LETERHEAD
Dr Sev Ozdowski OAM
Acting Disability Discrimination Commissioner

Human Rights Commissioner
GPO Box 5218

Sydney NSW 2001

Dear Dr Ozdowski

Employment and Disability Inquiry

Thank you for the opportunity to respond to the Issues Papers arising from the above Inquiry.  

Most of the responses to the questions raised are not specific to DoCS as an agency, and apply to the employment of people with a disability more generally.  

The interplay between current paradigms of management, organisation and economic theory, including a greater emphasis on individual performance and choice, has created a context which has made developing strategies for increasing the employment of people with a disability more complex.  
In DoCS specific case, mobility is critical to the major job role of Caseworker, and having a drivers licence is an essential requirement.  In this case, barriers are real rather than based on stigma etc.
I look forward to learning of the outcomes of this inquiry.
Yours Sincerely

HREOC EMPLOYMENT and DISABILITY INQUIRY
The feedback questions from each of the Four Issues Papers, (which can be found on the HREOC site at www.humanrights.gov.au/disability_rights/employment_inquiry/index.htm) have been reproduced below with comments.
The Terms of Reference for the inquiry are
To: 

· identify existing systemic barriers to equal employment opportunity for people with disabilities; 
· examine data on employment outcomes for people with disabilities including workforce participation, unemployment and income levels; and 
· examine policies, practices, services and special measures implemented to advance equal employment opportunities for people with disabilities. 
The responses below are not particularly DoCS responses, rather a considered response to the issues raised in general terms.

Issue 1: Employment and Disability – The Statistics

1. Feedback

(a) What other statistics should be collected to better identify the issues affecting people with disabilities and employment? 

Answer: 
· Cohort studies, (to be able to analyse progression outcomes over time)

· Recruitment sources (to be able to compare outcomes from specialist agencies, open employment agencies and direct recruitment by organisations);
(b) What other relevant data are you aware of?

Answer:
· None.  
Issue 2: Issues Facing People with Disabilities

1
Feedback: disincentives for people with disabilities
(a) What are the most pressing concerns of people with disabilities who might want to seek employment? 
Answer:

· Lack of suitable jobs.  Eg; at entry level; many positions have been eliminated through technology.  In the public sector, downsizing and outsourcing means less functions/roles are covered by Disability Action Plans.  
· Open employment services agents are often primarily paid on commission and the nature of the ‘client relationship’ make it less likely that they will recommend a potential employee with a disability.    
(b) Are there any factors in addition to the ones listed above that might make people with disabilities reluctant to seek or stay in employment?
Answer: 

· The ‘inflexible working environment’ also extends to the cultural (as opposed to discrimination and stigma issues.)  The rhetoric of current management practice, (‘teams’, an ‘outcomes focus’ and ‘fast moving’ having a ‘passion’ etc) tend to create a climate where reasonable adjustment is not really seen as part of the ‘game’.  Embedded norms of what is expected of a ‘team player’ etc can add to a sense of isolation for PWD)

(c) What are some individual examples of how these factors have affected the decision to seek or stay in employment?
Answer: 

· There are disincentives for collaboration and support in an environment where work volume is closely monitored electronically.  This makes it more complex for PWD to get up to speed, especially if the employee arrives without a wage subsidy.  
· Devolution means that more people within an organisation have to be aware of the range of support services and how to access them in order to gain an understanding of what might constitute reasonable adjustment. 
· This issue is compounded in organisations without the support of an equity adviser to provide assistance to managers who have recruitment responsibilities.
(d) What are the particular problems that face people with specific physical, intellectual and psychiatric disabilities when seeking or staying in employment?
Answer: 
· There is a ‘hierarchy’ of acceptability of particular disabilities.  (eg; there is a Royal Blind Society, but not a Royal Deaf Society – because blindness is perceived as more socially ‘acceptable’ than deafness.)  

· For people with a psychiatric disability, you cannot simply resolve the adjustment issues with technology to overcome the disability, and there is more of a fear factor to overcome.  
3.
Your feedback: solutions

(a) What additional steps could governments take to support people with disabilities to enter and remain in open employment? 
Answer:

· Implementation of the recommendations of the various reviews listed in Issues Paper 4 would make a difference (providing jobs are realistically actually available)
· Disability Open Employment Services should be supported to make links with mainstream agencies so that mainstream agencies can recommend a PWD to an employer for an existing vacancy and provide advice about the subsidy 
(b)  What additional measures should be taken to make it easier for people with disabilities to enter and remain in open employment? 
Answer: 

· The wage subsidy scheme currently operates through a Commonwealth funded open employment service.  If a department routinely recruits through a particular ‘mainstream’ agency, the PWD does not come with the subsidy, and there is little incentive for the agency to recommend a PWD.  

(c) What specific steps could be taken to support people with psychiatric disabilities and mental illness to enter open employment?
Answer:
· Some large organisations are encouraging staff to undertake voluntary work.  A specific choice to do volunteering with people with psychiatric disabilities and mental illness could provide the exposure essential to overcome stigma and fear 
· The campaign a few years ago on mental illness did much to educate, demystify and reinforce the prevalence of mental illness.  
Issue 3: Issues for Employers
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Your feedback: employer disincentives

(a) What are the most pressing concerns that employers have regarding recruiting, hiring and retaining people with disabilities?

Answer:
· Some lack of clarity regarding ‘transactions costs’ and ‘who pays what’ plus a lack of exposure to or knowledge of disability issues and reasonable adjustment, makes it easier to opt to recruit more mainstream applicants 
(b) Are there any additional factors that might make an employer reluctant to recruit, hire or retain people with disabilities?
Answer:
· In organisations where the cultural norm is ‘downsizing, and labour is seen primarily as a cost – then a ‘more expensive’ employee makes no real sense.

· In the public sector at least, devolution and the loss of specialist EEO positions means that managers are expected to find out about reasonable adjustment etc for themselves, and are less able to learn from the experience of peers and colleagues
· While there has been some acceptance of a business case for diversity, this tends to emphasise gender and multicultural diversity.  With an increasing emphasis on individual performance, to some extent it is harder to include PWD.  
(c) What are some individual examples of how these factors have affected an employer’s decision to recruit, hire and retain of people with disabilities?
Answer: 

· In at least two agencies, when reasonable adjustment responsibilities were devolved (along with a budget,) the number of recruits with a disability fell to zero.  

(d) Do employers face additional or different barriers if a person’s disability is physical, intellectual or psychiatric? 

Answer:
· Yes, managers and supervisors perceive (rightly) that there is a lot more work to integrate a person with a psychiatric disability into the workplace, as there is more work to do with peers/colleagues.  

· Technology has meant that there are significantly less jobs in many workplaces that a person with an intellectual disability can undertake.  

(e) Which of these barriers are real and which are the result of stigma, a lack of information and/or education?
Answer: 

· As much as anything, it is the context of current paradigms of management, organisation and economic theory, which does make the barriers more real.
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Your feedback: employer incentives

(a) Which incentives have the most impact on an employer’s decision to recruit, hire and retain people with disabilities?

Answer:
· There will be different issues for 2 different employment contexts.  One is when a person with a disability applies for a specific vacancy.  The other is when an employer decides to recruit people with a disability for some reason (eg; subsidies or social justice, commitment to diversity etc).  

(b) What steps could be taken to ensure that employers were better aware of these incentives?

Answer:
· Links from organisations intranet to a site with all options and contacts etc.  (i.e. a virtual one stop shop)  

(c) Are there any additional incentives that might encourage an employer to recruit, hire or retain people with disabilities?

(d) What are some individual examples of how these, or any other, incentives have affected an employer’s decision to recruit, hire or retain people with disabilities?

(e) How might incentives need to be tailored to take account of different types of disabilities, for example, whether a person’s disability is physical, intellectual or psychiatric? 

3
Your feedback: current initiatives

(a) What additional steps could the government take to support employers to recruit, hire and retain people with disabilities in open employment?

(b) What additional steps could employers take to hire people with disabilities?

(c) What additional tools should be provided to make it easier for employers to hire people with disabilities? 

(d) What is the best way to provide the additional tools that employers need?

(e) What are some ideas for new initiatives that could encourage employers to recruit, hire and retain people with disabilities?

(f) What specific measures might encourage employers to hire people with psychiatric disabilities and mental illness? 

Issue 4: Commonwealth Government Assistance
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Your feedback: Commonwealth government assistance to people with disabilities

(a) What are the strengths and weaknesses of the Commonwealth government services listed above?

(b) What other Commonwealth government services are available to assist people with disabilities who are seeking employment in employment?

(c) What additional supports and services do people with disabilities need from the Commonwealth government to seek and obtain employment in employment?
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Your feedback: Commonwealth government assistance to employers

(a) What are the strengths and weaknesses of the initiatives listed above?

(b) What other Commonwealth government services are available to employers to encourage them to recruit, hire and retain people with disabilities in employment?

(c) What additional supports and services do employers need from the Commonwealth government to encourage employers to hire and retain people with disabilities in employment?
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Your feedback: government reviews 

(a) What are some of the strengths and weaknesses of the recommendations listed above?

Answer:
· There is an implicit assumption that there are jobs in which PWD can participate.  Structural changes to the labour market makes this questionable

(b) Which of these recommendations are most important for improving equality of opportunity in employment for people with disabilities?

(c) Which of these recommendations have been implemented and how?

(d) Where recommendations have not been implemented, what needs to change so that they can be implemented?

(e) What other changes should be made to government services to improve equality of opportunity to employment for people with disabilities?
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Your feedback: government services generally

(a) What are some of the successes of current government services?

(b) What are some of the failures of current government services?

(c) What government services, other than those listed here, have you used?

(d) What do you expect from the government in the terms of employment opportunities for people with disabilities?

(e) Where do you go to find information about what government services are available?

(f) What improvements would you suggest to improve access to government services?

(g) Do you think that the government services available to people with disabilities, when looking for employment in employment, varies depending on whether the disability is physical, intellectual or psychiatric?
(h) Do the government services available vary depending on the type of physical disability, the type of intellectual disability or the type of psychiatric disability? 

