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��Foreword By The Chief Executive





In 1994 the Government adopted the Commonwealth Disability Strategy designed to provide a major impetus in removing barriers confronting people with disabilities in community life.  Under the Strategy each Commonwealth agency is required to prepare an Action Plan as detailed in the Commonwealth Disability Discrimination Act, by 1997.  The objectives of the Disability Action Plan are about achieving equity in access to employment, facilities and services as opposed to meeting minimum standards.



Equity is central to staff management philosophy in the Australian Maritime Safety Authority (AMSA).  AMSA has repeatedly stated its intention to be a leader in providing an equal opportunity workplace.  The Disability Action Plan is designed to ensure that all AMSA staff, including those who suffer from a disability, have the opportunity to effectively contribute their skills and full potential to the workforce.  



The improved implementation of equal employment opportunity policies and practices means that the Authority can attract and retain the best people, enabling AMSA to build an efficient and innovative workforce.    This plan which will operate in conjunction with AMSA’s three year EEO Program, seeks to facilitate entry into the workforce of people with a disability and to create a work environment which ensures that EEO principles become routine management practices. 



AMSA currently has updated EEO data relating to 90% of staff, of those 9.6% are representative of people with a disability, this compares favourably to an Australian Public Service (APS) average of only 4.75%.  AMSA has undertaken to maintain a level of representation which is consistently higher than the APS average.



Copies of the Disability Action Plan will be distributed to managers and a summary pamphlet is intended for distribution to all staff.   The Plan will also be available through AMSA’s On-line system and details will be included as part of our Induction package.



Consultation on the areas covered in this Plan began early in 1996 through a national survey on EEO issues conducted amongst all AMSA staff.   I would again like to thank all those who contributed to the focus of our 1997-99 EEO Program.  The Action Plan process is a dynamic one.  Followup surveys will be conducted annually by the Staff Resources Section to assess where AMSA can improve its internal policies and practices.



The implementation of equal employment opportunity policies is the responsibility of all of us.  I encourage each member of staff to identify the part they can play in realising the goals of this Action Plan.





		This program is supported by senior managers 

		throughout the Australian Maritime Safety Authority.















�





P. M. McGrath

Chief Executive

December 1996

�Introduction



The Disability Discrimination Act 1992 makes discrimination in relation to a disability unlawful. The legislation covers employees, prospective employees, current and prospective commission agents and contract workers. Discrimination based upon a relative or associate having a disability is also unlawful.  The Act reflects a fundamental change in focus from a welfare approach to a rights-based approach in respect of disability issues.  It recognises that people with a disability have the same fundamental rights and should have the same opportunities as other people to participate in community life.

Under the Act, discrimination is defined as “...less favourable treatment against somebody because of a disability, or the disability of a relative or associate.”   The definition of a disability itself is intentionally broad in order to protect from discrimination as many people as possible.  AMSA’s strategy  in relation to people with a disability is to ensure there is no unjustified discrimination, either in joining the organisation or in opportunities for advancement within AMSA. This strategy has been based on the recommendations of the report of the working party set up by the Disability Task Force to investigate the employment and career paths of people with disabilities in the public sector.  Those recommendations were endorsed by the Government in the draft EEO Strategic Plan for the Public Service Commission.

The Commonwealth Disability Strategy provides a practical framework to meet the Commonwealth’s obligations under the Act.  Under the Strategy all Commonwealth Agencies are required to lodge an Action Plan with the Human Rights and Equal Opportunities Commission by 1997.  An Action Plan is a means by which change can be implemented in a proactive manner rather than in response to complaints before the Commission.  These plans may also be taken into account by the Commission if complaints are lodged against the agency.  A comprehensive Action Plan and evidence of progress consistent with its timetable, may mitigate the effects of a discrimination complaint lodged under the Act. 

The Action Plan outlines measures to be taken by AMSA to ensure that people with a disability have equal opportunity to participate in, and benefit from, the Authority’s policies and programs.

It covers a variety of issues relating to discrimination against people with a disability including:



actual and potential discriminatory practices;

mechanisms to address discrimination;

specific timeframes within which identified problems will be addressed

by whom identified problems will be addressed

desired outcomes



Physical disabilities which restrict or preclude climbing aboard and moving around ships or navigational aids are not open to reasonable adjustment. There is no practical means of overcoming this restriction.  Consequently a significant number of positions in the Authority are not open to people with such disabilities and there is no prospect of this restriction being lifted.  For all other positions EEO principles will be applied.



The Action Plan has been developed following broad consultation across the Authority.  It aims to gradually introduce improvements, and recognises that attitudinal and systemic changes can be a long-term process.



The Action Plan contains:



a brief outline of AMSA’s role and organisational structure;

a description of the major barriers facing people with a disability in relation to AMSA’s functions and responsibilities;

responses to specific areas;

corporate responses which cover the Authority as a whole.





The Role of the Authority



The Australian Maritime Safety Authority is a Commonwealth safety agency with the charter of enhancing efficiency in the delivery of safety and other services to the Australian maritime industry.  AMSA is responsible for setting and regulating safety standards for the operation of commercial shipping, the operation of an extensive network of marine navigation aids around the Australian coast, marine search and rescue and the operation of a national plan for the protection of the marine environment. 



The Authority’s mission statement is:



“AMSA will strive to be a dynamic, responsive and cost-effective business that meets the expectations of customers, government, the community and AMSA’s own employees.  It will also strive to be a leader in its field, initiate maritime review and reform and be at the forefront of technological change.”



For financial and operational accountability AMSA is structured into five individual business units, reflecting key areas of operation.  The structure of the Authority and the relationships between these business units is illustrated at Attachment A.



�Planning and Policy Development



Specific Action�Responsibility�Timing��Compare staffing profiles for people with a disability to APS targets.�EEO Co-ordinator�Ongoing��Investigate potential for employing people who cannot work at full award wages because of a disability in line with public sector guidelines and in consideration of the Authority’s staffing profile and commitment to improving employment opportunities for people with a disability.�EEO Co-ordinator in conjunction with Personnel Officer�Within 3 months of implementation of the Plan��Review existing guidelines to assist managers in preparing position documentation.  

Ensure that criteria used to select staff do not inappropriately impact upon potential employees with a disability.�EEO Co-ordinator 





Managers and Selection Committees�Upon implementation of the Plan

As positions become vacant��Ensure that staff selection courses provide an understanding of criteria which may inappropriately impact upon potential employees with a disability. �Personnel Officer with EEO Co-ordinator�Ongoing��Investigate and develop strategies to support AMSA staff  with a mental illness in their employment.�EEO Co-ordinator�Within 6 months of implementation of the Plan��Review HRM policies to ensure that they are consistent with EEO principles and objectives, including the provisions of the DDA.�Personnel Officer with EEO Co-ordinator�Upon implementation��Prepare an information package to advise supervisors and staff of availability of leave and flexible working arrangements for purposes including carer responsibilities for a person with a disability�HRM Adviser with EEO Co-ordinator�Within 4 months of implementation��Ensure that training and development opportunities within AMSA are, as far as possible, manageable for employees with disabilities.�HRM Adviser with EEO Co-ordinator�Ongoing���Accountability



Specific Action�Responsibility�Timing��Monitor and analyse staff redundancy and redeployment situations through statistics on separations to ensure that people with a disability are not over/under represented.�EEO Co-ordinator�Ongoing��Offer exit interviews to all staff leaving the Authority, to identify opportunities to improve representational levels of EEO target Groups in AMSA’s staff profile.�EEO Co-ordinator�Ongoing��Incorporate EEO Information in AMSA’s Annual Report.�All Business Units�Annually��EEO principles are to be consistently applied across all areas of strategic and management planning.�Chief Executive, Business Unit Managers�Ongoing��Maximise utilisation of resources for EEO activities.�EEO Co-ordinator�Ongoing��EEO responsibilities to be included in all Senior Executive and Second Tier Management performance criteria, as developed.�Chief Executive, Business Unit managers�Ongoing��Update list of EEO contacts in Head Office and regions and publicise regularly in staff bulletins�EEO Co-ordinator�Weekly��Prepare details of employment equity issues designed for distribution  to all staff of the Authority















�EEO Co-ordinator�Upon implementation then quarterly���Consultation and Participation



Specific Action�Responsibility�Timing��Consistent with merit principles and the needs of the workplace provide opportunities for job rotation and temporary transfer at and above level for staff members with a disability, particularly AMSA Officer 1 - AMSA Officer 5 (and equivalent levels).�Business Unit Managers, Supervisors�Ongoing��Under the principle of reasonable adjustment provide any relevant  equipment and other support needed to assist staff with a disability to perform their duties including any changes to duties.�Business Unit Managers, OH&S Co-ordinator�As identified��Develop a strategy to ensure timely implementation of reasonable adjustment of all new staff with a disability commencing employment with the Authority.�OH&S Co-ordinator�As identified��Provide relevant technical or other support in relation to organisational change and technological development for people with a disability.�EEO Co-ordinator with OH&S Co-ordinator�Ongoing��Investigate the needs of people with a disability when acquiring new computer software and hardware.�IT Section with OH&S Co-ordinator�Ongoing��Provide a forum for employees with a disability to consider appropriate standards for the Authority such as building standards or OH&S issues.�EEO Co-ordinator and OH&S Co-ordinator�Quarterly��Provide support and publicity for support networks of staff with a disability.�EEO Co-ordinator and OH&S Co-ordinator�Monthly ��Encourage staff to participate in bi-annual forums to discuss workplace diversity issues. 





�EEO Co-ordinator�Bi-annually���Communication



Specific Action�Responsibility�Timing��Publicise the Authority in the media in ways that will attract applicants from EEO groups to positions above base grade, particularly people with a disability�Public Relations with EEO Co-ordinator�Ongoing��The pool of possible applicants on each occasion is broadened by using alternate recruitment strategies.�Relevant Business Unit Mangers�As appropriate vacancies occur��Target journals/media to attract applications from people with a disability.�Relevant Business Unit Mangers�As appropriate vacancies occur��Advertise the general functions of the Authority in appropriate media and promote AMSA as an EEO employer.�Public Relations with EEO Co-ordinator�Quarterly��Encourage applicants with a disability to self-identify including any special needs relating to job information and interview arrangements. 































�Selection Committees�Each selection exercise���Access to Buildings



Specific Action�Responsibility�Timing��Ensure all premises occupied by the Authority meet the relevant standards for access by people with a disability and that adequate funds and other resources are provided to ensure compliance where necessary.�Appropriate accommodation area, OH&S Co-ordinator and Property Section�Initially upon implementation subsequently prior to occupation of any new premises��Access standards should be met before any new building is built, purchased or leased. Such standards should be set out in all tenders for new  building and for modifications to buildings.�OH&S Co-ordinator and Property Section�Prior to occupation of any new premises��Investigate the after hours security system to determine if it poses barriers for employees with a disability. 



































�OH&S Co-ordinator�Initially upon implementation subsequently prior to occupation of any new premises���Education and Training



Specific Action�Responsibility�Timing��Provide information and support to managers, supervisors and staff on the relevant provisions of the Disability Discrimination Act (DDA), �EEO Co-ordinator�Ongoing��Publicise arrangements for the employment of people with a disability under the Supported Wages System.�EEO Co-ordinator�Within 4 months of implementation, then as an ongoing process��Investigate and review presentation of OH&S information for staff in other formats. eg. safety signs, OH&S video�OH&S Co-ordinator�Ongoing��Provide support and assistance as required to people with a disability so that they have equal access to training courses, opportunities to apply for promotion, and assistance with career planning.�OH&S Co-ordinator with EEO Co-ordinator�Ongoing��Provide to all staff information on the relevant provisions of  the DDA relating to employment and this action plan. �EEO Co-ordinator�Within 2 months of implementation, then as an ongoing process��Encourage staff when nominating to attend training sessions to identify if they have any special needs.�EEO Co-ordinator�Ongoing��Review attendance of staff members with a disability at training courses to ensure equal participation with other staff.�EEO Co-ordinator�Ongoing��Encourage staff members with a  disability to identify their training and career development needs and to apply for relevant internal and external programs.





�Supervisors and managers�Ongoing���Education and Training



Specific Action�Responsibility�Timing��Offer training for supervisors/co-workers of staff with a disability.�EEO Co-ordinator�Identify suitable training within 2 months of implementation��Training sessions to place an emphasis on attitudinal and cultural change in the workplace.�EEO Co-ordinator�Ongoing��Distribute information on the DDA to new staff and supervisors.�EEO Co-ordinator�Ongoing��Review ‘Probationer Report’ criteria yo include staff attitudes and actions consistent with AMSA’s policy on discrimination in the workplace.�EEO Co-ordinator�Within 6 months of implementation��Conduct AMSA wide Staff Attitudinal survey to canvass views/concerns on disability issues particularly discrimination and harassment in the workplace.





























�Human Resources Section and consultants�Within 2 months of implementation then annually��� Glossary of Terms



Act, The�The Disability Discrimination Act 1992��AMSA�The Australian Maritime Safety Authority��APS�Australian Public Service��attitude survey�Annual survey covering the attitudes and perceptions of staff about employment practices and the corporate culture of AMSA��Commission, The�The Human Rights and Equal Opportunity Commission��DDA�The Disability Discrimination Act 1992��EEO�Equal Employment Opportunity��EEO Co-ordinator�Provides advice and information to managers and staff on incorporating EEO into day-to-day decision making in the workplace, as well as co-ordinating the development and implementation of AMSA’s EEO Program��EEO target groups�Women, Aboriginal people and Torres Strait Islanders, people with a disability, and people from a non English speaking background��HRM�Human Resource Management��HRM Adviser�Advises Business Units on HRM issues, provides support to the Manager Staff Resources with the development/implementation of HRM projects within AMSA��MQR�Ministerial Quarterly Reports��OH&S�Occupational Health and Safety��OH&S Co-ordinator�Responsible for ensuring access to and safety of, AMSA  workplaces and national co-ordination of AMSA OH&S programs��Plan, The�AMSA’s Disability Action Plan��reasonable adjustment�variation of usual employment practices where necessary, possible and reasonable, to enable a staff member with either a temporary or permanent disability to contribute to the effectiveness of the work area.��Supported Wages System.�Government initiative to support organisations who employ people who because of a disability, cannot complete tasks to full award level ���Legislation



The Equal Employment Opportunity (Commonwealth Authorities) Act 1987

Section 5 (1)  of the Equal Employment Opportunity (Commonwealth Authorities) Act 1987 requires agencies to develop and implement Equal Employment Opportunity Programs in relation to all ‘employment matters’.

Section (4) of the Act requires the application of the merit principle, so appointment to, and transfer and promotion within the Australian Maritime Safety Authority are to be free of discrimination, patronage or favouritism.

The Disability Discrimination Act 1992

The major purposes of the Act are:

to make unlawful discrimination on the grounds of disability in employment, education, access to premises and a range of other activities, including the administration of Commonwealth laws and programs

to eliminate harassment on the grounds of disability;  and 

to provide a broadly inclusive definition of disability.

The Human Rights and Equal Opportunity Commission Act 1986 underpins anti-discrimination and EEO activities, in particular, mechanisms for the conciliation of individual complaints of discrimination.

International Labour Organisation (ILO) Conventions

Some ILO Conventions ratified by Australia and relevant to the Plan are:

No. 111 which deals with discrimination in respect of employment and occupation, ratified in 1973;

No. 100 which deals with equal remuneration, ratified in 1974;

No. 159 about the vocational rehabilitation and employment of disabled persons, ratified in 1990.

Social Justice Strategy 

The Social Justice Strategy is a major overall social policy, the essential elements of which are:

equity	-	fair distribution of economic resources

access	-	equal access to essential services

equality	-	equal rights in civil, legal and industrial affairs

participation	-	equal opportunity for participation in personal 				development, community life, and decision-making

Workplace Bargaining Agreement

The Australian Maritime Safety Authority (Shore-based Staff) Agreement 1996 contains an ‘equity principle’, whereby agency workplace bargaining shall be consistent with social justice objectives, including access and equity and equal employment opportunity, including for workers with family responsibilities.



Related AMSA Policies and Guidelines



‘Harassment in the Workplace’ booklet�Provided to all AMSA staff through Induction process.   Also, copies are available from Staff Resources on an ‘as requested’ basis.

��EEO Program 1996-99 ‘Valuing Diversity’ booklet�Distributed to all AMSA staff in November 96 with further copies available from Staff Resources. Covers all aspects of AMSA’s EEO strategy for the next 3 years.

��National Induction Program�Provides new staff with basic information on their equal employment opportunity rights and responsibilities

��Performance Management Scheme

�Amendments to AMSA Performance Management Scheme currently being undertaken.��Personal Development Plans

�PDPs must be in accordance with AMSA’s EEO Program.��Recruitment and selection�Guidelines issued to each Business Unit.  As well, advice is available from Staff Resources on an ‘as requested’ basis.

��Workplace Agreement - “The New Generation”�Provisions for

carers leave

purchased leave

unlimited sick leave 

extended special leave

��AMSA Studybank Policy�Policy document is available to all AMSA staff on request.   This is complemented by advice from Staff Resources and regular articles in AMSA’s weekly Personnel News.

��Employment Management Manual�AMSA manual outlining Conditions of Service is accessible by all AMSA staff through the computerised Online system.











��

�Disability Action Plan - Timeline



1996���November�Work on Disability Discrimination Action Plan begun

��December�Ministerial Quarterly Report

Review access standards to AMSA occupied premises

Investigate after hours access arrangements

��1997���January�Disability Discrimination Action Plan completed

Audit EEO data

Begin review of guidelines for preparation of job descriptions/selection criteria

��February�Potential for Supported Wage action investigated 

DDA information distributed to staff

Supported Wage System guidelines completed

��March�Initial survey of all staff seeking information on success of Harassment policy and procedures, as well as seeking staff perception of AMSA as a family friendly environment, completed

New Harassment Contact Officers nominated and trained

��April�Ministerial Quarterly Report

Disability information forum

Publicise Supported Wage System guidelines

Information package re carer’s leave etc. finalised for distribution to staff members 

Investigate and develop strategies to support AMSA staff with a mental illness in their employment

��June�Annual report to Minister to include relevant EEO data

Forum to discuss workplace diversity issues

Review of Probationer Report underway���July�Audit EEO data

Harassment educative program completed

��August�Disability information forum

��September�Strategies to address staff survey environment needs developed

Ministerial Quarterly Report

��October�Audit EEO data��December�Ministerial Quarterly Report

Forum to discuss workplace diversity issues��

Disability Action Plan
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