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WB:
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WWDA:
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WWDACT:

Women with disability ACT

WWDQLD:

Women with disability Queensland

WWDSA:

Women with disability South Australia

WWDWA:

Women with disability Western Australia

WWD:

Women living with disabilities
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SUMMARY
Research and statistics show that Australian women living with disabilities (WWD) are facing
multiple layers of disadvantage with regards to labour force participation, compared to
women without disability, or men with disabilities (MWD). The Government of Australia
endeavours to improve the employment of people with disabilities (PWD) through legislative
change. However, there is a lack of research assessing NGOs (Non-profit Organisations)
roles in supporting WWD into work in Australia. The purpose of this research is to assess
how two NGOs, namely Women with Disabilities in Australia (WWDA) and Disability
Employment Australia (DEA) have supported WWD to secure employment during the period
of 2014-2018. This analysis is informed by Marxist Feminism, Intersectionality and Feminist
Disability Theory, and analysed the NGOs across 7 key themes: 1) awareness raising to
strengthen employment opportunities for WWD, 2) inclusion WWD in their activities,
advocacy and reports, 3) intersectionality in diverse cultural and social background groups
4) partnership development to strengthen their voice and results, 5) discrimination against

disability in employment, 6) telling WWDs’ stories: mapping the importance of employment
for WWD 7) types of disability with different barriers in employment. In the thesis, I argue
that while NGOs have been partially successful in their strategies to support WWD to gain
employment, WWD in Australia are not sufficiently supported through this work by NGOs
and continue to be disadvantaged due to a lack of gender responsive action. Further focus
on gender, disability and employment of NGOs, representative of the various disability
groups is needed, to boost the labour rates for WWD in Australia.
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CHAPTER ONE: INTRODUCTION
This chapter will introduce the thesis through four main sections. The first section outlines
the research problem, explaining why the issue of employment for Australian women living
with disabilities (WWD) is important as a focus of study. The second section provides the
social and political context for the issue, providing the most recent statistics about Australian
WWD and their work and employment status, along with the hurdles that impede their
participation in the labour force. The third section provides a brief overview of the
government’s employment aid measures for Australian people living with disabilities (PWD),
and more specifically for WWD, including both legal frameworks and employment support
programs. In this section, there will be a discussion about NGOs’ (Non-profit Organisations)
roles in implementing programs supporting employment opportunities for PWD. In the final
two segments, my research questions and the objectives of the study are elucidated and
clarified. The last section will outline the structure of the thesis.

I.1 Research problem
‘The sad reality is that there are many employers who just won’t employ us- they see
us as a burden and a ‘cost’. I have been to so many job interviews in my life- I have
qualifications, but I always miss out. I’m always old that its ‘merit based’ but I don’t
believe this. It is demoralising when you go for interview after interview and you know
you can do the job- but you are never given a change. I am certainly not
‘unemployable’- but how am I supposed to change discriminatory attitudes’
(WWDWA 2014, p.10)
By opening with this statement from a case study, it is clear that the issue of work and
employment for WWD is crucial and essential to study due to a number of important issues.
First and foremost, it addresses a social issue: WWD universally, are among the most
vulnerable, marginalized and disadvantaged groups. Globally, women have higher
incidences of varying disabilities and they also endure double vulnerabilities or handicaps
on the grounds of their gender and disability (Schur 2004, p. 253; WHO & WB 2011, p. 262;
Disabled World 2019). Compared to men with disabilities (MWD) and women without

disability, the International Labour Organisation (ILO) (2019a) notes that WWD have lower
employment and income levels, higher poverty rates (Schur 2003, p.56) and high rates of
unemployment. This is replicated in findings discovered by the Organization for Economic
Co-operation and Development (OECD) countries (UN n.d.). For example, in Australia, the
disability employment rate (53.4%) is much lower than that of the non-disability employment
1

rate (83.2%) and the proportion of WWD (49.4%) in employment is lower than that of MWD
(57.8%) (ABS 2016a).
Secondly, it addresses a theoretical gap: employment for WWD historically, has been largely
ignored by disabilities studies, gender scholarship and feminist movements (Traustadottir
1990, p.1; Pokempner & Roberts 2001 p. 425; Harriss-White 2003, p.2). According to
Margaret A. Nosek and Rosemary B. Hughes (2003, p. 225), despite their greater numbers,
WWD have been particularly neglected in much of the research about disability and work,

(Jans & Stoddard 1999, p. 15). While the general issues of gender inequality in employment
have been noted since the 1980s (Tong 2009, p. 53), WWD are too often left out of such
discussions when addressing, for example, feminism and equal wages (Kim 2019).
Explicating this problem, Sarah Kim (2019) suggests it may be a lack of awareness by nondisabled feminists about the intersections of feminism and disability that are causal to
inattention to the issues faced by WWD.
Finally, this thesis addresses an issue of social justice: work and employment are vital to

advance independence for WWD, since this helps generate income, and build social
networks to prevent material hardship, poverty and isolation (Lonsdale 1990, pp. 89-90). On
a larger scale, not only do WWD derive benefits from employment, but businesses,
governments and the economy also gain financial and social advantages (AHRC 2016, p.
50). Without employment, the effects of ‘double discrimination’ for WWD may also bring
about ‘severe depression and despair’ which then become further impediments to work
(Halib 1995, pp. 50-51). Hence employment opportunities should include WWD to ensure
their equal rights with others in society.
As such, more studies are needed that provide a comprehensive understanding about the
barriers WWD face regarding employment and, most importantly, focus on solutions that the
government and NGOs in Australia are needing to or are currently undertaking.
We can see that the government have developed and adopted policies or programs on
employment for PWD, but the research here will show that it is NGOs who do more to
monitor or implement such policies. Currently, NGOs directly implement most of the

disability employment programs, hence understanding how NGOs function in this area is
crucial for comprehending the quality of implementing policies and relevant programs. It is
hoped that further studies of these NGOs and these programmes will lead to finding
solutions for a further increase in participation in Australia labour markets by WWD, in order
to improve inclusion in society and financial independence.
2

I.2 Australian women with disabilities and their employment issues.
According to the survey conducted by the ABS in 2015 and released in 2016, there were
4.3 million Australians living with one or multiple forms of disability, accounting for 18.3% of
the total population. Women have slightly higher incidences (18.6%) compared to their male
counterparts (18.0%) (ABS 2016a).
Employment statistics, in Australia, show that 2.1 million PWD are in the working age range.
As discussed above, the percentage of WWD in employment is lower than MWD. Breaking
this down further, WWD have higher rates of employment on a part time basis (WWD 26.2%,
MWD 15.7%) with lower rates of full-time employment compared to MWD (WWD 18%,
MWD: 38.1%) (ABS 2016a). This differentiation may correlate closely to the lower income
rates for WWD and a higher risk of gender and disability discrimination than that experienced
by their male counterparts. These experiences, encountered by Australian WWD in
employment, are similar to other WWD worldwide.
In summary, in Australia, PWD in general, have lower job rates and lower income rates than
people without disabilities. Among these disadvantaged groups, WWD in Australia, are the
most vulnerable, have somewhat higher incidences of disabilities, higher rates of profound
core activity limitation, lower job rates and suffer a higher risk of discrimination compared to
MWD.

I.3 How women with disabilities are supported to access work.
In Australia, both the government and NGOs play a key role in successfully aiding PWD to

be included in society. The government of Australia have developed some specific support
measures in terms of both legal frameworks and employment support programs, while
NGOs are more active in the delivery of these policies under government instructions or
other advocacy activities.
The Government of Australia

In terms of legislation; policies, relevant to human rights, disability services, equal
opportunities and disability, were formulated to protect PWD from discrimination in
employment. These include the Human Rights Commission Act (1981), the Disability
Services Act, the Human Rights and Equal Opportunity Act (1986) and the Disability
Discrimination Act (DDA) (1992). These Acts, as James O’Brien and Ian Dempsey (2004,
p. 132) argued, aimed to strengthen the environment in terms of politics and legislation for
the enhancement of disability employment opportunities in Australia. In respect to
3

employment, The Fair Work Act (2009), the United Nation’s Convention on the Rights of
Persons with Disabilities (2006) (CRPD), the Workplace Gender Equality Act (2012) and the
National Disability Strategy (NDS) (2010–2020) also aim to advance disability employment
strategies and increase equal employment opportunities for WWD.
The most recent National Disability Insurance Scheme Act (2013) (NDIS) has been a
significant development within the government, for supporting equal work rights for PWD
(Kayess, Sands, & Fisher 2014, p. 383; AHRC 2016, pp. 408-411; Xu & Stancliffe 2019, p.

51). The NDIS focuses on increasing social and economic participation for PWD. Through
this scheme, PWD are to receive both direct and indirect support for taking part in the labour
force, through individual and customized plans developed by PWD and Disability Service
providers, in which personal goals, the steps to reach these goals and the monitoring of
these are clearly indicated (NDIS 2019).
Regarding employment support programmes, PWD in both the long and short term, are able
to access vocational training or training on job seeking and retention skills through Australian

Disability Enterprises (ADEs) which focus on sheltered employment (DSS 2019). In addition,
there are the Disability Employment services (DES) which focus on open employment (DEA
2019c). PWD may access the ADEs through their NDIS registration or DES through
JobAcess websites (DSS 2019).
In addition to paying direct attention to PWD, the government was also alerted to the
necessity of creating accessible working environments, by funding employers who recruited
employees with disabilities. This ensured accessibility for PWD, including fair physical
working conditions, working tools and devices (Job Access 2019).
Australian Non-profit Organisations

Where the government, in order to better assist PWD, set up legal frameworks to protect
their rights, creating a platform for further job opportunities and a fund for employment
support programs (DSS 2009), NGOs are ‘on the ground’. They provide other indirect
support (such as advocacy activities, contributions to policy development) or direct support
(on-the job training, job seeking and job matching). NGOs collaborate with government’s
agencies to deliver the activities supporting PWD in employment and to also advocate for
policy reform (Kayess, Sands, & Fisher 2014, p. 385) to provide better conditions for PWD
in employment.
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In this research, therefore, two specific NGOs will be assessed, these are Women with
Disabilities Australia, representing WWD in Australia (WWDA n.d.b) and Disability
Employment Australia (DEA), being the peak organization of Disability Employment Service
(DES) providers (DEA 2019a). These NGOs have been selected due to their representation
of WWD and of the disability employment sector, which are the most relevant to the research
area. Both of them focus on disability and employment in different ways. WWDA focuses on
a broad range of issues including employment for WWD in particular, while the DEA pays
attention to PWD in general, with their specific focus being ‘disability employment services’.
As I discussed above, while we know something about government support, very few studies
have been undertaken to explore how NGOs support WWD into work. The numbers of WWD
assisted into work may depend largely on the quality of implementation of policy and
supporting programs of a particular NGO. Hence, these NGO’s have been selected as the
focus of this study.

I.4 Research questions
As previously discussed, PWD have become a focus of government policy and service
provision. However, as I have also argued above, the rates of employment for WWD are low
compared with MWD and women without disability. In addition, little research has been
undertaken to assess how NGOs support WWD into work. Hence, the research question is:
How have Australian NGOs intervened in the needs of Australian WWDs in relation to
employment in the five-year period from 2014-2018?

I.5 Research aims and objectives
In order to address the research question, this thesis focuses on the work two NGOs – the
DEA and WWDA – and aims to assess the ways in which they support Australian WWD into
work, through analysis of their annual reports from 2014-2018. The objectives are as follows:
•

To outline to support programmes and activities provided by DEA and WWDA;

•

To discover the strength and weaknesses of DEA and WWDA’s approaches in
supporting WWD into work;

•

To propose practical recommendations.

I.6 Thesis structure

5

The remainder of the study will be structured as follows. Chapter 2 will provide definitions of
gender and disability and how these understandings are informed by Marxist Feminism,
Intersectionality and Feminist Disability Theory. Chapter 3 will review the current literature
on employment for PWD/WWD and gender internationally, and within Australia. Chapter 4
presents an overview of the operations of two NGOs (DEA and WWDA). Chapter 5 will cover
the research methodology selected to collect and analyse data. Chapter 6 will demonstrate
the findings and present the discussion of the study. The final chapter will present an
overview of the findings, recommendations to NGOs, the research limitations and the
recommendations for further study.
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CHAPTER TWO: THEORETICAL FRAMEWORKS
This chapter contains three key sections. Firstly, it will outline and define the two key
concepts which will flow throughout and shape the research: gender and disability. In the
following section, I will explore how these understandings of gender and disability are
informed by the theoretical frameworks that underpin the analysis, namely Marxist
Feminism, Intersectionality and Feminist Disability Theory. These theories will be employed
to scrutinize and understand how and what assistance is given to WWD to participate in the
labour force through the work shown in the case study, the NGOs and their roles.

II.1 Main concepts
II.1.1 Gender

Since the early 1970’s, ‘gender’ as a term and as a specific theory has been utilized in a
number of scholarly fields (Jackson 1998, p. 131) as means to understand gender inequality.
There is no room in this thesis to explore the many different theoretical approaches to

gender across the different scholarly fields – as such. For the purposes of this thesis, I will
draw on theories that broadly argue that gender is a social construction. In particular I draw
on the insights from sociology, which argue that gender is described as the cultural,
psychological and social practices that construct the distinct roles of men and women in
specific contextual circumstances (West & Zimmerman 1987, p. 125; Giddens 1997, p. 91
and Lindsey 2011, p. 4). Gender, then, is considered socially constructed through learned
practices and, as argued by West and Zimmerman (1987, p. 126), people are ‘doing gender’
through daily mutual interactions. In her research, Anna Mary Harewood (2014, pp. 9-10)
revealed that gender is produced under structural and institutional practices where its
conceptualization disadvantages women and advantages men. As a result, gender
definitions are regarded partly as mechanisms of inequality between men and women. John
J. Macionis (2001, p. 326) also maintains that this social construction of gender affects both
the ‘opportunities and constraints’ of males and females in daily life. More specifically, in
2015, David Knights (p. 203) argued that gender distinctions that are simply binary
(male/female as two distinct genders) reinforce ‘discriminatory and hierarchical judgements,’
particularly in the employment context. In these environments, Gemma Wright (2015, p. 6),
states that it is hard to change ‘dominant gender work cultures’ that particularly affect women
working in management positions, in ‘masculine’ dominated fields. The meanings ascribed
to gender regulate men and women and bring about more drawbacks for women. When
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employing this term in the workplace environment, women tend to be more discriminated
against and face more barriers as members of the labour force.
II.1.2 Disability

The term ‘disability’ has been interpreted through three different perspectives in disability
studies, known as the medical, social and social relational models (Longtin 2009, p. 11,
Martin 2013, pp. 2030-2031, Wright 2017, pp. 11-14). Firstly, (historically one of the first
‘models’ used to define PWD), to the medical model, ‘disability is conceptualized as a

physiological condition that requires correction through appropriate rehabilitation and/or
medical treatment’ (Areheart 2008, p. 186). Expanding on this medical model approach,
Katie Wright (2017, p. 11) argues that PWD are then ‘seen as ‘broken’ or ‘defective’, ‘pitied’
therefore need to be ‘fixed’ or ‘cured’’. As a result, many scholars critique this model, in
particular because they overlook the social and environmental factors (Pearson 2012, p.13).
However, globally, in legislation, this medical model still often seems to be applicable; such
as through ‘Americans with Disabilities of 1990 (Office of the Legislative Counsel n.d., p. 4)
and the Australian Disability Discrimination Act 1992 (Australian Government - Federal
Register of Legislation n.d., pp. 4-5). Other research posits the social model of disability. It
elucidates disability as a ‘social construction shaped by societal forces’ rather than simply a
medical condition (Pearson 2012, p. 6). According to this model, ‘disability is a form of
oppression created by social institutions such as: education, family, housing, finance,
employment, culture, and the built environment,’ (Pearson 2012, p. 6). This model sheds
light on the differentiation of disability, referring to the socially generated system of
discrimination that oppresses PWD because of their impairment, instead to ‘functional

limitation’ for PWD (Longtin 2009, p. 12). Thus, this framework shifts focus away from the
biological condition requiring ‘correction’ to external factors of physical environment in
institutions such as components related to society, economies, politics, history, culture and
education (Pearson 2012, pp. 12-13).

In response to critiques of the medical and social models, a social relational model of
disability proposes that the physical difficulties and barriers in terms of society and
environment are impairments that all occur concomitantly (Martin 2013, p. 2031). In 1999,
Carol Thomas (p. 60) defined this model, stating it “is a form of social oppression involving
the social imposition of restrictions of activity on people with impairments and the socially
engendered undermining of their psycho-emotional wellbeing”. Hence, applying this
definition, according to Thomas Carol (2007) disability is recognised as: 1) ‘barriers to doing’,
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2) ‘impairment effects’, and 3) ‘barriers to being’ (cited in Wright 2017, pp. 13-14). This model
is more reasonable and logical since it integrates both the medical and social models but
adds lived experiences and context to these, and as a result is more comprehensive (Martin
2013, p. 2031).

II.2 Theoretical frameworks
As already indicated, this study will highlight how the two NGOs, WWDA and DEA, support
WWD to access job opportunities and will look at the specific initiatives and information from
2014-2018. To do that, several theoretical frameworks including Marxist Feminism,
Intersectionality and Feminist Disability Theory will be employed to explore, understand and
analyse the discrimination experienced by WWD in employment. Hence, in the following
section, I will outline how these theoretical frameworks are helpful to this study.
II.2.1 Marxist feminism

There are several advantages to using Marxism to elucidate gender inequality in
employment. Firstly, Marxism is the first theory that questioned women’s oppression or
gender inequality in capitalist societies. Marx helped to identify how capitalism oppressed
women through its structures, processes and contradictions, resulting in furthering
inequalities between men and women (Gimenez 2005, pp. 11 -18). Strongly focussing on
‘the social relations of economic oppression and exploitation’(Acker 1999, p.46), Marx
proved gender inequality was rooted in the structure of capitalism. This was further
demonstrated by Engels, who indicated that capitalism actually intensified ‘male domination
in three ways: creating more wealth therefore conferring more power on men; turning women
into consumers; and freeing men to work in factories and assigning women to housework’
(Macionis 2001, p. 334).
Using Marxist methodology, Martha Gimenez (2005, pp. 23-24) scrutinized how production
determined and subordinated reproduction and how this affected the subordination of
women. In particular, in her understanding of Marx’s writing, capital accumulation turned
male workers into the main source of economic survival through wages, whereas their
female counterparts took on both paid work and unpaid domestic work. She also further
argued that the structure of capitalism allocated women primarily to the domestic sphere or
reproductive labour and only secondarily to paid (waged or salaried) labour. By this, the
differences in economic, social and politic power were established.

9

Hence, Marxist feminist insights are helpful because they shed light on gender inequality
and employment. However, women are not all affected in the same way in relation to
employment. So, this thesis draws on a further theoretical framework to analyse how women
differ in terms of social location, race, and class, in particular, how gender intersects with
disability causing double disadvantages for WWD access to the labour market.
II.2.2 Intersectionality

As the human experience is complex and diverse, there is a need to take into account the

factors that influence the social position and social locations of women in differing ways.
While Marxist feminism focuses on ‘women’ and class/inequality, this thesis draws attention
to the particular experiences of disabled women. As such, this study draws on how the
intersections of ‘disability’ and ‘women/gender’ affect employment and therefore class
location. These different parameters of identity interact to contribute to the ways social
inequality affects different women in different ways (Loeb et al. 2013, p. 172). Thus,
intersectionality is useful because it comprises the “interlocking oppressions,” (Peter, Alem
& Knabe 2018, p. 269; Haegele, Yessick & Zhu 2018, p. 209). Intersectionality, as Naples,
Mauldin and Dillaway (2019, p. 5) stated, teases out the complexities of the intersections
among race, gender, class, sexuality and ability along with other dimensions including
factors of society, culture, politics and economy.
Furthermore, intersectionality is regarded as a very valuable framework for analysing
marginalization, exclusion, and the oppression experienced by WWD. This framework
recognizes the pervasive effects of gender inequalities that affect all women, and the other
factors such as disability, that contribute to multiple layers of discrimination (Moodley &

Graham 2015, p. 31; Erevelles & Minear 2010, pp. 141-142; Nguyen & Mitchell 2014, p.
330). Intersectional theory, according to Harewood (2014, p. 10) strengthens the
comprehension of gender differentiation and gender inequalities that are mutually
constructed by other forms of difference and inequality including race, ethnicity, class,
sexuality, and age.
Finally, this theory also assesses the construction of power relations. Using this analytical
tool, the attention to “inequality, relationality, power, social context, complexity, and social
justice” are all centred upon, and show that not all women’s experiences are the same (Hill
& Bilge 2016, pp. 27-29). Hence, by drawing on this framework, the themes of race, ethnicity,
class, sexuality and age generally contribute to an understanding of how multiple identities
(femaleness, disability) have influenced disadvantages in employment (Haegele, Yessick &
Zhu 2018, p. 306).
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Through this theory, it is true that diverse forms of power and inequality are incorporated
into the analytical framework. However, according to Naples, Mauldin and Dillaway (2019,
p. 10), disability tends to be neglected in most contemporary intersectionality studies.
Hence, it is essential to apply a further theoretical framework, such as Feminist Disabilities
Studies, to enhance the understanding of these issues.
II.2.3 Feminist Disability Theory

In order to strengthen the study of the experiences of WWD in employment, Feminist

Disability Theory is indispensable, since it probes identity, theorizes intersectionality, and
investigates embodiment (Garland-Thomson 2005, p. 1559). Firstly, while feminism
critiques how women are understood and disadvantaged, disability studies describe how
PWD are disabled by exclusion due to inaccessibility. Building on the strengths of both
scholarships, feminist disability theory probes the identity of both women and those with
disabilities (Garland-Thomson 2011, p. 14). Secondly, because it interweaves gender and
disability, Feminist Disability Theory helps to reimagine both disability (Garland-Thomson
2005, p. 1557) and gender (Kim 2011, p. 1). As such, this theory consolidates WWD’
experiences into both scholarly fields but also transforms the two studies (Garland-Thomson
2011, pp .13-18). Thirdly, this theoretical framework reveals how people with various
differences (physical, mental and emotional) were viewed as defective and excluded from
society (Knoll 2012, p. 49). Disability instead defined as a vector of identity constructed by
society and a form of embodiment, (Garland-Thomson 2005, pp. 1558-1559; Knoll 2012, p.
49). Lastly, Feminist Disability Theory contribute to a vast body of ‘critical cultural work’ to
comprehend how disability has been excluded by the whole system and discriminated

against due to human differences and how thus disability can be framed ‘as an effect of
power relations’ (Garland-Thomson 2005, p. 1557). To sum up, Marxist feminism is an
important tool to unpack the social inequalities caused by capitalism and the particular
effects on women, while intersectionality and feminist disability frameworks explore and
elucidate why women living with disabilities face a double burden of discrimination in terms
of both embodiment and employment. Hence, feminist disability theories are crucial for
analysing race, gender, class, sexuality, and the body and can provide crucial insights into
the myriad forms of gendered oppression (Kim 2011, p.1).
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CHAPTER THREE: LITERATURE REVIEW
This chapter will canvass the current research on disability, employment and gender, both
internationally and within Australia. The current gaps in research on WWD in employment
will be revealed. In particular, it will show how the roles of NGOs are under-researched. By
exploring the findings from the current literature, I aim to discover and comprehend the
experiences and issues WWD encounter in trying to obtain job opportunities in the Australian
labour market.

II.1 Global findings – Disability and gender in employment
Across the globe, approximately one billion PWD accounts for 15% of the world’s population
(WHO & WB 2011, p. 29). According to ILO (2015), about 785 million PWD are of working
age, but most of them have no job. Those who do participate in the labor force earn less
than people without disability, and WWD in particular, have incomes lower than MWD.
II.1.1 Gender in disability research

As discussed in the Chapter 2, throughout most of the 20th century, disability research
focused mainly on men, based largely on male norms and male traditional social roles, which
was then applied to research about women without strong consideration of their specific and
different contexts (Nosek, Hughes & Robinson-Whelen 2008, p. 165). It was not until the
1980’s that WWD began to receive the attention of feminist disability scholars. When
comparing WWD to both MWD and women without disability, they were more disadvantaged
across all

economic, social and psychological factors (Schur 2004, p. 253; Moodley &

Graham 2015, p. 24). From the 1990’s and onward, research examining the realities of
WWD has expanded greatly to examine these factors.
II.1.2 Women with disabilities and their employment opportunities

There is a broad range of literature researching the intersectionality of gender and disability
in employment that proves the unique disadvantages experienced by both MWD and WWD
(Pettinicchio & Maroto 2017; Vick & Lightman 2010). Several of the most relevant studies
(such as one from Saudi Arabia) suggested that WWD are more likely to experience
‘occupational ghettoization’, being placed in unstable and nonstandard work arrangements
and in work that stereotypically may be seen as ‘suitable’ for their ‘skills and status’ (Peter,
Alem & Knabe 2018, p. 269). These findings are supported by Pettinicchio and Maroto
(2017, p. 8) in America. In terms of employment rates relevant to types of disability, people
living with mental health or cognitive disabilities have lower employment rates than those
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with physical disabilities (Jones 2008, pp. 409-410; Jones 2011, p. 1008; Camp 2013, p.
123; Peter, Alem & Knabe 2018, p. 269).
These findings assess the wide variety of and multiple disadvantages that WWD experience
in employment. At first glance, it shows that most WWD internationally and American WWD
in particular are excluded from education and vocational training and employment
opportunities (ILO 2015; Schur 2004, p. 253), and that WWD in South Africa fare worse than
their male counterparts in education outcomes and access to social assistance (Moodley &
Graham 2015, p. 31). Access to education, for these women in particular, has been found
to correlate strongly to their lower employment rates.
As such, in addition to the above-mentioned factors, findings by the International Labour
Organisation conducted in 2019, show that WWD in 53 countries have double the median
unemployment rate compared to those without disability (ILO 2019b, p. 66). Other
researchers in South Africa have argued that it is because they appear to be economically
inactive that they earn the lowest median income (Moodley & Graham 2015, p. 31).
Therefore, WWD living in South Africa are more likely to earn less, demonstrating the many

ways in which disability and poverty compound one another (Moodley & Graham 2015,
p.31). Furthermore, American WWD, in the paid labor force, have remained concentrated in
non-union and low-wage jobs (Schur 2004, p. 254). In 2005, in her literature review of the
meaning of workplace discrimination for WWD, Diane Smith Randolph (2005, p. 372)
synthesised that the earnings of WWD working in full-time jobs were only 65% of the
earnings of MWD even when WWD education levels were higher

affirming that

“discrimination related to disabilities related to gender and vice versa”. The ILO (2015)
findings support this global phenomenon – showing that PWD generally are at a higher risk
of poverty in every country and this is linked to their very limited opportunities for education
and skills development (ILO 2015).
Hence, it seems that this research has thus far paid some attention to work and does
demonstrate the cycle of how inaccessibility to education, for example, leads to lower job
rates and lower incomes. It shows that this creates a higher risk of poverty for PWD in
general and for WWD in particular. These are seen as some of the more significant barriers
but there are several other factors to address and to research more comprehensively,

including inadequate awareness and understanding of disability, accommodation, disability
costs and competence; these will now be discussed.
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II.1.3 Employment impediments

There are several further impediments to labour force participation for PWD. First and
foremost, Peter, Alem and Knabe (2018, p. 269) in Saudi Arabia, identified a lack of
awareness and understanding of disability and accommodation issues as critical barriers to
employment. Also, before getting a job, it was found that American PWD were discriminated
against at the very first step of screening applications (Dykema-Englade & Stawiski 2008,
p. 263). Mason Ameri (2014, p. 86) further discovered that employers were reluctant to hire
PWD due to perceptions of greater risk and potentially higher costs. Other stereotypical
attitudes employers have about potential employees with disabilities include: low
productivity, high absenteeism, inability to perform certain tasks, increased healthcare costs
and risks of legal liability (Chan et al. 2010, pp. 407 -409; Kaye, Jans & Jones 2011, p. 534;
Pearson 2012, p. 20 and Peter, Alem & Knabe 2018, p. 269).
II.1.4 Discrimination in the workplace

In work settings, workers with disabilities may face social barriers such as hostile or
‘benevolent’ attitudes from their co-workers or bosses, with these prejudices influencing the
expectations of PWD in the workforce (Dykema-Englade & Stawiski 2008, p. 261). This
behaviour may explain why PWD may not receive the same level of respect as other adults
in the workplace, limiting their expectations of what work they can perform, and feeling that
they are less capable than people without disability (Dykema-Englade & Stawiski 2008, p.
260). However, in terms of employer’s perceptions of PWD, research conducted through
201 small-medium enterprises in East Malaysia, found that only a few employers had
favourable attitudes to WWD in terms of absenteeism and supervision but that more of these
employers lacked a belief in WWD’s loyalty and their quality of work delivery (Hwa & Ang,
2017, pp. 4-5). Hence, these employer biases and discrimination overall, seem to be
fundamental obstacles to employment for both MWD and WWD (Peter, Alem & Knabe 2018,
p. 269; Draper 2012, p. 34).
II.1.4 The solutions

For better inclusion of PWD into the workforce, the ILO and the OECD research
recommends stronger government efforts in regards to legislation and policies (ILO & OECD
2018, pp. 9-10) through on- the-job -training (for people with intellectual disabilities);
individual placement and support (for persons with psychosocial disabilities and persons
with more severe mental health conditions); and sheltered employment (for persons with
intellectual disabilities). However, research in Canada proved that national legislation, and
employer policy, is not sufficient for ensuring workers’ rights. Positive action legislation, on
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the other hand, that includes tools such as public awareness, standards development,
timelines for implementation and compliance, and enforcement are considered more
effective (Jones, Finkelstein & Koehoorn 2018, p. 86).

In addition, a Saudi Arabian research finding argued that support for WWD in terms of
welfare benefits should be the same as the support required for women without disability.
This should be combined with additional support such as job accommodation, accessible
transportation, rehabilitation services, peer support and caseworker disability awareness
training. It was also thought that individual empowerment strategies to improve selfconfidence could be added (Peter, Alem & Knabe 2018, p. 269).

Lastly, several studies conducted in India, Germany and Spain recommended that
measures that allow for and encourage diversity in the workplace should be implemented
(Kulkarni, Boehm, & Basu 2016, p. 409) and should be undertaken by each organization
through employment programs to include people with physical disabilities (Villanueva-

Flores, Valle-Cabrera, & Bornay-Barrachina 2014, pp. 234-235).

II.2 Australian women with disability and their job opportunities
II.2.1 Australian women with disability in employment and its statistic

Australian women in general have lower labor force participation rates (67% of women
compared to 78% men aged 20-74) (ABS 2018) and lower average weekly earnings (women
earn $241.50 per week less than men) (WGEA 2019). However, being a woman and living
with disabilities means Australian WWD are experiencing multiple disadvantages compared
to MWD (Kavanagh et al. 2015, p. 195) and women without disability. In 2013, Kavanagh et
al. found that women with milder disabilities tended to fare worse than men with disability
(p. 73).’. As noted in Chapter 1, and discussed further in the following paragraphs, women
with higher rates of profound core activity limitation or those who experience a higher
prevalence rate of disability also experience lower labour force participation than men
(female 3.6%, male 2.6%) and much lower full-time job rates (female 18.8%, male 35.8%)
(ABS 2016a).

However, types of disability may also lead to further discrimination and the multiple layers
of disadvantage. Among those living with disabilities, people living with intellectual
disabilities for example, are more likely to be unemployed and work fewer hours by
comparison. In particular, in 2012, about 39% of people with intellectual disabilities
participated in the labor force compared to 55% of people with other types of disability and
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the 83% of people living without disabilities (ABS 2014). Kavanagh et al. (2015, p. 191) or
Meltzer, Robinson and Fisher (2019, p.11) support the finding that people living with
intellectual and psychological impairments and acquired brain injuries were the most
disadvantaged. Hence, women living with intellectual disabilities may face more
disadvantages in employment compared to other disability groups.
II.2.1 Hurdles preventing Australian women with disabilities into work

Alongside the barriers noted by international studies discussed above, there are several

other barriers experienced by Australian WWD. Firstly, according to the ABS (2016a), WWD
tend to be discriminated against more than MWD (female 8.9%; male 8.3%). In addition to
the discrimination that their male counterparts experience in both full and part-time jobs
based on age, type of disability, the severity (or perceived severity) of disabilities, WWD
experienced added discrimination due to stereotypes about their disability and their gender
(AHRC 2016, p.184; Kavanagh et al. 2015, p. 191). Furthermore, the types of discrimination
revealed by AHRC (2016, p.183) include “disclosure of disability, recruitment bias,
accessibility, workplace adjustments, and career progression”. The AHRC also highlighted
how other factors such as gender, cultural background, sexual orientation and geographic
location also contributed to shaping the nature and consequences of discrimination.
However, there is a clear distinction between the sources of discrimination that MWD and
WWD face. While MWD found that employers were the main perpetrators of discrimination
(28.3%), WWD felt they faced more discrimination from service and hospital staff (41.1%).
In addition, however, 20.8% of WWD felt the discrimination they faced from employers
equaled that of their male counterparts (ABS 2016a). In a workplace case study, conducted

by Vickers (2009, p.225), on a woman diagnosed with multiple sclerosis, it was discovered
that she, as a WWD was bullied, leading to leaving her workplace (Vickers 2009, p. 225)
In another study, undertaken by Elizabeth Hemphill and Carol T.Kylik (2016, p. 537) it was
found that there were very few employers with a positive view about employing PWD or
who regard them as ‘productive and reliable employees’. The AHRC (2016, p. 183)
discovered that the lack of confidence and knowledge about PWD among employers
contributes to such bias and discrimination. The concerns of employers seem to centre on

the potential costs of hiring employees with disabilities; such as workplace adjustment,
accommodation, meeting legal and regulatory requirements (AHRC 2016, p. 138) or
absenteeism, training and other reactions to employees with disabilities (Hemphill & Kylik
2016, pp. 538-539). However, as noted in a study by Temple, Kelaher and Williams ( 2018,
p. 9), employers were largely unaware of government subsidy programs that assist
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enterprises in creating workplace accessibility for workers with disabilities. This is where the
lack of awareness by the general population, but more specifically workplaces and
employers become problematic. These ideas will be discussed further in the next section.

II.3 How women with disability are supported into work
II.3.2 Legal frameworks to encourage employment for PWD in Australia

As outlined in Chapter 1, The Government of Australia has created a comprehensive legal
framework to enhance employment for PWD in Australia. However, this legal framework has
thus far proven to be insufficient and needs further amendments to fully support PWD in
employment. More specifically, according to Disabled People’s Organisations Australia
(DPO Australia) (2019), the Disability Discrimination Act (DDA) should be amended to
ensure PWD can make complaints about denial of reasonable accommodation. As noted in
a study by Allen (2018, p. 846), the inadequate definition of disability in the Fair Work Act
(FWA) means the courts do not have adequate means for interpreting the laws and therefore
cannot adequately encompass the complexities of workplace discrimination. These

definitions also mean there is a lack of knowledge or an adequate policy to solve
discrimination issues or make workplaces more inclusive for PWD (Allen, 2018, pp. 869870). However, Alastair Mcewin (2008, p.72) argues that even a commitment to
incorporating CRPD into national laws and policies may not help to completely eliminate
discrimination. The NDIS, as it is currently implemented, is gender or disability neutral
(Kayess, Sands & Fisher 2014, p. 384), and is therefore inaccessible for all PWD. This
principally applies to people living with intellectual disabilities asking for complex support
needs (Collings & Dowse 2016, p. 272) or for those living in remote areas or in diverse
cultural and linguistic communities (McEwin 2008, p. 72). Women with psychosocial
disabilities have particular difficulties accessing the NDIS (AWAVA 2018). According to
AIHW (2017, p. 309), the number of PWD receiving disability support services are difficult
to discover since they ‘are provided through multiple avenues including under the NDA,
NDIS, Basic Community Care, and Disability Employment Services’.
II.3.2 Employment disability support program

As noted in the introduction, some employment support programs do currently exist for
PWD: vocational training, job accessibility and other training initiatives, designed to assist
in obtaining work in both sheltered employment (through Australian Disability Enterprises
(ADEs) and open employment (through DES). There have however, been some critiques of
the quality of ADEs and DES because of potential inefficiency or further bias. As argued by
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the DPO Australia, the ADEs may get jobs for or employ PWD but at much lower wages
than other people, with fewer than 1% of them having opportunities to transit into
mainstream employment (DPO Australia 2019). Similarity, the DES also delivers poor
employment outcomes for PWD with only one out of ten PWD entering the DES program
getting and retaining that job for at least 12 months (DPO Australia 2019). Furthermore, the
DES staff tend not to have adequate skills to support the complicated needs of their clients
who have different types of disabilities, especially those with mental illnesses. This also
influences the quality of support given (Byrnes & Lawn 2016, pp. 46-47). In the Willing to
Work Report (AHRC 2016, p. 183), it was revealed that “some government programs,
policies and federal laws including those relating to social security; the disability employment
framework; JobAccess and the Employment Assistance Fund and workers compensation
can impact negatively on the workforce participation of Australians with disability”.
In Australia, there has been some research focusing on assessing the quality of training
programs to support PWD. Lewis, Thoresen and Cocks (2011), when evaluating three
research projects in 1999, 2002 and 2003 conducted by a DES provider – Edge Employment

Solutions, affirmed their successes in placing and supporting apprentices and trainees with
disabilities as improvements in the approach of employability for PWD (p. 17). The Transition
to Work program in New South Wales however, as another example, indicated that there
has been poor performance in employment outcomes over a 5-year period (Xu & Stancliffe
2019, p. 61). Karen and Helen’s nine case studies from across Australia discovered that
some WWD are in fact “coerced to participate in a range of workforce programs that are
highly bureaucratised, sanitised and moralized”, (2012, p. 139). This research therefore is
not indicative of overall programme success.
Undeniably, the above studies are useful for framing a picture of the particular
disadvantages WWD encounter when in work, however, no research has focused on how
WWD are actively supported and encouraged into work.
II.3.3 Gender, Disability and Non-profit Organisation

We can see then, that the current literature focuses on the barriers to employment and the
experiences in work of WWD in Australia and internationally. As per the discussion in
Chapter 1, the role of Australian NGOs is seen as crucial to successfully support WWD into
work, but there is lack of research focusing on this issue. One study, assessing an NGO EDGE Employment Solutions, for example, (of their three-project implementation on
employment for PWD), proposed ‘a number of strategies’ such as ‘undertaking and
completing

apprenticeships’

to

improve
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disability

employability

and

sustainable

employment. They have no specific proposals however, to advance WWD in employment
(Lewis, Thoresen & Cocks 2011, p. 188).

II.4 Research gap
As has been discussed earlier, while some general research about issues faced by PWD
exists, there is a lack of research with a particular focus on gender and disability in
employment in Australia or how WWD are supported or encouraged into work through
NGOs. This inadequate attention by scholars to date may in fact exacerbate the existing
adversities WWD face, further negating their opportunities to live independently. As argued
in the introduction, filling this research gap may help the government, and in particular,
NGOs, to construct better resolutions for WWD in employment and prevent the failure of
international conventions or the treaty commitments of governments.
Hence, this thesis is driven by exploring the intervention of NGOs to support Australian
WWD in employment.In the following chapter, I will present an overview of the methodology
for analysis, and in particular, how the themes were identified.
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CHAPTER FOUR: RESEARCH METHODS
This chapter will outline the research method, data collection and data analysis. Firstly, I will
outline and define thematic analysis and the rationale for using thematic analysis as the
method of exploration for this research. The second section will demonstrate the sources of
data collection. The last section will discuss how the themes related to WWD and
employment were identified and analyzed.

V.1 Thematic analysis
According to RE Boyatzis (1998, pp. 4-5), thematic analysis is ‘a way of seeing’, ‘a way of
making sense out of seemingly unrelated material’, and ‘a way of analyzing qualitative
information’. It is also ‘a way of systematically observing a person in interaction, a group, or
a situation, organization or culture’ and ‘a way of converting qualitative information into
qualitative data’.
Thematic analysis has been selected for this research for several reasons. Firstly, compared
to other methods, thematic analysis is beneficial as it can effectively describe theories while
still emphasizing ‘reality’ (Braun & Clarke 2006, p. 81). Additionally, ‘thematic analysis can
be used within different theoretical frameworks’ (Braun & Clarke 2006, p. 81). Specifically,
in this study, multiple theories including Marxist Feminism, Intersectionality and Feminist
Disability Studies (as discussed in Chapter 3) can be applied to the themes. Furthermore,
due to the fact that the data collection for this thesis is textual and the research is conducted
without observation, communication or interaction with research objects, thematic analysis

is considered as the most effective for capturing the complexity of meaning, helping to
identify and depict ‘both implicit and explicit’ ideas hidden in the data and useful for
discovering information that may be hidden or unnoticed by others (Boyatzis 1998, pp. 310). Hence, as the primary sources used for my thesis research are textual, thematic
analysis is the optimal option. However, theory-driven thematic analysis also has
disadvantages. Due to the influences of theory, it may cause biases in ‘generating themes
and wording of the code’ or the themes generated by my limited value since they may be
out of context (Boyatzis 1998, p. 36). To minimize this limitation, the stage of data
familiarization is repeated to generate new themes based on data in addition to the themes
generated from the theory and literature review.

V.2 Data collection
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Due to some constraints in terms of time and data accessibility, this research will use
secondary data collection as the main source of analysis to address the research question.
The main data sources are the annual reports of two NGOs - WWDA and DEA over the fiveyear period from 2014-2018. The annual reports are available and accessible on their
websites. In particular, the links to access annual reports of the WWDA are
wwda.org.au/papers/wwdarepts

and

the

DEA

disabilityemployment.org.au/about-

us/annual-reports

V.3 Stages to develop thematic analysis
Thematic analysis was applied to the reports to investigate the ways in which they support
WWDs into work. It facilitated a detailed analysis of the reports relevant to gender and
disability.
Developing theory driven codes is ‘the most frequently used approach in social science
research’. It starts with theoretical frameworks (Boyatzis 1998, p. 33), which in this case
included Marxist feminism, Intersectionality and Disability Feminist Theory. During this
stage, I explored how Intersectionality was addressed in diverse cultural and social
background groups, the issue of employment importance to WWD, and the types of
disabilities in employment were also discovered.
Next, based on prior research on employment opportunties for PWD and WWD as outlined
in the literature review, other themes were further discovered. These have been
discrimination in employment and inclusion in their activities and in the reports, awareness

raising to strengthen employment opportunities for WWD and partnership importance to
strengthen their voices and enhance the results.
From these themes, “the codes are developed to represent the identified themes and applied
or linked”, to data sources for analysis in the later stages (Boyatzis 1998, p. 9). The coding
process was conducted on the annual reports of both NGOs.
During the coding process, I did find that the codes of each theme were sometimes
interlinked - for example ‘co-submission’ may be used in both themes of partnership and

inclusion. Co-submission of policy among NGOs may indicate how relationships among
NGOs develop and how they collaborate to strengthen the voice of PWD. However, cosubmission of policy with NGOs representing different disability groups also describes how
PWD are included in this activity. Hence this required me to comprehensively understand
data sources to categorize them appropriately into separate themes. This also required skills
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of inference and understanding the meaning of each activity, in order for them to be included
consistently in themes.
In conclusion, thematic analysis is useful and suitable for the use of the textual data in this
research. In the next chapter, I will pay particular attention to DEA and WWDA in order to analyse
how they support WWD in employment through reviewing their reports.
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CHAPTER FIVE: WOMEN WITH DISABILITIES AUSTRALIA AND
DISABILITY EMPLOYMENT AUSTRALIA OVERVIEW
This chapter will briefly discuss the two NGOs selected, in order to analyse their
contributions and support for WWD in employment.
These are ‘Women with Disabilities Australia’ (WWDA) and ‘Disability Employment
Australia’ (DEA) who represent WWD and the disability employment services sector in

Australia. The chapter consists of two main sections in which I will present information about
how these NGOs were established, how they operate, their memberships, the benefits they
provide, mandates, functions and most recent strategies. Most importantly, their approaches
for supporting PWD or WWD into work will be demonstrated.

IV.1 Women with disabilities Australia overview
IV.1.1 Establishment

Women with Disabilities Australia (WWDA) is ‘the peak organisation’ for women living with
different forms of disabilities in Australia (WWDA 2017, p. 4). In 1995, WWDA was
“incorporated as an independent organisation” for WWD, run by WWD and located in
Tasmania (WWDA n.d.a). It was established to support the needs and rights of WWD to
raise their voices and to improve their lives and life chances. Since 1998, WWDA has
received an annual operational fund from the Australian Government. Over the past 20
years, WWDA has developed from a small WWD’s group focused on the development of
individual confidence and self-esteem, to a Disabled People’s Organisation (DPO),

representing the variety of interests and concerns women and girls living with disabilities
face and advancing their rights and freedoms (WWDA 2017, p. 4).
IV.1.2 Operations and management

WWDA was initially governed by a Management Committee of 12 women with disabilities,
representing the six Australian States and two Territories. In 2000, WWDA undertook a
major change in its governance structure, to better reflect the role and function of a national
peak NGO for WWD. Through this change, the knowledge and skills to manage a
community-based NGO of WWDA members became more vital than its geographic location
(WWDA n.d.a). Now, WWDA’s National Management Committee consists of 8 WWD
committee members who are elected annually at the Annual General Meeting. They also
take responsibility for controlling and managing the affairs of WWDA. Meanwhile, an
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Executive Director is in charge of daily operations and reports to the National Management
Committee.
IV.1.3 Membership

Membership is free for all. There are two classes of membership; full and associate. Full
membership is open for WWD residing in Australia, while associate memberships are for
individuals, including family members, support persons, advocates or friends, or for
organisations in Australia who support the aims and objectives of WWDA. Full members

have the right to vote at general meetings while associate members have a right to attend
the meetings but not to vote (WWDA n.d.b).
IV.1.4 Mandate and functions

WWDA’s roles and activities are performed through several main functions: systematic
advocacy, research, developing and publishing communication materials, project design
and implementation, and network building.
WWDA bases its work on a human rights framework, connecting gender and disability
issues to other rights such as civil, economic, social and cultural rights. By applying this
framework, WWDA plays a coordination role between Governments and other stakeholders
for ‘expertise’, ‘collaboration’, ‘consultation’ and ‘engagement’ with Australian women and
girls with disabilities. WWDA also demands “accountability and other responsibilities from
the Australian Government to solve issues related to this disadvantaged group”, (WWDA
2017, p. 4). WWDA complies with principles such as: ‘universality’, ‘inalienability’,
‘indivisibility’, ‘interdependence, equality and non-discrimination’, ‘participation and inclusion
and accountability’ (WWDA 2017, p. 6).
The most recent plan for 2016-2020 has WWDA focusing on 5 strategic goals relevant to a
human right’s legal framework and women and girls with disabilities. Also relevant to this
thesis, the first two goals are directly relevant to WWD and employment, including the ‘right
of participation’ and the ‘right of employment’ (WWDA 2017, pp. 10-18).
IV.1.5 Women with Disabilities Australia’s approach to assist Australian women with
disabilities in employment

To answer the research question, the thesis focuses primarily on WWDA operation and
activities in relation to WWDs in employment. Since 2009-2010, WWDA has consolidated
its role as a human rights-based organisation and undertook work to advocate for the rights
of WWD using human rights treaties and conventions as their basis for pursuing feminist
and disability rights. To support WWD in employment, WWDA has endeavoured to assist
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WWD indirectly through a wide range of activities to achieve its systematic advocacy target.
WWDA has targeted entities such as Agencies of United Nations (UN), Government of
Australia and its agencies, international and national NGO’s, WWD and communities. All of
these elements have different roles and functions to facilitate employment opportunities for
WWD. Multiple activities are undertaken to ensure WWDA reaches its targets as explicated
below.
Agencies of United Nations

Given the fact that Australia is a party to seven core international human rights treaties
(Australian Government- Attorney- General’s Department 2019), WWDA has specifically
engaged with the treaties such as The International Covenant on Economic, Social and
Cultural rights (ICESCR), The Convention on the Elimination of All Forms of Discrimination
Against Women (CEDAW) and The Convention on the Rights of Persons with Disability
(CRPD) in their grounded work, to advocate directly with UN agencies for full rights for
Australian WWD in employment. Over the research period 2014-2018, that forms the basis
of this analysis, through nearly 40 different advocacy activities, WWDA has performed their
task of monitoring and providing expert input into the processes of consultation for these
conventions and treaties. Forty percent of these have been targeted by the UNCRPD mainly
by consultation, submissions, lobbying and representation. More specifically, WWDA
represented the views of PWD to the Committee on their rights in Australia, focusing on ‘the
right to meaningful employment, wages and conditions for people with intellectual
disabilities’ in the CRPD Committee’s 10th session in 2013 (WWDA 2013-2014, pp. 15-16).
WWDA also presented submissions to the CRPD committee about the right of PWD ‘to live

independently and to be included in the community’ (WWDA 2015-2016, p.16). The ‘List of
Issues’ in respect to Australia’s compliance with the UNCRPD, included articles strongly
related to WWD and their employment; such as Article 6: WWD, Article 19: inclusion, and
Article 27: right to work (WWDA 2016-2017, p. 19, WWDA 2017- 2018, p. 16).
Furthermore, in 2013-2014, WWDA wrote a submission for the Office for Women to provide
input into the GOA priorities for the 58th Session of the UN Commission on the Status of
Women. This is a functional commission of the UN Economic and Social Council
(ECOSOC). Submissions aimed to provide an overview of the rights of women and girls with
disabilities, focusing on their issues of participation in economic and social life, inclusion and
decision making in 2014 and post 2015 (WWDA 2013-2014, pp. 23-24). Recently, in 2017,
WWDA was granted a Special Consultative Status with the UNECOSOC in order to be
legitimately recognised by the UN and other key stakeholders, for WWDA’s expertise in
‘advancing the human rights of women and girls with disabilities’ (WWDA 2016-2017, p. 13).
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The Government of Australia
WWDA has centred on advocating for policies relevant to disability and employment. Most
recently, it has focused on the National Disability Insurance Scheme (NDIS) and National
Disability Strategy (NDS) with approximately 50% of WWDA activities being relevant to the
NDIS and undertaken through their submissions, consultations and advice as well as active
involvement in developing, amending and monitoring relevant policies.
In terms of the NDIS, WWDA has carried out a substantial amount of work such as
developing legislation, rules, operating guidelines and safeguards (WWDA 2013-2014, pp.
52-53). In particular, WWDA presented submissions for the ‘NDIS Quality and Safeguarding
framework’ that protects the rights and interests of PWD and the employment framework of
UN CRPD (WWDA 2014-2015, p. 33; WWDA 2015-2016, p. 16). Other submissions include
the NDIS Quality and Safeguards ‘Draft Code of Conduct for Service Providers Paper’
(WWDA 2017-2018, p. 12) and the ‘Draft Practice Standards’ (WWDA 2017-2018, p.12).
Additionally, WWDA contributed to DPO Australia’s Submission to ‘the National Disability

Insurance Scheme Savings Fund Special Account Bill 2016 Inquiry’ (WWDA 2017-2018, p.
12). In 2017, a WWDA submission for the Productivity Commission inquiry into the ongoing
cost and sustainability of the NDIS was also undertaken (WWDA 2016-2017 p. 26; WWDA
2017-2018, p. 12)
Furthermore, being a proactive member of ‘NDIS Independent Expert Advisory Group and
NDIS Practice Standards Technical Advisory Group’ (WWDA 2017-2018, p. 13) WWDA also
consults to Department of Social Services (DSS) on all elements of ‘the NDIS Quality and
Safeguards Framework’ (WWDA 2017-2018, p. 13).
In terms of NDS, WWDA presented a submission, entitled ‘Gender Blind, Gender Neutral:
The effectiveness of the National Disability Strategy in improving the lives of women and
girls with disabilities. This aimed to assess and prove how the NDS seems to neglect women
and girls with disabilities. The submissions covered a wide range of issues and themes in
which inclusive and accessible communities and economic security specifically relating to
employment for WWD were revealed (WWDA 2013-2014, pp. 39-40). The WWDA also
contributed to the development of the NDS second implementation plan (WWDA 2015-2016,

p. 16), assisted DSS staff to build the 2017 online NDS progress Report Stakeholder Survey
(WWDA 2017-2018, p. 13), the NDS Third Implementation Plan, the New Disability
Framework Beyond 2020 (WWDA 2017-2018, p .16), and the Third National Disability
Strategy (NDS) Progress Report to the Council of Australian Governments (WWDA 2017-
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2018, p. 16). In collaboration with other DPOs, the WWDA also contributed to the NDS
progress report.
The WWDA also designed and implemented some projects relevant to employment for
WWD. In particular, in 2013-2014, WWDA implemented the National Disability Employment
Services project. WWDA organised forums with WWD in four states of Australia including
Queensland, South Australia, ACT and Western Australia. These forums were the grounds
used to help WWD advise GOA about ‘the needs of WWD in the context of the DES’, and

looked at ‘ways to improve future DES’ (WWDA 2013-2014, pp. 40-41). In 2015-2016,
WWDA also ran other projects to develop a WWDA Position Statement on Key Human rights
issues including the rights to work and rights to participate in social life, for women and girls
with disabilities (WWDA 2015-2016, p. 18). These project results were crucial grounds for
the further activities of WWDA in later years.
WWDA has also conducted various activities including representation in international and
nationally relevant events, and contributions to co-submissions of policies and other

reports with NGOs. They also used lobbying to advocate for other issues such as human
rights, disability employment frameworks, disability employment services, women’s issues,
job access, federal budgets, national disability advocacy programs and gender equality
issues.
Other stakeholders
WWDA has also developed partnerships with other Australian NGOs. Being a member of
DPOA, WWDA collaborates with the National Ethnic Disability Alliance, First People
Disability Network, People with Disability Australia, Children with Disability Australia, and
National Ethnic Disability Alliance to write submissions or organise other advocacy activities.
These types of partnerships with organisations in other countries such as Chile and Korea
(2016-2017) on WWD and employment have also been built, in order to share and exchange
experiences. Lastly, WWDA has taken advantage of the mass media (for example the
WWDA website, WWDA Instagram, WWDA Facebook, WWDA Twitter, WWDA youth
network and the circulation of information to deliver ‘awareness raising’ to their members

and the broader community, on the human rights issues relating to participation and
employment.

IV.2 Disability Employment Australia overview
IV.2.1 Establishment
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The Disability Employment Australia (DEA) is ‘the peak industry body for Australia's
Disability Employment Services’ (DES) providers (DEA 2019a). Being a membership
organisation, DEA represents ‘the interests of DES at a national level to government and
other stakeholders’ including job seekers with disabilities and employer groups. Historically,
the DEA began operations in 1986 and operated only at the state level. It was then formally
established in 1996 as the Association of Competitive Employment or ACE National network
(DEA 2011). Over the three decades of its development, DES has remained ‘closely aligned
with the purposes and objectives of the Disability Services Act 1986’ to ensure PWD receive
the essential services needed to enable them to achieve their maximum potential as
members of the community, as well as to increase their independence, employment
opportunities and integration into the community (DEA 2019b)

II.2.2 Operation and Management

The DEA operates as a non-profit organisation, and although it may receive funding from
different sources (Australian Government, membership fees and training) it does not have

“dividends, bonuses or profits paid to Members”, (DEA 2013, p. 4). The Board members
include a Chairman, Vice-chairman and members, who manage and control all DEA’s
affairs. Other DEA staff members, including the CEO and other functional officers, perform
daily tasks and have responsibility to report to the Board members. The DEA also holds
annual general meetings which comply with the Corporation Act. In these meetings, affairs
such as resolutions, decisions and votes are discussed and approved (DEA 2013, pp. 713).
II.2.3 Membership

Membership fees are required to be paid to be a DEA member – these could be DES
providers or organisations working within the disability employment services sector. There
are several advantages to being a member of DEA, such as receiving up-to-date
information, support, DES operation bulletins and regular policy bulletins, access to capacity
development training (with reduced training registration rates), attendance at disability
employment services conferences (at member pricing) and National Leaders’ Forums.
Furthermore, DEA’s members are also made up of potential members groups relevant to
DES such as Disability Employment Service providers, Job Capacity Assessors, Ongoing
Support Assessors, Registered Training Organisations, Group Training Organisations,
JobActive providers and Providers of services to the DES sector (such as IT or recruitment).
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IV.2.4 Mandate and function

The goals of the DEA are to promote and ‘advocate for the sustainability of a distinctive DES
program’ (DEA 2019d) or to stimulate employment for PWD in general through awareness
building in the community. This extends to a wide range of stakeholder groups.
The DEA has specific objectives, such as promoting the interests of DEA members to the
Australian government and funding institutions; identifying the opportunities and strategic
stakeholders who will contribute to the sustainability of open employment outcomes for

PWD; and generating discussions and consultation about issues that impact the
employment and training pathways of PWD (DEA 2013, p. 3).
To achieve its objectives, the DEA undertakes a wide range of functions including assisting
their members to provide ‘best practice’ services in order to obtain employment outcomes
for PWD through advising, advocating, training, providing information and holding events to
promote the disability employment services sector. Moreover, the DEA also focuses on
government policies that are directly related to employment for PWD. The DEA also
contributes to efforts to remove barriers to prevent the participation of PWD into the labour
force and promotes best practice to support PWD to get meaningful jobs. By working closely
with the government of Australia and its agencies, the DEA has contributed significantly to
consultations and performed reviews of disability and employment. Thus, the DEA has
performed an active role over three decades to contribute to the increased employment rate
for PWD and has become the only organisation that focuses on the nexus of disability and
open employment (DEA 2019a).
Strategy 2019 has been well centred on PWD and employers. From this, other key features
such as UNCRPD, Empowered Choice, National Disability Strategy, Market Model and
Service quality are shown, together with employment, career, natural supports, community,
schools, DES providers, best practice and training. The DEA states they are all ‘intrinsically
connected and linked to DEA’s roles to assist DEA to better support PWD in employment
and reduce the disability labour force gap compared to the labour force of people living
without disabilities’, (DEA 2019b).

IV.2.4 Disability Employment Australia’ s approach to assist Australian women with
disabilities in employment

Unlike WWDA, the DEA tends to focus solely on employment for PWD, and all their activities
are aimed at strengthening and promoting the disability employment services sector. Unlike
the WWDA, throughout their work the DEA focuses on PWD in general and does not tailor
the focus to different target groups such as WWD. The DEA do present photos of WWD and
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make some mention of the difficult situations WWD participants in DES are facing. However,
it is important to note that in DEA work, WWD are an assumed target population under the
umbrella PWD.
To support PWD, which as noted above included both MWD and WWD, the DEA has been
found to undertake a wide range of activities to promote disability employment services
sector. DEA has prioritized their activities to assist DES providers who are mainly DEA
members, in order to improve their capacity and their quality of services in employment. To

enhance the sustainability of disability employment services, the DEA has advocated with
the Australia government and changed the awareness of related stakeholders. These have
included advising disability advocates and the community about employment opportunities
for PWD. The specific activities of DEA will be divided into distinct targeted factors as
outlined below.
Disability Employment Service providers
During 2014-2018, DEA’s main activities were aimed at strengthening capacity through
training, workshops, webinar development, star ratings and the organisation of events such
as roadshows, leaders’ forums and annual conferences for Disability Employment Service
(DES) providers and stakeholders. Among these various activities, the most prevalent were
DEA members’ ‘capacity development’, through training and events such as the ‘DES
Contractual Compliance Train the Trainer Kit’ (DEA 2013-2014, p. 6; DEA 2015-2016, p
.12), DES ‘essentials package’ (DEA 2015-2016, p.12) and 50 webinars in 2014-2015.
In addition to training, in 2015, 2016 and 2017, the DEA organised roadshows across

Australia to discover all of the barriers related to DES and to discuss timelines and milestone
moments for the new DES and the new federal budget in 2017. The results collected in
these roadshows have been important vehicles for DEA’s responses to the Disability
Employment framework issue papers or presentations to DSS (DEA 2014-2015, p.19; DEA
2015-2016, p. 20; DEA 2017-2018, p.8).
Furthermore, national leaders’ forums have been organised to discuss new department
assessment tools, NDIS alignment and ongoing support (DEA 2013-2014, p.19), wage
subsidies and mental health issues (DEA 2014-2015, p. 19), ‘star ratings’, ‘person-centred
best practice’, and ‘employer engagement’ (DEA 2015-2016, p. 21). They have also been
important for strategies regarding employer engagement and the NDIS, the strategic
direction of the NDIS, the new DES (DEA 2016-2017, p. 26) disability employment programs
beyond DES (DEA 2017-2018, p.26). Other activities allow for regular contact with member
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organisations such as meetings, bulletins, webinars and websites (DEA 2017-2018, p. 24;
DEA 2015-2016, p. 12).
Advocating to the Australia Government
To promote the disability employment services sector the DEA has undertaken various
activities to advocate with the GOA through submissions, the implementation of projects,
consultation, contributions and surveys. More specifically, submissions have been made for
improving Australia’s Disability employment performance, through Disability Management
Services business allocation and the federal budget (DEA 2013-2014, p.10), DES reforms
2018- industry information, and the DES reform discussion paper (DEA 2016-2017, p. 10;
DEA 2017 -2018, p.8). Additionally, the DEA have consulted with GOA agencies in a ‘red
tape reduction’ taskforce (2013-2015), in operational guidelines (2013-2014), DES-ESS
relocation, the McClure Welfare review, the National Disability Framework (2014-2015) and
‘headspaces’ digital work and study steering committee (2017-2018). DEA also contributed
to the Green Army program to include PWD (2013-2014), and the NDIS related to

employment and other related support quality safeguards. It also looked at DSS pilot
innovative approaches for job seekers experiencing mental illnesses, digital brokerage
solutions for employers and jobseekers (2014-2015). It also assisted the National Disability
Insurance Agency (NDIA), budget analysis (2015-2016) and DES 2018 grant offers to help
NDIA promote the best outcomes for NDIS participants. Lastly, the DEA also implemented
projects funded by GOA related to employment such as; the ‘DES contractual compliance
train the trainer kit’, the National Disability Employment Initiative project funding (20132014), trialed $5000 career accounts for DES participants with mental ill health (2015-2016),
and the diversity field office project in collaboration with Australian Federation of disability
Organisation (AFDO) (2017-2018).
Other stakeholders and community
Internationally, through regular communication, the DEA maintains and develops
relationships with New Zealand, the United Kingdom, the United States and other countries
and by presenting at their national conferences to share and exchange employment issues

for PWD. Nationally, since 2016, the DEA has developed partnerships with AFDO, Deakin
university and Australian HR Institute (2014-2015) to undertake research on employment
for PWD, along with the universities of Queensland, Melbourne and Sydney.
In the community, DEA has created ‘disability employment graphics’ (2013-2014), raised
awareness of disability and unemployment and illustrated how the DES model works. It has
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also increased its media presence that has become active social media platforms (20152018) and developed a DEA employer book featuring stories for DEA’s members or for
employers engaging with DES and wanting to recruit PWD.
In conclusion, this overview of WWDA and DEA has highlighted both the similarities and the
differences of these organisations. In general, they both have similar commitments to WWD
in employment – however, the WWDA focuses on WWD specifically, while the DEA aims to
address the needs of WWD through a general focus on PWD. Building on the overall context
I have provided here, in Chapter 6 I will assess the ways in which these two organisations
provide job opportunities to WWD through a set of themes: awareness raising, inclusion,
intersectionality, partnership, discrimination, importance of employment and type of
disabilities.
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CHAPTER SIX: FINDINGS AND DISCUSSION

This chapter will reveal the results of the analysis which explores how WWDA and DEA
assist WWD in employment. The first part outlines the seven main themes including
awareness raising, inclusion, intersectionality, partnership, discrimination, importance of
employment and type of disabilities. The second section will elucidate the strengths of the

current work undertaken by the WWDA and the DEA and suggest further activities should
be considered by these organisation to boost the employment opportunities for Australian
WWD.

VI.1 Findings
VI.1.1 Awareness raising to strengthen the employment opportunities for women with
disabilites

The overall strategic intervention undertaken by both WWDA and DEA is ‘awareness
raising’, particularly in regard to disability employment services. Over the past five years, in
relation to employment and women with disabilites, these organizations have aimed to
change the understanding of employment for PWD for many stakeholders including the UN
agencies, the Australia government and its agencies, DES providers and the wider
community. This has been through activities such as advocacy, writing submissions,
consultations and contributions. The main legal frameworks used to raise awareness include
UNCRPD, NDS, NDIS. Furthermore, both featured organisations are proactive in presenting

at meetings or events related to employment for PWD/WWD, rights to work or the rights for
WWD to participate in full and meaningful lives. Finally, they consult and implement projects
on DES, create forums and media platforms and develop public campaigns about
employment for PWD/WWD and human rights related to employment.
This awareness raising work is targeted to multiple stakeholders with different expectations
and through various interventions. UN agencies, for example, are expected to learn and
then monitor, through this work, about the implementation status of human rights related to

gender, disability and employment in Australia. These UN agencies can then propose
specific recommendations to the GOA for specific resolutions. Some of these positive
activities found in WWDA that helped to change awareness were; in 2013-2014, WWDA
consulted UN regarding the CRPD, the UN Committee CEDAW and the UN committee
ECOSOC about relevant human rights’ and how they should be implemented in Australia
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(WWDA 2013-2014, pp. 16-24). Additionally, WWDA also hoped the GOA and its agencies
would understand the gaps in policies to encourage employment for WWD and then to take
adequate action to amend and develop new coherent policies. In particular, the WWDA
commented on the NDIS support and services in 2013 before the roll out (WWDA 20132014, pp. 52-53), the NDIS quality and safeguard frameworks in 2014 (WWDA 2014-2015,
p. 33),
‘Recognising that women with disability face multiple and intersecting forms of discrimination

that will require gender specific measures and actions to be incorporated throughout the
design, implementation and evaluation of the Q&S framework. (WWDA 2015, p.4)
the National Disability Employment Framework Consultations- Stage one (WWDA 20142015, p. 38), the NDS second implementation plan (WWDA 2015-2016, p. 16), and the
National Disability Advocacy Program Reform (WWDA 2015-2016, p. 17).
‘Service/agreements/funding contracts of NDAP agencies must include specific, targeted

measures and actions to address the urgent gaps and issues where NDAP has failed and
continues to fail women and girls with disability. These issues include: The right to work and
economic security’ (Australian Cross Disability Alliance (ACDA) 2016, p.6)
The DEA have contributed twenty succinct policy recommendations on promoting open
employment first, positioning DES, supporting businesses and acting affirmatively (DEA
2013-2014, p.10). It also included NDIS employment and related support, quality safeguards
(DEA 2014-2015, p. 6), reforming a new DES (DEA 2016-2017, p. 10, DEA 2017-2018, p.8)

and NDIS employment and outcomes (DEA 2017-2018, p. 8). They hope to improve the
skills of DES providers and improve the quality of their disability employment services
support. To strengthen this belief, DEA has undertaken training and capacity development
for their members over 5 years including DES contractual compliance and other topical
webinars (DEA 2013-2014, p. 6), DES Contractual Compliance Train-the-Trainer packages
(DEA 2016-2017; p. 9, DEA 2017-2018, p. 24), bespoke disability awareness training and
DES Essentials Train the Trainer sessions (DEA 2013-2014; p. 14; DEA 2015-2016, p. 12),
DES Star Ratings workshop roadshows (DEA 2013-2014, p.7) and establishing a ‘news
bulletin’, focusing on NDIS (DEA 2017-2018, p. 8). Apart from the measures for businesses
and governments, these are also important for PWD/WWD, as they are believed to improve
the confidence and belief in themselves about their competence to enter the Australian labor
force.
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Finally, it is also thought to be of the utmost importance, that the broader community and
society change their mindset about employment to welcome PWD/WWD into work and this
can be achieved through forum discussions (WWDA 2013-2014, pp. 40-41); development
of human rights toolkits for Women and girls with disabilities (WWDA 2016-2017, p. 14),
Disability Employment Infographics (DEA 2013-2014, p.10) and increased media presence,
including TV interviews (DEA 2015-2016, p. 8; DEA 2016-2017, p. 9).
As I argued in Chapter 2, Marxist Feminism helps us to understand the relationship between

gender inequality and employment. The work of WWDA and DEA rests on addressing this
inequality, whereby a lack of awareness about employment for PWD/WWD is evident from
the international (UN agencies) to the national (disability employment stakeholders) scopes
and from the central (GOA and its agencies) to the local levels (community and WWD/PWD).
As a result, the differences in economic, social and political power are further revealed
because both NGO’s reveal how PWD/WWD are marginalized and vulnerable groups who
have a lack of power to access or request for changes in society.

As can be seen in my analysis above, these two NGOs seek to address this lack of
awareness in their work. Specifically, in 2017-2018 (p. 24) WWDA stated that:
‘Due to power imbalances and multiple forms of discrimination, they have had fewer
opportunities to establish or join organizations that can represent their needs as
women and person(s) with disabilities’.
They continue by stating that it is necessary to “strengthen the normative and policy

frameworks for equality and the full participation of women and girls with disabilities in
society and development”, (WWDA 2017-2018, p.24). Similarly, the DEA have co-operated
with agencies from the UK to share with and draw on their experiences for people with
disabilities, to encourage peer support and the achievement of ‘a new balance of power’
(DEA 2015-2016, p. 9).
Furthermore, each NGO argues that the lack of awareness about employment for WWD by
governments and international stakeholders may be caused by the invisibility and minority

status of these WWD. According to Marxist feminism, “social structure is based on the
dominance of some groups over others and … those groups in society share common
interests”, (Lindsey 2011, pp. 14-17). Marxist feminism therefore argues that society needs
to address the needs of all citizens, whether sick or healthy (ability and disability), all
ethnicities (eg: Indigenous and non-Indigenous people), all sexualities and all genders. As
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such, WWDA and DEA try to undertake this in their work and stress the point that
PWD/WWD as minority groups, face additional challenges in entering the workforce that
mainstream Australians do not face. Thus, WWDA chooses awareness raising to help
increase the equality of opportunities and an equality of outcome (WWDA 2017-2018, p. 17;
WWDA 2016-2017b p. 23.)
VI.1.2 Inclusion of women with disabilities in their activities, advocacy and report

In addition to awareness raising, the organizations also focus on ‘inclusion’. In this theme,

three sub-themes will be clarified below.
Inclusion in implementation of activities
The term ‘inclusion’ in this context is used to reveal how both NGOs aim to include and
involve PWD or WWD in their activity development and implementation. Inclusion here
means an aim to ‘include’ PWD and WWD so that they can comprehensively understand
the issues, raise their voices to the GOA and have specific actionable measures in place to
help them to resolve their problems in relation to employment. WWD are fully represented
in WWDA over the wide range of activities implemented during the research period. This full
representation in meetings or events with UN CRPD, UN CEDAW or GOA and its agencies
is expected since WWDA is a peak organization, run by and for WWD. Hence, the
participation of WWDA members is obvious in their activities.
However, the involvement of WWD at a grass roots level in activities related to employment
is quite low or there are just not that many activities that facilitate participation at the
community level. The only activity found was the WWD forum run by WWDA to discuss the
DES, conducted across 4 states (ACT, Queensland, South Australia, Western Australia in
2013,2014) (WWDA 2013-2014, p. 41).
Since 2013-2014, WWDA has also created online platforms for communication, such as
WWDA’s Facebook fan page, Twitter, Member E-list, and websites (p. 54) to allow for an
exchange of experiences or for individual advocacy to better understand the current
situation and experience of WWD in employment. However, this activity may not be

adequate for collecting all representative information to bring WWD opinions to other
stakeholders at higher levels. Since many women are living in more vulnerable
circumstances, such as in remote areas where it may be difficult to access the Internet, their
experiences may not be counted.
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The DEA does provide some inputs to include PWD in employment such as: Green Army
program (DEA 2013-2014, p.10), or the Mc Clure Welfare review (DEA 2014-2015, p.6).
Additionally, DEA expresses that through their consultation with PWD advocates, they had
developed strong networks with some PWD organizations such as: WWD in Victoria,
Australian Federation of Disability organizations, Brain Injury Australia (DEA 2016-2017, p.
16), Australian network Disability, and People with Disability Australia (DEA 2015-2016, p.
15). However, there were only two activities involving the participation of WWD; these were
the Disability Employment Discussion in 2014, and the National Leader’s forum in 20172018 (DEA 2017-2018, p. 26) which focused on presenting choice and control in a personcentrered practice. However, in the DEA, there has been no particular focus on WWD in
their consultation work with job seekers with disabilities over these 5-years of activities.
Inclusion in advocacy
Moreover, WWDA also strongly advocates for the inclusion of WWD in treaties, policy
implementation (such as the CEDAW review) (WWDA 2013-2014, p. 17), CRPD
implementation (WWDA 2016-2017, p.15), NDS review (WWDA 2013-2014, p.39) and NDIS
consultation (WWDA 2017-2018, p.13). Their views about the inclusion of women in relation
to employment are specific and presented as:
‘Women and girls with disabilities must be meaningfully involved in all decisionmaking processes of the new development agenda and frameworks. … Women with
disabilities must be viewed as agents of development in their own right’ (WWDA –
2013-2014a, p. 6)
As the peak body of DES, the DEA advocates strongly for the inclusion and participation of
PWD in open labour markets.
‘We believe in the right of every member of society to be included fully in the
community, and to have control over their own life choices. Participation in the open
labour market is a crucial factor in recognizing this goal’ (DEA 2013-2014, p. 23).
This commitment continued and remained in place over the following years from 2015-

2018 as the core message of DEA’s goals.
Inclusion in their annual report layout and content
The annual reports of WWDA are naturally relevant to WWD, with photos of women living
with disabilities on the cover page of reports, for example the report of 2015-2016, and the
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2014-2015 report. In WWDA’s reports, they discuss issues of gender and employment for
WWD, such as in the reports of 2013-2014, 2015-2016 and 2016-2017.
In contrast to WWDA, however, the DEA has separate pages where member’s stories are
discussed, with images of WWD only included when alongside MWD. Notably, MWD who
are DES providers’ clients appear more often than WWD. In terms of multiple
disadvantages, in contrast to the WWDA, the DEA only mentioned WWD by coincidence,
mainly through two member’s cases stories, (DEA 2014-2015, p. 17; DEA 2017-2018, p.

19). In the first case, the story is about a single mum living with mental health issues and
receiving the support of a DES provider to get a job and maintain financial security for her
family. In the second case, a hearing-impaired woman, who is an immigrant as well as a
parent, was supported in finding a job with a commercial restoration and cleaning company
by the DES.
While the DEA aims to address the needs of WWD through their general focus on PWD, the
risks are that this will result in the exclusion of WWD/PWD from ‘the equal place’ (Knoll

2012, p. 49). As Feminist Disability Studies argue, the experiences of WWD should be of
particular attention since their experiences are very different to MWD or people without
disability.
VI.1.3 Intersectionality in diverse cultural and social background groups

In addition to awareness raising and inclusion, the NGOs seek to be intersectional in their
work. In their annual reports, both NGOs proved that ‘intersectionality’ should include more
than just disability and gender. WWDA also supports LGBTQA+ (lesbian, gay, bisexual,
transgender, intersex, queer/questioning, asexual and many other terms) and Indigenous
groups:
‘The MDGs (Millennium Development Goals) do not take into account women’s
diversity: women with disabilities, indigenous [sic] women and other – who generally
belong to the poorest groups, have less access to health, education and other
services, and are subject to multiple discriminations’ (WWDA 2013-2014a, p. 3).

The DEA, seeking a more intersectional approach, have also focused on single parents and
job seekers with diverse cultural and social backgrounds in their discussions on the future
of generalist employment services with the Department of Job and Small Business (DEA
2017-2018, p. 10). Furthermore, through their members’ stories, the DEA revealed that job
seekers are diversified. For example, they could be a mother with a disability who
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immigrated (DEA 2017-2018, p. 19), a woman with a disability and who is a Trans woman
(DEA 2016-2017, p. 14) or a single mum with a disability (WWDA 2014-2015, p. 17).
As such, the NGO’s are cognizant of the fact that a woman with multiple disadvantages such
as disability, being a lesbian, an immigrant, or a single mum (or all of these) may face
enormous difficulties getting into work, and that if intersectionality is not paid attention to,
barriers may not be adequately addressed. They recognize that the difficulties WWD face
are often because they are women, and include discrimination in workplaces, lesser

chances of promotion, or weaker physical health and capacity. In addition, they
acknowledge Indigenous WWD, who may experience the triple discriminations of racism,
disability and gender. Thus, intersectionality as an idea is connected to the work of these
NGOs. All dimensions of marginalization are referred to in reports including race, gender,
sexuality and ability as the multilayers of drawbacks and how these multiple identities
(femaleness, disability) affect employment opportunities (Haegele, Yessick & Zhu 2018, p.
306).
VI.1.4 Partnership development to strengthen their voice and results

In addition to the above themes, forming partnerships are also crucial for both the DEA and
WWDA. Partnerships can be established with governments, national and international
NGOs, universities, and other stakeholders - to address employment issues. In order to
achieve this, both organizations, firstly, collaborated with the GOA and its agencies to design
and implement projects that would contribute to positive changes in employment for PWD.
For example, over 5 years, the DEA implemented 4 key projects with the GOA including the

DES Contractual Compliance –Train the Trainer package (DEA 2013-2014, p.6), the
National Disability Employment Initiative Project (in partnership with ten member
organizations) (DEA 2013-2014, p.10) and trialed the $5,000 ‘Career Accounts’ initiative for
DES participants with mental ill-health (DEA 2015-2015, p.8). Likewise, the WWDA
implemented several projects related to the promotion of human rights, in which a right to
work was also focused upon (WWDA 2015-2016, p.18; WWDA 2016-2017, p.17). It also
included the National Disability Employment Services (DES) Project (WWDA 2013-2014, p.
40; WWDA 2014-2015, p. 38). This DES project aimed to “facilitate provision of consumer
advice to the Government about the needs of women with disabilities in the context of the
DES, and look at ways to improve future disability employment services” and “to lift
consumer engagement and knowledge of the DES program”, (WWDA 2013-2014, pp. 4041). For both WWDA and DEA, these partnerships with the GOA are crucial for advocating
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for adequate legal frameworks in order to facilitate the development of disability employment
services.
Additionally, there is evidence of collaboration with other organizations to co-develop their
writing submissions or projects, such as the National Disability Employment Framework
Discussion Paper Survey (external stakeholders and DSS taskforce) (DEA 2015-2016, p.
11), the National Disability Employment Initiative project funding (in partnership with 10
organizations), and a Disability Employment Infographic, in partnership with Jobs Australia

(DEA 2013-2014, p. 10). Moreover, they are key stakeholders in the NDS reporting
framework reviews, the DPO submissions to issues related to NDIS (WWDA 2017-20018,
p12), the CRPD Committee - Draft general comments on CRPD (WWDA 2015-2016, p 16),
the NDIS (WWDA 2014-2015, p.34) and the CEDAW shadow report ( WWDA 2013-2014,
p.25). This helps consolidate and strengthen their voices to leverage their influence over the
GOA.
Furthermore, partnerships with WWD/PWD through creating discussion in media platforms,

or through forums and events are optimal ways to document their ‘voices’, and to build
evidence and case studies that are used for submissions or advocacy. Furthermore, to
improve advocacy work, the DEA collaborated with universities such as Deakin University
(from 2014-2016), the Queensland University, the University of Melbourne, the Center for
Disability Studies and the University of Sydney (from 2016-2018). This collaboration aims to
conduct evidence-based research on PWD and employment. This research can then be
used as a tool to convince the GOA to take adequate steps and make decisions on
employment for PWD. The WWDA consulted with the Advisory Steering Committee of the
National Research Project held by the Centre for Disability Research and Policy at Sydney
University (WWDA 2013-2014, p.48) and also developed ‘a longitudinal study on the social
and economic participation of PWD’, together with the University of Melbourne (WWDA
2013-2014, p. 49). Lastly, by maintaining partnerships with international NGO’s in New
Zealand, the United Kingdom and the United States, the organizations are able to share
their experiences about employment for PWD. Thanks to this, the lessons learnt from other
countries will be helpful to boost employment opportunties for PWD in Australia.
VI.1.5. Discrimination agaist PWD in employment

The NGOs confirm and reveal the types of discrimination faced by PWD in employment.
While WWDA discusses more specifc problems in employment faced by WWD, DEA tends
to refer to difficulties of both MWD and WWD. For example, WWD tend to be directed to
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more training, since it is believed that they do not have sufficient skills to find a job. As stated
by WWDA:
‘When Maria became a client with DES she was enrolled in Train the Trainer training.
She felt this training was inappropriate because she already held higher
qualifications. She also felt frustrated or set up to fail because she was not proficient
enough with the English language to succeed’ (WWDACT 2014, p. 10).
WWDA also argues that the system of disability support such as that examined through
Centrelink is problematic. When WWD do get a job, they are not able to ask DES for
support to change this if the job proves to be unsuitable. They firstly must resign before
asking for support to find new, more suitable work: it appears to be a presupposition that
WWD will be happy with any job, but not that they require decent work. When getting a
job, PWD may then also face barriers of inaccessibility such as transport to commute, the
infrastructure of the building, or even the work environment.
‘…So, I went to Disability Works Australia and said can you help me to find a job
close to home that is suitable for my skill set. No, we can only help people that are
unemployed, currently,” (Sharon). …unless she quits her current job, DES will not
assist her because they only assist people into employment’ (WWDSA 2014, p. 3).
‘It is no point just assuming that WWD can get a job without the recognition and
proper understanding of the structural issues that prevent women with disabilities
from finding and securing employment’ (WWDWA 2014, p. 6).

‘And David certainly is passionate about working there, navigating his wheelchair
through two hours of public transport each morning just to get there’, (David –
Member story) (DEA 2017-2018 p. 6).
‘Infrastructure such as transport systems and the built environment need to be
accessible and affordable so women are able to move about freely and
independently and get to work’ (WWDQLD 2014, p.2).
Furthermore, in the workplace, they may be discriminated against or bullied by employers
and co-workers. They may not have the chance for further professional training for
promotions. It is assumed that WWD especially, are not able to be parents and carers, thus
they will not need flexible working hours or childcare support. Others, perhaps unable to find
a job but still working as volunteers will also be exploited:
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‘I have worked places where I wasn’t treated right and had to leave’ Karen (DEA 2016
-2017, p. 25).
‘…when I began my employment, I wasn’t given an orientation or induction and I
never felt part of the team. In the whole time that I was employed, I was never once
offered any training to further my career’, (WWDWA 2014, p.5).
‘…there is an assumption within DES that women with disabilities aren’t parents
and/or carers, but many of us, are this means we also need access to flexible working
hours and conditions, including access to affordable child care’, (WWDWA 2014, p.
7).
‘I think volunteering should be put on this and not positive but as a negative here in
South Australia because through, you think, ok I will go back and do volunteering
and they will see that I am a good worker and that I am creative and that I have
skills, no what they do, is they exploit you’ (WWDSA 2014, p. 9).

Across these cases, it is evident that the NGOs are compiling and highlighting issues of
discrimination. They are also attempting to document and expose these serious issues
through their awareness raising activities. As argued in Chapter 3, feminist disability theories
reveal how WWD/PWD are excluded from society due to inaccessibility. With regards to
discrimination, the NGOs are making a great effort to prove that the exclusions around
disability, work as a system, stigmatizing human differences (Garland- Thomson 2005, p.
1557). Furthermore, the NGOs are seeking to address the issues noted in the literature
review, that discrimination in employment is a big issue in Australia, and PWD tend to quit
their jobs, not because of their incompetencies, but due to the bullying they endure daily in
their working lives (Vickers 2009, p. 267).
VI.1.6. Telling women with disabilities’ stories: mapping the importance of employment for
women with disabilities

Throughout the process of my analysis, it was clear that getting into work is crucial to WWD.
In the submission to UN CRPD 10th Session in 2013, WWDA affirmed that:

‘Work is essential to an individual’s economic security and is important to achieving
social inclusion. Employment contributes to physical and mental health, personal
wellbeing and a sense of identity’ (WWDA 2013, p. 42).
Similarly, DEA also argued:
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‘Employment is powerful narrative for a PWD to find their voice, their confidence and
their determination’ (DEA 2014-2015, p. 8).
Through member’s stories in the DEA reports, the significance of employment for PWD
tends to be even clearer when it is seen directly through the lens of participants. In particular,
for WWD, getting working is meaningful in terms of contribution, pride, values, happiness,
enhancement of social skills, and confidence boosting. For example:
‘Having work feels likes I am really contributing to something now. I ‘ve gained a
sense of pride about myself, a sense of worth, something which I lacked in myself
prior’ (DEA 2014-2015, p. 17).
‘(s)he feels values at Mercy CQ’ (DEA 2014-2015, p.16).
‘Bronwyn’s confidence has skyrocketed since starting in the role. Bronwyn is an
absolute joy to work with and Ellie’s noticed an enormous impact on the workplace
since she’s joined the team’, (DEA 2016-2017, p. 9).
Furthermore, once a person has a job, there is sound proof of an improvement in overall
health, in relationships, financial security and independence. For instance:
‘Now that I’ve got a job and am working in a team I feel less anxious in other
situations. I’m a bit more outgoing and chatty, and I think I’m happier too’, (DEA 20152016, p.13).
‘As a result of gaining employment, Gyan has expressed an improvement with her
overall health, relationships, financial security and independence’ (DEA 2016-2017,
p. 14).
‘Mandy has been at Sticky Date for over nine months and continues to really enjoy
the work, growing her confidence motivation and financial independence’ (DEA 20162017, p. 19).
‘To watch them go from mild, quiet workers, to solid and social members of the team
has been lovely to see. It has been rewarding for everyone involved’ (DEA 20162017, p. 29).
As shown above, the work of NGOs is important for the telling of stories and for mapping
experiences. It can be argued that this ‘gives voice’ to the idea that employment is vital to
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WWD and has a range of positive impacts. Specifically, it argues that employment assists
WWD to build up their financial security, strengthens their confidence and self-esteem and
by that, it extends their social networks. Thanks to that, it contributes considerably to
independent living and social and economic inclusion for WWD.
VI.1.7 Types of disability with different barriers in employment

There are a wide range of forms of disabilities discussed and mentioned in the report of DEA
and WWDA. These are important to delineate when considering issues of employment,

since different types of disability may create or exacerbate different difficulties in
employment. In DEA’s reports, mental health seems to be their priority across various
activities. In particular, they developed plans to focus on mental health (DEA 2014-2015, p
.22; DEA 2017-2018, p. 30), centering on mental health reforms in terms of policy (DEA
2015-2016, p. 9). They implemented activities relevant to mental illness such as: DSS pilots
innovative approaches for job seekers experiencing mental illness (DEA 2014-2015, p. 6),
and the trial of $5,000 ‘Career Accounts’ for young DES participants with mental ill-health
(DEA 2015-2016 p. 8). Furthermore, the DEA also co-organized activities relevant to mental
health for example; the ACCI sponsored launch of the OECD report, ‘Mental Health and
Work: Australia’ Orygen, the National Centre of Excellence in Youth Mental Health, , Mental
Health Australia (DEA 2015-2016, pp. 14-15 ). They also organized their internal activities
around mental health discussions. For example, in their conference in 2018 (DEA 20172018, p. 20), they urged delegates to help employers see the value and skills of people living
with mental health challenges and spoke of the many benefits of mentally healthy
workplaces. In addition to that, the DEA has also participated in activities of different groups

of disabilities including autism, physical, and hearing and vision impairments since 20142018. However, their ongoing research in collaboration with the Universities of Queensland
focuses strongly on physical and neurological disabilities (DEA 2014 -2015, p. 12, DEA
2015-2016, p. 15, DEA 2016-2017, p. 17; DEA 2017-2018, p. 18). In addition, through
member’s stories, they reveal types of disabilities for WWD including mental health issues
(DEA 2014-2015, p. 16), autism (DEA 2015-2016, p. 17), down syndrome (DEA 2016-2017,
p. 9), physical disabilities (DEA 2016-2017, p. 14), deafness (DEA 2017-2018, p. 19) and
language difficulties (DEA 2017-2018, p. 27).
As a member of DPOA, WWDA was a proactive participant in the co-submissions to the
Department of Treasury priorities for the 2017-2018, Federal budget (2017-2018), the
productivity commission issues paper: National Disability Insurance Scheme (NDIS) cost.
The WWDA also broadened their collaboration with other NGOs to submit to the UN
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Committee on Economic, Social and Cultural Rights; review of Australia’s Fifth Periodic
report under the International Covenant on Economic, Social and Cultural Rights.
The WWDA seems focused on WWD in general rather than on any specific type of disability,
per se, although, through their case studies, some various disability groups have been at
least mentioned.

These are the cognitive, blind and mild intellectual disability groups

(WWDA 2014a, pp. 46-48). Also mentioned , but not focused upon , are, through their
forums on DES conducted in 4 states ( Queensland, ACT, SA and WA)

mental illness,

physical disability (WWDQLD 2013, p. 10, WWDSA 2014, p7), brain injury, multiple
disabilities (WWDSA 2014, p. 2), and blindness (WWDSA 2014, p. 9), Asperger’s Syndrome
and Epilepsy (WWDACT 2014, p. 9), dyslexia (WWDACT 2014, p. 16), and Post Traumatic
Stress Disorder (WWDWA 2014, p. 3).

VI.2 Discussion: Strengths and Weaknesses
VI.2.1 Strengths

In general, both the DEA and WWDA have contributed considerably to supporting WWD
into employment in Australia. Firstly, as outlined above, both the DEA and WWDA provide
indirect support to Australian WWD in employment through awareness raising activities with
the purpose of changing attitudes. In addition, they use a range of approaches to access
multiple-stakeholders to help them reach their target audiences. They understand their
member’s difficulties such as discrimination faced, the need for intersectionality and
inclusion, the different types of disability and the importance of employment for PWD. They
have also become very proactive in engaging with issues related to WWD or disability
employment. For instance, DEA is a pioneer of advocacy for disability employment for PWD
in new supporting programs such as NDIS and DES. Furthermore, DEA and WWDA both
utilize media as effective communication channels such as Facebook, Twitter, website,
newsletters, bulletins and forums, roadshows, leader’s forums, national conferences and
webinars; to exchange, share and raise their members’ voices about their issues in
employment for PWD. In this way, they both encourage their members to communicate and
to openly talk about their issues and provide their members with up-to-date and relevant

information about employment. The feedback from their members is then documented as
proof for their follow-up advocacy work.
They, also, build strong partnerships nationally and internationally. Nationally, they
collaborate with other organizations or universities to co-submit policies or to co-implement
research. Internationally, they lobby, discuss, and share cases about employment for PWD
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with other countries such as the United Kingdom, New Zealand, China and Italy. Their
partnership results are also used to strengthen their evidence-base in advocacy work.
Additionally, the WWDA meet with UN agencies or UN committees to report on issues about
the implementation of relevant Australian member treaties, so as to better influence the
Australia government in terms of policy development and policy implementation.
Finally, they both undertake significant advocacy directly to the government to develop
specific support programs for WWD based on all collected information from the variety of

activities mentioned above. They play the important role of the ‘middleman’ who endeavors
to understand the barriers their members face and to influence GOA with improved policies
and support for PWD in employment. Hence, they have contributed significantly to the
development and amendment of policies such as the NDS plan, the NDIS and DES.
VI.2.2 Suggestions to enhance employment opportunities for WWD

In addtion to the value of both NGOs’ work has been discussed, this research offers some
sugestions that should be taken into consideration.
Disability Employment Australia
Firstly, the DEA’s focus is entirely on disability employment services but their approach is
gender blind or gender neutral through their use of the umbrella approach to PWD. While
they do undertake programmes and strategies for disability and employment for WWD as
outlined above, the DEA does not often single out WWD as needing specific attention. As
also noted above, while they do sometimes mention women specifically in their reports and
through their member stories, in this way, women can be assumed to be a PWD focus,
rather than being named explicitly. As such, the DEA is at risk of not realizing and
understanding the differences and particular needs WWDs’ experience in employment
compared to MWD. As this thesis has argued, WWD experience added burdens based on
gender such as; sexual harassment in the work place, being pregnant or being carers.
Without consideration of gender issues in employment for PWD, the DEA may promote the
cause for PWD but miss the needs of WWD as they are not counted in any disability support
programs. Furthermore, DEA members may not be aware of how to better support women

who are job seekers with disabilities.
Secondly, the DEA makes significant efforts to strengthen members’ capacity but it seems
there is a lack of training topics on how to efficiently work with, support or provide services
to WWD. This supports what is noted in the literature – often, DES providers simply did not
know how to work with and support WWD.
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Lastly, the DEA does not focus adequately on the improvement of ‘quality support’ measures
for job seekers with disabilities, delivered by DES’s members. The numbers of DES
participants getting into work has not been revealed in DEA reports which may lead to
difficulties in to measuring the success of their members in assisting PWD and WWD into
employment.
Women With Disability Australia
At first glance, the WWDA supports a wide range of WWDs’ issues. At present WWDA
prioritizes issues of violence as they argue that ‘violence is the root cause in the social,
economic and political inequality experienced by WWD’’ (WWDA 2014b, p. 24). Undeniably,
due to be the representative organization for WWD, WWDA must pay attention to all relevant
issues of WWD. It is more significant if WWDA could design and organise more activities
related to employment as the forum to discuss DES for WWD in 4 states in 2016-2017.

Employer awareness

Both the DEA and the WWDA understand that the discriminations that relate to employment
for PWD/WWD are often due to the attitudes of employers generally, as noted in Chapter 3.
However, neither the DEA nor the WWDA have activities to advocate for or raise awareness
about employment for PWD/WWD for employers in private businesses. If employer
awareness is changed, it may mean a change to their internal policies to allow for
recruitment of WWD. These changes might create more inclusive working environments for
their employees and an understanding that this is essential for influencing employee job
retention. However, these potentially important stakeholders have not been adequately
considered by these two organizations.
Types of disability
Lastly, although different types of disabilities are mentioned in advocacy, policy and through
member’s stories, no specific supports, programmes or strategies are mentioned that attend
specifically to different type of disabilities. Obviously, different types of disabilities may
require different support measures which may mean further barriers experienced by DEA

members. This would mean there would be a need for changes in policy to improve service
quality for different disability groups.
In conclusion, 7 themes have been used to explore the work of NGOs to assist WWD in
employment. These themes proved that both the WWDA and DEA are aware of the
prevalence of discrimination, the nexus of intersectionality in employment as well as the
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importance of partnership development, employment and different types of disabilities. They
both use indirect approaches such as awareness raising to change the attitudes of relevant
stakeholders and advance employment for PWD/WWD. However, in short, the DEA is
gender-blind in employment and the WWDA should have more activities designed for WWD
in employment. Hence further actions are recommended to foster the participation of WWD
into the Australian labor force and will be discussed in the concluding chapter.
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CHAPTER SEVEN: CONCLUSIONS AND RECOMMENDATIONS
VII.1 Conclusions
In this thesis, I employed three theoretical frameworks - Marxist feminism, Intersectionality
and Feminist Disability Theory and applied thematic analysis to answer the research
question: How have Australian NGOs intervened in the needs of Australian WWDs in relation to
employment in the five-year period from 2014-2018?

As outlined in the previous chapter, there are seven themes used to address this question:
1) awareness raising to strengthen employment opportunities for WWD, 2) inclusion WWD
in their activities, advocacy and reports, 3) intersectionality in diverse cultural and social
background groups 4) partnership development to strengthen their voice and results, 5)
discrimination in employment for PWD/WWD, 6) the stories of WWD: mapping the
importance of employment for WWD 7) Types of disability with different barriers in
employment. Overall, I argued that the WWDA and the DEA are aware of the prevalence of

discrimination in employment, the importance of disability inclusion, employment of WWD
and intersectionality. In addition, they have built strong partnerships to support WWD into
employment mainly through awareness raising for multiple stakeholders. These include UN
agencies, GOA and its agencies, DES providers, WWD/PWD and the broader community.
Due to the gaps outlined in the previous chapter, further recommendations will be proposed
to each organization in the coming section.

VII.2 Recommendations
VII.2.1 Women with Disability Australia

-

WWDA should focus more on employment for WWD in their advocacy, partnership,
project design and implementation and research.

-

WWDA may consider organizing more activities related to employment for WWD in
the community to better understand and collect the different experiences and barriers
WWD face in employment; and campaign to increase the awareness of DES

amongst women with disabilities and the wider community.
-

WWDA may need to pay attention to private enterprises or businesses in their
advocacy in order to change discriminative attitudes at the different stages of
recruitment to promotion.

-

.
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VII.2.2 Disability Employment Australia

-

Urgent action around gender integration should be undertaken by the DEA in their
advocacy work. This may be done through training and internal activities to help their
member’s better support and communicate effectively with DES participants to
provide improved quality of services. There are WWD from diverse cultural
backgrounds and different disability groups. Awareness about issues such as
violence, sexual harassment, unfair treatment, unfair pay, unfair dismissal, equal
access to promotion, parental leave, representation of WWD and meaningful jobs
should be recognized, to help DEA members be more gender responsive in their
service provision.

-

Private business and enterprises should also be included in DEA’s targets to raise
awareness about employment for WWD/PWD in order to welcome them into their
labour force;

-

Quality of service provided by DEA members should be included through reports.
The number of PWD getting into work should be disclosed and there should be
consultation with PWD job seekers.

-

Awareness raising about the different difficulties faced by women from different
disability groups should be included.

VII.3 Limitations of research and other research recommendations
There are several limitations in this research as below:
VII.3.1 Data accessibility

Disaggregated data in employment for PWD is inaccessible. The available data revealed by
ABS collected in 2015 is quite general and insufficient for understanding the employment
rates of WWD among different industries in different disability groups. This causes difficulties
by clounding a clear picture of the barriers in employment for WWD.
VII.3.2 Data Source quality, accessibility and policy changes

In terms of data source quality, due to the difficulties of time and data accessibility, selecting
two NGOs based on their data source availability was most convenient for this analysis.
However, annual reports by the two NGOs may be subjective and not politically neutral with
little recognition of their weaknesses or failures. Thus, the data may be inadequate for the
full recognition and assessment of support or the lack thereof for WWD in employment.
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In terms of accessibility, in the DEA website, there were some inaccessible elements only
allowed to their members. This may limit my findings, especially those related to webinars
about training for DEA members.
Finally, the data collected is from the fiscal years 2013 to 2018. However, the GOA have
made some amendments and started their new DES from 1st July 2018 (DSS 2019). Hence,
some of the recommendations of this research may have already been considered and
begun to change but yet to be reported.
VII.3.3 Research object and scope

In some ways, the research object could be viewed as too broad, since there are different
types of disabilities, and each form of disability may have distinct difficulties, capacities and
strengths.
By grouping all types of disabilities into one, the results may not be applicable to all disability
groups. However, due to the lack of research specifically related to gender and disability in
employment, it is impossible to get enough literature on WWD in employment with specific
types of disability.
It could also be argued that the research scope is too broad. While the focus could have
been more specific (to one state or territory), due to the similarity of issues faced in the
research objective, this thesis needed to look at the whole of Australia to have sufficient
data for analysis.

VII.4 Recommendations for other research
Due to the inaccessibility on disaggregated data on employment (eg; different disability
groups, different industries and different genders), more research is needed to explore how
WWD should be better supported into employment and how NGOs could do better to
support WWD in this process.
In brief, the successes of both NGO in their awareness raising efforts at including WWD and
PWD into the broader community through employment is acknowledged. Recognisably,
some improvements in terms of implementation of policies for advancing employment for
PWD/WWD are due to the influences of these NGO’s. However, more attention

by both

organisations to get WWD into work is crucial for WWD, to secure their financial status, to
extend their networks and increase their confidence to ensure independent lives.
Furthermore, it also helps the GOA to reduce its economic burden through disability support
pensions. It recommends further research directly about WWD to better understand their
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perspectives for support them into employment and how the support by NGOs could be
improved.

52

REFERENCE LIST
ABS 2014, Employment, Canberra, viewed 28 August 2019,
<https://www.abs.gov.au/ausstats/abs@.nsf/Lookup/4433.0.55.003main+features452012>
ABS 2016a, Disability tables, Canberra, viewed 25 July 2019,
<https://www.abs.gov.au/AUSSTATS/abs@.nsf/DetailsPage/4430.02015>
ABS 2016b, Disability, Canberra, viewed 25 July 2019,
<https://www.abs.gov.au/ausstats/abs@.nsf/Lookup/4430.0main+features202015>
ABS 2018, Economic Security, Canberra, viewed 26 August 2019,
<https://www.abs.gov.au/ausstats/abs@.nsf/Lookup/by%20Subject/4125.0~Sep%202018
~Main%20Features~Economic%20Security~4>
ACDA 2016, Submission Department of Social Services (DSS) Review of the National
Disability Advocacy Program, viewed 30 Sept 2019, <https://pwd.org.au/wpcontent/uploads/2018/11/ACDA_DSS_NDAP_REVIEW_FINAL_290616.pdf>
Acker, J 1999, ‘Rewriting class, race, and gender’, Revisioning gender, pp.44-69.
AHRC 2016, Willing to Work – National Inquiry into Employment Discrimination against
Older Australians and Australians with Disability, Canberra, viewed 9 May 2019
<https://www.humanrights.gov.au/sites/default/files/document/publication/WTW_2016_Full
_Report_AHRC_ac.pdf>
AIHW 2017, Australia’s Welfare 2017 in Brief, Canberra, viewed 10 May 2019,
<https://www.aihw.gov.au/reports/australias-welfare/australias-welfare-2017-inbrief/contents/disability-and-carers>
Allen, D 2018, ‘Adverse Effect: Can the Fair Work Act Address Workplace Discrimination
for Emplees with Disability?’, University of New South Wales Law Journal, vol. 41, no. 3,
pp. 846–870.
Ameri, M 2014, ‘Exploring job search outcomes for applicants with disabilities: a field
experiment’, Doctoral dissertation, Rutgers University-Graduate School-New Brunswick,

New Jersey.
Areheart, BA 2008, ‘When disability isn't just right: the entrenchment of the medical model
of disability and the goldilocks dilemma’, Indiana law journal, vol. 83, pp. 181-232

53

Australian Government - Federal Register of Legislation n.d., Disability Discrimination Act
1992, viewed 20 September 2019,
<https://www.legislation.gov.au/Details/C2018C00125>
Australian Government- Attorney- General’s Department 2019, International human right
system, viewed 25 September 2019,
<https://www.ag.gov.au/RightsAndProtections/HumanRights/Pages/International-HumanRights-System.aspx>
AWAVA 2018, 2018 CEDAW shadow report- Violence against women, ACT, viewed 10
August 2019, < https://awava.org.au/2018/06/15/submissions/2018/2018-cedaw-shadowreport-violence-againstwomen?doing_wp_cron=1572668335.4153950214385986328125>
Boyatzis, RE 1998, Transforming qualitative information: thematic analysis and code
development, Thousand Oaks, CA: Sage Publications.
Braun, V & Clarke, V 2006, ‘Using thematic analysis in psychology’, Qualitative research in

psychology, vol. 3, no. 2, pp. 77–101.
Byrnes, C & Lawn, S 2013, ‘Disability employment services in Australia: A brief primer’,
Australian Journal of Rehabilitation Counselling, vol. 19, no. 1, pp. 46–56.
Camp J 2013, ‘Mental Disorders and Inequality in the United States: Intersection of Race,
Gender, and Disability on Employment and Income’, Doctor of Philosophy dissertation,
Wayne State University, Michigan.
Chan, F, Strauser, D, Gervey, R and Lee, EJ, 2010, ‘Introduction to Demand-side Factors
related to Employment of People with Disabilities’, Journal of Occupational
Rehabilitation, vol. 20, no. 4, pp. 407-411.
Collings, S, Dew, A & Dowse, L 2016, ‘Support Planning with People with Intellectual
Disability and Complex Support Needs in the Australian National Disability Insurance
Scheme’, Journal of Intellectual & Developmental Disability, vol. 41, no. 3, pp. 272–276.
DEA 2011, Employment Guide to Partnering with Disability Employment Services, viewed
10 September 2019,
<https://disabilityemployment.org.au/static/media/Employers_Guide_Web_Ready.pdf>

54

DEA 2013, Constitution, Victoria, viewed 5 September 2019,
<https://disabilityemployment.org.au/file/08699b9cf7a37e7dfb629416e9b33c924504c670/
dea-constitution-amended-18-april-2013.pdf>
DEA 2013-2014, Annual report, Victoria, viewed 10 September 2019,
<https://disabilityemployment.org.au/file/c5fec9048bef495343771ee217796ac9b1fbd370/d
ea-annual-report-2014-web-ready.pdf>
DEA 2014-2015, Annual report, Victoria, viewed 11 September 2019,
<https://disabilityemployment.org.au/file/6235f39ff3adf76ed4a2c780b59a045280e95818/a
nnual-report-2015-web-v2.pdf>
DEA 2015-2016, Annual report, Victoria, viewed 12 September 2019,
<https://disabilityemployment.org.au/file/694bef3c999fcdf029464b59cace067b756aa29e/a
nnual-report-2016-web.pdf>
DEA 2016-2017, Annual report, Victoria, viewed 13 September 2019
<https://disabilityemployment.org.au/file/ee1e18512fff8e6c199d5a50a1d9ad6bde337610/a
nnual-report-2017-web.pdf>
DEA 2017-2018, Annual report, Victoria, viewed 14 September 2019,
<https://disabilityemployment.org.au/file/bf294678aceceba5b9eea6b7595ea553df8785f3/a
nnual-report-final-web.pdf>
DEA 2019a, About us, Victoria, viewed 3 September 2019,
<https://disabilityemployment.org.au/about-us/>
DEA 2019b, Membership, Victoria, viewed 5 September 2019,
<https://disabilityemployment.org.au/benefits-of-membership/>
DEA 2019c, Disability Employment Sector, Victoria, viewed 10 October 2019,
<https://disabilityemployment.org.au/for-employers/disability-employment-services-sector>
DEA 2019d, Message from CEO, Victoria, viewed 10 September 2019,
<https://disabilityemployment.org.au/benefits-of-membership/message-from-our-ceo/>
Disabled World 2019, Disability: Benefits, Facts and Resources for Persons with
Disabilities, viewed 27 July 2019, < https://www.disabled-world.com/disability/>
DPOA 2019, Australian Civil Society Shadow report to the United Nations Committee on
the Rights of Persons with Disabilities: UN CRPD Review 2019, New South Wales, viewed

55

10 September 2019, < https://dpoa.org.au/wp-content/uploads/2019/08/CRPD-ShadowReport-2019-English-PDF.pdf>
Draper, W 2012, ‘Workplace discrimination and the perception of disability’, Doctor of
philosophy dissertation, Virginia Commonwealth University, VA.
DSS (Department of Social Services) 2019, Disability Employment Services, viewed 10
October 2019, <https://www.dss.gov.au/our-responsibilities/disability-andcarers/programmes-services/disability-employment-services>
Dykema-Engblade, A & Stawiski, S 2008, ‘Employment and retirement concerns for
persons with developmental disabilities’, Advances in Special Education, vol. 18, pp. 253–
272.
Erevelles, N & Minear, A 2010, ‘Untangling race and disability in discourses of
intersectionality’, Journal of Literary & Cultural Disability Studies, vol. 4, no. 2, pp. 127-145.
Garland- Thomson, R 2005, ‘Feminist Disability Studies’, Signs: Journal of Women in
Culture and Society, vol. 30, no. 2, pp. 1557–1587
Garland-Thomson, R 2011, ‘Integrating Disability Transforming Feminist Theory’, in Kim Q.
Hall (ed.), Feminist disability studies, Indiana University Press, pp. 13-46
Giddens, A 1997, ‘Gender and Sexuality in Sociology’ 3rd edn., Cambridge, UK: Polity
Press, pp. 90-113.
Gimenez, ME 2005, ‘Capitalism and the Oppression of Women: Marx Revisited’, Science
& Society, vol. 69, no. 1, pp. 11–32.
Habib LA 1995, 'Women and Disability don't Mix!: Double Discrimination and Disabled
Women's Rights’, Gender & Development, vol. 3, no. 2, pp. 49–53.
Haegele, JA, Yessick, A. & Zhu, X. 2018, ‘Females with Visual Impairments in Physical
Education: Exploring the Intersection Between Disability and Gender Identities’, Research
Quarterly for Exercise and Sport, vol. 89, no. 3, pp. 298–308
Harewood, A 2014, ‘Exploring gender definition in recent sociological scholarship’, Doctor
of philosophy dissertation, The State University of New Brunswick, New Jersey.
Harriss- White B 2003, ‘Poverty and disability with special reference to rural South Asia’,
Paper delivered at policy conference on Staying Poor: Chronic Poverty and Development,
Manchester, 7–9 April.

56

Hemphill, E & Kulik, CT 2016, ‘Which Employers Offer Hope for Mainstream Job
Opportunities for Disabled People?’, Social Policy & Society, vol. 15, no. 4, pp. 537–554
Hill Collins, P & Bilge, S 2016, Intersectionality, Oxford: Polity Press.
Hwa, C & Ang, M 2017, ‘Employers’ Perceptions of Persons with Disabilities: Evidence of
Gender Differences’, Journal of Management and Marketing Review, vol. 2, no. 1, pp. 1-7.
ILO & OECD 2018, Labor Market Inclusion of People with Disabilities, Argentina, viewed
20 August 2019, <https://www.ilo.org/wcmsp5/groups/public/---dgreports/--inst/documents/publication/wcms_646041.pdf>
ILO 2015, Disability: Facts, viewed 20 August 2019,
<https://www.ilo.org/wcmsp5/groups/public/---ed_emp/--ifp_skills/documents/publication/wcms_421676.pdf >
ILO 2019a, Disability and Work, viewed 25 July 2019,
<https://www.ilo.org/global/topics/disability-and-work/WCMS_475650/lang--en/index.htm>
ILO 2019b, World Employment Social Outlook, Trends 2019, Geneva, viewed by 20
August 2019, < https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/--publ/documents/publication/wcms_670542.pdf>
Jackson, S 1998, ‘Theorising Gender and Sexuality’, in Jackson, S & Jones, Jackie
(ed.), Contemporary feminist theories, Edinburgh University Press, UK., pp. 131-146.
Jans L & Stoddard S 1999, ‘Chartbook on Women and Disability in the United States’, An
InfoUse Report, Washington, DC: U.S, Department of Education, Nation, National Institute
on Disability and Rehabilitation Research
Job Access 2019, Access for People with Disability, West Australia, viewed 28 July 2019,
<https://www.jobaccess.gov.au/people-with-disability>
Jones, A, Finkelstein, M & Koehoorn, R 2018, ‘Disability and workplace harassment and
discrimination among Canadian federal public service employees’, Canadian Journal of

Public Health, vol. 109, no. 1, pp. 79–88.
Jones, MK 2008, ‘Disability and the labour market: a review of the empirical evidence’,
Journal of economic studies, vol. 35, no. 5, pp. 405–424.

57

Jones, MK 2011, ‘Disability, employment and earnings: an examination of heterogeneity’,
Applied Economics, vol. 43, no. 8, pp. 1001-1017.
Karen S & Helen M 2012, ‘The Place of Disgust: Disability, Class and Gender in Spaces of
Workfare’, Societies, vol. 2, no. 3, pp. 139–156.
Kavanagh, AM et al. 2013, ‘Time trends in socio-economic inequalities for women and
men with disabilities in Australia: evidence of persisting inequalities’, International Journal
for Equity in Health, vol. 12, no. 1, p. 73.
Kavanagh, AM et al. 2015, ‘Intersections between disability, type of impairment, gender
and socio-economic disadvantage in a nationally representative sample of 33,101
working-aged Australians’, Disability and Health Journal, vol. 8, no. 2, pp. 191–199.
Kaye, HS, Jans, LH and Jones, EC 2011. ‘Why don’t employers hire and retain workers
with disabilities?’. Journal of occupational rehabilitation, vol. 21. no. 4, pp. 526-536
Kayess, R, Sands, T & Fisher, KR 2014, ‘International Power and Local Action –
Implications for the Intersectionality of the Rights of Women with Disability’, Australian
Journal of Public Administration, vol. 73, no. 3, pp. 383–396.
Kim S 2019, ‘Why No One Talks about the High Unemployment Rate among Women with
Disabilities’, Forbes, viewed 27 July 2019,
<https://www.forbes.com/sites/sarahkim/2019/02/20/women-with-disabilitiesunemployment/#28a553c158a1>
Kim Q Hall 2011, ‘An Introduction in Feminist Disability Studies’, in Feminist Disability
Studies, Indiana University Express, USA, pp. 1-10.
Knights D 2015, ‘Binaries need to shatter for bodies to matter: Do disembodied
masculinities undermine organizational ethics?’, Organization, vol.2, no.2, pp.200–216.
Knoll K 2012, ‘Feminist Disability Studies: Theoretical Debates, Activism, Identity Politics,
& Coalition Building’, PhD Thesis, University of Washington, USA.
Kulkarni, M, Boehm, SA & Basu, S 2016, ‘Workplace inclusion of persons with a disability.
Equality’, Diversity and Inclusion: An International Journal, vol. 35, no. 7/8, pp. 397–414.
Lewis, GH, Thoresen, SH & Cocks, E 2011, ‘Successful approaches to placing and
supporting apprentices and trainees with disability in Australia’, Journal of Vocational
Rehabilitation, vol. 34, no. 3, pp. 181–189.
58

Lindsey L 2011, ‘The sociology of gender', in Lindsey, Linda L, Gender roles: a
sociological perspective, 5th edn., Pearson Prentice Hall, Boston, MA, pp. 1-21.
Loeb, M et al. 2013, ‘Disability and participation: Assessing employment and education
outcomes in the national health interview survey (2010)’, Research in Social Science and
Disability, vol.7, pp. 171–188.
Longtin, C 2009, ‘Left out of the picture: Intersections of gender & dis/ability’, Master
Thesis, Carleton University Ottawa, Ontario.
Lonsdale, S 1990, Women and Disability : the Experience of Physical Disability among
Women, New York: St. Martin's Press.
Macionis, JJ 2001, Sexuality in Sociology, 8th ed., Upper Saddle River, N.J.:
Pearson/Prentice Hall. pp. 221-243.
Martin, JJ 2013, ‘Benefits and barriers to physical activity for individuals with disabilities: a
social-relational model of disability perspective’, Disability and Rehabilitation, vol. 35, no.
24, pp. 2030–2037.
McEwin, A 2018, ‘Discrimination law: 25 years of the Disability Discrimination Act:
Success, stagnation and strengthening the law’, LSJ: Law Society of NSW Journal, vol.
42, pp. 71-73.
Meltzer, AR, Robinson, S & Fisher, KR 2019, ‘Barriers to finding and maintaining open
employment for people with intellectual disability in Australia’, Social Policy and
Administration, pp. 1–14
Moodley, J & Graham, L 2015, ‘The Importance of Intersectionality in Disability and
Gender Studies’, Agenda, vol. 29, no. 2, pp. 24–33.
Naples, NA, Mauldin, L & Dillaway, H 2019, ‘From the Guest Editors: Gender, Disability,
and Intersectionality’, Gender & Society, vol. 33, no.1, pp. 5–18.
NDIS 2019, Understanding the NDIS, viewed 20 July 2019,
<https://www.ndis.gov.au/understanding>
Nguyen, X-T. & Mitchell, C 2014, ‘Inclusion in Vietnam: An intersectionality perspective on
girls with disabilities and education’, Childhood, vol. 21, no. 3, pp. 324–338

59

Nosek, M A, Hughes, R B & Robinson-Whelen, S 2008, ‘The Complex Array of
Antecedents of Depression in Women with Physical Disabilities: Implications for
Clinicians’, Disability and Rehabilitation, vol. 30, no. 3, pp. 174–183
Nosek, MA & Hughes, RB 2003, ‘Psychosocial Issues of Women with Physical Disabilities:
The Continuing Gender Debate’, Rehabilitation Counseling Bulletin, vol. 46, no. 4, pp.
224–233.
O'Brien, J & Dempsey, I 2004, ‘Comparative Analysis of Employment Services for People
with Disabilities in Australia, Finland, and Sweden’, Journal of Policy and Practice in
Intellectual Disabilities, vol. 1, no. 3‐4, pp. 126–135.
Office of the Legislative Counsel n.d., Americans with Disabilities Act of 1990, Washington
D.C, viewed 20 August 2019,
<https://legcounsel.house.gov/Comps/Americans%20With%20Disabilities%20Act%20Of%
201990.pdf>

Pearson, H 2012, ‘A methodological approach to examining racial and ethnic minorities
with disabilities: intersecting and interlocking race/ethnicity, disability, and gender’, Master
thesis, Iowa State University, Iowa.
Peter, DJ, Alem, S & Knabe, B 2018, ‘Reassessing cultural capital: access to employment
for women with disabilities in Saudi Arabia’, Equality, Diversity and Inclusion: An
International Journal, vol. 37, no. 3, pp.265–282.

Pettinicchio, D and Maroto, M 2017, Employment outcomes among men and women with
disabilities: how the intersection of gender and disability status shapes labor market
inequality. In Factors in Studying Employment for Persons with Disability: How the Picture
Can Change, pp. 3-33, Emerald Publishing Limited.
Pokempner, J & Roberts, DE 2001, ‘Poverty, welfare reform, and the meaning of
disability’, Ohio State Law Journal, vol. 62, no. 1, pp.425–463.
PWD & WWDA 2015, Consultation paper-proposal for a National Disability Insurance

Scheme Quality and Safeguarding Framework, viewed 30 Sept 2019,
<http://wwda.org.au/wp-content/uploads/2015/06/NDIS_QSF_PWDA_WWDA_Final.pdf>
Randolph, D 2005, ‘The meaning of workplace discrimination for women with disabilities’.
Work : a journal of prevention, assessment & rehabilitation, vol. 24, no. 4, pp. 369-380.

60

Schur, L 2004, ‘Is there still a double handicap- economic, social and political disparities
experiences by women with disabilities’ in Smith, BG & Hutchison, Beth 2004, Gendering
disability, Rutgers University Press, UK., pp. 253-271.
Schur, L, 2003. Contending with the "Double Handicap": Political Activism Among Women
with Disabilities. Women & Politics, 25(1-2), pp.31–62.
Temple, JBB, Kelaher, M & Williams, R 2018, ‘Discrimination and avoidance due to
disability in Australia: Evidence from a National Cross Sectional Survey 11 Medical and
Health Sciences 1117 Public Health and Health Services 17 Psychology and Cognitive
Sciences 1701 Psychology’, BMC Public Health, vol. 18, no. 1, pp. 1–13.
Thomas, C 1999, Female forms: Experiencing and understanding disability. McGraw-Hill
Education, UK
Tong R 2009, Feminist thought a more comprehensive introduction 3rd edn., Boulder,
Colo.: Westview Press.
Traustadottir R 1990, Obstacles to Equality: the Double Discrimination of Women with
Disabilities, Dawn Ontario: Disabled Women’s Network, Ontario, viewed 25 July 2019,
<http://dawn.thot.net/disability.html>.
UN n.d., Factsheet on Persons with Disabilities, viewed 25 July 2019,
<https://www.un.org/development/desa/disabilities/resources/factsheet-on-persons-withdisabilities.html>
Vick, A & Lightman, E 2010, ‘Barriers to Employment Among Women With Complex
Episodic Disabilities’, Journal of Disability Policy Studies, vol. 21, no. 2, pp. 70–80.
Vickers, MH 2009, ‘Bullying, disability and work: a case study of workplace bullying’,
Qualitative Research in Organizations and Management: An International Journal, vol. 4,
no. 3, pp. 255–272
Villanueva-Flores, M, Valle-Cabrera, R & Bornay-Barrachina, M 2014, ‘Career
development and individuals with physical disabilities’, Career Development International,
vol. 19, no. 2, pp.222–243.
West, CH & Zimmerman, DH 1987, Doing gender, Gender & society, vol.1, no. 2, pp.125151.

61

WGEA (Australian Government – Workplace Gender Equality Agency) 2019, Australia’s
Gender Pay Gap Statistics, viewed 28 August 2019, < https://www.wgea.gov.au/data/factsheets/australias-gender-pay-gap-statistics>
WHO & WB 2011, World Report on Disability, Geneva, viewed 20 May 2019,
<https://www.who.int/disabilities/world_report/2011/report.pdf>
Wright, G, 2015, ‘An Exploration of Gender and Disability in the Workplace’, Doctoral
thesis, The Open University, UK& Ireland.
Wright, K 2017, ‘Investigating the practical application of the social relational model of
disability: examining early childhood educator's inclusive education’, Master thesis,
Macquarie University Sydney, Sydney.
WWDA 2013-2014, Annual Report, Tasmania, viewed 3 September 2019,
<http://wwda.org.au/wp-content/uploads/2013/12/wwdaannrept14.pdf>
WWDA 2013-2014a, Building on the millennium development goals for Women and Girls
with Disabilities – a long way to go, viewed 2 October 2019, <http://wwda.org.au/wpcontent/uploads/2013/12/WWDA_CSW58_FullPaper.pdf>
WWDA 2014-2015, Annual Report, Tasmania, viewed 4 September 2019,
<http://wwda.org.au/wp-content/uploads/2016/02/WWDA-Annual-Report-2014-15.pdf>
WWDA 2014a, Gender Blind, Gender Neutral, The Effectiveness of the National Disability
Strategy in Improving the Lives of Women and Girls with Disabilities, Tasmania, viewed 10

October 2019, <http://wwda.org.au/wpcontent/uploads/2013/12/WWDA_Sub_NDS_Review2014.pdf>
WWDA 2014b, Senate Standing Committee on Finance and Public Administration ‘Inquiry
into Domestic Violence in Australia, viewed 15 October 2019, <http://wwda.org.au/wpcontent/uploads/2013/12/Final_Draft_DPO_Sub_DV_Senate2014.pdf>
WWDA 2015-2016, Annual Report, Tasmania, viewed 5 September 2019,
<http://wwda.org.au/wp-content/uploads/2013/12/WWDA-AnnRept15-16.pdf>
WWDA 2016-2017, Annual Report, Tasmania, viewed 6 September 2019,
<http://wwda.org.au/wp-content/uploads/2017/12/WWDA-AnnRept16-17.pdf>

62

WWDA 2016-2017b, National Forum for Women and Girls with Disability, Proceedings and
Outcomes Report, Tasmania, viewed by 15 August 2018, <http://wwda.org.au/wpcontent/uploads/2016/01/PMC_WWDA_Report_National_Forum_Final.pdf>
WWDA 2017, Strategic Plan 2017-2021, Tasmania, viewed 30 August 2019,
<http://wwda.org.au/wp-content/uploads/2013/12/WWDA-Strategic-Plan-2017-2021.pdf>
WWDA 2017-2018, Annual Report, Tasmania, viewed 7 September 2019,
<http://wwda.org.au/wp-content/uploads/2017/12/WWDA-AnnRept16-17.pdf>
WWDA n.d.a, About WWDA, Background and History, viewed 29 August 2019,
<http://wwda.org.au/about/background/>
WWDA n.d.b, About WWDA, Constitution, viewed 28 August 2019,
<http://wwda.org.au/about/const/>
WWDACT 2014, Women with disabilities experiences of Disability Employment Services in
the ACT and surrounding region, ACT, viewed 3 October 2019, <http://wwda.org.au/wp-

content/uploads/2013/12/DES_ReportThree_ACT.pdf>
WWDQLD 2014, Women with Disabilities and Employment: the double –glazed glass
ceiling, Queensland Forum with Women with Disabilities, Queensland, viewed 3 October
2019, <http://wwda.org.au/wpcontent/uploads/2013/12/DES_ReportOne_Queensland.pdf>
WWDSA 2014, Report from the South Australia Disability Employment Services Forum for
Women With Disabilities, South Australia, viewed 3 October 2019, http://wwda.org.au/wp-

content/uploads/2013/12/DES_ReportTwo_SouthAustralia.pdf
WWDWA 2014 , “Work Will Set You Free……..Just Don't Expect Anyone To Employ You”
Women with Disabilities in Western Australia and their Experiences with DES providers,
West Australia, viewed 3 October 2019, <http://wwda.org.au/wpcontent/uploads/2013/12/DES_ReportFour_WA.pdf>
Xu T & Stancliffe R J 2019, ‘An Evaluation of Employment Outcomes Achieved by
Transition to Work Service Providers in Sydney, Australia’. Journal of Intellectual &
Developmental Disability, vol. 44, no.1, pp. 51–63.

63

