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Introduction

Statistical Data about people with disability in the region

Data on people with disabilities for the three local Government areas that this submission represents are taken from ABS statistics. Bankstown has a total of 30,010 people with disabilities or 17.9% of the population; of these 15,770 are male and 14,840 are female. Fairfield shows a total of 32,482 people with disabilities or a 17.0% of the population; 16,891 show to be males and 15,591 are female. Liverpool has a total of 19,622 people with disabilities or 14.8% of the population; of which 10,159 are males and 9,468 are females.

Bankstown Overview Profile.

Bankstown has a diverse community with 44% of the population coming from homes where the main language is not English. About 60% of the population speaking languages other that English. Compared with the rest of Sydney a considerable number of the population settled in Bankstown has been born in Lebanon and Vietnam. (Bankstown City Council’s Community Profile 2000 (based on 1996 Census) and (p2 City of Bankstown:  Community Profile Internet details 6.4.2005)

After World War II there was an influx of people that settled in Bankstown from European countries such as Greece, Poland, Latvia and Hungary. Most of the older residents from these communities have a strong links with their first language and culture (Bankstown City Council New Connections – Older Residents Strategy & Policy (2003-2006) p41). 

Fairfield Overview Profile

Fairfield is a unique and multicultural place. Residents come from 130 about countries. The 2001 census figures show that 54% of the population was born overseas in non-English speaking countries. 

Fairfield's population speak over 70 languages apart from English (29% of the population speak English only.  The main languages spoken in the area, according to 2001 census data, are Vietnamese 15.4%; Chinese languages and dialects 10.1%; Spanish 4.9% and Italian 4.8%.  

Income figures are in the lower range of $200 to$299 a week as compared with the highest income group in Mosman and North Sydney of $500 to $599 a week and the lowest income range of $160 to $199 a week in some rural areas of the State.  However, the cost of living in the Fairfield area is higher (including rent and transport) compared with rural areas.
Liverpool Overview Profile

Liverpool was the fastest growing LGA in NSW in the last 10 years.  The population is 154.287.000 this represents an increase of 28% compared tot the 1996 census. There has been a significant increase of people from NESB background. The five main languages are Arabic, Vietnamese, Italian, Spanish and Hindi (Liverpool City council Social Plan 2004 – 2005).
Fairfield Access Committee Profile  
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The Access Committee provides advice to Council on preventing and minimising access difficulties for people with physical and non-physical disabilities and their carers; people in wheelchairs; senior residents with mobility problems; parents with prams; people with temporary disabilities.

The aims of the Access Committee are to raise public awareness of access issues and to provide information to the community; inform Council on access issues regarding community facilities and services;improve physical access to council’s Community facilities;  act as a lobby group; encourage Council to review Building and Development Applications and give advice on access provision
Access Committee participants include people with disabilities and their carers; people concerned about access issues, members of the community, service providers, Government departments and Council.

Contact: Yolanda Encina, Fairfield City Council

Access Committee Participants

	Yolanda Encina
	CPO – Aged & Disability
	Fairfield City Council

	Kris Darbon
	Resident 
	Smithfield

	Margaret Chadwick 
	Supervisor - Business Support
	Fairfield City Council

	Sean Langshaw
	Manager
	(Liverpool/Fairfield Disabled Persons Resource Centre (DPRS) 

	Keryn Shore
	Design Detailer
	Fairfield City Council

	Maryanne and Belka Custovic
	Resource Workers
	Westhirn Housing 

	Belka Custovic
	Resident
	Also represents the 

Bosnian Women Cultural Association

	John Price
	Place Manager - Smithfield
	Fairfield City Council

	Steve Saad
	Environmental Standars
	Fairfield City Council

	Louise Mc Kenzie
	Landscape Design Officer
	Fairfield City Council

	Andrea pritchard
	CPO – Access Vote
	Fairfield City Council


South West Disability Network's Profile
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The South West Disability Network (Bankstown, Fairfield, Liverpool)

Supports service providers and interested groups to be a voice for people with a disability in order to raise awareness and address their issues and needs.

The aim of the South West Disability Network is to identify the needs of people with a disability in the Bankstown, Fairfield and Liverpool areas; identify gaps in service provision; develop strategies to promote, lobby and advocate for the unmet needs of people with a disability.

Co-convenors 

Tara Prince, HACC Development Officer - Bankstown Area Multicultural Network (BAMN); Yolanda Encina, Community Project Officer- Aged & Disability - Fairfield City Council; Tuyen Tran, Community Development Officer for Aged and Disability - Bankstown City Council; and Lyn Ifedioranma Aged & Disability Worker - Liverpool City Council.  

Consultation Participants

	Yolanda Encina
	Fairfield City Council
	Lyn Ifedioranma
	LIV C.C.

	Fay Kohlhagen
	Share Care Inc.
	Marielle Weirman
	Share Care Inc.

	Marilyn Taylor
	SSW Carer & Information Service
	Cecilia Calimbas
	Dept Ageing & Disability & AC

	Lisa Newsom
	YMCA Disability Services
	Sean Langshaw
	L/F DPRS

	Jacqui Gulpers
	L/F C/C
	Cheryl Gonzales
	L/F CLC

	Margaret McConthy
	Learning Links
	Anne Casey
	CCC/Centacare

	Nina Perez
	Community Independence
	Ann McCabe
	DET

	Dason Warne
	Learning Links
	Anthony Schwager
	Break Thru Employment Solutions

	Lynne Hudson
	Break Thru Liverpool
	David Shaw
	Aftercare Paterson Whitlam Support Service

	Kerry Spindler
	Aftercare Paterson Whitlam Support Service
	Lee Anne Whitten &

Robert
	Brain Injury Association


Our Position

People with disability have a right to equal employment opportunities. The Disability Discrimination Act 1992 (DDA 1992) states that people with disabilities “have a right to the same employment opportunities as people without disabilities” (Disability Discrimination Act, 1992). However we believe that people with disabilities may be disadvantaged in finding employment because of lack of physical access to workplaces and lack of flexibility in workplaces to cater for their special needs in managing their disability.

 People with disability may be further disadvantaged by society and employers perceptions and lack of understanding of people with disabilities’ abilities. The issues identified and the strategies put through at the South West disability Network’s (SWDN) workshop reflect our position regarding the issue of employment and people with disabilities.  

In this submission we will be addressing the following two key issues included in the Terms of Reference of the National HEREOC Inquiry into Employment and Disabilities:  
1. Systemic Barriers to Equal Employment Opportunity for People with Disabilities; and 

2. Strategies to advance Equal Employment Opportunities for People with Disabilities.
These issues were identified at the SWDN August Consultation Workshop with later input from the Fairfield Access committee and Bankstown Council’s Community Development Officer for Aged and Disability. 

1.
Identify Systemic Barriers To Equal Employment Opportunity for People with Disabilities

People with Disabilities face a number of barriers to access equal employment opportunities regardless of the abilities and skills they may have. 

Personal Barriers.

Own limitations. People with disabilities face their own limitations due to a particular disability they may have, ie. Physical and mobility

restrictions. 

Low self-esteem. Their self-esteem may also be low due to different circumstances surrounding their disability and/or lack of support, opportunities and rejection when seeking or securing employment.  

Limitations placed by employers. 

General stigma and negative attitudes from the general public and prospective employers may also contribute to the lack of opportunities created for people with disabilities to gain employment. 
Myths about people with disabilities abilities. General perceptions or myths associated with people with disabilities’ ability to perform the roles and duties associated with employment due to their disabilities may be a contributing factor to some of the barriers. For example, some employers may believe that people who have a disability may not be smart enough (less intelligent), or less capable of carrying out a job to the same standards of those who do not seem to have a disability. Some people with disabilities may have skills and abilities equal to those without a disability. 

 Many employers do not want to risk employing a person with disabilities for fear that the cost of maintaining and supporting a person with disabilities may be too high. They also may fear that productivity may decrease if they employ people with disabilities.
Lack of understanding of people with disabilities Strengths/skills.  Employer's lack of understanding about different types of disabilities and the abilities that people with disabilities to produce quality work may prevent employers from hiring people with disabilities in the first place. 

Equal Employment Opportunities. Lack of knowledge and lack of commitment to Equal Employment Opportunities policies in the workplace may lower the chances for people with disabilities to find out about job opportunities and obtaining jobs. 

Physical Access in the Work Places

Lack of physical access in the workplace may be a barrier to offer employment to people with mobility, or other disabilities that need the support of accessible environments. 

Lack of physical access in the work place. People with disabilities have the rights to employment. Making work places accessible for them  is the duty of employers under the DDA 1992.  Access may take different forms depending on the person’s particular disability. For example, people with mobility impairment who use wheelchairs and other walking aids need ramps or lifts; people with sight impairment need tactile an other contrasting cues and appropriate technological equipment; people with hearing impairment need hearing loops and or special technological equipment such as special phones, etc. 

Location of jobs. People with disabilities need jobs to be located close to infrastructure and transport options. Jobs that are located in remote areas and away from accessible infrastructure may be out of range for people with disabilities. 

Access to accessible transport. Lack of access to accessible transport opportunities may become barriers for people with disabilities to access jobs. 

Assessment Processes

Poorly designed and inefficient assessment processes may be inadequately and inaccurately assess the person’s abilities, skills and experience that can contribute to do a good job. Assessment should be done in plain English avoiding jargon. 

Personal agreements. To avoid confusion with the understanding of  rights and obligations of the person with disabilities in the workplace, these agreements should be should be done in plain English. Parents and Carers should be involved in the process.

Identification of people's abilities and employers expectations. It is important to identify the potential skills and abilities with realistic expectations before allocating tasks that may become difficult for the newly recruited person.  

Assessor's Knowledge of disability issues. It is important to have input from a knowledgeable person about disability issues in the assessment process. There is confusion with obligations and rights of individuals with disabilities and of their parents/carers.

Carer's input in the assessment process. Carer's should have input in the assessment process as they know the person's ability to handle tasks; how long they can handle a task and what kind of support or treatment the person with disabilities need. 

Carers Creating Barrier. Carers may create barriers to the person with disabilities when accessing employment due to their apprehension and lack of knowledge of the person ability and willingness of keeping a job. They may have unrealistic expectations of the person's ability to hold and do a job. They need to be educated. 

Lack of flexibility in the Workplace

There is a need for workplaces to become more flexible if they are to employ people with disabilities. People with disabilities may require spending periods of time at home or in hospital around crises or treatment. Workplaces need to accommodate and make provisions to address these periods of absence.  

Additional difficulties to perform duties. People with disabilities may experience times of difficulties with maintaining employment around times of illness and when they are facing poor health or crisis episodes. For example, people with disabilities may need flexible hours to manage treatments and flexible days to have extra rest.

Need for awareness/education in the workplace. Workplaces need to create awareness among staff/employees about issues affecting people with disabilities and make provision for training/education in the workplace to avoid prejudice or judgmental attitudes when they see that people with disabilities are given flexible treatment.

Barriers to CALD communities with disabilities

People with disabilities from Culturally and Linguistically Diverse (CALD) communities face additional barriers to employment due to their language disadvantaged. 

Interview process. The interview process needs to be appropriate for people with disabilities from CALD backgrounds. It must be conducted in plain English or through an interpreter.

Policies and Procedures. Workplaces policies and procedures must include provision to provide access to people with disabilities from CALD communities. 

Workplace participation. People with disabilities from CALD backgrounds have the right to be included in all aspect of workplace participation. 

Barriers for People with Mental Illness

People with disabilities with Mental Illness may face barriers due to lack of understanding by employers and staff in the workplace of the nature of their disability, particularly when there is no physical evidence of a disability. There may also be lack of understanding of their ability to work or maintain a job.  

Negative attitudes in the Workplace

Employers and staff negative or discriminatory attitudes in the workplace may hinder people with disabilities' willingness to seek or keep employment. There is a need for training and education in the workplace to combat such attitudes and encourage positive attitudes towards people with disabilities in the workplace. 

Health Needs

People with disabilities face higher health need than people who are able bodied. This needs to be taken into consideration when wanting to place them into employment, and or when employing them.

Loss of Income/ Benefits and Cost Associated with keeping a Job.  

People with disabilities that are ask to find employment may face themselves loosing government benefits, including rights to additional health benefits. This may produce anxiety in the person with disability and their carers.

Costs associated with keeping a job.  Cost may increase to the point of not being profitable for the person with disability being employed. 

Loss of benefits. Keeping benefits and the right to income incentives is beneficial to people's peace of mind and to their desire to maintain a job. The fear of losing their income may deter them from trying to find employment.  

Increase in income tax. This is seen as another disincentive to keep employment. 

2.
Strategies to Advance Equal Employment

Opportunities for People with Disabilities

At the SWDN consultation workshop, Disability Services identified strategies to advance equal employment opportunities, which have arisen from on going consultations and experience working with people with disabilities who access their services. These strategies could be aimed at clients or employers. They could be aimed at changing legislation, educating people in the workplace, educating the general community and providing support and access to people with disabilities to gain and retain employment. 

Strategies aimed at employees with disabilities 

These include:

· Boost clients self esteem

· Provide flexible time at work for people with disabilities 

· Provide people with disabilities with human support in the workplace.

· Feedback – and ongoing – support in employment

Strategies aimed at employees within the workplace 

The following strategies could be applied: 

· Creating awareness/training on issues affecting people with disabilities with the aim of changing attitudes of existing staff towards people with disabilities.   

· Co-worker training and support programs.

Strategies aimed at employers  

Employers need to be educated about the benefits of employing and keeping people with disabilities employed

· Educate Employers on issues affecting people with disabilities and the best way of keeping and supporting them in employment

· Use creative methods for supporting employees

· Commit to give support to employees with disabilities 

· Setting realistic goals for PWD to avoid frustration

· Employer awareness campaigns 
· Highlight productivity of people with disabilities

· Initiate awards programs to highlight "Good" employees

Strategies aimed at changing Legislation/ Government initiatives to support employment for people with disabilities 
· Legislation becoming stronger

· Job Placement - Job Match

· Government  changing approach

· EMAD/DSA – more funding

· More consultation with PWD groups, advocate, etc.

· Employer incentives
( more inventive

( look at more models "ticket to work"


( simplified guidelines for DNAWS

· More support for advocate groups – long term
· Government needs to recognise and employ people with disabilities as good example

· More access to government t websites
( www.jobable.gov.au
· More links with different employment programs 

· Welfare to work

· Case based funding

· Link with Post School Programs and TTW programs.
Strategies aimed at changing community attitudes
· Educating school students

· Universities responsible to train teachers to support assess students.

· Change attitudes of some schools to give more support to kids

· Special training for teachers

· Community Awareness

· General Community support to peak organisations.

Strategies aimed at providing appropriate support to people with disabilities

Economic support

· Review disability pension – some disabilities need more support if the person with disabilities has more expenses and more health risks

· Increase economic incentives to prevent loss of pension 

· Keep pension support so the person does not need to go to the whole process again if they are unable to keep a job due to an episode

· Special allowances for health purposes

Employment support 

· Job seeker – Link up with Employment service for support

· Advocacy

· Skill & training – vocation

· Open communication and support between employer and carer support

· Providing transitional time from sheltered workshops to mainstream    

      employment 

· Part time employment for people with intellectual disabilities.

Training Support 

· Access to training
( TAFE

( short courses

Marketing Support

· Marketing positives
( role models


( Successes
Media support

· Good publicity – media reports – local/national press
Strategies to help people with disabilities from CALD Communities 

· CALD – awareness regarding assessment 
· CALD awareness to job providers.
· The same support given to people with disabilities adding language support and cultural sensitiveness. 
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