Inclusion for people with disability through 
sustainable supported employment


1. Introduction 

NEDA Facts Sheet 1 ‘One Million People’ (attached) estimates, “One in every four people with disability is a person of either first or second generation Non-English Speaking Background (NESB), representing approximately 1 million people across Australia.

A 2005 report from MALLSA Inc asserts: “About 1.4 in every 1,000 eligible people born in non-English speaking countries was using a disability employment service up to 2004, compared to 4.3 per 1,000 of people born in all countries, including Australia (Productivity Commission XE "Productivity Commission"  1999-2004). This is a ratio of about 3.1 to 1.

19-20% of the target group came from countries where little or no English is spoken (Australian Bureau of Statistics XE "Australian Bureau of Statistics"  2001). Yet only 5-6% of service users reported that their main language was not English (Department of Families, Communities and Indigenous Affairs (FACSIA XE "FACSIA" \t "See Department of Families, Communities and Indigenous Affairs" 

 XE "Department of Families, Community Services and Indigenous Affairs" ) Census of Disability Services 1997-2005). This is a ratio of about 3.5 to 1.”

The National Ethnic Disability Alliance (NEDA) strongly agrees with the next comment in the report, “This is more than a matter of inequity. It implies that there is considerable scope for investing tax dollars more effectively. For each $1 spent on DSP payments in 2003-4 the Commonwealth spent 4.7 cents on DEA services. In comparison, for each $1 spent on paying the DSP to NESB people the Commonwealth spent only 1.4 cents on the DEA services that could have helped to change them from tax takers into tax makers”.

While the Dept of Families, Housing and Community Services and Indigenous Affairs (FaHCSIA) appears to be interested to assist people from NESB and culturally diverse backgrounds, the MALSSA report claims that “Participation by people whose main language is not English declined by 19% (from 6.4% to 5.2%) over the period 1997 to 2005. 
The discussion paper on which this inquiry is based states that 3.6% of users are from NESB and cultural backgrounds. This is a strong indication that change needs to happen to better include people from NESB and culturally diverse backgrounds with disability in both supported and open employment. 

This paper first discusses the barriers for, and their impacts on, people from NESB with disability, and is backed up by comments from a NEDA consultation that was done on employment for the Human Rights and Equal Opportunity Commission in 2005 (now Human Rights Australia). We then discuss the 6 outcomes outlined in the discussion paper, ‘Realising Inclusion For People With Disability Through Sustainable Supported Employment — A Starting Point’, on which this paper is based. As we go through the outcomes, we provide our recommendations and suggestions. 

A list of recommendations in this paper is available on Page 13.
1.1
About NEDA

The National Ethnic Disability Alliance (NEDA) is the national peak organisation representing the rights and interests of people from non-English speaking background with disability, their families and carers throughout Australia.  NEDA is funded by the Commonwealth Department of Family & Community Services to provide policy advice to the Australian Government and other agencies on national issues affecting people from NESB with disability, their families and carers. 

NEDA actively promotes the equal participation of people from NESB with disability in all aspects of Australian society.  
It manages a range of projects relating to NESB and disability communities and works closely with its state and territory members to ensure that its policy advice reflects the lived experiences of people from NESB with disability.  
In states and territories where no NESB-disability advocacy agency exists, NEDA undertakes development work to establish a structure that can support people from NESB with disability, their families and carers

1.2
A comment on terminology
For clarity sake the National Ethnic Disability Alliance has been referred to as NEDA, Disability Discrimination Act (1992) as the DDA, and the Human Rights and Equal Opportunity Commission as the Commission throughout this submission.  

NEDA uses the term Non-English Speaking Background in preference to Culturally and Linguistically Diverse Background as those from an English speaking background are encompassed by the latter term and they are not part of NEDA’s constituency.  NEDA contends that coming from a linguistic and cultural background other than Anglo-Australian can be a great social barrier and a source of discrimination in Australia.  The intention of using NESB is not to define people by what they are not but to highlight the inequity people experience due to linguistic and cultural differences.  NEDA also uses the term people from NESB with disability rather than people with disability from NESB as we consider cultural background (not disability) an appropriate means of developing social identity.

NEDA sometimes uses the term ‘people from NESB and culturally diverse backgrounds’ to recognise the differences created through language and culture. The term ‘culturally diverse backgrounds’ refers to people from countries - such as India and Singapore – where English is taught as one of that country’s official languages, but the cultures are significantly different to that we practise in Western Democratic Australia. 
NEDA maintains that disability is a social construct and arises when a society’s infrastructure is not developed to ensure all individuals, regardless of capacity or impairment, can fully participate in society.  Thus NEDA refers to people with disability rather than people with disabilities to underline that disability is not a characteristic of an individual but a consequence of a society designed (whether consciously or inadvertently) to exclude many of its citizens from equal participation.

2. Barriers and Their Impacts and What consumers have Said 
All people with disability face the barriers caused by, among other things, lack of access – to information, buildings, transport, etc – and inappropriate infrastructure – inaccessible road crossings, poorly maintained footpaths, etc. People from NESB and culturally diverse backgrounds also face additional barriers. 

2.1
Specific barriers for People from NESB With Disability in Supported Employment 
Many people from NESB with disability in Australia encounter grossly entrenched disability and racial discrimination within the disability and mainstream communities and disability discrimination within their own cultural groups.  
This web of discrimination manifests in many ways including:

· the lack of accessible information informing them of their rights, entitlements, essential services and supports structures available;

· the lack of culturally competent service provision in mainstream and specialist services;

· the lack of interpreters and resources to meet their needs;

· the prevalence of myth, misconceptions and negative stereotypes about disability and ethnicity;

· the lack of effective legislative and policy direction and government intervention.

2.2  Impacts of Barriers 

The impacts on people from NESB with disability, their families and carers include:

· extreme isolation and marginalisation;

· financial vulnerability and fewer opportunities to reach their full potential through education and employment;

· reduced capacity to participate in social, economical, political and cultural life;

· dependency on families and cares;

· carer burn-out due to lack of appropriate support.

2.3
Ramification of Impacts 

The ramification of these impacts is an increase in government spending in an endeavour to deal with the symptoms rather than addressing the causes. 

It is important to note that people from NESB with disability do not only face discrimination by the Australian society, but also within their own cultural and linguistic communities. Perhaps due to the poverty in the birthplaces of people from NESB and diverse cultures, there is a great deal of ignorance of the abilities of people with disability. In poverty stricken countries, people’s main consideration is where they’re going to get their next meal and/or secure shelter. For migrants from such environments, and particularly those from rural locations, the thought that there could be support for people with disability in Australia may not even cross their minds. In their eyes, people with disability who require supported employment are often unemployable. 
Thus without active promotion of supported employment to the NESB and culturally diverse communities, many people from NESB with disability who require supported employment are likely to be missing out. 

2.4
What NEDA Constituents Have Said
In 2005, as part of an inquiry into employment of people with disability by the Human Rights Equal Opportunities Commission (now known as Human Rights Australia), NEDA held a total of 3 consultations across Australia. Participants in the consultations raised racial discrimination as a common occurrence in their everyday experience.  Although it is often expressed in a very subtle manner by employment services staff and potential employers, the impact on the receiving end is equally distressing.  

It was acknowledged that negative attitude to disability were shared by able bodied members of many families from NESB.  Lack of family support was a hurdle thought to be more common to people from NESB with disability.  One participant noted her role was seen by the family as unpaid carer for younger family members while other adults went to work.  That she was incapable of gaining paid employment was taken as given by members of her family.  
The fact that many cultures still maintaining extremely negative perceptions of disability as a shame upon the family, or retribution for past injustices, indicates that the Australian disability movement has failed to include people from NESB with disability and their associates.  Educational material on disability rights are rarely translated into community languages.

It was also acknowledged that many people from NESB with disability have poor self-confidence.  Reasons for this ranged from arguments that poor body image results from stereotyping to the view that constant knock-backs and criticism adversely affect morale.  While it may be possible to direct funds to improve morale, participants in the NEDA consultations had a marked preference for first addressing structural barriers to employment and improving the attitudes of others.  It was felt that to blame the lowered morale of job seekers for their inability to find work was to blame the victim and avoid the real problem.

People from NESB face added difficulty in accessing labour market services and programs due to the fact that the cultural and linguistic diversity of service users is not acknowledged and reflected in the way services are provided. Essential information about services is rarely available in community languages.  Assessments are only in English and many of these services are reluctant to use accredited interpreters even when requested.  

The added difficulty of functioning at interviews and on the job with English as a second language was also raised as a barrier specific to people from NESB with disability.  One participant at the Sydney consultation noted he was asked to fill in lots of forms and sit tests without understanding what they were for.

A further argument was put that employers often argue that people with disability are a greater safety risk and this perception was exacerbated when the person spoke little English.

Training in English was also noted as a means to increase employment potential only of younger people.  It was argued that partly due to the slowed ability to learn as we age people from NESB who only began to learn English when an adult were unlikely to improve their English to such an extent that they would ever be considered as work ready by employment services.

It was argued that people from NESB with disability faced a dual basis for discriminatory practice: disability and ethnicity.  Several suggestions were made to remedy the difficulties faced by people from NESB with disability.  These being:

· information on how to find work, services and programs, be provided in languages other than English;

· standard practices across employment agencies be developed to use interpreters and translators efficiently;

· The Commission and advocacy services to establish relationships with NESB communities as a means of promoting disability rights;

· Cultural Competency Training being funded and provided to all employment service agency staff;

· funding contracts to include equitable outcomes for people from NESB and monitored accordingly

· additional resources provided to address cultural linguistic barriers;

· people from NESB with disability could be noted as a priority group and a percentage of the funding pool for employment services could be especially quarantined to address clients from NESB with disabilities;

· Government jobs and those in service agencies could be required to reflect the percentage of population from NESB with disability.

These suggestions still apply today.
3. NEDA Comments on the Proposed key Outcomes 

Chapter 4 of the discussion paper, ‘Inclusion for people with disability through sustainable supported employment’ proposes six key outcomes to improve the situation for people with disability in supported employment. 
NEDA maintains that without taking into consideration the concerns and recommendations below, people from NESB and culturally diverse backgrounds  with disability are likely to continue to be denied their right to employment and inclusion. 
3.1
Outcome 1 – work environment

3.1.1
Participation of people with disability in the workforce 
The low uptake of services by people from NESB with disability is widely reported. It is supported by the premise of the Productivity Commission Report on Government Services 2009 that “People from NESB with disability are not using government funded disability services”, cited in ‘NEDA Facts Sheet 2: Access to Disability Services for People From Non-English Speaking Backgrounds With Disability’ (attached). 
NEDA Facts Sheet 2 also asserts that “People born in a Non English Speaking Country are approximately 2 times less likely to receive employment services than people born in English Speaking Countries. Unemployment among people from NESB with disability is further expounded in a report launched by NEDA in 2010 entitled, ‘People from NESB with disability in Australia:  What does the data say?’, Chart 8 demonstrates that there is “A higher proportion of people looking for full time or part time work who identify as having a schooling or employment restriction, and are born in a country other than a major English speaking country.” The report also claims that, based on the 2009 General Social Survey report, “The unemployment rate for this group ... is close to 40%.” 

(See Section 2 of this paper for an elaborate explanation of the barriers of people from NESB with disability in employment). 

3.1.2
Recommendation 1: Research into People from NESB in Supported Employment.
There is very little research, if any, on people from NESB with disability in supported employment. Many questions need to be answered including: 

· What are their experiences in employment?
· Do they have the capacity to move into open employment?

· Do language and cultural barriers render them a lower capacity than they may actually have?
· What is the job retention of people from NESB with disability?

· How can opportunities for those who are unemployed be improved?

· What kind of supports are required for people who are either working in supported employment to retain their job or looking for work in supported employment?

NEDA would be happy to be involved in research to unravel the above questions. 
3.1.3
Recommendation 2: Improved Quality of Data 

The Australian Government and data agencies such as the Australian Bureau of Statistics currently collect limited data on people from NESB with disability. We therefore have limited information about people with disability in supported employment and some may not even be recorded. 
Currently, country of birth is used as an indicator of NESB and NEDA is concerned that this practice fails to capture people who are born in Australia and are either raised or identify with a non English speaking cultural and linguistic context. 

NESB may be defined as incorporating people:

· born overseas and whose language or culture is not English or Anglo-Celtic / Saxon

· born here in Australia and the first language or culture of at least one parent is not English or Anglo-Celtic / Saxon

· born in Australia with linguistic or cultural background other than English or Anglo-Celtic / Saxon who wish to be identified as such.

· This means that people may fall into the category of “Non English Speaking Background,” even if their family has lived in Australia for several generations. People in such circumstances may still be practising their traditional culture, speaking their traditional language and have poorly developed English skills. Due to issues of isolation and false or negative concepts of disability people with disability are more likely to be in this situation but their needs may not be recognised because they are not recorded as being from an NESB. 
Other indicators of NESB could include:
· Proficiency in other languages;
· Ethnic group;
· Language spoken at home by mother;
· Language spoken at home by father; and 
· Ancestry
NEDA would be happy to work with the Government to help improve the quality of data in relation to people from NESB with disability. 

3.1.4
Recommendation 3: Australian Disability Enterprises (ADE) to target people from NESB and culturally diverse backgrounds in promotional campaigns 
In a nationwide survey conducted by MALSSA inc, 716 disability employment service providers were approached, of which 160 responded. 
The following results came to light
· “only 10% advertised in languages other than English (LOTE XE "LOTE" \t "See Languages Other Than English" 

 XE "Languages Other Than English" 

 XE "Communication with consumers:Languages Other Than English, or LOTE" );

· 97.5% had no written information in LOTE XE "Languages Other Than English" 

 XE "Communication with consumers:Languages Other Than English, or LOTE"  for users about the National Disability Service Standards;

· Only 23% had an interpreting XE "Communication with consumers:Interpreting & translating"  and translating policy;

· “No demonstrated need and “Low numbers” were given as reasons for absence of LOTE XE "Languages Other Than English" 

 XE "Communication with consumers:Languages Other Than English, or LOTE"  material though many outlets were in areas with many eligible people from non-English speaking countries;

· 96% of outlets said they needed more resources to respond to the linguistic needs of people whose main language is not English.”

This indicates that there is critical need for funding to be made available to supported employment services to promote jobs to NESB and culturally diverse communities. Strategies for promotion by supported employment services could include: 

· Use of telephone and/or face-to-face interpreters when communicating with individuals and groups

· Production of information in alternative languages - This involves identifying the main ethnic groups in a particular area/s. Including basic information and providing contact details for further information may significantly reduce the cost of translation. This may also allow for the translation of more languages.
· Promoting jobs through Ethnic media - the National Ethnic Media Broadcasting Council – www.nembc.org.au - would be a good start to target local and regional ethnic media.  
· Visiting ethnic groups and organisations that serve or advocate for people from NESB and culturally diverse backgrounds. 
3.1.5
Recommendation 4: ADE’s to include cultural competency training in their staff inductions and organisational policies
“Cultural competence is a set of attitudes, skills, behaviours, and policies that enable organizations and staff to work effectively in cross-cultural situations. 
It reflects the ability to acquire and use knowledge of the health-related beliefs, attitudes, practices, and communication patterns of clients and their families to improve services, strengthen programs, increase community participation, and close the gaps in health status among diverse population groups.” 
(Cited at http://erc.msh.org/mainpage.cfm?file=2.1.htm&module=provider&language=English)
Participants in NEDA’s 2005 consultations for the HREOC inquiry “Noted that Cultural Competency Training should be provided to all agency staff, from managers to receptionists and should include:

· cross cultural communication skills (how to use interpreters/translators, plain English skills, non verbal communication);

· being aware of different values relating to disability across cultures;

· identification of personal values and the impact of these in a work setting;

· skills to identify the cultural values of their clients;
· development of empathy, respect and sensitivity to people from NESB;

· cross cultural negotiating skills;

· the responsibilities on staff to work effectively with clients from NESB with disability and

· access and equity issues.”
NEDA’s member organization in NSW, the Multicultural Disability Advocacy Association (MDAA) offers training on cultural competence http://www.mdaa.org.au/training.html
NEDA strongly believes that a culturally competent work environment will go a long way to securing and retaining workers from NESB, with and without a disability, in the ADE’s. 
3.1.6
Recommendation 5: Including People With Disability in the ‘Unsupported employees’ category 

Integration, as outlined in the Discussion Paper for this inquiry, in the supported employment workplace would be ideal, provided that the staff are understanding of the people they are working with. 
It is also important to include in this mix people who have a disability but do not require supported employment. 
Such a move would provide role models for those in supported employment and encourage some of them in the process of transition into open employment. 

3.1.7
Recommendation 6: Encourage NESB enterprises to get involved with ADE’s 
All or part of businesses owned by people from NESB could be encouraged to provide supported employment. In so doing, disability awareness would be better fostered among the NESB communities and this would go some way to reducing the stigma and ignorance of disability. 

3.1.8
Recommendation 7: Setting targets for people from NESB and culturally diverse backgrounds with disability 

All serious actions must have a benchmark to determine the timeframe and number of people likely to be impacted. Without a measurement strategy, an evaluation cannot be made. Therefore, if the government is serious about inclusion in employment for people from NESB and culturally diverse backgrounds, a target must be set. 

3.2 Outcome 2 – a fair wage

3.2.1 Recommendation 8: Workers with disability in supported employment receive minimal wages in cases where they are assessed to have low levels of productivity.

Presently, the Supported Wage System (SWS) allows wage cutting for people with disability in open and supported employment on the basis of productivity as assessed by an assessor from the Dept of Education and Employment Work Relations (DEEWR). This means that, for example, an employee assessed at 10% capacity can be paid at 10% of the relevant classification wage specified in the award. However, they do not pay rent at 10%, eat at 10% or have other clothing and personal needs at 10%

NEDA opposes the SWS and maintains believes that those who are assessed to having low productivity should receive no less than the minimum wage. In such cases, the Government may be required to supplement the wages.  This is not only an issue of fairness but one of worth and value. 
3.2.2 Other NEDA comments on fair wages 
· Superannuation should be paid at the minimum wage, even if actual payment of wages is less.

· Benefits - such as long service leave, sick leave, etc - should be available to people with disability working in supported employment. 
· The characteristics of most people with disability in supported employment should be taken into consideration in the issue of wage determination – their punctuality, reliability, loyalty, etc. 

· A strength-based employment model should also be considered when setting wages. Too often people’s skills are under-utilised as skills are not identified. One obvious example for people from NESB is the language skills that a person may possess. Such skills could be useful in a company’s international communications, NESB customers, etc.

3.3
Outcome 3 – choice and flexibility

There is currently little choice and flexibility in the employment system for people with disability working in supported as well as open employment. 

Below are some recommendations that NEDA believes will make the system more flexible for people with disability so that they have better choice in their place and type of employment. 

3.3.1
Recommendation 9: Personal Development opportunities for people with disability 

· There should be training opportunities specifically for people with disability. Some people with disability may lack the confidence to participate in mainstream courses due to factors such as lack of information in appropriate formats, their comprehension skills, etc. 

· People with disability working in ADE’s and open employment should be supported to attend either by allowing them to use work time or providing funding toward their personal development. 

· Those who succeed in the courses should be given the opportunity for promotion in the workplace or supported by institutions such as the Disability Employment Services (DES), to seek higher level or alternative employment. 

3.3.2
Recommendation 10: Establishment of NESB specific employment support agencies 

It is perhaps more daunting for people with disability from NESB or culturally diverse backgrounds to participate in employment training or in deed, in employment due to their low English proficiency or cultural concepts on what they can do. Yet having the option to use a service where there are other people in their situation can significantly help them to gain their confidence and self esteem. Cultural boundaries can also be shifted as friends and family observe the progress of their own and others who are from an NESB or culturally diverse background who have a disability 

An organization specifically designed for people from NESB and culturally diverse backgrounds with disability could: 

· Provide training; 
· Assist clients seek work in supported or open employment; 
· Provide support in the course of employment; and 

· Assist with the transition, be it from one job to another or from one life period to another such as from school into employment. 
Such organizations could also be useful in engaging NESB businesses to provide supported employment for people with disability. 

3.3.3
Recommendation 11: Re-introduction of quotas for workers with disability 

It is widely reported that the number of people with disability employed in the public sector has declined since the abolition of affirmative action for people with disability. 

Quotas should be reintroduced to the public sector and extended to the private sector for businesses over a certain size or profit.
In so doing, both the private and public sectors may be motivated to create areas for supported employment in their organisations. A greater opportunity for employment and flexibility in the type of employment would thus be created for people with disability working in supported employment. Those wishing to move to open employment would also have more opportunities to move within their workplace or to another work environment. 

In the short term future, discussions on affirmative action should be held in the disability sector. 

3.3.4
Recommendation 12: Plans and policies to foster disability friendly workplaces 

In order for employees with disability to grow and be at their optimum level of production, the work environment needs to be understanding of their varied needs and differences. Not only does each disability have its own needs – e.g ramps in buildings for wheelchair users and Braille or tactile signs on doors for blind people – but people in the same disability group have different needs – e.g one blind person may prefer information in Braille while another may prefer it in audio format. 
Teams need to be assigned according to skill so that The skills can compliment each other. An example of this is if there are two Spanish speakers and one has some English proficiency while the other may have very little, , they should work together as one may translate for the other. Such activity will help to improve people’s self confidence and self esteem. 
Episodic disability, common but not limited to those with epilepsy and mental illness, needs to be tolerated such as ability to take time out from work with no threat to job security. 
All these practises should be formalised by way of standards or guidelines so that all people in supported employment in Australia are treated fairly. 

3.4
Outcome 4 – appropriate supports over the life course

3.4.1
Recommendation 13: Person centred planning for people with disability
· Transitional plans and strategies need to be designed for people with disability, beginning before they complete high school. 

· The plan needs to involve family, carers and others the person would like to involve. 

· A case worker perhaps from a supported employment support agency could assist the person achieve those goals throughout his/her working life. 

· The plan must be open to alter to deal with the phases of life, such as marriage, beginning a family and retirement. 

· Support must be available when required – when looking for work, changing jobs, etc – and reduced when a person is confident to do the job independently. 
3.5
Outcome 5 – businesses delivering supported employment
3.5.1
Recommendation 14: Tax Deductions for ADE’s 

· This would be a good citizens approach and part of the community contribution. 

· It may also encourage big business to establish supported employment sections in their operations. 
3.5.2
Recommendation 15: ADE’s to be transparent
Before Government commits taxpayers money, there should be an independent assessment of the profit & loss of private businesses in the supported employment sector.

Further, ADE’s must be transparent in order to avoid exploitation of people with disability. 

3.5.3
Model of supported Employment 

NEDA believes that the ideal model of supported employment is a business run by people with disability and their families. For people with disability, supported employment should lead to empowerment, participation, self determination.
3.6
Outcome 6 – partnerships formed

· Whatever partnerships are formed, the government should apply checks and balances to employers so that people with disability are not compromised in partnerships. 

· The Government and ADE’s should also seek partnerships from business owned and run by people from NESB and culturally diverse backgrounds. 

4. Conclusion 
A section in this paper was devoted on the barriers for people from NESB and culturally diverse backgrounds with disability entering into supported employment and the impacts and ramifications. In so doing, NEDA intends to demonstrate that people from NESB and culturally diverse backgrounds want to work but are hampered by many restrictions that could be lifted with the support of the Australian government and other stakeholders in the supported employment sector. 

To this end, Section 3 offered recommendations on how the 6 outcomes proposed by the discussion paper that guides this response, can be achieved to create an inclusive work environment for people from NESB and culturally diverse backgrounds with disability. 
With an estimated million people from NESB with disability, this group represents the second highest group of people with disability. Therefore, by addressing the needs of people from NESB with disability, as recommended in this paper, will, to repeat the words of the MALSSA report, make many “Tax takers into tax makers”. 

A list of the recommendations in this paper is below:

· Recommendation 1: Research into People from NESB in Supported Employment (P5)
· Recommendation 2: Improved Quality of Data (P5)
· Recommendation 3: Australian Disability Enterprises (ADE) to target people from NESB and culturally diverse backgrounds in promotional campaigns (P6)
· Recommendation 4: ADE’s to include cultural competency training in their staff inductions and organisational policies (P7)
· Recommendation 5: Including People With Disability in the ‘Unsupported employees’ category (P7)
· Recommendation 6: Encourage NESB enterprises to get involved with ADE’s (P7)
· Recommendation 7: Setting targets for people from NESB and culturally diverse backgrounds with disability (P8)
· Recommendation 8: Workers with disability in supported employment receive minimal wages in cases where they are assessed to have low levels of productivity (P8)
· Recommendation 9: Personal Development opportunities for people with disability (P8)
· Recommendation 10: Establishment of NESB specific employment support agencies (P9)
· Recommendation 11: Re-introduction of quotas for workers with disability (P9)
· Recommendation 12: Plans and policies to foster disability friendly workplace (P9)
· Recommendation 13: Person centred planning For people with disability (P10)
· Recommendation 14: Tax Deductions for ADE’s (P10)
· Recommendation 15: ADES to be transparent (P10)
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