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Personal submission to the: 
Standing Committee on Health, Ageing and Community Services   
Inquiry into the Employment of people with disabilities 
 
Firstly I would like to thank the committee for undertaking this enquiry.  
Over many years the ACTPS has endeavoured to become an employer of choice for 
people with disability and sadly I feel they are still a long way from achieving this.  
 
Employment of People with Disability must be supported from the top down. It often 
is in theory, however it would be interesting to know:  

• how many Directors-General, including the Head of Service have People with 
Disability working for them?; 

• how many People with Disability are employed by the Assembly?;  
• how many MLAs staff/advisors have disability?; and 
• why haven’t the major parties pre-selected or put forward PWD as 

candidates?  
 
Support from Executives, Government and MLAs will showcase the ACT and the ACT 
Public Service as an employer of choice. Having people with disability working here 
and elsewhere across the Service will fully promote inclusion and showcase the 
range of qualifications, skills and abilities people with disability have. A range of 
employees with different skills across all employment levels from ASO’s to 
Executives, from mechanics, cooks, rangers and school support staff will truly 
showcase and support inclusion of people with disability.  
 
My Experience as an ACTPS employee 

I have had good and bad employment experiences in the ACTPS. I had many 
managers throughout my 6 years in the ACTPS. Many of them were good. I was head 
hunted from the Federal government and then offered and acting opportunity due 
to my knowledge, skills and networks. Once these managers moved on others 
overlooked these things for their own bias and insecurities to the point that before I 
left I was referring to myself as the “token retard””. A very non-politically correct 
term in today’s society but this summed up how I felt about my workplace and more 
importantly how my workplace made me feel.   
 
I was told by a manager “you can’t write” I am now contracted to a federal 
government department writing policy and guidance material. The same manager 
also regularly referred to me as “good boy” when undertaking tasks for him. 
 
I am now running my own business and writing submissions and reports regularly 
including recruitment process reports and, access auditing reports and other 
material with repeat clients. Which disproves this managers put down.  
 
This supports the Doing It Differently Report conclusion – “unconscious bias is often 
reflected in general staff and managerial behaviour towards people with disability 
and is reflected in negative preconceptions of their capability and perpetuated 
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through a top-down conception of high performance which serves to dis-empower 
rather than empower people with certain  
disabilities.” (doing it differently, 2016, P. 62) 
  
Another example is relates to an incoming manager at the executive level. I was 
scolded about my inability to complete anything. A piece of work I undertook was 
used by the incoming manager as an example (I had worked in her team in another 
ACT Directorate while completing this work. This was not factual. I have a copy of the 
brief to the then CEO seeking approval to have the completed product published on 
the departmental website). On this occasion a senior manager closed the executives’ 
door to aid in this reprimand as the whole floor could her every word. The Senior 
Manager was complicit in their bullying and harassment by not taking action to stop 
it and enabling it to continue behind closed doors. 
  
The misconceptions and bias of managers and colleagues can have a profound 
impact. My current supervisor (outside the ACTPS) clearly values my input 
knowledge and skills and following the submission of my first brief to her indicated 
“that is a great brief – I couldn’t haven’t written that well myself”. 
 
Another example is when a relatively new SOG B Manager in our area made jokes 
about everyone being okay on R U OK? day. These jokes were very unprofessional as 
I knew there were a number of people in our team who were dealing with anxiety 
and mental health issues at the time I raised the issue with the then SOG A Senior 
Manager. I was told by the SOG A that “”t was just the new managers 
communication style and I would have to get used to it”. This was completely 
unacceptable from a senior manager when I was voicing my and others concerns at 
the time.  
 
At one stage when our team had been asked by the Director to think about training 
opportunities for ourselves I asked for training related to my role but was told by a 
senior manager that training would be too distracting for me. I was the only person 
at the time in the team who identified as having a disability and other staff in the 
team had training approved both related to and unrelated to their roles.  
 
I worked in the one area in the ACT Government for nearly 5 years. By the time I 
resigned I was completely demoralised at work and doubted my ability to achieve 
anything in the workplace. Over this time I was undertaking market testing and 
business development for my business and was getting great feedback from a range 
of stakeholders in the private and community sectors which restored my confidence. 
This made me realise it was well and truly time to leave the public service.  
 
Generally the Executive indicate that the service is confident/aware. In many 
circumstances even the executive are not across issues relating to disability in the 
workplace.  
 
The ACTPS Strategic Board has been provided with cultural competency training. 
Have they been provided disability awareness/confidence training?  
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It is hard for the inclusion message to reach 21,260 (head count of ACT Public 
servants as per the State of the Service report - workforce profile 2015-16) individual 
employees and for them to have equal understanding, cultural competency or 
disability confidence without significant training opportunity or making training 
mandatory.  
 
The state of the report provides workforce profile statistics and highlights the good 
the service and directorates are doing, however this is only part of the story 
regarding disability employment in the ACTPS. I often question why there are not 
more applicants with disability for vacant positions and what the stories of the 
employees who choose to leave are?   
 
At times while working in the ACTPS it felt like not much was progressing. The 
executive believed that because the employment strategy had been developed and 
launched the work had been done. However action plans don’t implement 
themselves. This is supported by the fact that the two employment strategies were 
given one person to work on them and a rather small budget. 
There are no timelines for actions in the Employment strategy therefore many 
actions were not undertaken as there was no reporting mechanism. 
 
In my work in the disability space I have spoken to shire councils with populations 
less than half the size of the ACT who had bigger budgets and teams to implement 
their employment strategies than the ACT government has. It almost feels like lip 
service. If governments want to make a difference they need to provide sufficient 
resources.  
 
Regardless of any actions taken by state/territory and federal governments the 
future of sustainable employment for People with disability is not currently the 
Public Service but the Private and Community sectors.     
 
Moving forward 
 
If the ACT Government and the ACT Public Service is serious about increasing the 
number of people with disability employed in the service/sector to better represent 
the community we serve, there is a need for support for employees. This will 
encourage employees with disability to they stay, rather than general indifference 
they often receive, which encourages them to seek other more supportive 
employment.  
 
There are many people with disability I know in Canberra who have worked for 
Government. Many are now working in the Community and Private Sectors where 
they are valued for their skills and experience and where their lived experience used 
to provide better services to the community.  
    



Submission - Justin Le Couteur  
  

 

[Type text] 
 

The consultative model of the ACT Aboriginal and Torres Strait Islander Elected Body 
(ATSIEB) is a model which should have been adopted by the ACT Government for the 
Disability Community.  
  
The former Disability Advisory Council group and the Renewed ACT Disability 
Reference Group are a start. However, as a person with disability I very rarely hear 
anything from them and they rarely seek community input. Members are generally 
selected by public servants and ministers/offices or current members. An elected 
body of people with disability who are elected by members of the ACT Community 
with disability government like the ATSIEB would better represent ACT Disability 
Community as members would be elected by their peers, although I acknowledge 
this is a more costly model. It would provide the Disability community with better 
voice and access to government, especially if the chair of this committee/body met 
regularly with the head of service and the body held estimates style hearing as the 
ATSIEB does throughout the year.   
 
The Disability Community is a larger minority group than the indigenous community, 
yet we are represented by people hand picked by the bureaucracy rather than those 
we choose.   
 
The Elected Body meet with Directorates and the Head of Service a number of times 
a year, as do other community groups such as the consultative committee of the 
Community Fire Units which meet with the minister 3-4 times per year. People with 
disability should be represented in this way to provide clearer focus, transparency, 
and accountability of actions underway. 
 
Recruitment targets don’t work as People with Disability are put in the first job - a 
bum on a seat rather than finding the right person for the job. All employers 
including the public Service need to spend a little extra time to find the right person 
for the job. They need to support them to learn their job with the aim of creating 
sustainable employment for people with disability rather than a revolving door of 
lets put the first person with disability in this job so we can achieve our employment 
target for this year. This is why recruitment targets don’t work as generally they 
encourage quick recruitment rather than considered recruitment. They should be 
scrapped.  
 
If targeted recruitment is used in combination with multiple employment entry 
pathways, there would be no need for Recruitment targets. An increase range of 
employment opportunities would attract increased applicants with disability. If 
pathways including, but not limited to:  

• work experience programs;  
• traineeships; graduate programs; 
• internships;  
• Administrative staff recruitment, including Senior Officer roles; and  
• Executive recruitment, 
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skilled employees with disability will not only be interested in ACTPS employment 
opportunities but the employment numbers will increase. The traditional bums on 
seats recruitment targets which successive governments have relied upon over the 
last 15-20 years will take care of themselves. Employers will be sourcing the right 
skills, attitude and aptitude for the position they are filling therefore people will stay 
and more people with disability will apply for positions as they can be supported to 
find a job that they can undertake and aid them to participate in society on an equal 
basis with others.  

After all, the purpose of the present United Nations Convention on the Rights of 
persons with Disability (UNCRPD) “is to promote, protect and ensure the full and 
equal enjoyment of all human rights and fundamental freedoms by all persons with 
disabilities, and to promote respect for their inherent dignity. 

Persons with disabilities include those who have long-term physical, mental, 
intellectual or sensory impairments which in interaction with various barriers may 
hinder their full and effective participation in society on an equal basis with others.”  

https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-
persons-with-disabilities/article-1-purpose.html  

Targeted recruitment is a more appropriate policy setting where people with 
disability are targeted for jobs where the job design has been assessed and or 
amended to aid the long term employment outcomes. 
 
In the ACTPS disability confidence and awareness needs to be fostered and increased 
before large numbers of people with disability are employed. If this is not achieved 
long term employment outcomes will not be achieved.  
 
Not much has changed over time. There have been a number of employment 
strategies which have not resulting in significant increases in the level of disability 
employment in the ACTPS. The drive for the current Employment Strategy was the 
People with Disability ACT Making Diversity work report of June 2009. Not much has 
really changed since 2009. 
 
There is a need among general employees and with managers and supervisors to 
increase the understanding of flexible working arrangements and reasonable 
adjustment and where they intersect. I know of cases where employees have 
questioned colleagues with disability using flex to go to appointments and yet they 
use flex to come to work late after dropping children at school or to leave early to 
pick them up. Flex time can be used by employees as they see fit. 
  

https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-with-disabilities/article-1-purpose.html
https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-with-disabilities/article-1-purpose.html
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The UNCRPD was ratified by Australia in 2008. Under the convention – article 27 
work and employment, Australia should  

d) Enable persons with disabilities to have effective access to general 
technical and vocational guidance programmes, placement services and 
vocational and continuing training; 

e) Promote employment opportunities and career advancement for persons 
with disabilities in the labour market, as well as assistance in finding, 
obtaining, maintaining and returning to employment; 

f) Promote opportunities for self-employment, entrepreneurship, the 
development of cooperatives and starting one’s own business; 

In my experience there is no effective career development or enhancement for 
persons with disabilities in any public sector I have worked in (Local, Territory and 
Federal). As stated when I requested training as an employee of the ACTPS my 
request was denied. Therefore I was not able to access vocational or continual 
training” opportunities which in turn limited my “opportunities for career 
advancement”. 
 
By ratifying the UNCRPD Australia has a made the commitment to “promote 
opportunities for self-employment, entrepreneurship, the development of 
cooperatives and starting one’s own business. Currently there are no avenues of 
assistance for people with disability to establish their own business. There are 
avenues for assistance for many other minorities, such as women, indigenous 
(indigenous Business Australia) refugees and others, however as I was not planning a 
technology company there is nearly no assistance to support one’s self.  
 
One thing that government s could do to further disability employment Australia  
wide (in particularly the Private sector) is to model Reconciliation Australia model 
www.reconciliation.org.au, (through whom assistance is provided to develop 
Reconciliation Action Plans (RAPs)) for the disability Community. Al levels of the 
ACTPS should have an Access and Inclusion Plan.   
 
An organisation which assists organisations to develop Disability Action Plans 
(probably better named Access and Inclusion Plans) would aid disability employment, 
inclusion and physical access to the community and built environment.       

http://www.reconciliation.org.au/

