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Part 1: 
Introduction
The Australian Services Union 
· Brief section on the union -history, industry coverage, size (staff/members), offices

· But first need to establish coverage of Plan -just Services & Energy Branch, or also MEU/Private Sector Branch

National Disability Equity & Access Policy
The ASU has acknowledged its obligations under the 1992 Disability Discrimination Act (Cth) to create, as far as possible, an environment of equal access to union services, premises and employment opportunities for people with disabilities. It did so at its 1998 National Conference by ratifying a "Policy on Members with a Disability" that originated from a Victorian Energy & Services Branch motion. The policy reads as follows:

"ASU is committed to access to all union services for all members. ASU supports in total the need for affirmative action in relation to members with a disability in both the union and the workplace.

ASU is committed to Equal Employment Legislation that ensures the rights of members with a disability via the Disability Discrimination Act (DDA). ASU acknowledges and is committed to the recommendations of the Disability Discrimination Act, which includes establishing DDA Action plans. The role of the Action Plan is to identify areas of the union and members' workplaces that currently restrict access and equity for members with a disability.

ASU is committed to promote change as per the outcome of the Action Plan which ensures that access and equity to members with a disability. ASU will encourage and support members to develop these plans within the union and in their area of work."
The ASU views the implementation of its national policy through a DDA Action Plan not just as a way of complying with legal requirements but as a method of conducting its activities in an ethical and responsible manner befitting an organisation committed to social justice and inclusion.

After considering the complexity of the issues, the wide range of disabilities, the politics of the language of "disability" itself (See Appendix), and the need to take a strategic approach to handling disability issues, the ASU has developed an Action Plan to be lodged with HREOC under the DDA and to be available publicly as a downloadable document through both through its own and HREOC's internet sites.

The development of the ASU's Action Plan has been informed by a much more complex and multi-layered understanding of "disability"(see Appendix: What is a Disability?) than appears in the DDA’s definition as well as by the recruitment potential in the move to a more active organising model of unionism of a broad inclusive definition. The Australian Bureau of Statistics most recent estimates in its 1998 "Survey of Disability, Ageing and Carers", while based on a narrow medical definition of disability, are that approximately 3.61 million Australians, or 19% of the population, have a disability with 58% (or just over 2 million) of these people being of working  (15-65 years old) age. While unemployment amongst people with disabilities was indicated in this Survey as much higher and their labour force participation rate much lower, there were still over 973,000 people with disabilities working and around 127,000 others actively seeking work.

The ASU Disability Working Party
In mid 1999, the ASU's Victorian Energy and Services Branch sanctioned the formation of a Disability Working Party to assist in the development and implementation of the ASU's disability access & equity policy. The Committee currently consists of a core of 4 member activists/delegates, 3 of whom are also Branch Executive members, with other occasional member participants and a network of interested members (with and without disabilities) who are kept informed and input as they see fit. Late in 2000, agreement was reached with the MEU division of the other Victorian ASU Branch, to include 2 MEU representative in the Working Party -with the aim of eventually expanding to include the Private Sector division as well. 

The brief of the Disability Working party has been primarily to draft a DDA Action Plan to present to the Branch Executive for consideration, final development and implementation. This drafting process has involved research and consultation with both staff and members, and been guided by the following objectives:

· to identify and rectify any existing physical, communications and attitudinal barriers to the participation of people with disabilities as staff or members of the ASU;

· to review all ASU policies and practices to ensure they are non-discriminatory and enhance the membership of, and service provision to, people with disabilities;

· to promote itself to the wider community as a union whose activities and services are inclusive of all people.

It is foreseen that the Disability Working Party will have an ongoing function in the monitoring and evaluation of the plan's implementation as well as in continuing consult with and involve interested members with and without a disability.

The process of developing the plan
The Disability Working Party has met 4-6 weekly over an 18-month period, and its consultation process has involved the following initiatives:

· the surveying or interviewing of ASU Services and Energy Division staff (with a 40% participation rate)

· the production and circulation of a staff survey feedback document -followed by attendance at an ASU staff meeting

· the production of an article on the working party's brief for Victoria-wide distribution through the ASU's U magazine

· a members' Forum with a focussed discussion on barriers for members with disabilities and strategies to overcome them

· the circulation and collation of a member-wide survey resulting in a second survey feedback document that was distributed for further comment to ASU staff, Branch Executive and interested members

· the running of a workshop on "rights for members with disabilities" at the Victorian Women's conference

· spruiking the DWP's objectives and distributing its documents at the 1999 and 2000 ASU Services & Energy Branch council meetings

{Needs to be a brief section on what happened after the draft was presented to Branch Executive and before adopted/lodged with HREOC}

Barriers and Key Outcomes for People with a Disability
The ASU and its Disability Working Party identified four main inter-related areas in which people with disabilities currently or potentially face barriers to fully accessing the union's services and employment opportunities in the union and in member workplaces and to participating in union activities:

1. Physical access and design deficiencies in union premises and ASU workplaces -and in venues used for union meetings and forums.

2. Inaccessible or inadequate communications systems/technologies and information provision practises.

3. Policies and procedures relating to equal opportunity and workplace advocacy/grievance handling.

4. Prejudices, myths and negative stereotypes about people with disabilities based on lack of experience or understanding.

The plan aims to achieve four broad outcomes for people with disabilities through a range of specific objectives and action strategies:

1. Accessible premises, services and facilities

2. Inclusive policies and procedures that remove barriers to access, participation and involvement.

3. High quality member services as a result of informed staff attitudes and effective communication and information exchange between staff and members with disabilities.

4. Equitable employment opportunities for people with disabilities.

While the Plan might appear to be primarily addressing these outcomes with respect to ASU members, their achievement will also assist the ASU create a barrier-free and responsive environment for staff with disabilities and all members. 

The Plan sets out nine objectives, each containing a number of related strategies. The Plan designates responsibility for implementing strategies and time frames for achieving outcomes. In some areas where barriers are easily identified, the Plan is quite specific about strategies and outcomes. However, in other areas there is need for further review, audits or research in order to ascertain barriers and possible solutions as well as consideration of costs and available resources. The Plan therefore commits to undertake this further work and then to develop more specific policies, procedures and actions based on these findings.

Monitoring and Evaluation
Under section 61 (e) of the DDA, an Action Plan must include provisions for evaluating the policies and strategies designed to eliminate discrimination and promote equality of participation.

{These need to be developed -informal monitoring of implementation progress through Disability Working Party and meetings with Executive?

-formal twice-yearly or annual evaluation to review appropriateness of plan in light of previous improvements and 



outcomes, any changes in union services/facilities and other changes in external environment?

-amendments to Plan and a process of ongoing implementation and review?}
Current Initiatives
{This section naturally will be have to be reworded to indicate what had been implemented by the time the DDA Action Plan was finalised and lodged with HREOC}

During the development of the Plan, the Disability Working Party made a series of recommendations re interim equity and accesses actions that would begin the process of change and show good faith and commitment to overall objectives. The areas they identified for immediate attention included:

· Access for Deaf/hearing impaired members -installation of TTY and training staff in its use as well as the Telephone Relay Service

· Access for sight-impaired members to information -alternative format production of U Magazine and Industry Division newsletters; factoring in accessibility to design of proposed web site (e.g. text only version)

· Advertising these initiatives with relevant disability organisations and media -and in ASU publications

· Incorporate relevant disability information/links on ASU web-site

· Amend ASU membership applications to include question re "disability" but worded to focus on functional needs not individual "disability"

· Undertake professional buildings access audit -and adopt a policy on access to meetings/forums

· Commence process of developing ASU staff and delegate "disability awareness/rights" training 

· Rewrite ASU's internal EEO/Affirmative Action policy to specifically include people with disabilities -and introduce some affirmative action procedures, eg, lodging all vacancies with disability recruitment specialists (Diversity@work)

The Disability Working Party has also undertaken some other activities to further the objectives of the ASU equity/access policy. After attending a staff meeting to discuss its goals and disability issues, it put together some disability awareness/rights information and resources to be housed in the staff training/reference library. It has also produced a discussion paper proposing the formation of a funded specialist Disability Employment Service that could service existing injured/retrenched and potential "disabled" ASU members -and recommending that the ASU set up an Advisory Committee to further investigate the feasibility of such a service and develop funding submissions to various Federal and Sate government agencies accordingly.

Summary of the Action Plan Objectives
Physical Access and Design
To ensure that people with disabilities have equitable access to all buildings, facilities and venues under the ASU's area of responsibility.

Objective 1: Building Audit
To meet the requirements of people with disabilities in the refurbishment of existing buildings which the ASU owns, rents or hires for use by staff and members, and conform with Standards Australia access and design standards for people with a disability in a co-ordinated and ongoing program of improving physical access
Objective 2: Access Policy 
To ensure that all members with disabilities can access buildings or venues used for ASU activities.
Communication, Education and Training
To ensure that people with disabilities have equitable access to all ASU services, activities and information -and are involved in consultative processes with regard to these.
Objective 3: Disability Awareness
To provide training and education to increase the awareness of ASU staff, workplace representatives and members about the rights of, and the issues pertinent to, people with disabilities, be they staff, members, employers or the general public.

Objective 4: Member Service Enhancement
To provide a high standard of service to members with a disability, including appropriate assistance when necessary.
Objective 5: Information Provision
To ensure that union information is inclusive of disability-related issues and is available in appropriate formats.

Objective 6: Consultation
To ensure that members and/or staff with disabilities continue to be consulted about equity and access in relation to all union services, activities and information provision -and that the expertise of consultants/organisations with 'disability" expertise are used when necessary.
Employment Opportunities & Workplace Advocacy
To ensure that people with disabilities have equitable access to all employment opportunities in the union and ASU workplaces, and are provided with adequate support in pursuing disability-related grievances in relation to their work or union service provision
Objective 7: Affirmative Action
To ensure that the ASU adopts an affirmative action approach to equal employment opportunity for people with disabilities internally and externally.
Objective 8: Advocacy/Grievance Handling
To ensure that ASU industrial staff equitably and proficiently deal with all disability-related member complaints, and advocate for the rights of people with disabilities in ASU workplaces.
Monitoring & Evaluation
To ensure that the ASU's DDA Action Plan is a living document that is progressively implemented and reviewed.
Objective 9: Plan Review & Development
To regularly and systematically review the implementation and appropriateness of the ASU's DDA Action Plan -and engage in a process of continuous development of equity/access strategies and actions.
Part 2:
Objectives
Physical Access and Design
To ensure that people with disabilities have equitable access to all buildings, facilities and venues under the ASU's area of responsibility.

Objective 1: Building Audit
To meet the requirements of people with disabilities in the refurbishment of existing buildings which the ASU owns, rents or hires for use by staff and members, and conform with Standards Australia access and design standards for people with a disability in a co-ordinated and ongoing program of improving physical access

	Strategies
	Person Responsible
	Time Line
	Outcome/Performance Indicator

	1.1
	Undertake a building audit utilising a professional disability access consultant -with audit to include car park, entrances, reception areas, lifts, signage, lighting, interiors, doorways, emergency exits, toilets, and office equipment
	
	
	Access Audit complete, report prepared with recommendations for action.

	1.2
	Cost, prioritise and implement recommendations of Access Audit report 
	
	
	Access recommendations implemented.

	1.3
	Apply to Council for Disabled Car parking adjacent to ASU's Queensberry Street premises
	
	
	Disabled car parking spaces in place


Objective 2: Access Policy
To ensure that all members with disabilities can access buildings or venues used for ASU activities.

	Strategies
	Person Responsible
	Time Line
	Outcome/Performance Indicator

	2.1
	Formulate policy and procedures regarding hire of physically accessible venues for meetings, forums or conferences (e.g. wheelchair access, disabled toilets, disabled parking or close to accessible public transport)
	
	
	Access Policy  & Procedures in Place


 Communication, Education and Training
To ensure that people with disabilities have equitable access to all ASU services, activities and information -and are involved in consultative processes with regard to these.
Objective 3: Disability Awareness
To provide training and education to increase the awareness of ASU staff, workplace representatives and members about the rights of, and the issues pertinent to people with disabilities, be they staff, members, employers or the general public

	Strategies
	Person Responsible
	Time Line
	Outcome/Performance Indicator

	3.1
	Develop and implement disability rights/awareness training for all staff -that includes the language & politics of disability, relevant legislation, disability-specific communication issues, the principles of "reasonable adjustment" and the importance of flexible work practices
	
	
	Staff training package developed and delivered to all staff -and modified for inclusion in induction material for new staff.

Staff able  to provide quality services 

to all members with a disability

	3.2
	Develop "disability" modules for inclusion in 5 day workplace representatives training and expand disability content of Equal Opportunity training for members
	
	
	Disability components developed for delegate and member training.

	3.3
	Investigate feasibility of developing a disability rights/awareness training package or "Code of Practice" (covering all aspects of the employment cycle) for delivery in ASU worksites for members and employers
	
	
	Decision made on whether to proceed with this development work.

	3.4
	Include disability workshop(s)/topic(s) at annual Women's conference, and encourage same for two-yearly National Conference
	
	
	Disability workshops/topics held at ASU conferences

	3.5
	Include regular disability-related articles (positive member profiles, ASU disability initiatives) in U Magazine and divisional newsletters
	
	
	Articles completed and published

	3.6
	Publicise ASU disability access/equity initiatives and overall DDA Action Plan internally and externally to all members , employers, disability organisations and general public -using specialist disability media(Radio for Print Handicapped, newsletters), broader union media and (if possible) mainstream media
	
	
	DDA Action plan published on HREOC and ASU websites.

Public DDA Action launch held with media, staff, employers and members invited.

Disability initiatives advertised in

relevant media.


Objective 4: Member Service Enhancement
To provide a high standard of service to members with a disability, including appropriate assistance when necessary

	Strategies
	Person Responsible
	Time Line
	Outcome/Performance Indicator

	4.1
	Install Teletext Typewriter (TTY) for members with communication impairments, train staff in use of TTY and Telephone Relay Service, list ASU number in TTY directory and advertise TTY installation to various Deaf and other relevant organisations.
	
	
	TTY installed.

Staff trained in TTY/TRS use.

ASU TTY number listed.

Deaf & other relevant organisations advised.

	4.2
	Make ASU printed publications accessible to members with vision or learning difficulties through alternative formats (Braille, Large Print, floppy disc, tape, email ) on an as-needed/ requested basis, and advertise to relevant blind/vision-impairment or other relevant organisations.
	
	
	"Contract" developed with an alternative format production service.

Service advertised.

	4.3
	Upgrade ASU membership data-base to incorporate disability-specific needs of members by surveying existing members and amending membership application forms to include relevant question "Do you have any specific impairment or illness related communication or access needs", perhaps prefaced by a policy statement, "the ASU is committed to equity and access for all members"
	
	
	Amend membership application forms.

Survey existing members on disability-specific needs.

	4.4
	Develop access guidelines/information for staff about using/hiring sign language interpreters and hearing loops for Deaf/hearing-impaired members at private or public meetings.
	
	
	Guidelines and information provided for staff.

	4.5
	Network with disability support/advocacy groups, collect relevant literature/ pamphlets/specialist information, and develop a resource directory (print and internet-based) for use by ASU staff in dealings with members with disabilities
	
	
	Networking undertaken.

Information collected regularly.

Resource directory produced.

Relevant link pages put on web-site.

	4.6
	Investigate feasibility of the appointment of an internal ASU disability contact or specialist officer -giving consideration to a range of options: (a) F/T or P/T Disability Support/Liaison/Information Worker with advocacy/training/policy/planning/information-provision functions; (b) expand role/brief of existing EEO Committee -perhaps in conjunction with Disability Working Party; (c) use one or more existing Industrial Officers or MDOs in role
	
	
	Decision made re nature and role of ASU disability officer/contact.




Objective 5: Information Provision
To ensure that union information is inclusive of disability-related issues and is available in appropriate formats

	Strategies
	Person Responsible
	Time Line
	Outcome/Performance Indicator

	5.1
	Review union literature for new members -and include relevant information about ASU's disability access & equity policy, the existence & role of the Disability Working Party and the ASU's DDA Action Plan, and specific services/communication alternatives for members with a disability
	
	
	Union literature reviewed & amended.

	5.2
	Regularly identify and gather useful pamphlets/literature from relevant disability advocacy/support agencies (eg EOCV "Know Your Rights" series, Disability Discrimination Legal Advisory Service, VCOD, etc) and display at reception, staff lunch room and library
	
	
	Literature gathered, displayed and distributed to members as needed.

	5.3
	Build up membership data-base of members with vision impairments or learning difficulties email addresses and develop standard practice of emailing all relevant information (U Mag, newsletters, etc) with the option of receiving print-based materials in other alternative formats of choice
	
	
	Data-based updated.

Alternative information formats in place/available.

	5.4
	Develop accessible ASU web-site in consultation with appropriate expert/organisation and in accordance with DDA guidelines on WWW access (eg. text only version/option) -and include useful disability information, resources and links.
	
	
	Accessible web-site developed with disability information/resources/links


Objective 6: Consultation
To ensure that members and/or staff with disabilities continue to be consulted about equity and access in relation to all union services, activities and information provision -and that the expertise of consultants/organisations with "disability" expertise are used when necessary.

	Strategies
	Person Responsible
	Time Line
	Outcome/Performance Indicator

	6.1
	Elected officials and Branch Executives support and resource the ongoing operation of an ASU Disability Working Party which involves, supports and consults with staff/members with a disability -and monitors the implementation of the ASU DDA Action Plan
	
	
	Disability Working Party continues to meet and function.

At least one Branch Executive member (or delegated officer/staff member)) on DWP.

Regular (quarterly) meetings between DWP & elected officials to 

	6.2
	Create a register of consultants/organisations with expertise relevant to the implementation of the ASU's disability equity & access policy/DDA Action Plan -and commit to using them when necessary
	
	
	Register established.

Use documented.


Employment Opportunities & Workplace Advocacy
To ensure that people with disabilities have equitable access to all employment opportunities in the union and ASU workplaces, and are provided with adequate support in pursuing disability-related grievances in relation to their work or union service provision
Objective 7: Affirmative Action
To ensure that the ASU adopts an affirmative action approach to equal employment opportunity for people with disabilities internally and externally

	Strategies
	Person Responsible
	Time Line
	Outcome/Performance Indicator

	7.1
	Rewrite internal ASU EEO/Affirmative Action policy to specifically include people with disabilities and the fundamental principles of "reasonable adjustment" (at all

levels of the employment process -recruitment, selection, induction & training, promotion/redeployment, appraisal, termination)
	
	
	Policy amended

	7.2
	Advertise all ASU job vacancies through "Diversity@ work" to get maximum reach to potential applicants with disabilities
	
	
	All vacancies standardly advertised through Diversity@work

	7.3
	Develop a model EEO/Affirmative Action clause that includes people with disability for use by industrial officers in enterprise bargaining activities, and educate industrial staff about Supported Wages System/model clause and its inclusion in EBAs.
	
	
	Model clause developed.

Monitor occurrence in EBAs.



	7.4
	Investigate (through expanded EEO Committee & DWP?) the practicability of pro-active job creation for people with a disability in the union -either through Traineeships (check out new State Government Schemes & incentives) and/or the Supported Wages system, as well a policy of work experience/training for students (TAFE/Uni) or rehabilitees(CRS Australia, TAC, Workcover)
	
	
	Investigation carried out & recommendations/decisions made.



	7.5
	Research feasibility of seeking external funding through Federal and State governments to establish an ASU Employment & Training Service to service people with disabilities and/or other disadvantaged jobseekers/ members 
	
	
	DWP's discussion paper "An ASU Disability Employment Project"

read by all Executive members.

Working Party/Advisory Committee set up & feasibility study undertaken.

Decision made -if yes, funding submissions written/sent off.

	7.6
	Include disability awareness/knowledge in ASU staff selection (including job descriptions& interview questions) and performance appraisals
	
	
	Job descriptions, job interview questions, and performance appraisal systems amended.


Objective 8: Advocacy/Grievance Handling
To ensure that ASU industrial staff equitably and proficiently deals with all disability-related member complaints, and advocate for the rights of people with disabilities in ASU workplaces.

	Strategies
	Person Responsible
	Time Line
	Outcome/Performance Indicator

	8.1
	ASU staff adequately trained & resourced to handle all disability-related grievances of members
	
	
	Training provided.

Resource directories/information provided.

Disability organisation networks established.

	8.2
	ASU staff actively encourages delegates/employers to include disability-inclusive EEO clauses in EBAs, and to develop organisational DDA Action plans or disability equity/access policies.
	
	
	Monitor number of EBAs with disability-inclusive EEO clauses.

Monitor ASU workplaces with DDA Action plans or related policies.


Implementation, Monitoring & Evaluation
To ensure that the ASU's DDA Action plan is a living document that is progressively implemented and reviewed.
Objective 9: Plan Review & Development
To regularly and systematically review the implementation and appropriateness of the ASU's DDA Action Plan -and engage in a process of continuous development of equity/access strategies and actions.

	Strategies
	Person Responsible
	Time Line
	Outcome/Performance Indicator

	9.1
	ASU leadership commit to the need for disability equity & access changes/improvements as recommended in the DDA Action Plan
	
	
	Time & resources put aside.

People made responsible.

Actions completed.

Plan continuously reviewed.

	9.2
	The Disability Working Party &/or expanded EEO Committee mandated to informally monitor implementation, feedback to Executive officers and make recommendations for further changes/actions.
	
	
	DWP &/or EEO Committee meet.

Feedback/recommendations recorded and actioned.

	9.3
	A formal evaluation of DDA Action Plan's implementation and strategies made annually with a revised rewritten Plan lodged with HREOC on a two yearly basis.
	
	
	Plan reviewed & evaluated against

performance indicators.

New plan written & lodged with HREOC.


Appendix:
What is a Disability?

What is Disability?
"Disability" is not a straightforward word or concept, and how the people that make up an organisation understand "disability" is arguably crucial to how they interact with "people with a disability". Most Action Plans are based on the broad definition of disability contained with the DDA, yet consultation with ASU staff and members has led the ASU to use an even broader or more flexible approach that encapsulates an understanding of "disability"as a term that has various definitions and contested meanings.

The DDA definition of "disability" includes physical, intellectual, psychiatric, sensory, neurological and learning disabilities as well as physical disfigurements and the presence in the body of disease-causing organisms. The Act covers a "disability" which people have now, had in the past, may have in the future or are believed to have. It also covers people with a disability who may be discriminated against because they are accompanied by an assistant, interpreter, reader or trained animal, or use special equipment or aids. Furthermore the Act protects people who have some form of personal connection with a person with a disability such as relatives, friends, carers or co-workers if they are discriminated against because of that connection or relationship.

Thus the DDA contains a rights-based definition that attempts to move away from the traditional moral/medical/charity/welfare "deficit" models of disability that focus on individual limitations in an anti-discrimination framework with a strong community education focus. Its broad definition highlights the diversity of disability in terms of the wide range of impairments/illnesses, differing degrees of severity, the existence of invisible or episodic conditions, its various impacts on individuals and their specific needs. However the DDA is primarily an individual complaints piece of legislation and its definition remains in some respects an individualistic medical-based legal rights definition of disability which, while forthrightly recognising the realities of discrimination, still excludes some groups of people and is for some people less adequate than what has been described as the "social barriers" definition of disability. This later more political definition views disability as economic/social/cultural disadvantage generated by non-inclusive environments and prejudicial attitudes. As two ASU member have expressed it: "disability is something that puts a barrier in the way of having equal opportunity with others"; "for me being disabled means simply that I am not able to keep a job...the barrier to working is the attitude of other people not my skills or work performance".
But other people with disabilities in turn do not relate to such a politicised definition of "disability" for a variety of reasons. Some suggest that so defined  "disability" still operated as a loaded term categorising a highly diverse group of people in a fashion that still served to perpetuate negative stereotyping and discrimination. For some ASU members "disability" disclosure is often a difficult or risky decision in disability-unfriendly workplaces. Negativity is built into the very word and every dictionary definition. For this reason some ASU staff have expressed discomfort with labelling or viewing colleagues or members as "disabled", and some ASU members have stated categorically that they did not self-identify as "people with disabilities". This question of self-perception is not always factored into definitions of disability. Indeed many people or groups of people with impairments do not see themselves as inherently disabled nor identify with a disability rights discourse, but rather regard themselves as having particular needs that are not widely catered to by society. For example, many in the Deaf community see themselves as linguistic minorities who are "handicapped" by most people's inability to communicate in sign language and the social prevalence of voiced communications. Similar comments could be made about other "disability" groupings - blind citizens, people with epilepsy or acquired brain injury, the so-called "intellectually disabled", those with musculo-skeletal injuries or those with a diagnosis of mental illness who are described as "people with psychiatric disabilities". 

The whole question of definitions or models of "disability" is a difficult and disputed area. Disability activists and academics have developed the social model in opposition to the individual model of disability in its various moral/medical/philanthropic/welfarist manifestations; but a new generation of commentators are now alleging that both explanatory models are exclusive of many people and their lived experience of "disability". They have proposed what has been called a biosocial model that contains elements of both the individual and the social model.

These debates are reflected in disagreements over how people with impairments or chronic illnesses should be described or spoken about. There are those who prefer "people first" language -and indeed in Australia the common term accepted by most service providers, academics and government officials as well as many people with impairments or illnesses since the 1980s is "people with disabilities". Some disability activists (more so in UK and the USA) see this terminology, with "disability" often prefaced by a diagnostic label (sensory, physical, intellectual and the like), as perpetuating traditional paternalistic medical notions. In keeping with their subscription to identity politics and notions of "disability pride", the preferred term is "disabled people". Others (particularly in New Zealand) have developed the term "people who experience disability" claiming that it acknowledges individual self-perceptions and various interactions with disabling attitudes and environments. To the un-initiated this may all sound like semantics, and in some ways it is because fundamentally we are all people first with varying abilities and limitations that develop or change over our lifetimes. The ideal would be to do away altogether with the binary opposition of able/disabled. But these terms, this "normal/abnormal" opposition and disputes over correct terminology will continue until a truly inclusive society exists, and it pays to be aware of the various debates and issues surrounding disability discourse or the politics of disability language so that we can interact respectfully with all people, avoiding labels and derogatory language, and recognising the need for ongoing flexibility in workplace practices and fundamental "enabling" improvements in much of the social and institutional infrastructure around us.

