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The Disability Action Plan policy framework for NSW state government agencies, is underpinned by three pieces of legislation – the Commonwealth Disability Discrimination Act 1992 (DDA), the NSW Anti-Discrimination Act 1977 (ADA), and the NSW Disability Services Act 1993 (DSA).  All three Acts make it unlawful for service providers to discriminate against people based on their disability, and require government agencies to take into account the special needs of people with disabilities in their service provisions.

Section 9 of the NSW Disability Services Act 1993, requires government agencies listed under Schedules 1,2 and 3 of the Public Sector Management Act (PSMA) 1988 to implement a Disability Action Plan.  The NSW Coal Compensation Board (the ‘Board’), although not one of the agencies listed under the PSMA schedules, does however have a responsibility to produce an Action Plan that will result in the provision of equal services under the coverage of DDA 1992 and the ADA 1977.  The Disability Policy Framework has also been approved and endorsed by the NSW State Government with the intent that all state agencies will produce an action plan.

Reporting on the Disability Action Plan’s progress to the Ageing and Disability Department will occur every December, while the Board will also report yearly in its Annual Report, as required under the Annual Reports (Statutory Bodies) Regulation 1985.

This Disability Action Plan will cover the period 2000 – 2003.  Evaluation and review of the Action Plan will take place during this time with changes made in a revised Plan, after this timeframe, should the Board continue to be in operation.

OBJECTIVE

A Disability Action Plan is basically about good management and customer focus that is in accordance with the Board’s equal opportunity principles and practices, occupational health and safety and the Government’s broader social justice agenda.

The Board is committed to addressing all barriers to equal service provision for people with disabilities.  The development of a Disability Action Plan will demonstrate this commitment to eliminating discrimination against people with disabilities, and show how the Board is adjusting its services to ensure that people with disabilities are not unfairly disadvantaged in their relationship with the Board.

The production of an Action Plan will allow for changes to be made in a proactive manner rather than reacting to complaints.  A Plan will assist as a partial defence to a complaint of discrimination, if it is lodged with the Human Rights and Equal Opportunity Commission and with the Ageing and Disability Department.

The Action Plan will be incorporated into the Board’s annual business strategic plan and budgetary structure, to ensure its effectiveness.

WHAT IS A DISABILITY?

Between the respective pieces of legislation, disability may be broadly defined by:

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

· the presence in a person’s body of organisms causing or capable of causing disease or illness, or

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

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

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

ie.  physical, intellectual, psychiatric and psychological, sensory, neurological, physical disfigurement, disease, illness or infection, and learning disabilities.  The definition covers anyone who has a disability now, in the past, may have in the future or is assumed to have a disability.  It is also unlawful to discriminate against a person on the basis that his or her associate (partner, carer, friend or family member) has a disability.

CONSULTATION

This Disability Action Plan was developed in consultation with Board staff who volunteered to make comments on the draft Plan and through consultation held with a panel of people with disabilities (organised by the Ageing and Disability Department).  

Disability access surveys were conducted with staff and claimants to determine the number of people with a disability who have dealings with the Board and whether their disability had or is affecting their relationship with the Board’s provision of services.  Information gained from the survey results has given the Board ideas on the issues that need to be addressed and possible actions for inclusion in the Board’s Plan.

Consultation has also taken place with the Policy Unit of the Ageing and Disability Department, which has provided support during the development of the Plan.  Discussion has also been held on a regular basis between members of executive management and the Plan Coordinator to ensure its appropriateness to Board operations.

Wherever feasible, the Board has used the resources and expertise of people with a disability or their representatives in developing the policies or procedures outlined within this Plan and will consult them when conducting the review of the Plan in the future.

OVERVIEW OF CORE BUSINESS AND FUNCTIONS:

The New South Wales Coal Compensation Board is a statutory board established in accordance with the Coal Acquisition (Compensation) Arrangements 1985.  It was created as an independent authority to determine claims and pay compensation for private coal acquired by the State by the Coal Acquisition Act 1981.  The role of the Board was extended in 1990 to include the processing of applications for restitution of coal.  In 1997 the Board’s role was extended further to include consideration of restored coal titles for reacquisition and refusal on Crown revenue grounds.

The Board administers two schemes.  These are the Compensation Scheme for coal acquired by the Coal Acquisition Act 1981 and the Reacquisition Scheme for coal reacquired under the Coal Acquisition Amendment Act 1997.

It is estimated that the bulk of the Board’s work will be completed by June 2001, when the outstanding liability for both schemes has been paid out.  There will be a small secretariat of staff for a further period of 12 months to undertake work in an administrative tail needed to conclude both the Reacquisition and Compensation Schemes.

The Board has successfully managed the issue of coal acquisition to the extent that criticism of the Government on the issue has now all but disappeared.  This has been achieved by a culture of concern for the issues facing each stakeholder, a pride in the professionalism of our work and a commitment to fairness and equity.  Opposition to the acquisition of coal is no longer a political issue.  The State has benefited over $1.1 Billion to date for a cost of less than $616 Million, from acquisition of private coal rights since 1981.

PLAN METHODOLOGY

This Action Plan was developed in compliance with various pieces of disability legislation.  The NSW Government Disability Action Plan Framework Handbook, received from the Ageing and Disability Department (ADD) and the Plan Coordinator’s attendance at a training programme organised by ADD proved excellent starting points in developing the Action Plan.

A disability survey was devised and sent to all current claimants to determine the number of people who had a disability.  Claimants were also asked to address to whether they had any difficulties in gaining physical access to the Board or understanding any information sent to them, as a result of their disability.  Approximately 400 surveys were mailed out in early December 1999, asking for a response by the end of January 2000 at the latest.  The responses were subsequently processed and the Board was able to determine any areas of its service provision that needed to be addressed, in particular for people with disabilities.

A staff survey was also conducted in November 1999, to determine the level of staff awareness on disability issues and the number of staff with a disability and their experience working at the Board with a disability.  Of a total of 39 staff at this time, 30 surveys were completed and returned to the Plan Coordinator for analysis.  Staff comments from the survey have significantly added ideas for the Disability Action Plan.

With the ideas received from the surveys conducted and the assistance of the Handbook and training day, the Plan Coordinator was able to identify gaps and barriers within the organisation, beginning with physical and non-physical access.  By looking around at the organisational processes of the Board and conducting a physical audit of the Board’s offices, key areas for action were identified for inclusion in the Plan.  A draft copy of the Plan was distributed to all interested staff who provided feedback and additional ideas for the Plan.

Updates on the progress of the development of the Plan were provided fortnightly at the Executive Management meetings, where ideas and feedback was also sought.  The draft plan was submitted and approved by the Chief Executive Officer and staff were informed again of the Board’s commitment to equal service provision and their obligations under the Action Plan by providing all staff with a copy of the approved Plan.

Further changes throughout the Plan period will be made in consultation with staff with disabilities, claimants with disabilities, senior management and the Ageing and Disability Department.

COMMUNICATION STRATEGIES

With the involvement of staff in the development of the Disability Action Plan, and through the use of a staff survey in obtaining profile data for the Plan, many staff are already aware of the Board’s commitment to the Plan and equal service provision.  The survey sent to claimants also informed the Board’s service users of the Board’s commitment to the Plan and asked for assistance in improving its services.  The survey also allowed for claimants to provide the Board with ideas on how to address disability issues that they have encountered in their relationship with the Board.

The Board will continue to inform staff of their commitment to the Plan and the strategies that have been put in place at monthly staff meetings.  New staff in their inductions are given information on the Disability Action Plan and informed of their obligation under the Plan and the legislation.  Individuals responsible for identified actions in the Plan have been informed of their requirements and will be reminded on at least a 3-monthly basis.  The Policy Officer will provide regular feedback to the CEO and other members of Executive Management through the fortnightly Executive Management meetings.

Changes have been made to the Board’s Guarantee of Service brochure and the Administration division has been instructed to send out a copy of the updated brochure in all out-going correspondence for the three months following the change.  This brochure details Board contact information, including the website address for the Board which has been developed in line with the HREOC website access guidelines for people with disabilities.  Claimants are also informed within the Guarantee of Service brochure that information and correspondence may be produced in alternative formats if requested.

All claimants will be receiving a copy of the Board’s Annual Report for 1998/99 financial year that will explain the necessity for the Action Plan.  Full details of the Plan will be incorporated into the 1999/2000 Annual Report, which is free and available to the public.

DATA PROFILE

In December 1999, the Board sent over 400 surveys to the remaining individuals/companies who have current claims lodged with the Board.  These surveys sought to ascertain if any claimants with disabilities had encountered any access difficulties – physical and non-physical – in relation to processing of their claims with the Board.  The survey also provided the opportunity for claimants to address any other issues of concern regarding the Board’s services in relation to people with disabilities.

From over 400 surveys being sent to claimants only 8 responses were received.  Of these, the results have shown that:

· 2 claimants were female, 6 male

· 7 spoke English as their first language, 1 survey didn’t state any language

· 1 person was from an Aboriginal or Torres Strait Island background

· 1 person indicated they had a disability but didn’t mention the type of disability

· All indicated they were claimants filling in the forms and any agents working on their behalf

· No claimants filled in the section on whether they had difficulty with Board information or material being sent to them as a result of their disability

· No claimants filled in the section on difficulty physically accessing the Board’s office as a result of their disability

· No claimants filled in the section on other issues they would like the Board to address to improve its services as a result of their disability

As a result of the low number of queries the Board receives and the low number of complaints, few service users have identified disabilities that have effected them in their dealings with the Board.  Where difficulties have arisen in the past has been with elderly and infirm claimants, but this is often been overcome by claimant’s using agents (primarily solicitors) to work on their behalf.

Few claimants visit the Board with most contact conducted through the use of the telephone, mail, email, or through an agent (primarily solicitors).

A survey was conducted with staff at the end of November 1999 to determine the current level of understanding of staff on disability issues, to determine the number of staff with a disability, and to gain feedback on the barriers that these staff had encountered working at the Board.  Of 39 staff members, 30 survey responses were received, with 5 staff members identifying themselves as having a disability based on the definition found in this action plan (derived from the legislation).  Data was also gathered on the types of disabilities of staff members, disability awareness, training needs, and barriers encountered to employment and career development.

Of the 5 staff members who identified in the survey as to having a disability(s), they cover the broad categories of:

· hearing impaired


2

· vision impaired


2

· physical disability

2

· physical disfigurement

1

Survey responses indicated that:

· staff are represented in a variety of position grades throughout the organisation with 12 women and 18 men

· 28 responses indicated they spoke English as their first language at home, 1 spoke Assyrian and 1 spoke Cantonese

· All staff indicated that nobody came from an Aboriginal or Torres Strait Islander background.

BARRIERS TO ACCESS AND PARTICIPATION

It is generally recognised that as the Board is a sunset organisation, due to terminate operations in two years, many of the actions in the Plan will be needs based.  The restricted timeframe and budget means that there are competing priorities, not only in time to plan the actions required but to also implement them.  The Board, however, is committed to undertaking what can be achieved in this short time frame with the strategies listed in this Action Plan.

Barriers have been identified by the Plan Coordinator in consultation with members of the Executive Management Team.  Surveys responses from both staff and claimants have also helped to identify the barriers that exist to equal service provision.

As at the end of November 1999, the Board employed a total of 39 employees (including 4 part-time employees), with three-quarters of all staff employed on a temporary basis, with renewal of employment for four monthly periods until the closure of the Board.  There is little likelihood staff levels will increase appreciably before the completion of operations, thus having little impact on employment of people with disabilities in the future for the Board.

One particular area where action is required is in staff training.  No record has been made of training haven taken place in recent years for staff dealing with people with disabilities.  Training has also not taken place in producing material in alternative formats for people with disabilities.

Few requests have been received over the years for material in any other format than that which is produced.  However, there is the opportunity to inform remaining claimants about alternative formats in which correspondence may be sent.  Correspondence will be made available in larger fonts, plain English, audiotape, braille, email, fax and computer disk.  This will be made known to the public through the Board’s Guarantee of Service and inclusion in the Annual Report.

With the imminent completion of the compensation schemes and the subsequent closure of the Board, expected at the end of June 2002, every year there are fewer and fewer claimants that the Board is dealing with, and the probability that the Board will be dealing with fewer people with disabilities.  Gaps and barriers still exist however to the few remaining claimants with disabilities.  Past experience has shown that there has been little contact with claimants who have disabilities.  Where difficulties have arisen in the past with claimants has primarily been a result of a claimant’s old age and the difficulty some people have had in understanding the detailed and technical work of the Board.

The Board receives, on average, only 1 complaint per month.  These largely relate to an individual’s lack of understanding of the compensation schemes or unwillingness to accept Government policy on the compulsory acquisition of privately owned coal titles.  The Board has not received in recent years (database figures) any complaints based on a poor level of service to people with disabilities.

While many of the barriers are achievable, many will not be able to be carried out as a result of the age of the building the Board occupies.  The Board will take all reasonable steps to ensure that many of the gaps and barriers to access are eliminated in the future by ensuring that they are identified in each priority area for action within this Plan and that the strategies used are successfully implemented.  Consultation will continue to take place over the next three years to ensure that the Board remains in touch with the requirements of its claimants with disabilities to remove the identified barriers.

STRATEGIES FOR ACTION

ACCESS

· Physical Access:

As the Board is currently on the first floor and one suite of the sixth floor of an aged leased office building, there is not a great deal of control the Board has on making changes to the building.  However, the Board will endeavour to improve direct and barrier-free access within its working area and toilet facilities.

Barriers that have been identified from an initial audit and from survey results show that physical access to the Board’s office is hindered by:

· No wheelchair ramp access at the front entrance of the building

· Silent lifts with no braille buttons

· No personal contact in the reception foyer

· No clear signage in reception, reception phone is too high for wheelchair access

· No disabled toilet facilities

· Narrow security doors for wheelchair access

· Limited parking

While the Board has no control over making changes to many aspects of the building, such as the lifts and parking, the Board on behalf of other building tenants, will formally request building management to install a ramp at the front of the building.  Despite having wheelchair access to the building at the rear entrance of the building this does not comply with the provision of ‘equal’ access under the Disability Discrimination Act 1992.  Should Building Management consider refurbishment of the building in the immediate future, the installation of a front entrance ramp is of importance.

Direct and barrier-free access is available to the Boardroom and an additional meeting room where visitors may conduct business with Board officers.  If within the remaining life of the Board, a person is employed who has mobility difficulties, furniture will be moved to accommodate their manoeuvrability to ensure a continuous path of travel.

The Board will also examine the feasibility of upgrading the Board’s toilet facilities for wheelchair accessible and make recommendation to Building Management on the possible installation of these facilities.

Despite only having four carparks assigned to it, the Board can provide carparking facilities for visitors by organising with the Board staff they are meeting to arrange an available car space under the building near the wheelchair-accessible lift.  

All changes made to accommodation and ensure barrier-free access to the building will be made with reference to Australian Standards and OHS guidelines in consultation with the OHS Committee.

Board officers will meet with individuals or interest groups outside the Board’s office to discuss business and issues of concern, in particular where it is known that difficulties have arisen in their understanding due to their disability, or where mobility difficulties in travelling have prohibited a visit to the Board.  Additional time will also be allowed for people with disabilities to respond to deadlines given by the Board, where the Board has knowledge that the claimant has a disability, or where a claimant with a disability has requested an extension of time.  A statement in the Board’s Guarantee of Service informs claimants of these services.

· Communication Access:


· Internet/Email

The Board’s homepage will be redesigned to ensure accessibility to all people (with access to the technology).  The website design will be run through the web-based programme (www.cast.org/bobby) to determine the design is accessible to the largest number of people, particularly those with disabilities.  Interested individuals, including those with disabilities, will be able to access information on the Board and its services, download forms, and correspond with the Board through this technology.

Requests may be made to the Board for correspondence regarding particular claims to be conducted via the email system in electronic form.

The Board’s internet homepage will have a clear presentation, be easy to read, and conform with the guidelines and recommendations set out in the Human Rights and Equal Opportunities Commission publication “Access to the World Wide Web”.

· Interpreters

Interpreters will be made readily available, upon request and where notice is given in advance, by any member of the staff or public requiring interpreter services.  An interpreter will be used where it is apparent that a person exhibits hesitation or difficulty in understanding and communicating in English.  Where Board staff are unable to communicate with the public, contact will be made with interpreters available through the Department of Mineral Resources, the NSW Ethnic Affairs Commission who provide on-site interpreter services, or the Translating and Interpreting Service (ITS) of the Department of Immigration and Multicultural Affairs who provide a telephone interpreting service.

For the hearing impaired, the Board will make direct contact with the Deaf Society to arrange for a sign language interpreter.

· Technology

A telephone typewriter (TTY) is available for use through the Department of Mineral Resources, which hold the contract for performing the Board’s employee relations’ function.  This TTY is readily available for use by the Board.  If usage shows that investing in the Board’s own TTY would be more efficient, the Board will purchase a machine and provide officers in Administration with training on its operations.  Until that time, the Board will continue to use the facility provided by the Department of Mineral Resources.  The Board also has access to the National Relay Service 24 hours a day to act as a bridge between the Board and people who only communicate by TTY.

· Alternative Formats

Changes will be made to the Guarantee of Service to notify claimants that communication and correspondence may be made upon request in alternative formats such as braille, audiotape, large print, email or computer disk.

PROMOTING COMMUNITY ATTITUDES

One of the objectives of the NSW Disabilities Services Act 1993 is to ensure that services ‘are provided in ways that promote in the community a positive image of persons with disabilities’.  The Board will provide equal services to people with disabilities as is provided to all other people who have a relationship with the Board.

In promoting community attitudes, the Board will provide its information in plain English, and material will be available upon request in alternative formats.  This information will be made available to the public through inclusion in the Board’s Guarantee of Service and in the Annual Report.

The Disability Action Plan of the Board will be listed as an available and accessible document to the public in the Freedom of Information Summary of Affairs.  Progress on the strategies in the Plan will be made each year in the Board’s Annual Report.

The increased awareness of staff, the promotion of the principles of the Plan and employment of people with disabilities will generally assist in the promotion of community attitudes.

TRAINING OF STAFF

All staff will be informed of this Disability Action Plan and the goals, strategies and actions that will form part of the Plan by the end of 1999.  All staff shall be given training in dealing with people who have a disability, and additionally staff in Administration will receive training in producing material in alternative formats.

Staff will be shown videos on a regular basis, as part of a general training programme, which includes dealing with the public, including people with disabilities, anti-discrimination and harassment.

Disability awareness, anti-discrimination, harassment, and procedures for making complaints and grievances will be built into induction programmes when new staff join the organisation.

Staff are to inform training course coordinators if they have any special needs while on a training programme, and to ensure that the course is held in an accessible location.
Staff are encouraged to identify their own needs for training and development within the individual performance management system.

EMPLOYMENT IN THE PUBLIC SECTOR

Where job applicants are to be interviewed and they have indicated they have a disability, the Board will ensure that a member of the selection panel has had disability awareness training.  The Board will provide for an interpreter, if required, for the interview.

The policy of flexible working practices will be reviewed, to ensure its adequacy in the treatment of flexible working arrangements for people with disabilities.  Getting to and from work can present many difficulties, particularly during peak hours in public transport, so flexibility in applying different starting and finishing times may be appropriate.  Individuals in need of regular work breaks, for example, those with diabetes, will be allowed to take time to meet their needs under the flexible working arrangements.  Part-time work and working from home are also appropriate arrangements that the Board may consider for as temporary measures for people with disabilities or carer for a person with a disability.

The Board will continue to practice flexible working practices, which will mean that through discussions with supervisors or the chief executive, staff with disabilities may have adjusted working hours.

Where staff are unable to undertake particular duties, as required in their job description, reasonable adjustments may be made to meet the particular needs of the individual.  For example, by exchanging some tasks they can not do with other tasks of another position they can do.  The Board will make such adjustments to job design, when and where required.

As with adjustment to duties performed, changes may be required in the physical layout of the office or work area, to provide unobstructed access to an individual’s working area, or to the office in general.

Purchases of new equipment, or modifications to existing equipment will be made, in consultation with the individual concerned, so they can carry out the job for which they are qualified.  This may require specialised equipment and technology to be purchased, as they are needed.

The action plan strategies provide an opportunity to review and monitor the Board’s EEO, ethnic diversity statement and OHS plans and policies to ensure they are in accordance with the Board’s Disability Action Plan.

COMPLAINTS PROCEDURE

The Board has in place a complaints database, which is able to track and allow rapid and efficient response to complaints received by the Board, whether they are written or verbal.  The Complaints Officer responds to any complaints received within 10 working days.  This process is known to claimants through the Board’s Guarantee of Service and in the Annual Report.

Most complaints received in recent times have been issues on board operations and individual claims.  There have been no recorded complaints received on access or disability issues.  However, should any occur, they would be responded to within 10 working days and action taken to rectify the complaints, to ensure they do not go to a higher authority, such as the Ombudsman or the Minister for resolution.

The Action Plan will review the complaints policy and procedures.  Where complaints personnel or front line staff do not have expertise in working with people who have a disability, training should be organised to give them that expertise.  The complaints policy will make particular mention on dealing with complaints from people with disabilities.

Internal grievances will be resolved through the Board’s grievance procedures.  Any staff member who wishes to lodge a complaint should make contact with the Grievance Adviser (Peter Sayers, Director Operations), who will seek to address any issues, and implement steps to prevent further incidents occurring.  Confidentiality is assured of all complaints; especially those lodged by staff.

Staff will be made aware of the current policy on harassment, in particular the section on harassment on the basis of disability.  The policy will be reviewed on a regular basis to ensure its compatibility and usefulness within the organisation.

Complaints and grievance procedures will be incorporated into new staff induction training.

ALLOCATING RESPONSIBILITY

Commitment to undertaking this Plan has come from the Executive Management Team.  This will help in the general acceptance of the Plan for all staff at the Board.

The responsibility for identified tasks associated with each action in the Plan, and ensuring the outcomes of each strategy is achieved, rests with the individual or team assigned to the action.

Oversighting responsibility for the effective implementation of the Action Plan rests with the Board’s Plan Coordinator and ultimately with the Executive Management Team (Board Solicitor, Director Operations and the Chief Executive Officer).

While everyone within the Board is accountable for implementing different tasks within the Plan, ultimate responsibility lies with the Chief Executive Officer.  Performance measures used to detail the increasing accessibility of services for people with disabilities will be incorporated into the Chief Executive Officer’s performance agreement, with specific reference to the progress of the implementation of the Plan, as required under the legislation.

MONITORING, EVALUATION AND REPORTING

This is the Coal Compensation Board’s first Disability Action Plan that focuses on identifying barriers and strategies to overcome them in achieving an equal service provision.  Future Action Plans will have the benefit of evaluation and review, and should be able to identify more detailed and specific strategies, actions and ways of measuring performance targets.

Until the review process is underway, monitoring of the strategies and action plans, including reporting on progress against performance targets, will be the responsibility of the Plan Coordinator.  Progress reports will be produced by the Disability Action Plan Coordinator every six months, and include information on actions in progress or completed, revised deadlines for ongoing tasks, progress against performance measures and timeframes.  These reports will be collated and used for the Board’s annual report, and for reporting to the Ageing and Disability Department in December every year, as required under the NSW Annual Reports (Statutory Bodies) Regulation 1995.

An initial evaluation of the Action Plan will occur at the end of 2000, to ensure that the aims of the Plan are being met and whether there has been a general increase in the level of service provisions to all people.  Regular evaluations of the Action Plan will be scheduled every six months after this initial 2000 year-end date.

REVIEW

This Plan will be reviewed under the auspices of the Board’s Chief Executive Officer at the end of the 2000-2001 financial year, after the Plan has been evaluated.

The review will look once more at the overall direction and priorities of the Action Plan to check if the objectives and aims/strategies are appropriate, or whether changes are required to the Plan to ensure its continued success.

Consultation will take place again at the end 2002 (should the Board remain in operations at that time) with both staff and claimants.

The reviewed and updated Disability Action Plan will be submitted in December of every third year, beginning in 1999, and submitted to the Ageing and Disability Department.

Vanessa Gillman

Policy Officer

Harry Bowman

Chief Executive Officer

	
	Priority Area for Action:
	ACCESS

	
	

	Goal/Outcome:
	Equal access to the Board offices and information by the end of the 2000-2001 financial year, to ensure that people with a disability do not experience discrimination as either users of Board services or as staff.

	
	

	Identified Barriers:
	The closure of the Board in the next three years allows few options in adjusting physical access in the long term, with the office located in an aged leased building.  Changes to the building structure will require building management permission.  No disabled toilet facilities are available within the entire building.  Few people request information in alternative formats, so future requests will be produced on a needs-basis.

	
	

	Performance Indicators:
	Access audit to identify specific barriers to building and information begin March 2000 with completion in June 2000.  Alternative formats, including multi-media formats in use by June 2000 to satisfaction of Policy Officer, CEO, Senior Admin Officer and claimants as indicated by feedback. 100% of requests fulfilled.

	
	

	Strategy:
	Action:
	Responsibility:
	Resources
	Timeframe:

	
	
	
	

	1. Provide clearly available and understood information to the public
	Provide alternative formats of correspondence as requested
	Administration
	Staff Time
(adequate)
	As requested, within 5 working days

	
	Conduct personal visits to individuals or interest groups, and supply interpreter if necessary
	Assessment, Modelling, Legal, Corporate Services
	Staff Time
(adequate)
	As required, to fit in with schedules of teams & individuals

	
	Provide additional time for people with disabilities to meet deadlines
	Executive Management,
Administration
	Staff Time
(adequate)
	As required

	2. Improve access to Board offices
	Identify all access obstacles for staff and obstacles for visitors at reception and in meeting room; rearrange furniture and/or fixtures for uninterrupted path of travel
	Facilities Officer
Senior Admin Officer
	Staff Time
(adequate)
	30 June 2000

	
	Formally request Building Management to meet legal obligations under DDA by installing ramp at front entrance of building
	Facilities Officer
Senior Admin Officer
	Staff Time
(Building Mgmt)
	30 June 2000

	
	Examine feasibility of upgrading toilet facilities to include a cubicle for wheelchair access
	Facilities Officer
Senior Admin Officer
	Staff Time
(adequate)
	30 June 2000

	
	Fire Wardens & staff in adjoining areas aware of people with disabilities in office to ensure safe evacuation in case of emergencies
	Fire Wardens
	Staff Time
(adequate)
	31 March 2000

	3. Enhance Board internet homepage, to meet the needs of people with disabilities
	HREOC’s guidelines on Access to the Internet in development of website, tested on ‘Bobby’ programme to ensure accessibility
	Information Systems
Systems Admin
	Staff Time, use of consultant
(adequate)
	31 March 2000


	
	Priority Area for Action:
	PROMOTING COMMUNITY ATTITUDES

	
	

	Goal/Outcome:
	Promote community attitudes that reflect the Board’s provision of equal services to people with disabilities.

	
	

	Identified Barriers:
	There has been no training of staff in dealing with people with disabilities in recent years, this is a reflection on the level of complaints received about Board services, as most complaints are primarily matters of understanding of Government policy and the legislation, and not complaints about the Board’s service provisions to people with disabilities.

	
	

	Performance Indicators:
	Zero complaints over the next three years on the Board’s service provisions to people with disabilities, and to satisfaction of CEO and Plan Coordinator

	
	

	Strategy
	Action
	Responsibility
	Resources
	Timeframe

	

	1. Provide training and education of staff to promote positive community attitudes
	Training videos; inclusion in staff induction; training for administration staff on producing material in alternative formats
	CCB Training Officer
	Staff Time, (training budget, adequate)
	30 June 2000
then ongoing

	2. Reporting on progress of Action Plan 
	Report every year in the Annual Report on progress against performance measures
	Corporate Services
	Staff Time
(adequate)
	September every year

	3. Information on access of information is made available to the public
	The Board will incorporate in its Guarantee of Service the availability of information in alternative formats for people with disabilities.  This will also be incorporated into the Annual Report
	Corporate Services
	Staff Time
(adequate)
	31 March 2000

	
	Incorporate into the Freedom of Information Summary of Affairs the Disability Action Plan which is an accessible document to the public
	FOI Officer
	Staff Time
(adequate)
	31 March 2000


	
	Priority Area for Action:
	TRAINING OF STAFF

	
	

	Goal/Outcome:
	Staff Training on disability issues, eliminating attitudinal barriers in service delivery, and improving communications with people with disabilities, by the end of 2000 - 2001 financial year

	
	

	Identified Barriers:
	No disability training has been conducted in recent years.  With no employees with discernible disabilities, staff may not have the knowledge and experience of dealing with people with disabilities in a working environment, and thus not provide the level of service that people may expect

	
	

	Performance Indicators:
	Staff are fully aware of commitments under the Action Plan and are fulfilling their responsibilities under each action by the specified timeframe.  Plan Coordinator to supervise on 3 monthly basis to their satisfaction.

	
	

	Strategy
	Action
	Responsibility
	Resources
	Timeframe

	

	1. Increase staff awareness of CCB obligations under the legislation and this Action Plan
	Circulate to all staff the Action Plan and information on what is expected in their duties
	Policy Officer
	Staff Time
(adequate)
	31 December 1999

	
	Encourage staff to identify their own training and education needs in service provisions for people with disabilities as part of the training and development plan in the performance management system
	CCB Training Officer
	Staff Time
(adequate)
	30 September 2000     then ongoing

	
	Provide training for staff in use of communication equipment and provision of information in alternative formats than that which is normally produced
	CCB Training Officer
	Training Budget
(inadequate budget)
	30 September 1999

	
	Ensure disability awareness and information on the Action Plan are included in all staff inductions
	Team Supervisors
	Staff Time
(adequate)
	As new staff are employed

	2. Increase staff awareness of dealing with people with disabilities
	Organise videos for all staff to watch on provision of services to people with disabilities
	CCB Training Officer
	Staff Time, Training Budget
(adequate)
	30 June 2000
then periodically

	3. Staff with disabilities attending courses have their needs catered
	Staff with disabilities to identify special needs to training provider when attending a course
	CCB Training Officer
	Staff Time
(adequate)
	At time of course enrolment


	
	Priority Area for Action:
	EMPLOYMENT IN THE PUBLIC SECTOR

	
	

	Goal/Outcome:
	To continue to comply with the principles of EEO, OHS and the responsibilities the Board has as a public sector employer, and encourage employment, career opportunities and career progression for people with disabilities.

	
	

	Identified Barriers:
	Three quarters of Board employees are temporary staff for renewable periods of 4 months, until the completion of Board operations, estimated for June 2002 - staff levels are not likely to increase appreciably during this time.  Few current staff members have known disabilities and have no known trouble in the working environment.

	
	

	Performance Indicators:
	100% compliance with the principles of EEO.  Determine needs of staff with disabilities within 5 working days of their starting date (or as encountered), and instigate changes as required.

	
	

	Strategy
	Action
	Responsibility
	Resources
	Timeframe

	

	1. Staff with disabilities have adequate working areas to fulfil their duties
	Audit of individual working areas and Board offices in general, to determine if changes are required for staff to complete duties
	Team Supervisors
Facilities Officer
OHS Committee
	Staff Time
(adequate)
	30 June 2000
and as new staff join

	2. Staff with disabilities to have relevant equipment & technology to perform their duties
	Supply workstation technology or equipment, in consultation with the individual concerned
	Team Supervisors,
Systems Admin,  Purchasing Officer
	Recurrent Budget
(adequate)
	Within one week (or as soon as possible) of new staff joining

	3. Monitor Disability Action Plan to ensure compliance with EEO principles
	Review EEO principles and policies against Disability Action Plan, suggest changes to implement, if required
	EEO Officer
	Staff Time
(adequate)
	30 June 2000
then ongoing

	4. Job candidates with disabilities are not disadvantaged in interview situations
	Person with training in disability awareness to sit on selection panel, where panel has been informed applicant has a disability
	Corporate Services
	Staff Time
(adequate)
	As required in selection interviews

	5. Ensure compliance and overall effectiveness of Disability Action Plan
	CEO performance agreement to include performance measures for Disability Action Plan
	Chief Executive Officer
	Staff Time
(adequate)
	31 March 1999

	6. Individual position duties are appropriate to individuals with disabilities
	Determine staff with disabilities and whether they are able to fulfil position duties.  Duties to undergo reasonable adjustment, so staff member can fulfil same level position and inherent requirements of the job
	Team Supervisors
Chief Executive Officer
	Staff Time
(adequate)
	31 March 2000
then when new staff join

	7. Adherence to the principles of flexible working hours
	Examine and modify as appropriate, policies and practices in relation to flexible working arrangements addressing:
- part-time employment
- job-sharing
- tele-commuting
- job design
to ensure capacity to offer flexibility in working arrangements which may meet the needs of staff with disabilities
	Executive Management
	Staff Time
(adequate)
	30 June 2000


	
	Priority Area for Action:
	COMPLAINTS PROCEDURE

	
	

	Goal/Outcome:
	Successful review of the complaints and internal grievance policies and procedures so all people are treated in a fair and equitable manner

	
	

	Identified Barriers:
	There are few barriers to this goal as the Board only receives on average one complaint per month.  These are largely a result of not understanding the compensation legislation or disagreement over the Government policy of private coal title acquisition.  Few internal grievances have been received in recent years, none relating to disabilities.

	
	

	Performance Indicators:
	Staff are aware of, and successfully using, the Board’s complaint and internal grievance procedures by the end of the 2000-2001 financial year and express satisfaction with the outcomes.  The Board continues to receive no complaints from people with disabilities on the Board’s service provisions.

	
	

	Strategy
	Action
	Responsibility
	Resources
	Timeframe

	

	1. Promote public acceptance of the work of the Board
	Review current complaints and internal grievance policy and procedures to ensure people with disabilities are not disadvantaged by the procedures
	Policy Officer
	Staff Time
(adequate)
	30 June 2000
then ongoing

	
	Enhance complaints database to ensure timely response and successful resolution of complaints
	Policy Officer
	Staff Time
(adequate)
	31 March 2000

	
	Where frontline staff receiving complaints do not have expertise in working with people with a disability, organise training
	CCB Training Officer
	Training Budget
(inadequate budget)
	30 September 2000

	
	Complaints and grievance procedures to be incorporated into induction training for new staff
	Team Supervisors
	Staff Time
(adequate)
	When new staff join


� EMBED Word.Picture.8  ���








15

[image: image2.wmf][image: image3.wmf]_973419309.doc
�����




_988627304.doc



