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MTC Webinar FAQs
Question 1
A widely cited recent statistic getting around at the moment from 2026 AI workforce surveys is along the lines of:
· 85% of respondents say executive leadership is more enthusiastic about AI than employees/non-executives. 1
This captures the “optimism gap” between executives and the rest of the workforce — leadership is significantly more bullish on AI than non-executive employees, who tend to be more cautious due to uncertainty around job impact, readiness, and practical implementation. 
Are you able to comment on this based on your research?
Response from James
Absolutely. Data suggests this isn't just an optimism gap, it's an experience gap.
During our research we noted that PwC's 2026 Workforce Hopes and Fears Survey found that 91% of senior executives are using AI at work, compared to just 39% of non-managers. When leaders are working with AI every day and much of the workforce isn't, it's not surprising their views on AI differ.
What's more telling is that only 7% of non-managers feel AI capability is recognised or rewarded in their organisation, compared to 22% of senior executives. That can unintentionally send the message that AI is something happening to employees rather than for them.
We see a similar pattern in Gartner's research, where only 17% of Australian employees were classified as "AI Champions", while 56% were considered "AI Resisters". That divide isn't driven by technology alone; it's largely driven by trust and access.
One of the most important findings I came across was that trust in senior leadership among Australian workers has fallen from 50% to 41% over the past year. Korn Ferry's research found employees who trust their leaders are nearly three times more likely to view AI positively and more than five times more likely to believe their organisation can successfully navigate change.
For me, that's the real story. AI adoption isn't primarily a technology challenge, it's a leadership challenge. Employees don't need to become AI enthusiasts overnight. They need clarity about how their role will evolve, what skills will remain valuable, and confidence that their employer is investing in people as much as technology. When leaders communicate openly and use AI intentionally, trust grows and adoption follows.
Question 2
Do you think there is a risk that employment opportunities for people with disabilities could decline even further as AI reduces the availability of entry-level roles, particularly for school leavers?
Response from James
The risk is real, particularly for young people with disability entering the workforce. Through MTC's research, we've found that AI is most likely to impact the routine and administrative tasks that have traditionally sat within many entry-level roles. Jobs and Skills Australia estimates AI could eventually automate around 13% of work tasks, but augment approximately 55%, meaning most jobs are more likely to evolve than disappear.
What's encouraging is that there is currently no evidence of widespread decline in Australian entry-level hiring. Entry-level job advertisements have remained relatively stable, even in industries actively investing in AI.
For me, the real question isn't whether AI removes jobs, it's whether we redesign entry-level roles in a way that continues to build capability. Many of the tasks AI can automate are the same tasks that teach communication, prioritisation, workplace confidence and professional judgement. If employers remove those experiences without replacing them, young people with disability risk losing critical pathways into long-term careers. It also means we are potentially “self-sabotaging” our future workforce by not consciously allowing people to build capability through experience, which in turn will see a significant skills gap emerge over the coming decades. If we get it right, AI can reduce barriers to employment while creating more meaningful and accessible work.
Question 3
How can we account for the possibility of an algorithmic "monoculture" and systemic rejection that has emerged in AI-aided hiring practices? e.g. the Stanford study that was released earlier this year: AI Hiring Tools Can Yield Racial Bias and Systemic Rejection | Stanford HAI

Comment: the existence of a small number of vendors leads to people being rejected systematically by the vendor regardless of the job or organisation
Response from James
This is one of the most important and least discussed risks associated with AI in recruitment.
The concern is fairly straightforward: if multiple employers rely on the same AI systems, biases embedded in one platform can be replicated across an entire labour market. A candidate may be screened out repeatedly, not because they lack capability, but because the same flawed assumptions are being applied everywhere.
For people with disability, that's particularly significant. We know attitudinal barriers and assumptions about capability already influence employment outcomes. AI risks scaling those biases while making them harder to identify because decisions appear to come from a system rather than a person.
My advice to employers is simple: use AI to support hiring decisions, not make them. There must always be a human in the loop, I keep coming back to this statement.
There should always be human oversight at every stage where a candidate could be excluded. Employers should also ask vendors difficult questions: What data was the model trained on? How is bias tested? How often is the system audited? How are people with disability involved in its design and evaluation?
Australian Disability Network members are well positioned to lead in this space. Many organisations already co-design workplace adjustments and accessibility initiatives with people with disability. Applying that same co-design approach to recruitment technology would help identify risks before they impact candidates.
Response from Rosie
It is also important to regularly review your recruitment processes and outcomes. Look at each stage of the process to identify whether candidates with disability are less likely to progress and whether particular tools or processes, including AI systems, may be creating barriers.
Before introducing an AI recruitment tool, define what success will look like and how you will identify unintended exclusion or bias. Continue monitoring outcomes after implementation, retain meaningful human oversight, and ensure candidates can request adjustments or use an accessible alternative.
Question 4
I have lived experience of low vision and I fear that today’s blind/low vision children will be thrown on the labour force scrap heap because the nature of blindness as a disability means that we are overwhelmingly represented in high AI exposure employment. The youngsters will be even more marginalised in employment. How can we tackle this?
Response from James
The concern is understandable, but I think it's important to recognise both the risks and the opportunities.
Many blind and low-vision Australians are employed in knowledge-based professions, which are among the sectors most affected by AI. That naturally creates uncertainty about future workforce participation.
At the same time, AI is arguably one of the most significant advances in accessibility technology we've seen in a generation.
Capabilities such as text-to-speech, document summarisation, real-time transcription, navigation assistance and content generation are now embedded within mainstream workplace tools. Features that once required specialist software and separate funding are increasingly available by default. That's a significant shift because it moves accessibility, both for employers and employees.
The challenge now is ensuring young people can fully leverage these tools. Programs such as School Leaver Employment Supports and initiatives like Vision Australia's Career Start Program already provide important pathways into employment. The next step is embedding AI literacy into those pathways so young people understand not only how to use the technology, but how to advocate for it as a workplace support.
There is also a responsibility on employers. Blind and low-vision people should be involved in the design, testing and implementation of AI systems from the outset. Accessibility works best when it's built in, not added later. At MTC we have made these adjustment for low-vision employees and are happy to talk through what that process looks like in practice.
Ultimately, AI could either widen existing employment gaps or help close them. The difference will come down to the choices employers, educators and policymakers make, which I encourage them to be extremely considered when they make these decisions.
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