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1
Introduction

Disability Action Inc requested development of this Action Plan in response to requirements of the Disability Discrimination Act (DDA) 1992.  The Act is based on the premise that people with disabilities have the same rights as any other members of the community, including the right to engage in all aspects of community life, and as well as equitable and dignified access to goods, services and facilities.

This Plan was developed through a process of consultation and review.  Interviews were held with all staff members and selected volunteers, and past and present clients were surveyed by mail-out questionnaire

In addition to the above measures, policies and other relevant documents were reviewed for possible discriminatory measures or lack of inclusion.

Staff and Board members reviewed and commented on the Access Report which detailed findings of the above research procedure.  This Plan’s content is largely developed from recommendations of that Report, and those of the Building Access Audit carried out by Bronwyn Cullen, Architect.  In addition, there are two items required under Section 61 of the DDA; those on broadcasting or advertising details of the Plan, and evaluation of the Plan.  

Up to 5 years has been allowed to carry out some capital-intensive aspects of the Action Plan.  The evaluation section of the Plan recommends, however, that implementation progress be reviewed biennially, and the entire plan extensively reviewed at the five-year milestone.  Visible and systematic implementation of the Plan will help reduce the chances of a formal complaint being successful. 

The Plan is set out in tabular form and specifies barriers/issues, goals to redress them, strategies to achieve them and performance indicators.  Responsibility for achievement, resources necessary and timeframe for implementation are also addressed.

2
Demographic Data

Over 22% of the South Australian population consists of people with disabilities (ABS 1998).  Of these, 60% will have mobility impairment requiring access adjustments.  In addition, people with vision, hearing, intellectual and other forms of disability will require various adjustments to enable full accessibility.  South Australia also has the highest proportion of elderly people in Australia, resulting in an increasingly higher disability rate. 

3
Communication of the Action Plan

The Action Plan is intended to be used as a reference guide.  It is not assumed that everyone will read it in its entirety.  It will be the responsibility of the Executive Officer to inform staff about sections of the plan that are of particular relevance to their area, and ensure implementation, as well as procedures for evaluation and monitoring.  It is important that all staff, volunteers and Board members and, as far as possible, clients and prospective clients, are aware of the existence and purpose of the Action Plan.

The Plan will be integrated into the day to day business of the agency, and incorporated into annual workplans.  The Plan will be promoted in the following ways:

· The Executive Officer will present a copy of the draft Plan to the Board for endorsement.  Once any necessary adjustments have been made, the Plan will be bound in handbook form and distributed.

· An electronic copy will be forwarded to HREOC for registration. 

· Each staff member will receive a copy of the plan, explaining its significance, purpose and direction.

· Each new staff member will receive a copy of the plan as part of his or her induction process.

· The Executive Officer will be responsible for explaining to his/her team the details of how the Plan will be implemented and monitored, and ensuring each staff member understands their responsibility to address access issues in the course of their work.

· DAI policy documents will incorporate reference to access issues and take into account the particular needs of people with disabilities.  

· Articles about the Plan, including its timeframe and implementation, will be placed in DAI’s Newsletter.

· A summary of the plan will be placed on DAI’s Internet page, with the Disability Information and Resource Centre, and displayed in the DAI foyer.

· As the Plan is periodically reviewed, updates will be distributed to staff and Board members, and appear in the external channels listed above.

4
Physical Access Notes

The DDA is not specific in its requirements for access.  While DDA Standards have been developed in some access areas, this has not yet been accomplished in relation the built environment.  The Federal Attorney General’s Building Access Policy Committee is charged with developing such a Standard with a timeframe of 12 – 18 months.  It is likely to be up to three years before the draft standard has passed through the consultative and legislative processes necessary for it to become law.  Until then, there can be no absolute certainty about the level of access legally required.  After the Standard becomes law, full compliance with the Standard will be required on all new building work, whether new construction or refurbishment, on premises where facilities are provided for the public.

In the meantime the Disability Discrimination Commissioner has developed Advisory Notes on Access to premises.*  While they “are not regulations or ‘deemed to satisfy’ building requirements”, they offer advice about what level of access is likely to reduce the chances of a successful complaint being made.  The Advisory Notes provide a checklist of all the issues the Commissioner believes should be considered when designing premises to ensure access for people with disabilities. 

Neither the proposed new BCA nor [the] Advisory Notes represent the final word in the debate about access.  All that can be said is that the better the level of access provided the less likely it is that premises will be the subject of complaints (HREOC 1998).

Similarly, while implementation of this Action Plan will help reduce the likelihood of a successful formal complaint being made under the DDA, it cannot guarantee compliance.

*The Advisory Notes are constantly updated to reflect ongoing changes to the Building Code of Australia.  They are available at www.hreoc.gov.au
5
Access Policy

The Policy

Disability Action Inc (DAI) accepts its responsibilities under the Commonwealth Disability Discrimination Act (DDA) 1992 to provide facilities, and implement services and programs which provide equitable access for people with disabilities.

DAI recognises that equitable access to services, premises, facilities and employment is a right for people with disabilities, and the advantages of improved access will benefit the community as a whole.

DAI recognises that the needs of people with disabilities should be determined in consultation with them, as a means of facilitating inclusive community participation.

DAI recognises that policies, practices and procedures must be inclusive as well as non-discriminatory, and that particular measures may be required to enable equitable access and participation for people with disabilities.

DAI recognises that as a lead disability organisation, it has a responsibility to encourage the public and private sectors to address access and equity issues through a process of cooperation, education and consultation and advocating for the rights of individual clients. 

DAI will facilitate changes to its own culture by enforcing legislative powers where they exist, and through ongoing education of and information to all staff and volunteers.



The Definition

The definition of ‘disability’ as used in the Act is intentionally broad.  It includes:

· physical, psychiatric, intellectual, sensory and learning disabilities, 

· physical disfigurement and the presence in the body of an organism causing, or capable of causing, disease;

· total or partial loss of part of the body and malfunction or disfigurement of part of a person’s body. 

· a disability that presently exists, existed in the past but has now ceased to exist, or may exist in the future, 

· a disability that is imputed or presumed to a person (DDA 1992).

The Act also makes it unlawful to discriminate against an associate of a person with a disability based on the person’s disability. 

6
Cross-reference to the Access Project Report

The following section links Plan ‘issues’ with recommendations of the Access Project Report.  Some issues listed in the Action Plan did not arise in the context of the Report, but needed to be included in the Plan.  These are indicated below as ‘extra’.

Access Plan





Issue 
Page
Topic

1.1
6
Conference Policy

1.2
6
Fire Safety Drill Policy

1.3
7
Orientation Training Policy

1.4
7
Student Placement Policy

1.5
7
OH&S Policy – Safety

1.6
8
DARE Project Policy

1.7
9
Access Policy

1.8
10
EEO Policy- DDA requirements

2.1
11
Website not fully accessible

2.2
11
Information not fully accessible

2.3
12
Promotion of DAI

2.4
13
Inaccessibility by phone

3.1
14
Employment Practices and DDA

3.2
14
Employment of people with disabilities 

3.3
14
Job and person specifications

3.4
15
Limited staff and volunteer knowledge of DDA

3.5
16
Limited staff and volunteer knowledge of disability awareness 

3.6
17
Skills improvement

4.1
18
Limited access to premises

5.1
19
Matching of clients and advocates 

6.1
20-22
Implementation, monitoring, and evaluation of Action Plan.

6.2
22
Communication of the Action Plan

The section of the Action Plan dealing with implementation, monitoring and review of the Plan is a specific requirement under the DDA.

The last section of the Plan, broadcasting, or communication, of the Action Plan both within the agency, and to the wider community, is also mandatory under the Act.  Recommendations dealing with this will be found in the section Communication of the Action Plan (Section 3 above).

1 Policy development


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

1.1
Conference policy may discriminate against people with disabilities.
Eliminate discrimination
Simplify policy for clarity.

Include reference to availability of assistance where necessary, to complete form.

Include statement that alternative formats would be acceptable where people, are because of disability, unable to complete the written form.


There are no complaints about difficulties in completing conference applications.
Executive Officer/policy subcommittee
Staff time
By March 2002

1.2
Fire Safety Drill policy does not include reference to assistance for people with disabilities.
Fire Safety Drill policy provides for appropriate assistance for people with disabilities.
Add to policy directions on assisting people with disabilities to exit building in an emergency including those with hidden needs.

Nominate officer responsible for assisting people with disabilities in a building emergency.
Individual staff members understand their responsibilities to assist people with disabilities as appropriate in a building emergency.

People with disabilities receive appropriate assistance to evacuate the building when necessary.
Executive Officer/policy subcommittee
Staff time
By March 2002

1
Policy development (cont)


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

1.3
Orientation training does not include DDA or disability awareness training.
Staff sensitivity to disability issues, awareness of application and implications of the DDA


Ensure that the orientation process for new staff includes training in disability awareness, and application and implications of the DDA 
New staff receive training as described
Executive officer
Staff time
Start ASAP,

ongoing

1.4
Student policy requires greater specificity regarding disabiity.
Appropriate student placements at DAI 
Include in the Student Policy a statement about non-discrimination according to the SA Equal Opportunity Act and the DDA, with a proviso that prospective students are able to carry out inherent requirements of the proposed placement.


The policy has a clear statement about non-discrimination. 

There are no misunderstandings about refusal to place on grounds of disability.
Executive Officer/policy subcommittee
Staff time
By end 2002

1.5
The OH&S policy does not include reference to provision of a safe working environment.
Safe working environment, including access and emergency egress 
Amend the OH&S policy statement to include provision of a safe working environment with safe access and emergency egress.
Policy is amended as recommended.
Executive Officer/policy subcommittee
Staff time
By end 2002

Policy Development (cont)


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

1.6
DARE project Policy is incomplete.
A completed DARE project Policy with appropriate reference to application and implications of the DDA
Complete the DARE Policy.

Include reference to inclusion of disability awareness and application and implications of the DDA in orientation training for DARE advocates.
DARE advocates understand their obligations under the DDA, and understand the needs of people with all kinds of disabilities.
DARE Manager/

Executive officer
Staff time
By June 2002

1
Policy Development (cont)


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

1.7
The agency is in breach of C’wealth Disability Standard 8.8 in having no affirmative action policy committed to supporting people with disabilities. 
Adoption of 

A formal Access Policy which is linked to, and informs, all other relevant policies.
Develop, adopt and implement a specific policy for access (See Section 6 above for draft policy)

Link the policy to all other relevant policies and adopt ‘access’ as a principle in development of new policies.


All DAI policy is consistently inclusive in approach to disability issues.
Executive Officer/Board


Staff time/  Production resources
By March 2002



To provide an example of best practice for other organisations.
Advertise the existence of the Access Policy amongst community organisations and make copies available to them as part of a model of good practice. 
Community organisations can express knowledge of DAI’s Access Policy
Executive Officer


Staff time/

Production resources.


1
Policy Development (cont)


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

1.8
DAI’s EEO policy conforms with the SA EO Act, and therefore does not include people with all kinds of disabilities. 


Inclusive EEO policy consistent with requirements of the DDA.
Amend DAI’s EEO policy to include the DDA definition of disability (see Section 5 above)

Include in DAI’s EEO policy disability as an area where harassment is prohibited.
DAI’s EEO policy is non-discriminatory.


Executive Officer/policy subcommittee
Staff time
By March 2002

2
Communication


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

2.1
The DAI website may not be fully accessible to people with disabilities.
Non-discrimination.

Improved communication
Update the website to :

(a) Ensure full accessibility to people with disabilities

(b) Ensure mechanisms are in place for regular updating of relevant sections of the website and checking email.

(c) Obtain more accessible URL

Advertise URL and availability of information.


There are no complaints about lack of accessibility of the website.
Systems/ communication officer
Staff time/

operating budget
By March 2002

2.2
Information and promotional material is generally available in written format, therefore inaccessible to some people.


Information accessible to all.
Consider using a range of formats, e.g. website, floppy discs, audiotapes.  Carry out a survey of past and present clients to determine the level of need for alternative formats.  Implement findings as appropriate. 
There are no complaints concerning accessibility of information
Executive Officer/Board
Staff time/

Production resources
By March 2002

2 Communication (cont.)


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

2.3
Many prospective clients are apparently unaware of DAI services, and therefore opportunities to correct systemic issues missed. 


Greater community awareness of DAI services and accessibility of services.
(a) Advertise the existence and range of services of the agency with all disability agencies.  Seek opportunities to include success stories 

(b) Promote the DARE project.

(c) Advertise in Link Magazine on a regular basis, including website URL
There are no comments about difficulties in locating DAI.

Systemic issues are demonstrably addressed more efficiently.
Executive officer
Staff time/

Operating budget
Start ASAP,

ongoing

2
Communication (cont.)


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

2.4
When telephoning, clients are often unable to reach their contact person directly.  This sometimes results in unfair treatment.
Direct access for clients to individual advocates.
Install a telephone system permitting contact with individual staff members. Phone numbers for individual staff which can be redirected to the reception if not answered.
There are minimal complaints about lack of access to individual workers.
Executive officer
Staff time

Capital Resources
By 2005

3
Human Resources


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

3.1
Employment

Practices may not conform to requirements of the DDA.
To ensure conformity with the DDA and avoid discrimination.
Use the HREOC Employment FAQ web site to inform revision of Human Resources policies, and DAI’s general employment practices.


There are minimal complaints from people with disabilities about employment discrimination.
Executive Officer/Board
Staff time
By end 2002

3.2
Employment of people with disabilities 
To facilitate employment of people with disabilities. 


(a) As vacancies occur, preference will be given to appropriately qualified people with disabilities.

(b) Consult an ergonomist to ensure that office furniture and fittings are appropriate for their use and users.


DAI employs suitably qualified people regardless of disability status. 

The employment profile of people with disabilities will increase.


Executive Officer
Staff time
Start ASAP

Ongoing

3.3
Job and person specifications do not specify responsibility for Action Plan implementation.
To ensure effective implementation of the Access Action Plan.
Ensure that all management position descriptions specify a requirement to implement the Access Action Plan.

Ensure that all other position descriptions, where relevant, specify that employees are required to implement their Access Action Plan responsibilities. 
Sections implement relevant areas of the Access Action Plan according to the specified timeframe.
Executive officer
Staff time
By June 2002

3
Human Resources (Cont.)


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

3.4
Limited staff knowledge of implications of the DDA.
To demonstrate commitment to equitable access.

To serve as provisional protection against vicarious liability in case of a complaint.


Include on all job and person specifications a requirement that the employee has an understanding of the DDA and its implications, and ensure relevant information is supplied as part of the orientation process.
Staff members can state understanding of their obligations under the DDA.
Executive Officer
Staff time
By March 2002

3
Human Resources (cont.)


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing










3.5
Limited staff and volunteer awareness of the DDA and disability issues.
To demonstrate commitment to equitable access and ensure that people with disabilities receive appropriate customer service.

To ensure compliance with the DDA.
Ensure that adequate and appropriate training in disability awareness is provided for staff and volunteers on a regular ongoing basis, administered and documented in the same way as OH&S training, and included in orientation of new staff.  

Ensure DDA briefing for elected members at regular intervals.  Include in orientation of new members.

Include training presentations by people with disabilities. 


Staff members and volunteers express Knowledge and understanding of disability issues.

Board members are aware of and understand their responsibilities under the DDA.  People with disabilities express satisfaction with DAI customer service quality.
Executive Officer
Staff time/

Training resources.
Start by end 2001, Ongoing annually and as orient-ation

3
Human Resources (cont.)


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

3.6
Reports indicate that some staff members/ volunteers’ advocacy skills could be improved..
Effective advocacy processes and greater client satisfaction.
Ensure as far as possible that future applicants (for paid or voluntary positions) have direct experience of disability and/or (as a minimum) previous experience in community activism.
Staff members can state a broad understanding of disability issues. 

There are minimal complaints concerning staff members’ lack of understanding of disability issues.


Executive

Officer
Staff time
Start ASAP,

ongoing

4
Access to DAI premises


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

4.1
Limited access to DAI premises.
To achieve maximum access to DAI premises for all


Prioritize issues in the building access audit report (Cullen 2000) according to amount of usage and their potential for injury, and incorporate them into the agency’s annual resource planning process.

Investigate the feasibility of the installation of an audio loop in the main meeting room and other options for accommodating the needs of people with hearing impairments (eg portable hearing loop systems). 


People with disabilities are able to easily access DAI Offices 

A suitably qualified person with any disability could work in DAI premises
Executive Officer/

Board
Staff time/

Capital funding
Begin

By end 2001

Finish 

2006

5
Working Methods


Barriers and issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

5.1
Clients do not always have choice of advocate, and often have to deal with more than one person on the same issue.  This is inefficient, can be distressing for clients and takes up additional staff time 
Clients need to relate only to the advocate(s) of their choice.
As far as is practical ensure that the client has a choice of advocates, and at best, have to deal with only the one advocate.  Where this is not possible, ensure full transparency of the transfer process and ensure all relevant documentation is made available beforehand for the advocate taking over the case to familiarize themselves with the issues. Gender and cultural sensitivity will be recognised in the process of allocation of advocates. 

See also 2.4 above (Phone system)
There are minimal complaints concerning choice of advocate and/or having to deal with additional people.
Executive Officer/Dare Manager
Staff time
Start ASAP,

ongoing

6
Implementation of Action Plan


Issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

6.1
Monitoring and evaluation of implementation of the Access Action Plan.
To ensure systematic implementation of the Action Plan.
Ensure that the Action Plan is incorporated into DAI’s overall resources planning process, and review annually.

The Executive officer will require people responsible for various sections of the Plan to report six-monthly on initiatives and projects undertaken.

The Executive Officer will report 6-monthly to the Board on Plan implementation.

The Executive Officer will ensure recording of complaints concerning access issues, and forward this to the Board as part of an annual QA process.

DDA implementation will be a standing item on management reports.


Six-monthly reports are presented to, and noted by, the Executive officer

The Board receives DDA Access implementation reports 6-monthly.

Complaints are recorded and presented to the Board.


Executive officer
Staff time
Start End 2001, ongoing

6
Implementation of the Action Plan (cont)


Issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

6.1
Monitoring and evaluation of implementation of the Action Plan (cont.).
To ensure systematic implementation of the Action Plan.
Ensure development and distribution of a survey questionnaire to elicit client responses to client-related performance indicators in this Action Plan.  The questionnaire will be administered biennially for 6 years, and reports forwarded to the Board

Access issue Perfomance Indicatores will be incorporated into the existing QA processes and into the existing staff appraisal process.

Ensure development of a questionnaire to elicit responses about staff-related performance indicators in this plan.  The questionnaire will be administered biennially for 6 years and reports forwarded to the Board.


Community survey questionnaire is developed, distributed and results analysed.

Staff survey questionnaire is developed distributed and results analysed.


Executive Officer. 


Staff time

Staff time
Start End 2001

Start Dec 2002



6
Implementation of the Action Plan (cont)


Issues
Goals
Strategies to address
Performance indicators
Person(s) responsible
Resources
Timing

6.1 
Monitoring and evaluation of implementation of the Action Plan (cont.).
To ensure systematic implementation of the Action Plan.
Ensure a complete review of the Action Plan at the end of the five-year milestone.  

Ensure report is forwarded to the Board.

In consultation with the Board, make any necessary adjustments to the Plan.


The Action Plan is progressively implemented according to the timeframe set out in this document.


Executive Officer
Staff time
Ongoing

6.2
Communication of the Action Plan.
To publicise the existence of the Plan.
See Introduction Section 3 for strategies.
Staff members and people with disabilities can state their awareness of the existence and intent of the Access 

Action Plan.


Executive Officer
Staff time/

Product’n costs
Start ASAP

NB.  The DDA requires that the existence of the Action Plan be communicated as broadly as possible.  
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