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Introduction : Hello readers! Welcome to our newsletter. This month we have focused on the 
strategic perspective of providing employment to people with a disability. This newsletter gives 
you some generic tips for policy consideration and some good news stories on employment.  
 
Soap Box: 
In the process of writing Disability Action Plans, we advocate very strongly for the development 
of a ‘Reasonable Adjustment’ policy. We are aware that this policy and concept is a new 
direction for many agencies and it is most likely not on their current ‘to do list’. Since the 
enactment of the Disability Act in 2007, the trend to focus on employment issues has changed 
thankfully. Section 38 of the Act stipulates that ‘public sector bodies’ need to create a Disability 
Action Plan. In particular, Objective 2 of the Disability Act reads: 
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  

 Archived newsletters  are available from our website: www.disabilityconsultants.com.au/news/  
 
To subscribe  or unsubscribe please indicate on our Enquiry Form at: 
www.disabilityconsultants.com.au/contact_us/  
 
Disclaimer: 
Information, views or opinions expressed on the DWE newsletter (other than the soapbox 
section) originates from many different sources and contributors throughout the general 
community. Please note that content does not necessarily represent or reflect the views and 
opinions of DWE or their affiliates.  
 
Contact us:  
      
E:  deb@disabilityconsultants.com.au    
W: www.disabilityconsultants.com.au   
M: 0428 991 671       
P: (03) 5334 4358       
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  

 Archived newsletters  are available from our website: www.disabilityconsultants.com.au/news/  
 
To subscribe  or unsubscribe please indicate on our Enquiry Form at: 
www.disabilityconsultants.com.au/contact_us/  
 
Disclaimer: 
Information, views or opinions expressed on the DWE newsletter (other than the soapbox 
section) originates from many different sources and contributors throughout the general 
community. Please note that content does not necessarily represent or reflect the views and 
opinions of DWE or their affiliates.  
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DWE NEWSLETTER 
 
August 2010 
 
Introduction : Hello readers! Welcome to our newsletter. This month we have focused on the 
strategic perspective of providing employment to people with a disability. This newsletter gives 
you some generic tips for policy consideration and some good news stories on employment.  
 
Soap Box: 
In the process of writing Disability Action Plans, we advocate very strongly for the development 
of a ‘Reasonable Adjustment’ policy. We are aware that this policy and concept is a new 
direction for many agencies and it is most likely not on their current ‘to do list’. Since the 
enactment of the Disability Act in 2007, the trend to focus on employment issues has changed 
thankfully. Section 38 of the Act stipulates that ‘public sector bodies’ need to create a Disability 
Action Plan. In particular, Objective 2 of the Disability Act reads: 
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  

 Archived newsletters  are available from our website: www.disabilityconsultants.com.au/news/  
 
To subscribe  or unsubscribe please indicate on our Enquiry Form at: 
www.disabilityconsultants.com.au/contact_us/  
 
Disclaimer: 
Information, views or opinions expressed on the DWE newsletter (other than the soapbox 
section) originates from many different sources and contributors throughout the general 
community. Please note that content does not necessarily represent or reflect the views and 
opinions of DWE or their affiliates.  
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Introduction : Hello readers! Welcome to our newsletter. This month we have focused on the 
strategic perspective of providing employment to people with a disability. This newsletter gives 
you some generic tips for policy consideration and some good news stories on employment.  
 
Soap Box: 
In the process of writing Disability Action Plans, we advocate very strongly for the development 
of a ‘Reasonable Adjustment’ policy. We are aware that this policy and concept is a new 
direction for many agencies and it is most likely not on their current ‘to do list’. Since the 
enactment of the Disability Act in 2007, the trend to focus on employment issues has changed 
thankfully. Section 38 of the Act stipulates that ‘public sector bodies’ need to create a Disability 
Action Plan. In particular, Objective 2 of the Disability Act reads: 
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  

 Archived newsletters  are available from our website: www.disabilityconsultants.com.au/news/  
 
To subscribe  or unsubscribe please indicate on our Enquiry Form at: 
www.disabilityconsultants.com.au/contact_us/  
 
Disclaimer: 
Information, views or opinions expressed on the DWE newsletter (other than the soapbox 
section) originates from many different sources and contributors throughout the general 
community. Please note that content does not necessarily represent or reflect the views and 
opinions of DWE or their affiliates.  
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DWE NEWSLETTER 
 
August 2010 
 
Introduction : Hello readers! Welcome to our newsletter. This month we have focused on the 
strategic perspective of providing employment to people with a disability. This newsletter gives 
you some generic tips for policy consideration and some good news stories on employment.  
 
Soap Box: 
In the process of writing Disability Action Plans, we advocate very strongly for the development 
of a ‘Reasonable Adjustment’ policy. We are aware that this policy and concept is a new 
direction for many agencies and it is most likely not on their current ‘to do list’. Since the 
enactment of the Disability Act in 2007, the trend to focus on employment issues has changed 
thankfully. Section 38 of the Act stipulates that ‘public sector bodies’ need to create a Disability 
Action Plan. In particular, Objective 2 of the Disability Act reads: 
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  

 Archived newsletters  are available from our website: www.disabilityconsultants.com.au/news/  
 
To subscribe  or unsubscribe please indicate on our Enquiry Form at: 
www.disabilityconsultants.com.au/contact_us/  
 
Disclaimer: 
Information, views or opinions expressed on the DWE newsletter (other than the soapbox 
section) originates from many different sources and contributors throughout the general 
community. Please note that content does not necessarily represent or reflect the views and 
opinions of DWE or their affiliates.  
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Introduction : Hello readers! Welcome to our newsletter. This month we have focused on the 
strategic perspective of providing employment to people with a disability. This newsletter gives 
you some generic tips for policy consideration and some good news stories on employment.  
 
Soap Box: 
In the process of writing Disability Action Plans, we advocate very strongly for the development 
of a ‘Reasonable Adjustment’ policy. We are aware that this policy and concept is a new 
direction for many agencies and it is most likely not on their current ‘to do list’. Since the 
enactment of the Disability Act in 2007, the trend to focus on employment issues has changed 
thankfully. Section 38 of the Act stipulates that ‘public sector bodies’ need to create a Disability 
Action Plan. In particular, Objective 2 of the Disability Act reads: 
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  

 Archived newsletters  are available from our website: www.disabilityconsultants.com.au/news/  
 
To subscribe  or unsubscribe please indicate on our Enquiry Form at: 
www.disabilityconsultants.com.au/contact_us/  
 
Disclaimer: 
Information, views or opinions expressed on the DWE newsletter (other than the soapbox 
section) originates from many different sources and contributors throughout the general 
community. Please note that content does not necessarily represent or reflect the views and 
opinions of DWE or their affiliates.  
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DWE NEWSLETTER 
 
August 2010 
 
Introduction : Hello readers! Welcome to our newsletter. This month we have focused on the 
strategic perspective of providing employment to people with a disability. This newsletter gives 
you some generic tips for policy consideration and some good news stories on employment.  
 
Soap Box: 
In the process of writing Disability Action Plans, we advocate very strongly for the development 
of a ‘Reasonable Adjustment’ policy. We are aware that this policy and concept is a new 
direction for many agencies and it is most likely not on their current ‘to do list’. Since the 
enactment of the Disability Act in 2007, the trend to focus on employment issues has changed 
thankfully. Section 38 of the Act stipulates that ‘public sector bodies’ need to create a Disability 
Action Plan. In particular, Objective 2 of the Disability Act reads: 
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  

 Archived newsletters  are available from our website: www.disabilityconsultants.com.au/news/  
 
To subscribe  or unsubscribe please indicate on our Enquiry Form at: 
www.disabilityconsultants.com.au/contact_us/  
 
Disclaimer: 
Information, views or opinions expressed on the DWE newsletter (other than the soapbox 
section) originates from many different sources and contributors throughout the general 
community. Please note that content does not necessarily represent or reflect the views and 
opinions of DWE or their affiliates.  
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Introduction : Hello readers! Welcome to our newsletter. This month we have focused on the 
strategic perspective of providing employment to people with a disability. This newsletter gives 
you some generic tips for policy consideration and some good news stories on employment.  
 
Soap Box: 
In the process of writing Disability Action Plans, we advocate very strongly for the development 
of a ‘Reasonable Adjustment’ policy. We are aware that this policy and concept is a new 
direction for many agencies and it is most likely not on their current ‘to do list’. Since the 
enactment of the Disability Act in 2007, the trend to focus on employment issues has changed 
thankfully. Section 38 of the Act stipulates that ‘public sector bodies’ need to create a Disability 
Action Plan. In particular, Objective 2 of the Disability Act reads: 
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  

 Archived newsletters  are available from our website: www.disabilityconsultants.com.au/news/  
 
To subscribe  or unsubscribe please indicate on our Enquiry Form at: 
www.disabilityconsultants.com.au/contact_us/  
 
Disclaimer: 
Information, views or opinions expressed on the DWE newsletter (other than the soapbox 
section) originates from many different sources and contributors throughout the general 
community. Please note that content does not necessarily represent or reflect the views and 
opinions of DWE or their affiliates.  
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DWE NEWSLETTER 
 
August 2010 
 
Introduction : Hello readers! Welcome to our newsletter. This month we have focused on the 
strategic perspective of providing employment to people with a disability. This newsletter gives 
you some generic tips for policy consideration and some good news stories on employment.  
 
Soap Box: 
In the process of writing Disability Action Plans, we advocate very strongly for the development 
of a ‘Reasonable Adjustment’ policy. We are aware that this policy and concept is a new 
direction for many agencies and it is most likely not on their current ‘to do list’. Since the 
enactment of the Disability Act in 2007, the trend to focus on employment issues has changed 
thankfully. Section 38 of the Act stipulates that ‘public sector bodies’ need to create a Disability 
Action Plan. In particular, Objective 2 of the Disability Act reads: 
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  

 Archived newsletters  are available from our website: www.disabilityconsultants.com.au/news/  
 
To subscribe  or unsubscribe please indicate on our Enquiry Form at: 
www.disabilityconsultants.com.au/contact_us/  
 
Disclaimer: 
Information, views or opinions expressed on the DWE newsletter (other than the soapbox 
section) originates from many different sources and contributors throughout the general 
community. Please note that content does not necessarily represent or reflect the views and 
opinions of DWE or their affiliates.  
 
Contact us:  
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Introduction : Hello readers! Welcome to our newsletter. This month we have focused on the 
strategic perspective of providing employment to people with a disability. This newsletter gives 
you some generic tips for policy consideration and some good news stories on employment.  
 
Soap Box: 
In the process of writing Disability Action Plans, we advocate very strongly for the development 
of a ‘Reasonable Adjustment’ policy. We are aware that this policy and concept is a new 
direction for many agencies and it is most likely not on their current ‘to do list’. Since the 
enactment of the Disability Act in 2007, the trend to focus on employment issues has changed 
thankfully. Section 38 of the Act stipulates that ‘public sector bodies’ need to create a Disability 
Action Plan. In particular, Objective 2 of the Disability Act reads: 
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  

 Archived newsletters  are available from our website: www.disabilityconsultants.com.au/news/  
 
To subscribe  or unsubscribe please indicate on our Enquiry Form at: 
www.disabilityconsultants.com.au/contact_us/  
 
Disclaimer: 
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August 2010 
 
Introduction : Hello readers! Welcome to our newsletter. This month we have focused on the 
strategic perspective of providing employment to people with a disability. This newsletter gives 
you some generic tips for policy consideration and some good news stories on employment.  
 
Soap Box: 
In the process of writing Disability Action Plans, we advocate very strongly for the development 
of a ‘Reasonable Adjustment’ policy. We are aware that this policy and concept is a new 
direction for many agencies and it is most likely not on their current ‘to do list’. Since the 
enactment of the Disability Act in 2007, the trend to focus on employment issues has changed 
thankfully. Section 38 of the Act stipulates that ‘public sector bodies’ need to create a Disability 
Action Plan. In particular, Objective 2 of the Disability Act reads: 
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  
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Introduction : Hello readers! Welcome to our newsletter. This month we have focused on the 
strategic perspective of providing employment to people with a disability. This newsletter gives 
you some generic tips for policy consideration and some good news stories on employment.  
 
Soap Box: 
In the process of writing Disability Action Plans, we advocate very strongly for the development 
of a ‘Reasonable Adjustment’ policy. We are aware that this policy and concept is a new 
direction for many agencies and it is most likely not on their current ‘to do list’. Since the 
enactment of the Disability Act in 2007, the trend to focus on employment issues has changed 
thankfully. Section 38 of the Act stipulates that ‘public sector bodies’ need to create a Disability 
Action Plan. In particular, Objective 2 of the Disability Act reads: 
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  
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DWE NEWSLETTER 
 
August 2010 
 
Introduction : Hello readers! Welcome to our newsletter. This month we have focused on the 
strategic perspective of providing employment to people with a disability. This newsletter gives 
you some generic tips for policy consideration and some good news stories on employment.  
 
Soap Box: 
In the process of writing Disability Action Plans, we advocate very strongly for the development 
of a ‘Reasonable Adjustment’ policy. We are aware that this policy and concept is a new 
direction for many agencies and it is most likely not on their current ‘to do list’. Since the 
enactment of the Disability Act in 2007, the trend to focus on employment issues has changed 
thankfully. Section 38 of the Act stipulates that ‘public sector bodies’ need to create a Disability 
Action Plan. In particular, Objective 2 of the Disability Act reads: 
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Part of the strategic process for any ‘public sector body’ to achieve that objective includes 
planning for employing people with a disability by creating equitable and inclusive policies that 
not just help people ‘obtain’ work but the key message in the objective is about ‘maintaining’ 
that work. Not providing ongoing supports or the necessary adjustments to the workplace could 
be deemed ‘indirect discrimination’ under the Disability Discrimination Act. 

What is a ‘Reasonable Adjustment’ Policy? 

A ‘Reasonable Adjustment’ policy is the set of guidelines for the successful inclusion of people 
with disability into your workplace. The policy scopes out the extent to which the agency will 
encourage and support people with a disability into their workforce. If drafted appropriately it 
makes it easier to attract skilled and talented people with a disability and to retain employees 
who may acquire a disability throughout their working lives. It tells people that you have the 
intention to be inclusive and that you have developed the systems and knowledge to ensure the 
process is both timely and effective. Below are some questions to ask yourself before 
embarking on drafting a Reasonable Adjustment Policy. The list is certainly not exhaustive, just 
a prompt to get your strategic juices flowing. 

10 questions to ask yourself before creating a mean ingful ‘Reasonable Adjustment’ 
Policy: 

1. Who needs to be included in the discussions for the development of the policy?  
2. How will we provide information to prospective employees and to existing employees?  
3. How can we manage the expectations of various roles in the organisation? E.g. 

recruitment team, hiring manager, OH&S team. 
4. Are we able to meet requests for alternative formats, prior to an interview? 
5. Have we reviewed position descriptions to ensure that they focus only on core 

requirements and on the applicant’s capacity to fulfill those requirements?  
6. Do we have sufficient expert advice to ensure the interview process is carefully adjusted 

for the specific applicant who discloses their disability?  
7. Will our medical assessments relate only to the inherent requirements of the job and 

consider reasonable adjustments? 
8. How will we manage questions on request for reasonable adjustments and information?  
9. Do we know where to seek funding and budget for the relevant modifications and how 

will these expenses be managed? 
10. Who will draft a ‘request for workplace adjustments’ and review for effectiveness? 



 
If you require support in writing a Reasonable Adju stment Policy please call DWE. 

Below are some success stories across the country t hat demonstrate the benefits of 
hiring people with a disability. More localised sto ries are available through the 
Department of Planning and community Development, B ar None project website: 
http://www.officefordisability.vic.gov.au/bar_none_ in_employment.htm   

Target, Mornington hires a person with an intellect ual 
disability   

July 2008 saw Target Mornington offer a career opportunity in 
retail to a person with a disability. This final act of job offering was 
preceded by weeks of communication between Target, DWA and 
Disability Employment Network (DEN) provider, Job Focus to 
ensure a suitable placement for Leanne Calder who has an 
intellectual disability.  

Through the support of DWA and Job Focus, Leanne was keen to take up employment in the 
retail industry for the first time in her employment history. Finding an employer locally could 
have proved a challenge, however through the efforts of Job Focus this was made possible.  

Target's Recruitment Manager Sally Ward said, “We've always been very impressed with the 
people we've employed through Disability Works Australia. These team members are extremely 
dedicated and enhance the teamwork within our business.”  

Her role at Target has shown Leanne to be motivated and reliable, providing great benefit to the 
business as an employee. To fulfil her job duties, Leanne simply needed her tasks to be 
demonstrated and for onsite training to be conducted by the team at Job Focus.  

DWA assisted the process by assessing the skill set of Leanne and determining what supports 
would be required in the workplace for her to be successful in the role. With the support of Job 
Focus, her induction and training was effective and allowed Leanne to join the team quickly and 
immediately show her benefit to the company.  

 Harris Farm Markets—disability employment program p rovides great benefits for 
employees and the business 

Harris Farm Markets is a chain of fresh food markets that has come to realise the positive 
impact employing people with a disability has on their business. Harris Farm Markets is a family 
owned Australian company that began in 1971 with one store in the western suburbs of Sydney. 
The business has grown to 20 stores across Sydney.  

David Harris, the CEO of Harris Farm Markets first considered the idea of employing people 
with a disability when his niece Sarah, who has an intellectual disability, was declining 
physically and mentally as a result of not being employed. David thought his niece would benefit 
greatly if she was able to do some work.  

David decided to approach Jobsupport for advice. Jobsupport is a federally funded employment 
program that places, trains and maintains people with an intellectual disability into open 
employment.  



Jobsupport explained the process for recruiting people with intellectual disability and the range 
of government assistance available to assist employers. “The way the system worked is 
absolutely fantastic”, David said. 

Sarah commenced work and is really enjoying her job, “It’s coming up to my 11th year at Harris 
Farm, I love it”, said Sarah. 

Luke Harris, the Chief Operating Officer of Harris Farm explained  how it is a win for all involved, 
“It works well for the whole community, from our employees to our customers to us on a profit 
and loss statement, all in all, it’s a win, win, win” Luke said.  

Luke noticed Sarah was benefiting greatly as a result of her employment. “My cousin Sarah 
used to be a shy and timid girl. As she is interacting with all the staff and customers her 
confidence is growing”.  

Due to the great benefits all round Harris Farm decided to approach Jobsupport for assistance 
and they have since increased the amount of people they employ with intellectual disabilities. 
“We would like to put someone in every store if we can”.  

 “Our customers love us for it, the feedback is fantastic and our retention rate is better  than with 
other employees”, David said. “It not only works but it is extremely cost effective”  

Tarra Valley Nursery—The right support helps Bernad ette join the workforce 

Bernadette has depression and anxiety, from incidents that occurred when she was a child. She 
has been in and out of mental health institutions and hospitals since she was 10 or 12 years old.  

Bernadette gets anxious around people she doesn’t know. So joining the workforce, which 
involves interacting with a range of people, has been a huge feat to try and overcome. 

Tarra Valley Nursery has been incredibly supportive in helping Bernadette gain and maintain 
employment. They have listened to Bernadette’s needs and have employed a number of simple 
changes to her work environment and work schedule to help Bernadette succeed at her work.  

Bernadette has been supported by a Disability Employment Service provider since she started 
work. Initially they were on site 100 percent of the time but have slowly reduced contact to 30-
50 percent of the time as Bernadette has become more comfortable in her role. In the short time 
that Bernadette has been at the nursery, she has gained confidence and a sense of self worth. 
She is very grateful to have been given this opportunity. 

Tarra Valley Nursery is also pleased to have Bernadette on board. ‘Bernadette is a valuable 
employee. She is a hard worker and happily completes tasks that other nursery workers avoid. 
Having her on board has enhanced the community feel in the nursery. It has been great to be 
able to help someone like Bernadette join the workforce.' 

Community care services—Focusing on ability 

Lorraine from Meals on Wheels in Maryborough Queensland has been experiencing the 
benefits of focusing on ability  over disability with her new employee, Maryjane. 

Highlighting the benefits to her business of employing Maryjane, who has a vision impairment, 
Lorraine says that, ‘Maryjane is a brilliant worker, always reliable and flexible, who shows great 
initiative. We wanted to focus on what Maryjane could do and we’re very happy we did’, 
Lorraine said. 



Maryjane came to Meals on Wheels, a community-based organisation, through her Job 
Services Australia provider, Community Employment Options. Maryjane’s goal was to work in a 
fulfilling paid job where she could also further her career. Community Employment Options 
helped Maryjane to maintain a positive attitude and to believe in her abilities, by tailoring 
support to her individual needs.  

They matched her skills to the job vacancy at Meals on Wheels and through the Workplace 
Modifications Scheme, were able to set Maryjane’s workstation up with a monitor, view finder 
and Zoom Text software. 

The Workplace Modifications Scheme is an Australian Government scheme that pays for the 
costs involved in modifying the workplace or purchasing special or adaptive equipment for 
eligible employees with a disability. 

‘I feel confident that I can do the job now that I have the right support tools’, said Maryjane. 

Maryjane is an Administration Officer at Meals on Wheels. Her duties include handling money, 
preparing client delivery lists, answering phone enquiries and preparing reports. 

Financial Service Company gives Amber the Green Lig ht 

One of the consequences of record low unemployment in Australia is the difficulty in recruiting 
skilled and reliable staff. In such a tight labour market, more and more companies are looking 
outside the square to find suitable employees. 

A financial services company has seen what a great asset, talented and highly-motivated 
people with a disability can be to their organisation. 

Amber, who uses a wheel-chair, is employed as a Frontline Associate, and is the first point of 
contact for customers. This is a vital role within the company, receiving enquires from the 
general public and merchants from large retail outlets, and information requests from internal 
departments. 

The Australian Government’s Workplace Modification Scheme assessor visited the site and met 
with Amber, the Site Facilities Manager and Amber. He discussed Amber’s needs with her in a 
professional and sensitive way and offered numerous suggestions that are now a reality. 

It’s a win/win situation for the employer and the employee. “I’m very happy with my job”, said 
Amber. “I work with people who are completely supportive and accepting of everything. It is the 
people that make the job. So when everyone was so keen to help make the workplace as easily 
accessible as possible for me, I was honoured and so thankful”. 

Mechanical Engineering—A simple change in managemen t helps relieve Mathew's 
anxiety 

A simple change in management helped reduce Mathew's anxiety and enabled Benbro to retain 
a very valuable and experienced staff member. 
 
It took weeks of absence from work, for employer Benbro to realise there was a problem with 
one of their staff. Mathew did not turn up to work or call to say where he was. His manager got 
worried and began to contact family and friends. After nearly a week, Mathew was located in a 
nearby mental health facility.  



As a mechanical engineer building prototypes for electronic equipment, working under high 
pressure triggered anxiety which meant that Mathew could no longer function at work. 

After an extended leave of absence Mathew returned to work. He and his manager sat down to 
discuss what was causing the anxiety and what could be done to relieve the pressure. Mathew 
reported that too many tasks provided to him all at the same time, especially with unclear 
instructions, triggered his anxiety. He also found that his productivity was better in the morning 
and dropped off in the late afternoon. A simple change in management is all that was required 
to relieve the anxiety. Mathew’s manager was very supportive and was more than happy to 
accommodate his working needs.  

Mathew now performs the same work as before only it is now allocated to him in smaller 
components with clear instructions on the delivery provided by his manager. These instructions 
allow him to focus on the task at hand without getting overwhelmed by the entire project. The 
introduction of more regular meetings with his manager also allows him to raise any concerns in 
relation to the project. 

Having a flexible working arrangement allows Mathew to start earlier in the morning and finish 
earlier in the afternoon, meaning that he works when he is most productive.  

Whilst Mathew did not plan to reveal his mental health condition to his employer, he was 
relieved to be able to collaboratively work through the issues to reduce his anxiety and by doing 
so, maintain his productivity and retain his employment. 

Benbro is pleased that they were able to work out a way to help Mathew back on track. ‘Mathew 
is a very valuable member of staff with a wealth of experience. Working together was beneficial 
to all parties.’ 

Horticulture—Trainee works hard 

Mark the owner and manager of Coastal Habits, a four star resort in Hervey Bay, employed 
Ashley after taking him on as a trainee. 

Ashley has an eye disease with severe visual impairment, but this has not affected his ability to 
work.  

Ashley’s local Disability Employment Network member, Community Employment Options, 
arranged for Ashley to do some work at Coastal Habits while completing his traineeship 
including a Certificate II in Horticulture. 

Taking on a trainee allowed Mark to get someone trained for his business. 

When Ashley successfully finished his traineeship, Mark offered him a job. Ashley, with support 
from Community Employment Options and Coastal Habits, is now Mark’s only full time 
employee. 

At Coastal Habits, Ashley is a highly valued grounds person who cares for plants in the 20 acre 
grounds. He prunes, mows, irrigates, controls pests and carries out general maintenance.  

‘Ashley is eager and works harder than other employees and is always early to work. Ashley’s 
disability has no impact on his performance’, Mark said. 

Working full-time has increased Ashley’s confidence and self-esteem. ‘This job has really turned 
my life around’, Ashley said. 



By employing Ashley, Mark gained an employee who is eager to work and who is qualified for 
the job.  

People with a disability want to work. Employing a trainee with a disability is a good way to 
attract, train and retain employees to meet the specific needs of your business. There are also a 
range of supports and incentives available when you take on an apprentice or trainee.  
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