Disability into Diversity Planning 

This has been written as a think-piece in preparation for the Equality Bill becoming law. It sets out what Disability Forward thinks about how disability issues should fit into an overall diversity strategy for any organisation. 

Disability issues will always need to be an integral part of your diversity strategy. This is because one In five of your staff and customers are likely to have a disability, and because disability can happen to anyone at any time, most disabled people are not born with their disability and therefore unless you include disability issues in your diversity planning you are not going to be able to respond fully and effectively to the diversity agenda. 

You need to take a strategic approach to disability issues within your diversity planning, How should you do this?

1. Consider what your vision is with regards to your approach to disability equality in your organisation, what are you trying to achieve overall?

For example, you may have an organisational mission statement or strategic objective on diversity that you must meet. You may not have developed this, and therefore the first thing to do is think about what doing well on diversity means to your organisation. Once you have done this, you need to think about what you specifically want to achieve around disability equality, this will require you to think about what the specific issues are for disabled people whose lives you will affect either as an employer or service provider. 

2. Take a three stage approach. 

You will need to tackle: 



a. Issues for staff



b. Issues for those that use or buy your services



c. Issues around reputation and relationships *

This means that the way that you deal with staff, service users, contractors, partners and other organisations will not only influence your own practice but if you take the right approach, will enable you to demonstrate your commitment to disability equality to a wider audience. 

3. Who needs to know what?

Most organisations know they have to do something but they are not sure what. Not everyone needs to know the same things, so when you are planning your approach consider who needs to know what and why, So: 

Senior managers.
Need to understand the underpinning principles of disability equality and the law and how this should be taken into account in their strategic thinking. They also need to understand that their role is to facilitate significant culture change within the organisation. They do not necessarily need to know a lot of detail. 


Middle managers/Line managers.
Need to understand their responsibilities in terms of implementing the company/
organisations policies in a way that promotes equality for disabled people. So they will need more in depth information on disability equality issues and the law, but they will need to be given the tools to understand how this applies to their function, role and responsibilities. This isn’t just about what they themselves do, it’s about how they work with other managers and staff to ensure that equality for disabled people is always the end goal. 

Other staff.
Your staff are key. Often they are forgotten or only given basic information. These are the people that can really make your diversity planning happen in practice and in a successful way. So, they may not need information overload on everything, they will need to know enough to ensure that what they do is right, and what services, resources and processes the organisation or company has in place to assist them in their role. For example how to produce documentation in electronic formats so that is accessible to blind and visually impaired people or how to appropriately assist a person with a learning disability to access your services. 

4. How do you know what needs to be done?

Step one: find out what your organisation or company already does on disability issues, this is not just about policy, but about custom and practice.
Step two: by working with disabled people in your organisation and outside it (service users, customers, partners) you should identify what the key issues and barriers for disabled people might be in the context of what you do. 

Step 3: by working with disabled people, you can use the
information gathered in step one to see whether what you are doing is addressing the issues identified, and if not whether what you are doing needs minor changes, or whether you need to take a new approach, introduce a new service etc. 

Remember: 

1. By making your general policies, practices and procedures as flexible and inclusive as possible, you will reduce the need for ‘special or different measures’. This is not only better for your organisation, it is better for the disabled people who may work in it or who may use your services, buy your products. 

For example: you may be upgrading your customer information management software, If you ensure that you work with disabled people in your organisation to identify what their requirements might be from an upgraded system (including the actual accessibility of the system as well as the type of management information it will produce), then your upgrade will improve your business overall. 

2. When seeking input and feedback from staff, service users/customers or partners, you will need to spend a little time providing them with some context about what you are doing and your thinking behind this, this will help to improve the quality of the feedback that you get. 

We can offer consultancy and training on all of this and more just contact us!
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