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ACCESSIBILITY

The ACT Government is committed to making its information, services, events and venues accessible to as 
many people as possible.

If you require a translator or interpreter, contact us through the Translating and Interpreter Service (TIS)  
on 13 14 50.

If you are deaf, or have a hearing or speech impairment, contact us through the National Relay Service (NRS) 
on 13 36 77 and ask for 13 22 81.

Speak and Listen users can phone 1300 555 727 and ask for 13 22 81.

If you have difficulty reading a standard printed document and would like to receive this publication in an 
alternative format such as large print, please phone 6205 7165.

16/0406
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DIRECTOR-GENERAL FOREWORD

As a Director-General who identifies as a person with disability, I am 
pleased that the Directorate has its first Employment Action Plan for 
People with Disability. The Plan sets out strategies that will increase the 
Directorate’s number of employees with disability and keep them 
employed within the ACT Public Service (ACTPS). The ACTPS is committed 
to being an employer of choice for people from diverse backgrounds.

The Plan builds on the ACT Public Service Respect, Equity and Diversity 
Framework and ACT Public Service Employment Strategy for People with 
Disability.

In February 2015, the Head of Service set targets for all Directors-General 
to enhance the accountability for achieving diversity numbers in their 
Directorates into their JACS executive agreements. 

A diverse and inclusive workforce can also help to ensure that services are respectful of clients’ needs and 
perspectives. Given that people with disability make up about 16 per cent of the ACT population, and JACS 
has 1.5 per cent of employees with disability, for us to provide effective service to the community, we need to 
ensure that our workforce reflects our community.

The Plan aims to ensure that the Directorate has inclusive workplaces which respect and value all people, 
increase the number of employees with disability in a range of roles and provide employees with disability 
with equitable opportunities together with all other employees in professional development and career 
development.

The plan will focus on attracting the right people to our roles, ensuring that we have effective and supportive 
strategies in place to retain them, and developing appropriate mechanisms around building individual 
capability through personalised plans.

To achieve our intended outcomes, JACS will review progress annually through our Annual Report and the 
annual ACT Commissioner for Public Administration State of the Service Report.

I commend this Plan to all JACS staff.

Alison Playford 
Director-General 
Champion for People with Disability 
Justice and Community Safety
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DEFINITIONS AND LEGISLATION 

DEFINITION OF DISABILITY
The Discrimination Act 1991 (ACT) Section 5AA defines Disability as:

1. In the Act:
a. total or partial loss of a bodily function; or
b. total or partial loss of a part of the body; or
c. malfunction of a part of the body; or
d. malformation or disfigurement of a part of the body; or
e. the presence in the body of organisms that cause or are capable of causing disease; or
f. an illness or condition which impairs a person’s thought processes, perception of reality, emotions 

or judgement or which results in disturbed behaviour; or
g. an Intellectual disability or developmental delay.

2. Except in Section 49 (work related discrimination) and Section 50 (Discrimination by qualifying bodies 
etc), disability includes a disability – 
a. that the person has, or is thought to have (whether or not the person in fact has the disability); or
b. that the person had in the past, or is thought to have had in the past (whether or not the person in 

fact had the disability); or
c. that the person will have in the future, or is thought will have in the future (whether or not the 

person in fact will have the disability).

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, 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 many have 
minimal or substantial impact on a person’s abilities.

LEGISLATIVE MANDATE
All Directors-General, Directorates and employees have obligations under Federal and Territory legislation 
to actively ensure equity in access to employment and career development opportunities. Section 40 of the 
Public Sector Management Act 1994 (PSM) requires the development of equal employment opportunity 
programs and Section 65 provides for a modified selection process in cases of identified positions.

Equal Employment Opportunities (EEO) programs must be designed to ensure that action is taken to 
eliminate discrimination in employment matters and enable people in designated groups to compete for 
promotion and transfer in the Service and pursue careers in the Service as effectively as other people. 

ACT LEGISLATION
• Discrimination Act 1991
• Human Rights Act 2004
• Legislative Assembly (Members’ Staff) Act 1989
• Public Sector Management Act 1994
• Territory Records Act 2002
• Work Health and Safety Act 2011
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OUR EMPLOYEE PROFILE & FUTURE TARGETS

ACT SNAPSHOT
• People with a disability represent a significant portion of the Australian population.
• 1 in 5 Australians have a disability.
• 57,500 people living the ACT have a disability according to the ABS in 2013.
• The proportion of people aged 65 years and older is growing faster in the ACT than the rest of Australia.
• In 2024, it is projected that the number of older people (aged 65 and over) in the population will exceed 

the number of children (aged 0-14) for the first time. By 2041, the ABS predicts that one in five people will 
be over 65.

• Access and inclusive practice is a way to tap new customer markets and new potential employees.
• The National Disability Insurance Scheme will mean that people with disability will have purchasing 

power to choose a wider range of goods and services from businesses that best meet their needs.
• People with disabilities are an untapped resource in a tight labour market.
• A new speaking program called Disability Confidence Canberra promotes information about access and 

inclusive practice in the ACT.

In June 2015, the Directorate had 25 staff who self identified through the HR21 system as having a disability. 
It is likely this is an under representation of the true number in our workforce. To enable us to enhance the 
inclusiveness of our workforce the Directorate has set future targets. 

The classification profile of JACS employees who self-identify as at 23 September 2015 is as follows:

Classification TOTAL

Administrative Officers 13

Ambulance Officers 1

Correctional Officers 2

Executive Officers 2

Fire and Rescue Officers 1

Legal Officers 1

Prosecutors 1

Senior Officers 5

Total Officers 26
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The table below reports the divisions which have self-identified employees:

Division TOTAL

ACT Government Solicitor 1

Corporate 3

ACT Corrective Services 4

Director of Public Prosecutions 1

Emergency Services Agency 9

ACT Law Courts & Tribunal 4

Legislation, Policy & Programs 2

Office of Director-General 1

Parliamentary Counsel’s Office 1

Total Officers 26

2016 – 2019 TARGETS:

JACS 
Headcount 
at 17/6/15

Headcount 
target at 
30/6/15

JACS 
Headcount 
at 23/9/15

Headcount 
target at 
30/6/16

Headcount 
target at 
30/6/17

Headcount 
target at 
30/6/18

Headcount 
target at 
30/6/19

25 26 26 29 32 35 39

Wayne Shaw, ACT Fire and Rescue, Emergency Services Agency
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OBJECTIVES

Objective 1: Attraction

To attract people with disability to the Directorate, JACS will increase employment opportunities and 
outcomes by improving internal recruitment processes and supporting materials, and actively engaging 
the community to increase employment opportunities for people with disability.

Objective 2: Retention

To improve the retention of employees with disability, JACS will work towards changing its culture from 
within by increasing staff awareness about people with disability, making reasonable workplace adjustments 
and improving staff management practices, including promoting self-identification through HR21.

Objective 3: Capability Building

Provide career development for staff with disability and enhance the capability of all staff to better 
understand, encourage and support colleagues and clients with disability.

Objective 4:  Monitoring and Evaluation

Collect and report on appropriate data on disability employment, recruitment and retention, as well as 
professional development.

Susan Lane, Legislation, Policy and Programs
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ATTRACTION

Objective 1: To attract people with disability to the Directorate, JACS will increase employment 
opportunities and outcomes by improving internal recruitment processes and supporting materials, and 
actively engaging the community to increase employment opportunities for people with disability.

Actions Responsibility Measures and Timeframes

Improve internal recruitment processes and supporting materials 

Access ACT Government Australian Network 
on Disability Gold membership to assist in 
developing barrier-free workplaces through 
review of:

• recruitment and selection processes
• workplace adjustment policies and 

processes.

People and Workplace 
Strategy

Review of Recruitment and selection 
processes conducted.

Development and implement the 
workplace adjustment policies and 
processes.

June 2016 - ongoing

Update recruitment processes to ensure 
elimination of practices resulting in direct or 
indirect discrimination or disadvantage for 
candidates with disability.

People and Workplace 
Strategy

Increased number of positions held by 
employees with disability.

May 2016 - ongoing

Identify suitable employment opportunities 
within all business units including modifying 
duty statements (and workplace where 
reasonable) to accommodate people with 
disability.

People and Workplace 
Strategy

All Business Units

Jobs identified or redesigned which can 
accommodate employment of people with 
disability.

June 2016 - ongoing

Investigate and where appropriate, develop 
appropriate entry pathways for people with 
disability, including:

• traineeships
• graduate entry
• work experience opportunity
• internship
• school based apprenticeships.

People and Workplace 
Strategy

Increase the workforce from 25 people in 
the Directorate who identify with disability 
to 39 over the life of this plan.

May 2016 – May 2019

Actively engage the community to increase employment opportunities for People with Disability

Identify community organisations with 
active recruitment activities.

All Business Units

People and Workplace 
Strategy

Consultation with community partners is 
evident.

May 2016 – ongoing

Advertise work opportunities in both 
mainstream and disability specialist 
employment services/networks.

All Business Units Increased number of applications received 
from people with disability.

May 2016 – ongoing

Participate at relevant disability forums 
and career expos to promote JACS as an 
employer of choice for people with disability.

Corporate

All Business Units

All Business Units increasingly promote 
JACS during campaigns and events.

May 2016 – ongoing
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RETENTION

Objective 2: To improve the retention of employees with disability, JACS will work towards changing 
its culture from within by increasing staff awareness about people with disability, making reasonable 
workplace adjustments and improving staff management practices, including promoting self-identification 
through HR21.

Actions Responsibility Measures and Timeframes

Increase staff awareness about people with disability

Conduct disability awareness training to 
raise awareness and challenge incorrect 
assumptions about people with disability.

People and Workplace 
Strategy

All Business Units

Number of staff undertaking disability 
awareness training.

May 2016 – May 2019

Promote events recognising people with 
disability e.g. International Day of People 
with Disability; World’s Greatest Shave; 
World Health Day; Australia’s Biggest 
Morning Tea; Jeans for Genes Day etc.

Governance Participation at various events throughout 
the yearly calendar.

May 2016 – May 2019

Make reasonable workplace adjustments

Promote ACT Public Sector Reasonable 
Adjustment Policy in all business unit 
inductions for new staff.

People and Workplace 
Strategy

All Business Units

Information provided to new staff at 
business unit inductions.

May 2016 – May 2019

Review website on accessibility and amend 
as needed – website complies with WCAG 
2.0 Standard.

Governance

All Business Units

JACS websites meet WCAG 2.0 Standard.

May 2016 – May 2019

Provide information where applicable in 
a range of formats that are accessible to 
people with disability.

Examples:
• produce information in formats which are 

accessible to staff with disability
• ensure website complies with WCAG 2.0 

standard.

Governance Information provided is accessible to 
people with disability.

May 2016 – May 2019

Identify external funding opportunities to 
assist in making reasonable workplace 
adjustments.

People and Workplace 
Strategy

All Business Units

Funding for workplace adjustments 
identified.

May 2016 – May 2019

Make reasonable workplace adjustments to 
meet the needs of employees with disability. 
i.e. adjustments that are considered 
necessary, achievable and reasonable to 
enable the employee to perform their job role 
efficiently and to their best of their abilities.

Capital Works & 
Infrastructure

All Business Units

Improved retention through access to 
support mechanisms.

May 2016 – May 2019
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Actions Responsibility Measures and Timeframes

Improve staff management practices

Encourage staff to update their diversity 
status.

People and Workplace 
Strategy

Shared Services

Updated profiles of staff.

Half yearly (June 2016 – ongoing)

Ensure events and training are delivered in 
an accessible and inclusive manner.

Managers Events are attended by employees with 
disability.

May 2016 – May 2019

Explore new ways of working from initial job 
design through to flexible ways of working.

All Business Units Increased participation by people with 
disability across a range of positions.

May 2016 – May 2019

Whole of JACS Diversity Strategies

JACS to maintain the role of Inclusion Officer 
to develop and promote inclusive activities 
on behalf of the Directorate.

People and Workplace 
Strategy 

Ongoing engagement around events.

Increased staff awareness and participation.

May 2016 – May 2019

Director-General to encourage self-
identification and maintain employment 
numbers for those who identified on HR21 
as having disability. 

Executives

All Business Units

Head of Service set targets for all Directors-
General in relation to enhancing the 
accountability for achieving diversity 
numbers in their Directorates. This is also 
included in Director-General executive 
agreements. 

May 2016 – May 2019

Michele Abel, Legislation, Policy and Programs
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BUILDING CAPABILITY

Objective 3: Provide career development for staff with disability and enhance the capability of all staff to 
better understand, encourage and support colleagues and clients with disability.

Actions Responsibility Measures and Timeframes 

Professional Development  

Deliver relevant training including:

• Disability awareness training 
• Supervisor/manager disability awareness 

and refresher training
• Mental health awareness training. 

People and Workplace 
Strategy

All Business Units

Number of staff participating in training.

May 2016 – May 2019

Encourage all staff to develop performance 
plans which include identifying professional 
development and work-related study 
opportunities.

All Business Units Employees with disability have 
performance plans which include learning 
and development opportunities.

May 2016 – May 2019

Promote learning and development 
opportunities to all staff including:

• Management development programs
• Coaching/mentoring programs.

People and Workplace 
Strategy

All Business Units

Professional development for staff is 
aligned to enhancing job performance and 
facilitating career progression.

May 2016 – May 2019

Provide information, advice and guidance 
to managers and supervisors on assistance 
available when employing people with 
disability.

People and Workplace 
Strategy

All Business Units 

RED Contact Officers

Information guides developed.

May 2016 – May 2019

Support a mentally healthy workplace 
through:

• raising awareness of mental health 
conditions and reducing stigma

• creating a supportive workplace culture 

by providing mental health awareness 
information and training including a link 
to resources on the intranet including 
Beyondblue Heads Up program.

People and Workplace 
Strategy

All Business Units

Percentage of staff undertaking mental 
health awareness training.

May 2016 – May 2019

Career Development  

Provide support for participation in: 

• giving and receiving feedback
• career planning.

People and Workplace 
Strategy

All Business Units 

Relevant career development training 
opportunities provided for staff. 

May 2016 – May 2019
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MONITORING AND EVALUATION

Objective 4: Collect and report on appropriate data on disability employment, recruitment and retention, as 
well as professional development.

Actions Responsibility Measures and Timeframes

Conduct JACS staff survey. People and Workplace 
Strategy

All Business Units

JACS staff survey conducted.

Bi-annually

Provide workforce reports to senior 
management on employment of people 
with disability which also cover retention 
results and trends.

People and Workplace 
Strategy

Increased number of people with disability 
employed and retained.

Quarterly

David Wheeler, Security and Emergency Management Branch




