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Disability Equals Business

Research Report                           
1. Introduction

The Disability Equals Business (DEB) project is part of the EQUAL programme and has been developed in collaboration with 24 partner organisations. The objective of the EQUAL programme is ‘to test and promote new means of combating all forms of discrimination and inequalities in the labour market, both for those in work and for those seeking work, through trans-national co-operation’. 

The DEB project falls under the EQUAL priority of Employability Theme A: Combating discrimination and promoting equality in the workplace. The project commenced in April 2005 and finishes in December 2007. It spans West Sussex, Brighton & Hove City and East Sussex.

2. The Strategic Objectives

The Development Partnership Agreement for the project sets out ten strategic objectives; these are shown in the table below.

	Number
	Objective

	1
	Develop and implement equality and diversity initiatives, policies and practice.

	2
	Engage with employers across the sectors, assisting them to understand the economic and social case for equality and diversity in the workplace.

	3
	Provide support to employers to develop and implement effective equality and diversity policies.

	4
	Provide advice, guidance, training and support to employers to meet the requirements of the DDA.

	5
	Assist employers with the cultural change required.

	6
	Provide support to employers and potential employees in the recruitment and/or retention of employees with disabilities.

	7
	Network with the business community across Sussex.

	8
	Involve the disabled community across Sussex.

	9
	Engage in the trans-national partnership to develop and test methods for the transfer of policy and practice relating to equality and diversity in the workplace.

	10
	Monitor and evaluate the impact of the Development Partnership’s work and contribute to mainstreaming.


One of the cornerstones of the project is innovation, and the partnership has sought new and creative ways of attaining the project objectives. Disability Equals Business seeks to offer equal opportunities support and guidance to employers with a view to affecting cultural change within businesses. The project aims to empower employers by explaining to them their legal responsibilities and the business case for employing disabled people.  

3. The Research Process 

A research group was set up in order to discuss the research options and plan a strategy. Desk top research showed that little previous research into the attitudes of employers towards employing disabled people in small to medium sized enterprises had been carried out. 

The aims of the research were to:

· Capture both qualitative and quantitative information.

· Measure change in relation to the employment of disabled people across businesses visited by the Employment Diversity Consultants (EDCs).

· To provide evidence of the levels of effectiveness of the activities undertaken and their contribution to the project.

· To inform those undertaking future projects in this field.

· To add credibility to the project through the assessment of progress towards achievement of the strategic objectives.

4. Research Methods

The following research activities were undertaken:

· A survey of all 235 employers who were visited by EDCs, and subsequently sent Action Plans during the year 2006.

· Two focus groups with EDCs, in November 2006 and in April 2007.

· Two focus groups with disabled people, carried out by the East Sussex Disability Association (ESDA), one of the project partners, in April 2007.

· Focus groups with employers and disabled people in June 2007.

· A qualitative survey of EDCs in August 2007.

5. The Employer Survey 

A survey is an effective and relatively inexpensive way of gathering feedback from large numbers of people. They are often used in preference to individual face to face interviews which are time consuming and costly. The employer survey formed a major part of the research. The key objectives of the survey were to discover how successful the Employment Diversity Consultants had been in promoting disability equality and encouraging employers to make changes in the workplace. The aim was to find out what if anything employers had done differently as a result of the consultants’ visits and the subsequent Action Plans written for them. A copy of the survey questionnaire is shown in appendix 1.

The survey was designed in three parts. The first part, questions 1 and 2, asked the employers to rate the usefulness of the consultant’s visit, the information discussed about their legal responsibilities, the Action Plan sent to them, the fact sheets, the web based tool kit and website and training. The second part, question 3, listed a number of likely activities and asked if employers had undertaken any of them. The third part, questions 4 – 7, asked four questions which required written, qualitative information,

One of the original project aims was to visit 300 employers and to complete Action Plans for them. This was achieved by July 2007. It was decided to survey all employers who were visited and received Action Plans up to the end of December 2006. This meant that before the survey was sent to them employers had at least six months in which to consider and make changes.

The survey was dispatched in three in three tranches, in January, March and May 2007 as illustrated in the table below

The overall response rate was 62%, with a total of 146 employers responding. The analysis of responses is shown in appendix 2.

The table below summarises the progress made on the Employer Survey.

	Month


	Action Plans Completed
	Total surveys dispatched
	Retuned

By Post
	Returned by Phone
	Total received
	% of no. sent

	Nov 05
	2
	
	
	
	
	

	Dec
	3
	
	
	
	
	

	Jan 06
	19
	
	
	
	
	

	Feb
	18
	
	
	
	
	

	Mar
	28
	
	
	
	
	

	April
	16
	
	
	
	
	

	May
	16
	
	
	
	
	

	June
	13
	
	
	
	
	

	July
	23
	138 Jan 07
	22
	55
	77
	56%

	Aug
	24
	
	
	
	
	

	Sept
	23
	47 Mar 07
	12
	25
	37
	78%

	Oct
	11
	
	
	
	
	

	Nov
	33
	
	
	
	
	

	Dec
	 6
	 50 May 07
	8
	24
	32
	64%

	Totals to date
	235
	235
	42
	104
	146
	62%


The response level was boosted considerably by the follow up phone calls made by Sussex Enterprise, 71% of responses were collected by this method.

6. The Survey Results 

Question 1 

The results in this section are very positive.

· 96% (138) of respondents said that their initial interview with the EDC was useful or very useful

-    90% (128)  of respondents said the information discussed about their legal  responsibilities was useful or very useful

· 74% (111) said the Action Plan sent to them was either useful or very useful

Question 2

Responses in this section were variable.

· 64% (92) said that the fact sheets sent with their Action Plan were useful or very useful.

In some areas the responses show less positive results for example:

 - Only 19% (26) of respondents, rated the web-based toolkit useful or very useful. It appears that although this is brought to employers’ attention by the consultants during their visit to employers very few actually looked at it as 73% (100) of respondents, ticked the ‘not applicable’ box.

 - Similarly 46% (65) ticked ‘not applicable’ against the Disability Equals Business website. However 41% (61) of respondents, indicated that they had found the website useful or very useful.

A very high number, 75% (105)  of respondents, ticked ‘not applicable’ against the usefulness of the training provided, indicating that they had not attended training events.  However 22% (30) said it was useful or very useful, leaving just 1% (2) saying it was OK and only 2% (3) saying it was not useful, indicating that the majority of those actually attending did find it useful.

Question 3

This section asked what actions employers had taken as a result of the consultant’s visit. Responses were very encouraging.

-  51% (70) said they had updated their recruitment processes to   make them non-discriminatory

· 39% (54) said they had changed the wording of job advertisements

· 74% (97) said they had written new, or updated existing, Employment Equality and Diversity Policies

· 51% (72) had carried out risk assessments in relation to disabled staff

· 56% (76) had carried out access audits

· 38% (50) had made reasonable adjustments to enable a disabled member of staff to remain at work

7. Qualitative Feedback

The qualitative feedback received in response to the employers survey is shown in appendix 3.

The qualitative feedback to question 4 is particularly useful as it provides a snapshot of the positive outcomes resulting from DEB’s interventions. 

The comments are listed under each of the questions numbered 4 –7. The questions are shown in bold print at the beginning of each section of responses. Each set of responses is split into three, the first, second and third tranches. 

The quotes are verbatim and so the language used is not necessarily politically correct in all cases, for example the use of the phrase ‘wheelchair bound’. However a researcher should not alter the primary source material when recording responses.

8. Focus Groups

Focus groups are basically group interviews. As time is saved through speaking to a group rather than individuals focus groups have gained popularity as a research tool. A leader explains the topic, asks questions and directs the flow and direction of the discussion whilst a recorder takes notes of the responses. Peoples various responses prompt useful follow up discussion which is valuable qualitative information.

9. Focus Groups with Employment Diversity Consultants
Two focus groups have been held with Employment Diversity Consultants (EDCs), the first in November 2006 and the second in April 2007.

The first focused on the successes and achievements of the project and the evidence of culture change and amongst employers. The successes were seen as:

· teamwork

· communication

· marketing and branding

· employer engagement

· joint working

· partnership working

· national

· trans-national

· toolkit and products

The second EDC focus group looked at:

· What gets people to attend events – what we’ve learnt

· Tips on managing the project

· Negative attitudes

· How to encourage change amongst employers

· Achievements of the DEB project

· Emerging themes

The full EDC Focus Group information is attached in appendices 4 and 5.

10. Focus groups with disabled people

Two focus groups with disabled people were carried out on behalf of DEB by the East Sussex Disability Association (ESDA) during April 2007. The feedback from these groups is shown in appendix 6 together with some additional comments on their observations.

11. Focus groups at ESDA at the Celebration Event on 18th June 2007

The attendees at this event were split into two groups, employers and disabled people. The feed back from both groups is shown in appendices 7 and 8.

12. EDC Qualitative Feedback on Employer Engagement

A short questionnaire was sent to all EDCs in July 2007. The aim was to elicit impressions of employers’ levels of knowledge and awareness of disability and employment, the barriers that prevent employment of disabled people, and areas of greatest interest. 

The qualitative feedback from this piece of research is shown in appendix 9. It demonstrates that there is much more to do to gain employers’ commitment to change, and their understanding of disability and their responsibilities as employers.

13. Further research with employers

At the time of writing our external evaluators, Urban Lynx, are carrying out a short telephone survey amongst employers who consultants contacted but who have not taken up the opportunity to have a visit with a view to an action plan. The objective is to find out what if anything they have done in the area of disability equality, and if they have done nothing, what has prevented them.
14. Conclusions

At National Level

· As with many of the previous anti-discriminatory acts the pace of change and the impact on the daily life of those the DDA is designed to empower is slow. Some employers are making real progress, but for others the fact that the DDA is largely unenforceable is a convenient truth. Legislation cannot remove psychological barriers; the negative stereotypes envisioned by employers or the negative self-beliefs of some job seekers.
· Disabled people have much in common with other socially excluded groups, and share many of the socially created barriers to work that they experience but with the addition of barriers inherent in the physical environment. Many disabling conditions are invisible and employers remain blissfully ignorant of them as disabled employees feel it is safer not to reveal them.
· Few of the employers made contact with during the project had heard of Access to Work funding. This is one of the government’s key levers to encourage and enable reasonable adjustments to be made in the work place, but the message is not reaching employers.
· The majority of employers met still thought disabled meant using a wheelchair. The lack of knowledge about what constitutes disability shows that the DDA is poorly communicated and understood. 
· There is still a substantial element of ignorance and fear amongst employers. Fear of the costs involved in employing a disabled person, fear of saying the wrong thing, fear of litigation if they get something wrong.
Employer Engagement

· Although the initial engagement with employers was difficult, and to get them to make time to see a DEB consultant took some persuasion, the results of the survey suggests that employers prefer an individual, one to one, face to face approach and that once an employer had the benefit of an interview with a consultant their improved awareness led them to take action. The majority of employers who responded to the survey stated that they had undertaken a number of actions since the consultant’s visit.

· Of the topics covered during visits to employers the consultants found that employers were most interested in the retention of staff. This is important because it has social and psychological benefits for a person who becomes disabled and financial benefits for their employer. Work colleagues may also be happier to help an existing colleague; examples of colleagues rallying to help a person who has become disabled are quoted in the qualitative research.

· When private sector companies contributed to, and presented at, DEB events take up from private sector employers was higher. For example private sector employers were more likely to attend training events where local firms of solicitors or human resource specialists were presenting; these companies appeared to add credibility in the eyes of employers.

· Technical innovations can enable some disabled people and improve their quality of work life, however this does not automatically ensure social inclusion. Individual and group attitudes in the work place and lack of understanding remain huge barriers.

15. Recommendations

At European Level
· Funding must be provided not just locally and nationally, but also across Europe in order for trans-national work to continue. The experience of previous anti-discrimination legislation and social inclusion policy demonstrates the need for long-term activity. Disability awareness must be driven to, and kept at, the top of employers’ agendas for years to come if there is to be any far reaching change in employer attitudes and subsequent enhancement to disabled people’s opportunities in the workplace.

At National Level

· Further work must be done to build links between employers and disabled people and to bridge the gaps eg the lack of job skills and team skills. Training for disabled people must be provided in skills appropriate to the current and ongoing labour market requirements. 

· Employers are confused as to where to go for help and advice. There is a clear need for a ‘one stop shop’ advice agency which can answer all of their questions. People do not like being passed around. Employers haven’t got the time for this.

· There must be greater publicity, awareness raising and training for employers on the DDA. Employers need to be informed about the scope of the DDA and what is included in the definition of disability. 

· The business case for the retention of employees who become disabled during their working life needs to be highlighted.

· There must be greater publicity for Access to Work. Few employers met during the DEB project had heard of Access to Work funding and the 

costs of making reasonable adjustments were seen as a barrier to the employment of disabled people.

Managing Future Projects

· Disabled people must be included in disability focused projects. Their input at an early stage can provide key information on the quality and accuracy of information provided via websites, fact sheets and other publications. Representatives with the widest range of different impairments should be sought to gain a broad perspective of the issues.

· Marketing was seen as a key to success; marketing objectives and budgets should be set for future projects in order to present a professional image. Professional marketeers should be engaged from the start of the project. Marketing tools and communications materials also need to be produced by design and print professionals to ensure a professional image is portrayed. Outside professionals also need to be carefully tutored in disability matters, or given access to a subject matter expert to consult with to ensure their work is on-message and appropriate in what in what can be a politically sensitive area.

· Partners should be chosen with care and communications within the partnership must be clear and focused in order that partners are clear as to their role in the project. Ensure they are appropriate and fully understand and support the project objectives. Their level of involvement and contribution must be agreed and upheld.

· Face to face meetings with employers need to continue as this has been shown to be an effective method of engagement.

· The skills of those employed in future disability related employment engagement projects should be enhanced by training on cold calling, selling and employer engagement.
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Qualitative Feedback

Question 4

Have you got a great story to tell us? Perhaps something that has worked really well for you that others could learn from, and we could share with our other clients, or an interesting example of how a disabled person has joined your workforce. Please describe below.

Responses
First Tranche

We employed an ex RAF engineer who was wheelchair (sic) bound and trained him to be a Google Advance Professional. Within one month he was serving clients and earning a profit for the business. Probably our most reliable employee.

We have not recruited any new staff.

Within the radio industry we have to ensure that we are up to date with equal opportunities, and your services were a valued insight into this subject. We were offered training for all our staff and the information provided was very useful. There are so many legal responsibilities for companies and the majority aren’t aware of them – I strongly recommend using this free excellent service.

I have applied to have hands free software and been successful in my 

application.

No, but session and advice were really helpful in raising staff awareness.

Opened avenue to Access to work for a disabled member of staff.

Had a Diversity week in September 

The awareness gained was really useful.

As a printing firm we were interested to find out about appropriate use of colours for partially sighted people.

Found risk assessment really useful – made a complaint about gravel car park and are hoping to change this on the business park.

Found the contacts provided were very useful.

No story, just moved buildings so everything is a bit hectic.

Very useful but still implementing actions so no story as yet but maybe later in the year.

Have been awarded 4 star rating on the back of actions carried out in the action plan. Also been in Country Living magazine as a competition prize. Would be more than happy to recommend your services to anyone else. 

Job application made a difference with calibre of candidates.

Really raised the issues of access to the building and encouraged us to lobby local authorities to make changes. Challenged perceptions during training and raised issues of latent prejudices – really valuable.

Have reworded all the literature we send out for people wishing to join courses and conferences.

Did a new employee handbook which was shared with other golf clubs.

Thought that it was an excellent service, changed company’s attitude completely.

We have retained a worker who suffers form RSI and hadn’t even realised that all staff involved had automatically adjusted to accommodate slightly different needs (by typing notes etc on her behalf)! And have become much more proactive at trying to recruit from other than just ‘able bodied’ recruitment pool.

Second Tranche

Autistic Philip (sic) works for us. He had an undiscovered talent. He can repair and test printers quicker than anyone here.

Janet has hand problems which are now recognised as a disability under new DDA legislation. She now has received Access to Work funding not previously available.  Give Jo Moody 10 out of 10 for efficiency.

Took on a deaf employee, made staff really appreciate disability. Employee has blended in beautifully – some staff are picking up basic sign language.

We have a number of holiday cottages, and wanted to make 2 adjoining units into a more disability friendly accommodation. We are part way through this work, but hope to be making this available for the summer season.

We have started looking at the implications of employing people with mental health problems. We want to embed a supportive culture throughout the organisation.

After attending training from yourselves, our staff awareness has been much higher – mainly to other staff members with a disability – suggesting positive changes to support them more. Also approaches to new systems has been more aware of diversity and equal opportunities.

As a result of the visit we applied for PADP and got the accreditation.

Awareness of meeting ie legal responsibilities.

Change way of construction.

Taking time with employees.

Have awareness of other peoples problems.

Made adjustments as an employee was diagnosed with dyslexia.

Were able to employ someone with mild disability as a result of the interview.

Third Tranche

Very useful was the link to work station assessors.

Since having our wheelchair access shower facility received two big thank yous from existing members who we had not realised could not use the main shower facilities.

Had a positive experience meeting the consultant, found the visit very useful.

Found the meeting very relevant.

We found David extremely useful.

Just happy the services exist.

Found it very interesting as disabled himself.

Generally found the meeting useful especially on employment issues.

Thankful for advice.

Found the meeting a real eye opener.

Very happy with the initial interview.

Found interview extremely useful.

Interview very enlightening.

Question 5

If there were any other disability equality topics you would have liked advice on during the consultant’s visit please tell us what these were.

Responses

First Tranche

Good examples of the benefits of employing people with disabilities, not just the considerations you have to make when employing a disabled person.

Our consultant (Clive Wormald) was very informative and helpful. He even assisted one of our employees who has a relative that has minor disabilities and he provided information and contacts who would help them.

She was excellent and very professional.

Thank you

Found the meeting very busy – a lot of information all at once. But it was probably a good thing. Are now in the process of recruiting a disabled member of staff.

Ways and means for disabled people to find business premises – lessening the cost.

All queries covered in meeting.

None. Consultant was very thorough and very good.

It covered all areas and informed me of all the latest changes etc.

Covered everything. Fantastic service.

No. Raised lots of brilliant discussion topics for further discussion.

Second Tranche

Training our staff to be able to support our service users to find jobs.

Liz Jones provided very comprehensive advice and information.

Employment law

RSI – how it affects dismissal / redundancy.

Feel everything was covered in the meeting.

Found the interview very thorough and covered all necessary topics.

Everything covered.

Third Tranche

No, everything covered.

No, went through everything.

Covered all topics well.

No, covered everything.

Jane would like some advice on funding for testing on the website – she will contact Liz Jones regarding this.

Found it very interesting.

Will be in touch as we have Teresa’s e mail.

Developing an awareness of events in relation to street performance.

No, all good.

Question 6

If you would like any further help and advice on disability equality issues please give us details here. We will be happy to help you.

Responses

First Tranche

Need some help on completing our two ticks accreditation.

Very useful to have a point of contact in case of need.

Impact assessments for Disability Equality Scheme.

Need to follow up training as this was something of interest.

Maybe later in the year after the big risk assessment is completed.

Expected a different service including fire regulations and health and safety etc.

Nothing else is required at the moment.

Was very thorough in areas covered.

Covered all areas.

Very thorough indeed.

Learning at training for front line staff with a slightly different slant.

Second Tranche

Not at this time but will contact in future when applicable.

There was a mention of some disability awareness training for some of our staff? Would this still be available – we have a young 18-30 team who would really benefit who are from many different countries.

I have been able to call Liz when necessary and she has provided further information. I have also attended DEB training.

Like to further investigate.

Always keen to update.

No, covered everything.

Perhaps in the future.

Believe the interview covered everything necessary.

May well be in the future.

Third Tranche

All correspondence welcome.

Will refer to the website for future advice.

No, Will refer to the website for any queries.

Would like to see an advisor as he is having a dispute with landlord – booked appointment with landlord.

Have contacted Diane direct when needed advice.

Would like some advice on access funding.

Would like to have some training.

Will be in touch in the future if more advice required.

Has only just received Action Plan.

Will refer to website.

Question 7

If you have taken no actions since the consultant’s visit please tell us what has prevented you.

Responses

First Tranche

We had a lot of the systems / procedures in place/ thanks.

We have covered all the relevant areas.

I found the interview very useful from an awareness point of view and as a result we adjusted our joining instructions for a seminar to account for disabilities. Other than that at the current stage of my business most of the requirements are not immediately applicable.

Motivated by consultant’s visit. We have been constantly updating policies and procedures both prior and since consultant’s visit. 

Will look forward to your 2007 training events.

We do not launch until March ’07 – implementation begins this month.

As yet Gala Worthing has had no employment vacancies since the consultant’s visit and the main reason for many of the actions not undertaken. Please be assured that the consultant will be advised as and when a disabled person joins the team.

All HR policies currently under review – process not complete – an ‘underway’ box might give you clearer information, or not applicable.

We feel that at present we have covered all the aspects of Q3 but know to contact you immediately if we have any queries – which when previously contacted were pleased with your immediate response.

Since the meeting they have undertaken another business review and so haven’t yet decided how they are going to take the business forward.

They are already compliant, and so far have not found any people with disabilities with the requisite IT skills.

Action was taken on a project which led to much better understanding and was very useful but it did not apply to their company practice directly.

Company has merged with another and the last few weeks have been hectic.

No recruitment process to change. Rented office space.

Meeting was very useful but the company are not going to start trading until end of March 07. However, useful to see someone and to become aware of what we do.

Did not find the service very useful as expected very different support.

Intended to employ several disabled people but the new legislation for companies is so onerous (particularly small cos.) that I can’t go down that route.

Just moved buildings, very busy.

Have just run changes / actions past the treasurer. Have been approved and will be implemented.

Hannah cannot remember the meeting clearly enough to answer questions about it. She suggests we do our research on more recent clients.

Is a ‘1 man band’ so no changes really necessary. 

Mr Hopwood says he did not receive any services from a consultant – that they filled in a form but it meant nothing to him.

(note from EDC: An Action plan was sent in May 06 – copy resent 23/1/07)

We operate our summer schools from rented universities and boarding schools. I have had difficulty getting college / school staff to supply a gender audit. I would welcome further info on how to overcome this issue.

-------------------------------------------------------------------------------------------------------

Second Tranche

All done from national HQ – this is the international arm so although useful, not applicable.

In the process of moving offices to a more updated place.

Plans are in the pipeline, but have not come to fruition yet.

Had most procedures in place.

------------------------------------------------------------------------------------------------------

Third Tranche

Have to adhere to council policies.










Appendix 4

Notes from Focus Group with Equality Diversity Consultants 

6th November 2006

Success and Achievements
Teamwork

· The forming of our consultants into a real ‘team’ without any sense of management or guidance

· Building close relationships

· Working well despite having limited leadership

· Using a team with a disparate background and skills

· Flexibility and ability to take on new job roles

Communication

· Credibility in DEB ‘brand’ – growth in such a short time

· DED conference

Marketing and Branding

· Marketing – brand awareness

· Having a marketing plan – adverts – training events

· Radio, ads, papers, articles

· DEB have managed to successfully market themselves so that many businesses are aware of us (in a very short period of time)

· Sponsorship of the Eastbourne Chamber Make Business Make Money

· Being interviewed on the radio – twice!

Employer Engagement
· The DEB team has successfully developed ways of engaging with employers eg networking, marketing, training that work.

· DEB has successfully filled a gap that wasn’t previously being addressed in Sussex. (direct contact with employers re the benefits of a diverse workforce)

· Practically changing business practices eg. application forms that ask for ‘registered disabled number’ and lots of medical info.

· A B&B taking ‘on board’ the disability message and creating a fully accessible room / facilities  - DEB paid for the access audit. The business selling themselves as disability friendly.

· Other examples: Eurotherm, Southern Trains, Kelly Services, Environment Agency

Joint working (not with partners or employers)
· Joint working with Peninsular

· Training events with Martin Searle, Wynn Baxter, Bennett Cuttin, Thomas Eggar

· Barclays

· Employer penetration – SMEs, larger

· Spreading the message (to some extent) by infiltrating chambers of commerce and collaboration with Trading Standards

· DEBs input to the Trading Standard Fit For Purpose accreditation scheme

· Working with C-innovate and the usability professionals association to raise awareness of disability etiquette.

Partnership Working

· Setting up the pilot project and getting the Hydro Hotel on board

· JCP

· RBLI

· The Trust

· Sussex Enterprise (cold calling)

National 

· Feeding into national policy

· ECOTEC

· LSC

Trans-national

· Study visit

· Vienna trip

· employer engagement model

· cultural co-operation

Toolkit and Products

· Developing the toolkit

· DEB resources and presentations
· Funding for audits DET

· Delivering training and training the trainers

· Fact sheets

· Action plans

· Templates

· Presentations

·  Direct work with employers – action plans 

· Training eg Northbrook College – Business courses

Negative Aspects

Project Management

· Lack of leadership communication

· No inclusive business project plan

· Induction

· Toolkit (original)

· IT!!

· Role clarity (training)

· Offices / equipment not available

· Different host organisations

· Two reports that went nowhere

· Reactive

· Admin support

· Communication with WSCC

· Lack of application for future funding – why don’t partners take over?

Partners

· Too many partners

· Partners don’t come to meetings but do put in bids

· Roles of partners

· Partners undermining project and EDCs

· Partnership is a TWO way process > evaluation of it!

· Quasi partners are better

· Dismissed by some partners because we are not disabled

Evidence of Culture Change

· Positive feedback – letters and e mail

· Evaluation forms

· Jo’s B&B example - disability seen as a niche market

· Jobs advertised on website

· Two ticks

· Equal Opps. Policies

· Training with CTC 67 Centre

· Invited into Equals B&H

· Employers who have dumped their medical forms

· DED

· Age discrimination (lots of interest via the back door)

· Websites – access / usability

Emerging Themes
· Businesses need a big stick sometimes

· Vision – focus - prioritise

· The procurement case

· Demography

· RETAINING disabled people

· Disability –getting bored

What Can we Learn from the Process so Far?
· Don’t join public sector

· The day to day is important (IT, accommodation, equipment) in particular for remote workers – working for a new employer

Focus Group with DEB Consultants                        Appendix 5

17th April 2007

What gets people to attend events – what we’ve learnt

Organise meetings around breakfast, 8.00 to 10.00 am. People seem to like attending before going in to work.

Raise the profile of your event by getting a reputable organisation involved.

Use a high profile speaker; someone who is likely to be known by your target audience will add kudos. Speakers that have worked for us include:

· local solicitors

· representatives from the local chamber of commerce

· representatives from the Enterprise Agency

· local sports personalities eg Sally Gunnell

· the mayor

· a representative from the Hilton talking about supported employment

-     the Chief Executive of Sussex Enterprise

· A beneficiary, one of our speakers was a homeless person who now has a job at Asda

Choose an accessible venue with close links to public transport and ample parking. 

Send a clear map with joining instructions if you want people to find the venue on time.

Tips on Managing the Project

Set SMART targets – ensure that the whole team knows and understands them, review progress regularly to keep on track.

Promote the image you want from the start, something modern, in line with the times, engage professionals for marketing, design and photography in order to do this.

Make sure you have an agreed marketing budget from the start.

Set up recording systems from the start. You can’t measure how far you’ve progressed, or what you have achieved unless you know the baseline at which you started.

Choose your partners carefully. Some can turn out to be tokenistic.

Who are your existing partners? Are they relevant in the context of a new project?

Define clearly what you want from your partners, including levels of involvement and time: do they understand and are they committed?

Set common goals. 

Promote a symbiotic relationship.

Relationships with partners can take a long time to work. 

Sector Concerns

We found it difficult to engage the retail sector. Opportunity to take time out for discussions with consultants is limited for those running small shops.

Negative Attitudes

Small employers are worried about the cost of having disabled employees.

Many employers are cash poor, time poor or both.

Some employers are cross about more legislation to find out about and to cope with.

The DDA is seen as the most negative piece of legislation for small businesses.

Some employers see employing disabled people as a business risk.

There are hardened attitudes.

How to encourage change amongst employers
Emphasise the positives of a diverse workforce.

Explain the value of retaining good employees.

If there are recruitment problems or high staff turnover employers are more likely to be interested in employing disabled people, eg the catering industry.

Achievements of the DEB Project

Building transnational partnerships.

The calendar and participation of the calendar stars.

The Partnership day.

The ezine 

The DEB website           The Brighton & Hove Access Guide website.

The number of businesses we have contacted.

Having our logo on the employers’ forum for disability Line Manager Guide.

Professional marketing (should have done this from the start, see above under Tips on Managing the Project)

The positive feedback received in response to the employers’ survey.

We have been open to learning, flexible and reactive thus meeting a European Social Fund objective.

DEB has funded the ‘Capital’ project Train the Trainers.

The Impact Initiative posts.

The West Sussex Association  for Disabled Directory.

Employer engagement

‘Engage’ two days per week.

The network of supported employment organisations.

Emerging Themes

Project Management

· Improve communication – we each only seem to know part of what is going on

· More clarity, clear objectives needed from the start

· Poor IT

· Morale – the issues around bonus and redundancy

· Loss of capacity now

· Nature of short term project

Working with Partners

· Lack of partnership cohesion

· Issues with Sussex Enterprise

Measuring the Impact of the Project

 - Lost opportunity to gain knowledge

 - What was there before and what has happened? No action research took place at the start, therefore difficult to measure the impact of our work now.
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Disability Equals Business

Report from focus groups of disabled people for mid term project evaluation.

Sarah Playforth, East Sussex Disability Association

July 2007
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1. Introduction

Four focus groups were held in East and West Sussex; those attending included the people responsible for providing the material for the first report for DEB. This report largely consists of the comments made at these focus group meetings, with some editing to remove duplication and to improve clarity. Disabled people present at the meetings were mainly of working age, had a wide range of different impairments, had become disabled at different stages of their lives and were variously employed with some seeking work, some self employed and a few not seeking work but with an interest in the subject.

2. Key comments

2.1. The Web site.

1 The need to ‘log in’ was felt to be a barrier to people progressing on the site.  Whilst it was understood that it was to give the EDCs leads for their visits to firms, it was felt that it was an off-putting feature.

2 WebPages are a way of seeking information anonymously and to put a log in went against that way of working.

3 The site is very employer focused and not a useful site for a disabled person looking for leads into employment, so links to sites that do offer this would be useful.

2.2. Disability Access.

1 People felt that not enough was being done to promote disability access being assessed by disabled people.

2.3. Reasonable Adjustments

2 The web page is very factual and the information is  correct, however it was felt to be off-putting as there are so many areas in which reasonable adjustments can be made.  If an employer read the list they may think that giving all these adjustments to disabled people would cause problems with the rest of the work force.

3 More emphasis on the fact that there are agencies to give assistance and that the employer is not facing the issues alone would be helpful.

2.4. Working with disabled people

1 The website is sensible and useful.

2 It is a good introduction to the topic, which is as wide as the issue of disability.

3 The website does not mention asking the disabled person for information about how they would like to be assisted.  The disabled person is the expert on their impairment and will often know exactly what is needed.

2.5. The employers responses to the website

1 What happens to the website after 2008?

2 51% of employers had access audits which was good, but what was the follow up to see if they had implemented any changes?

3 Where is the ongoing support for businesses coming from?

4 Is there going to be a follow up in 2008 or will the impetus be lost?

5 50% of employers have improved their employment policies which is good, how are the 50% who did not going to be influenced to think again?

6 It was interesting to note that the area that had the most impact was information on legal responsibilities.

7 The Focus Group could appreciate why personal visits & the fact sheets were the most influential methods for informing employers

8 There was a feeling that the website was more of a selling tool for the EDCs’ services than a way of influencing people.

9 How would the website feature on a Google search? How would employers seeking to employ a disabled person come across the site if not previously directed to it?

10 The website & fact sheets do not appear to reflect disabled people’s viewpoint.  The Focus Group were concerned that they were reviewing the information after it had been used rather than in the development phase and before it was give out to employers.

2.6. Toolkit fact sheets in general

It seems a good source for employers to go to with good information included and it was good to see it included age discrimination, important not only because of new legislation but because we have an aging population who may encounter barriers in applying and getting a job, and have mobility issues.

What did the writer mean by ‘reduced costs’? It should have been checked before being given out.  We noticed the bit about reduced costs and commitment first and thought it meant they could pay us less. A non disabled person writing it may not have had that intention writing it but would not know the impression it would have on disabled people – it could be from the perspective that employers expect it to be more expensive to employ disabled people. How you word these things is important. Use the phrase ‘ways of paying for access costs’ rather than ‘disabled people are expensive’.  

You need disabled people with experience of writing and a panel of assessors working through the project - it would have avoided all the inaccuracies and errors, e.g the fact sheet “Communicating with Deaf People” had the wrong definition of British Sign Language. People with different impairments on the panel writing & editing these could have avoided this.

2.7.Employer engagement strategy 

It is good overall that all the businesses are now more aware. Some contact is better than none. Businesses would grab any free survey /audit / website review but it may not change their thinking.

Mystery shopping and assessments of HR policies was not taken up. It is not clear what the level of referral to partner organisations was and how effective it was, it seems to have been variable, depending on individual EDCs and work was often given directly to consultants rather than via a partner organisation as there was no commonality of referral between the EDCs.  

2.8. The Employer’s Survey

Are these the examples of success? These answers mean something different to us as disabled people compared to the non-disabled people. 65 responses from 2000-3000 businesses was a fairly low response.

Of the 65, half took a risk assessment viewpoint and recognised their risk was probably directed at access, as around 50% had a free access audit, supporting the view that people are thinking it is about access, not the culture issue.  It says little for people who took the whole issue holistically. They just ticked boxes.

There are questions for focus group members on the effectiveness of the engagements as reflected in the report.

Some responses show that the employers expected different support. What did they expect?

This exercise may have been a missed opportunity. It is good there has been communication and that some aspects have been taken on board but the cultural impact is limited. We (disabled people) need to be seen and involved for attitudes to change. 

3. Conclusions

In general people attending these groups feel that while a great deal of excellent work has been done by this project, and good inroads have been made with many employers that had no previous knowledge about disability, the potential quality of this work has been compromised by not engaging disabled people fully from the start. Particularly in the early days it was felt that the project management team didn’t recognise the advantages to having disability equality issues handled by disabled people or the value of the experience and expertise available from local organisations of disabled people.  
It is important to involve and empower disabled people for the following reasons:

1 Visibility of disabled people for employers is low and this project could have been an opportunity to improve this.

2 Anyone can become disabled overnight so it is not a case of ‘them and us’ but of access for all.

3 Employers need to recognise the capacity and capability of disabled people to be in authoritative and influential positions and not see mainly non-disabled people doing things on their behalf. The excellent calendar notwithstanding: 

 “Not enough of the project showed disabled people achieving through work”.

4 Contact with “real” disabled people is a good way to demonstrate the social model of disability in practice.

5  Some of the errors found in the fact sheets and other information could have been avoided if disabled people had seen drafts prior to publication. 
“The Focus Group were concerned that they were reviewing the information after it had been used rather than in the development phase and before it was give out to employers”.  

“As the team has mainly non disabled people, I think the fact sheets should have been assessed before being made public”.

6 Much information was a repeat of material already in print or on line and disabled people who have been working in this field prior to this project would have spotted this if they had been involved in its production from the start.

7 The work would have been more firmly rooted in the social model of disability.

8 The inconsistent language around disability/impairment etc. would have been noted and avoided.

9 The materials would have been less complex and more accessible to all; standard access requirements would have been included, e.g having more than just voice telephone numbers for making contact.

After discussion focus groups have an understanding that this project was clearly intended to support employers and was more about educating employers than empowering disabled people and the hope is that funding for any similar work in future will focus more on this second aspect.

Additional Comments

There appears to be some discrepancies in understanding of the project objectives aims and research outcomes amongst the disabled people’s focus groups. This is likely to be due to the fact that they had not had the time or opportunity to fully read the research outcomes that were available at that stage. However some clarification here may be helpful.

The disabled people’s focus group commented that DEB was too focused on employers, however that was its primary aim.

When these focus groups took place only the first tranche of the employers survey had been carried out, ie only 138 employers had been sent the survey and 65 had responded. It appears from the focus group feedback that the focus group delegates were under the impression that 2000 – 3000 employers had been approached for feedback, this was not the case. 

The quotes listed in the DEB Employers Survey Qualitative Feedback are verbatim quotes from individual employers in response to qualitative questions 4 – 7. It is recognised that the use of the term ‘wheelchair bound’ by one respondent is not politically correct, but a researcher should not alter primary source material when recording responses.

Analysis shows that 76 employers, 56% of total respondents carried out an access audit. At the disabled peoples focus group it was suggested that employers would opt for an access audit as these were provided free of charge in preference to doing something themselves. However most employers undertook a number of actions and only 6 of the 146 respondents stated that they had undertaken an access audit and nothing else. The table below shows that the majority of employers made two or more changes.

	Numbers of actions taken as a result of the consultants’ visits

	No of Actions
	None
	   1
	   2
	   3
	   4
	   5
	   6 
	   7

	No of 

employers
	 31
	  17
	  10
	 26
	  23
	  19
	  `4
	   6
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Notes from Employers focus group
Issues discussed:

· What motivates employers to take on disabled people?

· Why are some still reluctant?

· What are the barriers to change?

· How can we hasten change? Carrot or stick?

· How can we change attitudes and mindsets?

· Success stories.

Feedback: 

Reasons for reluctance and perceived obstacles

· The size of the business makes a difference, large organisations have HR teams but small business do not. You need HR input on rapidly changing legislation.

· The smaller the employer the bigger the risk. For example if a person becomes disabled and takes time off work it can cause additional pressure on colleagues, particularly in a small business.

· Landlords can be barriers as they have control over buildings, and third parties have control over roads and disabled parking bays etc. This all adds to complications for employers.

· There needs to be recognition of restrictions within working environments eg in shops, items on high shelves, space is at a premium and costs money .

· Health and Safety legislation can’t be ignored.

· Better information is needed eg on Access to Work funding. Job Centre Plus appears to have limited budgets for this.

· Better information is needed on the existing available adaptations that can be made to computer keyboards to enable disabled people. Where can people get this information? Who should supply it?

· There is a need for one central contact point for all information. This would make it easier for employers. At present they have to shop around different agencies for advice.

Enablers

· Voice recognition software

· Home working 

· Ergonomic solutions

· Access to work funding

How can we change attitudes?

· do more work with large employers 

· more publicity
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Notes from the Disabled People’s Focus Group
	Awareness

	Problem
	Solution

	Employers fear taking on disabled people and their issues
	More belief in disabled people’s reliability.

	Disabled people not declaring their impairment because they have not come to terms with the problem.
	

	Fear of how productive disabled people can be for the company
	

	Attitudes of colleagues to disabled people.
	Support and understanding

	Existing staff and their prejudice re disability aids ie. crutches, neck braces etc
	Ensure all staff aware of DDA

	Failure of employers to accept and recognise employees who become disabled during working life.
	

	Misconception around health and safety from employers.
	Employers sharing best practice.

	Lack of disability awareness and understanding
	Keep up awareness. Inclusive workplace.

	Speed of work and life – no allowance made.
	Employers being more flexible re working hours and conditions.

	Isolation of disabled employees in coffee breaks and social events.
	

	CVs  - prejudice re interviewing disabled person.
	Do not make assumptions re disability

	Existing overstretched staff attitude to disabled people.
	Ensure all staff trained in diversity / equality.

	Over anxieties to do a good job – leads to stress.
	Employer who listens and encourages. 

	Do not make assumptions re disability.
	Willing to communicate with disabled about issues and needs a disabled person may have.

	
	Tell other businesses they are inclusive employers.


	Physical Environment

	Problem
	Solution

	Inaccessible building to work in including transport and parking.
	Employers need to be made responsible for adjustments to enable all employees to carry out their work.

Training.

	Poor public transport to get to work.
	

	Access. Start with toilets, doorways, desks, entry system.
	Make all areas accessible.

	Access height of desk – work-station, canteen, light switches, door handles.
	

	Physical barriers: stair-lifts, ramps, accessible toilets.
	


	Organisational

	Problem
	Solution

	The benefit trap.

Lose too much in benefits working  part time if they cannot work full time.
	Flexible working arrangements – job share, part time work.

	Benefit rules – practical problems of coming off benefits.
	


	Communication / Information

	Problem
	Solution

	Access

Lack of accessible training videos.
	

	Access to technology – e mail, mobile, corporate database not user friendly hardware, software. 
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DEB EDC Qualitative Feedback on Employer Engagement

1. What level of knowledge of disability and employment did you experience when working with employers? Please give examples eg disability means wheelchair users.

I found that most employers had quite a stereo typical view of what disability means – and were surprised when they learnt that things like mental health problems, RSI, etc could be classed as a disability under the DDA.

On the whole very limited knowledge – no idea of the range of impairments covered by the DDA, especially things like asthma, cancer, mental health issues etc.  Disability equated with inability for the most part.

The general levels of disability awareness were low. All employers were aware of the DDA but very few had an understanding of what disability actually means in terms of the law. The majority of employers saw disability as  physical only and viewed it in terms of wheelchairs, deaf or blind.

Several were surprised to discover they already had disabled employees who are dyslexic or had ongoing impairments such as RSI.

The employers I visited in a care home and at an Age Concern drop in centre were well informed, and knew it was their personal responsibility to keep up to date. Other employers had a low level of understanding and were unaware that relatively common things such as diabetes were included as a disability. One employer was visibly pleased when I told him this. I got the impression it made things feel OK as it meant he did actually employ a disabled person after all and could tick a hypothetical box. 

Quite variable. Not surprising those with greater knowledge tended to be disabled themselves, or have family members who are. 

Lowest level of knowledge tended to be around awareness about mental health or other ‘hidden’ impairments being within the scope of the DDA. Also very little awareness amongst smaller employers, of the concept of ‘reasonable adjustments’ in relation to employees / recruitment, though more aware in relation to customers.

Very low level of awareness except employers from the third sector (social enterprise, charities etc.) and occasionally where an employer/ line manger had personal experience of disability. In these cases, very often their knowledge was restricted to one particular area of disability.

Everybody thought disability meant wheelchairs and ramps. Few employers had a grasp of what ‘mental disability’ covered.

2. What barriers do employers feel prevent them from employing disabled people?

Many employers I spoke said they were lacking in awareness about physical access to their premises, and whose responsibility it is to improve access when they rent their premises. Some employers spoke of physical attributes of their premises or the work involved as acting as potential barriers for disabled people (e.g one employer in the hospitality sector I spoke to was concerned about the kitchen and toilets being downstairs, and the hard physical nature of the work) which was echoed by another employer I spoke to (who was worried about the amount of lifting and stairs involved in the jobs he was offering) again highlighted a view of stereo-typical view of disability that is linked with people who have physical impairments.

Cost, resources, time, bad attitudes, ignorance, fear.

Cost was the main barrier employers stated. This seemed to stem from them viewing disability in terms of physical impairments, and within that larger barriers such as wheelchair accessibility. Outside of cost employers saw what they perceived as the inability to take action against a disabled person who was not performing as a common barrier.

Fear of being let down, fear of saying the wrong things, fear of being stuck with somebody they couldn’t get rid of.

Varies according to type and size of organisation. Fear of potential litigation and additional costs is a common trend, especially in smaller business, ie. If they take on a disabled person, they make themselves vulnerable to claims of discrimination (from that employee), and / or employing temp cover for absences, which couldn’t arise if they do not have any disabled employees.

This is similar to employers being wary of employing women of child-bearing age, because of a perceived financial threat to the business if an employee becomes pregnant. Small businesses find it more difficult (than larger organisations) to absorb the costs and cover periods of absence, so seek to reduce their exposure to such risks. They are particularly reluctant to consider employing people with mental health conditions, because of (a) perceived expectation that the employee will be unreliable, especially in relation to time keeping / attendance (b) past bad experiences, especially of Jobcentres sending them people who are either incapable or unwilling to work.

Also, for some small businesses, there is little scope for flexible working practices, so can be difficult to provide adjustments that would enable a disabled person to do the job. 

Cost of reasonable adjustments.

Lack of knowledge around adjustments that could be provided, sometimes coupled with inability / unwillingness to discuss with the disabled worker. (Embarrassed? Concern about raising expectations? Concern about other members of the workforce? Frightened they are going to be dictated to by somebody’s doctor and lose control of their workplace?)

3. What level of awareness did employers have about support for employing disabled people, eg Access to Work?

I found there was a widespread lack of knowledge about Access To Work, and in-work support from WORKSTEP officers. However I found that quite a few employers had some awareness of supported employment organisations.

Most – like 99% had no idea whatsoever.

Employers had very low levels of knowledge about support. None that I worked with knew of Access to Work. Several had indeed already made adaptations, which Access to Work could have funded. No employers knew whom to contact for disability training, and none were aware of local supported employment organisations.

No knowledge at all.

None of the employers I met had previously heard of Access to Work. 

Some had met all the costs themselves because of this.

Some vague awareness of Access to Work – nearly everybody I came across asked for further details.

Very poor understanding of the various schemes to support disabled people in work.

4. Did employers respond to the business case for diversity as a trigger to improving opportunities for disabled people?

Yes – I found that businesses were especially keen to hear about how being pro-active, inclusive, and improving working environments/processes for existing disabled staff/staff who develop disabilities – can help with staff retention levels, and create a more positive working culture for disabled people and for all staff (and prevent possible legal issues). 

Very rarely, they just didn’t get it, or didn’t believe it.

Employers did respond to the business case once they were made aware of it. In particular they were interested in accessing wider markets through diversity and better performance and motivation.

Some warmed to the idea.

Not easy to tell. Some accepted the case in principle but not convinced it applied to their business eg. considered the potential risks outweigh the potential benefits. Again, this tends to apply more to smaller businesses. If business only has a few employees, scope for diversity (and its potential benefits) is very limited.

Not as much as I thought they would. However, they were more likely to respond if the business case was accompanied by real life examples, case studies etc, involving similar businesses or organisations of roughly the same size.

Obviously the business case has to be presented in a way that appeals to the target business – this includes language used (no point in using terminology appropriate to a multinational) and focus on elements of the business case directly relevant to the target business. (Absence, niche market etc)

5. What tools or training do you feel the employers responded to most?

I found that employers responded very positively to the one-to-one/face-to-face contact. I also found that many employers were keen to find out more about getting Disability Equality Training for their staff, and employment law training for their managers/HR staff. They also were keen to receive the written/bespoke action plans and to receive our fact-sheets (especially relating to Access To Work and recording disability absence). They were also keen for written information on the best way to phrase questions about reasonable adjustments requirements for staff coming to interview, and for existing staff in staff appraisals. They were also keen to receive example diversity policies.

Anything that was free – especially disability awareness training.

Directly employers responded to training about what disability actually is, and how the business case works along side this. They also responded to interactive training such as the barrier analysis and dyslexia exercises, and videos such as Talk. Employers were also interested in receiving staff training on disability equality.

Good practice in recruitment.

None – toolkit little used, as far as I can tell, and delegates at our training events tended to be from ‘enlightened’ employers wanting to learn more, rather than from businesses that have poor practices. 

Personal, one-to-one, meetings brought about the most response I think.

All the training was received positively and enthusiastically.

The dyslexia training was very well received because the Care Training Consortium identified dyslexic staff as being a major worry for care providers. There was concern that their staff could not get NVQ’s (as required by the social care commission) The workshops were successful because they included practical suggestions for reasonable adjustments – coloured folders, Dragon software etc. and the participants left with skills that could be utilised immediately. 

The various versions of the barrier analysis I prepared worked with everybody.

6. Did you come across a common factor or area of support that employers frequently requested?

Many employers requested the fact sheet on Access To Work and information about WORKSTEP. Many also wanted the fact-sheet on recording sick leave and disability leave. Many also were keen to gain some helpful wording to input into appraisal systems and interview processes to ask whether employees/potential employees require any reasonable adjustments. Many employers also wanted an overview and clarification of the DDA, the legal the definition of disability – and the definition of a reasonable adjustment.

Etiquette and behaviour - do’s and don’ts of how to be around a disabled person.

Disability training for staff. Funding for access audits and adaptations. In particular physical adaptations (not surprisingly given their understanding) Within the checklist employers became aware of and requested support on the recruitment process and staff retention.

Access audits. 

They rarely requested anything! It was more a case of me trying to persuade them to consider making changes. Info about Access To Work seemed to make some employers more willing to consider treating disabled job applicants fairly.

Access to Work.

Frequently found that people just wanted to ‘think out loud’, ‘run something past me’ etc. I got the impression that there are loads of people out there who would employ / retain disabled people, if they had a competent / critical friend with whom to discuss their issues. They aren’t going to ring their legal advisors, and they aren’t going to pay for this sort of advice / signposting.

7.Which areas did you find employers were most interested in? 

Please rank the following 1 to 6, with 1 being the lowest score and 6 the highest.

	Topic
	Individual Scores
	Average

	recruitment
	2
	6
	4
	5
	3
	4    
	
	4

	retention
	6
	4
	5
	6
	2
	3
	
	4.3

	Working environment
	3
	3
	6
	4
	4
	2
	
	3.7

	Legal responsibilities
	5
	1
	3
	1
	6
	1
	
	2.8

	Organisational climate
	1
	5
	1
	2
	1
	6
	
	2.7

	Policy and procedures
	4
	2
	2
	3
	5
	5
	
	3.5


Please add any further comments you wish to make.

Employers on the whole, were either time poor or cash poor, and were interested only in making ends meet and profits. Most felt the DDA discriminated against small and medium sized employers, and they didn’t have the time or inclination to keep up to date on all the legal changes. Some were pretty hostile. Those who weren’t had had some contact with a disabled person – friend, relative, colleague etc. and were therefore sympathetic. 

Alongside employers having little awareness of what makes up disability there is no knowledge of the social model of disability.

To enable more disabled people to find employment, and support government policies of assisting more people from benefit to employment, there is a strong need for greater support and training for employers on disability and equality issues.

The whole topic needs to move up the political agenda. Few employers appreciate or care that it benefits the national economy to get people back to work, or to enable them to stay in work. As a nation we need a more creative and pragmatic approach and more positive examples to gradually dispel the myths and stereotypes. It will take years to engender a society that really cares and takes ownership.

Most small businesses had not even considered that they might already have disabled employees, without being aware of the fact. Yet, interestingly, although the awareness of the concept of ‘reasonable adjustments’ is very low, when prompted many small businesses gave examples of adjustments they’d made to enable existing employees to continue working from them. These tended to relate to what they perceived as medical conditions, eg. diabetes, back injury / weakness, etc. rather than being aware that they are ‘disabilities’ (impairments).

Had the DEB project continued I would have thought the best way forward would have been to concentrate on those employers whose business was ‘regulated’, ‘licensed’ or ‘supervised’ in some way.

So – just gong back to the care sector – there are now National Occupational Standards for staff in the care sector, they are subject to supervision from local authorities / health authorities etc. Gradually the care sector are having to tick the disability box.

