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Secretary’s Foreword

The Disability Discrimination Act 1992 (the Act) protects all people with disabilities from unfair or unfavourable treatment based on their disability. To discriminate against people based on disability is unlawful.

The Australian Government adopted the Commonwealth Disability Strategy in 1994.  The strategy provides a policy and planning framework for departments and agencies to improve access for people with disabilities to all Australian Government policies, programs and services.

The Department of Agriculture, Fisheries and Forestry maintains strong links with clients, industry and community stakeholders.  It responsively provides services and advice to individuals, organisations and community groups, and has a commitment to ensuring it does not exclude disabled people from taking part in departmental programs and services.

This Disability Action Plan identifies areas where the department can improve its ability to meet the needs of people with disabilities.  

The department has developed this Disability Action Plan in consultation with various stakeholders, including peak disability service providers.

I welcome any comments and suggestions on the plan from staff and the public.  You can forward them to:

People and Planning

Management Services

Department of Agriculture, Fisheries and Forestry

GPO Box 858

CANBERRA  ACT  2601

Attention:  Workplace Diversity Coordinator

Joanna Hewitt
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The Australian Government Department of Agriculture, Fisheries and Forestry

The department is responsible for agriculture, fisheries, food and forestry industries.

Our mission is to increase the profitability, competitiveness and sustainability of Australian agricultural, fisheries, food and forestry industries, and enhance the natural resource base to achieve greater national wealth, and stronger rural and regional communities.

The department is a large and diverse employer with about 4,000 employees throughout Australia and overseas.  Their broad range of disciplines supports their work as policy officers, program administrators, scientists, technical staff, economists, meat inspectors, veterinary officers and quarantine inspectors.

The department’s overarching employment framework allows individual workplaces to tailor operational requirements to meet the needs of its diverse workforce.

The Disability Discrimination Act 1992 (the Act)

The Disability Discrimination Act 1992, which came into effect in March 1993, describes discrimination as treating a person with a disability less favourably than someone without one.  

It is unlawful to:

· discriminate against people who have had, have or may have a disability, or

· because he or she is an associate of someone with a disability. 

The Act encourages everyone to recognise the contributions people with disabilities can make to the community and the economy.  The Act recognises that people with disabilities have the same basic rights as others in the community.

Areas covered by the Disability Discrimination Act 1992

The Act seeks to remove barriers that prevent the full participation of people with disabilities in many areas of community life, including:

· employment

· education

· public access to premises

· provision of goods, services and facilities

· accommodation

· activities of clubs and organisations

· sport

· administration of Commonwealth laws and government programs.

The concepts of direct and indirect discrimination apply in all these areas.

What is a disability?

The Act provides a broad definition of the term ‘disability’ to ensure the protection of everyone with a disability.

Disability includes:

· the total or partial loss of a person’s bodily or mental functions

· the total or partial loss of a part of the body

· the presence in the body of organisms causing, or capable of causing, disease or illness

· the malfunction, malformations or disfigurement of a part of the person’s body

· disorder or malfunction that results in the person learning differently from a person without a disability

· a discord, illness or disease that affects a person’s thought processes, perception of reality, emotions or judgement, or results in disturbed behaviour.

In addition to those with a disability, the Act protects anyone who:

· has had a disability (e.g. a past episode of mental illness)

· may develop a disability (e.g. a family history of a disability which a person may develop later)

· may have a disability (e.g. a person thought to have HIV/AIDS).

Discrimination is also unlawful where it occurs because a person with a disability:

· uses a palliative, therapeutic or auxiliary aid (such as a wheelchair or hearing aid)

· is accompanied by an interpreter, reader, assistant or carer

· is accompanied by a trained animal, such as a guide dog or ‘hearing’ dog. 
Who does the Act protect?

The Act’s definition of disability is as broad as possible to cover everyone with a disability.  It covers:

· physical

· intellectual

· psychiatric

· sensory

· neurological

· learning disabilities, as well as physical disfigurement

the presence in the body of disease-causing organisms.

· What is discrimination?

The Act defines discrimination as less favourable treatment against somebody because of a disability, or the disability of a relative or associate. 

The Act identifies two broad types of discrimination — direct and indirect discrimination.

· Direct discrimination occurs when an individual — because of his or her disability (or an associate with a disability) — receives less favourable treatment than someone without a disability in circumstances that are the same or are not materially different. For example, an applicant is refused a job because he or she has a hearing impairment.

· Indirect discrimination is treatment that appears neutral but disadvantages someone with a disability, with the effect that the person is treated unreasonably.  For example, indirect discrimination results from buildings that have steps, but no ramp, because they exclude people who use wheelchairs.  
Commonwealth Disability Strategy (CDS)

In November 1994, the Government adopted the Commonwealth Disability Strategy, providing a policy and planning framework for departments and agencies to improve access for people with disabilities to all programs, services and functions.

The CDS also recommends all Australian Government departments develop a Disability Action Plan to identify and remove barriers to the full participation of people with disabilities. 

The purpose of a Disability Action Plan (DAP)

A Disability Action Plan symbolises a commitment to improve accessibility for people with disabilities.  The DAP in response to the Act and CDS expresses the goals and targets developed by each organisation through incorporation of a plan to identify and remove unlawful disability discrimination from an agency’s administration, services and programs.

The department’s Disability Action Plan

The department’s Disability Action Plan 2004 - 2007 sets out its commitment and approach to addressing awareness, access and opportunities for people with disabilities.

It has implications for the day-to-day management of programs and services, as well as their revision, or for developing, and informing clients and staff about, new programs and services.

The plan also considers issues such as accessibility of all buildings the department occupies and the need to ensure people with disabilities have access to them.

Who is responsible?

Responsibility for implementing the DAP rests with employees.

The department will disseminate information through induction processes, staff development programs and promotional initiatives to ensure employees are fully aware of their obligations under the Act.  They will have ready access to the DAP electronically and in hard copy.

The Action Plan covers various issues about discrimination against people with disabilities including:

· potential discriminatory practices

· actions to address discrimination

· specific timeframes to address identified issues, and who will deal with them

desired outcomes.

Business responsibilities

Other than the need to manage employees in an equitable and fair way, businesses also have a responsibility to consider the needs of clients and stakeholders (especially Indigenous Australians, people with disabilities, and people from diverse linguistic and cultural backgrounds).  It is important for Businesses to:

· inform employees of the importance of including people from these groups in developing and delivering policy advice and programs

· incorporate diversity as an integral part of business.

Each Business will also be asked to report on its performance against the roles of government organizations as employers, as providers, as purchasers of good and services, as regulators and as policy advisors for inclusion in the department’s annual report.

Monitoring, evaluation and reporting 

The department will:

· report on CDS performance each year in its annual report

· regularly review the DAP, beginning in 2005, reporting on and identifying areas for further development to ensure the department continues to apply the principles of the Act in achieving its goals.

Action Plan Development

Initial review

Identifying key government functions

The Commonwealth Disability Strategy groups the roles of Government agencies into five broad categories – policy adviser, regulator, purchaser, provider and employer.  More information about the five broad categories is on the Commonwealth Disability Strategy web site. 

The table below lists the categories identified as roles of the department’s individual Businesses.

	Indicator
	Roles

	
	Policy Adviser
	Regulator
	Purchaser
	Provider
	Employer

	Natural Resource Management/Output 1
	(
	
	(
	
	(

	Rural Policy and Innovation/Output 2
	(
	
	
	
	(

	Fisheries and Forestry/Output 3
	(
	(
	
	(
	(

	Food and Agriculture Business/Output 3
	(
	(
	(
	
	(

	Market Access and Biosecurity/Output 4
	(
	
	
	
	(

	Product Integrity Animal and Plant Health/Output 5
	(
	
	
	
	(

	Australian Quarantine and Inspection Service/Output 6
	(
	(
	(
	(
	(

	Bureau of Rural Sciences/Output 7
	
	
	
	(
	(

	Australian Bureau of Agricultural and Resource Economics/Output 8
	
	
	(
	(
	(

	Management Services/N/A
	
	(
	(
	(
	(

	Governance/N/A
	
	(
	
	
	(


Consultation

Internal consultation

The DAP was developed in consultation with all business areas of the department in order to identify the potential discriminatory barriers and devised practical solutions to address and overcome them. 

External consultation

The department consulted several peak disability service providers, including the Office of Disability and Better Hearing Australia, in developing the DAP.

Future and ongoing consultation

The department will ask stakeholders to comment and contribute to decisions that directly affect them, and include questions about disability access. 

The department is regularly in contact with people living in remote and rural areas. Some of their needs and issues may differ from those of people who live in urban and metropolitan regions. They will have opportunities to contribute to consultations and their experiences will be considered. 

Key strategies 

Strategy 1 — Planning and policy development

The department will:

· consider the needs of people with disabilities in all planning and policy development

· incorporate diversity (including equal opportunity) objectives into corporate planning and all relevant program and service delivery planning

require that successful tenders must comply with the DDA and any other relevant legislation.

Strategy 2 — Communication

The department will:

· develop strategies to make information, services and documentation accessible for different groups of people with disabilities, taking language and cultural needs into account

for public communication ensure its advertising is in accessible formats.

Strategy 3 — Education and training 

The department will:

· ensure all staff are aware through training programs of the DDA’s provisions

· consider the needs of people with disabilities when developing policy, designing programs and delivering services

ensure training makes employees sensitive to client diversity and its implications for policy formulation and program delivery.

Strategy 4 — Consultation and participation

The department will:

· consults client groups on issues such as policy development, program design, delivery and evaluation

· seek to improve consultative mechanisms to ensure it obtains the views of people with disabilities. 

Strategy 5 — Accountability

The department will:

· provide information on equal opportunity performance requirements in annual reports and program performance statements. 

Strategy 6 — Accessibility to buildings

The department will:

· ensure access to all buildings for people with disabilities.  This not only includes departmental offices, but also venues for meetings and conferences

ensure people with disabilities have access to appropriate signage and other information.

Strategy 1:  Planning and policy development

	Objective
	Strategy
	Responsibility
	Timing
	Outcome

	1.1      Improve access to services the department provides for people with disabilities
	1.1a      Review planning and policy processes to ensure mechanisms are available for people with disabilities to have input during these processes

1.1b      Seek expert advice on disability access issues, when necessary


	All Businesses
	Ongoing
	People with disabilities have input to planning and policy development

	1.2     Routinely consult people with disabilities during policy development and implementation, and when developing guidelines and regulations
	1.2a     Contact peak disability groups to determine interest in consultation processes that may affect them.

1.2b     Consult peak disability groups of representatives of people with disabilities when undertaking planning and policy development that could have an impact on people with disabilities


	All Businesses
	Ongoing
	Peak disability groups have opportunity to contribute to consultation processes, if appropriate

Consultation processes will include the views of people with disabilities


	Objective
	Strategy
	Responsibility
	Timing
	Outcome

	1.3    Staff consider the needs of clients with disabilities while developing policies and programs
	1.3a   Every new policy or program to include a requirement to meet with needs of people with disabilities

1.3b   A component of evaluation of every policy or program will assess how the policy or program meets the DDA requirements


	All Businesses
	Ongoing
	Department’s policies and programs include and address the needs of clients with disabilities, if appropriate

	1.4 Routinely consult people with disabilities during policy development and implementation, and when developing guidelines and regulations


	1.4     Include a diversity component in future corporate planning documents, and appropriate service charters and delivery programs


	All Businesses
	Ongoing
	Plans, Service Charters and programs will address the needs of people with disabilities who may be affected by them


	Objective
	Strategy
	Responsibility
	Timing
	Outcome

	1.5      Provide flexible working conditions and recruitment practices
	1.5a    Include a comprehensive range of flexible working conditions in developing the department’s workplace agreements to improve opportunities for all staff, including people with disabilities

1.5b   In developing diversity framework, include strategies that review recruitment practices to ensure they promote diversity and improve opportunities for people with disabilities


	People and Planning (P&P)
	Completed – will be further refined with each Agreement round
	People with disabilities have access to flexible working conditions, including place of work

Recruitment practices promote diversity by focusing on inherent duties of the job




Strategy 2: Communication

	Objective
	Strategy
	Responsibility
	Timing
	Outcome

	2.1    Make suitable and sufficient communication devices available for people who are Deaf or hearing impaired
	2.1a    Consult relevant organisations and people who are Deaf or hearing impaired


	Information Services, P&P
	Ongoing
	People with a hearing disability will have access to suitable communication devices

	2.2    Where required, ensure client access to departmental publications and information is in alternative formats, e.g., on disk and on the Internet, Braille, etc
	2.2a     Investigate the appropriateness of current methods of communication to meet the needs of clients with disabilities

2.2b     Identify and implement appropriate ways of communicating to meet the needs of clients with disabilities, as required

2.2c     Review current ways of providing publications and information to clients

2.2d     Make more information available through sources like the Internet


	All Businesses, Public Relations, Information Services
	Ongoing
	Clients have access to publications and information in an appropriate format


	Objective
	Strategy
	Responsibility
	Timing
	Outcome

	
	2.2e     Identify clients who require information publications and information in alternative formats

2.2f      Ensure major IT upgrades consider the impact on adaptive technologies used in the department

2.2g      Add ‘signage’ to the Language and Cultural Skills Register 

2.2h      Ensure clients are made aware publications and information are available in accessible formats


	
	
	

	2.3   Ensure clients can provide input and feedback to the department on its work
	2.3a     Investigate appropriate technologies, such as TTY and freecall numbers, for clients with disabilities


	Information Services, P&P
	Ongoing
	Clients have a means of providing feedback and other required input


Strategy 3: Education and training

	Objective
	Strategy
	Responsibility
	Timing
	Outcome

	3.1      Raise staff awareness of their obligations/responsibilities under the DDA
	3.1 a    Prepare information sheet to be disseminated to all Businesses and handed to new staff on their commencement

3.1b     Make department’s Disability Action Plan available on the intranet

3.1c     Include information on disability awareness (including DDA) in training courses when relevant

3.1d     Cater for all additional needs when organising training. Provide additional support at training courses, assist with transport or allow the person to move through a course at a slower pace, if necessary


	P&P 

P&P, Information Services

All Businesses, P&P

All Businesses/P&P


	On finalisation of Action Plan

When action plan is finalised

Ongoing

Ongoing


	New and existing staff will be aware of their responsibilities under the DDA

Also shows senior management commitment

Staff will be aware of their responsibilities under the DDA

People with disabilities will have the same access to training as any person who does not have a disability




	Objective
	Strategy
	Responsibility
	Timing
	Outcome

	
	3.1e      Include information on DDA in all new employee induction packages

3.1f      Ensure all people with disabilities are made familiar with their environment and that any modifications suit the person’s requirements


	All Businesses

All Businesses
	Ongoing

Ongoing
	Induction to the new work environment will be made as easy as possible for those with disabilities and those who work in that area and may need to adjust some arrangements to help a person with a disability


Strategy 4: Consultation and participation

	Objective
	Strategy
	Responsibility
	Timing
	Outcome

	4.1    Ensure appropriate levels of consultation are undertaken with clients with disabilities in developing and implementing policy, and developing guidelines and rules
	4.1a   Develop consultation protocol to help staff effectively consult people with disabilities and disability groups
	Employee Relations, P&P in consultation with Businesses
	Depending on development of departmental protocol
	Clients with disabilities and disability interest groups have appropriate opportunity to contibute to developing policies, rules and guidelines

Consultation protocol adopted as departmental policy



	4.2    Provide appropriate computer software and hardware for people with disabilities
	4.2a   Investigate the needs of people with disabilities when acquiring new computer software and hardware
	Information Services
	Ongoing
	People with disabilities experience no disadvantages in gaining access to new computer software and hardware


Strategy 5: Accountability

	Objective
	Strategy
	Responsibility
	Timing
	Outcome

	5.1    Demonstrate progress consistent with Action Plan, and regularly revise
	5.1a   Coordinate reporting against the Action Plan

5.1b  Include information on progress against the Action Plan in the annual report


	P&P in consultation with Businesses
	Quarterly

Annually
	Progress report to be included in the annual report

	5.2    Demonstrate regular progress of implementation of Disability Action Plan and revise, if necessary
	5.2a   Provide information on progress against the Action Plan corporately and publicly through the annual report


	All Businesses
	Half-yearly
	The development of a dynamic and relevant Action Plan to meet the DDA’s needs

	5.3 Ensure appropriate performance information and reporting mechanisms are in place


	5.3a   Develop and implement performance measures and reporting
	P&P in consultation with all Businesses
	Annually 
	Progress against Action Plan evaluated


Strategy 6: Accessibility to buildings

	Objectives
	Strategy
	Responsibility
	Timing
	Outcome

	6.1   Staff, clients and visitors with disabilities to have access to buildings 
	6.1a   Ensure all premises the department occupies meet the relevant standards for access by people with disabilities, and adequate funds and other resources are provided to ensure compliance

6.1b  Meet access standards AS1428 before building, buying or leasing any new buildings, AS1428 should be standard in all tenders for new buildings, and mandatory for all modifications to buildings


	Property Management Service Provider

Property Management Service Provider
	Ongoing
	People with disabilities have access to buildings

	6.2    Ensure availability of parking for people with disabilities 
	6.2a   Review access to parking for people with disabilities, and ensure staff and visitors are aware of the availability and location of parking
	All Businesses, Property Management Service Provider
	Ongoing
	All staff and visitors are aware of the availability and location of parking for people with disabilities
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