
The Committee formed a work i n g
p a rty and employment of people
with disabilities was identified as
one of the priority areas for 2000.
To oversee implementation, the
Equal Op p o rtunity Section tracks
p e rformance against quantitative
and qualitative targets and re p o rt s
regularly to the EEOC. Su c h
a re p o rting system is crucial to
underline management account-
a b i l i t y. 

Get Funds to Sustain the
Pro g r a m
In April 2000, approval was gained
f rom the Vice Chancellor to
establish a Disability Em p l oy m e n t
Fund to be used for traineeship
p rogrammes, work trials and casual
e m p l oyment. The Fund was the
catalyst to move the Un i ve r s i t y
f o rw a rd and was the selling point to
s t a rt with, but as time went by the
divisions we re ready to engage in
the strategy without assistance fro m
the fund.

The ‘business case model’ was
adopted to raise awareness on equal
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T H E K E Y

Mu rdoch Un i versity was re c e n t l y
p resented with two pre s t i g i o u s
a w a rds for its compre h e n s i ve
strategy that focuses on
identifying and re m oving barriers
to a successful working life for
people with disabilities.

In recognition of its disability
e m p l oyment strategy, Mu rd o c h
Un i versity was named the Pr i m e
Mi n i s t e r’s National Em p l oyer of the
Year for 2000 in the Hi g h e r
Education category and Te l s t r a’s
overall National Em p l oyer of the
Ye a r.

Equal Op p o rtunity Manager Casta
Tungaraza and her team devised
f i ve strategies that led to this
winning position. 

Study the Or g a n i s a t i o n’s V i s i o n
The first step was to study
Mu rd o c h’s Equal Op p o rt u n i t y
Policy and how this related to
the Un i ve r s i t y’s mission and vision
statement ‘Put People Fi r s t’. Vi c e
Chancellor Professor St e ve n
S c h w a rtz had said that “equity in all
a reas will be acknowledged as
Mu rd o c h’s stre n g t h” and he wanted
to see Mu rdoch become an
e m p l oyer of choice for people with
d i s a b i l i t i e s .

K n ow the Rules and Play the
Game We l l
The next step was to work out a
strategy tow a rds achieving this goal.
The Un i ve r s i t y’s staffing profile was
analysed and it became appare n t
that employment of people with
disabilities was an area that re q u i re d
attention. 

High level support of senior
e xe c u t i ves and middle managers
was re q u i red to achieve change and
the Equity and Equal Op p o rt u n i t y
Committee (EEOC), comprised
of Academic Council and Se n a t e ,
was considered the appro p r i a t e
s t ru c t u re to provide this support .

e m p l oyment opportunity for
people with disabilities. T h i s
implies that the divisions can access
p reviously untapped quality human
re s o u rces, achieve respect as a good
corporate citizen, and cre a t e
b roader community goodwill to
enhance the profile of the
Un i versity as an exe m p l a ry
e m p l oyer of choice for people with
disabilities. 

Ta i l o red divisional employ m e n t
strategies we re developed by
identifying needs, appro p r i a t e
positions and projects thro u g h
consultation and awareness raising.
A client database was deve l o p e d
based on resumes, conducting
i n t e rv i ews with clients, and in

MURDOCH W I N S
E M P L OYER AWA R D S

continued on page 2

Chief Exe c u t i ve Officer Good Samaritan Industries, Mr Mike Wa l l i s - Sm i t h ;
Prime Minister John How a rd; and Equal Op p o rtunity Ma n a g e r,

Dr Casta Tu n g a raza at the award ceremony at Pa rliament House, Ca n b e r ra .

Mu rd o c h’s access rate for
students with disabilities is

a l ready above state and
national averages, and the
aim is to parallel this with

a similar staff pro f i l e .
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THE KEY
C O M M E N T

Maxine Murray
Director of Equal Opportunity
in Public Employment

I am ve ry pleased to be able to congra t u l a t e
Murdoch Unive rsity on its success in implementing
e f fe c t i ve strategies for the employment of people
with disabilities (as featured in our cover story ) . It is
good to see their effo rts and the positive impacts
r e c o g n i s e d .

Murdoch Unive rs i t y ’s program has been part of a
d e l i b e rate strategy and a long-term project of the
Vice-Chancellor and the senior management. I am

a lw ays delighted to help
promote such examples as
b e s t - p ractice for other publ i c
sector agencies.

The employment and
management of people with
disabilities is not just a
r e c ruitment issue. An added
complexity is that employe e s

m ay acquire a disability after commencing
e m p l oy m e n t , which may or may not be wo rk -
r e l a t e d . Motor vehicle accidents, other trauma and
m a ny illnesses may result in the need for greater
wo rkplace flexibility.

M a ny agencies wo rking towards achieving a dive rs e
wo rk force realise they need more than proactive
s t ra t e g i e s . Good data is also an essential factor.

Collecting accurate data on people with disabilities
has alw ays been difficult due to the reliance on self-
n o m i n a t i o n .M a ny people feel uncomfo rt a ble about
r e vealing such personal info rmation and may eve n
be fearful of the potential consequences to their
e m p l oy m e n t . One solution is for the employer to
focus on the many benefits a dive rse wo rk fo r c e
b rings to the agency. By creating such positive
changes to a wo rkplace culture the employer can
m a ke it safe for such personal disclosures, a n d
i m p r oved data collection allows better monitori n g
and evaluation of stra t e g i e s .

Our case study on the back page highlights the
need for employe rs to assess individuals against
s p e c i fic positions and not fall into stereotyped global
decisions about either the person with the disability
or the job. Attempting to match the wo rk force to
the community requires info rmed thinking,
p r o a c t i ve strategies and good data collection.

My Office has many examples and ideas to share
with agencies looking to achieve a more dive rs e
wo rk fo r c e. Our consultancy services are freely
av a i l a bl e.

collaboration with disability employment agencies. This made it
possible to find the expertise re q u i red by divisions and match
candidates with re q u i red skills.

L i k ewise, orientation pro c e d u res we re developed for both new
e m p l oyees with disabilities and existing staff. These pro c e d u re s
include needs analysis and provision of suitable office facilities. 

Un c over False As s u m p t i o n s

The launch of the Disability Em p l oyment Fund brought together
Un i versity senior exe c u t i ves, middle managers, heads of schools and
disability employment agencies to develop networks and discuss
a vailable support and practical initiatives for employing people with
disabilities. Management invo l vement and leadership is crucial to
the surv i val and success of the pro g r a m .

The launch was also used to demystify false assumptions and
attitudes tow a rds employing and working with people with
disabilities. A number of managers believed that employment of
people with disabilities meant having a large budget for
accommodation, rearrangement of office space and boundless time
to assist the employee in performing their duties. T h e re are
C o m m o n wealth government support services available to assist
e m p l oyers of people with disabilities including funds to cover office
re q u i rements, reimbursement of a percentage of salaries, and
ongoing support from a case-worker if necessary.

Ad vocate Cultural Change and Keep Up the Mo m e n t u m .
Another key strategy is the awareness raising of staff on the
i m p o rtance of preparing existing employees to be inclusive and tre a t
staff with disabilities with respect. T h e re was a period of building
t rust with disability employment agencies to provide the right
candidates for the job and to deliver the promised serv i c e s .
Mu rdoch employed qualified candidates to fill positions that we re
falsely considered to be too complicated for people with disabilities
ranging from Internet web-designing to clerical services. W h e re ve r
possible, the focus is put on long term employment. 

The various initiatives have been undertaken with a great deal of
w o rk done in partnership with disability employment agencies such
as Wo rk-plus Em p l oyment Se rvices, Commonwe a l t h
Rehabilitation Se rvices and Professional Vocational Se rvices. 

Good examples of cultural change are demonstrated in a number of
divisions. In i t i a t i ves have become a norm rather than a token and
managers are beginning to walk the talk. To keep the strategy alive ,
communication between staff and management to clarify objective s
and forming a support network is necessary.

Mu rdoch has succeeded in laying a cornerstone for change in this
a rea but more work is planned to achieve the Vice Chancellor’s goal
of Mu rdoch becoming an employer of choice for people with
disabilities. 

Now the university is moving on to another phase - encouraging
other organizations to work together in bringing real change.
Mu rdoch is hosting the 2001 consultation sessions on employ m e n t
of people with disabilities organised by the De p a rtment of Fa m i l y
and Community Se rvices. The consultation sessions will bring
together organisations that have good track re c o rds to share
experiences with others that are thinking about taking up initiative s .

Mu rd o c h’s message to senior management is:

Concentrate on what people can do and not what
t h ey can’t do. It is your responsibility to identify

and re m ove artificial barriers.

continued from page 1
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D i versity in Local Government ~ June 2000

Number of Employees

% Women

% of FTEs (Wo m e n )

1999 19942000

15,146 15,273 13,087

45.9%

43.7%

45.2%

43.1%

37.7%

38.0%

Representation of EEO Groups in
Local Government  - June 2000

Indigenous Australians

2000
based on a

sample of 77.8%

241

127

473

2.4%

1.2%

4.4%

Re p resentation of Women in Local Gove rnment - June 2000

% of Women in Local Government, 1993 - 2000

% of EEO Groups, in Local Government,  1994 - 2000

Representation of  Women
In June 2000, women comprised 45.9% of the local
government wo r k fo rce of 15,146 employe e s , a slight
increase (0.7%) since 1999. While the numbers of men and
women are now similar, the employment patterns for men
and women continue to differ. The permanency rates for
women (57%) are lower than for men (81%) and 20% of
women are part time compared to 3% of men. An estimate
of the full time equivalent positions occupied by men and
women indicates that women fill 43.7% of full time
equivalent positions.

The following graph shows the long term trends for women
in local government.

Distribution of  Women
The proportion of women at the higher salary levels in local
government has increased substantially in recent years.
Women now make up 17.4% of the top salary levels (over
$49,303) and 30.0% of the middle salary levels ($41,588 to
$49,303). Comparisons with the nearest equivalent salary
levels in previous years are shown below.

Representation of EEO Groups
Of all local government employe e s , Indigenous A u s t r a l i a n s
comprised 2.4%, people of culturally diverse backgro u n d s
comprised 4.4% and people with disabilities comprised 1.2% in
June 2000. All groups have shown a slight increase since 1999.

The current permanency and part-time employment rates
for each of the EEO groups are similar to the workforce as
a whole.

Distribution of EEO Groups
The representation of people in EEO Groups at the top
salary levels remains lower than their representation in the
workforce as a whole. However, there was a considerable
increase in the percentage of Indigenous Australians,people
of culturally diverse backgrounds and people with
disabilities at the top salary levels between 1994 and 1999.
In 2000, the percentage at the top salary levels remains
similar to 1999.

The following graph shows the long term trend in the
percentage of Indigenous Australians, people of culturally
diverse backgrounds and people with disabilities in local
government.

Comparisons are with the nearest equivalent salary levels available from
previous years.

In 2000,the local government workforce had 8.8% at the top salary levels
(>$49,303) and 8.4% at the middle salary levels ($41,588-$49,303).

In 1999,the local government workforce had 9.1% at the top salary levels
(>$46,910) and 7.5% at the middle salary levels ($40,445-$46,910).

In 1994,the local government workforce had 5.8% at the top salary levels
(>$42,815) and 7.8% at the middle salary levels (33,400-$42,815).

% Women at middle salary leve l s

% Women at top salary leve l s

1999 19942000

30.0%

Distribution of Women at Higher Sa l a ry Ranges in
Local Gove rnment - June 2000

28.8% 23.0%

17.4% 13.4% 8.2%

People with disabilities

People from culturally
diverse backgrounds

1999
based on a

sample of 85.7%

255

110

506

1.9%

0.9%

4.0%

1994
based on a

sample of 74.0%

183

37

172

2.6%

0.5%

2.7%

Distribution of EEO Groups at Higher Salary Ranges in
Local Government  - June 2000

Indigenous Australians

2000
based on a

sample of 77.8%

5

7

25

0.5%

0.7%

2.5%

People with disabilities

People from culturally
diverse backgrounds

1999
based on a

sample of 85.7%

4

9

27

0.4%

0.9%

2.6%

1994
based on a

sample of 74.0%

0

1

4

0.0%

0.2%

0.7%

Number and % at
higher salary ranges

• In 2000,the top salary levels were >$49,303.
• In 1999,the top salary levels were >$46,910.
• In 1994,the top salary levels were >$42,815.

No. % No. % No. %

No. % No. % No. %
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CASE STUDY
L o g a n v The State of Western Australia (Ministry of Justice)

be able to restrain when necessary.
Ms Logan’s employment was then
terminated in November 1997 on
the basis of the Medical Board’s
recommendation that she was ‘unfit’.

When considering this complaint
the Inquiry Commissioner had to
determine whether, as the
complainant asserted, the employer
discriminated against her because of
her impairment by:

• dismissing her from her 
employment as a prison officer;

• not accommodating her impair-
ment by putting in place 
alternative work arrangements;

• not transferring her to the newly 
c reated position of store s /
laundry officer; or alternatively

• not considering her application 
for the position of store s /
laundry officer.

The In q u i ry Commissioner
determined that it was an essential
feature or defining characteristic of
the employment of a prison officer
that she be able to restrain prisoners
without undue risk to herself and
fellow employees.  On the basis of
the medical evidence about the
c o m p l a i n a n t’s impairment the
Inquiry Commissioner found that
her dismissal from the position of
prison officer did not constitute
unlawful discrimination.

Nor did the Inquiry Commissioner
find that the employer had any
obligation to accommodate the
c o m p l a i n a n t’s impairment by
putting in place alternative work
arrangements, such as placing her in
an area with less likelihood of the
need to restrain prisoners, or by not
requiring her to rotate shifts.  It was
determined that such arrangements
would not have ‘enabled’ her to meet
the inherent re q u i rements of the
position of prison officer, rather they
would have ‘avoided her having to
comply with that requirement’.

Ms Logan, a prison officer located
at Bunbury Regional Prison lodged  a
complaint under the Common-
wealth Disability Discrimination Act
when she was not considered for a
stores/laundry position because of a
back injury.  Ms Logan’s back injury
meant that she was assessed as unable
to continue in her employment as a
shift prison officer because she was
no longer able to restrain prisoners,
an inherent re q u i rement of the
position.

Ms Logan had been employed as a
shift prison officer since 1986.  Sh e
had a history of back injuries and had
been off work intermittently because
of her impairment.  In 1996 she had
commenced a return to work pro g r a m ,
h owe ver medical advice from a
number of sources had indicated that
having her engage in the restraint of
prisoners would adversely affect her
condition which was described as
being a ‘m u l t i - l e vel, lower lumbar,
d e g e n e r a t i ve disc disease.’

As part of Ms Logan’s rehabilitation
program it was suggested that a new
position be created in the
l a u n d ry / s t o re room which would
involve the supervision of prisoners.
This position was to be classified as
an industrial officer position, one of
the two grades of the position of
prison officer.  Despite this
suggestion Ms Logan’s employer, the
Ministry of Justice advised that she
should not be considered for any
position in the prisons since the
ability to restrain prisoners was an
inherent requirement of all positions.

Ms Logan was subsequently not
c o n s i d e red for the position of
stores/laundry officer when it was
advertised, even though the position
primarily invo l ved non-security
functions.  It was the Mi n i s t ry’s
contention that where prisoners
worked with tools, such as in the
store/laundry, these could be used as
weapons and there f o re officers
supervising these prisoners needed to

It was also determined that the
refusal by the employer to consider
Ms Logan’s application for the
position of stores/laundry officer was
the real ground of complaint.  The
In q u i ry Commissioner established
that there appeared to be a general
belief that the grade of prison officer
classified as industrial officers,
including the store/laundry position,
needed to be able to re s t r a i n
prisoners.  It was established however
that not all the industrial officers
were qualified as shift work prison
officers, and that there had been no
specific analysis of the stores/laundry
position to show the need to restrain.

The In q u i ry Commissioner
concluded that the employer had not
discharged its onus of proving that it
was an inherent requirement of the
position of stores/laundry officer that
the holder of that position be
physically able to restrain prisoners.
The stores/laundry officer’s contact
with prisoners was significantly more
limited in nature, extent and
circumstances than that of a shift
prison officer, and was one where
prisoners we re of minimum or
medium security risk and often
worked unsupervised.

Ms Logan was awarded damages of
$35,000 as compensation for the
value of the lost opportunity to be
p roperly considered for the
stores/laundry position.  She was also
a w a rded $3,500 for hurt and
humiliation.

Implications for Employers
The distinction made in this inquiry
was the failure of the employer to
analyse the specific job in question,
namely the position of stores/laundry
officer. The message to employers is
to not rely on the requirements of a
general class of position when
considering whether a part i c u l a r
position would be suitable for a
person with an impairment.

Adapted from CCH Eq u a l
Opportunity Law Reporter 93-108.
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