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Director

Disability and Mental Health Policy

Department of Education, Employment and Workplace Relations 

Location:  MC50 Level 5

GPO Box 9880

CANBERRA ACT 2601
14 February 2013
Dear Director
Thank you for the opportunity to respond to the Discussion Paper Improving the Employment Participation of People with Disability in Australia released by Bill Shorten MP, the Minister for Employment and Workplace Relations, on 3 December 2012.  
I am pleased to make a submission on behalf of the Board of People with Disability Australia (PWDA).  The submission highlights a range of issues drawn from the Discussion Paper, and from the responses of our constituents who participated in an online consultation on 2 February 2013.  More than 450 comments were received during this exercise, reflecting the high interest and importance of employment issues in the lives of many PWDA members and affiliates.  The key themes which emerged from the discussion are detailed below, and a number of representative comments - which I strongly encourage you to read - have been included in this submission at Attachment A.  This paper also forms our response to the Issues Paper Employment Services – Building on Success.

Key themes 

· Mandatory Reporting 
PWDA agrees with the Paper that there should be a move towards supporting the establishment of disability disclosure arrangements and (mandatory) reporting.  This should encourage company boards to set measurable objectives regarding the employment of people with disability in their organisations and to disclose these objectives, along with the progress made towards meeting them, in annual reports. 

We support the option of new requirements for companies to disclose information about the proportion of people with disability in their organisations, including in senior positions, in their annual reports.  We also believe that this information should include data on retention over time.  
PWDA believes that (mandatory) reporting this could be a powerful tool, but that it needs to be buttressed by measures which reward companies and employers who do well.  This could include weighting procurement requirements on tenders and other contracts in favour of organisations which exceed targets.
The purpose of reporting should be to encourage a culture of disclosure and competition amongst organisations as employers. However, care should be taken to avoid creating a work culture whereby employees are compelled to disclosure within the workplace when they would rather not do so. 
The issues of reporting and disclosure should be disconnected as far as possible.  It should not be compulsory to disclose, but organisations should report where people have voluntarily disclosed.  We note that reporting already happens in the public sector through the State of the Service report and that some organisations already report on equity and diversity as part of their triple bottom line reporting.  
· Targets and quotas
PWDA is concerned that the Discussion Paper seems to quickly dismiss the possibility of more ambitious options such as targets and quotas and assumes that these are unworkable.   
PWDA notes that targets and quotas are different concepts.  Targets are publicly articulated goals that can be a point of accountability for boards, shareholders and the community.   Targets should be examined more seriously in the context of any discussion about mandatory reporting.  

Quotas are a more controversial mechanism as they can be seen as running counter to widely understood principles of merit.  However, it is possible to use mechanisms like identified positions within areas serving people with disabilities which arguably have a merit basis and support quotas.
A number of respondents to our consultations felt that the time had come to reconsider quotas in the Australian Public Service (APS).  While merit based principles are important, the reality of disability employment in the APS is so disappointing that catalytic action is required.  The profile and presence of people with disabilities in the employment of the APS must be increased to levels which begin to make the Service representative of the population it serves, as well as providing foundations for the future – such as new role models inside the Service and better practice regarding reasonable accommodations.  
· Disclosure
PWDA acknowledges that disclosure is an issue for some people with disability, and that their response to this depends on the personal nature of their disability and the kind of workplace they inhabit.  For others it is a non-issue, in that they have little choice about disclosure due to the nature of their disability or the need for workplace assistance.  We also acknowledge a connection between disclosure and mandatory reporting, and note that there has already been extensive work undertaken on best practice in this area.  
PWDA is concerned that an over-emphasis on disclosure as a lever for change may overshadow other more significant issues which relate to the actual attraction and retention of people with disability in to work.  For example, there is a need for new substantive programs and innovative approaches, as well as changes to income support and other associated arrangements. 

· Income support and work

PWDA feels that there is a strong correlation between income support and work, and that this is an underutilised lever for positive incentive based change.  While the focus in this area is sometimes on disincentives, PWDA feels that more attention should be given to ensuring that people transitioning into low income jobs can develop a sustainable pathway.  
For many people with disability the extra costs (such as taxi fares) mean that a person can actually be worse off as a result of moving to employment, especially if moving into casual employment or a low wage position.  PWDA feels that it is time to consider major change options like allowing people to retain the Disability Support Pension (DSP) for 6 months after moving into work, or providing income tax or HECS debt offsets.
PWDA also feels that more generous assistance to people with disabilities who may be on the DSP or Newstart would enable them to become work ready and maintain their health and social contacts. 

· Disability Employment Services

PWDA also received feedback about the effectiveness of Disability Employment Services (DES) and we believe that the performance of these services is a key element in raising the bar for disability employment.  
A number of people told us that they felt that some DES set unambitious goals for them; made assumptions about the work they could do based on disability, and sometimes did not deliver in terms of employment outcomes and building sustainable relationships with employers.  
A few people described good relationships with employers, but raised issues with support fading out and leading to poor retention outcomes.  PWDA has also received feedback that some support offers seem inflexible and inconsistent – such as supporting AUSLAN interpreters for some people but not supporting communication support workers for others.  

While there are some good services, we note that very few people came forward with success stories, or indicated that a DES had been their pathway to employment.  

· Retention

Retention in jobs was emphasised as a key issue by our members and supporters.  
Some people felt that support fell away once they were in the job, meaning that they were vulnerable to casualization or losing employment.  Sometimes a failure to provide disability accommodations or a lack of understanding meant that people found themselves on a performance pathway out of employment.
Some people felt that disability support had not kept up with changes in the workplace which was increasingly fast paced, stressful and generalised.  Others noted poor recruitment practices which meant that specialised jobs contained generalised criteria.  This sometimes selected out people with cognitive or psychosocial disability, especially in entry level jobs.  

· Innovation

PWDA feels that there is scope for additional innovation in our thinking about disability employment.  We have gone about this in the same way for a long time and it is not working.  
There is a need for more work on attitudes, including a deeper understanding of what employer attitudes actually are and how they might be changed.  It was noted that there was limited quantitative research in this area.  Some people consulted felt that the same messaging on employment had been overused and needed review.  
More work on financial benefits for employing people with disabilities might be considered - not just an upfront payment, but ongoing like reduced payroll tax incentives.
Innovative approaches such as filling labour market gaps or recruiting to specific positions rather than generalist criteria should be considered.  Other models like work teams and office support models should be actively encouraged. 
It was noted that Australia lacked some high profile innovative signature measures.  For example, Disability Mentoring Day in the United States includes a program to place people with disability in Jobshadow positions with congressional leaders.  It was felt that high profile measures like this are needed to show employers that government was serious, and to develop role models for young people.   
Innovation also needs to encompass a rethink of how cooperative arrangements might help more people find jobs and resolve a range of issues in their lives.  

Since the first Commonwealth State Disability Agreement there has been an understanding that employment was in the Commonwealth mandate and the States and Territories were responsible for disability support.  The NDIS means that the Commonwealth is now assuming greater responsibly for support so this might also be the moment to consider a more cooperative approach to employment.  There may be potential to explore a greater role for States, Territories and local governments in supporting better employment outcomes for people with disability.  Again, PWDA feels this is a problem requiring a coordinated response similar to some other areas where COAG has formed National Partnerships. 

We note that a number of States and Territories already undertake work to lift the social and economic participation of people with disabilities.  

· Volunteering

Some people noted that the line between volunteering and work became blurred for them.  Sometimes people with disability were being drawn into volunteer positions which might be paid in other instances.  Others felt that their volunteering experiences weren’t valued in an employment context.  More research into this area, including through Volunteer Referral Centres, could be useful.  
· Community connection

PWDA notes that there has sometimes been a narrow focus on parachuting people into jobs without paying attention to peoples need to build networks and resilience in order to sustain and maintain employment.  In doing so, we also note feedback from employers who stress that they are looking for rounded employees who can move beyond specialist roles and fit in.  

Just as physical housing is often only one part of a broader set of issues surrounding a person who is homeless, so there are a range of inter-relating obstacles and issues in the lives of people with disability who are experiencing barriers to the labour market.  

Illustrative evidence includes the ABS SDAC survey which profiled social participation, and Shut Out which pointed to people with a disability having diminished connections across all areas of their lives whether it be playing or spectating in sport, visiting a library, completing education or participating in the labour market.  Some people with disability never leave their home, and only receive visits from people who are paid to be in their lives.  Disconnection is ubiquitous in the lives of people with disability and there is some international work which suggests that being disconnected in one area of life, such as having low friendship networks, can diminish the likelihood of people participating across their lives.  

PWDA believes that Disability Employment Services should be given a broader brief to provide holistic solutions which work across people’s lives to stabilise housing, improve income, build friendship networks, and strengthen community connection, personal capacity and independence. This is especially important for those who have multiple and significant experiences of disability, including people with a cognitive and/or psychosocial disability.  

This complexity was a theme underpinning a number of contributions to the consultations.  There was powerful feedback which pointed to the tyranny of low expectations – people whose families, service providers and teachers had set low expectations for them and who had never been provided with the  opportunity to ‘dream big’.  

We feel that government, employment services and policy makers also need to start ‘dreaming big’ and imagining more ambitious solutions.  Disability employment is not just a reporting and disclosure problem, it is a participation problem involving barriers, disincentives, community attitudes, service performance and systems like income support.  
Once again, thank you for the opportunity to provide a submission.  

Yours faithfully

Craig Wallace

President

PWD Australia

14 February 2013
Attachment A

Attachment A consists of representative comments from members and supporters (identities concealed), gathered through an online consultation method.
We received many stories and comments, but perhaps this one best sums up the tyranny of low expectations which was expressed by many people: 

“I know a young man who tragically has 'given up' all before he's hit 30... So he receives DSP etc... But doesn't work when he has no intellectual disabilities, though substantial physical disabilities. Why? Because people (teachers, family, service providers, agencies etc...) mostly saw his future opportunities in a very limited way...he didn't have peer support of peers without disabilities, he was not encouraged to push himself intellectually, he was not supported to build friendships, he was encouraged to be 'grateful' for whatever he got even if it was an ill-fitting piece of equipment, he was encouraged to do TAFE studies in disability sector, volunteer work organised doing meaningless boring tasks (for him) in a disability support agency with other people with disabilities or employed in the sector. What teenage year old male wants to fold letters surrounded by middle aged women indoors on a lovely spring day after exerting considerable effort to get to his 'workplace'? He didn't have people in his life supporting him to dream big. Surprise surprise after years left school and nothing meaningful occupying his days he has developed significant mental health issues. The boy I knew who was so thoughtful, courteous and interesting to talk to is gone. I pray this isn't forever. As a society we owe people like this young man a much much much better deal”

Reporting

What do you think about the idea of reporting of the numbers of employees with a disability in company annual reports? Should it be mandatory or voluntary?

L:   I would have thought that it was already mandatory as there was a Government policy put in place some years ago that all companies had to have at least 10% of their workforce as disabled! Or has this gone by the way now?

F:  Interesting, on the one hand it is important to make the numbers of employees with disability public but on the other hand it could be perceived as a privacy issue.
H: I definitely think there should be a reporting requirement, particularly from a positive measures perspective. However, I worry that unless it includes the requirement to report on positions at all levels, there’s the risk it will mean that companies can report on the amount of people they employ but not whether or not it reflects people employed at different positions within the company,
E:  Depends if it’s going to be used by the employer as a show-off scenario yet behind closed doors the people hired are in fact just being used as a marketing ploy to boost the business image.
C: I think the power of this is to leverage procurement - for government to say "well Joe Blogs Building Company" is doing well lets contract them. Also some parts of industry like banks are really competitive.
M:  Mandatory for sure! We need the data urgently to better argue our case. It would also expose companies that say one thing and do another. Also would like to see disability organisations reporting & funding linked to employment quotas for people with disability (PWD) as employees. I think the disability sector needs to work on giving PWD more job opportunities, especially in management positions.
D: If reporting is to be mandatory, perhaps it should include whether the company has supported the employees with disabilities to undertake career advancement activities. And, at what level within the company they are employed at.

S:  I think mandatory reporting is a great idea, because it can be used as leverage, and make companies think about employing PWD.

C1: Hi, I think it should be mandatory but then there is also the issue with disclosure particularly those with hidden disabilities so within companies there needs to be a way to collect the data without compromising people's wishes or privacy. At the moment the data may only be available if people use an employment service or obtain government funded reasonable adjustments - I don't know??

H:  Another problem for many people with hidden disability is that they don't want to disclose in the pre-employment stage as many employers are risk averse - they want the job first so that they can prove to the employer they have the skills and abilities to carry out the job.
K: I think the real value of the reporting is just as important as whether it's compulsory or mandatory. It doesn't seem to be of much benefit if they are obliged to report to kind of look good and do a lousy job. It would be better if it were included in the KPIs for the business and taken seriously, reported at all levels etc… If it were done well voluntarily because the business wanted to and it only extended to a few businesses then I would accept that. As I see it, the benefits of reporting will be so that the public can decide what's important to them when choosing which businesses to go to/support and jobseekers can gauge how good a fit a potential employer will be. Mandatory reporting could raise the risk of either misleading data or a rush to put people with a disability in unsuitable roles in order to make the numbers look good. Having said that, I don't see why government departments can't report as long as they do it accurately and effectively.

S: One of the reasons why employers are risk averse is because of insurance companies raising premiums. I wonder if my suspicion is true that the insurers threaten higher premiums if certain people with disabilities are employees.
R:  If it's mandatory, I worry a lot about employees who choose not to disclose or want to choose not to disclose.  I do think that government contracts should preferentially go to companies with higher numbers of disabled employees though, and that government departments themselves should have targets. I’m not sure how to reconcile those two things!

M1:  I am applying for jobs and choosing to not disclose. I am sure many people (who have the option to) do not disclose that they have a disability - so reporting figures, even if compulsory, are likely to be very inaccurate.
N:  I would suggest the disclosure issue is easily resolved with a voluntary disclosure.... along the lines of "do you identify as a person with disability"? The issue is not so much accuracy, as visibility, and striving for improvement. A good model is the EOWA: http://www.wgea.gov.au/ 
M2:  If it's mandatory, the report should also state the amount of sick days that are taken by PWD compared to 'normal employees'. I bet that it would be much lower in PWD than others.

Government Employment

T:  The percentage of people with disabilities in the community should reflect the percentage in the workforce. Selection should be based on merit and ability, not discriminatory practices.

S1: Yes. I think using quotas is an effective form and has been useful in bringing more women and then indigenous people into the workforce. In my experience those who are obviously disabled are out of the public's eye.

S2:  We need quotas. I am a public servant, one of the few.
Y: I think the public service should lead by example I've worked in Federal public service before, and think they're great at accommodating once you get in....but high pressured (group) assessment centres can be an issue, and Canberra-centred jobs take natural supports away from most PWD, albeit while sometimes creating new natural supports...

F:  I think we do need affirmative action practices including quotas.
H: I like the point Graeme raises in the article that "there should be incentives, but also measures to make managers accountable for driving change" - hopefully this also relates to cultural barriers such as internal awareness and attitudes etc… because retention is also an issue.
D:  While I understand that we don't want to be tokenistic, I think quotas would be worth a ten year trial to see if it leads to more of us being given the opportunity to gain experience and skills.  I noticed that in his submission to the NDIS Inquiry the Disability Discrimination Commissioner suggested that PWD should make up 20% of the Agency's workforce. If it is good enough for the Agency to have quotas, then it should be good enough for other organisations with X number of employees or X amount of gross income, to have quotas also.

D:  It is my understanding that a few years ago the Public Service Commissioner signed an order to allow PWD to be appointed to identified positions without the need to go through the usual recruitment processes.

B:  Too much emphasis on qualifications and not enough on life experience. Some Government jobs you can't get past the application procedure if you don't have a degree-even disability orientated jobs. I think a lived experience is a great qualification.
R1:  Quotas may be good for creating opportunities but a work place should be inclusive on all levels. However it would be good for the public service to have an effective & a pro-active succession plans to also retain employees with disability and give them maximum opportunities to achieve their maximum potentials. Yes governments should lead by example.

Payments, income support and work

Do the level of government payments like DSP and Newstart provide an incentive to find work or do they actually make it harder to get work? Should you be able to keep payments after getting a job to help with costs of disability?
R2:  I know there are people who will deliberately not seek career progression to be able to still be eligible for the DSP as the benefits it affords far outweigh a pay rise that would mean losing them, which is very sad. Most people don't need to think about how earning more money actually costs them more, but people on the DSP do.

S: There should be far more incentive and help to get appropriate education and experience, within the auspices of the disability pension. Make it really worthwhile, to get studying.

S1:  I believe there should be an interim payment to ensure that while on the usual 3 month probation period; the payment should continue or be kept held for a PWD until made permanent. I found from my experience trying to assist PWD that if for whatever reason after 3 months they were unable to retain the position (not always at their fault, and a lot of the time at the total fault of the employer), Centrelink made it quite difficult for the PWD to justify their position in job seeking etc…This was my insight 3-4 years ago in the sector however I am hopeful things have become a bit more manageable!!!

B: The cost of disability needs to be factored in.  Some people could/should use the health care benefits until they earn the money to outweigh the cost - having to pay full rego-utility bills, school fees etc… are not compensated by a $20,000 yearly job.
P:  Make studying free, why should education cost money? University education used to be free once upon a time, why did this change? Putting a cost on education has put a barrier on education. If you can afford to pay you will get an education and get to go places, if you can't you go nowhere!

V:  Nope, they don't provide a proper incentive to work - especially for people in unique circumstances such as myself. Because the mobility allowance that Centrelink provides may not be enough to travel to work using a wheelchairs accessible taxi. It might cover transport costs if you working part-time rather than full time.

S4:  You could take the blind DSP recipient's approach and give folks a pension for life, no means testing etc… to recognise significant extra costs of disability. I think, but am not wedded to, the concept that people should be encouraged and supported into employment, where possible. This reduces their DSP on a shallow sliding scale that doesn't discourage employment. Importantly though, I think lifelong retention of rights to access the same support schemes available to DSP recipients (equipment/technology, low cost prescriptions, taxi schemes, concession card, utilities rebates etc…) is essential as the potential of losing these "playing field levellers" is a significant disincentive to work.

V:  I agree. Education shouldn't have to cost a great deal of money. Because you also have to buy stationary such as printer cartridges, paper, textbooks, and other resources for you to study. And this also costs extra money as well.

M2:  According to Centrelink, I am not required to find work because my physically disability is permanent. Though, the DSP still does not provide me with the life I want. I want to work, and the only work I can get is volunteer work which does not pay me to be able to have the life I want and deserve. I also get study allowance, but it doesn't cover my cost in paying for petrol to get to and from classes, the expensive textbooks the teachers recommend and the additional costs to other study materials such as printing ink, printing paper, internet access, and help with daily life because study is the priority and not house cleaning, cooking, and keeping myself healthy, for that takes timely energy. Because I am a PWD, is my right to live only granted if I live at the poverty level?
K:  My situation isn't necessarily due to my disability. But I am having huge trouble finding admin work in the volunteer public service which has always been where I wanted to work. To switch to the private sector and the reduction in suitable roles (disability related) something like a cert 4 in accounting could really help but because I’ve got a degree it's full fee even though it's in a totally different field to the degree. Regarding Centrelink: I would much rather fill my days with productive work. As far as I can tell you will always earn more from working and part pension than just the pension. Whether it offsets specific expenses is another matter. I can use trains and low floor buses and trams so don't have to worry about using taxis to commute. If I lost the pension my main concern would be my $110 a month medications. If I have to spend a few years in an entry level job then that is going to start to bite. Even if the DSP as such wasn't there, then help to cover medical expenses, the necessity to rent in a particular location, or transport expenses exacerbated by disability would be beneficial.

M3:  Disincentive: There was a letter in the Age about 3 Saturdays ago, a woman who wants to work - she had 1 day a week work over Christmas so she went and told Centrelink (I forget its new name) and they stopped her pension, it will take 6 weeks to get it back!

D: I think a component of the DSP should be exempt from the income and assets tests in the same way that the Mobility Allowance (or just double the Mobility Allowance).
J:   Yes, you should be able to keep payments after getting a job to help with costs of disability. You could never redress the imbalance in income opportunities that any payments would make compared to lifetime lost income.

D1:  Yes, you should be able to, as blind people are allowed why not disabled people when they would probably need it more than people that are blind.

Disability employment services 
Has your Disability Employment Network Service Provider (DEN) EVER found you a job? Tell us your success or horror stories?

T1: I decided to give up on employment agencies, I think if you can walk and speak you are in with a chance... it doesn’t matter to them if you have the intelligence to do the work.
F:   No I have found all my jobs myself with help from family and friends, however they have supported me once a get a job.
S: I also have found most of my jobs myself. Once in 15 years, a DEN (or Equivalent) told me of a job going with the Anglican Cathedral in Goulburn, part time, temporary - that was successful. I also got work teaching at a "post school options" program, but it was done so casually, there was no record of me ever working there.

S1: As my disability is "invisible" I have been able to find work on my own but have targeted public service jobs which have an official policy, theoretically.
P: Much of the time DENs try to place PWD into sheltered workshops. I hate the thought of sheltered workshops, I believe such environments are demeaning and unedifying towards PWD, sheltered workshops are a means of exploiting PWD- the title itself 'Sheltered workshop' is a huge insult to PWD' , sheltered from what exactly? We are in the 21st century not the 17th!
S2: In my country town, if you have an intellectual disability, there is no chance of open employment. You can use the DEN, but you will be entering into a whole new world with a realm of choice. That means that you will be car washing, gardening (they have three giant crews) or shredding paper. I've never met a kid at our College who has said 'when I leave school I want to shred paper'.

C:  I know people who need help with career retention and transition - the DEN agencies seem to think their only task is to get people in work, not keep them there. Being stuck in a low paid job and facing transport and other participation costs can be like being stuck on DSP. 

B:  I was lucky being in a small town-was known and encouraged to use my strengths-got me to think outside the box. Workers don't often get the time to build a relationship with the people they are assisting to get the best out of them and for them.
VI: just look for work using my own resources from home on the Internet these days. Although, the good thing is with Break Thru People Solutions in Parramatta - is that they FINALLY want to offer me a contract where I can go into their Parramatta based office, do some job seeking with them, career counselling, and give me the opportunity to get some experience over there as well. I have also agreed to upgrade my skills in Microsoft Office 2010 using a couple of textbooks - in which I will purchase online. This is to make me "job ready." So, while I am looking for work at Break Thru People Solutions in Parramatta, I can also upgrade my skills using a couple of Microsoft Office 2010 textbooks that I will purchase online in the future.

J1: My daughter who had a physical disability (same as the condition I have) as well as getting over severe chronic fatigue syndrome that had laid her up for several years, went to a DEN provider & was referred to a local government agency that was advertising for business traineeships for PWD. The agency was supportive and she finished the traineeship and obtained casual work. Then full-time work etc. etc… She is in a managerial position now with another local government agency. Success story!

B1:  I don’t think it’s to do with if I can walk or talk, it’s more to point they can’t be bothered to go out there and find work for us.  I gave up on employment agencies myself a long time ago, all they do is make a bunch of promises to get you to work and never do it.  Yet they make a shit load of money just sitting on their ass and making promises and not doing anything.  So nothing do with the fact if you can walk or talk, it all comes down they don’t give a shit about you once go through their doors. They just they build up all your hopes just so they can tear them down.
Have you ever been boxed into a career category by a disability employment network service provider or rehabilitation professional that you hated or thought was stupid?

S:  I remember being told that I should look for work as a receptionist, now how many boofheaded one arm blokes have you seen as receptionists?

N: Disability employment provider to 19 year old girl: "We could do some assessments; see where your interests are, what skills you have, and what sort of work might be rewarding for you."

19 year old: "I just finished VCE, I am interested in university. I need help figuring out how to make that happen."

DEP: "Right, well, we can do the assessment; see where your interests are, what skills you have, and what sort of work might be rewarding for you."

19 year old: "Can you help me get into uni?"

DEP: "Well we have to go through the intake process and (repeat above)"

19 year old: "Enrolments close in a month."

DEP: "Well, we start with filling in this form. Then we send it off to....."

19 year old has already wheeled off.

B1:  Employment agencies down country suck; they expect you to go out there get your best suit on an find a job and they tell you about jobs that are available that you are not even qualified for.  They are a joke all they do sit at their desks make a shit load of promises to you and expect you to do the foot work when they are the ones that get paid to find you a job, what a joke.

B2: So many stories to tell about employment, but some people with a disability that I have worked with want to use their passions and great skills into developing small business ideas and earn a wage, seems reasonable right? And very doable, right? Yes of course it is, but try to get some support from employment providers to assist here. So people have to use precious precious little resources that they have available creatively, usually through self-directed models of support to engage business coaches or people like me who can walk alongside them. Are there any models of employment support that will fund employment assistance directly to individuals and families? If not, why not? Personalised flexible arrangements work best everywhere else, why not in employment?  People could use their employment funding to engage say a business coach and assist folk to turn passions and strengths/love into money making ventures. Even if they run at a loss the valuable role that they have as a business persons would be a pretty good outcome, sure beats nothing and sitting at home.

Disclosure

Would you disclose your disability to a current employer? How do you feel you would be treated?

M:  Damn Straight I would!!! Loud & Proud!!!
S:   I know I have disclosed it, to potential employers. My paralysed arm is hard to hide, but my mental health problems are hidden. So I used to be very reticent, these days I often state if I have "any special requirements" for my interview, I state: "I want you to take into consideration that I have a disability, and therefore my work history has gaps. I want you to consider, that my volunteer work experience is valid experience, even though I have spent years, legally, ethically, morally been able to claim a disability support pension. Thank you." Or something like that.

M4:   I'm hearing impaired, (this is sometimes seen as an invisible disability). I don't put this on my job application forms because I know that there are many types of hearing loss/deafness and I want the prospective employer to meet me first before they make a judgement about my ability to do the job.

K1:  I do sometimes mention my ADHD in interviews - its part of who I am, and has both good and bad aspects... I find it helps to be up front about your strengths and weaknesses.

A: I've gone both ways on this issue. I've disclosed my cerebral palsy when organisations specifically request knowledge or experience of living with a disability, but at other times I don't disclose unless there's a good reason to, for example, if they need someone who has a driver's licence. I can't drive but I can get to places other ways so I don't think that should give them a reason to discriminate against me.

J1:  When I was much younger and my disability wasn't so obvious (I had a limp, but my hands didn't look like claws like they do now), employer didn't realise the issues I was having weren’t  due to incompetence but rather to my weak (and sensationless) hands. It was better when I raised my issues with them and they were a bit more supportive.
J:  No I would not recommend others to disclose any incidences of mental health illness including the common cold of mental health, depression. I think that employers still treat people with disabilities of whatever kind differently without valuing the positives that can come with the disability e.g. a person who manages their mental health well is actually a fantastic asset in the work place and modelling to others how to look after one's self and to be more productive in work and outside of work. There is still much fear and prejudice against people with mental illness or a history of mental illness.

New ideas

J1:   Financial benefits for employing people with disabilities - not just an up-front payment, but ongoing like reduced payroll tax incentives.
E1:  As I have already said, fill labour market gaps, rather than jobs people with disabilities have always done. Have work teams that solve the solution, not create more problems.

C: Create a real incentive especially for people with high participant costs starting in low wage jobs where the gap between DSP and wages is negligible: Allow people to hang onto DSP for 6 months after moving into work,  exempt them from income tax or waive their HECS debt.
S3:  Quotas.

E1:  ASIC should require employers to report on how many people with disability an Employer isn't employing, give a number in each quarterly and Annual Report.

C: As the Commonwealth reorients its roles for disability in light of the NDIS and pulls responsibilities for care and support back from the States perhaps it should go back to ToRS and ask why is employment and labour market assistance for PWD with the Commonwealth anyway? The States and local governments have some of the more important levers and local contacts so maybe this should be up for discussion. What about the Canadian model of bilateral, cost-shared agreements: Labour Market Agreements for Persons with Disabilities.  
N1:  A combined project between education and Business Council/COAG to ensure every kid with a disability does work experience in a large organisation, Minister’s office, or public service. Once you know a PERSON, it is much harder to pretend it is all that hard.

C:  Create job shadowing and career exploration programs for young people like the US Disability Mentoring Day, and have a job shadow with a disability working in every Cabinet Ministers office.  Another US idea is internships for Students with Disabilities. Eight college students with disabilities spend eight weeks in D.C. as interns for members of Congress. Where is anything imaginative or high profile like this in Australia?
R2:  We need to influence those who make recruitment decisions. It's partly the applicant’s job and partly the organisations job to ensure those people are making fair and just decisions.

E1: DEEWR lead by example, and employ people with disabilities, that might be an idea. Also Centrelink could also do this? I like the idea of having a person rather than just a Policy.
B:  Showcasing those successfully employed on Commercial TV. Shows like No Limits on prime viewing on Commercial TV. Authentic casting for PWD roles, get us out there in people's faces and take away the FEAR.

M2:  Like I said before, it starts with education, as us, PWD being the educators. If children are taught that PWD aren't something they might catch, then they will grow up being less judgmental. Also, PWD should get an incentive if they volunteer, because this will benefit their mental health, saving the government heaps on the cost of treating depression, which is I believe a prerequisite of being a PWD who is trying to be somebody in society. Not all PWD are employable, but it is not known who is unless they are given a chance. Not all "normal" people are employable either. I don't expect to be a CEO, nor do I wish to be. "Normal" people forget that they are not mortal against disability. Anyone could become disabled.
S2:  Mirroring COAG targets for indigenous people.
C1:  I agree with education, both for potential employers and employees. Help us obtain the skills to be competitive rather than forcing employers to take people who may not be suited for the position. Positive discrimination isn't necessarily a good thing.

R3:   I'd also like to see a ton of stuff teaching/helping/mentoring/etc. people with disabilities to start our OWN businesses or to be useful as contractors/freelancers. For many of us who have fluctuating levels of ability this is how we can best work, or possibly the only way we can work. And with the internet many of us can start doing stuff now - I've done tons of different internet related stuff including blogging, setting up websites for other people, selling stuff via Etsy, etc… But I don't see many other PWD doing it.

D:  While I think it is important to do whatever is reasonable practical to get PWD into employment, the government and community needs to realise that not all of us are going to find meaningful and fulfilling jobs (it is hard for even those who don't have disability). For those of us who are in this category we should not be made to feel useless or a failure. We should have access to additional income support that is sufficient to enable us to contribute to a superannuation fund, and to have the ability to save for holidays and nice things. Sure, we don't want to make employment benefits so attractive that no-one wants to work, but keeping the DSP rates down in order to provide incentives is unfair for those who have no real chance of gaining employment.

The modern workplace

Is stress, and the creeping intrusion into work life imbalance reported by many employees, making it even harder for people with disabilities to retain jobs?
C:  Yes it is for me, to be honest. I had a full time executive job in the APS which was very 24/7 and I don't think people realise the extra time it takes to do things with a disability or that multi-tasking can be tricky. The last straw for me came when people starting implying I was un-contactable cause I didn't answer the phone when I was driving. Well - aside from it being illegal - you can't work in that way while driving a car with hand controls. In the end I just said enough and walked out. 

SI: know work life balance is an issue for me; I run a small IT business and have to be very customer focused. Though when I was "unemployed" the work life balance was out of kilter as well, I could rely on a pension, but the way in which not having a job to go to was very depressing. It wasn’t just income, although that is important, it was about the social aspects as well, simple things like morning teas at work, where someone’s birthday was celebrated, or Christmas parties.
F:  I think technology such smart phones Ipads etc… has helped people with disabilities, it has hindered our employment participation because the work force has become more instantaneous… and the other issue which is not taken into account is the additional time needed for personal care.
C:  People with Disability Australia Inc. (PWD) It also means you are contactable all the time so for people with dual disability or psychosocial this can be intrusive and mean people get no down time. On a practical level it can mean you don't get the time you need to manage the consequences of disability. People who don't "step up" can wind up in performance management -

S:  I think one of the better movements coming from the Feds, and directly from the PM is greater allocation time and money for "working from home employees". This, if it comes into reality, will mean better access to things like personal care.
C1:  it would be interesting to research how flexible work hours has hindered or impaired employment options for people with disabilities in comparison say to their and other's needs such as parenting, religious observations etc…
Barriers 

Are there bigger issues in your life beyond your resume, skills and experiences which prevent you from applying for jobs? Access, transport, costs, support for example.
M4:  I find employers might cope with one disability but when faced with multiple disabilities they don't even consider the thought.......

E1:   Employers perceptions and co-worker perceptions of my abilities, or as they see it my in-abilities.
L:  Transport’s a huge issue - especially here in Canberra. Surprisingly, physical access can still be an issue - with many single and double storey buildings having steps and no lifts...STILL!  Energy, or lack of it - many PWD cannot work the prescribed hours of advertised jobs and employers are often NOT prepared to negotiate or find a compromise... Nor take into account that some PWD have good days and bad...

H:  Inaccessible infrastructure, especially public transport that is often non-existent.
E1:  An issue that constantly affects people who are blind or vision impaired in the workplace is when IT procurement is undertaken without consultation with those employees who use adaptive equipment/technology, such as Screen Reading software to undertake their work.  Without this consultation previously accessible work environments can become inaccessible causing frustration to those employees who rely on this adaptive technology and expensive for employers who then need to spend extra time and effort in returning the work environment to an accessible state, by either retro-fitting or additional software.

P:  The biggest barrier is social attitude, and this is what needs to change, then perhaps employers will start to look at the abilities of PWD instead of their inabilities.
S:  Affordable accessible inner city housing. Please, please please - no more making PWD live in remote and regional areas, have to refuse opportunities because of transport.

N: Employers not feeling confident to ask the right questions; which is the gap the disability employment agencies are supposed to fill in…but often do not. Many assumptions made by them, and I would question their experience in the private sector. (Not all, just a reflection of those I have seen....) I don't think this is a problem you solve by hoping a person here or there gets a job. Until it is seen as normal then it will be a challenge for employers to take the time. The public service for example, has to be a leader in this area. They have NO excuses.

M2:   More disability parking!

B1:  Yep more transport in the country and better employment services not like ones we have now that useless.
Volunteering and work
D1:  I have worked as a volunteer in an office. It only lasted approximately 6 months. I was given a day when there were no other volunteers - they went on another day to what I went. I asked if I could change days but the lady said no that it was better if I went the day I was given. I was given the most unchallenging work to do. I asked if there were other tasks I could do but wasn't given the chance to prove myself. I felt that it was never going to lead to paid work. I thought volunteering would make me feel better about myself but it did the exact opposite. I also went to volunteer at a major hospital in Sydney; when I arrived the lady said ‘you never said you were in a wheelchair’, and I looked at her and said ‘why does it matter’.  She said it doesn’t but I was never given a position as a volunteer there.

E1:  For PWD volunteering isn't a lifestyle choice, it's their employment that happens to be unpaid. For non PWD it's an alternative to employment and a lifestyle choice.

L1: I am incredibly frustrated with my situation. At every job capacity assessment I have had, I have been told that I am too disabled to work. But because of the costs of my health care, I don't really have a choice, and after volunteering in a variety of positions for many years I felt I was due a pay rise!!!!! But it is very frustrating that DES are ONLY set up to get you a job in a workplace - when the Australia Institute of Health and Welfare have shown that of the 1 million people with significant disabilities that DO work, the majority of them are self-employed and work from home. I have missed out on SO many jobs, just because I want to job share - I can only work part time. Soooo, I have started up my own business - with no help from my DES provider, as they are not funded or trained to help with microbusiness set up, and without being able to access the New Enterprise Incentive Scheme benefits and training, as up until June last year, you had to be long term unemployed rather than disabled in order to qualify. My business has two strands of activity in it at this stage, and possibly more in the future. Centrelink and Housing demand I complete separate profit and loss forms for the different activity areas, and the hassles involved take up a great deal of my available pain and energy budget. I often wonder if it is really worth the hassle...but due to my health costs, I don't have a choice but to keep slogging away. What the government don't take into account either is that if you have significant disability, or more than one, just organising your health care and attending the plethora of appointments is a part time job in itself. And there are the battles - fighting for recurrent support worker hours funding, access to certain health services, and a systemic antidiscrimination case in my life…
C:  I think this is a really good point that sometimes we wind up doing volunteering that is unpaid and goes beyond what people would normally do as an unpaid position. For other people volunteering gets us lots of skills… Also sometimes we get ''volunteering" work which is mundane and just work no one else will do. 
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