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Chairperson’s Report
Serge Voloschenko OAM

Welcome to the Summer Edition of EVOCA 

magazine 2015, focusing on education and 

training. This issue of EVOCA includes important 

information about the activities of ECCQ Ltd 

which is made up of three divisions, ECCQ, 

Diversicare and Berlasco Court. 

First of all, I would like to extend a very warm 

welcome to those who are joining our team as 

newly elected Board Directors. New directors 

on the board include Evelyn Saragossi, Freda 

Valassakis and Elijah Buol. Also, I would like to 

welcome back those directors who were re-

elected at ECCQ’s Annual General Meeting 

on Wednesday 28 October 2015 (photos of 

the AGM feature on page 5-6). Yasmin Khan 

has joined Michael Yau as ECCQ’s Deputy 

Chairpersons and Alton Budd has been re-

elected as Director. 

I express my sincere gratitude to Surendra 

Prasad OAM and Anthony Lin for their signifi cant 

contribution over the years. It is important to 

emphasise the enormous commitment made by 

current and past directors who selfl essly volunteer 

their time and contribute to the mission of ECCQ 

through their experience and skills. The board is 

set to focus on the future with adaptive strategic 

planning so that ECCQ can continue to make a 

difference to those we serve.   

In this issue of EVOCA we look at education 

and training as a pathway to meaningful 

employment for culturally and linguistically 

diverse (CALD) community members. Job seekers 

from CALD backgrounds require appropriately 

targeted education programs that expand their 

employment opportunities. There are many 

examples in the following articles that highlight 

the current barriers which people from CALD 

backgrounds face. The articles also provide 

ideas about how training programs for these 

individuals can be enhanced. For example, 

profi ciency in English proves to be crucial in 

enabling employment opportunities for refugees 

and migrants. Another issue which is explored 

is the importance of skills conversion and how 

recognising existing skills can signifi cantly improve 

opportunities for job seekers. 

We also feature past participants of our 

Community Leadership Program, a program 

funded by the Department of Social Services 

(DSS) under the Settlement Grants Program. This 

training program builds leadership capacity 

in communities and associations. We check-in 

with some of our new and emerging community 

leaders and are pleased to see that despite 

the challenges, they are continuing to seek 

opportunities to learn and gain new skills to be 

leaders within their own communities. 
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We examine how education can lead to better 

health outcomes through a new research project 

undertaken by our HIV/AIDS, Hepatitis and Sexual 

Health Program funded by Queensland Health, 

to educate CALD communities on the benefi ts of 

HIV testing and treatment. 

The benefi t of cross-cultural awareness programs 

for service providers to improve service delivery is 

more than just anecdotal. It is important to note, 

however, that cross-cultural training is about 

awareness. Featured in this issue of EVOCA 

is Diversicare’s HACC Multicultural Advisory 

Service (HACC MAS), funded by DSS and the 

Department of Communities, Child Safety and 

Disability Services. This article describes how 

cross-cultural training is delivered to community 

care and aged care service providers to 

increase their understanding of CALD clients. In 

addition, recent work of Diversicare’s Partners in 

Culturally Appropriate Care (PICAC) program, 

also funded by DSS, is included. These programs 

and services are raising awareness about 

cultural and language barriers so that we can 

better meet the needs of individuals from CALD 

backgrounds. I encourage you to read more 

about them in this issue of EVOCA.  

Finally on behalf of the ECCQ Board of Directors 

I would like to sincerely thank all those who 

supported us throughout the year. We are most 

grateful for the support from our members, 

communities, government partners, staff and our 

volunteers  

Many of you will be celebrating different religious 

and cultural events in the following weeks and 

similarly will be observing different calendars. It 

is a true illumination of diversity. So let us all be 

proud of our living multiculturalism!

May you enjoy happy and safe holidays with 

your family and friends! ■
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As the Australian population continues to age 

and the birth-rate is steadily declining, the 

available skilled workforce diminishes. Therefore, 

there are compelling social and economic 

reasons to build up the workforce and continue 

to strengthen opportunities for employment 

by investing in education and training, not 

only for young Australians, but also for those 

from culturally and linguistically diverse (CALD) 

backgrounds.

Working migrants can contribute not only to 

government revenue from taxes but they also 

bring with them a variety of skills which are vital 

for Australia’s economic growth and prosperity in 

the 21st Century.

Since the 1970s, migration numbers have been 

steadily increasing and refugee numbers are 

at their highest in the last 15 years. As migrants 

and refugees come to Australia, one of the most 

signifi cant challenges they face is achieving 

successful settlement and fi nding suitable 

employment. While many economic migrants 

fi nd work and enjoy upward mobility, others such 

as humanitarian entrants and refugees face a 

multitude of barriers to employment and require 

extensive support. 

The successful settlement of refugees and 

migrants helps to ensure that these individuals 

are able to make a signifi cant contribution 

to Australian society. Access to appropriate, 

adequately remunerated work where legal 

conditions of employment are met, provides 

a pathway to better self-esteem, confi dence 

in their abilities, and better health generally. 

Employment helps to ensure adequate 

accommodation, nutrition and social inclusion. 

Many migrants and refugees also see 

employment as an opportunity to give back to 

the country and to the community.  Amir, an 

Iraqi refugee confi rms this stating, “We are ready 

to work and pay taxes….I don’t want to be a 

burden… I want to be a part of the Australian 

community” (The Australian 22 /01/2013, pg 1-2).

There are many barriers to successful 

participation in employment experienced 

by migrants and refugees. These barriers are 

complex and unique for each and every person. 

In order to minimise these barriers, all sectors 

involved in settlement, employment and training 

services need to collaborate in order to facilitate 

successful outcomes. Some of these barriers are 

explored in the following article.

Work experience and education 

For many migrants and refugees arriving 

in Australia, the most signifi cant barrier to 

gaining employment is a lack of relevant work 

experience and/or education. Many Australian 

employers are unwilling to recognise a high level 

of qualifi cations and the international experience 

that some migrant and refugee job seekers have. 

The scope exists for both public and private 

sector employers to create better opportunities 

for migrants and refugees to develop local work 

experience, which will pay dividends in the long 

run. 

The link between education and employment 

is commonly recognised: the lower the level 

of education achieved, the higher the job 

seekers’ labour market disadvantages. Young 

CALD job seekers, particularly those who are 

fi rst generation humanitarian entrants, are likely 

to suffer an array of disadvantages including 

limited schooling, few if any qualifi cations, and 

limited vocational skills or work experience in their 

country of origin or in Australia. Like Australian-

born job seekers, poor job-readiness and a failure 

to demonstrate a proven employment history 

is a signifi cant barrier to fi nding work. Finding 

work is even more challenging for those whose 

fi rst language is not English. Not only may they 

lack a work record, they may have no actual 

experience of searching for employment.

While, there are a number of training programs 

in place to help migrants and refugees gain the 

necessary skills to join the workforce, a common 

complaint heard among settlement agencies in 

Australia is that little support is given post-training 

to help graduates connect to the job market 

and potential employers.

Concerns have also been raised about the fact 

that many traineeships are restricted to youth, 

leaving older migrants and refugees who could 

benefi t from greater access to these programs, 

without adequate opportunities to improve 

their skill levels. A factor that is preventing some 

companies and organisations from establishing 

work experience programs, which would provide 

job seekers from CALD backgrounds with the 

necessary skills to gain work in that sector, is 

the health and safety costs involved in such 

programs.
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Occupational health and safety standards in 

developing countries are generally less stringent 

than those in Australia. As a result, many new 

arrivals are not fully aware of their rights in 

the workplace and are therefore unable to 

exercise them. For those working in the informal 

sector, speaking up about poor or exploitative 

conditions may be perceived as jeopardising 

one’s visa and subsequent opportunity to obtain 

permanent residency in Australia. Insuffi cient 

English language skills can also inhibit their 

ability and confi dence to voice concerns over 

employment conditions.

Recognition of prior learning and qualifi cations

The process of having overseas qualifi cations 

recognised within Australia is challenging, 

lengthy and often a costly experience. As such, 

many overseas qualifi ed professionals end up 

working in areas outside their profession or at a 

disproportionately low level. In addition, some 

refugees and humanitarian entrants do not 

have or have lost the supporting documentation 

required to prove qualifi cations gained in their 

country of birth.

The period spent working outside an area of 

expertise, often in low-skilled employment does 

not assist in building a strong professional base 

or networks in Australian industries. Such a loss of 

connection to their skills often results in decline in 

confi dence in ever fi nding relevant employment, 

coupled with the sense of disillusionment 

and fear for the future. By not recognising 

prior learning and qualifi cations, Australia is 

underutilising the potential human capital that 

migrants and refugees offer.

English language skills and the workplace

A lack of English language profi ciency is 

widely recognised as a major barrier to 

employment. Some skilled individuals are able 

to communicate fl uently in English but fi nd 

jargon, numerous acronyms and slang diffi cult 

to understand. Others have limited literacy and 

numeracy as well as a strong accent which 

makes them diffi cult to understand. 

Research has confi rmed that there is a signifi cant 

correlation between English ability and 

employment, with better English speakers being 

far more likely to be employed than those who 

do not speak well or not at all. 

Many job seekers can also lack the linguistic 

skills required to search and apply for jobs. 

Additionally, migrants and refugees may have 

a limited understanding of Australian workplace 

culture and consequently may experience 

diffi culty in adjusting to some workplaces.  

A compounding problem is that some CALD 

job seekers lack literacy and numeracy in 

their fi rst language. In some cases, their fi rst 

language is limited to an oral form and cannot 

be represented in writing. The increasing use of 

digital technology also compounds the problem. 

The inability to search for jobs online and writing 

job applications can be a serious stumbling block 

when looking for work.  

Most employers who employ applicants 

from CALD backgrounds are not trained to 

conduct language assessments relevant to 

the job. Prospective employers can only guess 

what a client’s English profi ciency might be. 

After employment has been secured by the 

CALD applicant, an inability to communicate 

adequately can lead to misunderstandings 

about performance and other related issues, 

thus making employment an unsuccessful 

experience.

The scope exists for governments to invest 

in language training programs in order to 

strengthen the employment prospects of skilled 

migrant and refugee communities. Currently, 510 

hours of English language training is provided for 

eligible migrants and refugees.  

Cultural, religious diversity, racism and 

discrimination in the workplace 

Queensland is a diverse state where people 

come from 200 different birthplaces, speak 

more than 150 languages (this does not include 

many dialects) and identify with more than 100 

religions.

A person’s cultural and religious identity has 

the potential to infl uence their behaviour in the 

workplace. Some workers may have specifi c 

cultural needs or requirements which are 

important to them, but an employer may fi nd 

these unacceptable, resulting in confl ict. 

9WWW.ECCQ.COM.AU 



Some common cultural requirements which may 

cause issues in the workplace are:

  Dress - Some cultures have specifi c clothing 

such as headscarves or turbans that are worn at 

all times.

 Religious practices - Some religions require time 

during work each day for prayer or time off for 

special religious days.

 Customs - Some cultures can’t have specifi c 

foods and drinks, or may have rules about how 

food is prepared and when it is consumed.

 Social values - Ideas about appropriate social 

and sexual behaviour, work ethics, wealth and 

personal growth vary between cultures. These 

can infl uence communication and relationships 

in the workplace.

 Family obligations - Some cultures have high 

family priorities which may sometimes confl ict 

with work.

 Non-verbal behaviour – Eye contact, facial 

expressions, hand gestures and how people 

interpret them varies between cultures. These 

can be easily misunderstood in the workplace.

It is critical for employers to recognise these 

differences and acknowledge the uniqueness 

of all people that may be employed in their 

workplace. Employers should take care and 

avoid stereotyping or making assumptions 

based on a person’s ethnicity, religion, culture or 

language. It is also important that employers are 

aware of the potential sensitivities around the 

use of derogatory terminology when referring 

to their employees from CALD backgrounds. 

In order to create a harmonious workplace 

for everyone, employers should encourage 

acceptance and respect for cultural differences 

in the workplace through participating in cultural 

competency training. 

Employment discrimination and racism in the 

workplace

Although equal opportunities are enshrined 

in Australian legislation, job seekers from 

CALD backgrounds continue to contend with 

discrimination and racism. There is a common 

perception among employers that refugees lack 

awareness of Australian workplace cultures and 

practices and will therefore present diffi culties 

to employers if hired. Additionally, mature age 

applicants and those with non-Anglo names 

face age related and/or culture related 

discrimination when applying for a job. 

Exploitation in the workplace is also a problem 

commonly faced by migrants and refugees. On 

arriving in Australia, many migrant and refugee 

communities, including international students are 

unaware of their employment rights in relation 

to a safe, fair and discrimination-free workplace. 

Instances of employers deliberately targeting 

migrant workers who are unaware of their rights 

has been discussed in the media recently.

Acceptable working conditions and norms 

that exist overseas can vary markedly from 

Australian standards. Those standards may 

include minimum wages and hours of work. 

Insuffi cient English language skills of migrants and 

refugees can inhibit their ability and confi dence 

to voice concerns over employment conditions. 

As a result, many fi nd themselves in cycles of 

short-term, casual and seasonal work. This is 

exacerbated by poor knowledge of Australian 

workplace systems, laws (including entitlements) 

and avenues of complaint. 

Women from CALD communities and 

employment

Over the years and in most countries, women 

were carers of the children and ageing family 

members. The traditional place of women in 

many cultures was often limited to a variety of 

different tasks at home. Women who completed 

secondary or tertiary education were rare, with 

formal, payed employment being short-term 

and diffi cult to fi nd. In the last 70 years or so, this 

situation has changed dramatically. Women 

have begun to attend schools and universities 

in large numbers which resulted in fi nding 

work as highly skilled employees. However, for 

women from CALD backgrounds in Australia, 

employment has presented a signifi cant 

challenge. Limited English language profi ciency, 

low education of some, caring responsibilities for 

the family and access and cost of transport has 

often resulted in diffi culties working or emloyment 

in poorly payed jobs. Even today, the situation is 

not that different.

The visible difference of women from CALD 

backgrounds has sometimes been met 

with discriminatory attitudes among some 

Australian employers. Some women from 

CALD backgrounds can also be treated as an 

inexpensive source of labour and may accept 

employment in extremely poor conditions.

All those who come to Australian shores hope 

to fi nd safe and better lives for themselves and 

for their children. An integral part of this hope 

is their successful settlement underpinned by 

language profi ciency. The power of language 

and its infl uence on the lives of migrants 

and refugees in a new country cannot be 

underestimated. Language is the key that opens 

doors to numerous services and opportunities for 

employment. Gaining employment is not always 

easy but it is an essential part of helping migrants 

and refugees to gain not only an income but 

also a sense of belonging in the community and 

within Australian society at large. 

References for this article are available from the 

author on request. ■
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INDUSTRY TRAINING & 

APPRENTICESHIPS 
By Tim Rettig, a freelance intercultural trainer

Imagine growing up with the dream of 

becoming a doctor in Sudan, a country where 

only 150 out of 200,000 applicants will make it 

into medical school, let alone make it through 

to actually becoming a doctor. You study 

extremely hard and fi nally get the chance to go 

to medical school in North Sudan. However, it is 

exactly that luck which would later almost cost 

you your life. 

Due to the civil war between North and South 

Sudan, you and your family get targeted 

for being a potential spy. You are being 

persecuted and you face immense physical 

and psychological pain. When the opportunity 

arises, you escape to Egypt with your wife and 

two children, where you continue to work as a 

doctor in a refugee camp. 

After three years in the refugee camp you 

fi nally receive the offer to go to Australia on a 

humanitarian visa. However, upon your arrival 

you realise that your degree is not recognised. 

It is not considered equivalent to an Australian 

medical degree. What do you do?  Do you 

choose to go back to university? If yes, how do 

you fi nance your life with your wife and your 

two children?  Do you work as a taxi driver… a 

kitchen helper or a cleaner?

This is the real story of Matur, fi rst told by the 

Refugee Council of Australia. He was fortunate 

enough to quickly fi nd employment at a 

printing company and managed to go through 

additional medical training during the time of his 

employment. After two years, he was then fi nally 

able to work as a doctor again. 

Unfortunately, for many others it doesn’t work 

out as neatly as it did for Matur.

According to Aparna Hebbani, a lecturer at the 

University of Queensland with a specialisation 

in refugee and asylum seeker settlement, “most 

refugees come to Australia with an optimistic 

outlook and the vision that settlement and 

employment will be easy.

“They want to work and be self-suffi cient, 

but for some, the path to employment is 

hampered for reasons such as their skills are not 

recognised, they lack local work experience/

local references, or they may have low English 

language profi ciency. In the end, since they 

may have a family to support, their only choice 

left is to take on whatever work they can fi nd. 

Some refugees end up fi nding work that is not 

on a par with their previous work experience or 

educational qualifi cations, but they still aspire to 

move up into an ‘ideal’ job,” says Aparna. 

“Over time, their confi dence level decreases 

in terms of fi nding employment and fi nancial 

stability. This leads to a downward spiral where 

such a pessimistic outlook can then have a 

ripple effect on other aspects of their life such as 

family relationships, self-esteem, and reduced 

motivation to keep looking for work or studying. 

With that, their chances of fi nding employment 

can also diminish.”

Ataus Samad, Regional Coordinator for Access 

Community Services Limited (Access) says that 

refugees will often look for a permanent place to 

live on arrival.

WWW.ECCQ.COM.AU 



“When they fi nally arrive at a place where there 

is a big community of their own background, 

who have been settled there for fi ve or six 

months, or even years, they consider those 

places to be their fi nal destination.

“When they are asked again to relocate to a 

different place due to a lack of employment 

opportunities, it becomes very inconvenient 

for them and that is why many are reluctant 

to relocate. They prefer to remain in their own 

communities, their own comfort zone, and they 

may not want to move.”

One reason for this problem to arise may be 

a lack of careful planning with regards to 

settlement of refugees in different areas. Ataus 

argues that before we settle a group of refugees 

in any particular area we fi rst need to identify 

the characteristics of the area. 

“We need to carry out a needs assessment of 

that area. We have to identify whether they 

have the necessary resources to take in a group 

of refugees in their community. Is the community 

ready for accepting a group of refugees? Are 

there any local industries where these refugees 

can be employed, and are the businesses willing 

to support the refugees? And if yes, what types 

of skills are these industries looking for? Access 

successfully resettles refugees in regional areas 

of Queensland through effective community 

engagement.”

Alan Sparks, CEO of East Coast Apprenticeships 

says that his impression of the current model of 

supporting refugees in fi nding employment is 

that “it is more about getting somebody into a 

job, rather than about getting somebody into a 

career pathway. And as a consequence of that, 

much of the talent, the skills and the experiences 

of individuals can sometimes, although with 

the best intentions, be misdirected into an area 

where their talents are not being fully utilised.” 

The question then becomes this: if we want to 

ensure that refugees are able to work in a job 

that’s matching their skill level, but refugees 

are not able to go through long periods of 

training since they have to support their families 

fi nancially, what can we do to reconcile this 

dilemma? How can we avoid someone with 

specifi c skills like Matur being forced to work in a 

job that is much lower than their qualifi cations?

Firstly, the issue of skills conversion needs to be 

addressed. Whether someone is a carpenter, 

an engineer, or a medical doctor, their “skills 

need to be mapped across the requirements 

in Australia to match the standards to the 

qualifi cations that we have here,” says Alan. 

When it is proven that the individual has a 

certain level of skill, further training can be 

adjusted to cover only those areas in where 

he/she does not comply with the Australian 

standards.

Secondly, the training that is being conducted 

needs to be job-focused so that accountability 

can be integrated into the process. In a recent 

project in which Access placed refugees into jobs 

in the agriculture sector, they “consulted with the 

employers in that particular region and learned 

that they needed employees in the horticulture 

sector, with a certain kind of knowledge and 

training before they could work in that industry. 

Based on the suggestions of the industry 

representatives, we placed a group of refugees 

with existing knowledge of horticulture into 

production horticultural training, and immediately 

after the training we placed them in jobs,” says 

Ataus.  

When Ataus speaks of accountability in the 

training process, he means that the organisations 

responsible for organising the training should 

facilitate appropriate career pathways for 

refugees, so that upon completion of the training 

program, each trainee should be employed 

in a profession they have been trained for. This 

requires a clear understanding of the individual’s 

career aspiration, their ability, employer’s needs 

and opportunities of employment.

Thirdly, “for those who are already in 

employment, and it might be driving a cab or a 

range of other types of work, there is a case to 

argue for a support program that would allow 

them and support them to transition out of that 

job into a highly skilled job where their talents and 

skills are better employed,” Alan points out. 

In other words, in these cases it might make sense 

to provide refugees who are willing to undergo a 

training program over a longer period of time with 

fi nancial benefi ts, so that they would be able to 

support their families during that time period.

The Refugee VET program of East Coast 

Apprenticeships is one example of a program in 

which the skills of the refugees are fi rst mapped, 

then gap training is provided to bring these skills 

to the level of Australian standards by placing 

participants into apprenticeships based on their 

area of knowledge. Ultimately, what is needed 

in order to make the settlement of already skilled 

refugees like Matur successful is the combination 

of a needs assessment of the local communities, 

with the identifi cation of existing skills of refugees. 

Subsequent gap training is then required, which 

is aimed towards building the concrete skills 

that are needed in the local communities and 

are required in order to fulfi l Australian national 

standards.

Alan Sparks is one of many presenters at ECCQ’s 

Community Leadership Program. If you would 

like to fi nd out more about this program, contact 

Rose Brown on 3844 9166 or leadership@eccq.

com.au. ■
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Diveriscare, ECCQ’s community care division is 

a not-for-profi t organisation that acknowledges 

state and commonwealth funding from the 

Department of Communities, Child Safety and 

Disability Services and Department of Social 

Services. 

Diversicare has recently developed a new 

course in its professional development training 

for staff. Written specifi cally for Diversicare, the 

course is titled the Wellness, Reablement and 

Restorative Course.

What does ‘reablement’ mean and why is it 

important?

The term ‘reablement’ has been defi ned as 

services for people with poor physical or mental 

health to help them accommodate their illness 

by learning or re-learning the skills necessary for 

daily living. ‘Restorative care’ is another term 

that is also used in a similar context. Reablement 

helps people learn or re-learn the skills necessary 

for daily living which have been lost through 

deterioration in health or ageing.

The focus of reablement is on helping people 

to do things for themselves rather than the 

traditional home care approach of doing tasks 

for people that they cannot do for themselves.

Research has shown that reablement also 

signifi cantly improves people’s wellbeing, 

particularly in terms of restoring their ability to 

perform daily activities and increasing their 

quality of life.

About the course 

Diversicare’s Wellness, Reablement and 

Restorative Course is a workplace competency 

training course to support care workers to 

implement restorative care strategies within the 

aged care sector. The primary aim of this training 

is to support home care workers in developing 

the skills and competencies for working within 

wellness, reablement and restorative care 

approaches.

This training also explores the new 

Commonwealth Home Support Programme 

(CHSP) and the recent changes to the aged 

care system. 

Other components of the course include 

the dependency model versus wellness and 

reablement approaches, independence, 

autonomy and self-suffi ciency, and cultural 

considerations. 

The course delivery includes online content 

and knowledge for self-paced learning, a 

downloadable workbook and training materials, 

and a one-day practical workshop. The online 

component of the training is used to condense 

the course, with participants navigating the 

workbook and accompanying video at their 

own pace. 

The second part of the training is delivered in a 

one-day practical workshop presented by Brent 

Couling, Diversicare’s Occupational Therapist. 

This is a practical and interactive day to help the 

participants develop strategies for working with 

clients within these new approaches to in home 

aged care.

Brent explains that the course provides a good 

opportunity for staff to develop practical 

skills and adapt to various changes to care 

provision. “This course will make you think about, 

and explore your feelings toward all the new 

changes in aged care,” says Brent. 

“In essence, we want participants to fi nish this 

training with real strategies, which they can then 

apply when working with clients thus improving 

client’s lives.”

Diversicare currently has all its Home Care 

Package Coordinators (12 in total) participating 

in the course and they will complete the course 

in October. Before Christmas, 150 Diversicare 

Home Care Workers will have completed the 

course. 

This course will be available to external service 

providers in 2016. The training is appropriate for a 

CALD workforce with varying degrees of English 

literacy and emphasises practical strategies for 

implementing and improving care for aged care 

clients. If you would like to fi nd out more about 

the training, please contact Diversicare on 3846 

1107. ■
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which is what motivated me to enrol in 

Community Leadership Group 5, knowing 

that I could also be one of those people 

that saved me from myself within my fi rst two 

years of settling in Australia.

This is why being a part of this group has 

been so inspiring and empowering to me. 

Even though this is the end, it’s a beginning 

for all of us. We are now going forward and 

will be able to touch people’s lives in a 

meaningful way. I’m not entirely sure what 

the future holds, but I do know that I can 

stand here and fi rmly say each one of us 

graduating from this class this very day will 

never be the same again. 

Thank you to Rose and all of our facilitators 

and presenters who have provided input 

into our lives. Your work goes a long way and 

is greatly appreciated. To my colleagues, 

life’s challenges will not get easier, but let us 

remember the ABC’s of life. ‘A’ to accept 

the challenge: ‘B’ to believe in ourselves and 

‘C’ to convert our thoughts into hopes and 

convert those into works. 

I leave you with this encouragement: do not 

let one hit affect the next battle in life. Life is 

full of ups and downs and we can’t control 

that. But always make a way even through 

the wilderness because together, we can! 

I am reminded of a story my parents would 

tell me in my culture about an anthropologist 

who proposed a fruit hunt. He told the 

children that the one who found the most 

fruit would be the winner of the game, much 

like an Easter egg hunt. To his surprise, all 

the children got together, held hands and 

looked for the fruit. The anthropologist was 

utterly surprised and asked why the children 

looked for the sweet fruit in such a manner; 

holding hands together as one. One of the 

children replied and said “UBUNTU” which 

means I CAN BECAUSE WE ARE. What the 

child said was how can any of us be happy if 

the other one is unhappy? ■

I am very honoured to have been picked 

by my colleagues to stand here and 

represent Community Leadership Group 5. 

We have walked quite an interesting and 

amazing journey together and it started 

in April. It’s quite a bittersweet moment to 

have our Saturdays back as we are now 

so accustomed to meeting every Saturday 

morning and learning of each other’s 

experiences, making new contacts and 

delving into the different topics presented to 

us by the coordinators.

All of us have a story and that’s why we 

enrolled in this course. I remember when I 

put my name down, I had no idea of the 

vast amount of experiences that were 

out there for me to gain... more wisdom 

and knowledge. We all came as we were; 

different with so many ideas to share. If you 

honestly engage with an open mind and 

an open heart, I guarantee you’ll learn 

something. And goodness knows we need 

more of that, because we know what 

happens when we only talk to people who 

think like we do — we just get more stuck in 

our ways, more divided, and it gets harder 

to come together for a common purpose. 

Different religion, race, political stance… it 

doesn’t matter. We can all learn from one 

another.

For the longest time I remember feeling this 

way: knowing that I want to leave a footprint. 

Knowing that there was something that 

meant that I left something behind, knowing I 

was here, I lived, I loved, I did and I’ve done. 

Having arrived in the country in December 

2008, I remember being desolate to the point 

of almost being depressed. What saved me 

was my involvement with the community, 

where once I was involved I slowly started 

to feel whole again. It’s a big move being 

uprooted from everyone and everything you 

know and to virtually start life again in a new 

country. 

The culture shock was beyond anything I 

could imagine, 
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Patience Joe-Chikonyora recently graduated from ECCQ’s Community 
Leadership Program. On behalf of Group 5, Patience made a farewell and 
closing speech.
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“The leadership program was an amazing experience, which helped 

me to broaden my horizons through a unique personal and professional 

approach. It opened up a wide range of opportunities for me to learn 

from others, gain new skills, and build long-term connections with fellow 

leadership participants and community stakeholders. Above all, the 

program helped me to enhance my perspective and capacity as a 

social work student to review my life, my interests, and my career goals. 

Through the program, I made important connections with the Immigrant 

Women’s Support Service, where I am now undertaking my student 

placement.”

- Nasanin Karimi

“Every class of the program was informative, valuable and enjoyable. I 

obtained crucial knowledge about living in Australia, which has not only been 

useful for me but also for people in my community. After fi nishing the course I 

sent my documents to the Australian Psychology Association to be assessed 

because I have overseas qualifi cations. Since then I have started study at a 

university, on the path to become a registered psychologist in Australia. 

The last session of the training was the most rewarding; we had a presenter 

from a university focusing on career development. The class was a light in 

my life and I ended up in a great situation where I now study at a university. 

In addition, in order to support communities, I have held several educational 

workshops on self-empowerment and some of them have been at ECCQ. I 

really enjoy seeing happiness and positive changes in people’s lives because 

it gives me more energy to continue my workshops to support people.”

- Parisa Babzadeh

“I am currently working in the Chronic Disease Program at ECCQ as 

a Multicultural Health Worker. I deliver the Living Well Program to our 

communities and assist individuals and families to live well, eat well and stay 

healthy. I completed in the Community Leadership Program in January 2015. 

For me, this program was a pathway to where I am now.

Under the program I learned a lot about cultural awareness, strategic 

thinking and planning, communication, creative thinking and I also 

improved my knowledge of presentation and project management. I was 

able to meet different people from a variety of organisations. Among them 

I met Hanna Alraman who is the Program Offi cer for the Chronic Disease 

Program, and I spoke to her about my qualifi cations and interest in working 

with ECCQ. I started volunteering with ECCQ in March, developing nutrition 

resources. Within six months I signed my contract as a Multicultural Health 

Worker and began delivering the Living Well sessions to the community. I am 

incredibly grateful for the opportunities that have emerged since completing 

this course.” 

–Tiba Nabizadeh
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Jaffna Style Chicken 
Curry

Original Ingredients 

 

• 6 tsp clarifi ed butter (ghee) 

• 10 curry leaves  

• 2 large onions, fi nely chopped 

• 4–5 garlic cloves fi nely      

   chopped 

• 2 tsp grated ginger 

• 1 tsp turmeric 

• 1 tsp curry powder (Jaffna)

• 1 tbsp coriander 

• ½ tsp fennel seeds

• 2 tsp salt 

• 2 tsp vinegar

• 2 tomatoes, peeled and     

   chopped 

• 6 cardamom pods, cracked 

• 1 cinnamon sticks (1tsp) 2.6 g

• 1.5 kg chicken thighs on the  

    bone with skin

• 250 ml thick coconut milk 

• 1 large lemon

Modifi ed Ingredients ü

• 2 tbsp canola oil

•10 curry leaves

• 2 large onions fi nely        

   chopped

• 4–5 garlic cloves fi nely   

   chopped

• 2 tsp grated ginger

• 1 tsp turmeric

• 1 tsp curry powder (Jaffna)

• ½ tsp fennel

• 2 tsp salt

• 2 tomatoes, peeled and   

   chopped

• 6 cardamom pods, cracked

• 1 cinnamon stick

• 2 chilies vertically cut in      

   halves

• 1.5 kg chicken breast diced 

• 250 ml low fat milk

• 1 large lemon

Cooking method:

 Cut the onions into large semi circles.  

 Cut the ginger and garlic into small pieces. 

 Marinate the chicken with ginger, garlic, 1 tsp of salt, oil (optional), half a  

   tsp of turmeric powder and half a tsp of curry powder for 10 minutes. 

 Heat the oil in a pan on medium heat, fry the mustard seeds until you        

   hear a cracking sound then add the cumin seeds. Keep mixing  until the   

   color changes to brown, then add the onions. 

 When the onions are half cooked, add the curry leafs and chili and keep     

   mixing until the onions turn soft.

ECCQ’s Chronic Disease Program, funded by Queensland Health, 

has started a recipe modifi cation project to make traditional cultural 

dishes healthier by using better substitutes. This project is part of wider 

efforts in health education. 
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 Add marinated chicken into the cooking pan and stir all together. 

 Add 1 cup of light milk and 1 and a half cups of water.

 Add the chopped tomatoes and stir everything together. Leave it for 10-15                 

   minutes. 

 Put the rice on the boil, making sure to rinse it in cold water fi rst. 

 After the curry starts to bubble, add the chilies, curry leafs, cardamom and the        

  cinnamon sticks. Mix a small amount but leave cinnamon on top and let it settle for 10          

  minutes. 

 Stir the curry, add turmeric powder and curry powder, then mix everything            

  together until dissolved in the curry. Let the curry settle so the fl avor can absorb into the      

  chicken. 

 Add a pinch of salt and keep mixing and as the curry starts to get thicker, the curry is        

  almost ready.

 Once the chicken is cooked, add lemon juice and cook for a further                  

   2 minutes before serving with rice. 

Nutritional information for this recipe:

Nutritional Information:

              

Foods Good choice (per 100g) Poor choice (per 100g) 

Total fat 3g or less 20g or more

Saturated fat 1.5g or less 5 g or more

Sugar 5g or less 15g or more

Salt (sodium) 120mg or less 500mg or more

Fibre 6g or more 2g or less

The original recipe 

Recipe serves 8 -10 people: nutritional quality per 100g

Calories Total Fat Saturated 

Fat 

 Sugar Sodium Fibre

235 16.4 6.6 0.29 61.68 0.40

Total fat: 3 & 1/2 teaspoons

The modifi ed recipe

Recipe serves 8-10 people: nutritional quality per 100g

Calories Total Fat Saturated 

Fat 

 Sugar Sodium Fibre

114 2.7 0.5 0.71 58 0.40

 

Total fat: 1/2 teaspoon

*Each teaspoon contains 5 grams of fat



People from culturally and linguistically diverse 

(CALD) backgrounds represent a signifi cant 

proportion of Australia’s ageing population. 

The 2011 Census revealed that 1.34 million 

Australians aged over 50 were born overseas in 

a non-English speaking country. This represents 

almost 20% of all Australians in that age group.

 

Australia’s community care, aged care and 

health services have adopted the human 

rights approach in terms of respect, dignity and 

“people-centred” decision-making. Providing 

culturally appropriate services means engaging 

in equitable practices and acknowledging 

cultural diversity. Many older migrants bring 

specifi c skills, knowledge, values, beliefs, 

attitudes, customs and traditions that differ 

from non-migrant Australians. Cultural factors 

and language barriers can interfere with 

everyday interaction for people from CALD 

backgrounds. This cultural diversity needs to be 

acknowledged and catered for.

It is imperative to understand that people from 

CALD backgrounds are not a homogenous 

group. Regardless of which cultural group they 

belong to, each person is unique and has his or 

her own individual requirements that need to 

be considered when planning care provision. 

Research indicates that many CALD consumers 

do not access services until they are in a 

crisis situation. This is largely due to a lack of 

knowledge about community care, aged 

care and health services. The availability and 

accessibility of a service can also infl uence the 

number of CALD consumers using that service. 

Furthermore, the lack of cultural awareness and 

cultural sensitivity towards CALD consumers by 

care staff generates many obstacles for CALD 

consumers.

Under the previous Home & Community Care 

(HACC) system, the Minimum Data Set (MDS) 

has shown under-utilisation of home and 

community care services due to a lack of 

information and knowledge of services by CALD 

consumers. The Department of Social Services 

(DSS) and the Department of Communities, 

Child Safety and Disability Services funds 

Diversicare’s HACC Multicultural Advisory 

Service (HACC MAS) to provide cross-cultural 

training to community care and aged care 

providers and to increase the understanding of 

these services in CALD communities. 

It is evident that the demand for cross-cultural 

training is increasing. The Multicultural Advisory 

Service continues to receive numerous training 

requests throughout the year. For some it might 

sound like just another training program or a 

“tick in the box”. Other organisations make 

the commitment to send their staff to attend 

cross-cultural training in order to improve and 

strengthen staff abilities, skills and knowledge. 

It is a step towards cultural competence for an 

organisation. 

There are many defi nitions of cultural 

competence. According to Cross et al. 

(1989), “Culturally competent organisation 

is a set of congruent behaviours, attitudes 

and policies that come together in a system, 

agency or among professionals; enabling that 

system, agency or those professionals to work 

effectively in a cross-cultural situation.” 

No one can be completely culturally 

competent. Rather, cultural competence 

is an ongoing work in progress that requires 

everyone’s involvement, from the CEO to the 

support workers. This process is an investment 

in the organisation that strengthens the overall 

governance of the organisation.
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Diversicare’s MAS Offi cers have embarked on 

the Cultural Briefi ng Roadshow. Diversicare 

has been holding Cultural Briefi ngs since 2008. 

Cultural briefi ngs provide people with a “peek 

into a specifi c culture”. 

The training raises awareness of service provision 

in terms of general information about CALD 

communities, for example, different traditions, 

greetings, taboos, languages, religions, foods, 

festivals, customs and ideas about health & 

ageing and death & dying. It is not expected 

for staff to know everything about a particular 

culture as this is impossible. The goal is to raise 

awareness about cultural and language 

barriers and to support culturally appropriate 

service delivery to meet individual needs.

The following free training provided by MAS 

Offi cers supports culturally appropriate services 

through training in:

 Cultural Awareness

 Cross Cultural Communication

 Culturally Inclusive Services

 Working with Interpreters

 Culture and Mental Health

 Culture and End of Life

 Culture and Disability

 Culture Health and Wellbeing

 Working in Culturally Diverse Teams

 Cultural Briefi ngs

 

For more information about Diversicare’s 

programs and services, visit www.diversicare.

com.au ■

        Thana Roysmith, Bushra Aman, Taryn Quach, Marcela Fischer, Hussein Ahmed, Chrissie Ma-Amo
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ECCQ’s HIV/AIDS, Hepatitis and Sexual Health 
program has partnered with Rapid Clinic 

Queensland Positive People (QPP), Toowoomba 

Sexual Health and HIV Service and Metro 

North Public Health Unit to investigate the 

acceptability of a peer-based HIV testing service 

for culturally and linguistically diverse (CALD) 

community members. 

The research project aims to investigate whether 

offering a community-based testing service 

within a nonclinical setting overcomes some of 

the barriers to HIV testing in CALD communities.  

The testing tool, named the OraSure HIV Oral 

Fluid Specimen Collection Device can be 

completed in the participant’s home or in a 

private space and is facilitated by ECCQ’s 

Bilingual Community Health Workers. This 

research is based on the assumption that 

bilingual community health workers are best 

placed to discuss issues of HIV testing with 

members of their community, due to a shared 

culture and language. 

A particularly important component of the 

research project is the education prior to testing, 

where the bilingual community health workers 

spend signifi cant time informing participants 

about HIV including its prevention, transmission, 

treatment, stigma and discrimination and 

Australian law. The level of education is tailored 

to each individual, with workers assessing and 

responding to individual cases and knowledge 

levels. This approach ensures that the information 

provided is relevant and meaningful to the 

participants. 

Program Manager Zhihong Gu says that 

HIV education is important as it ensures that 

participants not only understand the importance 

of taking an HIV test, but are also more prepared 

for the result and additional action that may be 

required after the test. 

“Education is critical to HIV testing rates as 

communities and individuals often don’t 

understand the risks involved with HIV and they 

may be unaware that these infections can be 

managed and treated.

“Late diagnosis of HIV is common among CALD 

communities. This is often due to misinformation, 

fear of stigma and discrimination and language 

barriers,” says Zhihong. 

“This research will see the test taken in a 

private and comfortable environment, after 

participants have received HIV education. 

We hope to better understand if this type of 

testing provides a preferred alternative for 

CALD communities, in comparison to the other 

methods currently available.”

The test is simple and easily performed with 

participants placing the collection device 

between their lower cheek and gum for 2-5 

minutes then removing and placing in a vial, 

which contains preservatives to stabilise the 

sample for up to 21 days at room temperature. 

The sample is then sent away for testing. 

Once ECCQ staff have mailed the sample, 

they are removed from further action, with 

the participant being directly contacted by a 

doctor or Rapid Clinic (QPP) staff, depending 

on the result. This ensures that the participant’s 

HIV status remains confi dential. 

The research project commenced on 10 

October 2015 and will continue until 50 

participants have been tested within the next 

six months. The evaluation of the project will be 

based on client and staff feedback.  

If you would like further information about 

ECCQ’s HIV/AIDS, Hepatitis and Sexual Health 

Program, visit www.eccq.com.au/health. ■
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The PICAC (Partners in Culturally Appropriate 

Care) team was recently invited to deliver 

a workshop for assessors and reviewers from 

the Australian Aged Care Quality Agency 

(AACQA or Quality Agency, for short). The 

Quality Agency sits within the umbrella of the 

Commonwealth Department of Health and is 

responsible for the accreditation and quality 

review processes for both residential and in-

home care. All aged care service providers 

in Australia must meet minimum standards to 

receive accreditation and continue to operate. 

The quality agency is responsible to assess the 

performance of aged care service providers 

against minimum standards. Contemporary 

accreditation programs have both compliance 

and quality elements that work in a 

complementary way to promote quality and 

safety. Accreditation focuses on continuous 

quality improvement strategies.

The aim of the workshop delivered by PICAC 

was to develop assessors’ and reviewers’ 

knowledge in relation to older people from 

culturally and linguistically diverse (CALD) 

backgrounds who, under the Aged Care 

Act 1997, are recognised as a ‘special needs 

group’.  The presentation was developed by 

Tonina Gucciardo-Masci from PICAC Victoria 

and was delivered nationally by each PICAC 

team. Silvia Borges, the team leader for PICAC 

Queensland, delivered the presentation in 

Brisbane to an audience of approximately 

40 people that included assessors, quality 

reviewers and administration offi cers. 

Apart from the core presentation prepared 

nationally by PICAC Victoria, the PICAC team in 

Queensland expanded the workshop to include 

activities, resources and information that are 

specifi c to Queensland. 

A number of people in the audience 

commented that the information provided 

will assist them in identifying good practices in 

relation to meeting the needs of older people 

from CALD backgrounds within aged care 

services. They also recognised that in order to 

deliver quality care and meet the minimum 

standards of quality and safety, it is vital that 

services understand and respond to cultural 

needs. While only one (of the 44) standards 

specifi cally addresses cultural and spiritual life 

of care recipients, one of the main messages 

of this presentation and of the PICAC program 

in general was to emphasise how culture is 

embedded in different aspects of care such as 

catering, palliative care, leisure interests and 

emotional support. PICAC also discussed how 

important it is to address language barriers and 

the use of professional interpreters in aged care 

and health care settings. 

The feedback at the end of the presentation 

was very positive. PICAC envisages continuing 

to work with the Quality Agency and all aged 

care service providers to promote quality and 

continuous improvement for older Australians 

from CALD backgrounds. Diversicare’s PICAC 

program is funded by the Department of Social 

Services. ■

PROMOTING QUALITY & INCLUSION 
IN AGED CARE
By Slivia Borges, PICAC Team Leader at Diversicare

WWW.ECCQ.COM.AU 21



22

Can you briefl y describe the current labour 

market in Queensland? 

As of July 2015, the Queensland unemployment 

rate was 6.3% but with a positive trend 

in employment growth being observed. 

Employment growth is being observed in both 

fulltime and part-time work. The industries 

that have experienced the most growth in 

Queensland over the past 5 years and are 

expected to grow over the next few years are 

Health Care and Social Assistance, Scientifi c and 

Technical services, Mining related, Education 

and Training and Accommodation and Food 

Services. This means that jobs in these industries, 

such as nurse, allied health professionals, child 

care worker, community worker, teacher, 

teacher aide, cook, waitress, research assistant, 

lab technician, will continue to be available.

What kind of opportunities (educational 

pathways) are out there for individuals from 

CALD backgrounds?

Individuals from CALD backgrounds have 

access to many similar educational pathways 

to those available to individuals from non-CALD 

backgrounds. However, the level of English 

competency may determine the level studied or 

what path they choose.

The following advice is very general and how 

it applies to individuals will vary on their own 

personal circumstances. It is always best to 

follow up with the Training Provider or consult a 

Career Counsellor.

When deciding whether to study or not, the 

individual will need to think about their career 

path and if a qualifi cation is required for 

them to work in that area. If they determine 

a qualifi cation is required, they then need to 

consider if it is a vocational course (for example 

a Certifi cate 3 or 4 or a Diploma) or a tertiary 

level course (for example a university degree). 

If it is a vocational course then they need to 

consider if their English level is high enough to 

locate employment in that fi eld, which will help 

them to determine if they would be able to 

cope with the study in that course.

If they determine they would like to complete 

a university degree then they will need to 

demonstrate they are capable of studying at a 

university level, this is both academic ability and 

English profi ciency. Demonstrating academic 

ability can generally be achieved through 

completing Year 12, a vocational course or a 

Tertiary Bridging course. Many of the Bridging 

courses offered at Regional Universities, such as 

the Tertiary Preparation Program at USQ, are free 

and on successful completion of these courses 

the student gains direct entry to that University. In 

some cases these courses will also demonstrate 

English profi ciency but for some they may need 

to provide further evidence, such as achieving a 

particular result in an International Language test 

or completing an English course accepted by 

the University they are applying to. For example, 

USQ offers English for Academic Purposes, 

for individuals from non-English speaking 

backgrounds. This is also a Tertiary Bridging 

Program, it is free and it provides direct entry to 

USQ programs.

For some individuals they may already possess 

qualifi cations from overseas or have extensive 

work experience. In both these situations they 

may be able to apply to University but it will be 

very dependent upon their English profi ciency, 

the appropriateness of their academic record 

and/ or their ability to demonstrate their work 

experience. This would be assessed on a case-

by-case basis.

Why is education so important to fi nding a job?

Education in relation to fi nding a job is so 

valuable on many different levels. On the 

surface it meets the eligibility criteria set by 

the employer. In some cases this may be 

a legal requirement, for example, health 

professionals, teachers and child care workers 

need to formally registered (licenced) to work 

in Australia. In order to be eligible for registration 

a certain level of study needs to be completed. 

However, in some jobs there is not a legal 

requirement but achieving a certain level of 

education demonstrates to an employer what a 

job applicant is capable of.

EVOCA, SUMMER 2015
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If an individual is seeking to have their skills 

recognised for employment purposes, for 

example recognising trade related skills then 

they can apply to have a skills assessment 

completed. This may be completed by a 

Registered Training Provider, for example TAFE 

or through Trades Recognition Australia (www.

tradesrecognitionaustralia.gov.au).

Where should CALD community members be 

looking for jobs?

CALD community members can be looking in 

the same places as the non-CALD community 

members. This includes job seeking sites online 

and recruitment agencies. However, I would 

encourage CALD community members to 

use their networks within their communities 

and to commence creating new networks 

through volunteer opportunities, school 

activities and attendance at professional 

association activities. I would also encourage 

CALD community members with professional 

skills to actively build their networks through 

social media websites, such as Linked-In and 

to actively engage in these networks. Many 

employers and recruitment agencies will 

use sites like Linked-In to initiate contact with 

suitable candidates and if you are not in that 

space you could be missed.

What are employers looking for?

For many employers the key information they 

want to know is if the person can do the job 

and will they fi t in to their team. For some jobs it 

is not so much the technical skills the employers 

will seek, as these can be taught, but it is the 

existence of employability skills. These skills 

include being able to communicate, working 

as part of a team, being prepared to learn 

new things, knowing how to self-manage your 

own time and responsibilities and being able to 

solve simple problems on their own rather than 

having to be micro-managed. 
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This includes evidence they have the 

ability to complete a project, they possess 

communication skills, they have demonstrated 

initiative to commence a project, they can 

use specifi c technology required of the job, 

they have the ability to learn new things and 

they most probably know how to manage 

themselves.

In addition to the skills and credibility they 

acquire through completing an education 

program there is the added advantage 

of becoming more integrated into their 

community, they form new networks, make new 

friends and potentially become more confi dent. 

These outcomes are all valuable assets in the 

job seeking process, as well as fi tting into a new 

job. 

How should refugees and migrants go about 

getting skills recognition?

The answer to this question is dependent upon 

what they are seeking skills recognition for and 

may vary from state-to-state. A good starting 

place is the information provided on the 

Australia.gov.au website and the direct link is:

www.australia.gov.au/information-and-

services/education-and-training/qualifi cations-

and-skills-recognition

If an individual is seeking to have a post-

secondary school qualifi cations recognised, for 

example a Degree completed at a University 

outside Australia, then they can apply for a 

free assessment through the Qld Overseas 

Qualifi cation Unit. The assessment will provide 

a general educational comparability with 

Australian qualifi cations but will not assess 

specifi c content. Further information can be 

found at 

www.training.qld.gov.au/training-careers/

overseas-qualifi cation-recognition.html

If an individual is seeking to have their skills 

recognised for Professional Registration then 

they will need to apply directly to the specifi c 

Professional Body. 

WWW.ECCQ.COM.AU 



A large number of employers are now reporting 

that it is these general skills that are missing. For 

community members who do not have recent 

employment experience or work experience 

in another country it is diffi cult to demonstrate 

these skills. This is why I emphasise the role of 

education, work experience programs, foot in 

the door jobs and volunteer opportunities, as 

they all provide the potential to develop or to 

demonstrate employability skills.

What is one piece of advice you would give 

CALD community members going into the 

workforce?

Be fl exible and open to opportunity; each job is 

an opportunity to develop new skills, networks, 

experience and insight, it may not be your 

dream job but it is a step in the right direction. 

Your next job may ignite your passion, which 

motivates you to study or to investigate career 

pathways or it may be confi rmation that this is 

the area you do not want to be in, which leads 

you to explore other prospects.

If you are considering study then be a proactive 
consumer, do not assume the cheapest course 
is the best course for you. 

Make sure the training providers are accredited 
and the course you are considering is accepted 
by local employers or by other training providers 
if you are using the course as a pathway to 
further study. If you are unsure of where to start 
then seek advice.

Sarah is one of many presenters at ECCQ’s 

Community Leadership Program. If you would 

like to fi nd out more about this program, 

contact Rose Brown on 3844 9166 or 

leadership@eccq.com.au. ■
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Three inspirational multicultural business 

leaders were recognised for their contributions 

to Brisbane’s growing economy at the Lord 

Mayor’s Multicultural Business Dinner and 

Awards on Friday 6 November at City Hall.

As a fundraising event supporting local culturally 

diverse individuals, it attracts a strong following 

from Brisbane’s multicultural community and 

business sector. Over 430 people attended the 

awards dinner this year to raise funds for the 

Lord Mayor’s Multicultural Business Scholarship 

and Mentoring Scheme. Since 2008, the scheme 

has provided vital training and assistance to 

over 200 individuals from refugee and migrant 

backgrounds to help them start or expand their 

own businesses.

During the evening’s ceremonies, Lord Mayor 

Graham Quirk announced that the Multicultural 

Young Business Person of the Year Award was 

renamed after the late Nick Xynias. Mr Xynias 

played a pivotal role in the establishment 

and growth of Brisbane’s vibrant culturally 

diverse communities and multicultural business 

programs.  

As the founding Chairman of the Lord Mayor’s 

Multicultural Round Table and co-founder of 

the Ethnic Communities Council of Queensland, 

Nick Xynias is a longstanding household name 

to all those with an interest in multicultural affairs 

and the community. 

This year marks the 10th Anniversary of the 

Lord Mayor’s Multicultural Roundtable. This 

group of 22 representatives from multicultural 

community organisations meets with the 

Lord Mayor quarterly to drive business and 

economic development in Brisbane’s culturally 

diverse communities. Some key initiatives of the 

roundtable include the Multicultural Awards for 

Business, the Multicultural Business Scholarship 

and Mentoring Scheme, and the One Brisbane 

Many Cultures quarterly newsletter which is 

distributed in eight languages. 

Demonstrating diversity, determination and 

innovation, the winners of the 2015 Lord Mayor’s 

Multicultural Awards for Business immigrated 

to Australia’s New World City in search of 

opportunity, overcoming signifi cant obstacles to 

establish their businesses in Brisbane.
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2015 LORD MAYOR’S MULTICULTURAL
BUSINESS DINNER & AWARDS

Saneil Chand (Nick Xynias Young Business Person of the Year), Tea Dietterich (Business 

Person of the Year), Lord Mayor Graham Quirk, Zeinab Khalil (Entrepreneur of the Year).
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Nick Xynias Young Business Person of the Year: 

Mr Saneil Chand – Terry White Chemist Woolloongabba

The epitome of hard work and commitment, Mr Chand utilised his savings and equity from property investments 

purchased in his university years to acquire his fi rst pharmacy at just 25 years of age.  Born in Fiji, Mr Chand moved 

to Australia in 1994 with his family in search of a better life. Undeterred by the tough economic climate, Mr Chand 

grew his pharmacy, working 365 days a year for two consecutive years without a break. With a belief in providing 

quality services to the community, Mr Chand’s pharmacy in Woolloongabba provides services for the Multicultural 

Development Association. 

Business Person of the Year: 

Ms Tea Dietterich – 2M Communications

With profi ciency in six languages, Ms Dietterich was born in Finland and raised in Germany before fi rst arriving in 

Australia with just a backpack in 1997. After gaining work in Germany-Australia communications in the lead-up to 

the Sydney Olympics, Tea made the decision to permanently stay in Brisbane, leading her to establish her translation 

and interpreting company in 1999 which is now based in Paddington. Tea’s focus on innovation and technology has 

driven 2M Communications to expand into Sydney and Paris, gaining major international clients such as Gillette and 

Microsoft.

Entrepreneur of the Year: 

Ms Zeinab Khalil – Eyedeal Optometrist

Ms Khalil founded Eyedeal Optometrist in 2006 and fi rst moved to Brisbane from Lebanon when she was 14 years old. 

Commencing high school without any prior knowledge of English, Ms Khalil overcame cultural barriers and adversity, 

going on to graduate with three degrees from QUT in the fi eld of science. Despite stiff competition from large chain 

companies in the industry and the challenge of establishing a business in the midst of the Global Financial Crisis, Ms 

Khalil has led her company down a successful path, recently moving into a specially-built premises in Morningside. 

To fi nd out further information about the Lord Mayor’s Multicultural Business Awards and Dinner or about other 

multicultural community initiatives of the Lord Mayor, head to www.brisbane.qld.gov.au/multicultural or call Council 

on 07 3403 8888. ■

Lord Mayor Graham Quirk with the 2015 Multicultural Business Scholarship and Mentoring 

Scheme recipients



ARTIST PROFILE
By Sumanya Somu, cover artist
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I have loved art since I was six years old (I am now 19 years old). It has always brought me so much happiness. No 

matter what type of art I create, I enjoy it. The main reason that I really like art is it just takes me to a different world 

and I can escape from my current mindset. I enjoy the feeling of being quiet, with earphones in and music playing, 

and being somewhere alone while I am creating.  

The title of this work is “One Love, Two Cultures” which means that although there may be different cultures, it does 

not matter in love because the human heart is basically the same. So the holding hands in the painting portrays a 

message of accepting different cultures. 

This artwork is fi lled with henna patterns (Indian) along with a technique similar to Aboriginal dot-painting (Australian). 

There is not any cultural reason to draw the henna, it’s simply because I am Indian, and like the patterns of henna. 

The reason I chose to use Aboriginal-style dot painting is because I love the designs and I have never seen these 

unique patterns anywhere else. ■ 
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ECCQ Ltd has been established for 39 years as the peak body in 

Queensland for ethnic communities and cultural diversity. ECCQ, and 

its wholly-owned divisions, encourages and supports cultural diversity 

through community engagement, education and training, health 

promotion and culturally appropriate aged care service provision.


