Presentation for Interwork Employment Services

Assumptions were huge, but her combined life experience and recently acquired skills and knowledge were beneficial in terms of her freshness of approach and dedication to her work.  Jill will speak to you about being in the shoes of people with a disability in an aging workforce.

This perpetuates the common misconception that affirmative action policies have led to people who are not qualified being appointed, we had a lot of it with women's affirmative action when that was introduced back in 1984.The reality is that perfectly qualified women were applying for jobs but they weren't getting them on merit because the men who were doing the interviewing and who were going to work with the women felt uncomfortable, so when it came down to a choice between a perfectly qualified woman and a similarly qualified man they would go with the man every time. 
 

I suspect a similar situation now exists for people with disabilities and is based around the cringe factor and the access "problems" that we cause when we show up in a workplace. 
 

So, affirmative action means having employment policies that target increasing the numbers of pwd in that workplace and appointing a pwd if there is a choice between equally qualified pwd and able-bod. 
 

That is how it works and must work. At present we are not be treated equally so it has nothing to do with the ‘best person for the job’, they are in fact not getting the best person because they don't want a pwd when that person might be best. Name known email discussion list.
 

http://www.apsc.gov.au/diversity/diversityawards.pdf
Vicarious liability

Under the provisions of anti-discrimination legislation, agencies can be held 'vicariously liable' for the acts of their employees unless they can demonstrate that they have taken all reasonable steps to prevent such acts from occurring. Programs aimed at eliminating discriminatory behaviour in the workplace can significantly reduce an organisation's exposure to this risk.

Flexible work arrangements 

Work arrangements adopted by some 'good practice' organisations include the introduction of: 

· formal or informal arrangements between employees and employers that allow the employee some control over the specific hours of the day or week when work is performed; 

· time-based strategies, including expanded hours of work, telecommuting, and other work-at-home arrangements, leave of absence, job sharing, part-time work and compressed work weeks; 

· creche facilities for nursing mothers returning to work after maternity leave; 

· carers or family rooms for staff use; 

· negotiated 'purchase' of additional leave; and 

· direct services such as on- or near-site day care centres, sick child care, emergency back up child care facilities, holiday care programs, family day care networks.

Disability 

Remembering that 'equal' treatment does not always result in fair treatment, your diversity program can ensure, through the recruitment of employees with disabilities, that the design, management and delivery of your agency's services are more likely to reflect the diverse needs of the Australian population. For example: 

· Make sure that people with disabilities find out about employment opportunities in your agency. 

· Consider the impact of technological changes on people with disabilities. (e.g. telecommuting, teleconferencing, computing technologies) 

· Provide access to telephone typewriters (TTY), facsimile, information hotlines, Internet and the Australian Communication Exchange National Relay Service to assist employees with speech or hearing impairment. 

· Consider flexible work arrangements for employees with disabilities. (eg. options for home-based work, job sharing, variable leave without pay, and telecommuting) 

