A Culturally Diverse Workforce

Culturally and linguistically diverse (CALD) background staff recruitment and retention for disability services

Dr. Max Bini

Disability In-Service Training Support Service

(DISTSS)
AUGUST 2003

This report was commissioned and funded by the Disability Learning and Development Unit (DLDU), Disability Services Division, Department of Human Services (DHS)

DISTSS is an initiative of the Department of Human Services (DHS) and is auspiced by CAE, ACROD (Vic.) and VICRAID

TABLE OF CONTENTS

4FOREWORD


5EXECUTIVE SUMMARY


10ACKNOWLEDGEMENTS


12INTRODUCTION


13CALD ISSUES


15OBJECTIVE 1:  Literature search


15A. Review of Victorian State Disability Plan References to CALD


15B. Review of Victorian State Disability Plan Implementation Plan 2002-2005 References to CALD


17C. Other Literature


22Summary


23OBJECTIVE 2:  Data on people with a disability from culturally and linguistically diverse backgrounds who are accessing, or likely to access, services


23A. Disability support services 2001: national data on services provided under the CSDA


23B. Other Data


26Summary


27OBJECTIVE 3:  Current recruitment strategies for CALD staff


27A. Survey Results - Summary


28B. Advice From Interviews


28Summary


29OBJECTIVE 4:  Best practice approaches to the recruitment and retention of CALD staff


29A. Best Practice Recruitment


32B. Best Practice Retention and Training


35Recommendations


37BIBLIOGRAPHY


39WEBSITE LINKS


40APPENDIX 1


40The Equal Opportunity Act and Recruitment


41APPENDIX 2


41How to Gather Data on Your Catchment Area Using the Census


43APPENDIX 3


43A step-by-step guide to recruiting staff from CALD backgrounds


44APPENDIX 4


44Worksheet 15: Diversity Work Strengths


45Worksheet 4: Organisational Policies and Diversity


46Worksheet 14: Recruitment


47APPENDIX 5


47DISTSS CALD DISABILITY SURVEY FORM


48APPENDIX 6


48Resources


49APPENDIX 7


49List of Ethnic Media From Migrant Resource Centre (Eastern Melbourne)





FOREWORD

The Disability Learning And Development Unit (DLDU) of the Disability Services Division (DSD) of the Department of Human Services (DHS) commissioned the Disability In-Service Training Support Service (DISTSS) to conduct research on the recruitment and retention of staff from culturally and linguistically diverse (CALD) backgrounds.  The project was commissioned in January 2003 and completed in June 2003.  The objectives of the project were to:

1. Conduct a literature search.

2. Locate data on people with a disability from culturally and linguistically diverse backgrounds who are accessing, or likely to access, services.

3. Research current recruitment strategies, if any, for CALD staff.

4. Develop best practice approaches to recruitment and retention strategies for CALD staff.

EXECUTIVE SUMMARY

The focus of this project is the recruitment and retention of staff from culturally and linguistically diverse (CALD) backgrounds for disability services in Victoria.  As there is very little information available pertaining to the recruitment of CALD staff in disability services, DISTSS conducted a survey of the Victorian disability sector and interviewed major stakeholders.  Information was also extrapolated from studies pertaining to recruitment and retention of CALD background staff in HACC, Aged Care and Mental Health.

Major findings included:

· Few disability agencies had any strategies to recruit staff from CALD backgrounds.

· Some disability agencies suggested that to recruit people from CALD backgrounds would be discriminatory as they employed on the basis of merit.  (Concerns about targeted recruitment being a form of discrimination should be dismissed.  See Appendix 1 “The Equal Opportunity Act and Recruitment” p.40).

· The population of people with a disability accessing services was more diverse than the population of the workforce.

· Many agencies did not have readily available data about the diversity of the people with a disability accessing their services or of their workforce.

· All evidence indicated that many people from CALD backgrounds were not utilising services.

Recruitment strategies:

· Prepare policy on recruitment which focuses upon the advantages of cultural diversity, awareness of cultural issues and the benefits of speaking a community language other than English.

· Include a CALD background member on the selection panel.

· Collect data from the Australian Bureau of Statistics (ABS) on the population demographics of the organisation’s catchment area. (See Appendix 2 p.41 for a guide as to how to gather this information).  Collect data on the diversity of the people with a disability that access the organisation’s services and data on the diversity of the workforce.  Compare data and indicate discrepancies.  Discrepancies between catchment population and people with a disability that access services will most likely indicate unmet need.  Research has shown that people from CALD backgrounds are less likely to utilise services.  Discrepancies between people with a disability that access services and workforce populations can be used as a driver for recruitment strategies.

· Provide potential recruits with realistic information about the work involved.

· Provide flexible work hours and a balance between permanent and casual positions.

· Provide position descriptions in plain English.

· Select successful candidates with merit as the major criteria, with measures taken to eliminate employment disadvantage on the basis of gender, race or ethnicity, being an Indigenous Australian or having a disability.

 (See Appendix 3 “A step-by-step guide to recruiting staff from CALD backgrounds” p.43.)

Suggested marketing strategies for the recruitment of CALD staff in order of priority:

· Advertise in local ethnic community language newspapers.

· Provide information sessions to cultural groups and organisations.

· Notify ethnic community groups and explore ways of working or liasing in partnership with them.

· Post position vacancies with position descriptions on the organisation’s website (where applicable).

· Explore word-of-mouth possibilities (specifying CALD background needs).

· Broadcast presentations on ethnic radio and television (channel 31) (some found this unsuccessful).

(For contact details of a range of ethnic media see Appendix 7 “List of Ethnic Media From Migrant Resource Centre (Eastern Melbourne)” p.49.)

Discussion points for greater retention of CALD staff (the first five dot points are true for achieving retention in general):

· More upfront and realistic information provision will lead to attracting fewer recruits yet higher retention (and savings on developing and supervising inductees who do not choose to remain with the organisation).

· Organisations should provide flexible working arrangements and a balance between casual and permanent positions.

· Promotion should be clearly based upon merit.

· Organisations which provide more learning and development opportunities tend to have greater levels of staff retention.

· Organisations which provide adequate supervision, regular staff meetings, involvement in decision making and greater support tend to have higher levels of staff retention.

· Staff from a specific cultural background may not appreciate being targeted to work particularly with people with a disability from the same background, especially if this involves regular interpreting and translation duties.

Disability services generally struggle with the recruitment and retention of staff due to inadequate remuneration, lack of career structure, negative sector imagery and perceptions that the work is stressful.  Focusing upon the need to recruit CALD \ bilingual staff should not be seen as adding to this burden, rather it is a matter of avoiding discrimination, providing quality services and gaining the advantages of a diverse workforce.

Best practice strategies focus upon providing a “whole-of-organisation” approach to ensure that initiatives are not merely cosmetic but able to be maintained and provide lasting benefits to people with a disability from CALD backgrounds.  Recruitment cannot be separated from other matters, such as organisational design, ability to provide quality services, induction and professional development.  Good recruitment practices can have exponentially good effects throughout an organisation.

Best practice recruitment and retention suggestions emphasised the avoidance of one-to-one matching of people with a disability and support staff from the same CALD background.  Rather, the need to change workplace culture from the top down was emphasised.  Respect for diversity needs to be incorporated into all policy and planning so that organisations reflect the community to which they provide services.  This can have the added benefit of broadening the pool of workers to recruit from.  These strategies include:

· Regular consultation – with people with a disability, staff and ethnic community groups to ensure that service provision and program development are appropriate.

· Data collection – know the CALD population demographics of the catchment area, the people with a disability to whom services are provided and the organisation’s workforce.

· Policy – Vision\Mission, Access and Equity and Recruitment statements should all be written in plain English, be freely available and incorporate a respect for diversity.  (Organisations should also consider having translations of these statements available.)

· Professional development – all staff need to receive Cultural Awareness and Sensitivity training and training in the use of interpreters.

· Resources – information on CALD issues should be readily available.  (See Appendix 6 “Resources”, p.48.)

· Networking – liaising with other local services and community groups 

· Service provision – reception areas need to be welcoming for people from different cultures with signage, posters and pamphlets available in the languages of the major ethnic communities represented in that locality.  Also, all cultural requirements need to be considered: meals, religious beliefs and ceremonies and differing ways of interacting with others need to be respected.

RECOMMENDATIONS:

Leadership
1. Government and Government departments need to adopt a co-ordinated approach to CALD that is aimed at shared policy, programs, resources and translations.

Data Collection and Analysis

2. Government departments and the funded sector need to actively collect, analyse and use CALD data for strategic forward planning.

3. The Office of Training and Tertiary Education (OTTE), the Department of Human Services (DHS) and the funded sector need to collect CALD data as to the people with a disability that access services and the workforce to be able to examine whether all needs are being met.

4. CALD data needs to reflect more than “country of birth” or “language spoken at home”.  The question of “ethnic ancestry” specifically needs to be asked.

Consultation and Representation

5. Government departments and the funded sector need to work towards ensuring that people with a disability accessing services and the workforce CALD characteristics are reflective of the wider population and also of local demographics.

6. Organisations need to consult with and include CALD people with a disability and communities in all aspects of service planning, development and management.

Organisational Planning

7. Organisations need to adopt a whole of organisation approach to ensure that workplace culture and practices embrace diversity.

8. Organisations need to have recruitment policies and practices which focus upon an appreciation of the potential benefits of targeting the recruitment of people from established and emerging CALD communities, people with an awareness of cultural issues and people that speak a language other than English.

9. Organisations need to value and prioritise ongoing professional development in cultural awareness and sensitivity.

Recruitment

10. That organisations view the targeted recruitment of CALD background staff as a component of an integrated quality recruitment practice.

11. That Government departments and other organisations customise their recruitment assessment tools and procedures as a way of accommodating the needs of potential CALD background recruits.

Training Delivery and Resources

12. That Registered Training Organisations (RTOs) refer to and incorporate references to CALD issues in training package units of competency, elements, underpinning and essential knowledge.

13. That all organisations incorporate CALD considerations in the development of all learning resources.

14. That Government departments and other organisations need to develop practical CALD resources which focus on the use of case studies to increase cultural awareness and sensitivity.

15. Education providers need to plan for, develop and provide bridging courses to assist people from CALD backgrounds to access and succeed in the Vocational Education and Training (VET) system.

16. Education providers and other organisations need to develop resources that increase access for people from CALD backgrounds and provide information for potential or current CALD background disability sector staff.

17. For organisations to seek and educational providers to develop train the trainer models focusing upon diversity recruitment.

18. That DISTSS submit a funding proposal to investigate the customising of the Ready 4 Work? induction resource to meet the needs of potential recruits from CALD backgrounds.

Further Research

19. On-going research needs to be conducted by the Disability Services CALD Taskforce to ensure that the needs of people with a disability from CALD backgrounds are being met by services.
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INTRODUCTION

There are a number of strategies Government and Non-Government disability organisations can implement in order to enhance services to people with a disability from Culturally and Linguistically Diverse (CALD) backgrounds.  Such strategies are important for the following reasons:

· Access and equity requirements.

· Equal opportunity obligations.

· Avoidance of racial discrimination.

· Provision of quality services.

· Adherence to the Bracks’ Victorian State Government “One Community” policies.

· Adherence to the Commonwealth Government’s “Charter of Public Service in a Culturally Diverse Society” (ratified and adopted by all levels of Government).

In order to meet these requirements, it is crucial that people with a disability are consulted as to their needs and involved in the making of decisions.  The families, friends and carers of people with a disability, as well as advocates and peak disability bodies should also be consulted.  This is especially important when the person with a disability and those close to them are from a CALD background.  Suggested strategies:

· Recruit and identify CALD \ bilingual or multilingual staff members.

· Make provisions for the greater utilisation of interpreters.

· Print material to be available in prominent community languages.

· Cultural sensitivity professional development for all staff.

· The importance of diversity to be incorporated in all professional development.

· The importance of diversity to be incorporated in all policy and planning.

· Be aware of other services, community groups, advocates and resources that may be of assistance.

Cultural diversity involves far more than language and communication issues.  The living and work environment, preferred meals, ways of dealing with others, religious beliefs and ceremonies and differing ways of interacting with others need to also be respected.  To do so, work practices will need to be reviewed and adapted.

Although this project has focused upon providing advice to managers of non-Government organisations (NGOs), the information and strategies are readily applicable by the Department of Human Services (DHS).  The importance of CALD issues has been recognised by the Victorian State Government and the Victorian Department of Human Services is currently working on a Cultural Diversity Framework.  Disability Services has developed a CALD Strategy and Action Plan that is now being presented across the State and a Workforce Flagship Project has commenced.

[image: image4.emf]


CALD ISSUES

A. Legislation - Federal and State equal opportunity legislation makes discrimination in workplaces unlawful specifies rights and responsibilities and makes employers and individuals accountable. Relevant legislation includes the:

Equal Opportunity Act 1995 (Vic)

Racial and Religious Tolerance Act 2001 (Vic)

Disability Discrimination Act 1992 (C'Wlth)

Human Rights and Equal Opportunity Act 1986 (C'Wlth)

Sex Discrimination Act 1984 (C'Wlth)

Racial Discrimination Act 1975 (C'Wlth). 

B. Gender – Whether dealing with people with a disability or their family members, it is important to recognise that men and women are seen as having very distinct roles in some cultures.  Many cultures have restrictions on discussing certain matters, for example sexual health matters.  Also in some cultures it is expected that carers be of the same gender as the people they are supporting.

C. Trauma and torture – When dealing with refugee families of people with a disability, consider that an estimated 70% of refugees coming into Australia each year have suffered some form of torture or trauma, such as rape or pirate attacks.  Survivors of torture come into Australia from a wide number of countries. These include places as widespread as Afghanistan, Burma, the former Yugoslavia, Vietnam, East Timor, El Salvador, Chile, Iraq, Iran and the countries of the Horn of Africa.

D. The Vietnamese community - The Vietnamese are one of the largest communities with a non-English speaking background in Australia, and the largest community from a single country in Asia.  There is a higher incidence of minimal English language skills and isolation amongst the Vietnamese community than other ethnic groups.  These factors, coupled with the size of the cultural group, requires that plans ands procedures are implemented to specifically look into ways of providing them with adequate services.

E. Aboriginal and Torres Strait Islander peoples – The Victorian Koori community is small compared to the other Australian States and Territories.  Evidence shows that they avoid Government services, only consider severe disabilities as disabilities and find disability services do not cater for their needs.  Employers looking specifically for indigenous employees can advertise on the Indigenous Employment Service website at www.workplace.gov.au/indigenous, which is a cost-free service.

OBJECTIVE 1:  Literature search  

The literature search is divided into three sections:

· The Victorian State Disability Plan, which provides an insight into the Victorian State Government’s policy agenda with regard to both CALD and disability.

· The Victorian State Disability Plan Implementation Plan 2002-2005, which provides an overview of the intentions the Department of Human Services (DHS) has for CALD and disability.

· An analysis of other relevant literature from the past twenty years.

A. Review of Victorian State Disability Plan References to CALD

· “The essence of this Plan lies in respecting and valuing the diversity of Victoria’s communities as one of this State’s greatest strengths (p.3)”.

· Comment: The Premier Steve Bracks’ Message highlights the importance of diversity in itself and as an area of need.

· “By 2012, Victoria will be a stronger and more inclusive community—a place where diversity is embraced and celebrated, and where everyone has the same opportunities to participate in the life of the community, and the same responsibilities towards society as all other citizens of Victoria (p.13)”.

· Comment: The vision of the State Plan is to create a society where social justice, equal rights and opportunities are advanced for all citizens.

· “The Principle of Diversity is about recognising and valuing individual difference. Inclusive societies are strengthened by the diversity of their populations and by the contribution that each person makes to the social, economic, cultural, political and spiritual life of society (p.15)”.

· Comment: As one of the four guiding principles of the State Plan, diversity in terms of multiculturalism and respect of difference is given a central place.

B. Review of Victorian State Disability Plan Implementation Plan 2002-2005 References to CALD

· “Strategic Issues: Promoting rights and respecting diversity (p.3)”.

· “Priority Strategy 1 – Reorient Disability Supports:

1.8 Enhance support for people with a disability from culturally and linguistically diverse backgrounds, and Aboriginal and Torres Strait Islander communities (pp.37-38)”.

	
	Initiatives\Actions
	Targets & Timelines
	Responsibility

	1.8.1
	Explore and document strategies that ensure supports for people from culturally and linguistically diverse backgrounds are appropriate and relevant. This will assist in the development of a Disability Services Cultural and Linguistic Diversity (CALD) Strategy and Action Plan.
	Disability Services CALD Strategy and Action Plan developed by December 2002.
	P&PD and Q

	1.8.2
	Make sure that information on disability supports and services is available in culturally appropriate ways.
	Diverse communication formats and channels, appropriate to specific ethnic audiences disseminated to the disability support network by 2004.  Information on disability supports is available and linked to Disability Online by 2004.
	Divisional

	1.8.3
	Explore ways to improve the provision of language services to people with a disability from a CALD background.
	Increased use of language services by people with a disability and their carers from CALD backgrounds by 2004.  Improved delivery of language services to people with a disability by key language service providers by 2004.
	P&PD

	1.8.4
	Work in partnership with Aboriginal and Torres Strait Islander communities, and people from culturally and linguistically diverse backgrounds, in order to identify models of support that are culturally appropriate and that recognise diversity.
	Models of support identified and implemented by 2004.
	P&PD

	1.8.5
	Enhance the integration of cultural diversity in the delivery and evaluation of training provided through the Disability Services Learning and Development Unit to disability support workers and staff.
	Ongoing 2002–2005.
	P&PD


C. Other Literature

1992, Action on Disability within Ethnic Communities (ADEC) published the first of three reports on developing accessible services for people with disabilities from CALD background communities.
  This report proposed the development of a model by which access to services by people with disabilities from CALD backgrounds could be increased and improved.  The second report provided advice on the implementation of the model and the third report evaluated some models being tried.  These reports emphasised the need for culturally appropriate services through community consultation and participation, with one of the recommendations being the recruitment of CALD\bilingual staff.

1995, Minas et al wrote about the need for bilingual staff and culturally appropriate services in the mental health sector.
  They argued that this was needed for the effective delivery of mental health services to people from non-English speaking background communities.  They were concerned about the chronic shortage of bilingual professional staff in this sector.

1996, Wositzky conducted a study on the support needs of carers in Arabic-speaking families with a disabled family member.  The study discussed the lack of flexible and culturally appropriate respite and Home and Community Care (HACC) services.
  Service providers interviewed also commented upon the scarcity of Arabic-speaking disability advocacy workers.

1996, the Demand Study commissioned for the Yeatman Review of the Commonwealth/State Disability Agreement (CSDA) noted that people from CALD backgrounds were less likely to be using services or to report the need for assistance.
  The study speculated that, among other things, this was likely to be related to the lack of appropriate cultural services and available information about the services.

1996, Velanoski conducted a review of CALD access to The North Eastern Alliance For The Mentally Ill (NEAMI) services.
   The review showed that representations of CALD people with a disability accessing services and of staff were much lower than indicated by census data of their catchment area’s population.  It was concluded that this situation was due to the language barrier and amongst the strategies suggested to meet this need was the targeted recruitment of staff that spoke a language other than English (LOTE).

1997, Velotti conducted a study on the needs and perceptions of culturally appropriate day options.
  A number of people with disabilities and their carers from CALD background communities were interviewed.  Findings included:

· There was a clear need for culturally sensitive and relevant respite care.

· Carers preferred to be consulted about their needs.
· There was a clear need for information to be made available through appropriate linguistic and cultural channels.
1998, the Drug Treatment Services Unit, Aged, Community and Mental Health Branch Division, Department of Human Services produced the Cultural Diversity Workbook.
  This resource is set-up as a cultural diversity audit and action plan with worksheets and short questionnaires.  Any service provider in any work area can use this resource as it is designed to be flexible.  This is an exceptional resource and some of its action sheets have been adapted and included as Appendix 4 p.44.

2000, Ro Marks of VICSERV in collaboration with The Department of Human Services, NEAMI and Prahran Mission, developed “say my name right!”: Promoting Cultural Responsiveness in Psychiatric Disability Support Services.
  This resource has four parts; an overview, a cultural audit workbook, an action plan workbook and a reference list.  Under “Employment, staff training and development” were the following strategies:

· An employment policy which commits to employing bilingual staff and people from culturally diverse backgrounds.

· Job descriptions that include a commitment to working with culturally diverse people.

· Ensuring a staff profile that reflects the diversity of service users.

· Staff induction programs / cultural awareness training to inform staff of the social and cultural groups represented in the community and to provide an understanding of the social and historical factors relevant to the current circumstances of service users.

· Cultural competence included in staff performance appraisals.

· Services monitor and address issues associated with social and cultural prejudice in relation to their own staff.

2000, the Human Rights and Equal Opportunity Commission conducted a study on disability and people from CALD background communities titled On the Sidelines.
  One of the conclusions was that service delivery needs to be more culturally appropriate.  Strategies suggested included:

· Employ bilingual or multilingual workers, select staff experienced in working with the prospective client group.

· Train workers from mainstream services in the proper use of interpreters and translators.

· Design and implement disability awareness information campaigns in community languages through print and electronic media.

· Provide cross-cultural training for workers in mainstream services to raise their awareness of particular needs of the prospective client group.

· Equip workers with interviewing, networking, and effective communication skills.

· Include people with disabilities from non-English speaking background communities and/or their carers and families in government and community advisory bodies.

· Involve people with disabilities from non-English speaking background communities in consultative forums dedicated to program design, implementation and evaluation.

· Monitor service delivery standards and report outcomes.

· Adopt charters of service integrating principles of cultural diversity.

· Monitor and evaluate the implementation of the Charter of Public Service in a Culturally Diverse Society regarding CSDA services.
· Develop and implement codes of professional practice for those working with people with disabilities from CALD background communities.

2001, Worthington Di Marzio conducted a study for the Victorian Department of Premier and Cabinet on how Government services can best communicate with people from CALD backgrounds.
  One of the recommendations was the appointment of a pool of bilingual education officers (or similar) with a roving commission based on a user-pays policy, to advise/assist all government departments and agencies at all levels (e.g. including local government), as well as community funded agencies. These education officers would also act as bilingual community educators.
2002, The Victorian Association of Health and Extended Care (VAHEC) and the Brotherhood of St Laurence (BSL) were funded by the Home and Community Care Program (HACC), Department of Human Services (DHS), to investigate strategies implemented by community care organisations to improve both the recruitment and retention of community care workers.
  The main objective of this study was to document and publicise key strategies so that they could be implemented more widely across the sector.  Included in the questionnaire data was information about approximately 8,600 workers, of whom 90% were female. More than 50% of workers were aged 45 years and over.  The majority of workers were employed on a part-time or casual basis.  (This is an exact match to data collected on the Disability Services workforce.)  Findings included: 

· 43% of services which responded to the questionnaire had difficulty recruiting suitable staff in the past year.

· Hume Region experienced the least recruitment difficulties.

· Inner metropolitan and small shire regions experienced the greatest difficulty recruiting.

· Local government organisations located in socio-economically advantaged areas also had great difficulty recruiting staff.

· Similar findings to the above effected matters of staff retention, with Gippsland, regional cities and agencies in areas of less socio-economic disadvantage experiencing the greatest difficulty.

Pay, respect and image were seen as major factors impacting upon recruitment and retention.  Employers were advised to consider:

· Job structure (full-time, part-time and casual work).

· Recruitment processes.

· Staff composition (e.g. age and gender of people employed).

· Rewards and recognition of staff.

· Opportunities for career development.

· Staff support.

· Staff involvement in rosters and clients’ care plans.

· Staff training.

Suggested strategies to aid recruitment and retention included:

· Employers should be aware of staff preferences for working full-time, permanent part-time or as casuals and provide variety and flexibility in positions.

· Instead of advertising particular jobs, which can be very expensive, advertise information sessions and recruit from those interested.

· Advertising in local papers was more effective than in the large daily newspapers.

· There were mixed responses to word-of-mouth recruitment.  Some found it very successful and rewarded staff that enlisted new workers while others abandoned this strategy as unsuccessful.

· Recruitment agencies offered uninformed staff that were not committed to the work and tended to leave quickly.

· New apprenticeships were seen as very beneficial to recruitment but some agencies were concerned that staff moved on after receiving their qualification.

2003, Interchange produced a report titled “Slow and Steady!” on their HACC funded CALD project involving training, access, promotion, resources and perceptions.
  Interviews suggested that many consider focusing upon the needs of people from CALD backgrounds was just too problematic and waiting lists were already too long.  “An interesting observation from the author’s perspective is; whilst the Interchange services all subscribe to the notion of inclusive service and societal responses when applied to issues surrounding disability, they do not identify the same level of commitment to being equally inclusive of CALD consumers. (p.34).”  The report recommended to all services, especially those located in catchments where CALD demographics are substantial, that when staff vacancies arise, they actively seek bilingual/bi-cultural workers to fill vacant positions.  Target a specific language and broaden advertising to include language specific press.

2003, ADEC updated their Better Ethnic Access To Services Kit (BEATS) (originally 2001).  The kit stresses a “whole-of-organisation” approach and makes suggestions for improving access and equity at all stages of service provision:

· Advertising – translate brochures, promote in local ethnic media, network with ethnic community groups and add service details to local government and ethnic community service directories.
· Point of contact – appropriate signage, posters, pamphlets and resources in the foyer and reception and intake staff should be well trained in communicating effectively with people from diverse cultures.
· Access to services – staff trained in cultural awareness, translated resources available, using The National Accreditation Authority For Translators And Interpreters (NAATI) accredited interpreters and trying to ensure that the staff profile reflects the cultural diversity of the community they serve.
· Service provision – develop a cultural diversity policy, gather data about your catchment community and the people that access your services, care planning should be culturally appropriate and consumers should be consulted for their feedback.
· Governance – encourage nominations from the ethnic community to the board of management, budgets and funding submissions need to adequately cover for CALD resources and training and initiate policies and procedures that enhance ethnic access (such as CALD policy and recruitment procedures).
· Exit and evaluation – evaluation needs to occur on an on-going basis and especially at the point where people no longer receive services.  People from CALD backgrounds need to also be given access to the complaints procedure and transference or referral to other services needs to be undertaken with awareness of cultural needs.
With regards to employment, the BEATS Kit offered the following advice:


Recruitment

· All vacancies to be advertised in relevant ethnic media (print, radio and/or television).

· Vacancies to be circulated amongst ethnic agencies and support groups.

· Employment advertising and applicant assessment, where appropriate, will encourage application by staff with cultural diversity skills, for example ‘Knowledge of community language is an advantage’.

· Job descriptions to include ‘demonstrated commitment to cultural diversity’ as a key selection criteria AND/OR “Abilities and/or experience in responding to culturally diverse clients” AND/OR “Capacity to work effectively with a culturally diverse community”.

· Interview panels to include members of key community groups represented in client profile.

Training

· All new staff to undertake training/orientation that includes cultural awareness, overview of main cultures in the region, use of interpreters and translated material.

· Ongoing training in cultural issues to be provided to existing staff.

Workload

· Workloads of relevant service provider staff to be adjusted to allow for sufficient time for culturally appropriate assessment, the use of telephone interpreter services, face-to-face interpreters and translation of relevant materials.
Summary 

The literature review indicates that culturally appropriate services are integral to accessible service delivery and can enhance the quality of life of people with a disability from CALD backgrounds, their families and carers.  Many of these reports also recommend the hiring of CALD background\bilingual or multilingual workers to resolve access and equity issues, and especially unmet need.

OBJECTIVE 2:  Data on people with a disability from culturally and linguistically diverse backgrounds who are accessing, or likely to access, services

A. Disability support services 2001: national data on services provided under the CSDA 

This research showed that:

· Victoria has the largest proportion of people with a disability accessing services of all the states with 34% - 21, 868 of a total of 63, 830 for the whole of Australia.

· 58% of all people receiving services were male.

· Most consumers were in the 30-39 age group.

· Intellectual disability was reported as being the primary disability by 59%.

· 303 CSDA people receiving services in Victoria reported being of an indigenous background.

· 906 CSDA people receiving services in Victoria reported being born in a non-English speaking country.

· 1, 293 CSDA people receiving services in Victoria reported a language other than English as the main language spoken at home.

	Main language spoken at home
	Victorians receiving CSDA services

	English
	20, 047

	Italian
	277

	Greek
	228

	Vietnamese
	101

	Arabic\Lebanese
	88

	Chinese (all dialects)
	84

	Spanish
	26

	German
	15

	Other
	494

	Not known
	474

	Not stated
	34

	Total
	21, 868


B. Other Data

Department of Human Services, Disability Services Branch, Victorian Services for People with Disabilities, 1998.

“In total, 1,704 clients (10%) were identified as being from a culturally or linguistically diverse background.  This group comprised 258 indigenous clients, 777 non-indigenous clients who were born in non-English-speaking countries and 669 non-indigenous people born in English-speaking countries but whose main language was other than English.  Of those clients born in non-English-speaking countries, half spoke a language other than English as their main language (p.38).”

National Ethnic Disability Alliance (NEDA), NESB-Disability Statistics, 2000.

“How Many?

The ABS statistics show that:

· 41% of the population were either born overseas (English speaking + non-English speaking countries) or have one or both parents born overseas (English speaking + non-English speaking countries).

· 60% of those born overseas or with one or both parents born overseas come from a non-English speaking background [ABS, 1996 Census].

Using this information, NEDA estimates that 24.6% of the population of Australia are people from a NESB
.  Thus, 24.6% of all people with a disability living in Australia are from a NESB.

19% of the Australian population has a disability [ABS, 1996 Census].  Thus, NEDA estimates that 4.6% of the population or 902,082 people in Australia are from a NESB with a disability
.”

· Comment: Granted that 34% of CSDA clients are in Victoria, then one could extrapolate that 307,000 people in Victoria are from a CALD background and have a disability.  The discrepancy between this figure and the number of people with a disability from CALD backgrounds accessing CSDA services (approximately 1,567
 in 2001) can only partly be explained by the fact that most people with a disability do not require or access services and immigrants are screened for health issues.  Significant unmet need exists.

People with a disability and from a CALD background
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Disability Services Division, Department of Human Services, Victorian State Disability Plan Implementation Plan 2002-2005, September 2002.

“Population Projections

This graph shows the estimated number of Victorians aged 0 to 64 years with a profound or severe disability to the year 2012. The graph shows an estimated increase of about 18.6 per cent in the number of Victorians with a severe or profound disability.”

Victorians with a disability 1996-2011
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The graph predicts that the number of people with a severe or profound disability in Victoria will increase from 170,000 in 1996 to 194,000 in 2011.  Assuming these figures and considering that 24.6% of the population are from a NESB, the projections would be:

CALD Victorians with a disability 1996-2011
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This graph predicts that the number of Victorians from a CALD background with a disability will increase from 6,910 in 1996 to 7,886 in 2011 (based upon an extrapolation from the previous graph data).

According to a major research study by the Australian Institute of Health and Welfare, the number of people in Australia with a severe or profound disability more than doubled between 1981 and 1998, increasing from 452,900 to 954,900, due to the ageing population.  This trend looks likely to increase as the population continues to age.  With aging comes an increase in disabilities and the need for care.  The plateau effect after the baby boom will have a dual-impact on the provision of disability services:

· The aging of the population of people with a disability will lead to a heightened need for support and a greater number seeking support.

· The aging of the general population leads to a decrease in the pool of carers and support staff.

Summary

The data on the numbers of people with a disability are clouded by how ‘disability’ has been defined and interpreted over the years.  All the data listed in this report has focused upon data pertaining to people categorised as having “profound or severe disabilities.”  The data on people from CALD backgrounds is clouded because census questions along these lines have either not been asked, been optional or focused exclusively upon language usage.  The best indicator of CALD representation in the Australian population comes from answers to the census question on languages other than English spoken at home.  Although there are other important factors to ethnicity, for example religion, heritage and personal identity, accurate statistics on these matters are not available.
Comparing all the data presented does show a large discrepancy between the number of CALD people with a disability accessing services (1,567 people in Victoria in 2001) and the population of CALD people with a disability in the community (307,000 people in Victoria in 2001).  The larger figures from NEDA were based on a broader definition of what it means to be from a non-English speaking background (including the second generation) and did not take into account the health screening of immigrants, as they based their data upon extrapolation from overall Australian population demographics.  The CSDA figures show percentages of people from a CALD background which are significantly lower than the general population.

Unmet need is a constant concern in disability service.  This can only be exacerbated by the inability to communicate needs because the person with a disability and their family come from a non-English speaking background and\or a culture in which Government bureaucracies are not trusted and disability is stigmatised and left to families to deal with in isolation.

OBJECTIVE 3:  Current recruitment strategies for CALD staff

DISTSS conducted a survey of its interested constituents to ascertain whether they had any strategies in place for recruiting CALD staff and also to receive more data on the populations of both people with a disability and support staff from CALD backgrounds.

DISTSS conducted interviews with individuals, advocacy groups, and service providers to ascertain recruitment strategies for CALD staff.

A. Survey Results - Summary

	Number of responses
	34

	Total number of people with a disability supported by respondents
	8,957

	Total number of staff of respondents
	2,368

	Staff who have received CALD training
	Many – 6  \ Some – 12  \ None – 10

	Possession of CALD resources
	Many – 8  \ Some – 20  \ None - 4

	Number that have tried to recruit CALD staff
	9


The survey received thirty-four responses.  Thirteen responses came from very large organisations.  Some of the responses came from local government and advocacy groups.  Some struggled with what was meant by CALD background (what about second and third generations?).  Many responded that they do not collect data on CALD backgrounds.  Many struggled with answering the “number of staff from CALD backgrounds” question – “in which roles” and “how many EFT”?

Responses, which gave people with a disability accessing services and staff breakdowns by CALD backgrounds, highlighted that there was more diversity in the people who access services than the staff that provide support.  The diversity indicated was also uniformly lower than the corresponding census data of the catchment areas concerned.  Many of the responses also indicated that data on CALD backgrounds was not readily available.  The four responses that came from advocacy and case management organisations showed very high numbers of CALD service users and staff.

Very few (25%) answered the questions concerning recruitment strategies.  Three claimed that targeted recruitment was against the law as it was discriminatory.  Four answered that due to either their work (ethnic advocacy) or locations (Northern and Western Metropolitan), they naturally and readily hired people from diverse backgrounds.

The survey showed that few have put in place measures to adequately meet the needs of people from CALD backgrounds.  The lack of clear objectives around hiring staff from CALD backgrounds and the limited number of CALD resources and of staff who have received Cultural Sensitivity professional development indicate that CALD needs are not being made a priority.

B. Advice From Interviews

Interviewees all mentioned advertising in local ethnic community media as the current and recommended strategy for recruitment.  This was seen as being obvious and few details were provided.  The discussions moved quite quickly onto more general and related matters:

· Specific cultural issues.

· Perspectives on disability by different cultural groups.

· Perspectives on disability work by different cultural groups.

· The use of interpreters.

· The belief that CALD background disability workers should not be treated as replacements for the use of accredited interpreters.

· The impression that CALD background disability workers may not wish to work exclusively with people of the same background.

· Staff having cultural awareness was seen as more significant than their CALD background.

· The establishment of partnerships between disability services, other services and ethnic communities.

· The need to change workplace culture by influencing management and introducing CALD awareness throughout all policies and organisational procedures.

· The importance of increased remuneration, improved sector image, adequate supervision, professional development opportunities and career pathways were all listed as ways of improving retention.

Summary

The strong impression was gained that few in the disability sector actively seek to recruit staff from particular cultural backgrounds.  Thus, few strategies were suggested.  The main strategy suggested was to advertise in local ethnic community newspapers.  Responses from metropolitan organisations indicated that candidates came from diverse backgrounds, as the local communities were very diverse; so there was no need to actively recruit staff from CALD backgrounds.  Other organisations may be concerned solely with the need to recruit more staff and may not have considered the benefits of a more diverse workplace and the possibility that actively recruiting from CALD backgrounds will create a bigger pool of potential workers in the disability sector.

OBJECTIVE 4:  Best practice approaches to the recruitment and retention of CALD staff

A. Best Practice Recruitment

Best Practice

‘Best practice’ in the context of disability services and this report means:

· Being equitable – promoting and providing services which are culturally appropriate, non-discriminatory, open and fair to all potential service users.

· Guided by legislation – working in accordance with the Disability Standards, the Victorian State Disability Plan and the Charter of Public Service in a Culturally Diverse Society.

· Based upon solid knowledge – awareness of available data, reports, consultations and alternative strategies.

· Efficient – a streamlined process which is clear and easy to follow and able to be completed in a timely fashion.

· Successful – the test of any process or practice is that it leads to the achievement of the desired goals.

· Continuous improvement – procedures need to be in place to ensure that processes and practices are evaluated, reviewed and adapted on an on-going basis so that quality services are provided and maintained.

Merit Selection

The purpose of merit selection is to ensure:

· All eligible candidates have a fair chance of gaining employment.

· Selection is based upon clear criteria and the individual’s ability to perform the work role.

· The best person is selected.

How to go about merit selection:

· Competition — advertise to obtain the best field of applicants.

· Selection criteria — set-out clear criteria to describe the skills, knowledge and experience needed to do the job.

· Selection panel — selection is usually by a skilled panel of three people (including one man and one woman, an ‘independent’ from outside the agency, with one member acting as the convener who chairs the panel).

· Comparative assessment — applicants are individually rated on how well they meet the selection criteria, assessed on the best evidence obtainable and compared to job requirements.

· Equity — the process is designed to be fair to all members of the community.
· Integrity — selection is carried out impartially and ethically.

· Choosing the best person — recommending for appointment the person whose skills, knowledge and experience best match the job requirements.

· Transparency — decisions must be able to withstand scrutiny and be publicly defensible.

(See Appendix 3 “A step-by-step guide to recruiting staff from CALD backgrounds” p.43.)

Agency Diversity Plan

An Agency Diversity Plan incorporates all planning, policy, systems and processes as well as awareness and understanding of the needs of people with a disability.  Embedded within the plan would be such factors as the importance of consultation and a respect for diversity, be it cultural, linguistic, religious, sexual orientation, gender or age.

Such a plan would include objectives and measures for the annual collection of data concerning the catchment area, the people that receive services and the workforce profile.  Recruitment policy would be focused upon merit but allow for the meeting of needs as highlighted by a comparison of the data mentioned above.  (Concerns about targeted recruitment being a form of discrimination should be dismissed, see Appendix 1 “The Equal Opportunity Act and Recruitment” p.40).  The recruitment process needs to involve an awareness of the benefits of a second language and cultural knowledge and the selection committee should include a person from a CALD background as well as someone who performs similar work.  The Agency Diversity Plan would also include policy on induction, orientation, supervision and training as these all lead to the likelihood of better retention of staff.

Many agencies will already have policies on many of the above.  It is important that CALD considerations are highlighted and incorporated into all policy, so that a consistent message is put into practice and leads to a change in workplace culture.

Advertising

Suggested marketing strategies for the recruitment of CALD staff in order of priority:

· Advertise in local ethnic community language newspapers.

· Provide information sessions to cultural groups and welfare organisations.

· Notify ethnic community groups and explore ways of working or liasing in partnership with them.

· Post position vacancies with position descriptions on the organisation’s website (where applicable).

· Explore word-of-mouth possibilities (specifying CALD background needs).

· Broadcast presentations on ethnic radio and television (channel 31) (some found this unsuccessful).

(For contact details of a range of ethnic media see Appendix 7 “List of Ethnic Media From Migrant Resource Centre (Eastern Melbourne)” p.49.)

Advertising positions as they are needed can be very expensive and time-consuming.  Organisations are advised to first exhaust word-of-mouth possibilities (specifying CALD needs):

· Part-time and casual staff may be interested in working more hours.

· Volunteers may appreciate being offered paid employment.

· Staff and the families of people with a disability may know of suitable candidates.

· Local Registered Training Organisations (RTOs) that deliver Disability Work Qualifications may know of students who are not currently employed.

Another strategy is to organise information sessions to the local community where information on the agency and its services is provided.  Some attendees may also be looking for employment or pass the information onto others.  Information sessions can also be offered to a region, where individual agencies can each have a stall.

Best Practice Recruitment

Recruitment cannot be separated from other matters such as organisational design, ability to provide quality services, induction and professional development.  Good recruitment practices can have exponentially good effects throughout an organisation:

· Prepare policy on recruitment which focuses upon the advantages of cultural diversity, awareness of cultural issues and the benefits of speaking a community language other than English.

· Include a CALD background member on the selection panel.

· Collect data from the Australian Bureau of Statistics (ABS) on the population demographics of the organisation’s catchment area. (See Appendix 2 p.41 for a guide as to how to gather this information).  Collect data on the diversity of the people with a disability that access the organisation’s services and data on the diversity of the workforce.  Compare data and indicate discrepancies.  Discrepancies between catchment population and people with a disability that access services will most likely indicate unmet need.  Research has shown that people from CALD backgrounds are less likely to utilise services.  Discrepancies between people with a disability that access services and workforce populations can be used as a driver for recruitment strategies.

· Provide potential recruits with realistic information about the work involved.

· Provide flexible work hours and a balance between permanent and casual positions.

· Provide position descriptions in plain English.

· Select successful candidates with merit as the major criteria, with measures taken to eliminate employment disadvantage on the basis of gender, race or ethnicity, being an Indigenous Australian or having a disability.

 (See Appendix 3 “A step-by-step guide to recruiting staff from CALD backgrounds” p.43.)

B. Best Practice Retention and Training

Pathways to Disability Work

The suggestion was made that Registered Training Organisations (RTOs), such as the CAE or AMES, which provide both English as a Second Language (ESL) and Disability Work qualifications, integrate these qualifications.  This would mean that ESL students would be provided with a vocational orientation which is sadly lacking and students of Disability Work qualifications would have much needed language assistance readily available.  The costs of the course could also be subsidised by the New Apprenticeships program.

Workplace English Language and Literacy (WELL) Funding 

Disability organisations and their staff should consider accessing the Workplace English Language and Literacy (WELL) program in order to provide their CALD staff with further English language, literacy and numeracy skills. Funding is available for language and literacy training that will be integrated with vocational training to enable workers to meet their current and future employment and training needs.

Over the years there have been numerous examples of WELL program funding assisting CALD staff in a variety of community services and health areas both for the delivery of training and resource development.  The Commonwealth Government, through the Department of Education, Science and Training, funds the WELL program.  Groups that can apply for WELL program funding include enterprises, representative bodies, local government and Registered Training Organisations.

To find out further information about WELL funding opportunities, case studies and conditions please view http://www.dest.gov.au/ty/well 

CALD Units of Competency

It is important that all staff receive Cultural Awareness and Sensitivity training.  The importance of the attainment of relevant CALD knowledge, skills and attitudes is also reflected by the fact that there are two training package units of competency assigned to this area of expertise.  They are CHCCS405A “Work effectively with culturally diverse clients and co-workers” from the Community Services Training Package (CSTP) and HLTHIR3A “Work effectively with culturally diverse patients, clients, customers and co-workers” from the Health Training Package.

These units of competency can be either compulsory (as for Certificate III and IV in Disability Work) or electives for a range of other work roles and qualifications in the Community Services and Health area.

Here are the two units of competency with their complete unit title, descriptor and elements:

CHCCS405A 

Work Effectively with culturally diverse clients and co-workers

This unit deals with the cultural awareness required for effective communication and cooperation with persons of diverse cultures.

Unit Elements

1. Apply an awareness of culture as a factor in all human behaviour.

2. Contribute to the development of relationships based on cultural diversity.

3. Communicate effectively with culturally diverse persons.

4. Resolve cross-cultural misunderstandings.

HLTHIR3A

Work effectively with culturally diverse patients/clients, customers and co-workers

This unit deals with the cultural awareness required for effective communication and cooperation with persons of diverse cultures. Work will be within a prescribed range of functions involving known routines and procedures with some accountability for the quality of outcomes. The workplace context may be:

· Specific community.

· Community or regional service.

· Department of a large institution or organisation.

· Specialised service or organisation.

Unit Elements

1. Follow work practices based on an awareness of culture as a factor in all human behaviour.

2. Contribute to the development of work place and professional relationships based on acceptance of cultural diversity.

3. Communicate effectively with culturally diverse persons.

4. Resolve cross-cultural misunderstandings.


CALD VET Participation 2002
According to the Performance, Analysis and Reporting branch of the Office of Training and Tertiary Education, in 2002 there were 2,730 people participating in VET Disability Work courses (Certificate II, III, IV, Diploma and Advanced Diploma) in Victoria.  Of these people 206 (7.5%) listed “Country of Birth” as other than Australia and\or “Language Spoken at Home” as other than English.

These figures show that people from CALD backgrounds are under-represented in VET (7.5% whereas people from CALD backgrounds make up 25.4% of the Australian population).  Also people from Asian backgrounds are particularly under-represented.  This may be explained in terms of people from CALD backgrounds having other aspirations than working in the Community Services field but does not discount the fact that measures need to be taken to attract them to the sector.


Retention

Discussion points for greater retention of CALD staff.  (The first five dot points are true for achieving retention in general):

· More upfront and realistic information provision will lead to attracting fewer recruits yet higher retention (and savings on developing and supervising inductees who do not choose to remain with the organisation).

· Organisations should provide flexible working arrangements and a balance between casual and permanent positions.

· Promotion should be clearly based upon merit.

· Organisations which provide more learning and development opportunities tend to have greater levels of staff retention.

· Organisations which provide adequate supervision, regular staff meetings, involvement in decision making and greater support tend to have higher levels of staff retention.

· Staff from a specific cultural background may not appreciate being targeted to work particularly with people with a disability from the same background, especially if this involves regular interpreting and translation duties.


Recommendations

Leadership
1. Government and Government departments need to adopt a co-ordinated approach to CALD that is aimed at shared policy, programs, resources and translations.

Data Collection and Analysis

2. Government departments and the funded sector need to actively collect, analyse and use CALD data for strategic forward planning.

3. The Office of Training and Tertiary Education (OTTE), the Department of Human Services (DHS) and the funded sector need to collect CALD data as to the people with a disability that access services and the workforce to be able to examine whether all needs are being met.

4. CALD data needs to reflect more than “country of birth” or “language spoken at home”.  The question of “ethnic ancestry” specifically needs to be asked.

Consultation and Representation

5. Government departments and the funded sector need to work towards ensuring that people with a disability accessing services and the workforce CALD characteristics are reflective of the wider population and also of local demographics.

6. Organisations need to consult with and include CALD people with a disability and communities in all aspects of service planning, development and management.

Organisational Planning

7. Organisations need to adopt a whole of organisation approach to ensure that workplace culture and practices embrace diversity.

8. Organisations need to have recruitment policies and practices which focus upon an appreciation of the potential benefits of targeting the recruitment of people from established and emerging CALD communities, people with an awareness of cultural issues and people that speak a language other than English.

9. Organisations need to value and prioritise ongoing professional development in cultural awareness and sensitivity.

Recruitment

10. That organisations view the targeted recruitment of CALD background staff as a component of an integrated quality recruitment practice.

11. That Government departments and other organisations customise their recruitment assessment tools and procedures as a way of accommodating the needs of potential CALD background recruits.

Training Delivery and Resources

12. That Registered Training Organisations (RTOs) refer to and incorporate references to CALD issues in training package units of competency, elements, underpinning and essential knowledge.

13. That all organisations incorporate CALD considerations in the development of all learning resources.

14. That Government departments and other organisations need to develop practical CALD resources which focus on the use of case studies to increase cultural awareness and sensitivity.

15. Education providers need to plan for, develop and provide bridging courses to assist people from CALD backgrounds to access and succeed in the Vocational Education and Training (VET) system.

16. Education providers and other organisations need to develop resources that increase access for people from CALD backgrounds and provide information for potential or current CALD background disability sector staff.

17. For organisations to seek and educational providers to develop train the trainer models focusing upon diversity recruitment.

18. That DISTSS submit a funding proposal to investigate the customising of the Ready 4 Work? induction resource to meet the needs of potential recruits from CALD backgrounds.

Further Research

19. On-going research needs to be conducted by the Disability Services CALD Taskforce to ensure that the needs of people with a disability from CALD backgrounds are being met by services.
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http://www.acrodnsw.net/Industry/cultural.html - A report from May 2003 on the Vietnamese community of NSW and access to disability services.

http://www.adec.org.au - Action on Disability within Ethnic Communities (ADEC) is a community based organisation providing information on the rights and needs of people of non-English speaking background with a disability and their carers. 

http://www.aihw.gov.au - Australian Institute of Health and Welfare is Australia's national agency for health and welfare statistics and information.

http://www.diversityrx.org/HTML/MOVERA.htm - Diversity Rx is a comprehensive American site on cultural and linguistic diversity issues.

http://www.health.qld.gov.au/hssb/cultdiv/home.htm - Queensland Health provide information on culturally sensitive health care in hospitals and community health services.

http://www.immi.gov.au/multicultural/_inc/publications/charter/charter.htm - The Charter of Public Service in a Culturally Diverse Society website provides strategies and a good practice guide to cultural diversity.

http://www.mdaa.org.au - The Multicultural Disability Advocacy Association (MDAA) provides information, links and connections for people from a non-English speaking background (NESB) with disabilities, family members, government and non-government service providers and other interested parties.

http://www.miceastmelb.com.au - The Eastern Region Migrant Information Centre provides a range of services for migrants and refugees living in the eastern suburbs of Melbourne. 

http://www.mmha.org.au/research/guidelines/best_practice.html - The Multicultural Mental Health website offers links to resources which enhance service delivery to people of NESBs.

http://www.neda.org.au/index.html - The National Ethnic Disability Alliance (NEDA) is the national consumer-based peak body for people from a non-English speaking background (NESB) with disability, their families and carers.

APPENDIX 1

The Equal Opportunity Act and Recruitment

Equal Employment Opportunity principles remain a legislative requirement ensuring the elimination of discrimination against members of the four designated groups, namely women, Aboriginal and Torres Strait Islanders, people from non-English speaking backgrounds and people with disabilities, in relation to all employment matters.  Measures need to be taken to eliminate employment disadvantage on the basis of gender, race or ethnicity, being an Indigenous Australian or having a disability.

According to the Equal Opportunity Act 1995, Version No. 040, Act No. 42/1995, version incorporating amendments as at 3 April 2003:

13. Discrimination against job applicants 

An employer must not discriminate against a person-- 

(a) in determining who should be offered employment; 

(b) in the terms on which employment is offered to the person; 

(c) by refusing or deliberately omitting to offer employment to the person; 

(d) by denying the person access to a guidance program, an apprenticeship training program or other occupational training or retraining program.

17. Exception--genuine occupational requirements
(3) An employer may limit the offering of employment-- 
(a) to people of a particular age, sex or race;

19. Exception--welfare services 

An employer may limit the offering of employment to people with a particular attribute in relation to the provision of services for the promotion of the welfare or advancement of people with the same attribute, if those services can be provided most effectively by people with that attribute.

In drafting job advertisements and selection criteria, disability organisations are advised to state that people from CALD backgrounds, people with knowledge of cultural diversity and people who speak a language other than English are encouraged to apply.  If data analysis shows needs and lacks in CALD representation, then disability organisations are advised to advertise in the particular ethnic community media and\or to request an Equal Opportunity Act Exemption so that particular groups can be targeted.

APPENDIX 2

How to Gather Data on Your Catchment Area Using the Census

The Australian Bureau of Statistics (ABS) website holds information from the 2001 census, which is free to access.  Information can be gathered on the whole of Australia, a particular State, region or suburb.

1. Go to the ABS website http://www.abs.gov.au
2. Click on the 2001 Census logo (currently on the center right of the page)

3. Click on “Free Data 2001 Census” (currently top right of page)

4. Click on “Main Areas (locations) - by Name” (currently top left of page under the heading “Basic Community Profiles & Snapshots (Second Release)”)

5. Click on “Victoria”

6.  Scroll down to the bottom of the page where you will find the following list of regions:

Melbourne (Statistical Division)
Barwon (Statistical Division)
Western District (Statistical Division)
Central Highlands (Statistical Division)
Wimmera (Statistical Division)
Mallee (Statistical Division)
Loddon (Statistical Division)
Goulburn (Statistical Division)
Ovens-Murray (Statistical Division)
East Gippsland (Statistical Division)
Gippsland (Statistical Division)
Off-Shore Areas & Migratory (Statistical Division)
7.  Click on the relevant region, e.g. Melbourne

8.  Scroll down to the bottom of the page where you will find the following list of districts (the list will vary depending upon which region was clicked on in step 7):

Inner Melbourne (Statistical Subdivision)
Western Melbourne (Statistical Subdivision)
Melton-Wyndham (Statistical Subdivision)
Moreland City (Statistical Subdivision)
Northern Middle Melbourne (Statistical Subdivision)
Hume City (Statistical Subdivision)
Northern Outer Melbourne (Statistical Subdivision)
Boroondara City (Statistical Subdivision)
Eastern Middle Melbourne (Statistical Subdivision)
Eastern Outer Melbourne (Statistical Subdivision)
Yarra Ranges Shire Part A (Statistical Subdivision)
Southern Melbourne (Statistical Subdivision)
Greater Dandenong City (Statistical Subdivision)
South Eastern Outer Melbourne (Statistical Subdivision)
Frankston City (Statistical Subdivision)
Mornington Peninsula Shire (Statistical Subdivision)
9.  Click on the relevant localities, e.g. Greater Dandenong City

10. Click on the relevant suburb and a page will open with relevant census data.  Of particular interest with regard to CALD backgrounds are, “People of Indigenous Origin”, “Birthplace”, “Ancestry” and “Language Spoken at Home”.

(Adapted from Better Ethnic Access to Services 2003)

APPENDIX 3

A step-by-step guide to recruiting staff from CALD backgrounds

Realise the need for recruitment

▼

Analyse data on client population as compared to workforce profile and catchment area population to see if you are representative of the CALD community

▼

Decide whether there are particular CALD gaps to be filled by new recruit\s

▼

Review position descriptions for accuracy, currency, cultural sensitivity and plain English

▼

Develop selection criteria avoiding anything that may appear to be discriminatory

▼

Exhaust word-of-mouth possibilities (specifying CALD background needs) and then decide whether to advertise the position or to run an information session

▼

Nominate inquiries person with cultural sensitivity and of a position higher than that being offered

▼

Decide on closing date and draft advertisement stating that people from CALD backgrounds, people with knowledge of cultural diversity and people who speak a language other than English are encouraged to apply
▼

Advertise in local CALD press. Contact local community groups and email them the position description. Organisations with websites should post job vacancies with the position description. To advertise the position more broadly, apply for an Equal Opportunity Act exemption.  (See Appendix 1 “The Equal Opportunity Act and Recruitment” p.40)
▼

Finalise selection methods, using plain English, avoiding anything that may be seen as being parochial or discriminatory

▼

Appoint selection panel (2 or 3 people) making sure to include diversity, e.g. include at least one man and one woman, a person with a good understanding of the work requirements, someone from CALD background, someone with a disability and if possible someone independent of the organisation
▼

Shortlist the applications received and then conduct interviews

▼

Contact referees

▼

Draft selection report and conduct pre-employment checks.  Make offers and conduct pre-employment health assessment if required

▼

Contact unsuccessful candidates and provide feedback on request.
APPENDIX 4

Worksheet 15: Diversity Work Strengths

For each of the following statements, place a tick in the box you think best reflects your agency’s situation.

	
	Does not apply
	Has not been addressed
	Could be improved
	We do this well

	Staff demonstrate interpersonal skills in working with diverse client groups (e.g. empathy, a sensible voice, appropriate body language).
	
	
	
	

	Staff demonstrate knowledge of clients’ social, cultural and political context.
	
	
	
	

	Staff demonstrate knowledge of services to refer people from diverse backgrounds.
	
	
	
	

	Staff act as advocates for clients from diverse backgrounds.
	
	
	
	

	Staff demonstrate willingness to learn from others, including from staff or committee members or clients from diverse backgrounds.
	
	
	
	

	Staff demonstrate a desire to provide appropriate support.
	
	
	
	

	Staff demonstrate a sensitivity to cultural difference.
	
	
	
	

	Staff demonstrate an awareness of the history of Aboriginal/Torres Strait Islander people in the local area
	
	
	
	

	Staff demonstrate an awareness of the impact of social and economic disadvantage.
	
	
	
	

	Staff demonstrate knowledge of the experience of migration.
	
	
	
	

	Staff demonstrate awareness of cross-cultural communication and culturally appropriate work practices.
	
	
	
	

	Staff demonstrate awareness of strategies to make services culturally appropriate.
	
	
	
	

	Staff demonstrate awareness of strategies to improve access for disadvantaged groups.
	
	
	
	

	Action to be taken on diversity work strengths:



Worksheet 4: Organisational Policies and Diversity

For each of the following statements, place a tick in the box you think best reflects your agency’s situation

	
	Does not apply
	Has not been addressed
	Could be improved
	We do this well

	Our vision and values statement includes diversity.
	
	
	
	

	Our organisation has a written policy on addressing the cultural diversity of our catchment area.
	
	
	
	

	All staff are aware of these policies on diversity.
	
	
	
	

	Our organisation’s policies reflect the diverse nature of the community.
	
	
	
	

	The diversity policies include race, culture, aboriginality, language, religion and geographic origin.
	
	
	
	

	There is an employment policy which encourages the employment of workers from culturally diverse backgrounds.
	
	
	
	

	There is a specific program devoted to promotion of access and equity issues.
	
	
	
	

	There are consultations with representatives from diverse communities when developing all agency policies.
	
	
	
	

	Action to be taken on policies:



Worksheet 14: Recruitment

For each of the following statements, place a tick in the box you think best reflects your agency’s situation

	
	Does not apply
	Has not been addressed
	Could be improved
	We do this well

	Prior to employing a new worker the selection criteria are reviewed to ensure that they do not disadvantage people from different groups.
	
	
	
	

	The interview panel includes workers / committee members from the relevant community group.
	
	
	
	

	We actively seek people from diverse backgrounds.
	
	
	
	

	Our organisation advertises vacancies in community newspapers and/or ethnic radio.
	
	
	
	

	Students and volunteers from diverse backgrounds are actively recruited for positions in our organisation.
	
	
	
	

	Job selection panel members are trained in non-discriminatory employment procedures.
	
	
	
	

	Our organisation has an employment policy that encourages employing professional staff with a second language.
	
	
	
	

	Action to be taken on recruitment:



(Adapted from the Cultural Diversity Workbook, 1998)

APPENDIX 5

DISTSS CALD DISABILITY SURVEY FORM


	Your Name:
	

	Position Title:
	

	Agency Name:
	

	Postal Address:
	

	
	
	 P\C:
	

	Telephone:
	
	Fax:
	

	Email Address:
	

	Is this agency funded by DHS, Disability Programs Branch? 
	Yes
	
	          No
	

	Size of Organisation:


	Small  (        Medium  (       Large  (

	Answers pertain to:


	Entire Org  (                 Region  (                Site  (

	Service provided:


	                 Day Placement  (                     Residential  (
       Attendant Care (   Other (please specify) _______________

	Number of Service Users:  __________
	Number of staff:   ___________

	Number of Service Users by CALD background:
	Number of staff by CALD background:

	Australian \ British __________

Indigenous __________

Italian __________ Greek__________

Chinese __________ Vietnamese __________

Arabic __________ Other __________
	Australian \ British __________

Indigenous __________

Italian __________ Greek __________

Chinese __________ Vietnamese _______

Arabic __________ Other __________

	Have staff received cultural sensitivity training?
	Many
	
	 Some
	
	None
	

	Does your agency possess resources on CALD?
	Many
	
	  Some
	
	None
	

	Have you made any attempts to recruit staff from CALDB?
	  Yes
	
	No
	

	If yes, which strategy worked best?

(Attach extra pages if space is insufficient)


	

	If yes, which strategy was least successful?

(Attach extra pages if space is insufficient)


	

	Comments:  


	


APPENDIX 6

Resources

http://www.adec.org.au/BabelTreeIndex.html
ADEC provide a number of resources in community languages and on specific disabilities.  Also see their publications list.

http://www.ames.net.au/category.asp
The AMES website also has various resources and publications for sale.

http://www.carersvic.org.au/Resources/Brochure.htm
The Carers Victoria brochure is available for download in 13 languages.

http://www.ceh.org.au/multil.html
The Centre for Culture, Ethnicity and Health offers a lot of information and links to other websites with multilingual health information.

http://www.miceastmelb.com.au/pdaproject.htm#culturalresources
The Migrant Information Resource Centre East Melbourne website has links to numerous resources, factsheets on ethnic communities and religions and links to other sites.

http://www.sermrc.dandenong.net/publications.htm
The South Eastern Region Migrant Resource Centre has some very good (and inexpensive) resources on community profiles and an Ethnic Access Audit Manual.

http://www.voma.vic.gov.au/domino/web_notes/voma/vomasite.nsf/Frameset/VOMA?OpenDocument
The Victorian Office of Multicultural Affairs offers many resources including fact sheets in ten community languages.

The "Cultural Care Kit" from Residential Care Rights has been produced to assist people to understand the diversity of cultures. Contact details of Residential Care Rights:  Suite 4B, 343 Little Collins Street, Melbourne 3000. Tel: (03) 9602 3066 
For Action Plans and Cultural Audits, organisations should have a look at: 

· R. Marks, “Say My Name Right!”, VICSERV, Victoria, 2000.

· The Drug Treatment Services Unit, Cultural Diversity Workbook, Aged, Community and Mental Health Branch Division, Department of Human Services, Victoria, 1998.

· L. Brooke, Cultural Planning Tool: Planning for Multicultural HACC Services, ADEC, Victoria, 1996.

· K. McKay, Better Ethnic Access to Services Kit (BEATS), version 2, ADEC, Victoria, 2003

APPENDIX 7

List of Ethnic Media From Migrant Resource Centre (Eastern Melbourne)

	Language
	Press
	Phone
	Fax
	Radio

	Phone
	Fax
	TV
	Phone
	Fax

	Afghan
	
	
	
	
	
	
	
	
	

	Arabic
	El Telegraph
	9387 1590
	9387 9199
	3CR
	9419 8377
	
	Ch 31
	9663 5831
	9663 5931

	Arabic
	An Nahar
	(02) 9568 3833
	(02) 9569 2564
	SBS
	9685 2525
	9685 2519
	SBS
	9685 2828
	9686 7501

	Arabic
	Al Bairak
	(02) 9562 0500
	(02) 9550 9332
	3ZZZ
	9415 1928
	9415 1818
	
	
	

	Cambodian
	
	
	
	SBS
	9685 2525
	9685 2519
	
	
	

	Chinese
	Aust Chinese Age
	9663 8181
	9480.1958
	2AC
	9654.1118
	9654 1118
	Ch 31
	9663 5831
	9663 5931

	Chinese
	Melbourne Chinese Post
	9663 8455
	9663 8209
	3ZZZ
	9415 1928
	9415 1818
	SBS
	9685 2828
	9686 7501

	Chinese
	The Tide
	9329 8686
	9329 5088
	SBS
	9685 2548
	9685 2519
	
	
	

	Chinese
	Chinese Australian
	9663.8046
	9639.2645
	3AW
	9243 2000
	9690 0775
	
	
	

	Chinese
	Chinese Weekly
	9480 1919
	9480 1958
	3CW 1341am
	9840.1919
	9480 1958
	
	
	

	Chinese
	Aust Chinese Daily
	9663.8046
	9639.2645
	3SER 97.7fm
	9796.7977
	9796.7745
	
	
	

	Chinese
	Pacific Times
	9639.2828
	9639.3883
	
	
	
	
	
	

	Chinese
	Melbourne Asian News
	9663.2855
	9663.2877
	
	
	
	
	
	

	Chinese
	21st Century Chinese News
	9663.6200
	9639.0857
	
	
	
	
	
	

	Chinese
	Asian Multimedia
	9897.3663
	9897.4888
	
	
	
	
	
	

	Chinese
	Daily Chinese Herald
	(02) 9281.2966
	(02) 9281.8328
	
	
	
	
	
	

	Chinese
	The Independence Daily
	9347.6555
	9347.6599
	
	
	
	
	
	

	Croatian
	Croatian Herald
	9481 8068
	9482 2830
	3ZZZ
	9415 1928
	9415 1818
	Ch 31
	9663 5831
	9663 5931

	Croatian
	
	
	
	SBS
	9685 2525
	9685 2519
	
	
	

	Dari
	
	
	
	SBS
	9685 2525
	9685 2519
	
	
	

	Dutch
	The Dutch Courier 
	9337 8525
	9337 8525
	3ZZZ
	9415 1928
	9415 1818
	
	
	

	Dutch
	The Dutch Weekly
	(02) 9281 8522
	(02) 9281 8202
	SBS
	9685 2525
	9685 2519
	
	
	

	Filipino
	Philippine Times
	no record
	
	3ZZZ
	9415 1928
	9415 1818
	SBS
	9685 2828
	9686 7501

	Filipino
	
	
	
	SBS
	9685 2525
	9685 2519
	
	
	

	French
	Le Courier Australien
	(02) 45776726
	(02) 4577 6726
	SBS
	9685 2525
	9685 2519
	Ch 31
	9663 5831
	9663 5931

	French
	
	
	
	
	
	
	SBS
	9685 2828
	9686 7501

	German
	Neue Helmat und Well
	(02) 9707 4999
	(02) 9708 6025
	3ZZZ
	9415 1928
	9415 1818
	SBS
	9685 2828
	9686 7501

	German
	Die Woche
	(02) 9707 4999
	(02) 9708 6025
	SBS
	9685 2525
	9685 2519
	
	
	

	Greek
	Neos Kosmos
	9482 4433
	9482 2962
	3XY
	9328 3280
	9328 2310
	Mega
	
	

	Greek
	Ta Nea
	9495 1423
	9495 1424
	3AB
	9347 8111
	9347 8969
	Ch 31
	9663 5831
	9663 5931

	Greek
	Greek Times 
	9482 4433
	9482 2962
	
	
	
	
	
	

	Greek
	Melbourne 
	9481 7800
	9481 7800
	
	
	
	
	
	

	Greek
	Greek Herald
	(02) 9562 0500
	
	
	
	
	
	
	

	Hungarian
	Hungarian Life
	9557 2422
	9563 9101
	3ZZZ
	9415 1928
	9415 1818
	
	
	

	Hungarian
	
	
	
	SBS
	9685 2525
	9685 2519
	
	
	

	Indonesian
	Warta Berilia Aquilla
	(02) 95608510
	9560 8510
	3ZZZ
	9415 1928
	9415 1818
	SBS
	9685 2828
	9686 7501

	Indonesian
	
	
	
	SBS
	9685 2525
	9685 2519
	
	
	

	Italian 
	II Globo
	9481 0666
	9486 1412
	Reee Italia
	9481 0666
	9486 1412
	Ch 31
	9663 5831
	9663 5931

	Italian 
	
	
	
	
	
	
	SBS
	9685 2828
	9686 7501

	Macedonian
	Aust Macedonian Weekly
	9471 3960
	9471 3961
	3ZZZ
	9415 1928
	9415 1818
	Ch 31
	9663 5831
	9663 5931

	Macedonian
	Today denes
	9494 2990
	9436 5185
	SBS
	9685 2525
	9685 2519
	
	
	

	Macedonian
	Macedonian Weekly Herald
	5781 0045
	5781 0045
	
	
	
	
	
	

	Maltese
	Maltese Herald
	9359 2474
	9359 2474
	3ZZZ
	9415 1928
	9415 1818
	
	
	

	Maltese
	
	
	
	SBS
	9685 2525
	9685 2519
	
	
	

	Persian/Farsi
	Golbang (published monthly)
	9894 2644 
	
	SBS
	9685 2525
	9685 2519
	
	
	

	Persian/Farsi
	Golchin (published monthly)
	9464 2228
	9464 2229
	
	
	
	
	
	

	Polish
	Polish Weekly
	9362 0128
	9362 0108
	3ZZZ
	9415 1928
	9415 1818
	Ch 31
	9663 5831
	9663 5931

	Polish
	
	
	
	SBS
	9685 2525
	9685 2519
	
	
	

	Portugese
	Portugese Noticlas
	(02) 9680 7877
	9680 8602
	3ZZZ
	9415 1928
	9415 1818
	
	
	

	Portugese
	O Portugese Na Australia 
	(02) 9568 5911
	9560 6044
	SBS
	9685 2525
	9685 2519
	
	
	

	Russian
	Unification
	no record
	
	3ZZZ
	9415 1928
	9415 1818
	Ch 31
	9663 5831
	9663 5931

	Russian
	Horizon
	no record
	
	SBS
	9685 2525
	9685 2519
	SBS
	9685 2828
	9686 7501

	Russian
	Panorama
	no record
	
	
	
	
	
	
	

	Serbian
	World Serbian Voice
	9521 3366
	9521 3436
	3ZZZ
	9415 1928
	9415 1818
	Ch 31
	9663 5831
	9663 5931

	Serbian
	Novosti
	(02) 9562 0575
	(02) 9550 9332
	SBS
	9685 2525
	9685 2519
	
	
	

	Serbian
	Nasa Zena
	9521 3366
	9521 3436
	
	
	
	
	
	

	Spanish
	Extra Informativo
	(02) 9755 7938
	9727 7102
	3ZZZ
	9415 1928
	9415 1818
	SBS
	9685 2828
	9686 7501

	Spanish
	Spanish Herald
	(02) 9321 1639
	(02) 9692 0649
	SBS
	9685 2525
	9685 2519
	
	
	

	Spanish
	El Espanol
	no record
	
	
	
	
	
	
	

	Tamil
	Eelamurasu
	9457 6347
	9408 7303
	SBS
	9685 2525
	9685 2519
	Ch 31
	
	

	Tamil
	Uthayam
	9561 0242
	9561 0242
	3CR
	9419 8377
	9419 4472
	
	
	

	Tamil
	
	
	
	3MDR
	9713 1861
	
	
	
	

	
	
	
	
	
	9754 3390
	
	
	
	

	Tamil 
	
	
	
	3ZZZ
	9415 1928
	9415 1818
	
	
	

	Turkish
	Turkish Report
	9464 7782
	 
	3ZZZ
	9415 1928
	9415 1818
	Ch 31
	9663 5831
	9663 5931

	Turkish
	Yeni Valan
	(02) 9646 3039
	(02) 9643 2361
	SBS
	9685 2525
	9685 2519
	
	
	

	Turkish
	Zaman
	9309 8605
	9370 7225
	
	
	
	
	
	

	Vietnamese
	TiVi Tuan San
	9429 1292
	9429 4969
	PBS
	9534 1067
	9534 5765
	Ch 31
	9663 5831
	9663 5931

	Vietnamese
	Human rights
	no record
	
	3ZZZ
	9415 1928
	9415 1818
	
	
	

	Vietnamese
	Viet Luan
	9521 3366
	9521 3436
	
	
	
	
	
	

	Vietnamese
	Dan Viet
	(02) 9892 4441
	9892 4446
	
	
	
	
	
	

	Vietnamese
	Chieu Duong
	(02) 9725 6112
	9725 6446
	
	
	
	
	
	

	Vietnamese
	TiVi Victoria
	9795 2811
	9795 2944
	
	
	
	
	
	

	Vietnamese
	Thuong Nghiep Tuan Bao -Vietnamese golden guide Weekly
	9421 0655
	9421 0881
	
	
	
	
	
	


(Adapted from Promotional Strategy 2000)

"The Bracks Government is committed to connecting Victorians with the services they need.  It is vital that people from culturally and linguistically diverse backgrounds, who have a disability, are made aware of the services available and are able to access those services."


Honourable Ms Sherryl Garbutt, Community Services Minister, Victorian State Government








 D I S T S S





A study conducted in 1994 by Work/Family Directions, a Boston-based research and consulting firm, showed that for every dollar a company spends on flexible work or family benefits there is a return of $2 to $6 through reduced absenteeism, increased motivation and higher rates of retention. 








It is a requirement within Registered Training Organisations for training and assessment to be equitable to all persons, taking account of cultural and linguistic needs (AQTF, section 8.1 viii).











� 	� HYPERLINK "http://www.dms.dpc.vic.gov.au/" ��http://www.dms.dpc.vic.gov.au/� 


� 	� HYPERLINK "http://www.dms.dpc.vic.gov.au/" ��http://www.dms.dpc.vic.gov.au/� 


� 	� HYPERLINK "http://www.austlii.edu.au/au/legis/cth/consol_act/toc.html" ��http://www.austlii.edu.au/au/legis/cth/consol_act/toc.html� 


� 	� HYPERLINK "http://www.austlii.edu.au/au/legis/cth/consol_act/toc.html" ��http://www.austlii.edu.au/au/legis/cth/consol_act/toc.html�


� 	� HYPERLINK "http://www.austlii.edu.au/au/legis/cth/consol_act/toc.html" ��http://www.austlii.edu.au/au/legis/cth/consol_act/toc.html�


� 	� HYPERLINK "http://www.austlii.edu.au/au/legis/cth/consol_act/toc.html" ��http://www.austlii.edu.au/au/legis/cth/consol_act/toc.html�


� 	Fitch, S., Papanicolaou, E. and Maligeorgos, G., Report No 1 - Developing Accessible Services For People With a Disability and of Non-English Speaking Background: A Model, Action on Disability Within Ethnic Communities Inc. (ADEC), Melbourne; 1992.  Papanicolaou, E., Report No. 2 - Developing Accessible Services For People With a Disability and of Non-English Speaking Background: Implementation of the Access Model With Four Disability Services, ADEC, Melbourne; 1994.  Papanicolaou, E., Report No. 3 - Developing Accessible Services for People With a Disability and of Non-English Speaking Background: An Evaluation of the Implementation of the Access Model, ADEC, Melbourne, 1994.


� 	Minas, I. H., Ziguras, S., Klimidis, S., Stuart, G. W. and Freidin, S. P., Extending the Framework: A Proposal for a Statewide Bilingual Clinical Support and Development Program, Victorian Transcultural Psychiatry Unit, Melbourne, 1995.


� 	Wositzky, K., The Social Support Needs of Arabic Speaking Carers, ADEC, Melbourne, 1996.


� 	Madden, R., Wen, X., Black, K., Malam, K. and Mallise, S., Commonwealth/ State Disability Agreement Evaluation: Supporting Paper 2 – The Demand Study, AIHW, AGPS, Canberra, 1996.


� 	Velanovski, S., A Review of the Accessibility and Responsiveness of NEAMI Programs to People of Non-English Speaking Background, The North Eastern Alliance For The Mentally Ill (NEAMI) Inc., Melbourne, 1996.


� 	Velotti, D. M., Disability Within Families From Non-English Speaking Backgrounds: A Focus on Needs and Perceptions of Culturally Appropriate Day Options, The Multicultural Advocacy and Liaison Service of SA (MALSA), Adelaide, 1997.


�    The Drug Treatment Services Unit, Cultural Diversity Workbook, Aged, Community and Mental Health Branch Division, Department of Human Services, Victoria, 1998.


�    Marks, R., “say my name right!”: Promoting Cultural Responsiveness in Psychiatric Disability Support Services, VICSERV, Victoria, 2000.


�    Acting Race Discrimination Commissioner, On the Sidelines: Disability and People from Non-English Speaking Background Communities, Human Rights and Equal Opportunity Commission, Sydney, 2000.





�    Worthington Di Marzio and Cultural Partners Australia, Access to Information About Government Services Among Culturally and Linguistically Diverse Audiences, Victorian Department of Premier and Cabinet, Victoria, 2001.


�    P. Angley and B. Newman, Who Will Care?  The Recruitment and Retention of Community Care (Aged and Disability) Workers, Brotherhood of St Laurence, Melbourne, 2002.





�    Ian Sharpe, “Slow and Steady!”, Interchange Victoria Respite Care Association Inc., June 2003.


�    41% x 19.3 million (2001 projected population of Australia) = 7,913,00.  60% x 7,913,000 = 4,747,800 which = 24.6% x population of Australia.


�    24.6% x 3,667,000 (people with disability in Australia) = 902,082 which = 4.6% x population of Australia.


�    Assuming that half of those “Not known” and “Not stated” were from CALD backgrounds.


�    Sources: Australian Bureau of Statistics (1988), Disability, Ageing and Carers: Summary Tables (Victoria), Product No. 4430.2.40.1 (ABS, Canberra); derived from Australian Institute of Health and Welfare, (2000) Disability and Ageing, Australian Population Patterns and Implications (AIHW, Canberra).


�    See Appendix 5 “DISTSS CALD Disability Survey Form”, p.44.


�    Due to the limitations of imprecise questions, lack of responses and the unavailability of data, caution needs to be taken when interpreting the information taken from the survey.


�    The information in this section is based upon; M. Mermelas, “Merit Selection Guide for NSW Public Sector Panels”, Office of the Director of Equal Opportunity in Public Employment, NSW, 2002.





� Check radio guides, e.g. the Green Guide for times and days for language programs.
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