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Why have a disability

employment guide

UnitingCare is committed to building
a diverse and inclusive workforce and
aims to become an employer of
choice for people with disability.

In recognition of the disadvantage
experienced by people with disability,
UnitingCare has developed this Disability
Employment Guide. The purpose of the
guide is to increase and support the
employment opportunities for people with
disability within our organisation.

Our Disability Employment Guide is a
dynamic document which we will regularly
review. It aims to:

o Enhance the recruitment of people
with disability in UnitingCare

e Increase the retention levels of
people with disability

o Increase the vocational skills and
career development outcomes for
people with disability

e Promote disability and diversity
awareness and help us become a
disability confident employer.

We will achieve these outcomes by:

e Increasing, fostering and evaluating
the employment participation of
people with disabilities at all levels
of the services

e Maximising employee
development, along with the
transfer of job skills and information
in order to advance the experience,
remuneration and job security of
employees with disabilities

e Facilitating and encouraging the
direct involvement of people with
disability in determining their own
career strategies and goals.

Our Disability Employment Guide is
designed to attract, develop and maintain
people with disability as part of the
workforce at UnitingCare. We have
developed a specific strategy to achieve
this because we recognise that:

e Levels of unemployment among
people with disability are
disproportionately and chronically
high in relation to Australia’s overall
unemployment rate

o Job seekers with disability face a
range of barriers to achieving and
retaining sustainable employment
which are only likely to be
overcome by specifically targeted
strategies and policies.



Defining disability

Disability is common in Australia,
and a normal part of life which
contributes to the vibrant diversity
of the human experience. Over 4
million people in Australia have
some form of disability, and the
likelihood of disability increases
with age.

Understanding what disability is, and how
to best accommodate people with
disability, is the first and most important
step in creating a disability confident
workforce.

What is disability?

A disability is any condition that restricts a
person's mental, sensory or mobility
functions. It may be caused by accident,
trauma, genetics or disease. A disability
may be temporary or permanent, total or
partial, lifelong or acquired, visible or
invisible.

The Disability Discrimination Act
1992 (Cth) defines disability as:

o total or partial loss of the person’s
bodily or mental functions

o total or partial loss of a part of the
body

e the presence in the body of
organisms causing disease or
illness

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

e adisorder or malfunction that
results in the person learning
differently from a person without
the disorder or malfunction

e adisorder, illness or disease that
affects a person’s thought
processes, perception of reality,
emotions or judgment, or that
results in disturbed behaviour;

and includes disability that:
e presently exists

e previously existed but no longer
exists

e may exist in the future

e isimputed to a person (meaning it
is thought or implied that the
person has disability but does not).

There are many different kinds of disability
and they can result from accidents, illness
or genetic disorders. A disability may affect
mobility, ability to learn things, or ability to
communicate easily, and some people
may have more than one. A disability may
be visible or hidden, may be permanent or
temporary and may have minimal or
substantial impact on a person’s abilities.
For more information about the diversity of
people with disability you can refer to this
fact sheet.


file://///int.ucq.com.au/ucq/corpdata/Human%20Resources/HR%20Team/HR%20Strategic%20Development/Diversity%20and%20Inclusion/Disability/Disability%20Employment%20strategy%20docs/UnitingCare%20Fact%20Sheet%20-%20Disability%20Fact%20sheet.docx

Inclusive language

Language is an incredibly powerful
tool, and can be used to create a
sense of empowerment, pride,
identity and purpose. Improper use
can have a lasting impact, even with
the best intentions.

Focus on the person, not the
impairment

In Australia, best practice language is to
use “person with disability” or “people with
disability”. Examples of person-first
language include: “person with disability”,
“person who is deaf”, or “people who have
low vision”. Put the person first, and the
impairment second (when it’s relevant).
Other terms that are growing in popularity
and acceptance are “person living with
disability”, and “person with lived
experience of disability”.

Don’t use language that implies a
person with disability is inspirational
simply because they experience
disability

People with disability are just living their
lives, they are no more super-human than
anyone else. Implying that a person with
disability is courageous or special just for
getting through the day can be seen as
patronising and offensive.

Conversely, don’t make out that people
with disability are victims or objects of
pity

Just because a person experiences
disability, it does not make them weak, a
victim or someone to be pitied. Examples
of language that can imply people should

be pitied include “suffering from...”,
“struck down by...”, and

“afflicted by/with...”. We try to remove the
emotion from the language, for example,
“Paul experiences depression”, or “Katya
has epilepsy”.

People are not ‘bound’ by their
wheelchairs

The term wheelchair-bound is one that is
commonly used in mainstream media, and
it is one that can offend many people with
disability. It is best to say “wheelchair user
or “person who uses a wheelchair”.

Avoid euphemisms and made up words
“Differently abled”, “people of all abilities”,
“special needs” and the like, can be
considered patronising. While the intention
may be good, these phrases tend to fall
into the trap of making people with
disability out to be special or inspirational,
just for living with disability.

Relax, and don’t get caught up in
semantics

While this information may seem daunting,
the most important thing to remember is to
simply focus on the person, rather than the
disability. Don’t be so afraid of saying the
wrong thing that you don’t say anything at
all. Be willing to communicate and listen.



Disability and employment

People with disability bring high
potential and a diverse range of
skills and abilities to the
marketplace and work in a wide
range of occupations and industries.

Employing people with disability is likely to
attract new skills and bring different and
valuable perspectives to UnitingCare. Not
only will this increase talent, but by
accommodating people with disability we
are gaining loyal and committed
employees who will support us in
achieving your business objectives.

On average, employing people with
disability does not cost any more than
employing people without disability.
Assistance with the cost of making
workplace adjustments is available through
the Australian Government
funded Employment Assistance Fund

EAF

Business benefits of hiring people with
disability

Employees and customers with disability
represent a substantial opportunity to
business. Making sure UnitingCare can
welcome people with disability in an
accessible and inclusive way is not just the
right thing to do, but it makes good
business sense too.

Attract and retain talent

When organisations make their recruitment
processes and workplaces barrier-free to
people with disability, they ensure that all
potential employees with the relevant

skills, qualifications and experience can be
hired and do their best work. Diversity
attracts and retains from the widest
possible talent pool and employees in
inclusive workplaces are likely to be more
engaged, motivated and productive.

Build reputation and brand

Numerous studies have shown employees
and customers are more loyal to
organisations that demonstrate they value
diversity and inclusion and that their
workforce reflects the community as a
whole. Increasingly evidence of inclusion is
being taken into consideration when
awarding contracts and tenders.

Improve customer retention

Having employees with disability can help
us to understand what our customers with
disability may need, and give us an edge
over our competitors. In addition, a
workforce that reflects the diversity of the
wider community is likely to lead to greater
customer loyalty and satisfaction.

Mitigate risk

Research on workers with disability show
they often have lower absenteeism and
employee turnover and low incidence of
workplace injury, which all help to create
cost effective businesses. Organisations
who have built capability for inclusion will
also minimise risk of injury, complaint or
breach of discrimination law.


https://www.jobaccess.gov.au/employment-assistance-fund-eaf
https://www.jobaccess.gov.au/employment-assistance-fund-eaf

Disability employment charter

It is important we develop long term
sustainable approaches to inclusion
of people with disability.
UnitingCare will adopt the following
principles in our employment
practices.

Create opportunity

Leaders should always consider staffing
structures for opportunities for job
redesign, including identifying roles that
can be taken on a part-time or job-share
basis; and advertise opportunities in
appropriate media including with disability
employment service providers.

Support disability employment
programs

Identify opportunities to partner with
established external programs and
resources to further recruitment of people
with disability.

Staff training and disability awareness

Specific steps will be taken to raise
awareness of disability throughout the
organisation, including having Disability
Confidence Training available to all
employees and leaders.

Working arrangements and
environment

Working arrangements and the physical
environment should not prevent people
with disability from taking up positions for
which they are suitably qualified. This

includes both the physical environment
and also flexibility in how the work is
performed, to ensure we champion and
support reasonable workplace

adjustments.

Recruitment accessibility

Recruitment procedures will be regularly
reviewed and developed to encourage
applications from, and the employment of,
people with disability. Leaders and
recruiters should always ask candidates if
there are any specific requirements they
have before an interview in order to make
the interview and process accessible and
inclusive

Retention, Retraining and
Redeployment

Full support will be given to any employees
who acquire disability, enabling them to
maintain or return to a role appropriate to
their experience and abilities within the
organisation.

Training and Work Experience

Learning and development options and
standards must always be implemented in
consideration of accessibility for people
with disability.

Monitoring Performance
The organisation will monitor its progress
in implementing the charter


file://///int.ucq.com.au/ucq/corpdata/Human%20Resources/HR%20Team/HR%20Strategic%20Development/Diversity%20and%20Inclusion/Disability/Disability%20Employment%20strategy%20docs/UnitingCare%20Fact%20Sheet%20-%20Workplace%20Adjustments.docx
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Advice and support

There are numerous resources and
services available for employers
who require support and advice on
employing people with disability.

Employment Services

If you are looking at employing a person
with disability, or have an employee with
disability who requires some assistance or
support in their job, there are a number of
free services available to assist.

Australian Government funded
employment services provide a national
network of community and private
organisations dedicated to placing people
with disability into employment.
Dedicated employment services are also
available. They provide assistance with the
recruitment of people with disability, and
often with supporting the employee at
work. A brief description of some
employment services is outlined below.

e JobAccess is a government
resource that provides help and
workplace solutions for the
employment and retention of
people with disability. Visit
the JobAccess website for more
information.

o Disability Employment Services
(DES) play a specialist role in
helping people with disability to
prepare for, find and keep a job
within the open labour
market. Disability Employment

Services also provide services
directly to employers. Disability
Employment Australia has a search
tool that can help you source a
provider to engage with in your
area.

Workplace Modifications

There is help available to pay for the cost
of workplace adjustments that may be
needed to accommodate an employee with
disability. Assistance is available for a
broad range of modifications including, but
not limited to, physical and environmental
workplace adjustments, computer software
upgrades, vehicle modifications,
communication technology devices and
specific items of equipment an employee
may require to do their job.

While the majority of workers with disability
won’t require any workplace modifications,
the Employment Assistance Fund aims to
make accommodating employees with
disability in your workplace easier.

Intermittent Support

If you have an employee with disability
who has been placed into UnitingCare and
received assistance from a Disability
Employment Service, then you may be
able to receive ‘Intermittent Support’ from
that service. Intermittent support from a
Disability Employment Service can help by
providing you or your employee with short
term support to assist the employee with
settling into their job.


https://www.jobaccess.gov.au/
http://disabilityemployment.org.au/provider-search/all/
http://disabilityemployment.org.au/provider-search/all/
https://www.jobaccess.gov.au/employment-assistance-fund-eaf

