: Jurisdiction of individual and organisation respondents 2024
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Regarding where individual respondents primarily perform their work duties, 29%
work mostly in capital cities, 23% in major regional centres, 18% in a rural/remote
town or area, 9% in outer urban areas, and 20% reported statewide coverage.

When asked about working from home, 18% said they work from home all the time,
58% do so part of the time, and 23% never work from home. These results are
consistent with the 2023 survey results for the same question.

Gender

Regarding gender, 75% identified as female (compared to 86% from 2023), 20%
identified as male (compared to 13% from 2023), 1% identified as non-binary (same
as 2023), 3% preferred not to answer, and 1% preferred another term, being “gender
diverse woman”.
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Figure 2: Gender of respondents 2024
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Age

In relation to age, the largest cohort to respond were the groups aged 30-39 years
and 50-59 years (25%), followed by 40—49 years (23%), 20-29 years (9%), 60—69
years (15%), and 70 years and over (1%). There were no individuals aged 19 years
or under, and 2% preferred not to answer. Compared to the 2023 data, there were
no notable differences.

Diversity

In relation to cultural diversity, 5% of respondents identified as Aboriginal and/or
Torres Strait Islander (same as the 2023 survey), and 16% identified as CALD
(compared to 20% from the 2023 survey).

Figure 3: Respondents who identify as First Nations
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Figure 4: Respondents who identify as culturally and linguistically diverse
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In relation to living with disability, 33% of respondents advised they identified as
such. This has been an upward trend from 21% in 2023, and 11% from 2015 data.

37% of respondents advised they care for someone informally living with disability
(compared to 36% from 2023 data). 15% of respondents informed they both live with
disability and care for someone informally living with disability (compared to 5% from

2023 data).

Figure 5: Respondents who identify as a person with disability
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Education and previous employment

When asked about their most relevant formal training or qualification for working in
the disability advocacy sector, 55% of respondents reported holding a bachelor’s
degree or higher, and 77% reported holding a diploma qualification or higher. One
respondent listed “lived experience” under “other”. There were no notable differences

compared to the 2023 data.
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Table 1: Most relevant formal training/qualification for position

Level of education Percentage of | Percentage of
respondents respondents
2024 2023
Year 11 or below (including certificate | or 1% 0%
certificate Il)
Year 12 3% 5%
Certificate lll/certificate IV 11% 12%
Diploma/advanced diploma/associate degree 22% 19%
Bachelor’s degree 32% 33%
Graduate certificate/graduate diploma 8% 10%
Master’s degree/doctoral degree 15% 15%
Other 3% 6%
Unaccredited training 4% -
Prefer not to answer 2% -

Respondents were asked to name the qualification most directly relevant to their role
in the disability advocacy sector. This free-text question reflects the diversity of
educational backgrounds across the sector.

The most common response was a diploma in community services or disability
(15%). Other frequently mentioned qualifications included:

e bachelor's/master’s in social work (12%)

e bachelor's/master’'s/PhD in law (11%)

e bachelor’s in social sciences (including psychology, criminology, sociology,
disability) (7%)

e certificate IV in disability or mental health (4%)

e additional qualifications in human rights, special education, and counselling.

Respondents also identified their previous field of work prior to entering the disability
advocacy sector (multiple responses could be selected).

The most common background was in the disability field (41%), and of those, 44%
specified roles as disability support workers. The second most common background
was in other services/community work (20%), followed by law (12%). 13% provided
further detail under the “other” category, most often describing community-focused
roles. A small number reported backgrounds in diverse fields such as IT, film
production, archaeology, and digital data/geographic systems.

Type of advocacy and other services delivered

Organisations were asked to identify the types of advocacy they provide. The vast
majority reported delivering individual advocacy (91%) and systemic advocacy
(69%). Notably, all organisations that provided systemic advocacy also delivered
individual advocacy.

31% of organisations reported providing only one type of advocacy, most commonly
individual, citizen, or family advocacy. The remainder delivered a broader mix:
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o 29% provided 2 types of advocacy.

e 23% provided 3.

e 11% provided 4.

e 6% (2 organisations) delivered 5 types of advocacy.

It is important to note that organisations may interpret advocacy types differently,
particularly systemic and self-advocacy.

For example, while 29% of organisations reported delivering self-advocacy,? the way
this is defined and implemented can vary significantly depending on the organisation,
jurisdiction, and systemic issues facing people with disability in their region.

Figure 6: Types of advocacy models provided
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Organisations were asked whether they provide advocacy to specific target groups,
including advocacy to people based on their age, gender, disability type, or cultural
background.

e 63% of organisations responded “yes”.
e 34% responded “no”.
e One organisation preferred not to answer.

Respondents who answered “yes” could select more than one target group.
As shown in Table 2, among the 22 organisations that indicated they provide
targeted advocacy, 55% support people with intellectual and/or cognitive
impairments, 50% support First Nations people, and 46% support people with
acquired brain injuries. One respondent used the “other” category to specify
advocacy for families raising children aged 0 to 18.

8 Self Advocacy is a disability rights movement where people with disability work together to speak up about
shared issues, take action, and make change. This is different to the self-advocacy many organisations have
shared they undertake with the NCDA, which is providing a person with disability information and tailored advice
on how to resolve a specific matter affecting them. More information on the Self Advocacy movement can be
found at https://www.voicestogether.com.au/self-advocates/what-is-self-advocacy/.
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Table 2: Targeted advocacy

Targeted advocacy group

Percentage of

respondents

2024
First Nations people 50%
Culturally and linguistically diverse people 36%
Young people 14%
People living in remote and isolated locations 36%
People with complex support needs 31%
Parents and carers 18%
People living with acquired brain injuries 46%
People living with intellectual and/or cognitive impairments 55%

To understand organisational structures, 66% of respondents noted they deliver
services in addition to disability advocacy. The most common services were NDIS
ILC projects (31%), then community legal centre services and aged care advocacy

(each at 14%).

While 34% of respondents provided a free-text response under “other”, many simply
stated that they do not deliver any additional services. This suggests a need to
include a clearer response option in future surveys, such as “no other services are

delivered”.

Table 3: Comparison — Other services delivered

Other service

Percentage of

Percentage of

respondents respondents
2024 2023
Aged care advocacy 14% 8%
Veterans advocacy 0% 4%
Community legal centre services 14% 25%
Financial counselling 6% 4%
DRO 11% 8%
NDIS ILC (including disability organisations 31% 42%
peer support)
NDIS coordination of supports 9% 8%
NDIS plan management 3% 13%
NDIS direct supports (including core and 6% 8%
capacity building supports)
Other 34% 8%
Abbreviations

DRO = Disability Representative Organisation; ILC = Information, Linkages and Capacity Building; NDIS =

National Disability Insurance Scheme
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Funding breakdown

Disability advocacy is primarily grant-funded by Commonwealth and state/territory
governments, with targets often set by the funding body. These grants allow people
with disability, and sometimes their supporters, to access advocacy free of charge.

The largest disability advocacy funding source identified by respondents was by far
the NDAP with 89%, followed by the NDIS Appeals Program with 57% receiving this
funding.

Figure 7: Funding source of respondents

Funding Source of Respondents
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Abbreviations

ACT = Australian Capital Territory; Cth = Commonwealth; NDAP = National Disability Advocacy Program; NDIS =
National Disability Insurance Scheme; NSW = New South Wales; NT = Northern Territory; Qld = Queensland;
Tas = Tasmania; Vic = Victoria; WA = Western Australia

The 2024 survey included a new question for organisations that selected “other state
funding”, asking them to specify the state government department providing the
funding and whether the program had a specialised focus. This was designed to
better understand which departments are investing in disability advocacy.
Responses included:

e Education-related funding: Two Department of Education grants (New South
Wales); advocacy for public school students with disability (New South Wales);
education-focused advocacy (Victoria); and advocacy for children with disability in
state education.

¢ National Legal Advocacy Program funding administered by Victoria Legal Aid.

¢ Queensland Department of Justice and Attorney-General: Justice support
advocacy for people with disability engaged with the justice system.
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e Western Australian Government Department of Communities: Systemic
advocacy funding and individual advocacy related to housing, education, and
discrimination.

Programs or projects discontinued

Between 1 July 2023 and 30 June 2024, 10 organisations (29%) reported that a
program or project was discontinued, including:

ILC projects

Disability Support Fund (Victoria)

decision-support program

Community Advocacy Project

systemic advocacy priorities

ceasing of a subcontract to provide training to interpreters to increase their
knowledge of working with people from CALD backgrounds with disability
accessing and participating in the NDIS.

It is noted that this is not a comprehensive list of programs and projects that have
been defunded during the year.

Current role and role breakdowns

It is common for staff in advocacy organisations to hold multiple roles due to funding
distribution.® A question was updated from the 2023 survey. It asked: “What is your
current role?” and allowed respondents to choose more than one option if they held
multiple roles. To capture a clearer breakdown, the 2024 survey asked for
respondents’ main role and, separately, any additional roles. Results from 2023 were
excluded to avoid inaccurate comparisons.

The results clearly show that the most common main role is individual advocate
(58%), followed by NDIS Appeals advocate (12%), and team leader/manager (9%).
Under “other”, 2 respondents listed community development worker as their main
role, while one each identified as operations and grants and project manager.

9 Funding for advocacy is often calculated by population data, meaning that an organisation may
receive funding that equates to less than a full-time position. Organisations create “dual roles” from different
funding streams to stretch funding and resources.
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Table 4: Main role of individual respondents

Main role Percentage of

respondents

2024
Individual advocate 58%
NDIS Appeals advocate 12%
Systemic advocate 1%
Solicitor 4%
Intake/information and referral 4%
Citizen advocacy coordinator 2%
Administration officer 3%
Team leader/manager 9%
Executive leader 3%
Other 3%

Abbreviations

NDIS = National Disability Insurance Scheme

When asked about additional roles, 65% of respondents reported holding more than
one role, while 34% had no additional roles. Among those with multiple roles:

44% had one additional role
13% had 2

5% had 3

3% had 4 or more.

Notable findings about additional roles include:

e 26% of respondents hold both individual advocate and NDIS Appeals
advocate roles

17% combine individual advocacy with team leader/manager responsibilities
15% also perform intake/information and referral work

14% hold both individual and systemic advocacy roles

8% juggle all 3: individual, systemic, and intake/information and referral roles
3 out of 5 executive leaders also perform individual advocacy.

These results highlight the overlapping responsibilities within the sector, with the
individual advocate role central to many combinations.

Workforce employment details

The largest employment group in the 2024 survey was permanent full-time staff
(42%), followed closely by permanent part-time (39%), making a combined 81% of
respondents in permanent roles (an increase from 69% in 2023).

In contrast, 18% of respondents reported being employed on a contract or casual
basis, down from 30% in 2023. This shift may reflect the impact of new limits on
fixed-term contracts introduced on 6 December 2023.1°

10 hitps://www.fairwork.gov.au/starting-employment/types-of-employees/fixed-term-contract-employees#new-
rules-for-fixed-term-contracts
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Table 5: Comparison — Employment status of respondents

Employment status Percentage of | Percentage of
respondents respondents
2024 2023
Permanent full-time 42% 29%
Permanent part-time 39% 40%
Contract full-time 9% 11%
Contract part-time 6% 17%
Casual 3% 3%
Volunteer 1% 0%
Other 0% 1%

Figure 8: Employment status of respondents

Employment status of respondents 2024

3%

v /1%

6%

- 42%

9% Permanent full-time
® Permanent part-time
@ Contract full-time

@ Contract part-time

39%

@ Casual ® Volunteer

Respondents were asked how long they have been working at their current
organisation. The largest group have worked at their current organisation for 3-5
years (35%), followed by 23% for 1-2 years, and 16% for less than a year. This
reflects a 12% increase in the 3—5-year group compared to 2023. Overall, 75% have
been with their organisation for 5 years or less, unchanged from the 2023 survey.

Table 6: Comparison — Length of time working for current organisation

Length of time

Percentage of

Percentage of

respondents respondents

2024 2023
Less than a year 16% 23%
1-2 years 23% 29%
3-5 years 35% 23%
6—10 years 12% 13%
11-15 years 8% 10%
16-20 years 3% 2%
More than 20 years 3% 1%
Other (one respondent noted 2—3 years) 1% -
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In relation to how long respondents have been working in the disability advocacy
sector, more respondents reported working in the sector for 3-5 years (32%, up from
22% in 2023), while fewer had less than a year of experience (11%, down from
18%). Overall, 67% had worked in the sector for 5 years or less, similar to 65% in
2023, with 35% having over 6 years experience, unchanged from 2023.

Table 7: Comparison — Length of time working in the disability advocacy sector

Length of time Percentage of | Percentage of
respondents respondents
2024 2023
Less than a year 11% 18%
1-2 years 23% 25%
3-5 years 32% 22%
6—10 years 13% 16%
11-15 years 9% 12%
16—20 years 5% 1%
More than 20 years 8% 6%
Other (2-3 years) 1% -

Recruitment, redundancy, and resignation of staff
Recruitment

Organisations were asked whether they have any difficulties recruiting
staff/advocates and were asked to expand on their response. 71% of organisations
reported recruiting difficulties, while 29% did not.

Free-text responses were themed to reflect key challenges, including:

e lack of experience, skills, or relevant qualifications (44%)

e difficulty recruiting in rural, remote, and regional areas (28%)

e limited job security (25%)

e uncompetitive salaries (12%).
Finding staff with the requisite skill set Finding staff in rural areas, being able to
experience and capacity to work within the offer a salary comparable to other sectors

demanding advocacy space.
New positions

The 2024 survey included a new question on roles created from new or increased
funding between 1 July 2023 and 30 June 2024. Ten organisations reported a total
of 27.6 new FTE positions. Most reported 2 or fewer roles; 2 reported 4 and 5, and
one outlier reported 10 new FTE positions.

Redundancy

Between 01 July 2023 and 30 June 2024, 11 organisations (31%) reported 30.4 FTE
positions were made redundant or had contracts ceased due to funding ending. Six
organisations reported losing one or fewer FTE positions, 2 organisations reported
losing 4.4 and 4.8 FTE positions, and one outlier reported the loss of 13.2 FTE
positions. These results were down from 42.5 FTE positions lost across 33
organisations in 2023.

Advocacy Workforce Survey 2024 Results | June 2025 | Page 18



Resignations

Between 01 July 2023 and 30 June 2024, 16 organisations (46%) reported a total of
42.3 FTE resignations. Eight organisations lost 2 or fewer FTE positions, 5
organisations lost 3, 5, or 6. One outlier reported losing 15 FTE positions to
resignations. This is down from 53.6 FTE positions that were lost across 31
organisations in 2023 due to resignation.

The survey asked respondents for insight into why individuals had resigned, with the
most common responses being “stress of the position/burnout” (26%) and “insecure
funding arrangements/not knowing if funding will be renewed” (21%). Under “other”,
one response cited the resignation was due to the government’s response to the
Disability Royal Commission.

Demand

Understanding the demand for people seeking assistance is important to represent
the pressures many organisations report. Between 1 July 2023 and 30 June 2024,
77% of organisations reported an increase in demand for advocacy, 23% saw no
change, and none reported a decrease.

Among those reporting an increase, 23% saw demand rise by 31% or more, while
19% were unsure. Compared to 2023, the trend indicates a continued and
concerning rise in demand.

Table 8: Comparison — Increase in demand over a 12-month period

Field Percentage of | Percentage of
respondents respondents
2024 2023
Increase of 5-10% 19% 18%
Increase of 11-15% 12% 18%
Increase of 16—20% 15% 24%
Increase of 21-25% 4% 12%
Increase of 26—30% 12% 0%
Increase of 31% or more 23% 18%
Not sure 19% 12%

Waitlists

The rise in unmet demand continues, where organisations are unable to provide
advocacy support when sought. This leads to the use of waitlists, triaging
frameworks to support those most in need (and usually in crisis), or temporary intake
closures, offering only advice and resources during peak times.

To reflect the sector’s varied approaches, the 2024 survey asked: “On average, in
July 2024, how long did people remain on your waitlist before receiving individual
advocacy assistance?” New response options included “we do not hold a waitlist”
and “we cannot calculate this as we triage each matter separately”.

The most common responses:
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o 23% of organisations selected “we do not hold a waitlist”.

e 20% chose “3—4 weeks” wait time.

e 17% chose “we cannot calculate this as we triage every matter separately”.

Free-text comments highlighted the ongoing pressure organisations face in
managing waitlists. While approaches vary, common themes emerged, presenting
an opportunity for the sector to collaborate and share strategies for managing rising
demand. A sample of responses is provided following Table 9.

Table 9: Average time spent on a waitlist

Time spent on waitlist Percentage of
respondents
2024
Less than a week 3%
1-2 weeks 11%
3—4 weeks 20%
5-6 weeks 6%
7-8 weeks 9%
11-12 weeks 6%
15-16 weeks 6%
We cannot calculate this as we triage every matter 17%
separately
We do not hold a waitlist 23%

If we can't assist, we provide a warm
referral in most cases.

I'm often having to decide between 2
people facing homelessness: who gets
help and who has to wait another month.

We have weekly referrals and if we are
unable to take people on we do warm
referrals. We have an unofficial “waitlist”
for extremely vulnerable people if we are
unable to refer them elsewhere.

Our staff work very hard to stay on top of
our waitlist. This often means that staff
work over and above their contractual
obligations in order to meet this demand.
Our organisation is held in high regard

Advocate practice and well-being
Unpaid hours

within our region for actioning referrals as
quickly as possible, but this does have an
impact on staff and will not be sustainable
if our current trajectory of increased
referrals continues without additional
funding.

We always have a waiting list but offer
ongoing information/advice/referral while
people wait. We triage based on the
urgency of the issue, whether the person
has capacity to self-advocate with support
and whether they have informal or other
formal supports in their lives. We prioritise
people who have multiple layers of
disadvantage and who will struggle to self-
advocate.

Respondents reported the unpaid hours (including accruing time off in lieu) they
worked during the week of 5-11 August 2024.
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47% reported no unpaid hours were undertaken, 19% worked 1-2 hours, 18%
worked 3-5 hours. There were no notable differences to results from 2023.

A new question in 2024 asked whether these unpaid hours were a normal part of
employment, less than usual, or more than usual. Most respondents indicated the
unpaid hours were a normal part of their role, highlighting the impact of increasing
demand and reinforcing concerns about burnout — especially when unpaid work is
not monitored and managed appropriately. In the next survey, the question will be
revised to exclude time off in lieu from the calculation of unpaid hours. This is
because time off in lieu is a form of flexible work arrangement that ensures all hours
worked are ultimately compensated.

Table 10: Unpaid hours undertaken

Unpaid hours taken | Percentage of | Percentage of respondents in each
respondents category who usually work this many
2024 unpaid hours
None 47% 49%
1-2 hours 19% 53%
3-5 hours 18% 65%
6—7 hours 4% 57%
8—10 hours 5% 50%
More than 10 hours 4% 57%
Prefer not to answer 2% -

Most satisfying and challenging aspects of work

Respondents shared the most satisfying aspects of their work, with the option to
select more than one answer. As in the 2023 survey, the most common responses
were “knowing | have made a positive difference on an individual level” (68%), and
“‘empowering people with disability to exercise their rights” (65%).

Table 11: Most satisfying aspect of work

Most satisfying aspect Percentage of | Percentage of
respondents respondents
2024 2023

Knowing | made a positive difference on an 68% 77%

individual level

Knowing | made a difference on a systemic 28% 42%

level

Empowering people with disability to exercise 65% 70%

their rights

Assisting an individual at the Administrative 31% 25%

Appeals Tribunal for a positive outcome

Resolving an issue/achieving a desired 57% 67%

outcome

Interactions with clients and colleagues 41% 62%

Other 1% 4%

— e
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Two respondents selected “other”; one valued applying specialised intersectional
knowledge to achieve outcomes, while the other took satisfaction in maintaining
organisational viability, supporting best practice, and working with volunteers and
staff.

When asked about the most challenging aspects of their work (with multiple
responses allowed), the top issue, consistent with the 2023 survey, was unmet
demand, with 69% selecting “the number of people seeking assistance being more
than we can meet”. Other common challenges included “the complexity of matters”
(52%) and “inaccessibility of systems and programs” (49%).

Free-text responses under “other” highlighted additional challenges such as unstable
funding, societal barriers to inclusion, managing staff behaviours, lack of resources,
feeling expertise is undervalued, and engaging and motivating the governance

group.

Table 12: Most challenging aspect of work

Most challenging aspect Percentage of | Percentage of
respondents respondents
2024 2023

Number of people seeking assistance exceeds

capacity (unmet demand) 69% 68%

Increased reporting and compliance

requirements 26% 33%

Complexity of matters 52% 49%

Meeting expectations of governing bodies 23% 19%

Repeated advocacy for the same issue 42% 65%

Inaccessibility of systems and programs 49% -

Lack of time/resources for professional

development 28% 34%

Maintaining a good work-life balance 25% 18%

Behaviour of service providers 32% -

Client demands 27% -

Prefer not to answer 2% -

Other 6% 16%

Health and well-being

Respondents were asked how often they feel their work is impacting on their health
and well-being, a slight change from the 2023 survey, which asked how often they
feel “stressed/overwhelmed at work”. Notably, 42% of respondents reported that
their work impacts upon their health and well-being daily or weekly.
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Table 13: Frequency of feeling stressed/overwhelmed at work

Percentage of
respondents
Frequency 2024
Daily 10%
Weekly 32%
Monthly 22%
All the time 5%
Never 15%
Prefer not to answer 4%
Other (e.g. occasionally, and when there are complex
matters) 11%

The 2024 survey included a question for respondents to select from multiple options
about the cause of stress/overwhelm in their role, an update from the 2023 survey,
which included only a free-text option. The most reported causes were “not having
enough time to complete all tasks” (42%), “managing client expectations” (42%), and
‘unmet demand” (41%).

Free-text responses under “other” frequently highlighted themes of inaccessible or
broken government systems and insufficient funding.

Table 14: Cause of stress/overwhelm at work

Cause of stress/overwhelm at work Percentage of
respondents
2024
Unsustainable workloads 31%
Managing client expectations 42%
Unmet demand 41%
Vicarious trauma 37%
Not having enough time to complete all tasks 42%
Relationships within the organisation 20%
Managing staff 6%
Prefer not to say 5%
Other (free text) 15%

Respondents were asked whether their organisation provides support in dealing with
stress/overwhelm at work. 78% said “yes” (down from 91% in 2023), 13% selected
“no” (up from 5% in 2023), and 8% selected “prefer not to say”. Unlike the 2023
survey, which included an “other” free-text option, the 2024 survey offered “prefer not
to say” as a response.
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Figure 9: Organisation support in dealing with stress/overwhelm at work

Does your organisation provide any support in dealing
with stress/ overwhelm at work

No Prefer not to answer 3%

13% -/

Yes
78%

The respondents who answered “yes” to whether their organisation provides support
for dealing with stress/overwhelm were then asked to select the types of support
offered. Unlike the 2023 survey, which only included a free-text response, the 2024
survey offered multiple-choice options based on last year’s responses. The top 3
supports identified were “employee assistance program” (80%), “flexible workplace
practice” (79%), and “supportive workplace practices” (65%).

Table 15: Type of support provided in dealing with stress/overwhelm at work

Type of support provided Percentage of
respondents
2024
Employee assistance program (EAP) 80%
Internal supervision 63%
External supervision 38%
Professional development opportunities 56%
Supportive workplace practices 65%
Flexible workplace practices 79%
Staff/team wellness activities 34%
Subsidised wellness membership/s 0%
Additional paid time off 17%
Prefer not to answer 0%
Other (free-text responses included “respect for autonomy” and
“equity and inclusion taken seriously”) 4%

Of the 21 respondents who answered “no” to the previous question, 18 provided
free-text responses to identify the supports they would find helpful in dealing with
stress/overwhelm at work. The most common were related to receiving better
internal debriefing and external supervision. Others included additional leave, better
recognition of the stressors they experience, team building, ability to work from home
on occasions, improved pay conditions, fit for purpose customer relationship
management system, and improved communication from management.
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Looking for other employment

Respondents were asked to indicate how likely they were to look for another job
outside their current organisation in the next 6-12 months. 16% were “very likely”,
16% “likely”, 57% “not at all likely”, and 10% preferred not to answer. These were
similar to the 2023 survey (15% “very likely”, 17% “likely”, 65% “not at all likely”).

Respondents were also asked whether they would be working in the disability
advocacy sector 2 years from now. 46% said “yes”, 13% “no”, and 41% were “not
sure” — almost identical to the 2023 results (46% “yes”, 9% “no”, 44% “not sure”).

While it is encouraging that nearly half intend to remain in the sector, the fact that
54% either plan to leave or are unsure highlights a need for organisations to ensure
staff feel supported amid ongoing challenges.

Figure 10: Likelihood of working in the disability advocacy sector in 2 years

Likelihood of respondents working in the disability
advocacy sector 2 years from now

Prefer not to answer
4%
Yes
46%

No
13%

People were asked 2 questions with free-text responses:

1. “Do you have any comments about the chance of looking for a job outside your
organisation?”
2. “Do you have any other comments about working in the advocacy sector?”

69% responded to the first question and 46% responded to the second. Many
expressed that they find their work deeply rewarding, particularly through building
relationships and supporting people to grow in confidence and self-advocacy.

However, a strong theme also emerged around fatigue and frustration. One
respondent described feeling “systemically exhausted”. Many shared their struggles
with inaccessible systems, slow progress towards change, burnout, insecure
funding, and heavy workloads.

Advocacy Workforce Survey 2024 Results | June 2025 | Page | 27



Here are some examples of what people shared:

It’s a highly stressful yet rewarding job.
Great teamwork but all team members are
constantly under the pump and working
overtime most days.

The glacial pace of feeling like a toothpick
trying to move a mountain is frustrating
but also can [be] rewarding when
suggested policy solutions are adopted or
mindsets are shifted.

Feeling like the systemic issues are
insurmountable and the government isn't
listening/isn't brave enough to invest in the
programs needed. Feeling like we're
overworked and underpaid/not valued for
the work we do.

Love the work, can’t cope with the burn
out.

Training and development

Advocates should be able to penetrate the
system and sectors to get the right
information to enable them to support
more people with disability.

I have limited capacity to continue to work
in the disability sector. It is emotional and
taxing work.

The uncertainty of government funding
breeds insecurity in the workplace and this
is one of the most challenging aspects of
working in the advocacy sector.

I enjoy my job and role. | have a
supportive manager and teammates in the
organisation, if | didn't have these
relationships, | don't think | could retain
the job role.

A key focus for the NCDA is to gain an understanding of the areas that organisations
and staff feel are important in relation to training and development.

Individuals

The 2024 survey asked respondents whether they had attended any training
between 1 July 2023 and 30 June 2024 that enhanced their advocacy skills and
knowledge. Expanding on the simple yes/no format used in 2023, the updated
question allowed respondents to select from a broader range of training types.

49% reported participating in “NCDA-hosted training”, and another 49% in
“organisation-hosted training”. 15% said they had not attended any training that
enhanced their advocacy knowledge and skills.
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Table 16: Type of training attended between 1 July 2024 and 30 June 2024

Training type Percentage of
respondents
2024
NCDA-hosted training 49%
Organisation-hosted training 49%
Non-disability advocacy-specific training 37%
Other 26%
None 15%
Prefer not to answer 1%

Respondents were invited to share, via free text, any aspects of the training they
particularly valued. 43% responded, highlighting a wide range of training topics. The
most commonly appreciated areas included trauma-informed practice, culturally safe
practice, suicide awareness, legal-related training, and Easy Read training.

Additionally, 22% of those who responded emphasised the value of connecting with
peers, both within their organisations and across the sector, during training sessions.

Training and professional development needs

Both organisation and individual respondents were asked to rate the importance of
various training and professional development topics over the next 2 years. This
question was slightly revised from the 2023 survey and divided topics into 3 sections:

“advocacy practice”, “management”, and “other areas of practice”.

Figure 11 provides an overview of the results in order of priority. The organisation
and individual results are equally weighted as a percentage to provide consistency.
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Figure 11: Training needs in order of importance

Survey results in order of importance

Advocacy Practice

Working with clients with complex issues
First Nations cultural safety

CALD cultural safety

Trauma-informed practice

Supported decision making practice
Using alternative communication methods
Working with interpreters

Values driven advocacy

Effective communication skills

Working with people with specific disability
NDIS appeals processes

Writing case notes

Mediation and complaint management

Introduction to advocacy

Management

Outcomes/impact measurement
Disability leadership

Evaluation

Risk management and legal issues
Improving organisational culture
Governance training for boards

Attraction and retention of people

Other Areas of Practice

Community development skills in advocacy
Mental health first aid

Understanding public policy

Task management and general productivity
Using artificial intelligence

Computer and software skills
Fundraising/philanthropy

Using social media

m Combined

Abbreviations

CALD = culturally and linguistically diverse; NDIS = National Disability Insurance Scheme

Advocacy Workforce Survey 2024 Results | June 2025 | Page | 29

o

20

Organisation

40

® Individual

80

100



The top 3 priorities identified by both individuals and organisations in each section
are shown in Table 17. The results highlight the shared views between organisations
and individuals on key areas for development.

Table 17: Training and professional development needs

Training Top 3 important topics Top 3 important topics
section for individuals for organisations
Advocacy 1. Working with clients with 1. Working with clients with
practice complex issues (81.6%) complex issues (91.4%)
2. First Nations cultural 2. First Nations cultural safety;
safety (78.5%) values driven advocacy; and
3. CALD cultural safety; and effective communication skills
trauma-informed practice (sharing 77.1%)
(sharing 77.1%) 3. CALD cultural safety (74.3%)
Management 1. Disaboility leadership 1. Le.adership and management
practice (57.6%) skills (85.7%)
2. Outcomes/impact 2. Outcomes/impact
measurement (56.3%) measurement; and disability
3. Leadership and leadership (sharing 82.9%)
management skills 3. Training for board/management
(51.3%) committees (governance) (74%)
1. Community development 1. Understanding public policy;
oOft 2‘:;;2?:25 skills in advocacy (72.8%) and
2. Mental Health First Aid 2. Mental Health First Aid (sharing
(70.9%) 71.4%)
3. Understanding public 3. Community development skills
policy (60.1%) in advocacy (68.6%)

Abbreviations
CALD = culturally and linguistically diverse

Accessing training and professional development preferences

Respondents were asked about their delivery preferences for training and
professional development; multiple answers could be chosen. Online training was
the most preferred (84%, up from 76% in 2023), followed by group training at the
workplace (57%, down from 63% in 2023).
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Table 18: Preference for accessing training/development

Delivery preference

Percentage of

Percentage of

respondents respondents
2024 2023
Online 84% 76%
Group training at your workplace 57% 63%
Training provided in your local 52% 56%
area/community
Attend a conference 32% 48%
Travel within your state to train with other 42% 46%
colleagues/organisations
Travel interstate for training 15% 19%

Other resource needs

Respondents were asked the same question as the 2023 survey: “Apart from more
advocacy, what resources (including technology) would help you perform your work

more effectively?”

As in 2023, the most popular responses were “advocacy-specific templates and
guides” (63%, up from 44% in 2023), “formal guidance in relation to advocacy
practice” (47%, up from 44% in 2023), and “more effective client record management

system” (37%, up from 36% in 2023).

In the “other” free-text responses, common suggestions included more effective
escalation pathways with government departments, administrative assistance, and

access to external supervision.

Table 19: Additional resources to help perform work more effectively

Resources Percentage of | Percentage of
respondents respondents
2024 2023

Formal guidance in relation to advocacy 47% 44%

practice

Advocacy-specific templates and guides 53% 44%

More effective client record management 37% 36%

system

Improved information and communication 32% 26%

technology (including updated computers)

Office space, aesthetics, workstation set- 24% 22%

ups/furniture

Nil — we are well resourced 9% 12%

Motor vehicle fleet (modern, safe, enough 22% 11%

vehicles)

Other 16% 12%

Not sure 4% 8%

Of those who selected “advocacy-specific templates and guides” in the previous
question, 73% provided free-text responses outlining advocacy-specific tools, areas,

or topics they would find useful.
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Responses covered a broad range of needs and have been categorised in Table 20.
The most common category was resources related to advocacy practice (28%),
including topics such as defining the advocacy role, setting boundaries, and tools for
intake and triage. The most frequently mentioned specific topic was NDIS Appeals
(16%), with additional requests for guidance on the general NDIS and related topics
making up a further 26%.

Table 20: Advocacy-specific templates and guidance requirements

Category Percentage of
respondents
2024

Advocacy practice, including planning, best practice, boundaries, 28%

role, case studies, intake triaging

Templates for navigating systems such as NDIS, Centrelink, 26%
guardianship and administration, housing

Guides regarding complaint steps and legal processes for various 26%
systems such as NDIS providers, discrimination, housing

NDIS Appeals specific guides 16%
Policies and procedures, compliance, risk assessments, reporting 18%
and SCORE

Of the individuals who selected “formal guidance in relation to advocacy practice”,
83% provided free-text responses outlining the areas or topics where guidance
would be most useful.

As with the responses on advocacy-specific templates and tools, a wide range of
topics were identified; there was some overlap between the 2 questions, suggesting
the wording may benefit from review in future surveys. The most common themes
were guidance on the advocacy role and core skills (35%), followed by guidance on
complex advocacy areas (31%).
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Table 21: Formal guidance relating to advocacy practice requirements

Category Percentage of
respondents
2024

Advocacy role and skills-related guidance, including defining 35%

advocacy role, managing expectations, working with complex
situations, communication and negotiation skills, cultural
awareness

Managing complex advocacy topics such as NDIS Appeals, group 31%
homes, criminal justice system, safeguarding systems

Peer support, discussing complex case studies, supervision 17%
(internal and external), reflective practice

Navigating legal issues 15%

Advocacy standards, ethics, compliance, policies and procedures, 13%
managing conflict of interest and issues with consent

NCDA impact and support

The 2024 survey asked organisations and individuals about the NCDA'’s impact
between 1 July 2023 and 30 June 2024, as well as the types of sector support they
would like the NCDA to provide over the next 2 years.

NCDA impact

Both individuals and organisations were asked whether the NCDA had a positive
impact on their role or organisation. Overall, 46% of individuals and 62% of
organisations reported a positive impact. In contrast, 16% of individuals and 3% of
organisations said there was no impact, while 33% of individuals and 9% of
organisations were unsure.

The relatively high number of individuals who were unsure suggests an opportunity
to provide guidance around how the NCDA'’s impact could be defined for future
surveys.
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Table 22: Has the NCDA had a positive impact?

NCDA impact Percentage of Percentage of
individual respondents | organisation respondents
2024 2024
Yes, a positive impact 46% 62%
No, no impact 16% 3%
Unsure 33% 9%
Prefer not to answer 4% 24%

Free-text responses about the NCDA'’s impact reflected several key themes:

Peer networking: Respondents expressed strong appreciation for
opportunities to connect, share knowledge, and collaborate across the sector.

Learning and development: There was positive feedback on the availability
of relevant training and sector support.

Coordination: The NCDA was seen as contributing to greater cohesion and a
stronger collective voice on systemic issues, as well as improved data
collection.

Information dissemination: Respondents valued the timely sharing of sector
updates, insights on current issues, and legislative or policy developments.

It made me think about how | work It has raised the profile and status
and what to do to improve my of advocacy and provided support
mental health at work. and training opportunities to

services that would otherwise miss
We welcome the sense of out.

connectivity that NCDA has

ushered in for our sector. The sessions for both advocates
and managers have been thought
provoking and at times has
changed practice or organisational
systems.

The networking opportunities and
opportunities to learn from other
experienced advocates in the
sector is very helpful. They make
me feel less alone, particularly
because advocacy is generally a
solo role.

Sector support

Individuals and organisations shared what types of sector support they would like the
NCDA to provide over the next 2 years. Key themes from the free-text responses
included:

Sector collaboration: A desire for stronger coordination and collaboration,
particularly around systemic issues such as NDIS reforms and the
implementation of Disability Royal Commission recommendations.
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Respondents also called for more sector-wide training events and expanded
networking opportunities.

e Centralised advocacy resources: Requests for consistent, client-centred
language guidelines and a central hub of advocacy tools, including templates.

¢ Organisational and strategic development: Support with accreditation
management, quality assurance, and simplifying compliance processes.

o Staff development: Resources to assist with onboarding new advocates,
ongoing peer networking, specialised training for experienced advocates,
updates and guidance on NDIS related policy and legislative changes.

e Shared resources and efficiency: Interest in shared tools for leadership,
monitoring and evaluation, reporting, and standardised policies covering
human resources and legal compliance. Some respondents also suggested
exploring sector consolidation to improve efficiency and impact.

e Sustainability and funding: Support for advocating more sustainable,
indexed funding; financial support for rural and remote organisations; and
funding to enable regional representatives to attend sector events.

e Campaigning: Interest in an NCDA-led public education campaign to raise
awareness of advocacy roles, disability rights, and the challenges facing the
sector.

Systemic challenges

While the NCDA does not coordinate or undertake systemic advocacy, its role
includes gathering insights and analysing emerging systemic issues through
engagement with the disability advocacy sector. For more detail on systemic
advocacy insights, please refer to the NCDA'’s Systemic Advocacy Insight Report
(March 2025)."

The 2024 survey simplified the systemic advocacy section compared to 2023. This
year, both organisations and individuals were asked: “Are there any specific
systemic advocacy issues you believe DANA should address over the next two
years?”

All free-text responses have been shared with DANA'’s Policy and Advocacy team to
help inform their work. Advocacy organisations are also encouraged to contact the
NCDA directly to share systemic issues they are addressing.

Key themes emerging from the survey responses are presented in Table 23.

11 NCDA, Systemic Advocacy Insight Report No. 2 (March 2025)
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Table 23: Systemic advocacy issues identified in the 2024 survey

Scheme (NDIS)

Theme Specific topics

National The most frequent responses focused on the NDIS, including
Disability recent and upcoming legislative changes, access barriers
Insurance caused by the high cost of reports, foundational supports, and

safeguarding measures.

Disability Royal
Commission
(DRC)

The next most common response highlighted the need for
advocacy focused on the full implementation of DRC
recommendations and the identification of remaining gaps.

Advocacy funding

Addressing funding shortages, especially for rural and remote
and small organisations; also, the need for streamlined
advocacy funding, affordable insurance arrangements and
accessible auditors.

Inclusive
education and
employment

Ending segregation, advocating for an independent complaint
mechanism in educational institutions, and inclusion in early
education.

Culturally and
linguistically
diverse (CALD)

Support for CALD strategies and visa statuses for people
needing NDIS support.

Housing

Advocate for community-led housing initiatives and affordable
housing models.

Parents with
disability

Address biases affecting parents with disability in the child
protection system. Advocate for fair and supportive treatment.

Human Rights
Act

Calls for a Human Rights Act to reinforce systemic protection
for people with disability and support broader societal
understanding of disability rights.

Digital inclusion
and access

Tackle digital exclusion challenges, ensuring people with
disability have equitable access to technology and support in
navigating digital systems.

Advocacy sector

Educate the public on advocacy roles and disability rights to
shift societal perceptions and enhance the visibility and
understanding of advocacy work. Consistent advocacy
framework and data collection standards.
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Lessons learnt

Simplifying the surveys from 2023 helped improve the response rate for both the
individual and organisational surveys, with no noticeable drop-off in responses as
participants progressed through the survey.

Notably, there was a slight decrease in the number of organisations completing the
survey, with 35 organisations responding in 2024 compared to 41 in 2023. This may
indicate a need for further engagement with organisations to assist with any barriers
to participating in the survey and encourage greater participation.

On a positive note, individual participation in the survey increased from 114 in 2023
to 158 in 2024. This growth reflects the strong engagement the NCDA and its team
have built over the past year. It is questionable whether an annual survey is too
frequent, given limited change from year to year. However, the rise in participation
and the ongoing reforms in the disability advocacy sector highlight the importance of
maintaining an annual survey for the time being. This allows for timely identification
of emerging trends and more responsive action.

Conclusion

The NCDA sincerely appreciates all survey respondents for their time and thoughtful
input, particularly regarding insights into the challenges organisations and individuals
face with the ongoing rise in demand for services. The NCDA recognises that
completing these surveys takes valuable time from staff at all levels of the
organisation, but with the sector’s participation, the NCDA can continue to build upon
this valuable data.

The NCDA is committed to continuous improvement and welcomes feedback in
relation to all its activities. If there is specific feedback concerning the workforce
survey or this report, please email ncda@dana.org.au.

Version control
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