
 

Background  

This project, commissioned by Deaf Connect, aimed to understand the experiences, challenges, and 
opportunities for deaf and hard of hearing (DHH) people within the workplace from the perspective 
of both employees and employers. The research seeks to inform the Deaf Connect ILC grant through 
identifying potential solutions or initiatives which may enhance communication access, improve 
workplace inclusivity through effective workplace practices, and bridge gaps in understanding 
between DHH employees and their employers.  

DHH individuals face unique challenges in employment, including communication barriers, access to 
information, and workplace support. Deaf Connect has a long-standing commitment to advocating for 
the DHH community, emphasizing equal access to opportunities and inclusive practices.  

 

Research Methodology 

The surveys were designed to facilitate a robust understanding of participants’ experiences. Surveys 
were distributed online to both DHH employees and employers in Australia across various industries. 
The surveys focused on capturing insights on workplace support, communication accessibility, and job 
satisfaction levels. Quantitative data provided statistical insight into common experiences and open-
ended responses allowed participants to share more nuanced perspectives and personal stories. The 
surveys were structured to respect anonymity and confidentiality, ensuring that all respondents felt 
comfortable and supported in sharing their experiences. This report presents a high-level summary of 
the key findings from the surveys. 

The research was conducted following principles outlined in the National Statement on Ethical 
Conduct in Human Research. Approval for the research was secured from Deakin University (HEAG-H 
02_2024). 

  



Survey responses 

Statistical information  

 Employees (participants = 50) 
Gender 

 
Hearing status 

 

 

Male
24%

Female
74%

Non-Binary
2%

Deaf
56%

HoH
36%

Other
8%



Mixed 

communication 

methods used 

at work 

 
Employment 

Status 

 

Mixed 
communica

tion 
methods

59%

Only written 
and spoken 

English
36%

Auslan only
5%

Casual
6%

Full time
56%

Part time
30%

Other
8%



Salary 

 
NDIS Usage 

 

Under $80K
72%

Between 
$80K to 
$120K

17%

Over $120K
11%

Yes
68%

No
30%

Don't know
2%



NDIS for 

workplace 

adjustment  

 
EAF Usage 

 

Yes
20%

No
80%

Yes
56%

No
38%

Don't know
4%

Prefer not to answer
2%



EAF for 

workplace 

adjustment  

 
Work Tenure 

 

Yes
50%

No
50%

0-2 years
24%

3-5 years
36%

6-10 years
28%

10+ years 
12%



Previous work 

promotions 

 
Number of 

employees 

who can use 

Auslan 

 

 

Yes
54%

No
41%

Unsure
3%

Prefer not to say
2%

0
41%

1-3
26%

4-8
10%

8-12
2%

12+
8%

Don't know
13%



Interaction 

with Managers 

 

Rating: 

1 (Bad) to 5 

(Great) 

 

 

 

 

 

 Employers (participants =11) 
Gender 

 

1
10%

2
14%

3
28%

4
26%

5
22%

Male
55%

Female
45%



Hearing status 

 
Communication 

at work 

 

Deaf
18%

HoH
82%

Mixed 
communica

tion 
methods 
without 
Auslan

37%

Mixed 
communica

tion 
methods 

with Auslan
36%

Only written 
and spoken 

English
27%



Employment 

Status 

 
Salary 

 
 

Employers’ responses  

Employers' experiences with DHH Employees were gathered through an online survey. There were a small 

number of responses to this survey, limiting the generalisability of these results. 

Employers reported a range of experiences when hiring and working with DHH employees. Many expressed a 

strong commitment to inclusivity, though some noted challenges with implementing necessary 

accommodations. For instance, one employer shared, “We were fully committed to making our workspace 

Full time
40%

Part time
60%

Under 
$120K

73%

Over $120K
27%



inclusive, but understanding the full range of accommodations initially was challenging.” This sentiment 

highlights the learning curve many employers face while adjusting to accessibility needs. 

 

Others noted the positive impact DHH employees brought to their teams. One employer commented, “Our 

Deaf employees bring unique perspectives and contribute to a more diverse workplace culture, encouraging 

everyone to think differently about communication.” Employers emphasized that DHH employees foster an 

inclusive and creative work environment, making workplace communication more adaptable and inclusive for 

everyone. 

 

Additionally, some employers cited concerns with navigating legal and ethical guidelines for accessibility. One 

employer shared, “We wanted to provide real support but found it difficult to navigate all the legalities and 

requirements around accessibility.” Such comments underscore the need for clearer guidance and resources 

that help employers implement accommodations effectively without encountering administrative hurdles, and 

the importance of the ILC project being conducted by Deaf Connect. 

Barriers for DHH Staff 

Employers highlighted a number of barriers to supporting DHH staff. We present this within six overarching 

themes: communciation, training, discrimination, promotion/recruitment, meetings, and support structures. 

Below are the major findings reinforced by illustrative quotes: 

Communication: Many employers reported challenges with high-level written English skills among DHH 
employees, as well as limited availability of interpreters for spontaneous events. This created obstacles for 
effective and timely communication in fast-paced environments. 

• "We often struggle to find interpreters at short notice, and that can leave Deaf staff out of critical 
discussions." 

• "Some of our Deaf employees find the complex written instructions overwhelming, especially when 
there's no immediate support available." 

Training: Employers noted struggles for DHH employees in navigating written procedures and online training 
content. Some employers expressed a need for additional support to ensure DHH employees fully understood 
job requirements and safety protocols. 

• "We’ve seen Deaf staff facing difficulties with online training modules that lack clear visual 
explanations." 



• "Written-only training procedures are simply not accessible for some Deaf employees without 
additional support." 

 

Discrimination: Instances of discriminatory behaviour toward DHH staff were observed by some employers. 
This included misunderstandings from colleagues that sometimes led to exclusionary behaviour, highlighting 
the need for improved awareness and sensitivity training within workplaces. 

• "There have been instances where colleagues avoid Deaf staff, assuming communication will be too 
difficult." 

• "One of our Deaf employees mentioned feeling isolated because coworkers tend to overlook them in 
group settings." 

 

Promotion/Recruitment: Employers faced challenges related to verbal and written communication when 
promoting or recruiting DHH employees. These barriers sometimes limited career advancement opportunities 
and required additional resources to ensure fairness in recruitment processes. 

• "It’s challenging to conduct interviews with Deaf candidates without dedicated resources, and that 
can lead to unintentional bias." 

• "We’re still working on making promotion pathways clear and accessible to Deaf staff, so they don’t 
feel left out of progression opportunities." 

 

Meetings: Despite the use of captions or interpreters, ensuring DHH employees’ effective participation in 
meetings was a common difficulty. Employers noted that it was challenging to provide real-time accessibility, 
especially in spontaneous discussions. 

• "Even with an interpreter, real-time participation is difficult, especially when the conversation flows 
quickly." 

• "Captions are helpful, but they can’t fully replace the interactive experience for our Deaf staff during 
meetings." 

 

Support Structures: Positive steps were taken, such as setting up group chats and appointing disability officers 
to assist DHH employees. However, employers pointed out that broader accessibility gaps persisted, especially 
in areas where systemic changes were needed. 

• "Our group chat has made it easier to keep everyone in the loop, but more formal structures are still 
lacking." 

• "Having a disability officer has been great, but broader accessibility is still something we’re working 
on." 



Confidence in Supervising DHH Staff 

54% (5) of respondents felt confident or more confident in implementing reasonable adjustments. 

Tools such as online training and mentoring were seen as useful for enhancing confidence.  

 

 Organisational Processes  

Disability Inclusion Action Plans (DIAPs) 

Disability Inclusion Action Plans (DIAPs) are strategic frameworks designed by organizations to promote 
inclusivity and accessibility for people with disabilities in the workplace and as service recipients. These 
plans are often required by government agencies and increasingly adopted by private organizations to 
ensure they create supportive environments for employees and clients with disabilities. 

Key objectives of DIAPs include: 

• Removing Barriers: Identifying and removing physical, communication, and attitudinal 
barriers that may hinder the participation of people with disabilities. 

• Inclusive Practices: Implementing inclusive recruitment and employment practices to ensure 
that people with disabilities have equal opportunities in the workplace. 

• Accessibility: Improving accessibility to facilities, services, information, and technology. 
• Awareness and Training: Providing disability awareness training to staff to foster a more 

inclusive and respectful workplace culture. 
• Policy and Procedure Development: Ensuring that policies and procedures consider and 

reflect the needs of people with disabilities. 

Employment Assistance Fund (EAF) 

The Employment Assistance Fund (EAF) is an Australian government initiative that provides financial 
assistance to employers to help cover the costs of accommodating employees with disabilities, 
including DHH individuals. The EAF aims to ensure that people with disabilities have equal opportunities 
to participate in the workforce by removing barriers to employment and can assist both new employees 
and current employees who require additional support to perform their roles effectively. 

What the EAF can fund: 

• Workplace Modifications: Physical adjustments to the workplace, such as installing ramps, 
accessible workstations, or assistive technology. 

• Adaptive Equipment: Devices and technology, such as hearing aids, captioning services, or 
screen readers, that make the workplace more accessible for employees with disabilities. 

• Access to Support Services: Funding for interpreters, captioning, job coaching, and other 
support services needed to assist employees with disabilities in their roles. 

• Workplace Assessments: Costs related to assessments that help determine the types of 
adjustments or support needed to accommodate an employee with a disability. 



73% of workplaces had DIAPs and 100% of employers were aware of the National Disability Insurance 

Scheme (NDIS) and 73% knew about the EAF.  

Professional Development and Career Progression Challenges 

Employers determined DHH staff development needs through regular reviews, direct 

conversations, and monitoring performance. Barriers for DHH staff included limited 

opportunities for promotion, organisational limitations, and the employees’ educational 

background challenges.   

 

Means by which employers determined if a DHH staff member needed professional 
development 

Employers shared a variety of methods they used to support Deaf staff members, often relying on 
structured data and performance reviews, direct communication, and capability assessments. This 
approach reflected a proactive stance on understanding and addressing the specific needs of Deaf 
employees. 

Using Reports and Data 

Employers frequently utilized reports and data to identify areas where Deaf staff may need additional 
support. As one respondent noted, "I utilize reports and data to communicate and offer support in 
identified areas and ask what support they require." This data-driven approach enabled employers to 
make informed decisions about the type of support that would be most beneficial. 

 

Regular Work Reviews and Check-ins 

Regular reviews of employees' work helped employers monitor performance while identifying any 
gaps in support. One employer explained, "I conduct a regular review of their work and seek support 
from our technical areas to identify any potential gaps. I would then discuss my findings with the staff 
member and would work collaboratively with them." Regular check-ins were also used for 
performance reviews and career planning to provide continuous support: "Through regular check-ins 
and performance reviews or career planning." 

 

Direct Conversations and Open Communication 

Open dialogue was a cornerstone of successful support. Employers recognised the value of having 
direct conversations with Deaf employees to understand their specific needs. One employer shared, 



"Conversation with them to discuss what would help them be successful in their roles," reflecting the 
importance of creating an environment where Deaf staff feel comfortable requesting assistance or 
development opportunities. 

 

Staff-Led Requests 

Some employers emphasized that Deaf staff members themselves should feel empowered to request 
additional support. As one respondent mentioned, "I would need the Deaf staff member to request 
additional development." This approach ensured that support is tailored to the individual’s self-
identified needs and encourages active participation in their own professional growth. 

 

Monitoring and Responding to Work Performance 

Employers often monitored work performance to gauge areas where further support may be needed. 
One manager noted, "Discuss with them, or identify through monitoring of their work performance." 
By tracking outputs, they can adjust support strategies to fit each employee’s working style: "Ask them 
and respond to their way of working and outputs." 

 

Capability Assessment and Training 

Ensuring that Deaf employees have the required skills and training was another key component. 
Employers assessed capability and provide relevant training if needed. One employer highlighted, 
"Capability to do the role; support and training provided if required," underscoring the commitment 
to equip Deaf staff for success. 

 

Addressing Performance or Behavioural Issues 

In cases where performance or behavioural issues arise, employers aimed to address them 

constructively. As one respondent put it, "Performance issues or behavioural changes" are monitored 

closely, indicating that employers are willing to intervene when necessary to support improvement. 

   

Barriers faced by DHH staff in the workplace  

Employers reported a range of obstacles they faced in ensuring DHH employees receive equitable 
access and opportunities within the workplace. These included language and communication 
difficulties, logistical challenges related to interpreters, and barriers to career advancement. 



1. Learning Auslan and Communication Difficulties 

Some employers were learning Auslan on the job, to assist remediate communication issues 
in the workplace. One employer stated, "I am learning AUSLAN as I go and [it's] harder to 
communicate. Did not understand that staff member was unable to read general emails." This 
reflects the struggle to bridge language gaps and a lack of understanding of Deaf employees' 
communication needs. 

2. Challenges with Written Procedures and Web Training 

Written and web-based training materials can pose challenges for Deaf staff. Employers noted 
that "it takes longer for them to understand written procedures" and that "web training is 
difficult as watching CC and navigation [is] difficult to follow." These issues highlighted the 
need for accessible training formats that accommodate diverse learning styles. 

3. Lack of Interpreters 

Limited access to interpreters affected Deaf staff's ability to keep pace with skill development 
and participate in certain activities. An employer pointed out, "My staff [are] unable to obtain 
skilling at the same pace as their colleagues and are unable to participate in some site activities 
as there [aren't] interpreters available." This illustrates the impact of interpreter scarcity on 
professional growth and inclusivity. 

4. Workplace Adjustments and Meetings 

Employers had implemented various accommodations, such as providing interpreters for 
large presentations and enabling captions on digital platforms. As one employer explained, 
"Yes, we will often have Auslan interpreters at big organizational presentations, [we're] aware 
to speak clearly for lip reading to occur, [we] can have captions on when using TEAMS in 
meetings, [and] other workplace adjustments [are] available." These adaptations helped 
facilitate better communication in group settings. 

5. Promotion Barriers 

Deaf employees may face limitations in advancement due to the need for verbal and written 
communication skills. An employer noted, "Our Deaf staff are unable to be promoted in this 
organisation because they require verbal and written communication skills." This indicated a 
structural barrier to career progression that could be mitigated by re-evaluating 
communication requirements for promotions. 

6. Challenges in Collaborative Meetings 

Face-to-face and online collaboration can be challenging for Deaf staff. Employers noted 
difficulties with "engaging in collaborative meetings face-to-face and online," which 
underscores the importance of consistent accessibility measures in all meeting formats. 

7. Discrimination and Judgment 

Some Deaf employees experienced judgment and differential treatment. One employer 
shared, "I see how people judge and react to them and treat them differently." This 



observation points to the need for broader cultural sensitivity training within organisations to 
promote inclusivity. 

8. Barriers in Recruitment  

The recruitment process also posed challenges, especially when arranging interpreters. One 
employer explained, "Barriers in recruitment – arranging Auslan interpreters can take time – 
[they're] not always available. Hiring managers [are] not being accommodating with 
adjustments that may be required." This suggests that recruiting practices may need to be 
adjusted to ensure equitable access for Deaf applicants. 

9. Interpreter Unavailability 

Short-notice bookings can lead to interpreter availability issues, especially in challenging 
physical environments. As one employer described, "Last-minute bookings with interpreters 
unavailable at short notice; lunches organized at short notice [make it] hard to book 
interpreters in person due to location of [the] room (echo, therefore avoid VRI)." This 
highlighted logistical obstacles to real-time communication support. 

10. Executive Communication 

Organisational communications are often written in complex language, which may be 
inaccessible for some Deaf employees. An employer noted, "Executive and organizational 
communiques are written in very high-level English which most Deaf staff can't understand all 
of." Simplifying language in these communications could improve accessibility. 

11. Support Networks 

Some workplaces had developed internal support networks to address these challenges. One 
employer mentioned, "There is a group chat for deaf/HoH/DB using MS Teams. [The] Disability 
Liaison Officer is one that supports people with disabilities to resolve the barriers." These 
networks provided a platform for DHH staff to share resources and seek assistance, fostering 
a sense of community and support. 

 

Formal and informal organisational career planning processes  

Employers had implemented several structured programs and initiatives to support career growth 

for all employees, including DHH staff. These initiatives aim to promote skill development, facilitate 

goal-setting, and provide a clear pathway for career advancement. Below is an overview of the key 

areas in which employers offer support: 

1. Temporary Role Opportunities 

Some organizations offered temporary roles at higher levels to give employees the experience 
and exposure needed for career advancement. One employer mentioned, "There is 



opportunity for temporary role opportunities at higher or at level," allowing Deaf staff to gain 
insights into new responsibilities. 

2. Coaching and Goal-Setting Sessions 

Regular coaching sessions were provided to help staff align their professional goals with 
organizational objectives. Employers noted, "We have regular coaching sessions and goal-
setting sessions," which enable DHH employees to clarify their career aspirations and receive 
guidance on how to achieve them. 

3. Career Profiles and Self-Assessment 

Some employers used tools like career profiles and job capability assessments to help 
employees evaluate their current proficiency across various skills. As described, "[A] Career 
profile and job capabilities allow staff to self-assess their current level of proficiency in a wide 
range of topics. This is then used to determine what goals they will set." This self-assessment 
approach empowered DHH employees to take ownership of their professional growth. 

4. Performance Management and Career Discussions 

Employers incorporated career discussions within the performance management process, 
which focuses on outcomes as well as learning goals. One employer stated, "We have a 
performance management process that not only focuses on outcomes but also a discussion 
and documentation of career and learning goals that managers and individuals discuss at least 
twice a year." This approach encouraged DHH employees to engage in regular conversations 
about their career development with their managers. 

5. Mentoring and Leadership Programs 

Employers offered mentoring and leadership development opportunities to support career 
progression. Programs mentioned include "mentoring programs, programs to improve 
leadership skills, coaching programs, etc." These initiatives helped DHH employees build 
confidence, develop key leadership skills, and establish relationships that supported their 
professional growth. 

6. Support for Career Progression 

Employers actively supported career advancement by offering acting roles, secondments, and 
opportunities for promotion. One employer highlighted, "We provide support for career 
progression and opportunities for acting roles, secondments, and promotion," helping DHH 
employees access experiences that may lead to permanent advancement. 

7. Formal Professional Development Process 

A structured professional development process was available to all employees, providing clear 
guidelines for career growth. Employers noted, "We have a formal professional development 
process for all employees." This structured approach ensured that DHH employees had equal 
access to development resources and opportunities. 

8. Goal-Setting with Line Managers 



Employees were encouraged to set career goals in collaboration with their line managers. As 
one employer shared, "We have the option to set goals and career plans with their line 
manager." This initiative promoted personalized career development plans that take each 
employee's strengths and aspirations into account. 

9. Regular Career Planning 

Employers engaged in career objective and ambition planning at regular intervals, such as 
annually or quarterly. This was described as "Annual/quarter career objective/ambition 
planning," which allows DHH staff to reassess and refine their career goals regularly. 

 

Identifying and providing professional development  

Employers adopted a variety of methods to ensure DHH employees had the resources and support 

they need to succeed in their roles. These approaches involved regular communication, data-informed 

decisions, and a proactive response to performance or development needs: 

 

Reports and Data Utilisation 

Supervisors analysed reports and data to understand the performance trends of DHH employees and 

identify areas where support might be needed. One supervisor shared, "I utilise reports and data to 

communicate and offer support in identified areas and ask what support they require." This data-

driven approach allowed for targeted assistance that addresses specific needs. 

 

Regular Work Reviews 

Regular reviews of DHH employees' work helped supervisors identify any skills gaps or support needs. 

Supervisors noted, "I conduct a regular review of their work and seek support from our technical areas 

to identify any potential gaps." Collaborative discussions followed these reviews, ensuring that DHH 

staff had the opportunity to contribute to solutions and action plans. 

 

Direct Conversations 

Open conversations with DHH employees provided a direct channel for discussing needs and 

identifying ways to support their success. One manager explained, "Conversation with them to discuss 

what would help them be successful in their roles," emphasizing the importance of clear, accessible 

communication. 

 



Encouragement for Staff Requests 

Supervisors encouraged DHH employees to request additional development or support as needed. 

One supervisor shared, "I would need the Deaf staff member to request additional development." This 

reinforced the idea that employees have agency in their professional growth, though proactive 

encouragement could also be helpful in ensuring they feel comfortable making requests. 

 

Work Performance Monitoring 

Monitoring work performance allowed supervisors to identify strengths and areas for improvement. 

They mentioned, "Discuss with them, or identify through monitoring of their work performance." 

Regular monitoring enabled prompt identification of support needs, allowing for timely interventions 

and adjustments. 

 

Response to Work Outputs 

Managers sought feedback from DHH employees on their preferred ways of working and tailor 

responses accordingly. As described, "Ask them and respond to their way of working and outputs," 

this approach encouraged a flexible and responsive management style. 

 

Regular Check-Ins and Performance Reviews 

Routine check-ins and performance reviews were essential for discussing career goals, performance, 

and development opportunities. Supervisors noted, "Through regular check-ins and performance 

reviews or career planning," these sessions allow for ongoing dialogue about career progression and 

support. 

 

Capability Assessment and Training 

Supervisors assessed employees' capability to perform their roles and provide necessary training or 

support. This ensured DHH employees had access to the resources needed to excel in their positions, 

as stated, "Capability to do the role; support and training provided if required." 

 

Performance or Behavioural Issue Identification 

Supervisors observed any performance or behavioural changes to address potential challenges 

proactively. They noted, "Performance issues or behavioural changes." This allowed for early 

intervention and appropriate adjustments to maintain productivity and engagement. 



Other issues to career progression for DHH employees  

Employers raised other miscellaneous issues related to career progression. 

1. Contentment at Current Level 

"Some are happy at the level they are." 

 
This reflected a segment of the workforce that finds satisfaction in their current roles, 
suggesting that not all employees prioritize advancement or change. 

2. Limited Career Advancement Opportunities 

"It is difficult as the organization does not have any scope for their movement." 

"There are limited opportunities for Deaf staff to progress in our workplace." 

These statements underscored significant barriers to career development within the 
organization, highlighting a need for more pathways for DHH employees to advance their 
careers. 

3. Inclusive Development Opportunities 

"Need to make sure that any development opportunities are inclusive and are well supported. 
That there is follow-up with the person to make sure they are able to apply what they have 
learned in the workplace to improve." 

This emphasized the importance of providing accessible and actionable training, ensuring that 
DHH employees could effectively utilize new skills in their roles. 

4. Barriers Due to Early Education 

"The biggest barrier for our Deaf staff has been the education they received in childhood." 

This statement identified foundational challenges stemming from early educational 
experiences, highlighting the necessity for support systems that addressed these issues. 

5. Challenges with Management Changes 

"If there are management changes, it can be hard for team members who may then need to 

talk again to their manager about their needs or adjustments. Not great structure around 

managing this currently but [it's a] work in progress." 

This comment revealed ongoing structural challenges within the organization, indicating a 

need for improved processes to support DHH employees during transitions and ensure their 

needs were consistently met.  



Employees’ responses  

These insights highlight the experiences of DHH employees regarding workplace communication, 

career progression, and inclusion.  

  

Career Path Support and Promotions  

1. Education and Awareness Campaigns  

 - Many respondents called for increased awareness around the needs of DHH employees. Topics like 

hearing technology, health impacts, and unconscious bias need to be addressed. One respondent said, 

"There needs to be more education and awareness campaigns around Deaf and hard of hearing—the 

different types; the health impacts; pros and cons of hearing technology; unconscious bias and stigma 

associated with Deaf and hard of hearing."  

  2. Inclusive Recruitment Processes  

 - Concerns about disclosure of hearing loss during recruitment were raised, with participants stressing 

the need for inclusive hiring practices. One stated, "All recruitment should be inclusive to stop us from 

having to disclose before knowing if the new team or manager is a psychologically safe space." The 

open-office layout was also criticized for being a poor fit for those with hearing impairments.  

  3. Mentorship and Support Programs  

 - There was a desire for structured career support, including mentoring and clearer guidance on 

available resources. One participant mentioned, "Interested in a program to support, including 

awareness around what resources, funding, and tools are available." Another added, "Career mentors 

not tied to work" would be beneficial.  

  4. Access to Auslan and Interpreters  

The availability of certified Auslan interpreters was crucial to career advancement for many. As one 

respondent explained, "We need more certified interpreters onsite or virtually. My career progress 

will rely on the availability of interpreters, so it is crucial to have skilled interpreters to support me." 

This highlighted the direct link between access to communication and career growth.  

  5. Barriers to Advancement 

 - A common frustration was the mismatch between the desire for promotion and the limitations 

posed by roles which rely extensively on use of the phone or a lack of suitable positions. One 



participant shared, "Client contact remains a major barrier, especially for roles that require phone 

work, which I can’t manage." Others felt sidelined because of these expectations.  

  6. Job Security and Limited Opportunities  

 - Some participants were concerned about job security and the availability of suitable roles as their 

hearing deteriorates. One said, "Current contract is one year, so ends Dec 2024. Worried I won’t find 

other work due to hearing impairment." Others noted the difficulty of finding advancement 

opportunities in smaller organisations.  

  7. Stress and Fatigue  

 - The mental toll of managing a hearing impairment in the workplace was a recurring theme. One 

respondent shared, "I work extra hard so it doesn’t show, but every day I am mentally drained because 

of all the extra senses I use." Another added, "I am not sure I want promotion at the moment, due to 

past experience with stress and burnout."  

  8. Funding and Support for Hearing Aids  

 - Several participants expressed frustration with the lack of access to funding for hearing aids and 

technology. One participant highlighted the difficulties in navigating these systems, saying, "I can't get 

NDIS because I'm not deaf enough. I can’t afford hearing aids because I work full-time, but if I didn’t 

wear them, I’d lose my hearing and end up on Centrelink."  

   

Promotional opportunities  

1. Physical and Workload Considerations  

 - Many participants expressed hesitation, citing concerns about their physical capacity, including 

hearing abilities, aligning with the job demands. One respondent said, "It depends on the alignment 

between the work requirements/workload and my physical capacity including my hearing ability."  

  2. Desire for Career Growth  

 - Several employees sought career advancement despite the challenges. One stated, "I want to be 

recognised for the work I do and be given an opportunity, but I'm always overlooked," while others 

were motivated by the desire to learn, develop skills, and progress professionally.  

  3. Challenges of Client Contact  

 - Client contact remained a major barrier for those seeking promotion, especially in phone-based 

roles. One respondent shared, "If I want to promotion, most time 'required client contact' and I don't 



want client contact. I prefer data entry etc., without client contact." Similarly, another added, 

"Unfortunately, due to client contact, I can't use the phone as it's not my skill."  

  4. Lack of Opportunity in Small or Non-Profit Organisations  

 - Employees in small organisations or non-profits reported limited promotion opportunities. One 

participant noted, "Small NFP organizations – limited opportunity," while another mentioned, "The 

business is very small, and only the finance area is what I'm doing."  

  5. Workplace Barriers and Burnout  

 - Burnout from past promotion attempts was a theme, with one person stating, "My last manager 

gave me extra work but no extra pay. Lots of pressure and stress was put on me, almost burned out." 

Another respondent shared concerns about job duties not matching their capabilities, "With the 

promotions, I find it very difficult due to phone or unable to use the Webex on trainings. I prefer one-

on-one with interpreters."  

  6. Hesitation Due to Hearing Loss  

 - Confidence issues linked to hearing loss were raised by some participants. One respondent said, 

"Not confident due to my hearing loss, and even though it's a disability-aware employer, my hearing 

would impact any chance." Another shared, "I have the skills and knowledge, but if I had to take notes 

for a meeting, I can't hear correctly, so I know I would have to say I can't do that job even though I 

would like to."  

  7. Contentment in Current Role  

 - Some were content in their current roles, happy with their work-life balance or job satisfaction. One 

respondent simply said, "I am happy where I am," while another shared, "My role is a specialist role 

that I really enjoy, and challenges come with it."  

  8. Barriers in Current Employment  

 - Despite being motivated, some employees felt stuck due to ongoing barriers, such as phone-related 

tasks or discriminatory attitudes in the workplace. One individual mentioned, "I deserve to be 

recognised for my work," but these barriers remained in their way.  

   

This range of responses reflected the complexities that DHH employees face in pursuing career 

growth. While some were eager to advance, many encountered systemic challenges related to 

communication barriers, discriminatory practices, and limited opportunities.  

   



Additional thoughts about career path and workplace promotions  

1. Need for More Awareness and Education  

“There needs to be more education and awareness campaign around deaf and hard of hearing.” This 

included understanding the health impacts, technology pros and cons, and addressing unconscious 

bias and stigma. 

2. Inclusive Recruitment and Work Environments  

“All recruitment should be inclusive... Open offices suck for most.” A focus on creating inclusive hiring 

processes and providing psychologically safe spaces without forcing early disclosure of hearing status 

was critical. 

3. Access to Resources and Career Mentorship  

"Interested in a program to support – including awareness around what resources, funding and tools 

are available... Career mentors not tied to work." 

4. Lack of Auslan Skills in Colleagues  

“Wish some [would] know Auslan because it is so isolating.” The isolation caused by a lack of Auslan 

skills was highlighted. 

5. Barriers to Career Progression  

“Recruitability style offerings... should be encouraged more to those with a hearing impairment.” Lack 

of utilisation of these services had slowed progression. 

6. Awareness of Support Systems 

“I was not aware of the EAF until very recently... I wish I had learned Auslan much earlier. Greater 

awareness is needed.” 

7. Interpreter Shortage and Impact on Career  

“My career progress will rely on the availability of interpreters so it is so crucial to have skilled 

interpreters.” 

8. Mental Drain and Workplace Fatigue  

“Mentally drained because of all the extra senses I use.” Individuals expressed the fatigue that comes 

from working extra hard to compensate for hearing loss. 

9. Challenges in Promotions and Training  



“How to approach employer with concerns and how can we know we can be promoted like others.” 

Support in career advancement was needed, with better awareness and tools to advocate for 

promotion and skill development. 

10. Frustration with the Interpreter System  

“Sort out the booking agencies and get interpreters being more professional... the system needs to be 

overhauled.” 

11. Hesitation to Approach CEO Due to Fear of Job Loss  

“Don’t feel like I can proudly tell the CEO I am hard of hearing and need better technology because I 

would just get fired.” There was a significant fear of disclosing hearing impairment to higher 

management due to concerns about job security. 

 

Workplace barriers experienced by DHHstaff  

The following points outline various barriers experienced by DHH and hard-of-hearing employees in 
the workplace, drawing on insights from survey responses. Each point connects back to the relevant 
question, "What barriers have you experienced in the workplace? Please type," (Q17) highlighting 
specific challenges faced and their implications. 

Communication Barriers 

• Examples: Difficulty in fast-paced meetings, lack of sign language use, challenges accessing 
interpreters, and problems related to face masks hindering lip-reading. 

Explanation: These barriers emphasise the significant impact of communication dynamics in 
the workplace. Effective communication is critical for participation and understanding, and 
when barriers exist, they can lead to feelings of exclusion and frustration. 

 

• Workplace Environment 

Examples: Open-plan offices limiting preferred seating arrangements and unreliable hearing 
technology. 

Explanation: The physical workspace plays a crucial role in employee comfort and 
productivity. Limitations in seating arrangements and the effectiveness of hearing technology 
can directly affect DHH employees' ability to engage with their environment and perform their 
jobs effectively. 

 



• Recruitment and Advancement Issues 

Examples: Non-disability-friendly recruitment practices and lack of encouragement for DHH 
employees to pursue higher-level roles. 

Explanation: These issues highlighted systemic challenges within the organization that hinder 
access to employment opportunities and career advancement for DHH employees. Addressing 
these barriers is essential for creating a more inclusive and equitable workplace. 

 

• Cultural and Organizational Challenges 

Examples: Experiences of discrimination, negative comments, feelings of isolation, and lack 
of DHH awareness training. 

Explanation: These cultural barriers contribute to a hostile work environment, affecting 
morale and job satisfaction. A lack of understanding and awareness among hearing colleagues 
can perpetuate feelings of alienation and hinder collaboration. 

 

• Support and Resources 

Examples: Delayed adjustments, inadequate support for assistive technologies, and limited 
access to necessary equipment. 

Explanation: Insufficient support and resources can hinder DHH employees' ability to perform 
their roles effectively. Prompt adjustments and access to the right tools are crucial for 
fostering an inclusive workplace. 

 

• Job Satisfaction and Participation 

Examples: Preference for non-client-facing roles and frustration with advocating for support. 

Explanation: This indicates a direct link between job satisfaction and the ability to participate 
fully in the workplace. When employees feel they need to continually advocate for their 
needs, it can lead to decreased job satisfaction and overall engagement. 

 

• Miscellaneous Barriers 

Examples: Feeling left out of team discussions and concerns about management's 
understanding of hard-of-hearing employees' needs. 

Explanation: These barriers highlight the emotional and psychological impact of exclusion and 
miscommunication. When employees feel overlooked or misunderstood by management, it 
can lead to disengagement and reduced morale. 



DHH staff on applying for promotions or different roles  

 
The following points outline responses by DHH employees regarding the potential for applying for 
promotion or different roles in the workplace, drawing on insights from survey responses. Each point 
connects back to the relevant question, " Would you apply for promotion or a different role with your 
current employer, should the opportunity arise in the next 12 – 18 months? Why/not?” (Q20a): 

 

1. Interest in Promotion 
 

• Some respondents expressed a desire for advancement, wanting recognition for their work 
and opportunities to grow professionally. 

• Others indicated that they would apply for a suitable role if it aligned with their skills and 
capacities. 
 

2. Barriers to Advancement 
 

• Many highlighted significant barriers, particularly related to their hearing abilities and the 
requirement for client contact in higher roles. 

• Concerns about needing to disclose hearing difficulties before being hired or promoted 
create apprehension. 
 

3. Current Job Satisfaction 
 

• Several individuals expressed contentment in their current positions, emphasising stability 
over increased responsibilities and stress. 

• Some noted they were at a point where they would prefer to retire or reduce their 
workload. 
 

4. Concerns About Work Environment 
 

• The need for better alignment between job requirements and individual capacities (such as 
handling phone calls) was a recurring theme. 

• Experiences of being overlooked for promotions or feeling overqualified are common, with 
frustrations regarding limited opportunities in small organisations. 
 

5. Desire for Support 
 

• There was a strong desire for support and understanding from management regarding their 
needs as DHH individuals. 

• Respondents highlighted the importance of a dialogue with employers to ensure their skills 
and needs were recognised and accommodated. 
 

6. Professional Development 
 

• Some expressed a need for professional growth and learning opportunities to develop their 
skills further. 



• Others mentioned that while they had the skills and experience, the roles available may not 
suit their needs due to communication barriers. 
 

7. Diverse Perspectives 
 

• While some wished to explore new roles, others felt confident in their current skills and 
contributions. 

These responses highlight the need for systemic changes in recruitment, workplace adjustments, 
career development support, and awareness if the career paths of DHH employees are to be 
enhanced. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


