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Rosie Lane   0:11
Rosie here. Welcome everybody. Lovely to be with you all this afternoon. Thank you for joining us for this webinar today. We will wait another minute or so. We're not quite yet at 12.30, but fantastic to see so many people who are here, ready, organized, ready to go. I hope you've got some lunch or
If you're in Melbourne, maybe something warm because it's a bit unpleasant out there weather-wise. So we'll give it another minute or so and then we will get started. But very happy to be with you all.
Rosie here. It's just ticked over to 1231 by my watch and we have got a jam-packed agenda today. So let's get started. Welcome all to this next in our Inclusive by Design series, When AI Reshapes the First Rung. Very excited to have James Walters here from MCC Future Ready for what is going to be a fabulous session.
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James Walters   1:57
Thank you very much, James speaking. It's great to be here. Thank you all for coming along. I'm very excited for today's conversation.
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Rosie Lane   2:05
Rosie here. So to begin, I would like to 1st share a little about AusDN, for those of you who might not know us, and a welcome to those of you who are our members or who have come across our work before. If I could have the next slide, please, Regine.
Australian Disability Network works with organisations across Australia to make workplaces more inclusive for people with disability. We know that many organisations are at different stages of this journey. So some are just getting started, others have been working on inclusion for years, but want to do more. I've been in this space for a while now and there is always more to learn and new things coming in.
as we'll see from today's conversation. So welcome no matter where you are in terms of your own personal disability confidence and awareness and your organisation's accessibility and inclusion, you are in the right place.
I would also like to acknowledge country and acknowledge the traditional custodians of the lands on which we are meeting and acknowledge their continuing connection to land, sea and community. We pay our respects to the people, cultures and elders of Indigenous communities past and present. I'm coming to you from Wurundjeri Woi Wurrung country here in Naarm, Melbourne.
and I'd also like to extend my respects and acknowledge traditional custodians of the many lands that we're joining on today for this virtual meeting.
Our agenda today, very exciting. A welcome introduction from myself, probably the least exciting part of the whole session, to be honest. I'll go through some housekeeping in just a little bit to help you get familiar with the platform, but then we will get straight into our conversation. So I'll
introduce James formally and then he and I are going to have about 20 minutes conversation about all things AI, early careers, accessibility and career pathways. We will have some time for questions from you all as well at the end. So do feel free to pop those in the Q&A as we go through.
So to introduce our accessibility features for today's session, live captions are available throughout the session via Microsoft Teams. So to find these, you can go to the three dots labeled more on the toolbar, which is usually at the top of your screen, select language and speech, and then turn those captions on.
We have AusDN interpreters provided by Deaf Connect. A big thank you to Deaf Connect and our interpreters today. They are spotlighted, spot lit, so should be at the top of your screens there. You may also be able to pin them if you need to do that as well so that you have them visible. We will be sharing this
recording, we'll be recording the webinar and sharing the recording and with the transcript to everyone who's registered. So hello to those watching later on or catching up. And you'll all have a copy of that as well.
We will be monitoring the chat and the Q&A, so please add questions for James and myself into the Q&A. You can upvote those that you want answered to help our team find the most popular questions. Our wonderful events team are on hand to answer questions as we go through for technical questions. If we don't get to your question, we'll share an FAQ after the event. Our audience tends to have lots of wonderful questions that
Sometimes it's hard to get to, but we'll make sure that we address the main ones afterwards.
And if you do encounter any technical issues during the webinar, we'll be sending everyone the recording and the transcript as well. Hopefully it all goes smoothly for you all on your ends, but if something does happen, you will receive the recording and transcript afterwards.
So I will introduce James. Before I do that, I will share a little bit about AusDN and the work that we do, particularly in our employment pathways team. So for those of you who have not had the pleasure of meeting, my name is Rosie Lane. My pronouns are she, her, and I am the head of employment pathways at AusDN.
The employment pathways team leads our disability competent recruiter, internships and career mentoring programs. We've been working with our members to deliver accessible and inclusive early careers pathways for over 20 years, supporting at this stage thousands of supervisors, mentors and recruitment practitioners.
to build confidence and capability in access and inclusion, remove barriers in the recruitment process and provide opportunity for students, graduates and job seekers with disability to build their careers. And we're very proud of these programs and the wonderful impact that they have and the hard work of everyone involved in them. And this year we are celebrating a milestone, our 3000th match pairs through our career mentoring program.
Through these programs, we've learnt the importance of early careers pathways. We all know, I think, that the first roles that you have set you on the path for the rest of your career. We also know that finding and securing these first opportunities can be more challenging for people with disability who may experience barriers to study, work and networks, all of the things that can help set you up.
in those first few roles. We also know that when opportunities and recruitment approaches are accessible and inclusive and focused on the person, that everyone, not just people with disability, can and do thrive in those first roles. And we also know that diverse teams and removing barriers benefits everybody.
and benefits organisations as well, from a business perspective.
I'll share some more information about our specific programs at the end of the session. If you do have any questions about those, feel free to reach out to me directly. I'll share my contact details at some point today as well, so you can connect with me by e-mail or LinkedIn.
But for now, I'm very, very pleased to introduce our guest speaker today, James Walters, General Manager of Strategy and Growth at MTC Future Ready. James is a recognised nonprofit leader with over 20 years of experience driving social impact across employment, education and disability services. At MTC Future Ready, he has introduced A data-driven framework that improves outcomes for communities.
He is a sought after voice on disability, employment and AI. I've had the pleasure already of connecting with James and had to hold myself back from asking all the questions that I wanted to ask him so that you all can benefit from hearing them as well. So welcome, James. Thank you so much for being here today.
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James Walters   8:38
No worries. And thank you so much for having me and for the very enthusiastic introduction. And it's funny, whenever I get an introduction like that, it worries me. Although the grades in my beard should remind me how long I've been doing this for. I still very distinctly remember starting out as a consultant not so long ago. So I think I've had the benefit of not only longevity in the sector, but also working
at every run, very topical for today, every run of the sector. So, I'm excited to be here and very passionate about this topic and employment in general. So, you know, anything that I can do to contribute to a conversation or awareness of the things that we can do as employers and as participants in the workforce, I'm always
very happy to put my hand up and get involved. So again, thank you so much for having me here today.
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Rosie Lane   9:27
Rosie here. No, it's our pleasure and very much aligned with the work that we do and our passion here at Australian Disability Network as well, and a very timely conversation to have. I feel like every second conversation that we're having in the workplace is about AI in some way or another. So very, very pleased to be bringing this session to everyone.
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James Walters   9:42
Yeah.
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Rosie Lane   9:47
Could you start off by telling us a little about MTC's research into AI and early careers and what you've found?
[image: ]
James Walters   9:54
Yeah, absolutely. So just for a little bit of context, because I think it probably speaks to why MTC was interested in undertaking some research. So for people who are not familiar, this is a little bit of a shameless plug, I'm sorry, but MTC is an organisation, a not-for-profit organisation, that's been around for 37 years.
delivering employment and training programs to disadvantaged communities. Originally across Sydney, so the M in MTC is for Marrickville, so Marrickville Training Centre. We've now expanded across the east coast of Australia. We work with over 25,000 participants every year across 80 plus offices. And what we've seen through that is that
the communities that we work with and 30% of that number are people with diagnosed disabilities. But what we've seen is that AI is really starting to have an impact on people's workplaces, but also their view of what workplaces are. So that sort of stemmed this conversation internally.
where as an organisation that has embraced technology, our CEO is a former CIO, so looking at innovation and technology is a huge part of who MTC is, but we're also very conscious of the impact that that would then have on the workforce in general. So it stemmed a conversation where we wanted to identify
what the impact could be over the next five years, 10 years, to get a better understanding of how we could adapt our programs to assist the most vulnerable communities in their career pathways. And we deal with people who are starting out for the first time. You know, it's their very first job either, ever. They've moved to Australia from another country.
Their skills aren't necessarily, sorry, their qualifications aren't necessarily recognised in Australia. So essentially, they are starting again. And that sort of fear of what a workplace looks like in this evolving age is a real thing. So fortunately, in my team, we have the luxury of being able to undertake these research projects. And that's sort of where we started was
when it comes to entry level roles, what impact do we think that AI is having right now and what do we foresee that being in the future? So we undertook some research where not only did we look into emerging technologies from a tech lens, but we also went out and spoke to employers across Australia. We spoke to
employees across Australia. We spoke to young people, again, that diverse mix of people with disability in there as well, to get their sort of views and attitudes towards AI and how it's changing workplaces. And the key message that we got out of all of that, and it's probably a narrative that people have heard before, is that AI
is not replacing jobs, but it's changing the way that work is done. Or it's augmenting is the word that gets thrown around a lot. It's augmenting jobs. And I think for the workplace in general, there's a lot of positives that are coming out of AI adoption. You know, if you look at Jobs and Skills Australia, I think the stat is something like there's 125,000 additional jobs
over the coming years that will be created because of AI and the number of roles that are being...
eradicated or reduced is something relatively small, like 1 1/2 percent. And I think that that's something that's really positive that we can look at. But the biggest hurdle, I think, is that entry level. Because the tasks that we know that AI is very good at, things like admin and scheduling, data processing,
some of those sorts of things, that is where a lot of people will get their start. They're the things that AI is really, really good at. And I think that within that change is where this conversation really, really holds a lot of value. Because from an employer standpoint, I think it's easy to take on AI as an efficiency tool.
and we're seeing that the appetite amongst employers is that they want to take this on. In the research that we have, over 80% of employers have said that within the next 24 months, they intend to bring on an AI tool to do exactly those sorts of skill sets. So we know that the adoption is very fast.
But then the attitudes of people towards what that looks like in the workplace was actually really interesting because AI confidence amongst the group that we worked with was quite high, but it was quite high while it was on their terms. So you hear this terminology about shadow use where people
get very comfortable with the tools that work for them, but that's not necessarily the same tool that is used in a workplace. So trying to find that balance between employers who want to bring on a specific tool because they think it's going to work for their business, but that being aligned with people's current skill sets is creating a little bit of
of divide, I suppose, with people's attitudes, because they're not sure if their skill set is going to fit. Employers have a fear that people are going to come in and go rogue with these systems, and that's going to cause all sorts of problems for their business. And in that conversation, those
frontline roles, those entry level roles, are starting to get a little bit of a gap, I think, between what was traditionally a role that people could feel confident about. You know, you've got transferable skills, you feel like you could walk into a job and you would be able to start and learn on the job. And now there seems to be this growing concern that I need to have far more
skills to even get my foot in the door than I ever had before. And technology is a real fear for people, particularly mature age, who might be pivoting in their career, or people with disabilities who, you know, have worked so hard on, say, life skills, communication skills, that digital literacy and digital skills is sort of a secondary thing that
hasn't quite been worked on yet. So the research has been really interesting to show that while there's this emergence of technology and the conversations about technology, so much of it actually comes down to attitudes and decision making, and they're very human-centric type things.
And I know that we spoke about this yesterday, Rosie, but that human-centric part, interestingly, in the research that we've done, is growing. So the pre-COVID, when you were looking at...
vacancies that were online, advertising through, you know, places like Seek, human-centric skills equated to about 40% of a roles description. Everything else was sort of hard skill sets. Post-COVID, that's up over 50% now. So even in what people are asking for, it's starting to lean into human-centric skill sets. And
we delve deeper into that to have a look at what does that actually mean. And 65% of employers now are saying that soft skills are absolutely critical to the roles that are available. And in fact, 33% of that group say that it's a difference between them hiring a person and not.
So it's not even looking at the skill set or qualification, it's what do you like as a person and what do you bring to the culture and what can you do for our business that has nothing to do with technology and everything to do with people and emotions and communication. And I think that there's so much opportunity for people with disability in that space because we know the skill sets
that have been developed over the years while people have had to navigate systems, they've had to find ways of living and working that suit them. And those skills are invaluable. So I think that as we start to see this shift and emerge, for me, I think there's so much opportunity and that that fear comes from a lack of education. And I think as employers and as people in the sector, the more we can work on
improving people's confidence into the workplace, the skill sets that exist with people are actually more relevant now than probably ever.
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Rosie Lane   18:11
Rosie here. Thank you so much, James. That was a wonderful overview. Definitely has got me thinking in a number of different directions. And one thing that I picked up and thinking about is those soft skills and how important they are. And a positive there is that you can develop those human-centric skills
in many different ways. You know, it doesn't just have to be a technical skill that you've learned through study or you've learned through a particular career path. You know, there's a myriad of ways and life experiences that people build up those skills. So I think that's, if anyone's on the call who is, you know, a job seeker or working with job seekers, that's really something to take away is the importance of those skills and how can we
support people to develop those and also have the confidence to be able to speak to them because it's often a lot easier and more straightforward to speak to technical skills than it is to speak to those human-centered skills, I think. All right, so many questions to ask. I'm interested in this tension between AI as a, you know, as an efficiency, as an enabler, and unintended barriers.
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James Walters   18:59
Absolutely.
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Rosie Lane   19:13
Are there any, I guess, barriers that employers should be wary of when you are introducing AI? You know, most of the ones that you've spoken to are planning to introduce AI tools in the next 24 months. What should they be keeping an eye on from kind of an accessibility and an early careers perspective?
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James Walters   19:32
Well, interestingly, I think one of the biggest emergence case studies for AI is around the initial recruitment and what was traditionally called the pre-screening processes, particularly for sort of medium to large organisations and creating what is seen as an efficiency and often
And it's still built with the right intent, so that there is no inbuilt bias, but there's been so many test cases that have come out for huge organizations, and I'll give a quick example, because I think this paints the picture really well. So, Amazon, and I'm sure that people on the call are...
familiar with this. But Amazon, about 10 years ago, was an early adopter of AI and knowing the sheer quantity of applications that Amazon would have to go through for roles, they built this tool with all the best intentions of what would make the right fit for a role at Amazon. And they loaded it up with all the resumes of the successful people and all the skill sets of all the successful people.
who had come through the organisation for the 15 years prior. And they made a few conscious decisions to tweak the algorithm to take out a few bits and pieces that they thought were maybe bias and then let the system run. But what had happened was, unintentionally they built a bias in the system because the resumes are successful people.
were often males. So it was screening out things in there like the word woman. So if someone was part of a women's association as a skill set, that was becoming what was deemed a red flag by the algorithm. Career gaps, so whether somebody had a chronic illness, an injury,
maternity leave, all of those sorts of things, that was being taken in as a negative and then was filtering people out. And then before you know it, you were landing on a perfect candidate, which was essentially a male who had, you know, sort of 10 years experience under their belt.
and that was the perfect candidate, and everybody else got removed from the algorithm. Even though they were becoming aware that this was happening, they had gone into the system to try to tweak a few of those different things. But ultimately, the system was flawed, because using the historical hiring practices,
without a human judgment behind it, when you were just looking at the data in the written word was causing this bias. And I think that that's a risk that still exists today, particularly for businesses who are probably an early adopter of AI, is relying on it because it's an efficient
tool, so relying on it to make a decision, or at least give a strong recommendation, as opposed to still having that human judgment. And I think that that's where the unconscious bias can come from, is that it's seen as such a productive efficiency tool that
It's getting easier to just rely on the information without testing it. And I think that also comes back to one of the points that I think is one of the strongest things that we should be talking about in this conversation is, you know, entry level jobs are not jobs, they're pathways. And people get experience through that. And it's experience of workplace
for good and bad reasons. You know, they start to learn the sector, they understand, you know, the terminology that's being used, the expectations of the sector, the processes in the sector, and they build up this experience and understanding of what it's like to be in their chosen vocation. And without that entry level to give them that experience,
or if it's too heavily reliant on just an AI tool, they don't get that same level of intelligence that they would have for someone who had come through a traditional pathway where by the time they're sort of 5 or 10 years into a job, they have this understanding. I joke and I call it my gut feel.
you know, we said, oh, it's just my gut feed. And you go, but it's an educated sense of what's right and what's wrong. And it's based on ethics and experience and, you know, knowledge that you've accumulated. And I think that that's something that cannot be replicated through technology. And that's where some of this unconscious bias can happen. Is it
You know, AI technology doesn't have emotion, it doesn't understand emotion. And I think that that's so critical in hiring the right person is to understand their story, is to understand their uniqueness and what they could bring to your company. And you're unconsciously filtering out
skilled people who could create a diverse workplace and a better workplace for you, purely because you're relying on an algorithm. And I think that taking the easy and efficient option shouldn't always be the way that you go about it, and that there should be some sort of frameworks that you put around choosing an AI tool if that's the route that you want to go down.
There should be some pressure tests around it. There should be a conversation about ethics. Before you adapt any tool, talk to the supplier of that tool and ask about how their algorithm comes up with these calculations so that you're not allowing this bias to just be automated. There is some sort of control. So I'm not 100% sure if that answers
Your question entirely, but hopefully it does.
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Rosie Lane   24:50
Yeah, Rosie, you know, that's wonderful and that's something that we talk around a lot through our Disability Confident Recruiter Program as well is making sure that you know what tools your organisation is using and how they've been built and that you're communicating out adjustments as well. If you know that a tool that you're using might not necessarily be accessible for everybody. So that importance of
if, you know, and this is AI and any kind of recruitment tool, right? It doesn't have to just be AI. I had a follow up question as well, but something that I wanted to add to around the piece about entry level roles being pathways and supporting people to build their knowledge of
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James Walters   25:18
Hmm.
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Rosie Lane   25:32
the workplace or the industry or their area of specialization, is that that knowledge, what you talked about as your gut feel, is also what we need to rely on when we are checking AI outputs, right? AI doesn't have that. And if you don't have that knowledge yourself, then you're not going to be able to go in and correct and to check for. So I think that
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James Walters   25:44
Petrol.
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Rosie Lane   25:52
experience is critical and becoming more critical because AI can only look backwards at its inputs and it can't apply those levels of human judgment that we learn by, you know, experience. So my question there is what can employers do to ensure that those early careers pathways remain open and accessible and provide people with those opportunities that
We know it is so important.
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James Walters   26:18
Well, I think it's a mindset thing. So I think that the question should stop being, you know, how can we use AI to be more efficient? Or how can we use AI to automate this? And start to think about it as a tool and how can we use AI to help people succeed? How can we use AI
to enhance this process. I think that that should be the conversation. And I think what you were just saying is perfect. We have a saying at MTC, there always has to be a human in the loop. And I think that that is the key for employers is to have the same sort of question of themselves is was a human in the loop?
with this decision, with this conversation, that we weren't just relying too heavily on it. But what does the AI look like in the way that it interacts with a person to deliver the best outcome for my business, as opposed to we have this tool that can replace X. I think a really good example of this, and I'll use one actually in my own team,
is so amongst a lot of the other things that I do in my role, we write all the tenders for our organization. And we had within our team a researcher who was phenomenal, absolutely phenomenal at her job. She worked a nine-day fortnight. She had a disability.
and with somebody that we had a lot of like flexible work for. And she would spend the best part of seven days of her fortnight just pulling research together. And she was a brilliant mind, unbelievably smart, smarter than I'll ever be. And she spent all of this time pulling research together and two days analyzing and decision making on it.
And we built an AI tool. So again, shameless plug through an organization called See Data that hosts dashboards for us, which have all of these data points of the things that were critical for us to know to make strategic decisions for the organization. And it's a huge amount of data, huge, huge, huge amount of data. We also would do map
Plotting to get a visual understanding of where our strategy would lead us. That was a task in itself, dropping pins and all of these sorts of things on a map. We used AI to automate all of that work for us, so we knew that the data was always live, but what that then gave me was...
an extremely intelligent person who for nine days a fortnight could give me her insights instead of being stuck behind spreadsheets and manual processes. And even if you look at some of the success of MTC over the last few years, I pin a lot of that on the fact that we were able to unlock the skill sets of people
who, you know, think differently, brilliant minds, people who would challenge the status quo of what it meant to be in this sector. And we were able to fully utilize their skill sets. And that's where I think AI can really be efficient and lift the business to another level. But all we did was used it to take away a task
That was a key part of her role, but very time consuming with little reward. The biggest reward was the analytics part where we could sit down and get her to work through it. And I think that was a shift in our mindset to say, it's not about making this more efficient for the sake of it. It's that we get more out of you in a way that we really value. So that's why we're going to make this change.
And that would be my advice for employers is have a similar sort of level of thinking when you want to bring in AI for efficiency.
What more can I get out of this? What does this unlock for our business? What does this unlock out of this person? That should be the driver of the decision making, not just because it's potentially easier or cheaper.
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Rosie Lane   30:07
Rosie here. I love that example. Thank you so much, James. I've got one more question for you and then we will go to our Q&A. So do keep sending through questions, audience, if you have them. And this is changing topics slightly from the AI conversation, but something that we talk about at AusDN and I know that you talk about this as well in your work at MTC is inclusion as a
as a performance conversation or a business conversation, not just values. So I'm curious to know what do you find most resonates with business leaders when we're talking about investing in inclusion and thinking about accessibility?
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James Walters   30:47
I, I think...
People now are becoming more and more open. I genuinely think that our experience through COVID really shifted mindsets of traditional businesses because we had to adapt quickly. We had to deal with things that were always thought maybe too hard, but it became almost a survival.
things that we had to do for businesses. But the way that we shifted to flexible workplaces and could be more accommodating of people, and people were vulnerable through COVID as well. And I think that that changed, again, the way that people perceived the workplace. So, you know, I think that inclusion in the workplace has become probably more accepted than
than ever. And it's become something that people are really starting to value. The conversation that seems to resonate really well is when you bring it back to culture and economics. And when you talk about diverse teams, you know that team, like it's statistics,
have proven this, that you know that in diverse teams, culture improves. People value working with a diverse team, whether that be religion, cultural background, disability, neurodiversity, whatever it might be. It enhances the culture of a team because there's different perspectives, there's different life experiences and
you know, as humans, we thrive off that. So when the culture lifts, people's motivation to be at work lifts. I can't tell you this stuff off the top of my head, but there are some fantastic stats that even talk about absenteeism in diverse teams and how it's significantly less than, you know, teams that sort of all fit into the same box. So
That, that you...
The positives are proven statistically that a diverse team equals a more engaged team and a more engaged team equals better results for an organisation. So where you can be more innovative, where you can enjoy your work more, where you can push the limits of your sector, that's always going to be a driver.
for somebody who's passionate. But even if your motivation is financial, teams that feel good and like working have better outputs and will deliver better financial returns. That's just a fact. So I think no matter which way you look at it as an employer, you know,
Inclusion and diversity in your workplace is a positive, particularly if you go about it in the right way. You know, if it's natural and you let it thrive and you encourage it, you're going to get better results. And I think that that's something that, you know, if an employer isn't quite there yet, making a conscious effort to do that would be my advice. But I really do think just as...
a society. We have drastically improved over the last sort of four or five years in being very open to diverse workplaces.
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Rosie Lane   33:45
Rosie here. I love all of that. Thank you so much, James. It's something that we're very passionate about, obviously, at AusDN as well. That's our whole purpose and vision. And I agree. I think that, you know, through COVID and through technology, we are seeing a lot of all of these enablers. And then our, I guess, not quite challenge or our opportunity is to
figure out how we can then progress that conversation and build on that momentum. So love that. Oh, yes.
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James Walters   34:12
Mhm.
I think so. And so just one other thing I'll add to that as well. Again, I feel old and the greys of my beard are telling me how old I am. But I talk about the future of work and I talk about like a TikTok generation. Pardon me for making that sound really horrible and daggy. But you've got
this group coming through, this new generation of workforce coming through, and their attitude towards work is very different, I think, to traditional workplaces. And as employees, I think we have to adapt to that. And inclusion and flexibility is something that is absolutely front of mind.
for this generation that's coming through. And I think if workplaces don't start to adapt to that as well, that, you know, in five years, 10 years, 20 years time, it's going to be a struggle for certain businesses to still be around if they don't start to embrace the new attitudes that are coming through.
And people now more than ever as well are more open about their disability and their barriers and the expectation that they want from an employer to help, you know, allowing them to thrive in their workplace. So, you know, it's something that's coming and it can't be avoided. So I think the more that we embrace and we're open about
inclusion and diversity, that it's important because this is the future of work.
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Rosie Lane   35:39
Rosie here could not agree more and that resonates so much with my own experience working in our programs and being able to meet students and job seekers with disability and even, you know, over the time that I've been at AusDN, which is a while now, seeing how much more comfortable people are about
identifying as having disability or requesting adjustments and those expectations that people have of their employers, not just around accessibility, but around inclusion and diversity and values, really coming through. So I agree, you know, there's an impetus on organisations and employers to match those expectations because it's only, I think, going to get more prevalent as
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James Walters   36:02
Mm.
Yeah.
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Rosie Lane   36:18
These generations, and you know it wasn't that long ago that my generation was the hot young thing in the workplace, but it moves quickly.
[image: ]
James Walters   36:23
Yeah.
That's not it. Was it that long ago then?
[image: ]
Rosie Lane   36:28
Yeah.
We've got some fabulous questions coming through in the Q&A, so thank you everyone. I'll go to one from Kim. Do you think that there is a risk that employment opportunities for people with disability could decline even further as AI reduces the availability of entry level roles, particularly for school leavers?
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James Walters   36:49
So, I I think that's a that is a genuine concern. I I think that...
Whilst.
the roles themselves may not disappear. I think the expectations will be different. And I think that that could be potentially where that there is, again, this fear that those roles may disappear. Because an entry level role doesn't look like what it used to. Now, that's not to say that's in every industry. And that's why I'm saying to employers, it's so important
that you keep that open because the fact is that if you look at projections of what it could look like, if you start to erode those entry level positions too far, there's going to be a skills gap, you know, in a decade or two, you're going to have this highly experienced
highly capable, sort of upper management, executive level workforce, and you're still going to have entry level. Again, that won't go away. But the skill set, because you have eroded the experience of entry level roles, if you rely too heavily on AI for too long, that minimal management gap,
gets wider and wider and wider and that becomes an issue. So that's why it's so critical for employers to make that conscious effort to say, we're not removing this role, we're looking at having this role delivered in a different way and perhaps using AI as a tool. So I think that the education piece as well around school leavers, that I think the
Well, I know, actually, that the story of what a pathway to work looks like has been the same for a really long time, and there are some amazing organizations out there that are starting to change that conversation. I also know that government is making a conscious effort to bring in digital literacy, AI literacy.
and creating sort of a minimum benchmark level of AI competency as sort of a national standard for young people that is coming down the pipeline so that when the expectations of an entry level role change, that our young people are equipped to handle that and feel more confident and educated about what that pathway looks like. So I think we're just in a unique time now.
That the change is happening and the education piece hasn't necessarily caught up to it yet.
[image: ]
Rosie Lane   39:09
Rosie here, thank you. Really, really complex conversation when we're thinking about education and skills building, and I think that, you know, the soft skills, as we talked about earlier, are still as critical as ever. So, you know, if you are working with or living with school leavers and young people in your lives, that's something else that we'll always need.
[image: ]
James Walters   39:29
Like.
[image: ]
Rosie Lane   39:31
Another really great question in here from Dash, thank you. How can we account for the possibility of an algorithmic monoculture and systemic rejection that's emerging AI, aided hiring practices? So the existence of a small number of vendors, there's only so many systems,
[image: ]
James Walters   39:40
Okay.
[image: ]
Rosie Lane   39:49
can mean that those potential biases that we were talking about are applied regardless of the role or organisation, you know, if we're using these systems that have these inbuilt requirements. So what can we do about that? Just a small question.
[image: ]
James Walters   40:04
No, that's right. And I think that that comes down to collectively holding these organisations to account. Even as an organisation at the moment, we have just gone through a process of interviewing technology companies for an internal solution. And what we're looking at is purely around data.
But the rigmarole that we went through to ensure that they were ethically aligned and could actually pull back the curtain and explain to us what the algorithm was doing and how it worked. There's so much protection around data and there's so many sensitivities that you can often get lost in the wash.
And I think that there has to be that challenge. And I know this isn't a perfect answer, but we know with technology, particularly AI, and if you look at agentic AI, that it can sort of run off down its own path. But again, if you keep a human in the loop, whether that be to, you know, pull back the curtain and understand what the algorithm is doing, or the human in the loop
is the one who is holding those vendors to account to say that there is an expectation that we have that these sorts of things are accounted for, or these sorts of things are not happening, and that you start to challenge that. I think that that is a step in the right direction. I still think there's going to be errors, unfortunately.
along the way. But I also think that we need to make sure that we don't just allow automation to take over. And again, I understand in larger companies, but even talking about Amazon, Amazon have realized that it can't be fully automated. And if the largest company in the world, you know, can't have sort of come to that realization, I think that we can all learn from that.
there still has to be a person dealing with this at some point. So you're right, I think in the early adoption, there's probably going to be a few missteps. But again, if we hold people to account, we keep having this conversation, that's what we can control. And I'm no tech whiz by any.
by any account, but I am a good challenger of truth and I definitely wouldn't allow something in my company unless I felt confident that I could understand what it was doing and the recommendations that it was putting forward.
[image: ]
Rosie Lane   42:26
Rosie here, absolutely. And I think it also comes back to being very clear about your organization's requirements. And so what is our AI policy? What are our technology requirements? What's our diversity inclusion and our recruitment policies? And what do we actually need vendors to demonstrate to be able to meet those requirements? So
[image: ]
James Walters   42:31
No.
[image: ]
Rosie Lane   42:45
You know, this is an emerging area for a lot of organizations. Not all organizations have got an AI kind of policy yet, or it's in development. And so I think something to consider if you are in that state, or even if you've got one, you know, they're going to have to be reviewed so regularly because this space is changing so much. Thinking about, well, what actually do we expect and do we need to be able to do
[image: ]
James Walters   43:02
Yes.
[image: ]
Rosie Lane   43:07
our work, you know, excessively and inclusively and without bias. So then you can ask those questions of vendors.
[image: ]
James Walters   43:14
So, I think...
[image: ]
Rosie Lane   43:17
Rosie here. All right. We have only a few minutes to go. I can see there was a question from Denise as well, which I think linked in a little bit to the to Kim's question around school leavers and entry level roles. So I might unfortunately have to move to our
wrap up and close because we only have a few minutes left, but thank you, James, so, so much. This has been wonderful. I'm sure there's questions that we didn't get to, so we will collate them and work together to send through some responses to everyone.
[image: ]
James Walters   43:40
The.
My question.
[image: ]
Rosie Lane   43:55
Rosie here and I did flag that I would share a little bit more about our employment pathways programs at the end of the session. Before I do that, or while the team's popping the slides up, James, is there anything that you wanted to let our audience know about in terms of where they can find out more from MTC in that research?
[image: ]
James Walters   44:13
Yes, absolutely. So if you jump on to mtcfutureready.org.au, we do publish our research. You'll also find a paper there about disability employment, talking about the opportunity and the untapped workforce of the disability sector in Australia. But if you jump onto our website, not only do we see all of our programs, but any of our research papers, but please
follow us also on the socials. Whenever we do have updated research pieces or insights and conversations, we always post them there. So it is something that we try to get out every couple of months. We always have a new piece to talk about. So please follow us if you haven't already, and we will keep you in the loop with everything that's happening across our sector.
Yeah.
[image: ]
Rosie Lane   45:00
Rosie, you're fabulous. Thank you so much, James. Do go and check all of that out. From an AusDN perspective, I've mentioned these three programs, internship programs that allow organisations to host university students and recent graduates with disability, as well as building manager capability and highlighting strengths and opportunities in your recruitment process.
Our Disability Confident Recruiter Program, which is a systematic review of your end-to-end recruitment process to identify and remove barriers and organisations who complete this program achieve disability confident recruiter status, and our Career Mentoring Program, which pairs mentors from your organisation with job seekers with disability to build disability confidence and leadership skills.
and really work on those soft skills that we were talking about for both the mentees and the mentors. So thank you all very much. I did also promise that I will put my contact details in the chat in case you would like to find out more. If you're looking for support with your inclusion journey in general and you're not yet a member of Australian Disability Network, our bronze membership is a great place to start.
We give you the framework, the community, the network and ongoing support to create meaningful action. So do go to our website to find out more. And I'll also do a little sneaky plug for our Disability Confident Awards night, which is coming up at the end of this month, I cannot believe it, in Melbourne. It's going to be a wonderful night celebrating the hard work.
of all of the people in our community who are working really hard on accessibility and inclusion for people with disabilities. So details on the website there as well, and I hope to see a lot of you there. Thank you all so much. Thank you again to James and to our AusDN interpreters as well. This has been absolutely wonderful. I hope to see a lot of you in future events.
[image: ]
James Walters   46:38
It.
I.
[image: ]
Rosie Lane   46:44
But wishing you a wonderful Thursday afternoon. Thank you all.
[image: ]
James Walters   46:48
Thanks so much. Bye.
[image: ]
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