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The Institute of Manpower Studies

The Institute of Manpower Studies is an independent, international
centre of research and consultancy in human resource issues. It has
close working contacts with employers in the manufacturing, service
and public sectors, government departments, agencies, professional
and employee bodies, and foundations. Since it was established over
20 years ago the Institute has been a focus of knowledge and practical
experience in employment and training policy, the operation of labour
markets and human resource planning and development. IMS is a
not-for-profit organisation which has a multidisciplinary staff of over
50. IMS expertise is available to all organisations through research,
consultancy, training and publications.
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The Manpower Commentary Programme

The IMS Manpower Commentary is produced on behalf of the
Employment Department. The Institute of Manpower Studies has
conducted research under this remit continuously since 1976, on a
range of manpower topics which are of interest to the Department,
thereby usefully complementing the ED Group’s own research effort.
Specifically, the remit requires the Institute to produce a regular,
independent commentary on issues affecting manpower policy,
drawing particularly on information which the Institute derives from
its work with companies.

The scope of the Commentary is to report on the impact of
Government policy and of current and emerging trends in the labour
market on firms’ employment policies and practices; firms reactions
to changes in the availability and mobility of particular kinds of
labour; ways in which the effectiveness of companies’ use of
manpower could be improved; and the impact on groups of
individuals of trends in employment. Additional relevant subjects for
inclusion in the Commentary may be requested by the Department
from time to time.

A joint Liaison Committee, composed of ED representatives and
Institute staff, monitors this activity. The Group is required to give
consideration to the use of funds and the development of the
Commentary Programme. The Liaison Committee accordingly agrees
the ope of the successive issues of the Manpower Commentary, and
receives them on behalf of the ED Group.

The views expressed in this report are those of the authors and may
not necessarily reflect those of the Employment Department
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Executive Summary

Introduction (chapter 1)

The employment of

This Commentary presents the results of a study commissioned by the
Employment Department, of current practice in the employment of
people with disabilities. '

The object of the research was to provide Government with a clearer
picture than that currently available of:

® employers’ policies towards recruiting and employing people with
disabilities;

® what employers currently do, what they do not feel able to do,
and why; and

@ what kinds of help and assistance employers need if they are to
be able to do more in this area.

The research consisted of three main elements:
® an extensive review of previous research in this area’;

@ a postal survey of employers to establish the current extent of
recruitment and employment of people with disabilities. This
consisted of a core sample of 1,855 randomly chosen
organisations. A further 351 ‘good practice’ organisations were
also surveyed to act as a control group. The survey achieved an
overall response rate of 52 per cent;

@ in-depth case studies of 21 employers, pursuing in greater detail
issues arising in the recruitment, employment and retention of
employees with disabilities. These were selected to represent a
broad spread across size and sector, and to represent those
employing/not employing disabled people and those with
positive/negative attitudes as expressed in  questionnaire
responses.

people with disabilities (chapter 2)

This chapter looks in broad terms at whether employers have
employees with disabilities, and how this varies by size and sector;
the extent to which employees with disabilities were registered as

" This review is summarised in Appendix 3 below.

o . . .
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disabled; and the main types of disability which were found in the
organisations in question.

Extent of employment of people with disabilities

Just over half of responding organisations replied that they employed
people with disabilities. As expected, there were considerable
differences between the random sub-sample and the ‘good practice’
sub-sample (49 per cent of the former having employees with
disabilities compared with 92 per cent of the latter).

Variation by size

Size was revealed to be a more important influerice than sector on
whether or not organisations employ people with disabilities. The
likelihood of employing disabled workers increases consistently with
size. Only 15 per cent of organisations with ten employees or fewer
employ people with disabilities, whilst all organisations with over
5,000 employees have disabled workers.

Variation by scctor

For the sample as a whole, production organisations are much more
likely than average to employ people with disabilities. Three quarters
of organisations in the metals and minerals sector and almost nine
out of ten energy and water supply organisations employ disabled
workers. By contrast, 44 per cent of construction sector organisations
and only 40 per cent of those in transport and communication employ
people with disabilities. More detailed analysis suggests, however,
that much of this apparent sectoral variation was due to the different
average size of organisations in the different sectors.

Disabled employees’ share of the workforce

The survey found that employees with disabilities comprise less than
three per cent of the workforce in over a half of responding
organisations. Registered disabled employees make up a much
smaller proportion of the workforce, accounting for less than three
per cent of employees in almost nine out of ten organisations.
Although the three per cent quota applies only to organisations with
20 or more employees, the results confirm that across all size bands
it is only a small minority of organisations that meet the quota for
registered disabled employees. Taking the combined workforce of all
respondents, the proportion of disabled employees is 1.3 per cent,
while the proportion of registered disabled workers is 0.6 per cent.

Incidence of different disability types

By far the most common types of disability are those related to
mobility, and more than three quarters of organisations reported these
disabilities among their employees. The next most common types
were hearing, seeing problems, diabetes and chest or breathing
problems, each of which were cited by between 40 and 50 per cent of
respondents. [.east common were blood disorders, reported by fewer
than ore in eight respondents. -
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There was some sectoral variation in the different types of disability
found amongst employees. Thus, for example, the construction sector
was least likely to employ people with mobility problems, whilst the
financial and business services and other se.vices were more likely
than average to employ people with sight problems.

Organisations not employing people with disabilities (chapter 3)

This chapter sir.gles out the 42 per cent of organisations who do not
employ people with disabilities, looking at the reasons for tiis, as
well as any problems or difficulties which these organisatiors sa as
being associated with the recruitment, employment or retention of
people with disabilities.

Reasons for non—employment of people with disabilities

Just over three quarters of respondents to this question indicated that
they did not employ people with disabilities, simply because no—one
with a disability had applied for employment, although in a number
of case studies respondents stressed that some disabled people might
have applied but not identified themselves as such to the employer.
The other main reason given was that the organisation had employed
people with disabilities in the past but they had subsequently left.
This, however, accounted for only 19 per cent of respondents to this
question.

Very few of these organisations (20 out of 482) stated that they had
not recruited a person with a disability because their disability was
a barrier for a particular job. The sector in which this was most
common was transport and communications, with nine per cent
giving this reason.

Parceived problems associated with disabled employees

Respondents to the survey who did not employ people with
disabilities were asked if they associated particular problems with the
employment of disabled people, to which 68 per cent answered that
they did. Interestingly there was little variation in this propensity by
employment size and a rather greater variation by sector — with
construction sector employers being most likely to associate
employment of people with disabilities with particular difficulties/
problems (90 per cent said they would), and business services and
other manufacturing least likely to do so.

The source of difficulty most frequently cited was related to the types
of work or jobs the organisation could offer to people with
disabilities. This option was cited by 77 per cent, particularly in
organisations with a high proportion of manual occupations, and was
often linked to the ‘physically demanding’ nature of the work, or to
health and safety issues. The next three most common sources of
difficulty were related to the nature of the organisation’s premises or
physical environment.




Further questioning during the case studies suggested that many of
these perceived difficulties are associated with stereotypical views of
the range of disabilities likely to be encountered in the population at
large (eg there was a common association among respondents
between ‘disability’ and wheelchair use). These are organisations
which did not employ people with disabilities, however, and the case
studies also suggested that organisations who had themselves
encountered a wide range of disabilities had a much broader image
of disabled people, and were much less likely to think of stereotypical
examples in discussing such issues.

This group of respondents were also asked if they felt there were any
particular problems or difficulties associated with the retention of
existing employees who have become disabled. Twenty eight per cent
of respondents felt there would be such problems, whilst 35 per cent
said that there would not. The key point is that even among
organisations which did not employ people with disabilities, attitudes
towards the retention of existing employees who become disabled are
considerably more positive than those towards the employment of
people with disabilities in general.

Employers’ policies towards people with disabilities (chapter 4)

This chapter examines whether or not organisations have policies on
the recruitment and employment of people with disabilities, and the
nature of these policies, with particular emphasis on the approach
taken towards recruiting people with disabilities.

Incidence of policies

Fewer than half of the organisations responding to the survey had a
policy relating to the employment of people with disabilities (a
quarter had a written policy and the remaining 19 per cent said it was
unwritten).

Variation with size

As expected, size of organisation was a strong influence on whether
a written policy had been introduced. Only 9.5 per cent of companies
in the smallest size band had a policy at all and only 2.9 per cent had
written it down. The proportions of those with a policy, both written
and unwritten, rose with increasing size. Having said this, only half
of the organisations employing between 500 and 4,999 employees had
a written policy, and even in the largest organisations (5,000 or more
employees) there were still a few organisations without a policy.
Unsurprisingly, organisations employing people with disabilities were
more likely to have a policy that those who did not.

Scope of, and rationale for policies

The scope of policies and the motivations for introducing them were
followed up in some detail in the case studies. Most case study
organisations saw disability as an equal opportunities issue, and as
such, policies on the employment of people with disabilities tended

Institute of Manpower Studies



t> be integrated into their more general equal opportunity policies.
All organisations with a policy on disability said that it covered all
aspects of employment, not just recruitment.

Monitoring of policies

Ensuring the implementation of the equal opportunities policy relies
on some sort of monitoring processes being undertaken. Monitoring
processes depend very much on the size of the organisation. Those
employing fewer than 200 staff tend to adopt an ad hoc approach to
implementation and monitoring: ‘the company is small enough and we
know what is going on’.

Generally, the largest organisations interviewed had more formal
methods of monitoring, such as asking questions regarding health etc.
on application forms. Several interviewees felt, however, that some
individuals may not admit to having a disability on an application
form and so the numbers of disabled people in the recruitment
process are likely to be underestimated. Some organisations had
removed such questions (as part of an equal opportunities policy, to
avoid disability being used by managers as a screening criterion), but
this effectively prevented them from operating a ‘Guaranteed
Interview Scheme’. Monitoring existing employees for disability was
also seen as a difficult area due to the reluctance of some staff to
identify themselves as disabled since they saw it ‘as some form of threat
or as limiting their chances of career progression’.

Implementation of policies on disability in employment

Policy implementation was seen as a difficult issue by most personnel
managers in the case study organisations. In small organisations they
tended to rely on the personnel manager being aware personally of
what was going on. When organisations were too large for central
personnel staff to be involved in all recruitment and selection, the
majority provided managers with training in selection techniques
including equal opportunity and disability issues, and ensured
individual staff were informed of their organisation’s equal
opportunities policy and of the mechanisms for complaint.

Active recruitment of people with disabilities

Organisations were also asked in the questionnaire whether they
actively sought to recruit people with disabilities, the methods they
used in doing so, and the vacancies to which this policy applied.
Only one in five respondents said they were actively seeking to
recruit people with disabilities. Once again, the proportion with active
recruitment policies in this sense increased strongly with organisation
size. Whether organisations already employed people with disabilities
was also an important factor. Of those that had disabled employees,
32 per cent said they were actively seeking to recruit more. Among
organisations which had no employees with disabilities, the
proportion was only five per cent.

Although this may appear to suggest a negative outlook for the
recruitment of people with disabilities, in that few organisations were
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active in the recruitment of people with disabilities, this is not
necessarily a reflection of antipathy towards disability issues.
Comments from both the questionnaires and case studies indicate that
many organisations would be keen to do more, but are unable to do
so at present due to low or static levels of recruitment in the
recession.

Methods of recruitment of people with disabilities

Among those organisations actively seeking to recruit people with
disabilities, nearly half indicated that they did this for all vacancies.
Very few organisations with a pro-active recruitment strategy limited
recruiting people with disabilities to a specified range of vacancies.
The questionnaire also examined how such organisations went about
attracting job applicants with disabilities. The two most frequently
used methods were job advertisements welcoming disabled
applicants, and notification of vacancies to the Employment Service
disability specialists, both of which approaches were used by
approximately half of these respondents. A third of respondents who
actively recruited disabled people (nearly all from the ‘good practice’
sub-sample) used the Employment Service disability symbol in their
literature.

The case studies confirmed that although most organisations did
approach either Jobcentres or use the ES services in this context, there
was a wide range of other methods being employed, such as open
days, recruitment fairs and establishing links with disability
organisations. Many organisations had also revised their general
recruitment practices, eg by training all recruitment staff in equal
opportunity issues; revising application forms and using new
employee starter forms; drawing up much tighter job descriptions and
person specifications; operating guaranteed interview schemes and
offering work experience and training schemes.

The pros and cons of employing people with disabilities (chapter 5)

This chapter looks at the benefits seen by employers as associated
with the employment of people with disabilities, and at any problems
and difficulties employers perceive in recruiting and employing
disabled people. It should be stressed (particularly when discussing
‘disadvantages’), that the survey reports employers’ perceptions, and
should not necessarily be interpreted as indicating that particular
disabilities in practice give rise to ‘problems’.

Perceived ‘advantages’ of disabled employees

Of the 1,100 respondents answering the question, 29 per cent saw
benefits or advantages associated with the employment of people
with disabilities, and nearly half said they did not. Among
organisations which employ people with disabilities, the proportion
was higher, with 42 per cent seeing clear or explicit advantages in
doing so. Respondents were asked to give brief details of the
advantages they saw in employing people with disabilities, and these
tended to fall into two broad areas: one primarily concerned with the

l ' Institute of Manpower Studies
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motivation and dedication of the individual disabled employee; and
the other with the enhanced image of the organisation to both other
employees and customers.

Perceived ‘disadvantages’ of disabled employees

Among the more 'negative’ aspects of employer perceptions, the most
commonly reported reservation, cited by 56 per cent of respondents,
concerned (potential) disabled employees’ ability to do the job and
their level of productivity. Extra costs were rarely seen as a concern,

with fewer than one per cent of these respondents reporting this as
a reservation.

Difficulties experienced in employing disabled people

Moving from perception to actual experience of employing people
with disabilities, only 17 per cent of the whole sample stated they had
experienced some difficulties employing people with disabilities.
Among those who currently employ people with disabilities, the
proportion of those who had experienced problems rises to 26 per
cent. This still leaves three quarters of all those who employed people
with disabilities stating they have experienced no problems in doing
so. Again there is a strong size effect, with the likelihood of having
experienced problems increasing with organisational size.

Respondents who had experienced problems were asked to indicate
the nature of the difficulty and the disability in question. The most
commonly cited difficulties were related to inability to do the job and
low productivity, cited by a quarter of those respondents reporting
difficulties. Following this were attitude and temperament problems
and mobility problems cited by around 15 per cent, and problems in
making accommodations for the disabled employees, reported by 12
per cent. These problems :were supported by comments in the
questionnaires and made during case study interviews. The latter also
provided examples of a range of other difficulties faced which were
not mentioned in the survey. These varied a great deal and were
frequently not caused by the actual disability itself, but stemmed from
a wide range of sources including management attitudes, economic
circumstances and the physical environment.

The most common disabilities with which difficulties arose were
mobility problems, with two in five respondents citing these. This
was followed by hearing, with one in eight respondents reporting this
disability, and epilepsy, wheelchair use, and seeing, each cited by
around one in ten respondents.

The analysis also examined which disabilities were seen as causing
which types of problems. Employees with disabilities affecting
mobility were often seen as a source of problems regarding
movement around the premises, access to facilities and equipment,
and in jobs involving intensive manual labour. Sensory impairment
and mental handicap were seen as a disproportionate source of
difficulty with regard to job ability and productivity, and were the
sole disabilities identified as a cause of communication problems.
Allergies and skin conditions were cited as causes of problems

o : . s
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regarding safety and hazardous materials in the workplace, while

epilepsy was seen as a cause of safety problems and of ‘problems
among other employees’.

Disabilities perceived as barriers to employment

Finally, respondents were asked if they felt there were specific
disabilities which would prevent a person being employed in the
organisation. More than half of the 1,081 respondents to this question
replied that certain disabilities would be a barrier to employment.

The largest category of disability seen as a barrier to employment,
cited by two thirds of respondents, is again the broad group of
disabilities affecting mobility and dexterity. Following this are the
two sensory disabilities, seeing problems (cited by just under a third
of respondents), and hearing problems (cited by one in six
respondents).

Most of the cited patterns between particular disabilities and the
perceived barriers to employment are familiar ones. Thus, use of the
telephone is seen as a barrier for those with hearing difficulties and
speech impairments; whilst use of computers, VDUs and paperwork
is often seen as preventing those with seeing difficulties being
employed; the layout of premises was frequently cited as hindering
employment opportunities for those with mobility problems.

Actions taken to employ people with disabilities (chapter 6)

Nearly a third of the respondents to the postal survey had undertaken
specific actions as a result of employing people with disabilities, in
order to make it feasible or safe for them to do their job, or to

improve their comfort or productivity (62 per cent had not taken any
such actions).

Incidence of action by size

Yet again it was size rather than sector which appeared to have the
greatest influence on whether actions had been taken, with the
proportions increasing strongly from a mere five per cent in the
smallest size category, to over 90 per cent among organisations with
5,000 or more employees. This variation is to be expected, given that
the likelihood of employing disabled people itself increases strongly
with employment size.

Incidence of action taken among employers with disabled staff

More interesting is the fact that of those organisations which currently
had disabled employees, around half had taken actions to employ
them. This suggests that despite the many obstacles and costs which
employers without disabled employees typically anticipated in the
recruitment and employment of peuple with disabilities, as many as
a half of the employers who had employed disabled people had
managed to do so, without the need to undertake any specific
accommodating actions.

1 . Institute of Manpower Studies




Disability types leading to action by employers

Respondents who had undertaken specific actions were asked to
indicate the disabilities for which this had occurred and the nature of
the action taken. The largest single category of disabilities for which
some kind of specific action had been taken is the broad group of
disabilities affecting mobility or physical dexterity, accounting for
three quarters of respondents who had undertaken specific actions.
This was followed by both seeing and hearing difficulties, accounting
for just under a quarter of those taking action.

It is striking from the data, that none of the other types of disability
identified led to action by significant numbers of respondents. Even
more striking, however, is the comparison between the incidence of
action taken for different categories of disability with the incidence
of those disabilities in the sample of employers. Employees with
mobility-related disabilities had led to action in 52 per cent of the
organisations who employed them. When we look at all other types
of disability, the corresponding proportions do not approach this
figure. These data do not suggest an enormous burden on employers
for most types of disability. Even mobility-related disabiiities, which
tend to feature most strongly in the popular perception of disability,
appear to require action by about only half of those employers who
have such employees.

Types of action taken

Not surprisingly, the main types of actions taken were ‘physical’,
involving the provision of special equipment, or the modification of
premises. Three quarters of organisations taking actions undertook
them for people with mobility and sensory problems. Nearly all the
other ‘actions’ frequently encountered, however, were organisational,
involving modifications in the way things were done in the
organisation. Modifying premises was almost exclusively undertaken
for people with mobility problems and wheelchair users, while
around half of organisations providing special equipment and
training did so for people with sensory impairments, and raising staff
awareness was most commonly undertaken in the context of
employees with epilepsy.

Actions considered but rejected

A further indication of how ‘difficult’ employers found it to help or
accommodate disabled employees was obtained by asking all survey
respondents whether they had recently considered but rejected any of
the kinds of actions discussed in the previous section. Only 17
organisations said that they had considered and rejected such action.
None of this suggests that respondents confronted with an apparent
need for action to accommodate a disabled employee were generally
unable or unwilling to make that accommodation.

Elillcmplny(-rs’ Attitudes Towards People with Disabilities - o
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Perception of extra costs associated with employing disabled staff

A key issue clearly concerns the question of how much extra, if any,
it costs for an employer tc employ people with disabilities. All
respondents to the postal survey were asked, therefore, whether there
were in fact or whether they thought there would be, any extra costs
associated with recruiting or employing people with disabilities. Of
the 1,077 who answered this question 43 per cent thought there
would be extra costs, 24 per cent did not and 32 per cent did not
know.

Cost limits set by employers when employing disabled staff

A further set of questions asked how much extra costs employers
were prepared to incur. Only a minority of respondents answered this
set of questions, saggesting that employers do not tend to think in
terms of upper limits to their extra expenditure associated with
disabled employees. Comments written by non-respondents on the
questionnaire and information provided by case study respondents
support this suggestion. Whilst the small number of respondents
suggests caution, the survey data did confirm that insofar as there are
limits to the extra acceptable costs, the limits increase with the salary
of the employee concerned, but not in proportion to the increase in
salary. Thus respondents would be prepared to pay between five per
cent for a higher paid employee and ten per cent for a lower paid one
of gross annual salary, in initial costs of accommodating an employee
with a disability. As far as ongoing costs are concerned, the
corresponding range is between four and seven per cent of gross
salar’ costs per year.

Finally, respondents were asked whether they would be prepared to
spend more if the person in question was an existing employee. Of
the 901 respondents to this question, 39 per cent said they would be
prepared to spend more, 14 per cent said they would not be, and 48
per cent did not know. The proportion prepared to spend more was
higher among those currently employing people with disabilities than
among those who did not. This is consistent with evidence from the
case studies that the larger organisations who are more likely to have
employees with disabilities are also more likely to have experienced
an existing employee becoming disabled, and understand the greater
pressure to ‘do the right thing’ which such cases generate.

Use of external help, support and advice (chapter 7)

This chapter examines the extent to which employers have used
external assistance or support in relation to recruiting/employing
people with disabilities, and their views on additional forms of help,
support or advice they might require in this area.

Extent to which external assistance is sought

l.ess than a third of respondents had sought such external assistance.
Given the long-standing existence of provision of such support and
advice through the Employment Service and the voluntary sector,
coupled with the perceived difficulties of many employers in

Institute of Manpower Studies
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employing people with disabilities and their failure to meet their legal

obligations, it might be seen as surprising that so few seek external
advice.

Variation with size of organisation

Although there are significant sectoral variations, it again appears
that many of these differences are essentially picking up a size effect.
There is a steadily increasing tendency with increasing employment
size to use outside support. This is a pattern familiar from studies in
other areas of business and employment practice, namely that
organisations apparently most in need of such advice and whose
management and organisational practices could most benefit from it
(namely the smallest firms) are the ones least likely to be aware of its
existence, least likely recognise a need for it and least likely to seek
it out. It seems that the understanding that there is some obligation
to employ disabled people, that there may also be considerable
benefits to the firm in doing so, and that ‘good practice’ implies a
positive and pro-active stance, may be a message that has not
reached many small organisations. Marketing of existing support and
provision to such smaller organisations is therefore important.

Main sources of external assistance

When looking at sources of assistance, the main Employment
Department organisations effectively dominate the market with nearly
80 per cent of this group using Employment Service (ES) provision
and nearly half using Jobcentres. By comparison the other sources
were used infrequently.

The main form of assistance provided by all the sources was advice
and information (in each case over 80 per cent of those seeking
assistance got this). In nearly all the cases the source provided
practical or financial help about half as often as it provided advice and
information.

Although there is a tendency for the use of all support sources to
increase with size, the increase is most consistent for the use of the
ES. Thus although the ES has the greatest share of this ‘market’ for all
size groups, its relative advantage is far greater in the larger size
proups. TECs and Local Authorities, by contrast, appear to do
relatively ‘well’ in the smaller size categories, and it would seem that
whilst smaller organisations are ill-served by most of the existing
sources, some of the ‘generalist’ agencies are relatively more
successful in reaching these employer groups.

Requirements for additional assistance/support

Finally the survey attempted to gauge the extent and nature of unmet
employer need and asked if there was any form of help or support
they would find particularly helpful. Only a small minority (16 per
cent) said that there was some additional assistance which they
would find helpful. Again there was a significant relationship with
size, the largest organisations being eight times more likely than the
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smallest to think that additional external advice or support would be
helpful.

Respondents were asked to indicate what would be most useful in
this area, and it is perhaps unsurprising that the largest single
category of greater assistance required was financial, with over a
third of those giving suggestions, recommending more government
expenditure on grants to enable employers to recruit and retain
people with disabilities (these included wage subsidies and aid for
special equipment). Some suggestions related to changes in the
operation or emphasis of existing services, whilst others essentially
saw public bodies playing a more effective co~ordinating role. In this
context it is interesting that some of the case study respondents
argued strongly that a major problem for employers in wishing to
recri.it actively from people with disabilities is one of accessing the
poot of inactive or unemployed disabled labour — they would wish
to deal with the voluntary sector as a potential source of such supply
but find it fragmented, ill co-ordinated and competitive. On the
legislative front, it is interesting that only two respondents argued for
abolition of the three per cent quota whilst seven per cent argued for
the introduction of anti-discrimination legislation.
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1. Introduction

1.1 Background and objectives of study

The main rationale of the study reported here is to assess the extent
to which employers are prepared to identify and meet the
employment needs of disabled recruits and employees. In particular
it aims to improve understanding of what employers are doing and
are prepared to do with regard to recruiting and employing people
with disabilities, and the areas in which employers are not prepared
to act. It also aims to discover what kinds of help and assistance
employers need if they are to do more in this area.

The study therefore examines what action employers who recruit and
employ people with disabilities already undertake, why they
undertake it, and at what cost. The study attempts to assess the
actions and attitudes of employers in each of these areas with regard
to a range of specific disabilities, as well as examining the benefits
employers perceive in the recruitment and employment of people
with disabilities.

The study also examines employers who do not employ people with
disabilities, to discover why they do not, what obstacles they

perceive, and what they might be prepared to do and under what
circumstances.

Finally, the study aims to establish the kinds of assistance and
support (financial and otherwise) which employers might find helpful
in the recruitment and employment of people with disabilities (again
this covers both employers who do, and employers who do not,
currently employ people with disabilities).

1.2 Study methodology

To meet these objectives, a three-stage methodology was agreed with
the Employment Department, the second and third stages of which
were conditional on the outcome from the first stage.

I A literature survey to establish what was already known on the
above questions and the extent to which this knowledge can
inform the current research.

r9

A postal survey of employers to establish in broad quantitative
terms, the current extent of recruitment and employment of
disabled workers, and a picture of the distribution of attitudes
towards disabled recruits/employees by type of employer.

)
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3 A series of in-depth case studies of a sample of respondents to
the postal survey, to obtain more detailed qualitative insights into
the findings of the postal survey, and to pursue in greater detail
employers’ responses to actual and hypothetical examples of the
recruitment and employment of disabled workers.

1.3 Literature survey

1.4 Postal survey

The first stage, the literature survey, was completed in January 1993
and presented in the form of an interim report to the Employment
Department. This literature survey is included as Appendix 3 to the
present report, and in broad terms it showed that while there is a
considerable range of existing research on disability and employment,
there is little up-to-date evidence on employers’ practice and
attitudes, and what there is does not go beyond the case study level
at best, and at worst is anecdotal. The overall judgement on the basis
of the literature/data review, therefore, was that there remained a
strong case for the primary empirical research being undertaken.

The second stage of the study was a postal survey, in the field
between January and March 1993, aiming at an achieved sample of
around 1,000 respondents.

The sample had two component sub-samples (both drawn at
organisation rather than establishment level) — the first was a
random sample, which aimed at broad representativeness and was
structured by employment size and sector. (SIC 0 Agriculture,
Forestry and Fishing not included — see Appendix 1, Section 1.2)
The second, smaller sample, was a control sample of firms/employers
known or believed to recruit/employ people with disabilities, and to
exhibit ‘good practice’ in this area (eg they were users of the
Employment Service (ES) disability symbol, or had received 'Fit for
Work’ awards in the past).

Full details of sample size and composition are summarised in
Appendix 1, but in broad terms the total sample of 2,156 employers
was made up of 1,855 employers in the random sut-sample, and 301
in the ‘good practice’ sub-sample. The overall response rate was 52
per cent (50 per cent in the random sub-sample, and 66 per cent in
the good practice sub-sample). This overall response rate is a
relatively high one for a postal survey of this nature.

There was no evidence of major response bias by size or sector in the
random sub-sample (see Appendix 1 for discussion), but response
bias could not be examined for the ‘good practice’ sub-sample, since
overall sample characteristics were not available.

The questionnaire for the postal survey was agreed in discussion* ith
the Employment Department and is included as Appendix 2.
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1.5 Case study interviews

A selection of respondents to the postal survey were chosen for
detailed face-to—face interview on the basis both of their structural
characteristics and their responses to the survey — to cover those
employing/not employing disabled people; those with
‘positive’/‘negative’ attitudes etc. as well as sectoral, size etc. spread.
The object of the case studies, which were conducted in March and
April 1993, was to provide detailed qualitative insights to support the
quantitative overview provided by the postal survey. The case study
interviews involved a mixture of face-to-face and telephone
interviews, in some cases with more than one respondent in a given
organisation, using a semi-structured discussion guide, the content
of which was agreed with the Employment Department. The total
number of case studies conducted was 21, and again their main
characteristics are summarised in Appendix 1.

1.6 Structure of the report

The report is structured around a number of key issues which were
examined in the research, and the survey and case study results are
integrated in the sense that we address each issue with both survey
and case study evidence as appropriate, rather than summarising the
survey and case study findings in separate parts of the report.

Chapter 2 looks in broad terms at whether or not employers have
employees with disabilities, and how this varies by size and sector,
the extent to which employees with disabilitie:. were registered as
disabled, and the main types of disability which were found in the
organisations in question.

Chapter 3 singles out organisations who do not employ people with
disabilities, looking at the reasons for this, as well as any perceived
problems or difficulties associated with the recruitment, employment
or retention of people with disabilities.

In Chapter 4 we examine whether or not organisations have policies
on the recruitment and employment of people with disabilities, and
the nature of the policies, with particular emphasis on the approach
taken towards recruiting people with disabilities.

Chapter 5 considers problems or difficulties organisations have
actually experienced in the recruitment and employment of people
with disabilities, as well as any benefits or advantages they see or
have experienced in recruiting/employiny; such people.

In Chapter 6, specific actions which employers have taken in order to
recruit/employ/retain people with disabilities are examined, together
with the costs of such actions.

Firally, in Chapter 7 we examine the extent to which employers have
used external assistance or support in regard to recruiting/employing
people with disabilities, and their views on additional forms of help,
support or advice they migi require in this area.

)
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2. The Employment of People with Disabilities

2.1 Introduction

In this chapter, we look at the extent to which organisations employ
people with disabilities. We look in turn at the incidence of employers
with disabled employees, the characteristics of organisations who
employ disabled people, the numbers of disabled workers these
organisations employ, and the types of specific disabilities involved.

2.2 The employment of people with disabilities: employer incidence

Our su—ey asked whether the organisation or establishment currently
employed anyone with a disability, whether they were registered or
not. Well over half our respondents, 633 organisations representing
57 per cent of the total returns, replied that they did employ people
with disabilities, while 42 per cent did not empiny anyone with a
disability, and two per cent replied that they did not know. There
were considerable differences in responses betweon the random
sub-sample and the ‘good practice’ sub-sample, with 92 per cent of
‘good practice’ organisations employing people with disabilities
compared with only 49 per cent of organisations in the random
sub-sample having emplcyees with disabilities. However these
figures may slightly underestimate the proportion of employers with
disabled workers, as during our case studies we found that some
organisations who had answered no to this question did, on closer
questioning, turn out to employ some disabled workers who were not
registered disabled, but who would strictly meet the definition used
in the questionnaire.

2.2.1 Incidence by size and sector

It is likely that the characteristics of the employer will influence
whether or not they employ people with disabilities. Table 2.1 shows
the results broken down by the industrial sector of the organisation,
and by its size, as measured by the number of employees, for the total
sample, and Tables 2.1a and 2.1b (appended at the end of this
chapter) show the results for the random sub-sample and the ‘good
practice’ sub-sample respectively. The latter indicate, as expected, the
much higher rates of employing people with disabilitie- in all parts
of the ‘good practice’ sub-sample.

I.ooking first at variation by sector, for the sample as a whole, we can
see that production organisations, and particularly those in energy
and water supply, are much more likely than average to employ
people with disabilities. Three quarters of organisations in the metals
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and minerals sector, and almost nine out of ten energy and water
supply organisations employ disabled workers. By contrast, 44 per
cent of construction sector organisations, and only 40 per cent of

those in transport and communication employ people with
disabilities.

Turning our attention to variation by size of the organisation, we find
a clear pattern emerging. The likelihood of employing disabled
workers increases consistently with size, so that although only 15 per
cent of organisations with ten employees or less employ people with

disabilities, all organisations with over 5,000 employees have disabled
workers.

Table 2.1 Employment of people with disabilities by size and sector

%o
Yes  No  Dont N=
know

Total 56.7 41.5 1.8 1,116
Sector
Energy/Water supply 88.9 11.1 0.0 27
Metals/Minerals 74.4 25.6 0.0 78
Engineering 649 32.7 2.4 211
Other Manufacturing 70.8 27.8 1.4 72
Construction 43.8 56.2 0.0 73
Distribution/Hotels 528 45.0 2.2 180
Transport/Communication 40.4 55.3 44 114
Financial and Business Services 53.7 44.8 1.5 201
Other Services 513 48.1 0.6 160
Number of employees
1-10 14.7 83.4 1.9 211
11-49 304 66.7 29 207
50-199 59.0 40.5 Q0.5 222
200-499 76.5 20.9 2.7 187
500-4999 95.6 3.1 1.3 159
5000+ 100.0 0.0 0.0 92

Population of Table (n) is all respondents in sample

Note: Sector SIC 0 Agiiculture, Forestry and Fishing was not incl.ded - see
Appendix 1, Section 1.2

Source: IMS Survey

These simple bivariate analyses, however, canno explain how much
of this variation is due to the industrial activities of the organisation,
and how much is due simply to size. The breakdown of employment
size by sector, presented in Table 1.7 in Appendix 1, shows that SIC
I (Energy and Water Supply) has by far the greatest concentration of
large organisations, while the transport and communication, and
construction sectors are dominated by small organisations. Therefore
the high propensity to employ disabled workers in energy and water

Elillc‘ mployers” Attitudes Towards People with Disabilities _ 17

ty
s fo )




supply, as well as the low propensity in transport and
communication, may simply be a reflection of the size distribution of
organisations within these sectors.

2.2.2 Multivariate analysis

To draw out the individual influence of these two factors we need to
use a multivariate approach. The strategy adopted is to undertake a
logistic regression, or ‘logit’, analysis. This allows us to model
statistically the probability (strictly the ‘odds’) of an event occurring.
In this case the ‘event’ in question is the organisation employing
people with disabilities. We can then define » reference organisation
with certain characteristics, and look at the effect of changing one of
these characteristics, but holding all the others constant, on the odds
of that organisation employing disabled workers. Odds are simply
another way of expressing probabilities, so if the probability of an
organisation employing a disabled person is ten per cent, the odds are
nine to one against, or 0.11.

The characteristics of the organisation we shall use in the analysis are
the industrial sector and employment size used above, and in
addition the ownership of the organisation (whether it is in the
private, public or voluntary sect 3 and whether or not the
organisation has a policy regarding the employment of people with
disabilities?2. We define the reference organisation as a private sector
firm in the construction sector, employing between one and ten
employees and without a policy on disabled workers. The coefficient
for each variable is set to 1.0 for this category, and the coefficients for
other values of the variable are interpreted relative to this reference
category. Thus, a coefficient greater than 1.0 implies higher odds of
employing disabled people than the reference organisation; whilst a
coefficient less than 1.0 means that the odds are reduced in
comparison with the reference organisation. As well as the value of
each coefficient, we need to look at its statistical significance, and we
take a value of 0.05 or below as ‘significant’, in line with statistical
convention.

The results of the logit analysis are presented in Table 2.2. They show
that after controlling for size, the influence of the industrial sector on
the likelihood of an organisation employing disabled people is not
significant, ie there is very little difference in the behaviour of
organisations between the different sectors. In fact, the coefficients of
the sector variable suggest that compared to a construction firm of a
given employment level, an organisation of the same size in the
energy and water supply sector is less likely to employ disabled
workers, while one in transport and communication is more likely to
employ people with disabilities, the opposite ot what we found in
Table 2.1.

By far the most significant influence on whether or not an
organisation employs disabled people is the employment size. Care
must be taken in interpreting this finding, however. The most obvious

For statistical reasons we have amalgamated the two largest size
categories
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interpretation might be that larger employers are more likely to have
favourable attitudes and policies towards the employment of people
with disabilities. This may well be true, but it cannot be strictly
inferred from this kind of finding, which can tell us very little about
the behavioural differences between different sized firms. Even if the
recruitment policy of all organisations was completely random and
based, for example, on picking names out of the telephone directory,
an organisation with 10,000 employees has more chance of employing
a member of any minority group (such as a person with a disability)
than does an organisation with ten employees.

Table 2.2 also shows that organisations in the voluntary sector are
more likely to employ people with disabilities than are those in the
private and public sectors, and that organisations with a policy
regarding the employment of disabled people are more likely to have
disabled workers than those without such. Again, both of these
findings are consistent with prior expectation, as both voluntary
organisations (many of which exist in order to promcte the interests
of people with specific disabilities) and those with a policy are likely
to be ‘good practice’ employers regarding people with disabilities.

2.3 Organisations employing people with disabilities

For the rest of the chapter we shall be looking only at those
organisations which employ people with disabilities. As mentioned
above, 633 organisations replied that they employed people with
disabilities, and the size and sectoral breakdown of this group
compared with that of all respondents is shown in Figure 2.1.

Figure 2.1 Characteristics of organisations who employ people with disabilities
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Table 2.2 Logit estimation of likelihood of employing people with disabilities

Source! IMS Survey

Coefficient Significance
Sector (construction) (1.00) -
Energy and Water Supply 0.87 0.87
Metals and Minerals 1.87 0.16
Engineering 1.57 0.19
Other Manufacturing 1.72 0.1
Distribution/Hotels 0.92 0.81
Transport/Communication 1.10 0.82
Financial/Business Services 0.79 0.52
Other Services 0.88 0.73
Size (1-10) (1.00) -
11-49 2.21 0.00*
50-199 5.56 0.00*
200-499 11.84 0.00*
500 and over 117.56 0.00*
Ownership (private sector) (1.00) -
Public sector 1.07 0.87
Voluntary sector 6.83 0.03*
Policy (no policy) (1.00) -
Upwritten policy 2.18 0.00*
Written policy 2.48 0.00*

*indicates statistical significance at conventional levels
Population of Table (n) is all respondents in sample
Note: Section SIC 0 Agriculture, Forestry and Fishing was not included — see Appendix 1, Section 1.2

2.3.1 Numbers of workers with disabilities

The average number of employees with disabilities among
organisations who employ them is 22, and the average number of
employees who are registered disabled is 20. However, these averages
conceal the considerable distribution in the numbers of employees
who are disabled. Table 2.3 shows that more than a third of
organisations employ two workers with disabilities or fewer, and this
proportion rises ‘o one half when looking at workers *vho are
registered disabied, although there is a considerable tail to the
distribution, with more than four per cent of organisations employing
100 or more workers with disabilities.

Of course, the number of empliyees with disabilities within an
organisation is related to the total employment level of the
organisation. For a clearer picture of the levels of employees with
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disabilities within the organisation's workforce, therefore, we look at
the percentage of total employees who are disabled.

Figures 2.2 and 2.3 show the frequency distributions for the
percentage of total employees who are disabled and who are
registered disabled respectively. Looking first at proportion of
disabled employees, we find that employees with disabilities
comprise less than three per cent of the workforce in 56 per cent of
organisations, although the average proportion of employees with
disabilities in our organisations is 4.5 per cent. This figure is slightly
higher than the SCPR study®, probably due to over-representation of
‘good practice’ employers in our sample.

Table 2.3 Numbers of employees with disabilities

Percentage of employers with given number
of employees with disabilities

No. of employees Employees with Registered disabled
with disabilities disabilities

2 or fewer 36.4 50.7

3-5 23.2 20.4

6-10 15.5 10.0

11-29 14.3 8.7

30-49 4.3 3.0

50-99 2.0 2.5

100 and over 4.3 4.7

N = 445 471

Population of Table (n) is all respondents employing people with
disabilities

Source: IMS Survey

The distribution of proportion of employees who are registered
disabled is skewed towards the bottom end of the scale, and shows
registered disabled workers comprising less than three per cent of the
workforce in almost nine out of ten organisations, with the average
proportion being only 1.5 per cent. Although the Quota only applies
to organisations with 20 or more employees, our results show that
across all size bands it is only a small minority of organisations that
employ three per cent or more registered disabled.

Both distributions have considerable tails but these are more to do
with the arithmetic rather than the organisation being proactive in the
recruitment and employment of people with disabilities, ie if an
organisa'ion employing four people has employees with disabilities,
then the percentage of employees with disabilities must be at least 25
per cent.

' Prescott Clarke P, 1990, Employment and Handicap, {ondon, Social and

Community Planning Research.
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Figure

2.2 Distribution of the proportion of employees who are disabled
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Figure

2.3 Distribution of the proportion of employees who are registered disabled
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Table 2.4 shows that the proportion of total employees who are
disabled in the workforce is 1.3 per cent, while the proportion of
registered disabled workers is 0.6 per cent. Manufacturing industries
have the highest proportion of employees with disabilities among
their workforce, and the proportion of disabled employees in other
manufacturing is over three per cent, while the lowest proportions are
in the distribution, hotels and catering sector, and the financial and
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Table 2.4 Percentage of workforce disabled by sector

Sector % % registered % disabled
disabled disabled who are registered
Total 1.30 0.60 53.36
Energy/Water Supply 1.27 0.73 67.41
Metals/Minerals 2.26 0.41 2096
Engineering 2.45 0.98 46.41
Other Manufacturing KW 0.82 28.05
Construction 2.29 0.49 23.28
Distribution/Hotels 0.81 0.29 58.12
Transport/Communication 1.05 0.75 90.13
Financial/Business Services 1.01 0.47 43.12
Other Services 1.63 0.82 60.44
N = 445 471 374

Population of Table (n) is all respondents employing people with disabilities

Note: Sector SIC O Agriculture, Forestry and Fishing was not included — see Appendix 1, Section 1.2

Source: IMS Survey

business services sector. Looking at employees who are registered
disabled as a proportion of total employment, we again find the
highest percentage among two of the manufacturing sectors,
engineering and other manufacturing, and also in the other services
sector. Once more, the distribution sector has the lowest proportion
of registered disabled employees amongst its workforce.

Finally, we look at the proportion of employees with disabilities who
are registered disabled. Figure 2.4 shows that there is a large number
of organisations which employ workers with disabilities but none of
whom are registered disabled, and an even larger number of
organisations which employ people with disabilities all of whom are
registered disabled. Between these two extremes there is a reasonable
spread, although it is rather more concentrated between 0 and 50 per
cent, than between 50 and 100 per cent. There is also some sectoral
variation, and as can be seen from Table 2.4, the average proportion
of registered disablec employees among all employees with
disabilities is 53 per cent, although among organisations in the
transport and communication sector the proportion is 90 per cent,
while in the construction and metals and minerals sectors the
proportion is less than a quarter.
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Figure 2.4 Distribution of the proportion of total disabled employzes who are registered disabled
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2.3.2 Types of disabilities

Respondents to the survey who employed people with disabilities
were asked to ‘ndicate which types of disabilities they were aware of
among their employees, from a list of fourteen broad types (see
Appendix 2). More than one third of respondents replied that they
had only one or two types of disabilities, while two organisations
replied that they had more than 14 different types of disabilities
among their workforce. The average number of types of disabilities
was 4.5, and this varied from 7.7 in energy and water supply to 4.0
in distribution, hotels and catering and in the transport and
communication sector, although again these sectoral variations are
mainly due to varying size distributions of organisations within the
different sectors.

The proportions of respondents citing each type of disability are
shown in Figure 2.5. By far the most common type of disability is
mobility problems, ie disability affecting mobility or dexterity of
arms, legs, hands, feet, back, neck or head, including cerebral palsy,
. MS, and arthritis. More than three quarters of organisations replied
that they had employees with this type of disability. The next most
common types of disability are hearing problems, diabetes, and chest
or breathing problems (including asthma and bronchitis), each cited
by between 40 and 50 per cent of respondents. The least commonly
reported disabilities were drug or alcohol dependency/addiction and
blood disorders (leukaemia, haemophilia, anaemia), with fewer than
one in eight respondents citing them. Just over four per cent of
respondents said they had employees with ‘other’ types of disabilities,
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Figure 2.5 Proportion of respondents citing each type of disability
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and the most commonly cited were speech impediments and cancer*.
Table 2.5 shows the proportions of respondents citing each type of
disability broken down by sector. The energy and water supply sector
is more likely than any other sector® to have employees with each
type of disability except mental handicap or other learning
difficulties. All organisations in energy and water supply have
employees with mobility problems, while the construction sector is
least likely to employ people with mobility problems. The
distribution, hotels and catering sector has the lowest proportion of
organisations employing people with hearing problems, which may
be due to workers in this sector needing to deal with the general
public, and is also least liely to employ people with severe heart or
blood pressure problems. The business services and other services
sectors are more likely than average to employ people with sight
problems, and these sectors along with transport and communication
have high proportions of organisations employing people with mental
illnesses or other nervous disorders. However, fewer than one in five
transport and communication organisations employ people with
epilepsy, which may be due to some of the restrictions in place
regarding HGV and PSV licences.

* This ranking of disability types is broadly in line with that revealed by

studies of the incidence of disability within the working population (see
the literature review in Appendix 3), although it should be remembered
that the data in this Table show the proportion of employers who have
employees with a particular disability, and does not indicate the overall
incidence of disability within their workforces.

In the light of the earlier analysis, however, it seems likely that this is
again related to the size structure of employment in this sector.
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Looking at the manufacturing sectors, we see that the metals and
minerals sector has the lowest proportion of organisations employing
people with stomach and other digestion problems, and this sector,
the engineering sector and the construction sector are less likely than
average to employ people with blood disorders. The other
manufacturing sector, along with financial and business services, is
more likely than average to employ people with depression or bad
nerves, and other manufacturing has the highest proportion of
organisations employing people who are mentally handicapped.
Finally, the construction sector is least likely to employ people with
a drug or alcohol addiction, while almost half of energy and water
supply organisations, almost four times the average, employ people
with addictions.

Table 2.5 Incidence of different types of disability by sector

% of employers in sector employing people with specified disability

Disability All Energy/ M'etals/ Eng.in— Other Con.strh Distrib./ Transport/ Busit.\ess Otl!er

Water  Minerals eering Manuf. wuction Hotels Comms. Services Services
All 56.7 88.9 74.4 64.9 70.8 438 52.8 40.4 53.7 513
Maobility 78.0 100.0 77.6 78.1 74.0 68.8 73.7 78.6 77.4 83.5
Hearing 47 6 87.0) 43.1 51.8 48.0 50.0 15.8 40.5 51.9 43.0
Seeing 310 739 31.0 241 301.0 25.0 242 28.6 358 36.7
Allergy 25.7 435 224 19.0 30.0 8.1 28.4 262 29.2 22.8
Heart 31.8 522 414 387 36.0 313 18.9 333 3.2 215
Chest 41.8 65.2 360 445 440 438 168 429 43.4 354
Epilepsy 35.7 652 362 29.9 38.0 28.1 16.8 19.0 415 38.0
Diabetes $5.2 739 448 50.4 42.0 40.6 18.9 40.5 491 36.7
Stomadch 246 47 8 13.8 248 200 25.0 18.9 31.0 30.2 241
Blood 109 30.4 5.2 7.3 120 6.3 116 1.9 14.2 11.4
Nernves 3.8 609 27.6 28.5 40).0) 313 27.4 31.0 415 27.8
Ment. illness 177 34 8 190 8.0 180 125 13.7 262 216 228
Ment handicap 15.3 13.0 17.2 124 240 125 17.9 143 10.4 19.0
Addiction 125 7.8 121 8.8 16.0 3.1 10.5 95 13.2 139
Other 43 43 5.2 4.4 2.0 31 §.2 24 6.6 5.1

Popudation of Table (n) is all respondents emploving peaple with disabilities

Note: Sector SIC O Agrculture, Forestry and Fishing was not indluded - see Appendix 1, Section 1.2

Source INMS Sun oy
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Table 2.6 shows the patterns of types of disability broken down by
employment size. For all types of disability the likelihood of the
organisation employing someone with that disability tends to increase
with the employment size of the organisation, although this
relationship is not always clearly defined amongst the small
organisations with fewer than 200 employees.

Table 2.6 Incidence of Different Types of Disability by Employment Size

% of employers in size group employing people
with specified disability

Disability Al 1-10 1149 50-199 200-499 500-4999 5000+
All 56.7 14.7 30.4 59.0 76.5 95.6 100.0
Mability 78.0 48.1 47.6 06.9 81.8 91.3 96.5
Hearing 47.6 226 14.3 30.0 46.2 59.1 90.6
Secing 31.0 9.7 " 138 21.0 38.3 85.9
Allergy 25.7 0.0 7.9 16.2 26.6 309 50.6
Heart 318 3.2 12.7 19.2 294 403 63.5
Chest 418 194 17.5 20.0 39.9 55.7 80.0
Epilepsy 357 6.5 14.3 223 245 510 76.5
Diabetes 45.2 3.2 159 338 441 55.0 80.0
stomach 24.6 0.5 127 1.5 224 28.2 55.3
Blood 10.9 0.0 3.2 23 5.6 141 36.5
Nerves 32.8 0.0 79 215 287 423 68.2
Ment. illness 17.7 3.2 4.8 7.7 14.0 221 459
Ment. handicap 15.3 0.0 7.9 7.7 119 18.1 388
Addiction 12,5 0.0 4.8 0.8 7.7 16.8 412
Other 43 0.0 3.2 3.8 7.0 1.3 8.2

Population of Table {(n) is all respondents employing people with disabilities

Source: IMS Survey

Again, these simple analyses cannot separate out the effects of sector
and size, so we have undertaken additional logit analyses to examine
to what extent the apparent sectoral differences are due simply to the
size distribution of organisations within each sector. As before, the
reference organisation is a private sector construction firm, with
between one and ten employees and without a policy on disabled
workers, and the event in question is the organisation employing
someone with the particular type of disability.

The results for each disability (not presented herce for reasons of
space) show that size is again the dominant influence. There remain,
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nevertheless, some significant sectoral effects, although there is often
no clear intuitive explanation for this sectoral variation. The main
significant sectoral variations which remain in the multivariate

analysis are listed below (in all cases relative to the construction
sector):

the distribution, hotels and catering sector and the other services

sector are significantly less likely to people with both sight and
heart problems;

the other services sector is also less likely to employ someone
with bad nerves or depression;

the metals and minerals sector is less likely than the construction
sector to employ people with stomach problems;

the energy and water supply sector is ten times more likely to
employ someone with a drug or alcohol addiction than is the
construction sector.

The influences of ownership and whether or not the organisation has
a policy regarding the employment of people with disabilities are also
generally significant. In particular:

@ they are both a significant influence on whether the organisation

employs people with hearing, heart and nervous problems as well
as mental illnesses and handicaps;

being in the public sector increases the likelihood of employing
workers with hearing and heart problems;

being in the voluntary sector increases the likelihood of
employing people with mental illnesses;

being in either the public or the voluntary sector increases the
odds of employing people with bad nerves or mental illnesses;

having a policy (written or unwritten) increases the odds of
having employees with hearing problems or bad nerves; while

having a written policy regarding disabled employees increases
the odds of employing people with mobility, seeing, heart and
chest problems as well as people with diabetes, mental ilnesses
and mental handicaps.
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Appendix to Chapter 2: Data for the two sub—samples

Table 2.1a Employment of people with disabilities by size and sector

Random sub—sample %

Yes No Don’t

know

Total 49.1 49.0 2.0 917
Sector
Energy/Water Supply 76.9 23.1 0.0 13
Metals/Minerals 66.7 333 0.0 60
Engineering 63.5 339 2.6 192
Other Manufacturing 63.0 35.2 1.9 54
Construction 40.3 59.7 0.0 67
Distribution/Hotels 48.4 49.7 1.9 161
Transport/Communication 35.0 60.2 49 103
Financial and business services 41.4 56.6 20 152
Other Services 34.8 64.3 0.9 115
Number of employees
1-10 14.4 83.7 1.9 209
11-49 28.9 68.0 30 197
50-199 54.8 447 0.5 188
200-499 76.5 20.6 29 170
500-4999 934 47 1.9 106
5000+ 100.0 0.0 0.0 16

Population of Table (n) is all respondents in random sub-sample

Note: Sector SIC 0 Agriculture, Forestry and Fishing .vas not included —
see Appendix 1, Section 1.2

Source: IMS Survev
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Table 2.1b Employment of people with disabilities by size and sector

‘Good practice’ sub—sample %

Yes No Don’t N=

know

Total 92.0 7.5 0.5 199
Sector
Energy/Water Supply 100.0 0.0 0.0 14
Metals/Minerals 100.0 0.0 0.0 18
Engineering 78.9 211 0.0 19
Other Manufacturing 944 5.6 0.0 18
Construction 83.3 16.7 0.0 6
Distribution/Hotels 89.5 5.3 5.3 19
Transport/Communication 90.9 9.1 0.0 1
Financial and business services 91.8 8.2 0.0 49
Other Services 233 6.7 0.0 45
Number of employees
1-10 50.0 50.0 0.0 2
11-49 60.0 40.0 0.0 10
50-199 824 17.6 0.0 34
200-499 76.5 235 0.0 17
500-4999 100.0 0.0 0.0 53
5000+ 100.0 0.0 0.0 76

Populatic. 1 of Table (n) is all respondents in good practice sub-sample

Note: Sector SIC O Agriculture, Forestry and Fishing was not included —
see Appendix 1, Section 1.2

Source: IMS Survey
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3. Organisations not Employing People with Disabilities

3.1 Background

As already indicated in Chapter 2, of the 1,123 organisations
responding to the questionnaire, 464 or 42 per cent did not employ
any people with disabilities, and a further 19 (1.7 per cent) did not
know whether they did. The energy and water supply sector had the
smallest proportion of companies not employing people with
disabilities whilst construction and transport and communications the
largest with' just over one half of these organisations having no
disabled employees. As already discussed, however, size seems to bo
a more important factor influencing whether or not organisations
employ any people with disabilities. Thus nearly 40 per cent of
companies in the 1 to 10 size had no disabled staff, the percentage
then falling to nine per cent for the 200 to 499 band, 1.1 per cent for
500 to 4,999 and none for the 5,000+. This accounts for the very small
number of companies in the energy and water sector not employing
people with disabilities since the majority of these are large
organisations (and wvice versa in construction, transport and
communications with their high concentrations of small firms).

3.2 Reasons given for not employing people with disabilities

All respondents to the survey who said they did not employ any
people with disabilities were then asked why they thought this was.
Of the 482 organisations which gave reasons, just over three quarters
indicated that it was because no—one with a disability had applied for
employment in the organisations, although in a number of cases
responcents felt it was possible that some disabled people might have
applied, but not identified themselves as such to the employers. The
following comment, given in responding to the questionnaire by the
human resources manage: of an engineering company with 130
employees, illustrates this although it is difficult to assess whether
this is really the case or just guesswork on the employer’s part:

‘During recruitment drives over the last two years, only one disabled
person has knowingly applied for a vacancy with the company.
People are reluctant to say they have a disability for fear of
discrimination.’

The other main reason given was that the organisatior had employed
people with disabilities in the past but they had subsequently left.
This accounted for nearly one fifth of respondents. Only seven per
cent of respondents reported that some had applied but were not
suitable, whilst a further four per cent said that some had applied but
were not recruited due to their disability which was a barricr for the

) )
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particular job, three per cent gave other reasons and 1.2 per cent said
they did not know why.

This pattern of response is consistent with views put forward during
the case-study interviews. Most of the organisations i terviewed,
whether they employed people with disabilities or not, complained
that the major obstacle to their increasing the numbers of staff with
disabilities was that very few applied to advertisements, wrote in on
the off-chance or responded to notifications sent to Employment
Service Disablement Resettlement Officers.

Many organisations were extremely frustrated at the lack of response
to their efforts to employ people with disabilities. The commercial
director of an electrical engineering company stated that:

‘Our single biggest problem was actually getting people with
disabilities to apply. We just don’t see them. Unless you are going
to positively make the effort you won't get them. At present I have
not got the time. We have temporary posts come up to fill a rise in
demand and we want someone in post in a week. We do not have
the time to go looking for people.’

This is not uncommon:

‘Five years ago we tried to recruit people with disabilities to meet
the quota but it was so unsuccessful that we gave up.” (Financial
services company)

‘The main problems have been disappointing lack of applicants.
Response to vacancies has been extremely poor. It is often a
scramble to get jobs filled within the four weeks notice period.’
(Research and development group)

Case Study 3.1 -~ Construction Company

One of the organisations visited during the case studies was a small
construction company which, despite the enthusiasm of the managing
director for helping people with disabilities, had no employees with
disabilities. He felt that:

“the company was not representative of the sort of organisation that could
employ people with disabilities. The majority of staff all have to work on
building sites or visit sites in some capacity. If they are in the office they
are not doing their job. Building sites are very dangerous and have strict
health and safety requirements. It is essential to be fit. Lven someone with
diabetes would be a danger to himself and others if working at heights and
experienced a problem. You could argue that they could do the office
work which takes place on site but even this would present real pyoblems
for someone with restricted mobility because they work in temporary
port-a-cabine with rough surfaces. You can’t build a ramp to a
port-a-cabin in the middle of a building site”’

Oppaortunitios for people wath disabilities are limited therefore to the main
office. A small company such as this only has three office staff — one
secretary, one telephonist and an accountant, These posts tend to be very
stable with low staff turnover,
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It should be pointed out that when these same case st y
organisations were asked if they kept a record of applications trom
people with disabilities to monitor the numbers they receive, very few
actually did. Several companies did not ask if the applicant had a
health problem limiting the work they could do, and of those that
did, most felt that the majority of disabled applicants would probably
not admit to it at the application stage. This being the case, it would
appear difficult for organisations to be certain that they were not
receiving applications from people with disabilities®. Even so, those
organisations which had tried other forms of recruitment aimed
specifically at people with disabilities, for example recruiting through
the Jobcentre, were often disappointed at the lack of response.

3.3 Variation by sector

When responses are broken down by SIC, most sectors followed
much the same pattern as outlined above (see Table 3.1 below).
Percentages for energy and water, metals and minerals and other
manufacturing should be treated with caution since the number of
respondents in these sectors was rather small. For the other six
sectors, construction, at 25 per cent had the largest proportion of
respondents indicating lack of applications as a cause for not
employing people with disabilities, followed by financial and business
services at 82 per cent. It could be argued that in construction many
people with disabilities would not apply since the industry is
generally physically demanding with few purely office based
occupations (see quote from case study — Case 3.1). This cannot be the
case with financial and business services, however. The smallest
proportion (65 per cent) was in metals and minerals, although this
represents only 13 organisations out of 20 responding.

The second most commonly cited reason for not employing people
with disabilities in every sector, was that they had employed people
with disabilities in the past but they had subsequently left. The
highest proportion of organisations citing this reason was in metals
and minerals at 35 per cent, although this represents only seven
organisations out of a total of 20 who gave a reason. The two sectors
with the lowest proportions giving this reason were construction, and
transport and communicaticns. In the construction sector only five
out of 41 companies (12 per cent) cited this as a reason for not
employing people with disabilities, which again might be expected in
an industry with relatively few opportunities for people with
disabilities. In transport and communications only nine out or 67
organisations or nine per cent had employed people with disabilities
w ho had since left. This is not surprising either, because the transport
sector has more health restrictions for drivers of commercial or
passenger vehicles than other sectors. In addition, many of the
respondents in this sector are small organisations with over a third

Case study respondents, on detaited questioning, generally confirmed
this lack of knowledge, but seme argued equally that insofar as the
organisation did not know whether any unsuceessful job applicants were
disabled, this implied that people with disabilities were not being ‘sifted
out” at an carly stage in the selection process.
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Table 3.1 Reasons for not employing people with disabilities, by sector

Percentage of respondents in sector giving reason

Sector None Applied Disability Had some Don’t Other Total

applied but not was but left  know (N=)

suitable  barrier

Energy/Water Supply 100.0 0.0 0.0 0.0 0.0 0.0 3
Metal/Minerals 65.0 5.0 0.0 35.0 5.0 5.0 20
kngineering 784 122 2.7 203 0.0 5.4 74
Other Manufacturing 85.7 4.8 4.8 238 0.0 0.0 21
Construction 85.4 0.0 2.4 12.2 0.0 2.4 41
Distribution/Hotels 76.5 7.1 4.7 24.7 24 1.2 85
Transport/Communication 76.1 10.4 9.0 13.4 0.0 7.5 67
Financial/Business Services 82.8 5.4 2.2 19.4 1.1 2.2 93
Other Services 76.9 5.1 5.1 141 2.6 1.3 78
Total 788 6.8 41 18.9 1.2 31 482

Population for table (n) is all respondents not employing people with disabilities

Note: Sector SIC 0 Agriculture, Forestry and Fishing was not included — see Appendix 1,
Section 1.2

Source: IMS Survey

falling into the 1 to 10 size category. They are again less likely to
have a large number of office based occupations.

For those organisations which had reccived applications but found
the applicant not suitable irrespective of their disability, engineering
had the most respondents with nine out of 74 companies or 12 per
cent, followed by transport and communications with ten per cent.
For the other sectors the percentages were low with seven per cent in
distribution/hotels and five per cent in financial and business
services. Construction had no organisations citing unsuitable
applicants as a reason for not employing people with disabilities. This
may be that many people with disabilities are aware of the
restrictions in the industry and so do not apply.

Very few organisations (only 20 out of 482), stated that they had not
recruited a person with a disability because their disability was a
barrier for a particular job. The sector with the largest proportion was
transport and communications with six organisations out of 67 or
nine per cent of the total number giving a reason. This may again
reflect the difficulties faced by the transport sector in recruiting
people with certain disabilities as drivers.
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Fifteen organisations stated other reasons, spread fairly evenly across
the sectors, with none in energy/water supply and other
manufacturing. Very few organisation said they did not know why
they did not employ people with disabilities with oniy six spread
across metals and minerals, distribution and hotels, business and
other services.

3.4 Variation by size of organisation

Lack of applicants was far more frequently stated as the reason for
not employing people with disabilities in smaller organisations, than
in the larger bands. Just under 90 per cent of organisations in the 1 to
10 size band, felt that lack of applications was the main cause. With
increasing size this proportion drops to three quarters for the 11 to 49
and the 50 to 199 bands, down to 63 per cent for the 200 to 499 and
28 per cent for the 500 to 4,999 bands (percentages for the largest size
band are somewhat misleading since only seven organisations of this
size gave any reason for not employing people with disabilities). Once
again, however, we must be careful not to attribute over-strong
behavioural interpretations to these size variations. In fact, the case
studies and the survey (see Chapter 4) did suggest that larger
organisations are more likely to have a positive policy aimed at
attracting applicants with disabilities. Even if this were not the case,
however, small organisations would still be likely, other things being
equal, to receive fewer applications from disabled people than larger
ones, if only because they are likely to be recruiting less often, and in
smaller numbers than their larger counterparts.

For most size bands the second most commonly cited reason for not
employing people with disabilities is that they had employed such
people in the past but these had subsequently left. In the 1 to 10 size
band only six per cent of organisations reported this as a reason,
possibly reflecting the lack of opportunities to recruit people with
disabilities in the first place. In the 11 to 49 band this rises to 29 per
cent and for the 50 to 199 band the proportion reaches 40 per cent of
respondents of this size. This percentage then decreases with
increasing size, perhaps suggesting that larger companies have more
opportunities for retaining people with disabilities.

Turning to organisations who had received some applications which
had not succeeded because the applicant was unsuitable despite their
disability; the proportion of such organisations increases with size
rising from 1.7 per cent in the smaller bands to 57 per cent in the
largest. Actual numbers are, however, small across all bands. Much
the same applies to the other three categories, with only 19
organisations findirg disability a barrier to the job, 15 giving other
reasons and six stating that they did not know.

3.5 Problems associated with employment of people with disabilities

Of particular interest, as far as employers who do not employ peor le
p I

with disabilitics are concerned, are their perceptions of particular

problems or ditficulties associated with the employment of people
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Table 3.2 Reasons for not employing people with disability by organisation size

Percentage of respondents in size group giving reason

Size (no. of None Applied Disability Had some Don’t Other Total
employees) applied  but not was but left know (N=)
suitable barrier
1-10 88.9 1.7 1.7 6.1 0.6 5.0 180
11-49 75.0 7.6 42 18.8 1.4 35 144
50-199 758 7.7 5.5 39.6 0.0 0.0 91
200-499 63.6 18.2 9.1 27.3 4.5 23 44
500-4999 28.6 57.1 14.3 143 14.3 0.0 7
Total 78.8 7.1 4.1 18.7 13 3.2 466

Population for Table (n) is all respondents not employing people with disabilities

Source: IMS Survey

‘ 36

with disabilities. Respondents to the survey who did not employ
people with disabilities were asked if, in their view, there were any
such problems or difficulties, and if so, what they felt was the source
of these difficulties. The majority (68 per cent) responded that they did
associate particular problems or difficulties with the employment of
people with disabilities, whilst 21 per cent did not, and a further 11
per cent did not know.

Interestingly, there was little 1ria‘ion in this propensity by
employment size, and a rather greate: variation by sector — with
construction sector employers being most likely to associate
employment of people with disabilities with particular difficulties/
problems (90 per cent said they would), and financial and business
services and other manufacturing least likely to do so (fewer than 60
per cent in each case).

Respondents claiming to perceive such difficulties were asked to
identify the main source of the problem — from a list of twelve broad
types (see Appendix 2). A significant proportion of those perceiving
difficulties (42 per cent) gave only one source of difficulty, with a
further 43 per cent indicating two or three. The largest number of
options given was ten out of a possible 12 by three organisations. The
average number of types of difficulty cited all respondents was 2.2
and this varied very little by sector, from 1.0 in energy and water to
2.5 in other manufacturing and financial and business services.

The source of difficulty most frequently given was related to the types
of work or jobs the organisation could offer to people with disabilities
(Table 3.3). This option was cited by just over three quarters of
respondents. Very often, particularly in organisations with a high
proportion of manual occupations, this was linked to the ‘physically
demanding’ nature of the work, or to health and safety issues. Thus
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a small firm in the metals manufacturing sector added the following
comment to the questionnaire:

‘The nature of the work of the company would mean that no person
with any real hearing or movement problem would be safe in this
factory. To employ someone in the office would mean restructuring
the office, adding running costs and other long term expenses which
would be of a permanent nature.’

These types of reasons, as we will see below (section 3.6) are by no
means confined to respondents in manufacturing, thus the manager
of a nursing home for disabled geriatrics argued:

‘Because of the physical nature of the work,it would be extremely
difficult for us to employ disabled people.’

The next three most frequently cited issues were all related to the
organisation’s premises (the characteristics of the premises themselves;
access to the premises; and the cost of alterations to premises —
mentioned by 41 per cent, 29 per cent and 16 per cent of respondents
respectively). All other sources of difficulties were relatively rarely
cited (by 11 per cent or less of respondents).

Table 3.3 Perceived source of difficulty in employing people with disabilities

Source of difficulty °/oc;:ifn(;r§?ffl|:::tli;)ns
Types of job/work 77.2
Premises 40.7
Difficult access to premises 28.7
Cost of alterations to premises 15.7
Cost of special equipment 11.4
Difficult journey to work 10.2
Concern that disabled workers might have increased sick 10.2
Concern about productivity of workers with disabilities 9.6
Concern about additional supervision/management costs 8.3
Attitudes of customers 6.8
Attitudes of other staff/managers 25
Other factors 2.2
Total (N=) 325
Population for Table (n) is all respondents not employing people with disabilities

Source: IMS Survey

It is interesting to note, however, that further questioning of such

employers during the case studies suggested that many of these

perceived difficulties are associated with somewhat stereotypical
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views of the range of disabilities likely to be encountered in the
population at large. Although small scale and qualitative in nature,
the case studies show that when asked exactly what it was about their
premises which would make them unsuitable for, or too costly to
adjust for, a disabled employee, respondents typically responded
along the lines ‘well, for example, a person in a wheelchair would just
not be able to cope with the structure and layout of our building ...".

It should be recalled, furthermore, that we are considering in this
chapter employers who did not employ people with disabilities
(although some of them had in the past). More generally, the case
studies suggested further that organisations, particularly larger
organisations, who had themselves encountered a wide range of
disabilities, had a much broader image of disabled people, and were
much less likely to think of stereotypical examples in discussing such
issues. This suggests, perhaps, the benefit of work experience type
placements for disabled people being targeted particularly at
organisations with little or no experience of employing such people.

3.6 Source of difficulty by sector and size

Table 3.4 below examines the extent to which perceived difficulties
varied by sector’. For every sector except financiai and business
services, the overriding difficulty was given as the types of work their
organisation could offer. Over 70 per cent of respondents in each
sector ticked this option, the largest proportion being in construction
at 86 per cent. As discussed above, the physically demanding work
often involved in construction is likely to be seen as a barrier by
many organisations when it comes to employing people with
disabilities (a point confirmed in the relevant case studies). This
source of difficulty was given by similarly high proportions of
respondents in the engineering, transport and communications and
other services sectors. In financial and business services on the other
hand, only half of respondents said that type of work was a barrier
to employing people with disabilities. This is consistent with
expectation in a sector where the majority of occupations are based
in offices and are sedentary.

Case Study 3.2 — Retail Distribution Company

A small distribution company found their premises veiy limiting on the
numbers of people with disabilities they could employ. They operated from
an old building with no lift and no wheelchair access. It was not possible
to widen doorways due to the age of the building and the use of large
timber beams in its construction. All the office functions were carried out
on the first floor and the nature of the work was argued to preclude
anyone with any severe mobility problems from warehouse jobs.

Percentages for energy and water supply, metals and minerals and other
manufacturing should again be treated with caution since the actual
numbers of organisations in these groups is small.
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Table 3.4 Sources of difficulty associated with employing people by sector

Source of Percentage of employers in sector citing difficulty
difficul

| ty Energy/ Metals Engineer- Other  Constr-  Distrib.,/ Transport/ Business Other

Water etc. ing Manuf.  uction Hotels Comm. Services

Premises 50.0 333 353 50.0 38.9 54.1 30.0 45.3 35.2
Cost of special 0.0 20.0 11.8 250 1.1 4.9 7.5 17.0 1.1
equipment
Cost of alterations 0.0 20.0 13.7 25.0 16.7 14.8 7.5 18.9 18.5
to premises
Types of job/work  100.0 733 243 75.0 86.1 78.7 825 52.8 833
Access to 0.0 26.7 176 33.3 38.9 19.7 17.5 396 40.7
premises
Journey to work 0.0 6.7 7.8 0.0 11 8.2 5.0 22.6 9.3
Attitudes 0.0 0.0 0.0 0.0 2.8 4.9 0.0 5.7 1.9
staff/managers
Attitudes 0.0 0.0 0.0 C.0 2.8 11.5 0.0 17.0 9.3
customers
Productivity 0.0 0.0 13.7 16.7 2.8 131 25 9.4 13.0
Sickness 0.0 0.0 11.8 8.3 5.6 13.1 10.0 13.2 9.3
Supervision/ 0.0 6.7 13.7 16.7 5.6 6.6 50 7.5 9.3
management ¢ ost
Other 0.0 0.0 39 0.0 2.8 1.6 0.0 3.8 1.9
Total (n=) 2 15 51 12 36 61 40 53 54

Population of Table (n) is all respondents not emploving people with disabilities who answered the question
Sector SIC O Agriculture, Forestry and Tishing was not included -- see Appendix 1, Section 1.2

Source. IMS Surnvey

Premises was regarded as a difficulty by between a third and a half
of all respondents in each sector ranging from 30 per cent in transport
and communications to 54 per cent in distribution and hotels This
high proportion in this sector possibly reflects the until recent lack of
perceived need to provide facilities in warehouses (case study numbher
3.2), and the fact that many hotels are fairly old buildings (see case
study number 3.3). Premises was also regarded as a ba.rier by 45 per
cent of respondents in financial and business services. Many
organisations in this sector work through a network of high street
outlets (case study number 3.4) These are often old buildings which are
difficult to alter and may also be listed. lanning permission would
not be granted for any major alterations, especially for externai
changes. 1t is also difficult to build ramps for disabled pecple which
will extend into the high street pavemnent (further questioning of such
organisations in the case studies, however, suggested that often these
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Case Study 3.3 — Hotel

This case study involved a large hotel with over 300 employees, which
currently employed no employees with disabilities (although some had
been employed in the past). The hotel itself is in an eighteenth century
(listed) building, with many narrow corridors and steep stairways, especially
in the ‘staff only’ areas. The hotel’s human resources manager, despite an
expressed ‘positive attitude’ towards employing people with disabilities, felt
that the age and nature of the building would render it unsafe for many
potential disabled employees; and that the alterations necessary would be
beyond the scale of any financial support from the employment service.
This was seen as a key constraint on the possible recruitment of people
with disabilities (others being the nature of the work — physically
demanding; or dangerous, eg in the kitchen; and the perceived attitudes
of managers and customers — although it was felt that the latter would
apply only to certain types of disability, and certain types of occupation —
chambermaids and telephonists were seen as having the greatest potential
here).

objections applied more to physical adaptations to the building
necessary for customer access, and as far as staff with disabilities were
concerned, there were in practice often other solutions — such as
adaptations of side and rear entrances — which could be adopted if
appropriate).

As well as the characteristics of the premises themselves, 29 per cent
of all respondents reported that physical access to the premises would
be a barrier to the employment of people with disabilities. Around 40
per cent of construction, financial and business, and other services
organisations and a third of respondents in other manufacturing
sector felt that this was a source of difficulty. The lowest proportion
was in transport and communications with 18 per cent of
organisations ticking this option.

Case Study 3.4 — Financial Services

‘The problem with physical alterations is that often buildings can not be
changed partly because there is not the room in ron ~f a high street bank
to have a ramp jutting into the pavement, but also because many of our
buildings belong to Fnglish Heritage or have planning constraints.”

The cost of alterations and cost of special equipment were more
important to other manufacturing, and metals and minerals than to
other sectors (cited by one quarter and a fifth of respondents
respectively) although the number of organisations involved is small.
The proportion of respondents was also fairly high in financial and
business and other services at 18 per cent for the cost of alterations;
the cost of special equipment was put at 17 per cent in financial and
busiress services and 11 per cent in other services.
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Journey to work and attitude of customers were seen as barriers to a
significant degree only by respondents in the financial and business
services sector. With regard to customer attitude, in a previous study
a manager in the service sector felt that the sight of a disabled
woman disturbed customers (Barnes 1990). In sectors with a great deal
of customer contact jobs often require applicants to be ‘generally of
good appearance’. Perceived inability to fit in with these requirements
would preclude an individual from employment, although it became
clear from the case-studies that respondents for whom this was an
issue often had a fairly limited range of disabilities in mind (severe
physical impairment, or ‘appearance problems’/’personal habits’
associated with mental disabilities were, for example, mentioned
here).

The personnel manager of a medium sized retailing organisation
commented, in this context:

"There is a perceived problem with customers if someone is disabled;
if badly disabled, how this may affect customers. My personal belief
is that many people do not come across disabled people in their
normal daily work; they therefore are not sure how to handle it
when they do.’

The breakdown of responses by size of organisation (Table 3.5)
reveals a fairly uniform pattern across the size bands, indicating that
among organisations who do notemploy people with disabilities, size
may not be a strong influence on the types of prcblems an
organisation perceives. This does not imply that attitudes towards
employing people with disabilities, and the perceived problems
generated do not, in general, vary with size — all the case study and
survey evidence suggests that they do. Rather, one interpretation of
the findings in Table 3.5, is that those medium and large-sized
organisations who do not employ people with disabilities (a minority,
as we have seen), tend to have attitudes and perceptions which are
more typical of smaller firms (indeed this may be one reason wiy
they do not employ people with disabilities).

In all size bands the largest proportion of respondents indicated the
types of job/work on offer as the most important barrier to the
recruitment of people with disabilities. Interestm;,lv however, work
type seemed to be less of a perceived problem in the smallest size
category (with only two thirds of respondents mentioning it,
compared with over 80 per cent in the other size groups).
Premises-related problems, by contrast (particularly access and cost
of alterations) appeared to be relatively more important to the
smallest organisations, as did a concern about the possible costs of
special equipment for disabled people. A greater anxiety about such
cost-related issues is, perhaps, to be expected among the smallest
firms, although case study questioning of small firms with no
disabled employees indicated that their perceptions were often
exaggerated (and again based on stereotypical assumptions that a
‘disabilitv” implied a wheelchair, or expensive equipment), and were
often coupled with an ignorance about sources of support and finance
available in these areas (e¢ from the Fmployment Service).
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Table 3.5 Sources of difficulty associated with employing people with disabilities by size

Source of difficulty Percentage of employers in size band (no of employees)

citing difficulty
1-10 11-49 50-199 200499 5004999

Premises 425 356 429 38.7 80.0
Cost of special equipment 10.4 135 11.4 9.7 200
Cost of alterations to premises 21.7 12,5 14.3 12.9 0.0
Types of job/work 67.0 83.7 80.0 80.6 100.0
Access to premises 36.8 26.9 27 .1 161 20.0
Journey to work 9.4 10.6 14.3 6.5 0.0
Attitudes of staff/managers 2.8 0.0 2.9 3.2 0.0
Attitudes of customers 8.5 29 7.1 12.9 20.0
Productivity 12.3 6.7 10.0 97 0.0
Sickness 13.2 11.5 7.1 6.5 0.0
Supervision. management cost 7.5 8.7 7.1 6.5 40.0
Other 1.9 1.9 43 0.0 0.0
Total (N=) 106 104 70 31 5

Population of Table (n) is all respondents not employing people with disabilities who
answered this question

Source: IMS Survey

3.7 Problems retaining employees with disabilities

Respondents who did not currently employ any people with
disabilities were also asked if they telt there were any particular
problems or difficulties associated with the retention of employees
who have become disabled, the interest here being to see whether
attitudes towards recruiting people with disabilities were different
from those which applied when the person in question was an
existing employee. Of the 464 organisations not empioying people
with disabilities 121 (28 per cent) said that there would, in their view,
be such problems, whilst 155 (36 per cent) answered ‘no’ and 164 (or
37 per cent) said that they did not know. The key point to note, then,
is that even among organisations which did not employ people with
disabilities, attitudes towards the retention of existing employees who
become disabled are considerably more positive than those towards
the empleyment of peeple with disabilities in general. As we saw
above, over two thirds of respondents saw problems or difficulties
associated with the latter, as against Jess than a third when
considering the retention of an existing employee.
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Case Sudy 3.5 — Financial Services

A senior manager in a large financial services organisation, with a branch
structure argued that ‘in general terms we would do an awful lot to keep
someone on who became disabled during the course of employment’ and
cited the case of a member of staff who lost both feet and part of both
legs in a car accident — at a time when she was in a Branch. She was off
work for some time, and then came back in a wheel chair. Not all
branches have full wheel chair access {and this is seen as a major difficulty,
given the number of old branches, and listed buildings) but they
transferred her into a head office department which did have access. She
now has artificial limbs, and so was able to go back to a branch, but the
limbs have been giving her back problems, and she is having to return to
a wheelchair. As this looked relatively permanent, they were eventually
able to transfer her to a branch with wheel chair access, and she is
currently working two days a week on a half day basis, and gradually
increasing her hours.

‘Financial constraints do apply in such cases, but when finance rules
something out, we try to find alternative solutions rather than give up. So
in the case of a very expensive building alteration for which no grant was
available, they would attempt to move somebody to a different
building/department. There are no guidelines or clear views on how much
“too expensive” is, — we decide on a case by case basis. Generally,
however, staff and managers have very favourable views towards disabled
people {especially if they become disabled in the course of emplovment),
the perception seems to be “it could happen to anyone”, and are
prepared to go to considerable lengths to help find an appropriate
solution.’

This more positive approach was almost universally confirmed in the
case study interviews (both among organisations who did, and
organisations who did not currently employ people with disabilities
— see case study no. 3.5, for example). When questioned more
closely, a mixture of reasons was given by most respondents,
including:

® economic reasons related to ensuring a return on the
organisation’s previous investment in training the person in
question {several respondents drew analogies here with their
approach to adopting flexible working practices, career break
schemes ¢te. to retain women employees during child-rearing
vears);

@ moral and social arguinents: these were expressed variously in
terms of the ‘sweat equity’ the person had in the organisation (‘if
they have been loyal to us, we should be loyal to them’), and the
tikely commitment of colleagues, and the poor effect on their
morale 1f nothing effective was done to retain the person in
question ("'what if it happened to me?’).

For both sets of reasons then, it was clear that organisations were
generally prepared to go to considerably greater lengths, and greater
costs (see also Chapters S and 6 to accommodate existing employees
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who become disabled, than to accommodate disabled recruits. Even
in such cases, however, organisations stressed that there were limits
to the extent to which such accommodation would be made,
depending on the severity and likely duration of the disability/health
problem, and several of the case study respondents cited cases where

(usually ‘reluctantly’), they had retired such employees on medical
grounds.

Returning to the postal survey, responses to this question did vary by
sector, with construction having the most organisations answering
‘yes’ at 40 per cent and the lowest proportion (17.5 per cent)
answering ‘no’. Metals and minerals, engineering, other
manufacturing and distribution and hotels all had higher than
average proportions of organisations not foreseeing any difficulties
retaining employees who become disabled, the highest proportion
being in metals and minerals. Transport and communications,
business and other services were most likely to answer ‘don’t know”,
the largest proportion being in other services at 48 per cent. There
was little variation in responses to this question by size of
organisation, however.

When asked to list the source of these difficulties, around half of the
respondents gave reasons related to the type of work, followed by 15
per cent listing productivity and 12 per cent stating premises. A
further five percent were concerned with health and safety issues
such as possible increased sick leave, general safety, ability of
individual to pass annual medical and obtaining an HGV or PSV
licence. When broken down by SIC the actual number of respondents
is very small for each sector and reason given. It would seem,
however, that looking at organisations who cited “types of job/work’
as a source of difficulty for retention, it was a less common problem
in financial and business and in the other services sectors, and was
most commonly cited in the transport and communications sector.
Again these findings are broadly consistent with the case studies,
with large financial and business and other service organisations in
particular, stressing that the wide range of offic=-based activities, and
the scope for flexibility in terms of hours &nd location of work, gave
them considerable opportunity to accommodate the needs of
employees who become disabled.

In sum then, it would seem that the major barrier employers without
disabled cmployees feel that they face in both employing and
retaining people with disabilities is the type of work they can offer.
This is however less important in the financial and business services
sector and slightly less important to the smallest companies, which
were relatively more concerned with premises-related issues.
Premises (including access and cost of adjustments to premises) were
the second most common area of difficulties among this group as a
whole. Finally, employers saw fewer obstacles, and/or were prepared
to do more to overcome them in the case of retaining existing
employees who become disabled, than with regard to recruiting
disabled people in general.
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4. Policies on Recruitment and Employment

IText Provided by ERIC

In this chapter we examine whether or not organisations have policies
on the recruitment and employment of people with disabilities, and
the nature of these policies. This is the first action suggested by the
Code of Good Practice and should cover the recruitment, training,
career development and promotion of people with disabilities and the
retention of newly disabled employees. Although not applying to the
public sector, it is also a requirement of the Companies Act 1985 for
companies employing more than 250 people, that directors’ repo:ts
should contain a statement describing what policy has been operated
in the previcus {inandial vear towards people with disabilities.

4.1 Organisations with policies

Under half of the organisations responding to the survey actually had
a policy for people with disabilities. Of those only one quarter had a
written policy, and the remaining 19 per cent said it was unwritten.
584 organisations (52 per cent) said they had no policy, whilst 28
organisations did not know and 15 did not answer. This pattern is
broadly consistent with the results of previous employer surveys
(summarised in Appendix 3), such as the IFF survey which found that
only 21 per cent of establishments had any formal written policy (it
is not easy to compare the RRC survey, since this looked at
organisations which not only had a policy, but also those for which
introducing one had been considered or was planned).

A . Table 4.1 shows, the proportion of organisations with a written
poiicy was highest in the energy and water supply sector accounting
for two thirds of respondents followed by metals and minerals at 42
per cent. Around a third of the organisations responding in other
manufacturing, business and other services had written policies
whilst transport and communications on the other hand had the
smallest number at only 13 per cent. Unwritten policies were most
common in the energy and water supply and engineering sectors,
existing in approximately a quarter of those organisations. Having no
policy at all was most prevalent for organisations in the transport and
communications sector (72 per cent) and construction sector (67 per
cent). On the other hand, only seven per cent of companies in the
energy and  water supply sector had no policy and only
approximately a third in metals and minerals.

Yet again, however, it scems that much of the sectoral variation is a
retlection of the size structure of different sectors (Table 4.2). In
particular, size of organisation was a strong influence on whether a
written policy had been introduced. Only ten per cent of companies

)
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Table 4.1 Type of policy by SIC

Type of policy

Percentage of employers in sector with given policy type

Energy/ Metals Engin-  Other Constr- Distrib./ Transport/ Business Other Total

Water etc. eering Manuf. uction Hotels Comm. Services %
Formal wrtten 66.6 416 175 29 153 19.8 127 30.2 34.2 25.6
Unwritten 2549 221 26.4 19.4 18.1 2049 136 15.1 149 19.2
No policy 3.8 325 54.7 47.2 66.7 57.6 71.8 51.3 46.0 527
Don’t know 7.4 319 1.4 4.2 0.0 17 1.8 35 4.3 2.5
Total (n=) 27 77 212 72 72 177 110 199 161 100.0

Population of Table (n) is all respondents in sample

Note: Sector SIC O Agriculture, Forestry and Fishing was not indluded — see Appendix 1, Section 1.2

Source: IMS Survey
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in the smallest size band had a policy at all and only three per cent
of these had written it down. This rose slightly for the 11 to 49 band.
Organisations employing between 50 to 199 people reached nearly
half with a policy and just under half of these had it formalised in
writing. The 200 to 499 size band only had one quarter of
organisations having a written policy, which seems low considering
the legislative requirements which apply in this area to all companies
over 250 employees, although 58 per cent did have a policy of sorts.
Having said this, only half the organisations employing between 500
and 4,999 had a written policy when in theory it would be expected
to be 100 per cent. A further 23 per cent said their policy was
unwritten. Even in the largest size band of 5,000 or more employees
there were still a few organisations without a policy. Eighty-eight per
cent said they had a written policy, seven per cent said it was
unwritten, four per cent did not and one organisation said they did
not know.

This pattern was confirmed by the case studies where it was found
that the organisations with a written policy were, in the main, those
that employed large numbers of people. Those with unwritten policies
all employed fewer than 500 workers.

Further analysis showed that organisations employing people with
disabilities were more likely to have a policy than those who did not.
Nearly two thirds of organisations employing people with disabilities
had a policy of some sort and 39 per cent had the policy written
down (the percentage without a policy was 35 with 1.8 per cent not
knowing). It is of course, difficult to attribute causality to these
patterns; so, for example, it is likely that having a policy, particularly
one which adopts a pro-active stance on recruitment, will increase the
likelihood of an organisation having employees with disabilities; but
equally, it is possible that having recruited a disabled employee, or
having an existing employee who has become disabled, may be a
trigger for an organisation to develop a policy in this area.
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Table 4.2 Type of policy by size band

Percentage of employers in size band (no. of employees) citing difficulty
Source of Difficulty -

Type of Policy 1-10 11-49 50-199 200499 500-4,999 5,000 + Total
Formal written 2.9 6.9 21.8 25.4 50.6 87.9 258
Unwritten 6.7 13.4 27.7 324 234 6.6 19.2
No policy 86.1 78.2 491 38.4 241 44 52.5
Don’t know 4.3 1.5 1.4 38 1.9 1.1 2.4
Total in=) 209 202 220 185 158 91 100.0

Population of Table (n) 15 all respondents in sample

Source INS Survey

4.2 Content of policies introduced

In the survey questionnaire it was not possible to go into further
detail regarding the scope of policies or the motivations for
introducing them. This was however, followed up in some detail in
the case studies, which we discuss in this and the following two
sections.

A key point to note is that most case study organisations saw
disability as an equal opportunities issue, and as such policies on the
employment of people with disabilities tended to be integrated into
more general equal opportunity policies. Only one organisation in the
case studies had a policy which was specifically for employment of
people with disabilities. All the others with written policies said that
it was part of a general equal opportunities policy covering race,
religion, sex, marital status, any disability or other non job-related
consideration.

The one organisation with a separate policy indicated that although
they had individually addressed the three main areas of equal
opportunities, that is women, ethnic minorities and people with
disabilities, it was actually a three pronged equal opportunities policy
and in practice the three areas were closely linked. ‘A new initiative in
one area tends to result in similar thrusts in others.”  In addition, if
monitoring exercises are to be undertaken, it would be far more
effective to monitor all three at the sanie time.

All organisations with a policy, whether written or unwritten, said
that it covered all aspects of employment, and not just recruitment,
Most written policies included statements such as:

".are committed to promoting policies of equal opportunity in all
arcas  of recruitment,  employment, training  and  promotion
irrespective of an individual’s sex, marital status, disability, age,

race, colour, nationality, ethnic or national origin. ... will apply
o . .
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4.3 Monitoring

‘ 48

employment policies which are fair, equitable and consistent with
the skills and abilities of its employees,’ (extract from EO policy in
a financial services organisation).

Organisations which did not have a formal, written policy sometimes
argued that there was not the need since it was an inherent part of
their culture. ‘We do not have a written policy, it is completely informal.
It is simply part of company philosophy. The people who work for you are
the most important asset and whilst we can afford to do it, we should do our
bit for equal opportunities.” In some other cases, the unwritten policy
or approach had been generated by one individual who had
developed an interest in these issues for some personal reason.

Ensuring the implementation of the equal opportunities policy relies
on some sort of monitoring processes to be undertaken. Monitoring
processes tended to depend very much on the size of the
organisation. Case study organisations employing fewer than 200 staff
tended to adopt an ad hoc approach to implementation and
monitoring: ‘the company is small enough and we know what is going on’.
Generally, in organisations of this size a single personnel officer or
manager tended be involved in all outside recruitment and internal
staff changes, and this central focus was sometimes used to justify the
informal procedures adopted.

I arger organisations with policies on the employment of people with
disabilities generally found the monitoring issue far more difficult.
Those employing between 200 and 500 seemed to differ in opinion.
Some believed that even with 450 employees it was possible to still
keep track of all staff. Others were not so sure and were using
piecemeal monitoring systems.

Generally, the largest organisations interviewed had more formal
methods of monitoring, although they also felt that problems existed.
Monitoring usually involved asking questions on application forms
as to whether the individual had any health problems or disabilitv
which could affect their work. These data were usually analysed by
the personnel department to monitor numbers of applications, and in
some cases relatively sophisticated procedures were adopted,
comparing the proportion of disabled people at each of the three key
stages of the recruitment process (application; shortlisting/
interviewing; and appointment). In the largest organisations this
analysis was often done at departmental or unit/division level, and
in some cases targets were set for the proportion of the workforce
which should be disabled (in the organisation as a whole, or for
sub-organisational units), and at least one organisation set separate
targets for the overall disabled workforee, and the registered disabled
workforce (many of these monitoring issues are well-illustrated in
case study number 41).

Several of the case study interviewees, however, felt it might be the
case that many individuals will not admit to having a disability on
an application form for fear of being discriminated against, and so the
statisties produced are likely to underestimate the numbers of
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Case study 4.1 — Local Authority

This large local authority, which has had a formal policy on the
employment of people with disabilities since 1988, collects basic
monitoring information on an EO monitoring form which is issued to job
applicants, and kept separate from the main application form. As far as
disability is concerned, applicants are asked if they consider themselves to
have a disability, and whether they are registered. It does not record the
nature of the disability.

Existing staff were monitored through an internai audit conducted at the
time of implementing the EO policy, asking people to give their race,
gender and disability. As in recruitment, disability recording was dependent
on self-identification, although guidance was given on the form as to what
might be regarded as a disability - the intention being to widen the
definition as much as possible and encourage people to identify
themselves as disabled. Nevertheless, it was argued '..even if a blind
person or someone in a wheelchair doesn’t wish to iclentify themselves as
disabled, they won't be recorded as such in our statistics. This is part of the
problem we face in meeting the quota and our internal targets.’” Apart from
this one-off audit (a follow-up to which is being considered),
supplemented by data from the recruitment process, there is no
mechanism for recording existing employees who become disabled,
although if the personnel department become aware of it (eg because it
is physically obvious, or has absence implications), the person will be
asked if he/she wishes 1o be reclassified (again, however, the
reclassification will not take place unless the person agrees, irrespective of
how serious the disability is).

Since 1990, the LO Corporate stratepy has set medium and long-term
targets for disability (registered and non-registered) as a percentage of the
total workforce, and at a departmental level (similar targets are set for race
and sex). The targets were intended to be ‘realistic’ and were set in
consultation with local disability bodies, on the basis of the expected size
of the local disabled working age population. They are, however,
considerably more ambitious than the three percent quota, and the council
now believes they are unlikely to be met (in part this has been because
overall recruitment activity has been considerably reduced since the
targets were set). The monitoring data feed into management information
as part of the performance management process. Departments make
monthly monitoring returns to the personnel department, and forward all
applications received from disabled people; if they are not recruited the
personnel department goes through the application carefully to check why,
m liarson with the department (the onus is on the departmental manager
to Justity rejecting a disabled applicant).

disabled people in the recruitment process (some argued that a
similar problem applies to data collected on the existing workforee).
As a result, some organisations had removed questions regarding
disability because they felt it put unfair pressure on anplicants to
categorise themselves in this way, but this then meant that they have
no idea as to whether they are attracting applicants with disabilities.
I'hese organisations did, however, tend to ask for this information on
a new employee form which has to be completed once an individual
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had been appointed for a job. Thus, details of all new recruits with
disabilities are recorded.

A further difficulty indicated by some respondents who had a
recruitment monitoring system, with the monitoring information
being kept separate from the selection process (in line with standard
equal opportunities ‘good practice’), was that this effectively
prevented them from operating a ‘Guaranteed Interview Scheme’ for
disabled applicants (the latter also being promoted, eg in association
with the Employment Service disability symbol, as a key aspect of
‘good practice’) — see also section 4.10 below.

Monitoring existing employees was also seen as a difficult area. One
organisation was developing a system for a monitoring process for
internal job applications and promotions whilst another was planning
to set up a register of staff with disabilities who were not registered,
particularly those who had become disabled during their working life.
A third case study organisation was running a pilot to monitor all
staff which if successful, they planned to carry out every three years.

Such a process was not always seen as a straightforward one (see also
case study number 4.1). Thus one very large case study organisation’s
personnel department had no record of the number of non-registered
disabled. One of the company’s main current initiatives in the
disability area is to establish a register of all disabled staff, but:

‘this has been in the pipeline for a long time, and little has been
achieved. It will involve a lot of work with the trade unions and
occupational therapists. Although the trade unions are in favour of
any measure that will help improve the position of the staff, staff
themselves are reluctant to register themselves as they perceive it as
some form of threat or as limiting their chances of career
progression. We have to think of ways to overcome this.” (Transport
and communications organisation).

One company simply felt that the issue was too sensitive and so were
not planning to gather information on non-registered people with
disabilities. ‘This is a sensitive matter and people would be concerned about
offerine *he information’.

4.4 Implementation

Implementation of policies was seen as difficult by most personnel
managers in the case study organisations. In smaller organisations
they tended to rely, as with monitoring, on there being so few staff
that they could personally keep track of what was going on. This
applied to some organisations employing up to 500 staff. Others
however, felt they only hau a partial understanding of the situation.
One personnel officer said that if she personally did all the
interviewing she did know what was happening. Unfortunately this
was being handed down to the supervisors for the manufacturing
staff and she had soime doubts as to how she was to be sure their
policy was being implemented. It was also pointed out by one
personnel manager that although she may be involved with all
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recruitment and selection externally, internal processes were less
straightforward to monitor.

‘It's all very well monitoring new recruits to jobs or internal
transfe. s, the problem is what happens before that. There may be
reasons for someone not applying for a job because they have
already been blocked by their manager. This is very difficult to
monitor,’ (Business services organisation).

Another felt that although line managers were directly responsible for
dealing with the disability issue and that they had all been given the
appropriate equal opportunities training, she relied on the approach
in the personnel office to be sufficiently friendly and informal that
people with problems would come to them and advise them of any
discriminatory practices taking place.

When organisations with policies on disability were too large for
central personnel staff to be involved in all recruitment and selection,
the majority made sure that all managers with recruitment
responsibilities underwent training in selection techniques including
equal opportunity and disability issues. At least one organisation had
had to develop equal opportunity implementation procedures in their
bid to obtain BS5750. This alsc involved training all management staff
down to a supervisory level covering recruitment, disciplinary and
equal opportunity issues. The personnel manager argued,
nevertheless, that despite such training, effective implementation was
heavily reliant on the individual manager’s commitment.

In addition to 'top down’ monitoring systems, targets and training
programmes, some larger organisations stressed the need for a
‘bottom up’ element to reinforce the pressure for implementation.
Typically, this involved informing individual staff of the
organisation’s equal opportunities policy (explicit and serious
endorsement of the policy from the Chief Executive or similar was
seen to be important for staff to take this seriously), and of the
mechanisms for complaint. Most of such organisations had general
guides to equal opportunities including disability. One organisation
was producing a booklet which was aimed specifically at people with
disabilities and their line managers.

Others had undertaken more imaginative actions to attempt to push
the equal opportunities message. One organisation had einployed the
ES to do a research project for them involving talking to staff with
disabilities, managers, colleagues and trainers to come up with key
action points, one of which was awareness training for key personnel.
The same organisation had also set up a small working group to look
at disability issues, make recommendations on an ongoing basis and
to put together examples of good practice.

In very large organisations uniformity of approach was seen as very
hard to achieve throughout all divisions or units. In order to
overcome this one company had regular monthly meetings between
the Equal Oppertunities Advisors and personnel specialists. The EO
Advisors act as the main link between head office and the divisional
managers.

x .
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Despite the numerous initiatives employed by the different case study
organisations, in medium and large organisations, it was often felt
that implementation is ultimately reliant on the approach of
individual line managers at site or divisional level. Thus one
respondent argued that whether a person with a disability got the
right equipment or not ‘still depends on the support they get from their
line manager and the personal relationship between the staff member and
his/her manager.” For such organisations, implementation of equal
opportunity policy in general, and disability policy in particular, was
often reduced to simple statements of faith:

‘We rely a lot on simple communication and the hope that the type
of people we employ as managers will have the same belief in equal
opportunities.” (Wholesale distribution company).

4.5 Recruitment of people with disabilities

Returning to the survey, a set of questions was asked about policies
and practices adopted in relation to the recruitment of people with
disabilitics. Organisations were asked whether they actively sought
to recruit people with disabilities, what vacancies this policy applied
to and by which methods they did so.

Table 4.3 Organisations actively seeking to recruit disabled by sector

Actively Percentage of employers in sector giving response

seeking to

"fc"‘i' Energy/ Metals Engin-  Other Constr- Distrib.,/ Transp./  Bus Other  Total
disabled? Water  etc. eering Manuf uction Hotels Comm. Services %
Yes 55.5 16.9 17.8 194 8.2 16.4 8.9 216 27.6 19.1
No 37.0 779 79.9 77.8 86.3 791 82.1 73.4 65.0 75.8
Don’t know 7. 5.2 23 2.8 5.5 4.5 8.9 5.0 7.4 5.1
Total (n=) 27 77 214 72 73 177 112 199 163 100.0

Population for Table (n) s alf respondents in sample

Sector SIC O Agriculture, Torestry and Fishing was not indluded - see Appendix 1, Section 1.2

Source INIS Surves

Of all the organisations responding to the survey, only one in five
said they were actively seeking to recruit people with disabilities,
three quarters answered ‘'mo” and five per cent said they did not
know. By sector (Table 4.3), the construction industry was least active
in recruiting people with disabilities with only eight per cent of
companies answering ‘yes’. The most active in recruiting people with
disabilities was the energy and water supply sector with just over half
the organisations indicating that they were doing something although
there were only 27 respondents in this sector. This was followed by
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business and other services with 22 per cent and 28 per cent

respectively.

Once again, size seemed a strong influence on the existence of such
recruitment policies, with the numbers of organisations actively
recruiting people with disabilities very low in the 1 to 10 band at only
1.4 per cent, but rising to nearly two thirds among organisations

employing over 5,000 employees.

Table 4.4 Organisations actively seeking to recruit disabled by size

Actively seeking to
recruit disabled?

Percentage of employers in size band (no. of employees) citing difficulty

1-10 1149 50-199 200499 500—4,999 5,000+ Total %
Yes 1.4 44 15.8 23.0 36.1 65.9 19.3
No 91.4 90.2 79.3 72.7 60.8 30.8 75.7
Don’t know 7.2 5.4 5.0 43 3.2 33 49
Total (n=) 209 205 222 187 158 91 100.0

Population of Table (n) is all respondents in sample

Source: INMS Survey

Whether organisations already employed people with disabilities was
also an important factor. Of those that had disabled employees, 32
per cent said they were actively recruiting more. Even among this
group, however, nearly two thirds were not. On the other hand
among companies which had no employees with disabilities, only five
per cent said they were actively seeking to recruit people with
disabilities. Again, however, the causality underlying this relationship
could operate in either direction (actively seeking disabled recruits
results in getting some and/or having disabled employees leads to

adoption of a recruitment policy).

Although this appears on the surface to be a rather depressing
outlook for the recruitment of people with disabilities, in that few
organisations are actually doing anything, this is not necessarily a
reflection of apathy towards disability issues. Comments from both
the questionnaires and case studies indicate that many organisations
would be very keen to do more but at present due to the recession
they simply are not employing any staff. This impression was very
strong from smaller companies who responded to the questio naire.

The comments were fairly typical:

'In the current business climate it is perhaps too casy for employers
to “select out” en cost grounds.” (Electronics company)

‘In these difficult times it is not casy to fill in a questionnaire like
this one. We are currently having to lav people off and don't like it!”

(Textile engineering company)

e
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'Please note that we have had little/no recruitment of any kind in
recent years, and this trend is likely to continue’ (Automotive
components company)

“The industry as a whole is in depression. Profits are difficult to
attain, therefore it is not possible to increase outgoings to employ
people with disabilities.” (Travel agent)

‘Unemployment is so high and many companies are finding it
difficult to keep going. Therefore disabled people are not being
considered seriously.” (Engineering company)

Despite this, some employers expressed the opinion that it was
counter productive to single out people with disabilities and that they
should be treated like every one else.

‘No employer should seek actively to employ disabled people as this
serves simply to create often inferior conditions of work.” (Road
haulage company)

Even the largest organisations said that the only recruitment they
were undertaking was replacement of key specialist staff. Among the
case studies, at least half specifically indicated that all recruitment
was at a standstill. Only one case study organisation (employing over
500) did not specifically indicate that they were not recruiting at
present, and two public sector organisations said that they were
reducing staff numbers. Again comments such as the one below were
common.

‘Frankly our response is patchy and perhaps less than perfect in
recession times.” (Financial services organisation)

‘At present the problem is that we are doing very little external
recruitment. Our staff numbers are actually going down!
(Manufacturing company)

4.6 Vacancies specified for people with disabilities

Those organisations which did actively seck to recruit people with
disabilities, were asked whether this was for all vacancies, a specified
range of vacancies or specific vacancies on a case-by—case basis. Of
the 206 organisations which answered the question, nearly half
indicated that they actively sought to recruit people with disabilities
to all vacar.cies. Thirty seven per cent said that recruitment activity
was for specified vacancies on a case by case basis and only 15 per
cent said that a specified range applied.

Broken down by sector, Table 4.5 shows that the largest proportion
of respondents answering that the approach applied to all vacancies
was in the other services sector followed by energy and water supply
- this is likely to reflect the influence of size, as well as the fact that
many organisations in the other services sector are public or
voluntary sector organisations which are more likely to have a strong
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and proactive recruitment strategy here. The smallest proportion was
in construction with only one organisation taking such an approach.

Very few organisations with a proactive recruitment strategy limited
recruiting people with disabilities to a specified range of vacancies,
but of those the largest proportion was in distribution and hotels.
Recruiting people with disabilities to specific vacancies on a
case-by—case basis was most often used in the construction sector
with two thirds of organisations operating this policy followed by
distribution and hotels. The lowest proportion was in the other
services sector at 16 per cent.

Table 4.5 Vacancies to which organisations recruit disabled by sector

Type of vacancy ‘ Percentage of employers in sector recruiting in specified fashion
Energy/ Metals Engin-  Other Constr- Distrib./ Trans.,/ Business Other Total
water etc. cering  Manuf. uction Hotels Comm. Services %
AP Vacances by, 7 462 3% 3 42,9 16.7 207 444 51,2 711 47.6
Specitied Range 133 77 176 214 167 24 111 9.8 133 15.0
Specitie Vacancies 2o BRI 471 357 667 55.2 44,4 39.00 15.6 37.4
Tota! 15 13 34 14 6 29 49 41 45 200

Population of Table (n) s all respondents who actively seek to recruit people with disabilities
Note: Sector SIC O Agnealture, Forestry and Fishing was not included — soe Appendix 1, Section 1.2

Source INIS Sarves

The smallest size band had roughly one third of respondents
attracting people with disabilities to all vacancies and two thirds to
a specific vacancies on a case-by-case basis probably reflecting the
very small amount of recruitment they are involved in. Organisations
with between 11 to 49 employees on the other hand had more
responding that recruitment efforts were for all vacancies with only
a third employing on a case by case basis. The number of total
responses for both groups was very small. The 50 to 199 group had
responses fairly equally split between all options. The next three size
bands follow the pattern that with increasing size, the numbers
recruiting for all vacancies increases, whilst working on a case by case
bases declines.

Fhe case study organisations included examples of all three
approaches. Those which said they opened all vacancies to people
with disabilities generally relied either on the use of an equal
opportunities statement on their advertising material and/or the
notification of all vacancies to the DRO.

Several case study organisations indicated that they prioritised a
range of vacancies specifically for people with disabilities. One
approach here (unusual in that the range of vacancies prioritised were
at a relatively high level in the occupational hierarchy) was found in
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Table 4.6 Vacancies to which organisations recruit disabled by size band

Type of Vacancy Percentage of employers in size band (no. of employees) recruiting in
specified fashion

1-10 1149  50-199 200499 500-4,999 5,000+ Total %

All Vacancies 333 55.6 37.1 40.5 49.1 59.3 48.3
Specified Range 0.0 11.1 31.4 95 13.2 10.2 14.4
Specific Vacancies 06.7 333 31.4 50.0 37.7 30.5 37.3
Total 3 9 35 42 53 59 201

Population of Table (n) is all respondents who actively seek to recruit people with disabilities

Source: IMS Survey

an organisation which decided specifically to target students with
disabilities at some of their graduate milkround tours. To facilitate
this a member of staff had been trained in sign language.

Other organisations argued that only certain jobs would be suitable
for people with disabilities, because of restrictions relating to
occupations which dominated their workforce. Thus one organisation
which provided laboratory services to the consumer product industry
offered only administrative jobs to people with disabilities because
there were numerous health and safety restrictions regarding
employment of laboratory staff. Similar comments were made on
questionnaires by organisations in the transport sector regarding HGV
and PSV drivers, and in the construction sector regarding site
workers.

Some occupations in a case study electrical engineering company
were  specifically set aside for people with disabilities. A
sub-assembly part of the factory had deliberately not been
mechanised in order to keep open jobs for staff with disabilities.

Two case study organisations set aside specific temporary posts for
people with disabilities, who were prioritised in the selection process.
Both organisations were recruiting very few permanent staff and saw
this as an opportunity for people with disabilities to get at least some
experience within the company, prove their abilities and enhance
their chances of getting a permanent job should a vacancy
subsequently arise (see case study number 4.2).

In two of the case studies the personnel managers said they reviewed
cach vacancy on a case-by-case basis. In both cases this was done
using the help of the Employment Service disability adviser to
identify suitable vacancies for prople with disabilities (case study
number 4.3).
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Case Study 4.2 — Local Authority

‘it is the policy of the authority to pricritise all temporary vacancies for
people with disabilities if they match the job specifications. This is felt to
help zeople with disabilities get a foot in the door and allow management
to see their abilities without making too much commitment. Often
temporary posts go on 1o become permanent.”

4.7 Attracting job applicants with disabilities

The next part of the questionnaire aimed to get further detail as to
how crganisations who were actively seeking to recruit people with
disabilities, went about attracting job applicants with disabilities.
Respondents were asked to indicate whether they sent specific
requests to Jobcentres and Careers Offices, whether they used job
advertisements welcoming disabled applicants, if they notified the
DRO or DEA, whether they contacted voluntary organisations or used
other methods.

The two most frequently used methods were job advertisements
welcoming disabled applicants and notifying the DRO or DEA, both
of which were used by approximately half of these respondents. This
was followed by 43 per cent of organisations who also said they used
Jobcentres and Careers Offices.

Table 4.7 shows that specifically-worded advertisements was most
commonly used in the other services and energy and water supply
sectors followed by transport and communications. Sending all job
adverts to the DRO or DEA was also most frequently used by other
services. All sectors except distribution and hotels and financial and
business services had over half of respondents indicating that this
was one method of recruitment they used.

Case Study 4.3 —- Computer Based Training Company

This is a small but expanding company whose managing dire tor decided
that they should employ a person with a disability. They reviewad the
current vacancies and although there was a post tar an office juior, they
telt this would involve to much ‘go-for” work and woud excluae 2 person
with mobility problenis. Once a suitable vacancy as an accounts clerk
came up, they consulted the local Disablement Rehabilitation Officer to
ensure that it would be poseble for a person with a disability to do the
work and to put forward some suitable candidates, At the some tme arn
occupational therapist came to the office 1o see what structurai changes
would be necessary to eaplov someone using a wheelchair, The swaman
thev eventualh emiployed, although not moa wheelchair, had severe
mability problems. The company was extremely happy with her progress
she s aeal tind’
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Table 4.7 Method of aitracting people with disabilities by sector

Method Percentage of employers in sector using method
Energy/ Metals Engin- Other Constr- Dist,/ Trans,/ Business Other Total
Water elc. eering Manuf. uction Hotels Comm Services %
job/Centre
Careers Office 333 61.5 45.9 57.1 16.7 55.6 50.0 341 35.6 42.8

Job Advert

Welcoming 733 38.5 35.1 5.7 50.0 33.3 60.0 48.8 75.6 51.0
Disabled

Netfy DRO/DEA 53.3 53.8 54,1 64.3 50.0 40.7 50.0 39.0 68.9 52.9
Notify Voluntary

Organisation 0.0 0.0 2.7 14.3 33.3 14.8 10.0 19.5 24.4 16.8
Other Method(s) 0.0 7.7 2.7 0.0 0.1 11.1 10.0 1.9 11.1 6.3
Total 15 13 37 14 6 27 10 41 45 208

Population of Table (n) is all respondents who actively seek to recruit people with disabilities

Note: Sector SIC 0 Agriculture, Forestry and Fishing was not included — see Appendix 1, Section 1.2

Source, IMS Surnvey

Table 4.8 Method of attracting applicants with disabilities, by size

Method Percentage of employers in size band (no. of employees) using method

i ~-10 11-49 50-199 200 - 499 500 5000+ Total %

- 4999

Job Centre
Careers Oftice 0.0 59.60 48.6 452 10,7 37.3 421
Joby Advert
Welcoming Disabled 0.0 333 5.7 286 648 66,1 52.0
Notty DRODEA 333 333 329 6H1.9 519 61.0 54.0
Notifving Voluntan
Organisation 00 1 29 48 278 27 17.3
Other Method(s: 0o 11 0.0 7 37 119 .4
Total 3 Y 35 4 RR) h9 20

Population ot Table (1) s all respondents who actively seek to recrt people with disabilities

Sotre e INES Surves
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Case Study 4.4 — Local Authority

People with disabilities were actively sought for all vacancies. All
advertisements carry the EO policy details and all say that disabled
applicants who meet the job specification (no proof is required) will be
guaranteed an interview. All vacancies are posted in a fortnightly bulletin,
posted in all council buildirgs (so the public can also see it), and is sent
to a long list of local organisations active in the disability field (as well as
women’s and ethnic and community groups). It automatically goes to
DROs/PACT members, and the Johcentres. All job advertisements and the
vacancies bulletin can be made available in alternative forms (tape, braille
etc.).

The guaranteed interview scheme may be strengthened in the near future
to guarantee appointment (. disabled candidates who meet the job
criteria. The council is considering setting up an employment register of
disabled people seeking work, to whoin the vacancy bulletin will be sent;
the register will be set up through press advertising and community groups
(no proof of disability will be required to go onto the register).

A lot of detailed monitoring of the recruitment and selection process is
undertaken, looking at the proportion of applicants who are disabled, and
the proportions who get shortlisted and selected. The key problem for
improving the representation of disabled people is the low proportion at
the first (application) stage. A major current question is ‘whether there
really are as many disabled people out there looking for jobs as the
voluntary groups argue, or whether it's just (despite our efforts) they don't
regard the council as an attractive place to work’,

Compulsory Competitive Tendering (CCT) is causing many difficulties in
implementing recruitment policies (affecting all areas of EO, including
disability). Some managers are now pushing for simultaneous advertising,
rather than going through the vacancy bulletin first, and some have
attempted to bypass the prescribed procedures altogether (eg. bringing
forward closing dates for applications etc.).

All vacancies must be put before a ‘monitoring sub-committee’ which
looks at the relevance of the qualifications for the job in question; and
takes them out if they are not. As part of general LO practice they are
gradually moving away from the use of qualifications in job descriptions,
and replacing them with skills, abilitics, competence, experience etc.

Fable 4.8 shows the method of recruitment by size of organisation.
Notifying the DRO/DEA was more frequently given as a method by
companics employing over 200 employees, whilst small companics
were more likely to go to the Jobcentre or Careers Oftice. Specifically
worded advertisements were much more  frequently used by
organisations within the 500 to 4999 and 5000+ bands.

In the postal survey, it was possible to list only a limited number of
methods for recruiting people with disabilities. The case studies
confirmed that although most organisations did approach either
Jobcentres or use the ES services there was a wide range of other
methods being employed and revisions of general recruitment
practices being made. In the following sub-sections we go on to draw
on the case study evidence in this regard.
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4.7.1 Advertising

Most case study respondents admitted that at present they were not
using advertisements at all because they were not recruiting. Several
organisations did indicate that when vacancies did arise they would
use specifically worded adverts. Only one case study respondent
stated that it used the Employment Service ‘double tick symbol’. Most
organisations relied on a general equal opportunities statement
because they felt that a separate statement about disabilities or an
additional symbol as well as the company logo etc. was simply too
much. Two organisations which indicated on their questionnaire that
they used specifically worded adverticements admitted that in
practice external advertising is used only for relatively senior or
highly skilled jobs which have a much wider geographical catchment
area.

Four organisations said that they never advertised because they did
not need to. They had so many people writing in anyway, or they
found Jobcentres or agencies adequate, or that they regarded the
money spent on advertising a waste. Advertisemen*s brought such a
massive response that smaller organisations could not cope with the
volume. It is not possible, unfortunately, to gauge the extent to which
such responses simply reflected the fact that the study was being
conducted at a time when the economy had been in deep recession
for two years, and when for many employers recruitment and labour
turnover were running at historically low levels.

Case Study 4.5 — Electronic Engineering Company

The company has regularly been involved in careers fairs with children
from 13 to 15 looking for career opportunities. The Careers Service
arrange for representatives from most local colleges and businesses to
attend. They are not specifically tor young people with disabilities, but
some do attend. This year they miet a young person who was profoundly
deaf. His schoo! did not organise work experience but the Careers Service
suggested he should go. They thought the practical experience would help
him. As a result of his visit to the fair he was introduced to the personnel
officer and she has arranged a work experience placement for six months.

4.7.2 Open days and recruitment fairs

Open days, milkrounds or careers fairs were used by only three case
study organisations. Most organisations said that they had so few
vacancies that it just was not worth it. Those that had done had
mixed success (case studies numbers 4.5 and 4.6).

4.7.3 Links with other organisations

Only three of the case study organisations visited had used other
bodies in order to recruit people with disabilities. The personnel
officer of an electronic engineering company said that they mainly
used the ES services but had also been in contact with MENCAP to
provide candidates with disabilities, an approach which was judged
to have been fairly successful.
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Case Study 4.6 — Local Authority

One local authority organised an open day about employing people with
disabilities in the council, to which they invited all the government
agencies, the Careers Service, voluntary bodies etc. as well as people with
disabilitics. They offered potential disabled applicants advice, including a
workshop on how to apply for a job. Unfortunately they felt that the
exercise was counterproductive in that it raised the expectations of people
attending, for them only to find that there were few or vacancies for them
in the current climate.

—

The other organisation which was mentioned several times was
Opportunitics for the Disabled. Opportunities is a group which
specialises in helping disabled jobseekers find employment through
a network of Regional Offices. They act in some ways like an
employment agency but also provide advice to employers regarding
employing people with disabilities, guidance on specia! equipment,
facilities and adaptations and on sources of financial assistance.

Those organisations which had used Opportunities had found them
a helpful and effective means of finding suitable candidates for
vacancies (case study number 4.7).

Case Study 4.7 — Manufacturing Company

"We had in the past always used [DAS to locate candidates with disabilities,
but we have become somewhat disillusioned with the service because
they tend to send anyone. As a result we have recently been using the
group Opportunities for the Disabled. They seem to be better geared up
to the placement of people with disabilities than DAS because their own
people spend more time with applicants and often accompany them to
interviews.’

4.8 Other recruitment strategies

4.8.1 Training recruitment staff

All the larger organisations interviewed gave training, which covered
equal opportunity issues, to all staff who were involved with
recruitment or selection training whether they were the personnel
officer or line managers. Several personnel managers themselves had
found seminars and information provided by the IPM on good
practice recruitment and selection extremely useful. Smaller
organisations, however, tended to rely on experience gained
elsewhere or help from the Employment Service, or other outside
bodies such as local Committees/Networks for the Employment of
People with Disabilities.
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Case Study 4.8 — Research and Development Group

This small organisation providing laboratory services to the consumer
products industry employed 60 staff. The person responsible for personnel
issues had not had any training recently because her previous job had
been at a local authority where detailed training had been given on the
issues of equal opportunities. She used her previous experience gained
working for a trading standards department to develop procedures and
guidelines for all recruitment as part of gaining BS5750, including equal
opportunities issues.

4.8.2 Revising recruitment procedures

Application Forms

There seemed to be some conflict as to whether applications forms
should contain questions regarding disability. Some organisations had
only iust put questions on forms, some had taken advice from the
Employment Service and decided to leave them on and others had
decided to take them off. The argument for including such questions
was that it enabled organisations to monitor the number of
applications they received and as well as their recruitment
procedures.

Others felt that asking such questions was likely to increase
discrimination, would put applicants off, but was alse pointless
because many people with disabilities would not admit to it on an
application form.

Case Study 4.9 — Financial Services

The issue as to whether to include questions on disability on application
forms created some conflicts for the personnel department. It was felt that
to do so conflicted with the basic EO principle, which is that the recruiters
should not take irrelevant things like race, sex, disability into account in
recruitment. If they put the disability question onto a separate monitoring
sheet on the application form (as with sex and ethnic origin guestions),
they would then not have the required information to operate their
guaranteed interview scheme.

New Employee Starter Forms/Interviews

Two organisations, as a result of the conflicts outlined above,
preferred to ask applicants about disability and health issues only if
they have been successful in their applications, by putting these
questions on a new employee form,

Another company asked all new employees to come in for an
interview before starting the job. This gives them an opportunity to:
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‘... chat about the job, to show them around the work area and to
double check to see if they feel if there would be any problems
either with the work or the work area that may prevent them from
doing the job. This even includes asking if they have difficulties with
getting to work.” (Electronic engineering company)

4.8.3 Job descriptions

Seven of the case study organisations interviewed were going through
some process of re-evaluation of job descriptions and person
specifications. In most instances this was not particularly aimed at
improving opportunities for people with disabilities but as a general
effort towards better practice, or (in two cases) as a requirement for
achieving BS5750. The comments below were fairly typical of what
was being done:

‘'The company is now more rigorous when drawing up job
descriptions. Every post must have a person specification and the
personnel department checks that qualifications asked for are
necessary. This is a general policy not just aimed at increasing
employment of people with disabilities.” (Manufacturing company)

‘We have re-assessed job descriptions and recruitment practices. We
have divided all job specifications into the essential and desired
qualifications and attributes. This has been done simply as good
practice rather than specifically for employi.ig people with
disabilities. It is important to be specific about criteria because it
makes interviewing more objective.” (Electronic engineering)

‘We are developing a good practice guide for managing people with
disabilities which will emphasise the message — don’t ask for
attributes if they are just desirable.” (Financial services organisation)

‘As part of the procedure for getting BS5750 it has been necessary to
carefully develop person specifications so we do not ask for physical
or academic requirements which are unnecessary. The idea is to
avoid recruiting people who are simply like ourselves, but open it
out to other groups which we may not have though of before.” (R &
DD group)

One clear trend to emerge in many case studies was the shift from
relying on qualitication over to an emphasis on skills (case study
number 4.10).

4.8.4 Guaranteed interview schemes

Guaranteed Interview Schemes (GIS) were run by some organisations
cither as a part of general good practice or (in one case) because it is
to become a ‘requirement’ for being ES symbol users. The schemes
could apply to all vacancies or to just those which the organisation
specified as more suitable for people with disabilities; thus, for
example, in one organisation the GIS applied only to temporary posts.
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Case Study 4.10 — Financial Services

‘We are also gradually reducing the emphasis on formal qualifications in
job~descriptions, in favour of an emphasis on skills, cornpetences etc. This
is fairly radical in a baik, where having done your Institute of Banking
exams are seen as indications of commitment to the business. This shift to
competency-based recruitment is being supported by a large project
currently underway which is reviewing all branch banking activities and
analysing the content of jobs in terms of their activities.’

Some schemes seemed to run on an informal basis. The GIS in a
manufacturing company visited was simply a matter of interviewing
anyone who wrote in to the company who indicated that they had a
disability. Another organisation said that they did not run a GIS as
such, although if a person with a disability has suitable qualfications
and meets the job criteria they ‘would probably get an interview’.

Other systems were more formal, particularly in the larger
organisations and the public sector. One public sector organisation
not only operated a guaranteed interview scheme for all disabled,
whether registercd or not but also stated that all disabled applicants
who meet the criteria will be guaranteed a job.

As indicated in section 4.8.2, running a GIS could present some
difficulties with regard to removing monitoring questions from
applications forms.

4.8.5 Registers of applicants

Very few case study organisations interviewed kept registers
specifically of disabled applicants. Often personnel departments
would keep all applications for a period of six months. Some
however, said that they no longer even did this because they found
they just had too many. With the rise in unemployment they had

become inundated with letters of application and simply could not
hold them all.

One local authority was actually thinking about setting up an
employment register of disabled people looking for work, to whom
they could send the vacancy lists. The register was to be advertised
through the press and community groups and no proof of disability
would be required to join (see case study number 4.4).

4.8.6 Work experience/training schemes

Work experience schemes were commorly used by case study
organisations interviewed and were generally regarded as effective
(case studies 4. 11 and 4.12). The types of schemes range from ‘Trident’
which provided for two weeks work experience for school children
including those with disabilities through to year placements as part
of degree courses. Some companies saw work experience as a method
of recruiting staff whilst others admitted that there was little chance
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Case Study 4.11 — Local Authority

All council departments have been asked to identify posts especially for
people with learning difficulties in order that they can get experience of
real jobs. This programme is innovative, in that a non-disabled person from
the volur. ary group operating the programme at first spends some time
getting work experience in the jobs in question, and then that person acts
as a supervisor for the person with a disability on work experience. This
helps get round opposition from hard-pressed line managers who say that
they cannot afford to provide the supervision necessary to offer work
experience.

They are looking at the work experience area more widely at the moment.
In the past they had offered places for school kids, including disabled,
under TVEL They are now looking at doing it systematically for adults; so
far these had been on an ad hoc basis as a result of requests from
voluntary organisations.

of employing them afterwards. Often they were not specifically
targeted at people with disabilities, but even in such cases employers
argued that they would look particularly favourably on placements
for the disabled within their wider scheme.

A minority of such schemes, however did lead to the individuals
being kept on after the placement was completed.

'We have had some successful work experience schemes. The local
branch of the Employment Service set up placements for two boys
with learning disabilities (from a special school in the area) to work
in the warehouse with guidance. They have been able to keep them
on and they are now doing well’ (Wholesale distribution
organisation)

Not all work experience was offered with the view to moving on to
permanent paid employment if successful. Some schemes were simply
set up, for example, to help people complete courses being
undertaken at college. One organisation gave a placement to a victim
of a traffic accident who was being retrained in office work. He came
into the office for a six week period followed by a further two weeks
as part of an NVQ course.

Other companies had had mixed experiences with some attempts
having been seen as successful and others not. It seemed very much
to depend on the individual undertaking the scheme. Two companies
found that after the six months offered, the individual concerned
simply could not cope with the work either because of deteriorating
health or in one case, the individual’s ‘attitude’.

One organisation said that they did give work experience to people
with disabilities but they did not feel that the organisation got much
out of it. They liked to ‘give people a chance’, and felt that so long as
they did not have more than one in the firm at any one time it did
not affect working practices. The main problem was that the only
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Case Study 4.12 — Electronic Engineering Company

Work experience here ranged from 14 to 15 year olds coming in for two
weeks on the ‘Trident’ scheme, to offering work experience to a local
college for HNC/HND students, including mature adults. Thev use work
experience for two things:

a) To develop links with schools. They are a source of potential
employees who would be interested in careers in the industry. They want
to let young people know of the opportunities and training offered. The
company ensures that everyone gets training whether they are on YTS,
ONC, HNC or Degree Courses.

b) They are also looking to offer work experience at higher levels. They
are offering a year’s work placement for a higher education student to
work in the area/environment of the electronic studio. Students from a
local University come for placements. They are also trying to get students
to come to them before they start their degrees to get early practical
experience.

.

work they could offer was in their warehouses, where individuals
needed constant supervision because of working with fork lift trucks,

lorries, heavy crates etc. For these reasons they would not keep
disabled people on after the placement period.

Only one company stated that they could not use them at all.

‘We do not actually have a lot of opportunities for work experience
because much of the work requires a lot of training and it’s not
worth putting that much into someone who will leave after six
months or so. We do however, have people from a local college
because they tend to seek more realistic types of work, in that the
placements are for a much shorter time.” (Financial services
organisation)

4.9 Use of government training schemes

The case study interviews (but not the postal survey), asked
respondents about their participation in Government Training
Schemes (such as Youth Training and Employment Training), and any
implications such participation had for employing or offering work
placements to trainees with disabilities.

Ten of the twenty one case study organisations were current or past
participants in YT (rather fewer had participated in ET), and it was
clear (and expected, given the national evidence) that participation
had fallen off somewhat in the recession. With only two exceptions,
however, participation in these programmes was not seen by case
study respondents as having a disability ‘angle’. Most said that they
did not regard such schemes as a particular source, either of disabled
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employees, or disabled trainees/work placements; indeed nearly all

of them said they had no idea, or record of whether trainees they had

had under the schemes were disabled. It is clear, from this small
sample of respondents at least, that employers did not view these
programmes, for the most part as providing a potential source of
disabled recruits.

One electronics company did, however, report that it had used YT
and ET and had taken several disabled trainees on both trainee status
placements, and as employees. In practice, however they were only
occasionally able to take any of these staff on to the permanent
payroll:

‘... as we discussed, we have used both YT and ET, with some of the
placements being for disabled people. Andrew came to the company
on YT; he had suffered a stroke at birth and so had very limited
mobility down one side, especially in his arm. After his placemunt
ended we were keen to keep him on; his motivation was good, but
his productivity was only around 60 per cent of what we achieve
from other staff. The DRO suggested we look into the Sheltered
Placement Scheme, and he has subsequently gone on to work with
us through REMPLOY. We also had a driver who came to us
through ET, and who turned out to have epilepsy; he was moved
into administration, but eventually his health deteriorated and he
left ...’

A research and development company had taken a disabled woman
through ‘an adult YOPS scheme’ (which turned out to be ET on
further questioning); she was a woman returner with a ‘very nervous
disposition’; after a trial period of work experience, she was taken on
full time. On another occasion, however, they were less successful:

‘... we took a person on one of these schemes, after being
approached by [...] college for a work placement. He had severe
mental illness, although he was very bright. He was given a fairly
menial job, booking in samples, and describing the product. He
started off very well, but something then went wrong, perhaps with
his medication. We kept reducing his work burden, but he
eventually cracked up, and by Christmas he could hardly do
anything, not even make coffee. He had no support from Social
Services, and we eventually got him admitted to hospital... ’

4.10 The Employment Service disability symbol

Respondents to the postal survey who stated that their organisation
actively sought to recruit people with disabilities, were also asked
whether they used the Employment Service (‘"double tick’) disability
symbol in their job advertisements and recruitment literature. Of the
206 organisations responding to this question, onlv 65 (or 32 per cent)
did so, and nearly all of these were drawn from the ‘good practice’
sub-sample (unsurprisingly), since use of the symbol had been one of
the criteria for drawing the sample. Given the small numbers
involved, detailed breakdown of symbol users by size and sector is
not meaningtul, but it would seem, firstly, that use of the symbol was
more widespread among service sector (except for distribution) and
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energy/water supply organisations than among manufacturing and
construction organisations. Further, as might be expected, users were
concentrated among larger organisations (49 of the 65 had 500 or
more employees).

Use/non-use of the symbol was explored in the case study interviews
(a quarter cf whom were users), and several perspectives emerged.

At one extreme were a minority of organisations, who although
generally proactive in their policies towards employing people with
disabilities, did not use the symbol. Some even argued that use might
be counterproductive for that particular organisation.

‘We do not use the symbol, although we know all about it and have
considered it. Our Disability Officer sees it as a PR exercise, and
argues that we should simply stick with our clear existing EO
statement, which goes on all our advertising material, and is explicit
about our approach to people with disabilities. His view is that if we
cover our publicity material with razzmatazz saying how good we
are on disability, we end up looking as if we are over-doing it, and
may even have something to hide!” (Local authority)

Other non-users felt less strongly:

‘We don't use it, because we don't really advertise. We usually go
through Jobcentres and agencies. We have too many logos to go on
our letter heads as it is. We think it’s better to have a wider EO
banner, rather than to just highlight disability.’ (Electronics
company)

Some organisations used the symbol (because they saw themselves as
‘good practice’ organisations), but nevertheless saw problems with it:

“The point of the symbol is that it's supposed to be a simple way of
communicating a positive attitude to recruiting disabled people,
thereby replacing the need to put a lot of words to this effect in job
adverts. In practice, however, how successful it is in doing this
depends very much on ES’s marketing, which we suspect has not
been very effective to date — most people have no idea what the
two ticks mean, and even if they know, for example, that it’s
something to do with disabled people, they certainly don’t know
that it means they are guaranteed an interview. We are relying on
the tick symbol to communicate this policy to the labour market, but
are afraid that it doesn’t. We recognise that the new text around the
symbol is supposed to make it clearer (‘positive about disabled
people’). We haven’t gone to all the expense of changing all our
literature to accommodate this, however, since we have also noticed
that much of the other stuff which ES puts out says we should use
the term ‘people with disabilities’. The last thing we want is to get
everything printed, and then have to change it again, when the ES
realise that their symbol isn’t politically correct. Despite all this,
however, we have signed up to the new ‘tightened up’ symbol with
its five commitments, and we regard it (in personnel) as useful, since
it gives us a lever for being more proactive within the company on
disability issues. We can, for example, insist that line managers give
all disabled people a discussion about their nceds at least once a
year, because we tell them that the company has publicly committed
itself to this.” (Financial services organisation)
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Some users who regarded themselves as good practice, were afraid
that the lack of enforcement of the symbol’s criteria might eventually
result in some users being discovered by disabled workers, and their
lobby organisations, as not living up to the symbol, with the effect
that those users who rigorously kept to the criteria might be ‘tainted’
as a result:

‘We do use the symbol, although I'm a bit sceptical about its
usefulness. It certainly doesn’t do any harm, and its eligibility
criteria have certainly improved, but it is self-policing, and the ES
never check (eg whether all users operate a guaranteed interview
scheme). It’s better than nothing but | can think of better ways of
helping disabled people.” (Financial services organisation)

‘The symbol is too easy to get, just by saying you meet the criteria.
It’s not like Investors in People for example, which is very difficult to
get, but if an employer has it, it really means they have made strides
forward. ... A further problem, | think, is that the general public are
not yet aware of it. It’s not really obvious, just looking at it, what it's
all about.” (L.ocal authority)

At the other extreme some users, and intended users of the symbol
were unambiguously positive about it. In one case study, for example,
the personnel officer stated:

‘We've found out all about the symbol, and are aiming to achieve
double tick status soon. It will be useful for us, because it will show
people (not just disabled ones) the kind of company they are coming
into.” (Manufacturing company)

‘We use it, and think it works well, now that people are beginning
io understand what it means. It tells the disabled that we are a
Jisability-friendly company, and more generally it has public
relations benefits for us. It has improved recently, now that users are
under greater pressure to comply with certain criteria such as a
Guaranteed Interview Scheme’. (Manufacturing company)
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5. The ‘Pros’ and ‘Cons’ of Employing People with Disabilities

5.1 Introduction

This chapter looks at the benefits that employers see associated with
the employment of people with disabilities, and at any problems and

difficulties employers experience in recruiting and employing people
with disabilities.

5.2 Advantages of employing people with disabilities

The traditional emphasis of much discussion about the employment
of people with disabilities has been very much on disability as
causing problems or difficulties for the employer, or acting as a
barrier to employment. It is also clearly of interest, however, to
establish what (if any) benefits or advantages organisations believe
they derive from recruiting and employing people with disabilities.
This can have important policy implications for strategies of
‘marketing’ people with disabilities to potential employers.

To redress this balance, therefore, the postal survey also asked
respondents whether they saw any benefit or advantage to the
organisation associated with the recruitment or employment of people
with disabilities. Some 1,100 respondents answered this question, of
whom only 314 (28.5 per cent) said they did see such benefits or

advantages (48 per cent said they did not, and 24 per cent did not
know).

Relating these results to whether or not an organisation has
employees with disabilities we find that considerably more employers
of people with disabilities (42 per cent) see such advantages,
compared with those who do not employ disabled people, of whom
only 11 per cent see advantages in it. Taking these results at face
value, nevertheless, they would seem to imply that at least a half of
those who employ people with disabilities do not see any advantage
in it (and presumably either they do not distinguish between people
with and without disabilities in this sense, or they employ people
with disabilities for primarily altruistic or social reasons).

Perception  of these benefits was also  strongly related  to
organisational size, increasing cteadily from seven per cent of the
smallest firms in the 1 to 10 employee size band, to 75 per cent in the
5,000-plus employee band.

Finally, respondents were asked to give brief details of the
advantages and benefits they saw in employing people with
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disabilities, and Table 5.1 summarises their comments, confirming in
broad terms the strong role of ‘social responsibility’ related factors
(around half of those identifying benefits saw a strong role for social
and equal opportunities issues).

Table 5.1 Perceived advantages in employing people with disabilities

Advantage % of employers identifying benefits
who cited specified advantage
Social responsibility/equal opportunities 50.3
Mo-2 committed workforce 433
Wider recruitment field 201
Raising awareness i5.3
Promotes team spirit 7.0
Fulfil legal obligations 1.0
Financial support 0.6
Unspecified 1.9
TOTAL {(N=) 314

Population of Table (n) is all respondents perceiving advantages in employing
people with disabilities

Source: IMS Survey

This is not to say, of course that respondents did not also recognise
the ‘business benefits’ of employing people with disabilities — thus,
for example, 43 per cent cited the benefit of a more committed
workforce, and a further 20 per cent believed that the employment of
people with disabilities offered them a wider recruitment field (it is
likely that this proportion would have been higher, but for the
recessionary circumstances prevailing in the labour market at the time
of the study).

Written responses on the survey questionnaire and comments made
in interviews with organisations regarding the advantages of
employing people with disabilities tended to fall into two broad
areas. A large number of respondents highlighted the advantages
gained through the motivation and dedication of the individual
employee with the disability, whilst many others felt advantages were
gained through an enhanced image of the company to both other
emgloyees and customers.

On the question of employee quality, the following are typical quotes
from the survev:

‘Our experience has shown that disabled prople are hard working;
value their jobs; are usually able to overcome potential “barriers”,
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and do not take as much time off due to sickness as some of our
“able bodied” employees.’ (Financial services company)

“They are on the whole more enthusiastic about employment and are
more flexible than most.” (Automotive manufacturing company)

‘Having the skills and experience the person has to offer in the
company helps to change attitudes and awareness of abilities of
disabled people to the rest or the wsorkfoice.” (Energy and water
company)

‘Our MD has serious mobility problems as a result of a road
accident. His example of dedication and commitment in difficult
conditions are a driving force in the success of his company.’ (Bulk
haulage company)

‘Disabled people may be less likely to move from job to job, offering
stability and loyalty to their employer provided they are not
abused.’ (Financial services company)

‘Disabilities do not make an employee a lesser person. As a rule they
tend to be extremely loyal.” (Coach ¢jora’or)

‘Our experience 1s that disabl. 4 employees tend i be good,
committed workers and are keen to piease.’ (Printing company)

‘People with disabilities bring their own talents and ambition to the
company. Often they try harder than other employees. They can also
help the company understand the nceds of customers with
disabilities.” (Communications company)

‘Allows individuals to develop their talents without barriers.
Continuation of employment of people who become disabled secures
the skill and investment of a tried and trusted employee.” (Energy
and water company)

The question of company image was also raised in many of the
questionnaires and in case-study interviews (see case study number
5.1). Population of Table (n) is all respondents perceiving advantages
in employing people with disabilities. This was summed up by the
equal opportunities manager of a financial services company when
asked about their motivation for employing people with disabilities:

“I'he motivation is really the same as the reasons given for having an
equal opportunities policy. It was thought that if we have a diverse
workforce it reflects the community at large and is good for
business. People have a wide range of skills and we need to use
them all. Also we feel that graduates tend to look for companies
with good equal opportunities because it implies their chances of
promotion will be better’

T'here were many other examples of orginisations whose views about
employing people with disabilities rested on a mix of social and
business advantages:

Q
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Case Study 5.1 — Financial Services

A large company in the financial services sector was trying to link its
approach to people with disabilities amongst employees to its approach
to customer care. This involved being seen as friendly to people with
disabilities. Customer leverage was thought important in convincing
managers to change their views, and since it had worked with ethnic
minorities and women so it should work with disabled. The basis for this
was that they would be able to attract more customers with disabilities as
by being seen as a disability-friendly organisation, in which the
employment of people with disabilities plays an important part.

'The metivation for it all was really a mixture of company policy
and community profile. We feel that you should do your bit. The
local community does us well, we are a successful business and we
feel we should do our bit for them.’ (Electrical engineering company)

‘The motivation is mostly to improve the view that the employees
will have of the company. It helps with staff retention. Also there is
anelement of social responsibility.” (Electronic engineering company)

'We employ people with disabilities to capitalise on resources ard
skills available; to help and to reflect all sectors of the community;
the disabied are our customers.’ (Retail company)

‘As a local authority, employing a mix of people from the population
sends a powerful message to our “customers”. As a social services
authority, we also need to extend care and concern in practical
realistic ways.’ (I.ocal authority)

5.3 Reservations about the recruitment of people with disabilities

Moving to the more 'negative’ aspects of employer perceptions,
respondents were asked what questions or reservations would be
uppermost in their mind if a person with a disability applied for a
job. The question was designed not so much to identify experienced
problems, but to elicit a more subjective response from the
respondents about their attitude to disabled job applicants. The most
commonly reported reservation concerned the applicant’s ability to
do the job and their level of productivity, with 56 per cent of
respondents citing this reservation. Behind this were concerns over
the safety of both the individual and other employees (11 per cent),
access to and safety around the premises (seven per cent), and the
mobility of the applicant (six per cent). Other commonly reported
reservations were the special needs or requirements for the applicant,
and their timekeeping or absence from work. Extra costs were rarely
seen as a concern, with fewer than one per cent of respondents
repocting this reservation.
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Table 5.2 Reservations about recruiting people with disabilities by sector

% of employers in sector with reservations about people with disability

Disability All  Energy/ Metals/ Engin- Other Constr- Distrib./ Transport Business Other
Water Minerals eering Manuf. uction Hotels / Comms. services Services

spedial needs 4.0 16.0 2.8 4.1 3.0 31 3.2 1.1 6.0 35

job ability 56.1 52.0 62.0 543 56.7 48.4 561 60).2 533 60.3

Absence 34 0.0 1.4 3.6 0.0 31 58 1.1 43 1.4

Medical care (.2 4.0 0.0 0.5 0.0 0.0 0.0 0.0 0.0 0.0

Fxtra costs 0.4 0.0 0.0 1.0 1.5 0. 0.0 0.0 0.0 0.7

Safety ot 10.6 4.0 16.9 16.2 2009 17.2 1.0 4.3 4.3 5.0

individual

Dniving 1.4 0o 0.0 20 1.5 1.6 0.6 3.2 1.6 0.7

“estrictions

Mobility 57 8.0 0.0 5.6 4.5 6.3 5.2 7.5 7.1 6.4

Customer ) 0.4 .0 0.0 0.0 0.0 0.6 0.0 0.5 0.7

attitudes

Fffect on staff 1.2 0.0 14 0.5 0.0 0.0 (L6 3.2 1.6 21

Mental 0.8 0.0 0.0 0.5 00 0.0 b 11 1.6 21

attitude

Premises and 7.0 4.0 70 41 15 7.8 7.1 7.5 1013 9.2

RINE Y

Depends on 8 B 5.6 5.1 6.0 7.b 5.8 5.4 6H0 57

disabulity

Dercnds on 14 4.0 0o N5 ] 31 19 22 1.6 0.0

job

Other 1.6 00 2.8 05 1.5 1.6 1.3 33 15 2.1

N= a9H 25 b 197 67 64 155 93 184 141

> opulation of Table (njis all respondents in sample
Note: Sector SIC 0 Agnculture, Forestny and Fishing was not induded -- see Appendix 1, Section 1.2

Source. IMNS Survey

Table 5.2 shows these reservations broken down by sector. Concerns
over job ability and productivity were most evident in the metals and
minerals sector, other services, and transport and communication.
Questions about the safety of the individual were most frequently
reported in the manufacturing sectors and in construction, while the
most concern about access to the premises was found among
organisations in the business and other services sectors. There were
no clear patterns by size in the types of reservations reported by
respondents, although questions about job ability and productivity
were most ovident ar ong the larger organisations with over 500
employees.
Q
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Most of the organisations interviewed in the case studies did not
express any reservations regarding employing people with
disabilities. Those which did were mainly regarding health and safety
aspects of the working environment in which they had to operate.
This was particulariy important in smaller companies where it was
difficult to ensure that an individual would not have to work in a
dangerous or physically demanding area. The personnel director of
a retail distribution company pointed out that most of their work
was physical.

“The most obvious problem facing the company with regard to the
employment of people with disabilities is the physical nature of a lot
of the jobs. Even if not recruited specifically to do lifting jobs, all
staff very often have to "muck in” and help out if short staffed or
have large numbers of orders, or customers need boxes carrying to
their cars.’

Very similar comments were made by the managing director of a
small construction company visited. His major reservation regarding
people with disabilities was whether they would have the physical
fitness required to work on a building site. The health and safety
requirements were very strict and not only could an individual be a
danger to himself but could very easily endanger others. The same
applied to the company interviewed which provided laboratory
services to the consumer industry. Any staff working in the
laboratory had to meet their health and safety requirements.

There was only one case study in which the respondent felt that
people with disabilities in general had problems working. He had
experienced difficulties with one member of staff and as a result was
not prepared to take on any others. He was under the impression that
they tended to be lazy because they received too many state benefits
and were not really prepared to work.

5.4 Problems experienced in employment of people with disabilities

Moving from perception to experience, our survey asked whether
ernployers had experienced any particular problems or difficulties in
the employment of people with disabilities. This experience did not
appear to be widespread among the sample. Of the 1,101 respondents
that answered this question, 17 per cent replied that they had
experienced some difficulties employing people with disabilities,
while 72 per cent of respondents said they had not experienced any
preblems and 11 per cent replied that they did not know. These
figures, however, include respondents who did not employ people
with disabilities and were therefore unlikely to have experienced such
problems; if we take simply those who currently employ people with
disabilities, the proportion »f those who had experienced problems
rises to 26 per cent (out of 625), but this still leaves three quarters of
all those who mployed people with disabilities having experienced
no particular problems in doing so.

Among those with no disabled employees, there was a small minority
(five per cent) who claimed to have experienced problems in
employine people  with  disabilities.  Presumably  these  are
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Table 5.3 Experience of problems in employing people with disabilities

%
Yes No Don’t N=
Know
Total 17.0 71.8 113 1,101
Sector
Energy/Water supply 333 48.1 18.5 27
Metals/Minerals 17.3 73.3 3.3 75
Engineering 17.5 73.1 9.4 212
. 20.0 743 5.7 70
M
S;:i;mci‘ig‘fm“””g 169 690 14.1 71
oL 12.3 78.8 8.9 179
Distribution/Hotels
. L 1.1 76.9 12.0 108
Transport/Communication ;
. , ) . 20.1 68.5 11.6 199
Financial and Business Services - .
, 17.5 66.53 16.3 160
Other Services
Number of employees
1-10 5.8 82.3 11.7 206
11 - 49 8.1 82.8 91 198
50 - 199 16.7 73.3 10.0 221
200_499 21.5 67.2 113 186
500 - 49'99 29.5 60.9 9.6 156
5000+ 30.8 49,5 19.8 91

Population of Table (n) is all respondents in sample

Note: Sector SIC O Agriculture, Forestry and Fishing was not included — see
Appendix 1, Section 1.2

Source: IMS Survey

employing people with disabilities. Presumably these are
organisations which once did, but no longer employ disabled people.

Table 5.3 looks at the incidence of these problems by sector and size
of organisation. The.re are some clear sectoral variations — the energy
and water supply sector along with other manufacturing and financial
and business services are most likely to have experienced problems.
The distribution, hote!s and catering sector and transport and
communication have the lowest proportion of organisations that have
experienced difficulties. A third of organisations in the energy and
water supply sector, and a fifth of those in the other manufacturing,
have experienced some difficulties in the employment of people with
disabilities, while fewer than one in eight employers in distribution
and hotels and transport and communication have experienced such
problems.

Given the large variation in the sizes of organisations between the
sectors, these differences may merely be a size effect. Table 5.3 shows
that there is a strong size effect, with the likelihood of having
experienced problems increasing with the size of the organisation.
Only six per cent of organisations with ten or '»ss employees have
experienced difficulties, while this proportion rises to three in ten for
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organisations with 500 or more employees. These size influences are
likely to be responsible for the high incidence of problems in the
energy and water supply sector, and the low incidence in transport
and communication, although the size compositions of the other
manufacturing sector, distribution and hotels, and financial and

business services, show no strong bias to either the largest or smallest
organisations.

Given the increasing propensity with size to employ disabled
workers, however, a more valid test of whether the likelihood of
experiencing problems varies with size or type of firm is to look only

at those employers who currently employ people with disabilities.
Table 5.4 does this.

Table 5.4 Experience of problems in employing people with disabilities

%
Yes No Don’t N=
Know

Total 25.8 65.3 9.0 625
Sector
) 33.3 50.0 16.7 24
e o
Fnéineering ) 259 69 7% 4.4 135
" ’ . 28.0 68.0 40 50
?(‘):‘;;rﬁ"‘:ig:f"C‘ur'”g 250 594 156 32
ijistribu::ion/i-iotels 14.7 74.7 105 95
Transport/Communication 227 65.9 1.4 44
ranspor snication - - 352 565 83 108
Firancial and Business Services .

. 27.2 ol.7 1.1 81
Other Services
Number of employees
1-10 19.4 80.6 0.0 3
1 - 49 16.4 82.1 1.6 61
S0~ 199 223 700 7.7 130
200 - 499 26,1 648 9.2 142
500 - 4999 302 624 7.4 149

( o .
5000+ 30.8 495 19.8 91

Population of Table {n) is all respondents currently employing people with
disabilities

Note: Sector SIC 0 Agriculture, Forestry and Fishing was not included — see
Appendix 1, Section 1.2

Source: IMS Survey

More than a quarter of organisations that employ people with
disabilities have experienced difficulties in employing disabled
workers, compared with 17 per cent for all organisations. The
financial and business services sector has the highest incidence of
problems with disabled employees among organisations that employ
people with disabilities, and generally the size and sectoral
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disabled workers compared with all organisations. The size effect
nevertheless remains, and among employers who employ disabled
people the proportion experiencing difficulties tends to increase with
size. Given that larger organisations are more likely to have a clear
policy on employing people with disabilities, and more likely to take
a proactive stance in recruitment, it is of course possible that this
increasing incidence of problems with size reflects a greater likelihood
or willingness on the part of such employers to recruit the more
severely disabled (and subsequently to deal with any ‘problems’ this
might generate).

5.4.1 Types of problems and disabilities affected

Respondents who replied that they had experienced problems or
difficulties in the employment of people with disabilities were further
asked to indicate the nature of the problem or difficulty, and the
disability in question. Table 5.5 shows the difficulties which our
respondents have experienced in the employment of people with
disabilities. The most common difficulty experienced was inability to
do the job and low productivity, cited by a quarter of respondents,
which as we saw above was the most common concern of employers
regarding disabled job seekers. Following this were attitude and
temperament problems and mobility problems, each cited by around
15 per cent of respondents, and accommodation problems (ie access
to lifts, toilets, and other facilities) reported by 12 per cent of
respondents. Other common problems were that disabled employees
were often unreliable and had frequent time off, that the job required
manual labour, finding other suitable employment in the organisation,
and safety factors.

Examples of these problems were also given during the case study
interviews, and in what follows we consider some of the responses.

Inability to do the job

There were several cases of employees who had become ill and
although every effort was made to keep them on, their worsening
condition eventually made them so disabled it was impossible to
continue to do the job (see case study number 5.2).

Case Study 5.2 — Financial Services

There were cases where they could not keep someone on. One particular
woman developed severe rheumatoid arthritis, which was very erratic and
sometimes very bad. This severely limited the job she could do and the
length of time she conuld work. It was clear that this was going to be a
lifetime problem which was going to get gradually worse. In the end they
had to retire her on grounds of ill health,
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Table 5.5 Difﬁculﬁés experienced in the employment of people

Difficulty % of employers with difficulties
citing difficulty in question
Inability to do job/low productivity 241
Attitude/temperament problem 15.5
Mobility 13.9
Access to facilities 11.8
Manual labour 10.7
Safety 10.2
Absence/timekeeping 9.6
Redeployment/flexibility 9.1
Communication 8.0
Dealing with hazardous materials 43
Access to equipment 43
fmergency evacuation 43
Attracting disabled staff 43
Manager prejudice 3.2
Inability to work alone 3.2
Effect on other staff 2.7
Constant standing 1.6
Providing medical aid 1.6
Steady deterioration 1.6
Work in confined area 1.1
Provision of equipment through PACT 1.1
Passing medical examination 1.1
Delays by DAS regarding assistance 0.5
Modifying cars, equipment, etc. 0.5
Problems with career progression 0.5
2equirement to work from home 0.5
Unspecified 2.1
TOTAL (N=) 187

Population of Table (n) is all respondents who have experienced problems in
the employment of people with disabilities

Source: IMS Surves

There were also cases where the disability of a new employee proved
too severe for the individual to cope with the work they were
employed to do. A electrical engineering company had a great deal
of difficulty with one of their work experience placements:
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‘We had someone who was autistic on a trial for six months but he
turned out to be a nightmare. I spent half of my time trying to sort
him out. It took six months setting up the job and we actually
employed someone to sit with him but he just could not cope in the
end.’

Attitude of employees with disability

Some case study organisations that had had bad experiences with
people with disabilities, claimed that these related to the attitude of
the individual, and that this attitude was in some way associated
with, or resulted from the disability itself (and therefore, by
implication, was different from attitude problems encountered in
able-bodied employees). An electronic engineering company
interviewed for the study took a person on who had diabetes and was
in a wheelchair. He constantly took time off without any notice even
though he was given all the time he wanted for hospital visits and
had all his physiotherapy treatment paid for him by the company. He
then became extremely dissatisfied after a dispute over a training
scheme which further exacerbated the situation and eventually he left
without any warning.

There woare also several examples of companies experiencing
difficulties because of the attitude of existing employees. A personnel
manager from a financial institution was facing the difficulty of a
member of staff who was refusing help although he desperately
needed it. This particular member of staff who has retinitis
pigmentosis, has deteriorating sight and will eventually go blind. The
employer wants to find a suitable place for him and prov ide the right
equipment and training before he goes blind. They have talked to the
ES about it, but they are unable to do anything until he goes for an
assessment by the RNIB. He has so far refused to go, because he can
not face his problem.

Attitudes of people with disabilities were also sometimes seen to be
a problem when an employee had been off sick a long time. One
example was from another electrical engineering company:

‘Someone had a broken back so we bought him a computer so he
could re-learn his skills. He was originally a maintenance electrician
but whilst he was at home recovering he re-trained in electronics
and design. It has been nearly three years now and he still has not
returned to work. It is not that he can not physically do the work,
it seems that whilst ill he has developed a mental problem.”

Problems were also faced by organisations trying to redeploy people
with disabilities into other jobs because they did not like the only
other work that was available to them. This was typified by the
comments made by the equal opportunities manager of a large
company in the transport and communications sector:

‘Back strain and injuries are common amongst engineers. It used to
be possible to put them on to light duties but this i being, phased
out. They are now being encouraged to re-traire as clerical
operatives. In some instances the difference between the jobs is not
as great as the titles would imply. Clerical operatives take details of
faults or problems and it is useful to have some technical
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background. It is however, perceived as being a demotion. In
addition clerical work is seen as being a female preserve. This has
led to an enormous amount of dissatisfaction.’

Accommodation problems

As mentioned in Section 3.6 many organisations said they have
difficulties with the premises they operate from, especially if they
tend to have many outlets in high streets or main shopping locations.
A financial services organisation had many of its offices in buildings
which either belonged to English Heritage or had strict planning
constraints. This made it very difficult to get permission to make
physical alterations especially to the outside of a building,.

Both local authorities interviewed stated that the buildings they
operated from presented problems in both attracting and employing
people with disabilities.

One found a major problem was a question of image. The main
council building was very old and situated on the side of a hill.
Although this is inaccessible to many people with disabilities the
council had numerous other sites which were more accessible, but
because most people associated the council with the main site they
would not apply for jobs with them. To overcome problems of staff
having to visit the main building, for example to see the personnel
and training department, they now sent trainers out to remote sites
if necessary.

Making internal alterations could also prove costly, especially if it
involved major changes such as installing a lift. The case study below
(case study number 5.3) clearly illustrates difficulties companies face.

Case Study 5.3 — Electronic Engineering Company

Their main problem encountered was that they could not put in a lift. Their
personnel and training offices with the open learning facilities are all on
the first floor of the older building. There had been plans to move these
functions into the new office building but it was felt that it may distance
personnel too much from the staff if they were isolated away from
production. They also found that there was not adequate room there.

To overcome the mobility probleris of the stairs to the first floor, they
lvoked into installing a lift. Al they wanted was a home lift witb a special
key that only disabled staff could have access to. It was refused because
they were not allowed to install a domestic lift in a commercial
environient. The alternative was to use a factory lift which was far too
heavy duty for their requirements and would have cost them three times,
the amount of the domestic lift. They simply could not afford it. To cun
courses they now have to carry all the equipment down to the ground
floor which tends to make disabled staff feel uncomfortable. They had
thought of moving Personnel to the ground floor but dedided they could
not because this v seen as pnme actvity space for manufectunng
tunctions,

L————-‘
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Further problems from case studies

Despite the enthusiasm of most organisations interviewed for
employing people with disabilities, they had often faced other
problems not mentioned in survey responses. These varied a great
deal and were generally not caused by the actual disability itself, but
stemmed from a wide range of sources such as management attitudes
and economic circumstances.

Case Study 5.4 — Local Authority

Local authorities seem to be facing particular problems, especially because

of Compulsory Competitive Tendering (or CCT) as illustrated by this case
study:

‘One of the reasons for the decline in people with disabilities throughout
the council is due to spending cuts and resulting staff reductions. Due to
the need to make voluntary redundancies, people who can take ili-health
retirement are often quite keen to leave because they get a good package.
This is not discouraged by the council because money comes from the
superannuation fund and does not cost them redundancy pay. The
members of staff who are eligible for this tend to be older, in higher
grades and with more experience.

‘There have also been problems relating to CCT. Now ./ith budgets so
tight and no control over outside contractors, the opportunities for people
with disabilities are diminishing. It is also no longer possible to transfer staff
as easily. Previously, staff who became disabled in a manual job would
have been transferred to a department which had more sedentary work.
CCT areas are now more hard-nosed about how long they will look for
alternative work and how long they keep someone on after the sick pay
runs out. A few years ago it was unheard of to get rid of someone before
sick pay was exhausted but now it happens because heads of department
say they can not afford to pay someone sick pay and also pay extra for
someone else to cover for them. Finally, the council now has a new
management culture of cost centres and departments controlling their own
budge’s. They have also become less receptive to people with disabilities
because of fears over costs.’

As a result of these changes the council has had two members of staff
who have become disabled, one with arthritis and another with on eye
problem, and has been unable to find alternative work for either. One has
now iad to accept early retirement on grounds of ill health.

Attitudes of management and other personnel

Case study organisations frequently felt that a barrier to employing
or retaining a person with a disability was due to the traditional
approach of management staff. The employce relations manager of a
manufacturing company felt that:

“There haven’t been any problems with actual charges to work or
technology. The real difficulty is getting people and managers to
have the initiative. They need to encourage managers to be more
imaginative about employing people with disabilities.’
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A personnel officer from a local authority had similar problems:

‘... the gicatest difficulty I come across is an individual manager’s
prejudice against someone with the label “disabled”.’

Economic circumstances

Economic factors were also often cited as a creating further problems
with the employment of people with disabilities in both the public
and private sector. Most organisations that were not recruiting or
were experiencing reductions in staff found that this seriously
restricted the opportunities for employing new members of staff with
disabilities, but also and more distressingly, hampered efforts to
retain staff (see case study 5.4).

These sorts of problems were not confined to the public sector. A
large financial services organisation faced similar problems.

‘Economic circumstances mean that the branches are now under a lot
of pressure. There is only so much other staff could take on to
restructure work for a person with a disability, especially since there
are far fewer back office jobs. Nearly all the staff have to serve on
the counter because of rationalisations. In addition there are fewer
outlets so again less options. If an individual has limited mobility
they cannot be sent to a branch a long way away. Also, if they
wanted to work part-time or on a job share it can be difficult to
arrange with the very low staff turnover we are now experiencing.’

5.4.2 Most common disabilities causing problems

Table 5.6 shows that the most common disability with which
difficulties arose was mobility problems, with two in five respondents
citing this. This was followed by hearing (with one in eight
respondents reporting this disability) and epilepsy, being wheelchair
bound, and seeing, each cited by around one in ten respondents.
Sixteen per cent of respondents replied that various disabilities
brought about the problem in question.

In order to examine which disabilities cause which problems, we have
aggregated some of the categories used above to reduce the
complexity of the resulting table. Looking first at the disabilities,
wheelchair bound, loss of limb and lack of manual dexterity have
been combined with mobility, problems with seeing, hearing, and
speaking have been combined to create a new ‘sensory impairment’
category, depression and bad nerves have been combined with mental
handicaps, and various and other disabilities have formed the ‘other’
category. Among the difficulties and problems, dealing with
ha. rdous materials and prcviding emergency aid have been
combined with the safety category, access to equipment and
emergency evacuation have been combined with the access to
facilities category, manager prejudice has been combined with effects
on staff, constant standng has been cembined with mobility, and the
‘other’ category has been formed from steady deterioration, delays by
DAS, inability to work alone, attracting disabled staff, passing
medical examinations and problems with career progression.
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Table 5.6 Disabilities causing problems in employment

Disability % of employers with difficulties
citing disability in question
Mobility 396
Hearing difficulty 12.3
Seeing difficulty 9.1
Allergy/skin condition 3.2
Heart and circulation problems 6.4
Chest and breathing problems 53
Epilepsy 11.2
Diabetes 3.7
Digestion (stomach, liver, bladder etc.) 1.6
Depression/bad nerves 2.7
Mental illness 1.6
Mental handicap 8.0
Drug/alcohol dependency 2.1
Wheelchair bound 10.7
Deaf without speech 1.1
speech impairment 1.1
Loss of limb/amputee 4.8
Lack of manual dexterity 2.1
Various 15.5
Other/unspecified 10.2
TOTAL (N=) 187

Population of Table (n) 1s all respondents who have experienced problems in
the employment of people with disabilities

Source: IMS Survey

The patterns betwecn the disabilities in question and the problems
encountered are shown in Table 5.7. Employees with disabilities
affecting mobility (including being wheelchair bound, those with lost
limbs and lack of manual dexterity) brought about considerable
problems regarding mobility around the premises, access to facilities
and equipment, and manual labour intensive jobs. Sensory
impairment and mental handicap were a disproportionately large
influence bringing about job ability and productivity problems, and
were the sole cause of communication problems. Allergies and skin
conditions caused problems regarding safety and hazardous materials
in the workplace, while epilepsy caused similar safety problems and
also caused problems among other employees. There is little
consistent variation in the prol''ems associated with employing
disabled people by employment size or by sector, although problems
regarding safety and hazardous materials were more prevalentamong
organisations in the production industrics.
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Table 5.7 Patterns of problems and the disabilities that cause them

% of Employers Citing Disability Causing Specific Problem

Problem ]
All Mo-  Senses Allergy Heart Brea- Epi- Dia= Mental Other/ N=
bility thing lepsy betes Disorder Various

All 100.0 414 15.5 2.3 29 29 9.2 29 7.5 155 174
Job ability 16.7 241 27.6 0.0 69 34 103 0.0 138 138 29
Attitude 115 55.0 150 0.0 0.0 0.0 5.0 5.0 5.0 15.0 20
Maobility 121 81.0 0.0 0.0 4.8 0.0 9.5 0.0 0.0 48 21
Manual labour 57 70.0 0.0 0.0 0.0 0.0 0.0 10.0 00 20.0 10
Absence 6.3 27.3 9.1 0.0 9.1 18.2 Q.0 18.2 0.0 18.2 IR
Access 144 80.0 12.0 0.0 4.0 0.0 0.0 0.0 0.0 4.0 25
Communication 4.6 0.0 87.5 0.0 0.0 0.0 0.0 0.0 125 00 8
Safoty 9.8 5.9 3.4 235 0.0 59 2G4 5.9 118 11.8 17
Redeployment 5.2 44.4 1.1 0.0 0.0 111 11 0.0 1.1 1.1 Y9
Fifect on staff 34 0.0 167 0.0 0.0 0.0 333 0.0 16.7 333 6
Other 10.3 111 11 0.0 0.0 0.0 11 0.0 16.7 50.0 18

Population of Table (n) is all respondents who have experienced problems in the employment of people with

chsabilities

Soudrce: IMS Survey

5.5 Disabilities as a barrier to employment

IText Provided by ERIC

Our respondents were asked if they felt there were specific disabilities
which would prevent a person being employed in the organisation (as
opposed to just generating difficulties for the organisation). More than
half of our 1,081 respondents that answered this question (570, or 53
per cent) replied that certain disabilities would be a barrier to
errployment, while 24 per cent said that disabilities would not be a
barrier and 23 per cent said they did not know. There appeared to be
no significant size or sectoral variation in the answers to this
question. Table 5.8 looks at the disabilities which were cited as a
potential Larrier to employment in the organisation.

The largest category of disabilities that would prevent someone being
employed is the broad group of disabilities affecting mobility and
dexterity, with over two thirds of respondents perceiving these
disabilities as a barrier to employment. Following mobility problems
are the two sensory disabilities, seeing problems, cited by just under
a third of respondents, and hearing problems, cited by one in six
respondents. Epilepsy and mental handicaps are also commonly
perceived to limit employment prospecs. Blood disorders and
problems with the digestive system, whic't as we saw in Chapter 2
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Table 5.8 Disabilities which would prevent employment in the organisation

Disability % of employers citing
disability in question as a
barrier
Mobility/dexterity (incl. wheelchair) 679
tHearing difficulty (incl. deaf without speech) 16.3
Sening difficulty 311
Allergy/skin condition 5.1
t4eart and circulation problems 49
Chest and breathing problems 4.0
Lpilepsy 11.2
Diabetes 1.1
Digestion (stomach, liver, bladder etc.) 0.4
Blood disorders 0.4
Depression/nerves/anxiety 3.9
Mental illness 6.7
Mental handicap/learning disorders 114
Drug/alcohoi dependency 7.9
Speech impairment 2.3
Various 15.8
Other/::nspecified 5.8
TOTAL (N} 570

Poputation of Table (n) is all rospondents indicating specific disabilities are a
harrier to employment

Source, IMS Survey

are not uncommon disabilitics among, employees, are rarely seen as
a barrier to employment.

Table 5.9 takes the analysis further by matching the specific
disabilitics that are perceived to be barriers to employment with the
reasons why it is believed that they would prevent employment.

Most of the patterns between the disabilities and the reasons are
obvious and intuitive — use of the telephone being a barrier for those
with hearing difficultics and speech impairments; computers, VDUs
and paperwork preventing those with seeing difficulties being
employed, and the layout of the premises hindering employment
opportunities for those with mobilty problems.

() f) Institute of Manpower Studies
LV N




Table 5.9 Barriers to employment posed by specific disabilities

Problem % of employers citing specific problem, by disability

All Mnbility Wheel Hearing Seeing Heart  Breath- Epilepsy Mental Other/ N=

chair ing Disorder Various

All 100.0 36.6 123 5.9 15.7 1.7 1.9 5.3 6.4 14.2 528
Safety 223 17.8 4.2 5.1 24.6 8 0.0 178 7.6 220 118
Fitness; 233 0T 89 0.0 33 8 00 8 24 130 123
Mobility
Hazardous 6.1 3 00 3 37.5 6.3 113 0.0 0.0 18.8 32
Fovironment
De-al with Public 2.8 6.7 0.0 40.0 133 00 0.0 00 26.7 133 15
Driving 78 244 00 2.4 171 24 00 12,2 2.4 39.0 41
Telephone 23 00 ;.0 91 7 53 0.0 0.0 00 0.0 0.0 12
Paperwork 45 43 0.0 42 8 5 00 0.0 0.0 0 0.0 24
Stress 23 00 00 00 0.0 8.3 .0 0.0 750 16.7 12
Manudl Dextenity b3 hih ! 0.0 182 6 00 10 0.0 30 33
Premises 138 505 46 5 G0 1.0 10 0o 00 0.0 10 99
Other 16 0o 15 263 00 00 0n 00 421 203 19

Population ot Table () is all respondents indicating specitic disabilitios are a barrier to employment

Saurce IMS Suven
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6. Actions taken to Employ People with Disabilities

6.1 Introduction

6.2 Actions taken

Respondents to the postal survey were asked whether their
organisation had undertaken any specific actions as a result of
employing people with disabilities, in order to make it feasible or safe
for them to do their job, or to improve their comfort or productivity.

Of the 1,104 respondents to this question, nearly a third (347 or 31.4
per cent) said that they had undertaken such specific actions, whilst
62 per cent had not, and seven per cent did not know.

Yet again it was size rather than sector which appeared to have the
greatest influence on whether or not an employer had taken such
actions, and the proportion who had taken actions increased strongly
from a mere five per cent in the smallest size category, to over 90 per
cent among organisations with 5,000 or more employees. This
variation is to be expected since we have already seen that the
likelihood of employing disabled people itself increases strongly with
employment size.

More interesting, perhaps, is the propotidon of those with employees
with disabilities who had taken such actions. Of the 628 organisations
with employees with disabilitics who answered this question, 316 (or
50.3 per cent) had taken such actions. This suggests then, that despite
the many obstacles and costs which employers without disabled
employees typically anticipated in the recruitment and employment
of people with disabilities, as many as a half of the employers who
had emploved disabled people had managed to do so, without the
need to undertake any specitic actions to accommodate them.

Concentrating only on those organisations that employ people with
disabilitics, we find the size effects becoming less marked. The
proportion of the smallest organisations with disabled employees that
have taken actions is one in five, a four-fold increase compared to all
crganisations with one to ten employees. However, among
organisations with between 500 and 5,000 employees, the proportion
of organisations with disabled employees that have taken actions is
55 per cent, an increase of only two percentage points compared with
all organisations of this size.

The data suggest, furthermore, that employers with written policies
relating to the employvment of people with disabilities are more likely
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to have taken such actions than are those who have unwritten
policies, who are in turn more likely to take actions than are those
who have no policies (the relevant proportions are 66 per cent, 38 per
cent and 13 per cent respectively). Several possible interpretations are
possible here: one is that employers with formal policies are more
ifkely than others to be aware of the kinds of action that may be
required; alternatively it may be that employers with proactive,
formal policies are more likely than others to recruit the kinds of
disabled people for whom some accommodation is nece.ary (eg the
more severely disabled).

Again, these differences become less marked when looking solely at
organisations with disabled employees, so that the proportion of
organisations with no policy that have taken action jumps from 13 per
cent to 30 per cent, while for organisations with a written policy the
rise is from 66 per cent to 73 per cent.

6.3 Actions taken for specific disabilities

Respondents who had undertaken specific actions were then asked to
indicate the disabilities for which this had occurred and the nature of
the action taken. Table 6.1 summarises the disabilities for which
action had been taken (respondents used their own categorisation of
disability, and these have subsequently been grouped for
presentational purposes).

The largest single category of disabilities for which some kind of
specific action had been taken is the broad group of disabilities
affecting mobility or physical dexterity. Nearly three quarters of those
employers who had taken some action had done so for this group.
This is not unexpected given that the data in Chapter 2 showed that
this category was the group of disabilities whose incidence was the
greatest among employees in the sample. Similarly the second two
most common categories of disability found in Chapter 2 (sensory
difficulties) were the second two most common groups for whom
actions were undertaken. For both seeing and hearing difficulties, just
under a quarter of those taking action had done so for either or both
of these groups of disabled employees.

It is striking from the Table that none of the other types of disability
identified led to action by significant numbers of respondents. Even
more striking, however, comparing the incidence of action taken for
different categories of disability in Table 6.1, with the incidence of
those disabilities in the sample of employers (see, for example, Table
2.5 above), that mobility and related disabilities have a higher
tendency to require action on the part of the employer than any other
types of disability. Thus Table 2.5 above showed that 78 per cent of
the 633 respondents with disabled employees (ie 494 employers) had
employees with mobility problems. Table 6.1, however, shows that
256 of these employers had taken action on behalf of employees with
mobility problems; that is, employees with mobility-related
disabilities had led to action in 52 per cent of these employers.
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Table 6.1 Disabilities for which specific actions had been taken

Disability % of all respondents taking
action who had taken action
for this disability

Mobility/dexterity: (incl. wheelchair) 73.7
Hearing difficulty 22.7
Seeing difficulty 22,5
Epilepsy 8.1
Mental handicap/learning difficulties 6.9
Chest/breathing problems 43
Heart/circulation problems 4.0
Diabetes 29
Depression/nerves/anxiety 17
Mental illness 1.7
Blood disorders 1.4
Restricted growth/dwarfism 1.4
Stomach/liver/kidneys/bladder/digestion 1.1
Allergy/skin condition 0.9
Drug/alcohol dependency 0.9
Speech impairment 0.6
Other/various/unspecified 231
TOTAL (N=) 347

Population of Table (n) is all respondents who have undertaken specific
action to employ people with disabilities

Source: IMS Survey

The corresponding proportions for all other types of disability do not
approach this figure: thus the proportion of employers with seeing
disabilities in their workforces who had taken action is 40 per cent,
for those with hearing disabilities the proportion is 26 per cent, and
for those with mental handicap/severe learning difficulties it is 25 per
cent. The disability with the next largest tendency to require action on
the part of the employer is epilepsy; 12 per cent of employers with
epileptic employees had taken such action. The figures for the other
types of disability are even smaller.

These data do not, then, suggest an enormous burden on employers
for most types of disability. Fven mobility-related disabilities which
tend to feature most strongly in the popular perception of disability,
appear to require action by about only half of those employers who
have such employees (interestingly only about a quarter of these
mobility-related actions involved wheelchairs, the other main
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stereotype in this area). Other disabilities appear to be even less
‘burdensome’ in this respect’.

Table 6.2 Main categories of specific action taken

Action % of all respondents taking action
who had taken the action in
question

Provide special equipment 61.1
Modify premises 49.0
Reorganise work 228
Raise staff awareness 228
Special training 14.4
Monitor tasks/workload of individual 3.2
Provide special assistance 20
Provide clean environment 20
Flexible hours 1.7
Work from home 14
Counselling 1.2
Special foods provided 0.9
Involviinent in disability forums 0.6
Not allow individual to work alone 0.3
Health insurance 0.3
Introduce extended health & safety 0.3
policy for individuals

TOTAL (N =) 347

Population of Table (n) is all respondents who have undertaken specific
actions to employ people with disabilities

Source: IMS Survey

Table 6.2 goes on to look at the main types of action which were
taken, and as might be expected, given the main types of disabilities
listed in the previous Table, the two largest categories were ‘physical’
actions, involving the provision of special equipment, or the
modification of premises. Nearly all the other ‘actions’ frequently
encountered, however, were organisational, involving modifications
in the way things were done in the organisation.

Some caution is necessary here, however, since without more detailed
information about recruitment practices it is not possible to be sure that
there was not a tendency for employers to be more likely to recruit,
among any category of disabled, those who were least likely to require
any response or action on the part of the employer.
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The relationships between the actions taken and the disabilities in
question are shown in Table 6.3. Three quarters of organisations
taking actions undertook them for people with mobility and sensory
problems. Modifying premises was almost exclusively undertaken for
people with mobility problems and those who are wheelchair bound,
while around half of organisations providing special equipment and
training did so for people with sensory impairments, and raising staff
awareness was mainly undertaken for people with epilepsy.

Table 6.3 Actions taken by employers and disabilities in question

Problem % of employers citing specific action, by disability

Al Mobility Wheel- Hearing Seeing Heart Epilepsy Mental Other/ N=

chair Disorder Various

All 100.0 355 14.8 12.7 118 2.1 42 4.2 145 330
Provide equipment 38.8 36.7 47 219 258 08 0.8 0.0 9.4 128
Modify premises 3.8 50.5 39.0 1.0 0.0 0.0 0.0 0.0 9.5 105
Reorganise work 121 37.5 7.5 7.5 25 10.0 7.5 7.5 250 40
Provide training 4.5 0.0 0.0 26.7 26.7 6.7 0.0 26.7 13.3 15
Raise awareness 853 0.0 0.0 17.9 0.0 36 357 143 28.6 28
Other 1’ 143 71 7.1 7.1 0.0 0.0 N4 429 14

Population of Table (n) is all respondents who have undertaken specific actions to employ people with disabilities

Source IMS Survey

2

Examples of actions taken from case studies

The case study interviews generally reinforced the survey findings
that mobility-related disabilities more frequently required actions to
be taken and that these were often of a physical nature. Throughout
the case studies numerous examples of these sorts of actions were
given. They were not however, the only types of actions taken and
there were many examples of other problems that had been very
successfully overcome. Examples of these are considered below.

Mobility

On a very general level several organisations had specified that new
office buildings must accommodate people with disabilities. A
number of companies had moved to new but existing premises, but
two organisations had recently had new office accommodation
designed and built for them. A research and development group
company stated that:

]

. when it was designed we ensured it incorporated all the main
features necessary to cope with mobility problems. It was felt better
to do it then, than have to spend money tacking it on later to cope
with a new employee or an existing employee becoming disabled.’
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More specific accommodations to cope with a particular individual’s
problems ranged from very minor alterations such as providing a
special telephone for an employee with one hand who needed to be
able to write or type whilst speaking on the phone, to developing
customised or more complex specialist equipment. An electrical
engin~ering company had a member of staff with a mobility problem
so that she could not bend or twist to work around equipment she
was assembling. The engineers at the company designed a work
station which could support the equipment she was working on and
tilt it into different positions.to save her having to move around it.

There were also many examples of work being re-organised to take
out physical aspects of a job which the individual could not
undertake. A wholesale distribution company had several sales staff
who had been found office based jobs either in management or
telesales because they were no longer able to drive. Other examples
included an MS sufferer working for a financial services organisation
who had limited dexterity making some of the paperwork difficult.
The job was redesigned to cover work she could do and tasks she
could not were incorporated into other people’s work areas.

Hearing difficulties

Hearing problems had also been successfully overcome by a number
of organisations. Actions taken again ranged from reorganising the
working environment to investing in special equipment.

An example of the former was in a wholesale distribution company
where:

‘We have a deaf woman who was employed to do desktop
publishing. We arranged for her to work in an office with someone
else so he can take her calls and look after her in fire drills. The ES
originally paid part of her salary through the Job Introduction
Scheme but we have now taken her on full time.’

Case Study 6.1 — Electronic Engineering Company

This company has a person who is profoundly deaf coming on work
experience for six months. The preparation for this has involved quite a lot
of work. The personnel manager has had to get a copy of all of the
induction programme in writing for him to read first. She also then had to
get the co-operation of the supervisor in the area where he was to work,
who was, she admitted, sceptical at first. His parents have arranged to
come in during half term to discuss any problems which they think may
arise. When he starts he will be given a trainer to work with him on a one
1o one basis for two weeks, supported by a written training manual. They
will use this as a test case to see if they could employ someone who is
this deaf in the future. If he develops an aptitude to the work they will
keep him on permanently.

The successful use of special equipment was illustrated by its
introduction in the factory of a manufacturing company which had
a number of deaf employees. The company introduced a mini~com
system to aid deaf staff in the factory. This is like a telephone with a
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display and allows deaf employees in the faciory to call other areas
or floors. The welfare officer was learning sign language as well.

Seeing difficulty

People with visual impairment generailv required specialist
equipment to be supplied such as magnifying screens or document
readers and some organisations with several blind staff had all
company infcrmation and communications converted into braille. In
some cases making suitable accommodations was not so straight-
forward as case study number 6.2 illustrates.

Case Study 6.2 — Local Authority

The council employed a blind WP operator so they installed speech back
equipment which was partly government funded. They also provided
training courses for her to learn how to use it. Accommodations were
made for her guide dog and the section was arranged for ease of access.
Alterations were made to the coding system for the work so that if
dictation contained any tabular or indented work it is coded specifically.
This work is then distributed to other WP operators. It ensures she does
not receive work she can not do and avoids offending or upsetting her.

Epilepsy

Only one organisation interviewed had had to make any
accommodations for an individual with epilepsy and these involved
only minor re-organisations. A small manufacturing company had a
woman who developed quite bad epilepsy during the time she was
working for them. She still works in the same department but now
has a first aider who works by her who is trained in the appropriate
actions to take should she have a fit.

Diabetes

One company interviewed employed a diabetic who required no
accommodations other than being allowed time off during working
hours for his regular hospital treatment.

Restricted growth

When an electronic engineering company employed an individual
with micromenia they faced a whole series of difficulties which were
new to the personnel department despite already having a number of
staff with disabilities. Their first project was to develop hand tools
which were smaller than the usual equipment. He also needed a
special chair which raised him up to the height of the work bench.
When he «tarted he was given a mentor to cover his training and
induction. He went with him around the factory and work areas to
discuss his special needs, for example whether he could reach the
vending machine, whether the chairs in the coffee arca were suitable
ete. They wanted to sort this out before he started so the fuss could
be minimal and would not make him feel different or uncomfortable.
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General accommodations

Many companies made very general accommodations which were not
intended for any particular individual but affected most existing staff

and improved potential to employ new employees with disabilities.
Examples of these include:

‘The company has taken several general actions to encourage the

employment of people with disabilities. We always try to be fairly

flexible in individuals’ working hours, content and location if

possible to cover their various needs.’ (Electronic engineering
, company)

‘The personnel officer will hold discussions with staff in the group
where disabled staff are recruited, especially with managers to help
them avoid singling out an individual. They have regular team
briefings which would cover issues involving a new disabled
recruit.” (Electronic engineering company)

No accommodations

Several case study organisations indicated that despite having; people
with disabilities they had not found it necessary to make any
accommodations and their disabilities did not affect their work in any

way. The experience of this electrical engineering company was
typical:

‘We have three members of staff who have lost fingers from power
press accidents. Although they could register as disabled it makes no
difference to their working ability and no accommodations are
necessary for them.’

6.4 Actions considered and rejected

A further indication of how ‘difficult’ employers found it to help or
accommodate disabled employees was obtained by asking all survey
respondents whether they had recently considered but rejected any of
the kinds of actions discussed in the previous section. Of the 1,085
respondents who answered this question, only 17 (that is 1.6 per cent)
said that they had considered and rejected such action.

Of these 17, six had considered and rejected a modification to
premises, three had considered and rejected special training for
disabled staff, three had considered and rejected disability awareness
training for other staff, and two had considered and rejected a work
reorganisation (the remaining ones did not specis, the nature of the
action rejected). Reasons given were to do with expense (six cases),
practicality (four cases), a general unwillingness on the part of
relevant staff or managers (two cases), and the fact that the buildings
in question were listed and could not be modified (one case).

None of this suggests that respondents confronted with an apparent
need for action to accommodate a disabled employee (or job
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applicant) were generally unable or unwilling to make that
accommodation. It suggests rather the opposite.

6.5 Extra costs associated with disabled employees

A key issue which typically arises in any discussion of employers’
attitudes towards the employment of people with disabilities,
concerns the question of how much extra (if any) it costs for an
employer to employ people with disabilities. Many of the anxieties of
employers who do not employ people with disabilities (discussed, for
example, in Chapter 3 above) implicitly stem from concerns about
cost (whether directly through special equipment, building adaptation
etc., or indirectly through lower productivity, less efficient work
schedules, managerial and supervisory time etc.).

All respondents to the postal survey were asked, therefore, whether
there were in fact (or whether they thought there would be) any extra
costs to the organisation associated with recruiting or employing
people with disabilities.

Of the 1,077 who answered this question, 466 (or 43 per cent) thought
there would be extra costs, 24 per cent did not, and 32.3 per cent did
not know. There was no obvious systematic or sectoral pattern to this
response, but interestingly, the belief that extra costs would be
involved appeared to increase somewhat with organisational size —
from 31 per cent in the smallest size category (ten or fewer
employees), to 64 per cent in the largest category (5,000 or more
employees. At one level this seems slightly counter-intuitive, since
one might expect the smallest firms to have the greatest anxiety about
the extra cost burdens that employing people with disabilities might
impose. Alternatively, however, it is possible that smaller firms,
because of their greater informality and flexibility, and perhaps lower
levels of technology and organisational complexity, are more likely
to be able to accommodate disabled employees without significant
cost implications. We should of course remember from previous
chapters that the largest firms are much more likely to have
employees with disabilities, and this finding might therefore be
explained in terms of their experience of employing people with
disabilities which made them aware of the costs involved. The data
do not support such an explanation, however; there is little difference
between the proportion of organisations with disabled employees
who believe that extra costs are involved (46 per cent), and the
corresponding  proportion  of organisations  without disabled
employees (40 per cent), anu. the difference is not statistically
significant.

The next question to ask, of course, is how much extra cost the
organisation would be prepared to incur as a result of recruiting a
person with disabilities. In asking this question, the questionnaire
tried to take account firstly of the possibility that the level within the
organisation to which the disabled employee was being recruited
would affect the amount the employer was willing to pay (the
question was  therefore asked in terms of three hypothetical
employees - at gross equivalent annual salaries of eight, fifteen and
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twenty two thousand pounds). Secondly, the questioning attempted
to take account of extra costs which were initial, ‘one off’ costs
associated with employing people with disabilities (building
adaptations, special equipment, for example), and ongoing recurrent
costs (associated with lower productivity, supervisory costs etc.). For
details of the questions used, see the questionnaire in Appendix 2.

In practice only a minority of respondents (between 167 and 212)
answered this set of questions, suggesting either that employers do
not tend to think this way, in terms of upper limits to their extra
expenditure associated with disabled employees, or that the question
was badly designed. In practice, the comments written by
non-respondents on the questicnnaire, and information provided by
case study respondents on this issue suggest the former rather than
the latter. The case studies in particular indicated that almost without
exception respondents could not put a top limit, in abstract, on their
expenditure, arguing that ‘it would depend on the individual case’,
although several stressed that this certainly did not mean that they
would be prepared to spend an unlimited amount (the word
‘reasonable’ cropped up often in this context), and a few suggested
that any limit might be in terms of the total amount the organisation
would be prepared to spend overall on being ‘disability friendly’,
rather than there being a limit for any particular person (much
expenditure, particularly physical accommodations, for example, can
benefit several or many disabled employees).

Turning briefly to the case studies, the following are typical of the
comments made during the case study interviews which further
expand on the points raised on costs in the survey:

‘Costs are obviously important and if alterations are very expensive
numerous factors have to be taken into account. What is questioned
is for example, whether anyone else, staff and customers, will benefit
from this; how long is the lease on the building; is it worth making
alterations to this building if the lease expires? In such circumstances
business conditions are of paramount importance.” (Transport and
communications company)

‘Cost is obviously an important element. At the end of the day we
are here to run a business. You can not really estimate the cost in
accommodating these people because it’s mainly time spent by
myself in re—organising things.” (Financial services company)

‘Financial considerations are not what it is all about. The limit is not
on what you spend, it is the management time. How many people
can you afford to handle. Supervisors don’t really have the time and
senior management time may be available but is at a premium.’
(Electrical engineering company)

“T'he main cost is the time spent. For physical alterations there are
always grants available. It's not really down to money, it is about
being prepared to put in time.” (Electronic engineering company)

‘1 put down on the questionnaire thac we would spend £1,000
initially and £4,000 ongoing cost per year. These amounts are not
significant to us now. If it was any more we would have to think
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about it but £4,000 is not much out of the overall cost of 260
employees. Really you need £1,000 to modify a machine for a
disabled person and £1,000 of time to supervise them.” (Electrical
engineering company)

‘Overal: we would not turn anything down because of lack of funds,
within reason.’ (Financial services company)

We have set out in Table 6.4 the average costs which employers

stated they would be prepared to spend as result of recruiting a
person with a disability.

Table 6 1 Maximum acceptable extra cost associated with employing a person

Gross equivalent annual Average maximum initial cost Average maximum ongoing cost
salary of post to which respondents would be respondents would be prepared
person is recruited (£ p.a.) prepared to pay (£) to pay (£ p.a.)

NB: No. of respondents in brackets

£8,000

£15,000

£22.000

£795.14 £549.66
(197) (212)
£1,029.85 £631.47
(174) (185)
£1,169.13 £817.88
(167) (177)

Population of Table (n) is all respondents answering question on cost

Source: IMS Survey

The data confirm that insofar as there are limits to the extra
acceptable costs, the limits increase with the salary of the employee
concerned, but not in proportion to the increase in salary. Thus
respondents would be prepared to pay up to between five per cent
(for a higher paid employee) and ten per cent (for a lower paid one)
of gross annual salary, in initial costs of accommodating an employee
with a disability. As far as ongoing costs are concerned, the
corresponding range is between four and seven per cent of gross
salary cost per year. It is interesting to riote in this context (see the
literature review in Appendix 3), that insofar as there are any
estimates of how much actual accommodations for disabled
employees cost, they tend to be rather lower on average than these
figures.

Finally, respondents were asked whether they would be prepared to
spend more than these limits if the person in question was an existing
employee. Of the 901 respondents to this question, 39 per cent said
they would be prepared to spend more, 14 per cent said they would
not be, and 48 per cent did not know. Further analysis sugge-ted that
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the proportion prepared to spend more on existing employees
increased strongly with size (25 per cent in the smallest size group,
68 per cent in the largest), whilst the proportion prepared to spend
more was higher (at 49 per cent) among those who currently
employed people with disabilities, than among those who did not (25
per cent). This is consistent with the notion that the larger
organisations, who are more likely to have employees with
disabilities, are also more likely to have experienced an existing
employee becoming disabled, and understand the greater pressure to
‘do the right thing’ which such cases generate.

Looking at the case study interviews, views varied with respec. to the
difference in amounts an organisation would spend vn an existing
employee compared with that spent on a new recruit. Some admitted
that they would do more for existing employees because they felt
they were investing in someone who was already known to the
company as a valued employee:

‘If they were valued we would do more.’

One respondent also reluctantly admitted that what they would do
would very much depend on the level of responsibility of the member
of staff. If it was a junior clerk, they would be much less likely even
to consider costly changes than if it was a member of the
management team.

On the other hand one personnel officer from an electronics company
did believe that there should be no difference. She said it was very
difficult to put a financial limit on what they would be prepared to
do. She answered the questionnairc in terms of a £1,000 initial outlay
which would cover cost of such things as a special chair etc. It was
really a figure ‘off the top of Ler head’, and she also quoted £250 p.a.
on an ongoing, which was really to cover management time ¢tc. She
did not feel that the level of the member of staff or whether they were
a new recruit would make any difference to the amount spent.
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7. Use of External Help, Support and Advice

7.1 Introduction

An important part of the study involved an examination of
employers’ perceptions and use of external support and advice
(including that supplied through government agencies such as the
Employment Service) relating to the employment of people with
disabilities. Respondents to the postal survey were asked, therefore,
whether they had sought any such external support or advice, and if
so, from whom they had sought it and what kind of support/advice
they had sought. They were also asked whether they had received the
help they required, and to indicate whether there were any forms of

external support which they had not received, but would find helpful
in this context.

7.2 Who seeks external support and advice?

Of the 1,093 respondents answering these questions, fewer than a
third (338 or 31 per cent) claimed to have sought external help,
support or advice with regard to the recruitment or eraiployment of
people with disabilities, whilst nearly two thirds (665 or 61 per cent)
had not done so, and a further 90 (eight per cent) did not know
whether their organisation had sought such support or advice.

Given the long standing existence of provision of such support and
advice (particularly through the Employment Service and the
voluntary sector), coupled with the perceived difficulties of many
employers in recruiting and employing people with disabilities which
we have seen in earlier chapters, and their widespread failure to meet
their legal obligations in terms of the three per cent quota, it is
perhaps surprising that such a small proportion apparently feel the
need to look outside for guidance and support. More interesting,
however, is the question of which kinds of organisation look for such
advice and support and which ones do not.

Table 7.1 looks at how this propensity to seek outside advice and
support varies by sector and size of organisation. There are clear and
significant sectora! variations — generally speaking, organisations in
parts of manufacturing and energy and water supply sectors are most
likely to have sought such advice/support (notably energy and water
supply and metals and minerals). The rest of manufacturing
(engineering and other manufacturing) together with parts of the
service sector (financial and business services and other services) all
have lower and fairly similar tendencies to look outside for external
support (around a third of respondents in each case). The propensity
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is slightly lower in distribution and hotels, lower still in transport and
communications, and lowest of all in the construction sector.

Again, however, given the large differences in the size composition
of different sectors, the suspicion remains that many of these
differences are essentially picking up a size effect. Table 7.1 confirms
that there is such an effect, and that it is strong and highly significant;
there is a steadily increasing tendency with increasing employment
size to use outside support and advice in connection with the
recruitment/employment of people with disabilities. This varies from
one in forty of the smallest organisations having sought such support,
to nearly ninety per cent of the largest employers having done so.

Table 7.1 Use of external advice/support by size and sector

%
Yes No Don’t N=
Know

Total 30.9 60.8 8.2 1,093
Sector
Energy/Water supply 70.4 18.5 11.1 27
Metals/Minerals 434 43.4 13.2 76
Engineering 29.2 62.7 8.1 209
Other Manufacturing 36.1 56.9 6.9 72
Construction 8.3 88.9 2.8 72
Distribution/Hotels 273 64.8 8.0 176
Transport/Communication 17.6 70.4 120 108
Financial and Business Services 35.1 60.8 4.1 194
Other Services 36.7 51.9 11.4 158
Number of employees
1-10 2.5 91.4 6.1 198
11 -49 10.6 78.9 106 199
50 - 199 27.6 65.2 7.2 221
200 - 499 38.4 535 8.1 185
500 - 4999 56.6 32.7 10.7 159
5000+ 87.0 7.6 5.4 86

Population of Table (n) s all respondents in sample

Note: Sector SIC O Agriculture, Forestry and Fishing was not included — see
Appendix 1, Section 1.2

Ssource: IMS Survey
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This is a pattern familiar from research looking at more general
sources of business and employment advice and support provision to
small and medium-sized enterprises (see, for example, Atkinson and
Meager 1993). That is, the organisations apparently most in need of
such advice and support, and whose management and organisational
practices could most benefit from it (namely the smallest firms), are
the ones least likely to be aware of its existence, least likely to
recognise a need for it, and least likely to seek it out. Similarly we
have seen in previous chapters that smaller organisations are,
generally speaking, less likely to recruit and employ people with
disabilities, and most likely to perceive problems and difficulties in
so doing. A priori, therefore, they would appear to have the greatest
potential benefit to derive from external support and advice
provision.

Yet again, however, we must be careful in not drawing over-strong
conclusions from this. There are several possible motivations for an
organisation in wishing to seek such support/advice. In particular, it
is worth distinguishing between:

i organisations who do not employ people with disabilities, but
who: wish to, feel that they ought to do so, or who wish to find
ways of overcoming the barriers they perceive to do doing so;

ii organisations who already have employees with disabilities, who
receive applications from such people, or who have existing
employees who have become disabled, and who therefore wish to
find ways of making provision or accommodation for them.

Chapter 3 showed that the dominant reason for not employing people
with disabilities (particularly among smaller firms) is that none have
applied to the firm for employment. Arguabiy, therefore, case (i)
above is the less plausible of the two for seeking external support and
advice, the trigger for which is more likely to be applications for
employment from disabled people or an existing employee becoming
disabled. We have already argued that larger firms are more likely,
simply by virtue of their size and the greater volume of their
recruitment activity, to encounter disabled applicants or employees,
and hence the perceived need for external support and advice is more
likely to be triggered than in a smaller firm.® This interpretation was
supported by much of the evidence from the smaller case study
organisations, who often took the line ‘... we would seek such support
only as and when we need it; for example, if one of our employees
became disabled’.

There may be some important policy implications here. The
understanding that there is some obligation (for all but the smallest
firms) to employ disabled people, that there may also be considerable
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We have also noted in previous chapters that smaller firms are less likely
than large ones to have proactive policies on the recruitment and
employment of people with disabilities. Again some care needs to be
taken in interpreting causality here — large firms are more likely to
encounter disabled people in employment or applying for jobs, and this
experience may itself be the motivation to develop a policy (rather than
ice versa).
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benefits to the firm in doing so, and that ‘good practice’ implies a
positive and proactive stance, is a message that has not reached many
small organisations. Such organisations are unlikely to recognise the
need for such advice and to seek it out. Therefore, unless prompted
by force of circumstance. Marketing of existing support and provision
to such smaller organisations is therefore important (perhaps through
the means of other intermediary bodies who are in regular contact
with small businesses — TECs are likely to have an increasingly
important role here). It is also worth noting in this context that some
of the case study responses suggested that even where there was an
awareness of advice and support available through the Employment
Service, for example, it was often believed that such provision was
appropriate only for dealing with a specific issue and a specific
disability, rather than for providing more general advice about good
practice in recruitment, employment, training etc.

More support for the argument that it is the organisations who
already have employees with disabilities, and who already take a
positive, proactive stance in this area, who are most likely to seek
external support and advice, is provided in Table 7.2.

Table 7.2 Use of external advice/support, by existing employment of, and policy

% of respondents having  Total

sought external (N =)
advice/support
Whether currently employ people with disabilities
Yes 48.4 626
No 7.7 444
Don’t know 5.0 20
Whether have formal policy on employing people
with disabilities
Yes, written 66.1 280
Yes, unwritten 370 208
No 13.0 568
Don’t know 3.6 28
Population of Table (n) is all respondents in sample
source: IMS Survey
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7.3 Sources of external advice and support

To whom then did our respondents turn for advice and support in
recruiting and employing people with disabilities? Table 7.3 shows,
firstly, that among the third or so of respondents who did seek such
advice and support, the main Employment Department organisations
effectively dominate the market, with nearly 80 per cent of this group
using the various ES services (DRO/DAS/PACT), and nearly half
using the Jobcentre. By comparison, the other sources were used
infrequently, with the Local Authority, the local TEC and the Citizens’
Advice Bureau being used by some 16 per cent, 13 per cent and three
per cent of this group respectively. ‘Other’ sources of advice and
support were listed by 17 per cent of rzspondents, and these were, for
the most part, the various voluntary organisations and charities
dealing with disability issues, or local networks of such bodies.

Table 7.3 Source of help, support etc.

Source % using Nature of assistance received (% of users of each
the source. Note: can total more than 100%)
source

Practical/ Advice/  Referral to  Total users
financial information other sources of source

DRO/DAS/ PACT 79.0 49.1 95.1 27.7 267
Jobcentre 47.3 31.9 86.9 20.0 160
TEC 12.7 419 83.7 32.6 43
t ocal Authority 16.3 40.0 89.1 18.2 55
Citizens' Advice Bureau 3.3 18.2 100.0 91 11
Other 16.9 40.4 93.0 35.1 57

Total users of advice (N=) 338

Population of Table (n) is all respondents having sought external advice/support

Source: IMS Survey

The Table also looks at what kind of assistance employers actually
received from these different organisations (ie whether it was mainly
practical/financial help, whether it involved advice or information, or
whether the organisation referred the employer on to other sources
of assistance). It can be seen firstly that the main form of assistance
provided by all the sources was advice and information (in each case
over 80 per cent of those seeking assistance got this). In nearly all the
cases the source provided practical or financial help about half as
often as it provided advice and information (the sole exception being
the CABs which provided advice/information in all cases, and
practical or financial help relatively rirely — as would be expected,
given the nature of these organisations). The various sources differed
rather more in the extent to which they referred the employer on to
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Table 7.4 Use of different advice/support sources

other sources of assistance — TECs, in particular, were the most likely

to do this.

It is also of some interest, given the significant variation in the
propensity to seek assistance between different organisations
(especially between different employment size bands) noted above, to
ask whether the penetration of the various advice and supfort
organisations varied between different parts of the employer market.

Table 7.4 looks at this ¢uestion.

% using source

DRO/ Job- TEC  Local Auth. CAB Other Yotal
DAS centre (N=)
/PACT
Total 79.0 47.3 12.7 16.3 3.3 16.9 338
Sector
Energy/Water supply 89.4 47.4 211 36.8 0.0 26.3 19
Metals/Minerals 818 54.5 9.1 121 3.0 121 33
Engineering 78.7 57.4 49 16.4 0.0 115 61
Other Manufacturing 80.8 53.8 7.7 3.8 0.0 11.5 26
Construction 100.0 66.7 16.7 0.0 0.0 0.0 6
Distribution/Hotels 58.3 39.6 146 18.8 8.3 18.8 48
Transport/Comm 68.4 47.4 211 15.8 0.0 263 19
Financial/Bus. Services 85.3 42.6 13.2 19.1 4.4 235 68
Other Services 84.5 39.7 17.2 138 5.2 13.8 58
Number of employees
- 10 60.0 40.0 40.0 20.0 0.0 20.0 5
It - 49 61.9 47.6 9.5 19.0 9.5 9.5 21
50 - 199 73.8 36.1 115 16.4 3.3 8.2 61
200 - 499 67.6 50.7 5.6 141 0.0 8.5 71
500 - 4999 86.7 55.6 13.3 111 33 18.9 90
5000+ 92.5 47.5 18.8 20.0 5.0 28.8 80
Population of Table (n) is all respondents having sought external advice/support
Note: Sector SIC O Agriculture, Forestry and Fishing was not included - see Appendix 1, Section 1.2
Source IMS Survey
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As far as sector is concerned, there are variations between the
different advice sources used by the employers in different sectors,
but they do not fall into any clear pattern, and they are not, for the
most part, statistically significant.

The variation by size is more interesting, since although there is a
general tendency for the use of all advice/support sources to increase
with employment size, this increase is most consistent and marked for
the use of the Employment Service (DRO/DAS/PACT). Thus although
the Employment Service has the greatest share of this ‘market’ for all
size groups, its relative advantage is far greater in the larger size
groups. Thus, as might be expected, some of the less ‘specialist’
advice sources achieve relatively higher penetration in the smaller
size groups. It is notable, for example, that the use of the Jobcentre for
such purposes varies relatively little with size, and this variation is
statistically insignificant. Similarly, the TEC and the Local Authority
appear to do relatively ‘well’ in the smaller size categories, although
small numbers in some cells urge caution here.

Whilst these findings are somewhat short of conclusive, they reinforce
the notion that the smaller organisations are ill-served by most of the
existing sources. Some of the ‘generalist’ agencies are relatively more
successful among these employer groups, and the successful
marketing of more specialist disability services to the smallest
employers could perhaps most effectively occur through referral
networks with such other agencies.

Finally, it is also of some interest to consider whether employers who
already have employees with disabilities tend to use different advice
sources than those who do not; that is, are there any advice sources
which are relatively more successful than others in getting to the
group of employers who do not employ people with disabilities?

Table 7.5 Use of different advice/support sources by current employment of people

% using source

DRO/DAS  Job- TEC Local CAB  Giher Total

/PACT centre Auth. (N=)
Total 79.0 47.3 12.7 16.3 3.3 16.9 338
Emiploy people
with disabilities?
Yes 81.8 47.5 135 15.8 3.6 17.8 303
No 52.9 471 5.9 20.6 0.0 8.8 34
Don't know 0.0 0.0 0.0 0.0 0.0 0.0 1
Population of Table (M s all respondents having sought external advice/support
Sources IMS Survey
Q
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Again, given the small number of respondents who do not employ
people with disabilities who have sought any form of support/advice,
Table 7.5 does not permit strong conclusions; and again it is clear that
the Employment Service provision dominates the sources among both
those who do and those who do not employ people with disabilities.
Yet again, however, it would seem that the Employment Service’s
relative advantage (over generalist sources of advice such as the
Jobcentre and the Local Authority) is much smaller among employers
who do not employ people with disabilities, than it is among those
who do. This is again consistent with some of the case study evidence
that the offerings of the Employment Service are seen more as a
source of disability-specific advice for employers who already do (or
who have decided to employ) someone with a disability, rather than
a source of general information and advocacy on the benefits of
employing people with a disability, and how to go about attracting
and recruiting such people.

7.4 Failed attempts to obtain advice/support

Respondents were also asked to indicate whether they had sought but
failed to get advice/support relating to the recruitment/employment
of people with disabilities, from any of the above agencies. Table 7.6
reports their responses, and calculates ‘dissatisfaction rates’, ie those
who were unsuccessful in obtaining advice/support from a given
organisation as a percentage of all those who sought advice from that
organisation (successfully or unsuccessfully).

Table 7.6 ‘Dissatisfaction rates’ by source of advice/support

Source of advice/support % of those seeking Total seeking
advice/support advice/support
who did not get it (N=)
DRO/DAS/PACT 57 283
Jobcentre 6.4 171
TEC 6.5 46
Local authority 8.3 60
CAB 15.4 13
Other 5.0 60

Population of Table (n} is all respondents having sought but failed to get
advice/support

Source: IMS Survey

The key feature which stands out from the Table is how low the
dissatisfaction rate for all the different types of agencies is; in all
cases bar one it lics well below ten per cent (and the slightly higher
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rate recorded for ‘the Citizens’ Advice Bureau cannot be given much
weight given the very small numbers involved).

Taking these findings together with those in previous sections,
therefore, they suggest that the range of advice and support currently
available to employers is generally adequate, in the sense that those
employers who sought assistance or support from these organisations
nearly always got it. The main deficiency in this area, rather, would
seem to be that there are large numbers of employers, particularly the
smallest employers and those who do not currently employ people
with disabilities, who tend not to seek advice and support. To reach
these organisations (which clearly need to be reached, if the overall
level of employment of people with disabilities is to be increased
significantly), a greater emphasis on active marketing and ‘outreach’
work might therefore b= required.

7.5 More help needed?

Finally, in order to gauge the extent and nature of unmet employer
need in this area, respondents were asked whether there was any
form of help, support or advice from government or other agencies
which they would find particularly helpful in the recruitment or
employment of people with disabilities.

Only a small minority of the 1,043 respondents answering this
question (some 16 per cent) said that there was some additional
assistance which they would find helpful in this regard, a further 44
per cent stated that there was not, whilst 40 per cent did not have an
opinion on this.

Table 7.7 shows how this varies by sector and by size — there is
some sectoral variation, but it does not fall into any strong or clear
pattern, with the largest proportions looking for more assistance
found in energy and water supply, financial and business and other
services. These latter sectors are, however, ones with a size structure
containing a higher than average proportion of large firms, and the
Table also confirms a strong and significant relationship with size.
The largest organisations are eight times more likely than the smallest
to think that additional external advice or support would be helpful,
further reinforcing the notion put forward above, that not only are
small firms less likely than average to use such services, but they are
also less likely than average to recognise or articulate a need for
them.

Finally, respondents indicating a wish for more or different external
assistance from government or other agencies, were asked to indicate
what would be most useful in this area. The question was an
‘open-ended’ one and respondents suggestions have been grouped
into broad categories and summarised in Table 7.8.

It is perhaps unsurprising that the largest single category of greater
assistance required was financial — over a third of those giving
suggestions suggested that the government should invest more
(through larger payments, and/or wider eligibility than currently
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Table 7.7 Requirements for additional advice/support by size and sector

%
Yes ‘No Don't N=
know

Total 16.0 44.3 39.7 1,043
Sector
Energy/Water supply 29.6 40.7 29.6 27
Metals/Minerals 141 52.1 33.8 71
Engineering 114 478 40.8 201
Other Manufacturing 12.1 50.0 379 66
Construction 129 443 429 70
Distribution/Hotels 14.5 424 43.0 165
Transport/Communication 10.4 47.2 425 106
Financial/Business Services 21.5 44.6 339 186
Other Services 22.7 340 43.3 150
Number of employees
1-10 5.8 48.2 46.1 191
11 -49 9.2 441 46.7 195
50 - 199 16.4 45.8 379 214
200 - 499 15.9 443 39.3 176
500 - 4999 241 38.6 37.2 145
5000+ 44.0 33.3 226 84

Population of Table (n) is all respondents indicating requirement for
additional advice/support

Note: Sector SIC O Agriculture, Forestry and Fishing was not included — see
Appendix 1, Section 1.2

Source: IMS Survey

exists for government funded support for employing people with
disabilities) in grants to enable/encourage employers to recruit and
retain people with disabilities. Suggestions covered both wage
subsidies (in which context a further four per cent of these
respondents advocated an expansion of the Sheltered Placement
Scheme), and financial aid for specific purposes such as equipment
purchase, buildings modification etc.

Some suggestions related to changes in the operation or emphasis of
existing services — eg a system of back-up visits from DROs (20 per
cent), a more proactive stance from the PACT teams (nine per cent).

Q
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Table 7.8 Extra categories of external assistance required

Yorm of assistance %
citing category

Financial grants 37.8
Back-up visits from the DRO 20.1
Directories of disability agencies/charities dealing with 16.5
recruitment

Co-ordination between government depts. in 12.2
information/support to employers

PACTs to be proactive in liaising between employers 9.1
and disabled

More/better advice on use and availability of special 8.5
equipment

Publicity for disabled role models 7.9
Anti-discrimination legislation n the disability area 6.7
Revised definition of disability 4.3
Training programmes for people with disabilities 3.7
Expansion of Sheltered Placement Scheme 3.7
Enforcement of quota 3.0
Funding for/provision of disability awareness training 3.0
Medical assessments 1.2
Abolition of quota system 1.2
Relax Income Support criteria for disabled people 1.2
working part-time

Transport assistance 0.6
Obligation on disabled people to report part-time 0.6
work requirement for additional advice/support

Marketing of ES disability symbo! to people with 0.6
disabilities

TOTAL (N=) 164

Population of Table (n) is all respondents indicating a requirement for
additiona!l advice/support

Source: IMS Survey

Others essentially saw public bodies playing a more effec ive
co-ordinating/facilitating role, for example, through publication f
directories of voluntary sector and charitable training providers and
other potential sources of disabled labour (17 per cent), or through
improving the co-ordination of public agencies and their relationships
with networks of employers (12 per cent). In this context it is
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interesting that some of the case study respondents argued strongly
that a major problem for employers in wishing to recruit actively
from people with disabilities is one of accessing the pool of
inactive/unemployed disabled labour — they would wish to deal
with the voluntary sector as a potential source of such supply, but
find it fragmented, ill-co-ordinated and competitive. One such
respondent said:

‘... we'd be keen to do more, but when we think we’ve got vacancies
that would be suitable for disabled people, we try and contact some
of the charities, but they hardly ever come up with anyone, and they
don’t seem to pass the word around among themselves... perhaps
this is something the TEC could do.’

Some respondents (generally the ‘better practice’ ones) did also
mention membership of various employer networks (such as the
Employers’ Forum on Disability, and some local/regional equivalents)
as a useful mechanism here.

On the legislative front, it is interesting that only two respondents
argued for abolition of the three per cent quota (as against five who
argued that it should be enforced); whilst seven per cent argued for
the introduction of anti-discrimination legislation for people with
disabilities.

) .
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1 Research Methods and Sample Characteristics

1.1 Introduction

In this Appendix we consider the research methodology, and then go
on to describe the characteristics of the achieved sample, on which
the results discussed in the previous chapters are based.

1.2 Research methods and target sample characteristics

The research was conducted using a self-completion postal
questionnaire, agreed in discussion with the Employment
Department. A copy of the questionnaire is shown in Appendix 2.
This was followed up by more detailed case-study interviews with
a small number of respondents.

The total sample comprised of two sub—samples, both of which were
drawn at organisation level rather than establishment level, as we
were mainly interested in the overall policy and practice issues
thrcughout the whole organisation, rather than the actual practice in
individual establishments. The first sub-sample was a random sample
and was drawn from Dun and Bradstreet, chosen because it is an
organisation-based database. The second was a control sample of
employers known or believed to recruit and employ people with
disabilities, and to exhibit ‘good practice’ as regards the employment
of people with disabilities. This smaller sub-sample was chosen from
lists of employers who used the Employment Service disability
symbol, or who were involved with the Employers’ Forum on
Disabilities or Opportunities for Disabled. The questionnaire for the
random sample was addressed to 'The Personnel Director’, while the
questionnaire for the ‘good practice’ sample was personally addressed
to the person responsible for equal opportunities within the
organisation. In both cases two full reminders were sent to
non-respondents.

The random samnle aimed at broad representativeness, and was
structured by emr, loyment size and by industrial sector, as shown in
Table 1.1. Sector SIC 0 Agriculture, Forestry and Fishing was
excluded from the survey due to the preponderance of very small
employers in this sector and the difficulty of constructing a reliable
employer based sample frame in “he time available for the survey.
Given however, that this sector accounts for a mere 1.4 per cent of
UK employees (Census of Employment 1991) it was not believed that
this exclusion detracts from the reliability of the survey. However, as
the control sample was aimed at "good practice’ employers, it was not

)
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Table 1.1 Structure of initial random sample

SIC Code Number of Employees

<100 100-199 200+ Total
1-4 134 71 246 451
5 91 12 22 125
6-9 847 165 408 1,420
Total 1,072 248 676 1,996

Source: IMS Survey

meant to be representative in terms of size and structure, and the
sample characteristics were not recorded.

The response rates for the total sample and the two sub-samples are
summarised in Table 1.2. The initial mailing of 2,308 questionnaires
consisted of 1,996 in the random sub-sample and 312 in the ‘good
practice’ sub-sample. After eliminating the Post Office Returns and
questionnaires addressed to inappropriate organisations’ the effective
samples were 2,156, 1,855, and 301 respectively for the total sample
and the random and control sub-samples.

There were 1,123 useable replies to the survey as a whole, giving an
overall response rate of 49 per cent and an effective response rate of
52 per cent. The corresponding response rates for the random
sub-sample were 46 per cent and 50 per cent, and for the control
sub-sample were 64 per cent and 66 per cent.

Table 1.2 Survey response summary

Total sample Random sub- Control sub-

sample sample
Initial Mailing 2,308 1,996 312
Post Office Returns etc. 152 141 1
tffective Sample 2,156 1,855 3M
Total Returns 1,151
Not Completed 28
Participants 1,123 924 199

Yo Yo Yo

QOverall Response Rate 48.7 46 3 63.8
t ffoctive Response Rate 52.1 498 661

Source: IMS Survey

9

Eg these were organisations which turned out not to be ‘employers’ in
the required sense, such as some voluntary and religious organisations,
or self-employed sole traders.
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Because the random sub-sample was structured by employment size
and industrial sector, we were able to calculate response rates for the
individual size and sector categories to see if they was any response
bias to the sample. Table 1.3 shows the effective sample (ie after
eliminating the Post Office Returns, etc.), broken down by
employment size and sector, and Table 1.4 shows the response rates
for each size and sector category of the random sample. There is very
little variation in the response rates between the different sectors and
size bands, so we can be fairly confident that there was no significant
and systematic bias, by size or by sector, in the responses to the
random sub-sample."

Table 1.3 Structure of effective random sample

SIC Code Number of Employees

<100 100-199 200+ Total
1-4 124 68 245 437
5 82 12 22 116
6-9 744 159 399 1,302
Total 950 239 666 1,855

Source: IMS Survey

Table 1.4 Response rates for the random sample by size and sector (%)

SIC Code Number of Employees

<100 100-199 200+ Total
1-4 55.6 441 53.1 524
5 53.7 25.0 45.5 49.1
6-9 47.7 56.0 48.6 49.0
Total 49.3 51.0 50.2 49.8

Source: IMS Survey

It should be noted that these response rates refer to numbers of
questionnaires received from each size and sector category, rather than
the responses given to the questions on industrial sector and numbers
of employees. Among the responses there was a bias towards smaller
organisations and the production sector, which may be accounted for by
guestionnaires being answered by a single establishment or other unit
whose employment size and main activity is different to that of the
organisation as a whole, and by employers reducing employment levels

during the recession,
o . . . , "
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As mentioned above, a selection of respondents to the postal survey
was chosen for detailed interviews to flesh out the questionnaire
responses. The respondents were chosen on the basis of both their
structural characteristics and their responses to the survey, to get a
reasonable split between those employing/not employing people with
disabilities and those ’‘positive’/‘negative’ attitudes towards

employing disabled people, as well as to achieve a reasonable spread
of sizes and sectors.

Twenty one such case-studies were undertaken, and the

characteristics of those organisations that were interviewed is shown
in Table 1.5.

Table 1.5 Characteristics of case-study organisations

No. of Organisations

Employing people with disabilities 15
Not employing people with disabilities 6
SIC 1-4 6
SIC 5 1
SIC 6-9 14
<100 Employees 5
100-199 Employees 2
200+ Employees 14
‘Good practice’ employers 8
Organisations from random sub-sample 13

Source: IMS Survey

1.3 Characteristics of the achieved sample

Respondents were asked to provide the following background
information about their organisation or establishment: whether they
were answering on behalf of the whole organisation, a single
establishment, or su.ue other unit; whether they were in the private
sector, the public sector, or the voluntary sector; the main activity of
the organisation/establishment; and the number of employees at the
organisation/establishment.

Table 1.6 presents the background characteristics of the total achieved
sample and the two sub-samples. Examining first on whose behalf the
questions were answered, 75 per cent of respondents answered on
behalf of the whole organisation, 21 per cent answered on behalf of
a single site or establishment, while four per cent of answers were on
behalf of some other unit, such as a divisional or regional office.
There was very little variation in these proportions between the
random sample and the ‘good practice’ sample.

Q .
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Table 1.6 Background information on the achieved sample

Total Random Control
Sample (%) Sub-sample (%) Sub—sample (%)

Responses on behalf of:

Whole Organisation 74.8 749 741
Single Establishment 21.2 215 19.8
Other Unit 4.0 3.5 6.1
N= 1107 910 197
Ownership
Private Sector 93.0 96.0 79.3
Public Sector 5.8 31 18.7
Voluntary Sector 1.2 1.0 20
N= 1113 915 198
Industrial Sector
Energy/Water Supply 2.4 1.5 7.0
Metals/Minerals 7.0 6.5 9.0
Engineering 191 211 9.5
Other Manufacturing 6.4 5.9 9.0
Construction 6.5 7.3 3.0
Distribution/Hotels/Catering 16.0 17.4 9.5
Transport/Communication 10.2 111 5.5
Business Services 17.9 16.5 246
Other Services 14.5 12.8 226
N= 1122 923 199
Number of Employees
1-10 19.6 23.6 1.0
11-49 19.2 222 5.2
50-199 20.7 213 17.7
200-499 17.3 19.2 89
500-4999 14.7 120 27.6
5000+ 8.5 1.8 396
N= 1079 887 192

Source; IMS Survey

Just over nine out of ten of all respondents were in the private sector,
while six per cent were in the public sector and one per cent in the
voluntary sector. However, among the ‘good practice’ sample, over
one in five respondents were in the public and voluntary sectors, and
among the random sample fewer than one in twenty were in either
the public or the voluntary sector.

Around a third of respondents were in the production industries (SIC
1-4), seven per cent were in construction, and around 60 per cent are
in the service industries (SIC 6-9). These proportions vary little
between the random sample and the ‘good practice’ sample, although
there is rather more variation when looking at the individual
industries. In particular, engineering, construction, and distribution,
hotels and catering are over-represented in the random sample, while
energy and water supply, financial and business services, and other
services are over-represented in the control sample. Turning to the

Q
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size distribution, we find that small and medium sized organisations
are concentrated in the random sample, and that the largest
organisations are mainly to be found in the ‘good practice’ sample.

Finally, Table 1.7 shows the breakdown of size of establishment by
sector for the total sample. More than half of all organisations in the
energy and water supply sector have 5,000 or more employees,
compared with only two per cent in the engineering sector, while at
least half of all organisations in construction, transport and
communication, and other services, have fewer than 50 employees.

Table 1.7 Size distribution of organisations within each sector

1-10 1149 50-199 200499 500-4,999 5,000+ N=

All 19.5 19.2 207 17.3 14.7 8.5 1,078
Energy/Water Supply 0.0 37 3.7 18.5 22.2 519 27
Metals/Minerals 9.3 6.7 28.0 26.7 213 8.0 75
Engineering 10.7 18.0 26.7 26.2 16.5 1.9 206
Other Manufacturing 59 20.6 26.5 235 19.1 4.4 68
Construction 239 324 21.1 11.3 8.5 2.8 71
Distribution/Hotels 19.4 19.4 200 18.8 13.5 8.8 170
Transport/Communication 345 29.1 10.0 10.0 8.2 8.2 110
Business Services 238 13.5 20.7 14.5 15.5 119 193
Other Services 27.2 22.8 17.7 8.2 139 10.0 158

Note: Sector SIC O Agriculture, Forestry and Fishing was not included - see Appendix 1, Section 1.2.

Source: IMS Survey
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In confidence

THE EMPLOYMENT OF PEOPLE WITH DISABILITIES

A survey conducted by
the Institute of Manpower Studies

on behalf of
The Employment Department

Institute of Manpower Studies
Mantell Building
University of Sussex
Faimer, Brighton
BNt 9RF
Tel: (0273) 686751
Fax: (0273) 690430
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This survey is being conducted by the Institute of Manpower Studies (IMS) on behalf of the Employment Department, to obtain an
up-to-date picture of the recruitment and employment of people with disabilities. It aims to provide Government with information on
what employers are doing with regard 10 recruiting and employing people with disabilities, the problems faced by employers in this
area, and the kinds of help and assistance they requizc.

We would be most grateful if you. or an appropriate colleague could complete this questionnaire, and return it to IMS in the envelope
provided. Most guestions simply require ticking the appropriate box, and the questionnaire should only take a short time w complete.

The survey is entirely confidential. and the data collected will be used anonymously in a statistical analysis. No names of

organisations or individuals will be passed by IMS 10 the Employment Department or to any other party. Individual questionnaires
will be destroyed after the data have been anonymously coded.

If you have any queries, please contact Nigel Meager, Sheila Honey or Clare Simkin at IMS, or Monica Haynes in our survey unit,
on (0273) 686751,

‘The survey is about disability and employment, and we recognise thal there are many definitions and perceptions of a person with a
disability For present purposes. however, a person with a disability is:
"A person who has a disability or long-term health problem which affects the work they can do, whether they are registered
as disabled or not.”

Thank you in advance for your assistance

Background information about this organisation/establishment

I Please indicate whether you are answering this questionnaire on behalf of: {please tick one box)

Ihe whole organ- A single site or Some other unit (e.g. division,
sation/business establishment region ete)

2 What 1 the nune of your organisation/business? Please write in

1 What are your main products or services? Please write in

4 In which secior 15 your organisahion/business”’ (please tick one box)
private sector ‘ | public sector I voluntary sector D

§ How many are currently cmployed i your organisation/establishment” Please write in

Employment of people with disabilities

6 Does your organisation/estabhishment currently employ any people with disabilities or long-term health problems which aftect the
work they van do, whether they are registered as disabled or not? Please tick one hoy

Yes No Don’t
know

If you have answered "ao or “don’t know”, please go to question 10

716 “yes . how many people with disabihiies deoyou employ? Please write an, if known I
% And of these, how many are tegistered disabied* Please write inf known |

9 Please indicate, by tieking the approprate hoxes, which types ot disability you are aware of among employees in your
organisation/establishment

disabihity atfectmg mobihty or dextenty of anmisdegs, hands, ditficulty i hearmg
feet, back. neck or head tincd cerebral palsy. MSCarthntisg

oulty 1 secing, even when glasses, contact fenses or other sk conditions. atlergies
ards are used

L L

contd

For office

use only

0183 14
3-8

1113

1519

20
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question 9 comd.

3 severe heart, severe blood pressure or severe blood circulation chest or breathing problems,
problems asthma, bronchilis

epilepsy diabetes stomach, liver, kidneys, bladder or

digestion problems

blood disorders, like leukemia, haemophilia or anaemia D depression, bad nerves or anxiety
mental iilness or suffer from phobias, panics or other nervous mental bandicap or other severe or
disorders specific learning difficulties

drug or alcohol
dependency/addiction Other (please specify)

Please go 10 question 15

LULLL

Questions 10-12 are for organisations who do not currently employ people with disabilitics

10 If your organisation/establishment does not employ/recruit people with disabilities, is this because:

no-one with a disability has applied for employment in the orgamisation/establishment? E pleuse
tick

those

some have applied, but not been recruited. on gmunds other than their disability? """‘I‘h

apply

some have applied, but not been recrutted due w ther disability. which was a barrier for a particular joh?
some have been emy ioyed in the past, but subsequently left?

don’t know D other reason(s) (please specify)

11 Are there. in your view, panticular problems or difficulties associated with the employment of people with disabilities?

No Don't
know

12 1f "yes™, what Jo you feel 1s the source of these difficulues? Please tick appropriate boxes)

UL L

please tick one box Yes

L

premises cost of special

equipment

cost of alterations to premises

types of job/work difficult access to

premises

Aifficult journey o work

attitudes of other
staff/managers

attitudes of custorners concern about productivity of

workers with disabilities

LLL

concern that disabled workers might bave increased sick eave concern about additional

supervion/management costs

LLULL

Other factors (please
specify)

LLLUL L
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13 Are there. in your view, particular problems or difficulties associated with the retention of employees who have become disabled?

please tick one box Yes [:l No : Don't know :]

14 If “yes", what do you feel is the source of these difficulties? Please wrile in, using the calegories given in question 12, if possible

All remaining questions should be answered by all respondents, unless otherwise indicated

Policies on recruitment/employment of people with disabilities

15 Does your organisation/establishment have a formal policy regarding the recruitment and employment of people with disabilities?
Please tick one box

Yes. written policy Yes, unwritten policy No policy Don't
know

16 Does your organisation/establishment actively seek to recruit people with disabilities? ’lease tick one box
17 1f "yes",

Yes No Don't
L know
a) does this apply to
all a specified range of specific vacancies on a don't
vacancies vacancies case-by-case basis know

b) how do you seck Lo recruit people with disabilities”? Please tick appropriate boxes)

If "ne” or "don’t know", go 1o question 18

specific request to job adver: .ements notify Disablement Resettlement
Johcentre/Careers welcoming disabled OfficerMisability Employment
Office applicants Adviser
notifying a voluntary other method(s) (please
organisation specify)

¢) does your organisation/establishment use the Employment Service disability symbol in job advertisements and
recruttment literature? Please tick one box

Silo, Yes No Pon't
EW&“ know

&
LN n\‘

Problems/difficulties encountered in employing people with disabilities

18 If a person with a disability applied for a job, what questions/reservations would be uppermost in your mind? Please write in

19 Has your vrgamsation/establishinent expenenced particular problems or difficulties in the employment of people with disabilities?

please 1ick one box Yes No Don't
know

If "o or “don’t know ", go 1o question 21

20 If “yes”, please indicate below the disabilities 1n queston, and the nature of the problean/difficulty encountered.

problem/difficulty disability

135
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21 Are there specific disabilities which you feel would prevent a person being employed in your organisation/establishment? Please

tick one box
Yes No Don’t
know

22 If "yes", please indicate below the disabilities in question, and the reasons for the difficulty (please use the categories of
disability listed in question 9 above, if possible)

Disability Reason

If "no™ or "don’t know", go 1o question 23

Advantages of employing people with disabilities

23 Does your organisation see any benefit or advantage (to the organisation) associated with the recruitment/employment of people
with disabilitvs?

please tick one box ‘ Yes No Don't
know

If "no” or "don't know", go to question 25

24 If "yes", please give brief details (write in)

Actions taken and support needed in employing people with disabilities

25 Has your organisation/establishment underiaken specific actions as a result of employing people with disabilities, in order to make
it feasible/safe for them to do their job, or to improve their comfort/productivity? (examples might include the provision of special or
modified equipment. modification of buildings/premises, reorganisation of work/changing work content, special training, raising

awareness of other staff, etc) Please t.ck one box
Yes No Don't
know

26 If "yes", please indicate below the disabilities in question, and the action(s) taken:

If "no” or "don't know", go to question 27

Disability Action(s) taken

27 Has your organisation recently considered and rejected any of the kinds of actions outlined in question 25 above?

Please tick one box Yes No Don't
know

If "no” or "don't know", go 1o question 29
28 If "yes", what actions were considered, and why were they rejected”? Please write in

action considered reason for rejection

Q . . -
EMC Appendix 2 — Questionnaire
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Aruitoxt provided by Eic:

29 Are there, or do you think there would be, any extra costs to the organisation associated with recruiting/employing people with

disahilities? Please tick one box
Yes No Don't
know

30 As an example, how much extra cost would the organisation/establishient be prepared to incur as a result of recruiting a person
with a disahility in a post with a gross equivalent annual salary of:

L

a) £8,0007 intial cost (£) ongoing cost (£ per year)

by £15,0007 initial cost (£)

ongoing cost (£ per year)

¢) £22.0007 initial cost {£) ongoing cost (£ per year)

(0L
L

31 Would the organisation/establishment be prepared to spend more than this when the person in question was an existing employee
acquiring a disability or long-terin health problem whilst in post? Please tick one box

Yes No Don’t

know

i
L
L

32 H.s your organisation/establishment sought any form of help. support or advice with regard to the recruitmentemployment of
people with disabilities? Please tick one hox
Yes

No Don't

know

i
L
L

If "no” or "don’t know", please go 1o question 35

3VAf "yes", please indicate where you sought this external assistance, and the nature of the assistance provided (tick boxes)

Nature of assistance

Source of assistance referral to other source(s) of

practical/tinancial advice/information assistance
DRO/DAS/PACT (see * below tor detimtiens)

Jobeentre
Tramng and koterprise Council
Focal Authorny

Chiizens' Advice Bureau

Other (please specify)

LLOLLL
LUUUOLL

UULLULL

* Disablement Resettlement Ofticer/Disabilioy Advisory Senace/Placing, Assessment & Counselling Team

34 Please also indicate any organsations/agencies from whom you sought, but dad not get. assistance relating to the recrintment/
employment of people with disabilttes (tick bovesy

DRO/DAS/PACTT # Jobeentre Irammg and

Lnterprise Council

Other
tspecify)

[ oval Authonty I Cruzens' Advice

Bureau

L L
LI
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35 Is there any form of help, support or advice from govemment or other agencies which you would find prrticulariy helpful in the
recruitment/employment of people v.:ith disabilities? Please tick one box

Yes No Don't
know

36 If "yes", please indicate briefly what kind of extemal assistance would be most useful (write in)

Further comments

If you have any further comments about the recruitment, employment, career development or retention of employees with disabilities
in your organisation, about the kinds of help and support required, or about the actions you feel employers should undertake n order
successfully W recruiemploy people with disabilities, please write them below:

Further contact

Thank you for participating in this survey. Please return the questionmaire in the reply-paid envelope to IMS at the
address below.

All questionnaires will be treated in confidence

We hope to pursue the issues covered in the survey in greater depth wath a small number of employers. It you or a
collcague would be willing to spare a small amount of time for a confidential discussion with a member of our rescarch
team, please indicate:

Name of contact: ‘Telephone number:

Position in organisation,

If. however. you would not be prepared to be contacted agam i connection with this work, please put a cross
i the box

If you have any queries about the study, picase contact Nigel Meager, Sherla Honey, Clare Sunkan or Moniea Haynes at the address
below

Institute of Manpower Studies
Mantell Building
University of Sussex
Falmer, Brighton
BN1 9RF
Tel: (0273) 686751
Fax: (0273) 690430
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1. Introduction

'Elillc‘/\ppvn(hx 3 — literature Review

The research project, of which this literature review forms part,
examines through a postal survey of employers and subsequent
in-depth interviews, the attitudes and behaviour of employers
towards people with disabilities. In particular, the main rationale for
the research is to obtain a much clearer idea of what employers are
prepared to do with regard to recruiting and employing people with
disabilities, with emphasis on why ‘leading edge’ employers are
prepared to act (which in turn will provide a source of advice and
guidance for other employers), and the areas in which employers are
not prepared to act. The Government also needs to discover what
kinds of help and assistance employers need if they are to do more
in this area.

Normal practice in such projects for the IMS Commentary programme
is to conduct an initial review of existing relevant literature and data,
to inform the design of the research instruments, and to sit the
findings of the study in the context of what is already known. In the
present case, however, there was some question as to whether the
answers to the questions being covered in the study could be
obtained from previous research. The literature/data review,
therefore, had the additional function of checking whether this was
the case, and whether the subsequent planned stage of primary
empirical research could be justified. For this reason, it was agreed
that this short interim report, summarising the findings of the
literature review would be produced at an early stage of the research.

As will be seen from this summary, there is a considerable range of
existing research on disability and employment, but there is little
up-to-date evidence on employers’ practice, and attitudes, and what
there is does not go beyond the case-study level at best, and anecdote
at worst. Qur judgement on the basis of the literature/data review,
therefore, is that the case for the primary empirical research being
undertaken remains strong.

The research undertaken for the literature/data review was structured
around the following issues:

@ the distribution of different types of disability (in the population
at large and in employment);

@ cvidence from each main type of disability of what employers are
recommended to do on behalf of the disabled (¢ by the various
charities and bodies acting on behalf of people with disabilities);

evidence of what employers actually do;

® why do they ait?

137
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@ any differentiation between what employers do for new recruits
and what they do for existing employees?

costs incurred/ problems encountered;

employers who do not employ/do anything for disabled - why?

@ role of government support/codes of practice/disability symbols
etc.
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2. Distribution of Different Types of Disability

An initial task was to attempt to establish the prevalence of disability
in the population as a whole and the workforce itself, and then to
examine the prevalence of different types of disability. It was felt that
such information would be useful to set against employers'
perceptions of the prevalence of disability, and to inform the design
of research instruments (at the case-study stage, in particular, where
it was intended to examine employers' attitudes through the use of
examples, this would assist the choice of such examples).

There is a wealth of data documenting the numbers of people with
disabilities in general, and with specific disabilities (many of the data
and information sources are usefully summarised in the papers in
Dalley, 1991). Many of these data are at best inconsistent, and at worst
contradictory. Enormous problems arise due to:

@ the difficulty of defining disability;

@ its relative nature (what counts as a disability can be heavily
influenced by how disabling is the environment in which the
person in question finds him/herself);

@® the question of who is doing the defining (the person presumed
to be disabled may come up with very different definitions from
an external agency);

@ the difficulty of distinguishing disability from other states (such
as ‘long term ill-health’); and

@ the wide range of specific definitions used to describe particular
people’s conditions (varying from medical descriptions of the
condition in question, to descriptivns of the implications of its
symptoms for the person’s functioning in society).

In this section we summarise the maze of statistics on disability
incidence in the UK, concentrating on the main findings from the
most important sources.

Two general points about how the prevalence of disability may vary
are also worth making,

@ Firstly, however disability is defined, the prevalence of many types
of disability increases with age, for obvious reasons. This means that
overall estimates of the incidence of disability in the population
will be very sensitive to how that population is defined. If we
include the whole population, for example, we will get much
larger estimates of the proportion of people with disabilities than
if we confine ourselves to people of working age. Similarly, the
percentage of people with disabilities in the client group of

Q
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particular training programmes will depend very much on the
age-eligibility rules of that programme;

@ secondly, it might be expected that for many types of disability,
there will be no tendency for their incidence to vary
systematically between different parts of the country.
Nevertheless, insofar as some types of disability (eg learning
difficulties) are correlated with social and economic deprivation,
there is reason to expect that areas which score highly on indices
of multiple deprivation in their populations will also contain

higher than average proportions of people with these kinds of
disability.

2.1 Incidence of disability in the population as a whole

In order to obtain data on the incidence of disability in the
population, the Office of Population Censuses and Surveys (OPCS)
conducted a series of interview surveys in 1985 and 1986, covering
14,000 adults with disabilities and the parents of 1,300 disabled
children (the surveys are reported in Martin, Meltzer and Elliott, 1988;
Martin and White, 1988; Bone and Meltzer, 1989; Martin, White and
Meltzer 1989; Smyth and Robus, 1989; Meltzer, Smyth and Robus, 1989).

The OPCS work (which has been criticised for its adherence to the
‘medical model’ of disability) distinguishes between ‘Impairment’,
‘Disability’ and ‘Handicap’ according to the International
Classification of Impairments, Disabilities and Handicaps (ICIDH)",
and OPCS concentrate on ‘Disability’ under this definition, although
information on the other two categories was also collected.

On the basis of these surveys, and taking account also of information
from the General Household Survey, grossed up to the population as

1 The relevant definitions are as follows:

Impairment - any loss or abnormality of psychological, physiological or
anatomical structure or function (ie this is dealing with parts or systems of
the body that do not work);

Disability - any restriction or lack (resulting from an impairment) of ability
to perform an activity in the manner or within the range considered normal
for a human being (ie this refers to things people cannot do);

Handicap - a disadvantage for a given individual, resulting from an
impairment or disability, that limits or prevents the fulfilment of a role
(depending on age, sex or cultural factors) for that individual (ie this is in
relation to a particular environment and relationships with other people).

In many cases there is a one-to-one correspondence between impairment
and disability if the impairment is sufficiently serious. Eg an impairment
with vision will give rise to a disability with seeing and a handicap
regarding orientation. However, to complicate matters, two different
impairments can lead to the same disability, or one impairment can give rise
to several disabilities. Thus skeletal and cardio-respiratory impairments can
both lead to disability in walking. There is also a lack of correspondence
between disability and handicap, as handicaps are affected by factors such
as differences in the environment, the availability of support from others,
and the roles an individual is expected to fill.

Institute of Manpower Studies
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a whole, OPCS estimated that there were 6,560,000 people with
disabilities in Great Britain in 1985. This is equivalent to just over 12
per cent of the population, or one in eight.

2.1.1 Incidence of disability among people of working age

Of more interest for present purposes is the incidence of disability in
the population of working age (ie between 16 and 60/65). Here we
have at least three major sources of data: the OPCS survey mentioned
above; a survey of ‘Employment and Handicap’ conducted for the
Employment Service by Social and Community Planning Research
(SCPR) in 1989 (Prescott—Clarke, 1990); and the regular Labour Force
Survey (LFS), conducted annually until 1992 (since when it has been
quarterly), which contains a set of questions asking people about

health problems or disabilities which limit the kind of work they can
do.

Table 1 below looks first at the most recent data available (from the
Labour Force Survey in March-May 1992), on disability amongst
people of workiny age.

Table 1. Disability and economic activity (Spring 1992)

(millions) Population of In employment Unemployed Economically
working age inactive

Total 3501 24.86 2.70 7.45

With a limiting health 4.66 1.80 0.46 2.39

problem or disability

% disabled 13.30 7.30 16.90 32.10

Source: IMS calculations from Fabour Force Survey

Key features of note are:

@ the LFS suggests that there are just over four and a half million
people of working age with a health problem or disability which
limits the kind of work they can do {this is based on the
self-assessment of the individuals themselves).

@ this represents 13 per cent of the working age population, but the
incidence of disability is much lower than this amongst those in
employment (seven per cent), and much higher amongst the
unemployed (17 per cent) and the economically inactive (32 per
cent). Put another way, this confirms earlier findings that the
disabled are much more likely than other people to be
unemployed or out of the labour market altogether.

How do these LFS data compare with the earlier data from other
sources? Table 2 shows comparable data from the OPCS (1985)
survey, the SCP'R (1989), and also includes earlier data from the 1989

LFS in order to provide comparison between at least two sources
from the same year.

)
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Table 2. Disability and economic activity: different sources compared

Disabled (millions) OPCS (1985)  SCPR (1989)  LFS (1989)  LFS (1992)
Total disabled of working age 2.1 2.71 n.a. 4.66
Economically inactive 1.25 1.44 n.a. 2.39
of which: permanently unable 0.72 n.a. n.a. n.a.
to work
Unemployed 0.21 0.28 0.40 0.46
In employment 0.65 0.99 1.85 1.80
Unemployment rate (%)
disabled 244 220 17.7 20.2
total population n.a. n.a. 7.2 9.8
‘non-employment’ rate (%)
disabled 69.2 63.5 n.a. 61.2
total population n.a n.a. n.a 29.0

Source: IMS compilation
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The Table confirms the enormous differences between the different
sources, and comparing the LFS and the SCPR data for the same year
(1989) shows that these differences do not simply reflect the different
time period during which the data were collected. Rather they reflect
the differences in definition used in the different surveys. It is clear
that the LFS definition is much broader than that used by the other
sources'?, including as it does limiting health problems which would
not always have been categorised as a disability in the other sources.
This yields an estimate of the disabled population of working age
which is almost twice as large as that given in the OPCS and SCPR
surveys. The OPCS survey, with the most restrictive definition,
produces the smallest estimates of disability.

All the different sources, however, confirm the labour market
disadvantage of the disabled, and in all cases tire uisabled have much
higher rates of unemployment and of economic inactivity than does
the working age population as a whole. Interestingly, the more
restrictive the definition of disability (e the more we exclude those
with ‘limiting health problems’), the greater that relative disadvantage
seems to be. Thus the unemployment rate for the disabled is highest
in the OPCS survey (which adopted the tightest definition of
disability), and lowest in the LES (even in the latter case, however, it

It is of interest to note, that the first results of the 1991 Population
Census, which included for the first time a question on ‘limiting
long-term illness’, produces an figure of 13.1 per cent for the population
as a whole, which is close to the [LFS estimates discussed here (see OPCS
1992).
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is more than twice as high as the unemployment rate in the labour
force as a whole). This suggests that the ‘hard core’ of people with
disabilii..s are the most disadvantaged in labour market terms. A
similar pattern was confirmed within the OPCS data set, since OPCS
classified individuals on a scale according to the severity of the
disability, and the results showed clearly that the more severe the
disability, the greater the likelihood of being unemployed.

Table 2 also shows the ‘non-employment’ rates for disabled people
- ie it takes those not in work as a proportion of the total working age
population (i.e. including the economically inactive). Again, all the
sources show that between 60 and 70 per cent of the disabled
population of working age are not in work at any one time, a figure
which is more than twice as high as that for the working age
population as a whole. It might be thought that economically inactive
people with disabilities are out of the workforce because they are
permanently unable to work. The OPCS survey, however, showed
that this applied to only just over a half of the economically inactive
people with disabilities, suggesting a significant reservoir of disabled
people who would be able to work, but do not seek work, because
they are ‘discouraged’ or do not believe they would get a job.

It is clear that the LFS, despite its relatively broad definition of
disability, is a mine of under-utilised information on the experiences
of people with disabilities in the labour market, their education and
qualifications, the training they undertake, their regional distribution,
and the extent to which they are affected by recession. We have been
unable, in the short time available for preparation of the present
paper, to undertake a full analysis of the LFS.

We were, able, however, to begin to examine the question of the
extent to which the disabled are disproportionately affected by
recession. Figure 1 shows how the unemployment' rate for people
with limiting health problems or disability has moved since 1988, in
comparison with the overall unemployment rate. It suggests that
although people with disabilities have much higher unemployment
rates than average, their unemployment rates are less volatile than
average over the economic cycle. That is to say, when the economy was
booming, as in 1988-90, people with disabilities benefited to a lesser
than average extent from the fall in unemployment. The converse of
this, however, is that in recession (post-1990) the unemployment rate
of people with disabilities appears to have increased less fast than the
average.

2.1.2 Regional variations

There is some evidence of inter-regional variation in the incidence of
limiting health problems and disability, although one would expect
that this variation would be mainly due to variations in health
problems and disabilities which are correlated with socio—economic
conditions. The data are not detailed enough to check this
supposition, however.

1

The LFS uses the international standard (ILO/OECD) definition of
unemployment, rather than the UK registered unemployment definition.
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Figure 1. Unemployed rates 1988-92
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The 1991 Census results (OPCS 1992), show that the percentage of
persons with a limiting long-term illness is 13.1 per cent for Britain
as a whole, but that this varies from a high of 17.1 per cent in Wales
to a low of 10.0 per cent in the Outer Metropolitan area of the South
East. Generally the incidence appears to increase as one moves West
and North from London and the South East. A similar regional
analysis can be undertaken from the LIS, although time did not
permit this for the present paper. We understand, however, that a
regional analysis of the incidence of limiting health problems and
disability has been undertaken internally by the Employment
Department (due to be published shortl*’), which shows broadly the
same pattern as that revealed by the Cunsus above.

An analysis fiom the LFS (over 1988-90) of relative unemployment
rates of people with disabilities reported in Johnson, 1992, showed
some regional variations in those unemployment rates, but these
variations were generally in line with the overall regional patterns of
unemployment. That is, regions with a higher than average overall
unemployment rate tended also to have a higher than average
unemployment rate among people with disabilities, an vice versa.
Interestingly, the inter-regional variation in unemployment rates
among people with disabilities appeared to be considerably less than
that among the population as a whole. In other words the labour
market disadvantage of those with disabilitics was more uniform
across regions than might have been expected given the inter-regional
variation in general labour market conditions.
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2.2 Variation by skill level and occupation

All data sources confirm that people with disabilities tend to have
lower levels of education, qualification and skills than the average,
and those of them in employment tend to be concentrated in
low-paid, low-skilled and low-status jobs. This provides a strong
prima facie case for training interventions having a crucial role in
improving the labour market position of people with disabilities.

The most comprehensive data source on these issues (the LFS) has yet
to be fully utilised, but data from the SCPR survey reported in the
Employment Department consultative document on employment and
training for people with disabilities (Employment Department, 1990)
show a relative lack of formal qualifications among people with
disabilities in work — 42 per cent have no qualifications compared
with 32.2 per cent of non-disabled people, and among people with
disabilities who are out of work, but wanting work, the figure is even
higher (59 per cent — see Prescott-Clarke, 1990).

Table 3 looks at the kind of jobs disabled people get, and again the
different sources paint a consistent picture. Compared with the
general working population (as indicated by data from the General
Household Survey — GHS), people with disabilities are less likely to
be employed in higher level occupations. Given the general trend
towards an increasing proportion of jobs being in white collar
occupations, and highly skilled occupations, this suggests that
without significant on-going training input, people with disabilities
are at a disproportionate risk of being disadvantaged by likely future
changes in the structure of employment,

Table 3. Disability by occupation

People with disabilities General population

Occupational
ccupational group OPCS 1985 SCPR 1989 GHS 1985 GHS 1987

% % % %
Professional or 13 12 20 21
managerial
Other white collar 30 30 33 33
Skilled manual 26 26 25 25
Semi-skilled manual and 22 25 18 16
personal service
Unskilled manual 9 6 5 5

Total 100 100 100 100

Sowgrces IMS Sunvey
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2.3 Prevalence of different types of disability

The classification of different types of disability is a complex and
controversial area, and many would argue that the language of
disability, and the ‘medical model’ often used to classify disabilities,
or the impairments which lead to disabilities, have been important
contributors to reinforcing negative stereotypes of people with
disabilities, and perpetuating their disadvantages in society and the
labour market (for a useful discussion of these issues see Chapter 1
in Dalley, 1990).

Whilst we accept many of these arguments, we would nevertheless
argue that there is some value in the attempt at classifying and
quantifying different types of disability. In order to understand what
type of provision needs to be made for people with disabilities, it is
necessary to understand the types of disabilities people have, and
how these disabilities affect the kinds of work they can do.

2.3.1 Data from voluntary and charitable bodies on specific
disabilities

The common public perception of different types of disabilities
appears to be heavily influenced by the various voluntary
organisations and charities providing support and information on
these disabilities — eg cerebral palsy, cystic fibrosis, diabetes, Downs
syndrome, epilepsy, haemophilia, leukaemia, multiple sclerosis,
Parkinson’s disease, spina bifida etc. (a useful glossary of key facts
about many of these disabilities and conditions is provided in
Training Agency, 1989). The various voluntary organisations (with a
few notable exceptions, such as the Royal National Institute for the
Blind) do not themselves, for the most part, conduct thorough surveys
of the numbers of people affected by the disabilities and conditions
they cover. We have nevertheless attempted, by contacting as many
as possible of the various disability organisations, and consulting
other sources to put together approximate estimates of the numbers
of people affected by the main disability types -— because they are
compiled from so many different sources, the figures are not directly
comparable one with the other (most data refer to the whole
population rather than people of working age, and are thus inflated
for present purposes, since they include large numbers of older
people with higher incidences of disability). They do nevertheless
provide some indication of which disabilities (and complaints which
may lead to disability) are the most widespread, and which the least
widespread.
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Table 4. Estimates of prevalence of specific disabilities

Disability

Numbers affected

Source of information

Arthritis

[reafness

Diabetes

Blindness

Mental lness

Mental Handicap
(severe learning
difficulties)

Moderate learning
difficulties

Spina Bifida

Hy drocephalus

Eplepay

Parkinson’s Disease

Dowwn's Svndrome

Head Inpun

Multiple Sclerosis

Cvstie Bibrosis

Haemopi

Huntmpton's Chorea

Ampotations

15,000 children

5% of 16-44 year olds

20% of 45-64 year olds

40 per cent of 65+

Estimated 20m sufferers p.a.

8m p.o on<ult doctor (200 thousand with rheumatic fever)

2% have hearing difficulties

5% use hearing aids

24,000 registered disabled

1.4m adults of working age have clinically significant hearing loss

750,000 diagnosed
250,00 estimate undiagnosed

300,000 biind

457,000 partially sighted

But NB, RNIB estimate 91,000 blind/partially sighted people  of
working age

25% of the population at some i
10% will be treated as an in-patient at some time

Between 1 and 1.5 million

Retween 0.5% and 1.53% of a given age group
ge B

10% of population, but most not aftected. 1.7 per 10,000 births

1.3 per 19,000 births

ARSAH knows of 15,000 families with spina hitida and-or
hvdrocephalus

1n 200

120,000

n 1,000 under 65

n 100 over 65

n S0 over 8

n 7 of those diagnosed are under 40

1
1
]
1

1 in 800
Tn 700 of hve births in UK

70,0000

HO000 0 UK

Ui 20 carny the gene
6,000 atfected m 1992

around 1 m 5,000 males
B.858 recarded cases

O.000)

New amputationsn TORG 166 upper by, 080 lowes by ol

data not vet uncovered

&) ‘
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Arthritis care

RNI)

British [iabetic Association

RNIB

MIND), Employment Service

MENCAP

Rathbone Society

Association for Spina Bifida
and Hydrocephalus

British Epilepsy Association

Parkinson’s Disease Society

Down's Syndrome Association

National Head Injunes
AssoCiation

Mubiple Sclerosis Society

Cvstic Fibrosis Research Trust

Haemaphida Socety

Huntington's | hsease
Association

National Asso
I nsabled

for Limbless
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Disability

Numbers affected

Source of information

Sickle Cell Anaemia

Polio

Musc ular Dystrophy

Cerebral Palsy

Spinal Injury

Stroke

1 in 200 of susceptible population
6,000 sufferers in Britain

No data available

1 per 3,000 of population
approximately 18 300

1,500 each year
one in every 400

No data available

150,000 disabled by stroke at any one time
120,000 suffer a stroke each year
10,000 are under age of 65

Sickle Cell Society

British Pelio fellowship

Muscular Dystrophy Group of
Great Britain

Spastics Society
continued/

Spinal Injuries Association

British Heart Foundation

Source: compiled by IMS fromt sources listed

2.3.2 Data from official national surveys

Unfortunately, such commonly used categories do not correspond
with the detailed classification systems used in the various official
surveys (OPCS, SCPR, GHS, LFS etc.), typically based on a medical
model of the underlying impairment leading to disability, rather than
the disability itself.

There are several approaches which have been adopted in recent
national surveys. The SCPR ‘Employment and Handicap’ survey of
1989 (Prescott—Clarke, 1990), adopted a classification based on the
notion of complaints leading to an occupational handicap. Again this was
based on the International Classification of Diseases, and was
designed to be consistent with the coding systems used by

Employment Service staff when recording details of clients with
disabilities.

Table 5 summarises the results from the SCPR study. Column (a)
shows the complaints identified by the respondent as the main cause
of their occupational handicap, whilst column (b) shows all the
complaints which they regarded as contributing to that handicap. It is
important to note that many people with disabilities have more than
one disability, and in the SCPR survey around a third of respondents
named more than one condition as giving rise to an occupational
handicap.

Nearly half of the economically active sample reported a problem
with their musculo-skeletal system, and for 41 per cent this was the
main complaint (for 16 per cent, this arose from arthritis or
rheumatism). The second largest group of complaints (affecting 16 per
cent of the sample) were to do with the respiratory system, whilst
circulatory complaints were cited by 13 per cent.
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Table 5. Incidence of tomplaints leading to occupational handicap

Complaints (ICD grouns) Percentage of economically active respondents with disabilities
a) ‘main complaint’ leading to b) ‘all complaints’ leading to
occupational handicap occupational handicap
musculo-skeletal system 41 48
respiratory system 1 16
heart and circulation system 8 13
mental disorders 7 11
nervous system 7 8

eye complaints/defects

(]
~

car complaints/defects

4 7
digestive system 4 6
skin disease or disorders 4 6
endocrine and metabolic 3 4
neoplasms 2 2
genito-urinary 1 2
blood & bloodforming agents * 1
infections and parasitic * *
congenital abnormalities . *
other, ill-defined and vague 3 4
Total 100 100

Note: column b) does not total 100% as respondents could Qte mere than one complaint
*indicates less than 17%

Source: INS Survey

Table 5a Main types of complaints leading to a disability among the economically active
(% citing each type of complaint)

iimbs, back or head 52 hearing 9
rospitation 18 sight 7
crculaton 13 mental handicap 3

digestion 10 mental dlness 3

depression’anxiety 10

Source. Employment and Handicap 1990

The SCPR results have been further reclassified by the Employment
Department into a simpler, more intuitive grouping of the main
complaints leading to occupational handicap (Employment Department,
1990), and this classification is presented in Table 5a.
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Table 6. Type of disability

Perhaps a more useful approach to present these figures is not in
terms of the underlying complaint, but in terms of the type of
disability resulting from the complaints. The SCPR data have also
been reclassified in such a fashion and the results are given in Table

6 (again the figures exceed 100 per cent since many respondents had
more than one disability).

reported by economically active people with disabilities

Disability % of economically active
citing this disability
locomotion 40
hearing 20
intellectual functioning 19
behaviour 18
dexterity 16
seeing 14
communication 9
eating, drinking, digestion 9
continence 8
disfigurement 7
reaching and stretching 6
consciousness 4

Source: Proscott-Clarke, 1990

There is not an obvious one-to-one correspondence between the data
in Tables 5 and 6; thus Table 6 shows larger proportions of people
with disabilities in seeing and hearing, than are given as having ey~
and ear complaints in Table 5. A key reason for this is that similar
disabilities may result from very different underlying complaints
(diabetes, for example, might give rise to a visual disability).

Problems to do with walking, climbing stairs and maintaining balance
account for 40 per cent of economically active people with disabilities.
The next most common problems are those to do with hearing
(accounting for 20 per cent), and intellectual functioning (accounting
for 19 per cent). Disabilities relating to behaviour, dexterity and
vision are also important,

Finally, we turn again to the Labour Force survey, which uses yet
another categorisation of ‘limiting health problems and disabilities’
(although one which is broadly related to that given in Table 5a
above). The particular advantage of this source is that it enables us
not only to look at the incidence of disability among people of
working age, but also at the labour market position of people with
different types of limiting health problem or disability. Table 7
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presents the relevant data from the spring 1992 LFS. The data are
broadly consistent with those of the other sources: with
musculo-skeletal and similar problems by far the most prevalent,
followed by respiratory and circulatory problems. These three
categories between them account for the main problem of some two
thirds of those people with limiting health problems or disabilities.

Table 7 also reveals considerable variation in the unemployment rates
experienced by people with the various different problems; varying
from 12.3 per cent among those with circulatory difficulties to 38.9
per cent among those reporting ‘depression or bad nerves’. The
unemployment rate is not the only measure of labour market
disadvantage, however, and as can be seen by examining the
‘non-employment’ rate data in the Table some categories with
relatively low unemployment rates have high rates of economic
inactivity (implying that most of those who cannot get jobs, tend to
withdraw from the labour market — this is true of those with
circulatory problems, for example). On the other hand some
categories with relatively high unemployment rates have relatively
low economic inactivity rates (implying that most of these people
who cannot get jobs remain in the labour market, searching for work
— perhaps because they are not eligible for invalidity benefit etc. —
this is true, for example, of those with skin conditions and allergies).

Table 7. Incidence of limiting health problems & disabilities & economic activity

Source of health problem/disability Number % of % of those unemployment ‘non—-employment’
(main problem only) affected  working with rate (%) rate (%)
age disabilities
population

arms, legs, hands, feet, back, neck 1,975,976 5.6 42.4 19.5 60.6
chest, breathing probiems 617,599 1.8 13.3 227 56.4
heart, blood pressure, circulation 508.283 1.5 10.9 12.3 65.7
depression, bad nerves 235,764 0.7 5.1 38.9 85.3
stomach liver, kidney, digestion 202,435 0.6 4.3 24.0 65.9
diabetes 158,790 0.5 3.4 15.8 44.9
difficulty in seeing 154,334 0.4 3.3 217 53.8
difficulty in hearing 130,504 0.4 28 17.1 427
skin conditions, allergies 120,902 0.3 2.6 241 47.7
epilepsy 110,033 0.3 24 19.9 61.2
other problems, disabilities 442,033 1.3 9.5 24.0 68.5
Total with health 4,656,653 133 100.0 20.2 61.2

problems/disabilities

Soutce IS cadcalations trom Fabowur Foroe Survey

)
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2.4 Impact of disability on work performance

The final area of importance with regard to employment is the
limitations the disability places on work performance. The SCPR
survey found that the majority (78 per cent) of the economically
active were able to work a five day week and a seven or eight hour
day. Of the 20 per cent not able to work a full day, half could work
for four or more hours a day and those not able to work a full week
(12%), half could work three or four days a week. With regard to time
off due to sickness or treatment, the majority of economically active
(46%) claimed to take less than five days a year although one in ten
took thirty or more days. When asked about periods of sickness over
a month in the last five years, 52 per cent had had no such spell and
32 per cent had only done so once or twice. About a quarter of those
economically active would have to take regular breaks from work at
least once a day but the breaks were mostly short. Twenty eight per
cent of those in work found that there were some tasks normally part
of their job that they could not perform. Most of these thus needed
help to do their job but over half needed help only occasionally
(Prescott—Clarke, 1990).

Finally, the SCPR study found that 64 per cent of people with
disabilities interviewed felt that they got about the same amount of
work done as the general population. Sixteen per cent said they did
more. The disadvantages of employing a person with a disability are
probably nowhere near as great as employers perceive.
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3. What is Good Practice in Employing People
with Disabilities?

There has been a great deal written as to what employers should do
in order to improve the opportunities for people with disabilities. The
majority of the voluntary organisations have guides written to aid
employers overcome the problems presented by each particular
disability. Less specifically, most trades unions provide their own
guidelines to avoid discrimination both in recruitment and in the
work-place (NALGO, SOGAT, BIFU, TUC). In addition there is a very
detailed handbook produced by the Institute of Personnel
Management (Birkett & Worman, 1988). Central to all these however,
is the ‘Code of Good Practice on the Employment of Disabled People’
produced by the Employment Service (Employment Service, revised
1990). This is addressed to those responsible for day to day
recruitment and employment matters and brings together information
on good practices which have already helped some employers.

3.1 The code of good practice

The code sets out some very general guidelines concerning methods
of ensuring that employers attract applications from people with
disabilities and that the procedures are fair to these workers. The
code also raises certain issues regarding induction, health and safety
and integration which affect employees with disabilities. It also covers
the slightly different concerns which arise when an employee becomes
disabled. We summarise below some of the main points from the
code.

3.1.1 Recruiting people with disabilities

Job descriptions: Some requirements for a job may inadvertently
exclude certain people with disabilities so they should be carefully
considered as to whether they are essential and if they are flexible it
should be clearly stated so.

Recruitment: Sources of recruitment should be used which are well
placed to put the employer in touch with people with disabilities such
as the Job Centre DRO, special schools and organisations.

Advertising: Advertisements should contain a statement welcoming
disabled applicants to ensure the employer is recognised as offering
tair opportunities and to encourage suitable workers with disabilities
to apply. The same applies to other methods of recruitment such as
private agencies.

Q , ‘
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Application and selection procedures: It is not unreasonable for an
employer to ask about any disability which is relevant to the job in
question. This will allow assessment of any special help which may
be needed. It should however be carefully considered as to whether
the information asked for is necessary and it should be made clear

that admitting to a disability does not preclude full consideration for
the job.

Application forms: Wording of application forms should always
encourage or be positive towards applicants with disabilities.

Interviewing candidates: All suitably qualified candidates with
disabilities should be interviewed since this is the only effective
means of assessing their employment potential. This is especially
important if an organisation is below its quota.

This will create the need for practical arrangements to be made such
as holding interviews in an accessible part of the building, allowing
the use of interpreters etc. When arranging an interview the
opportunity should be taken to gain prior knowledge of any disability
and possible handicap which may have to be discussed.

The interview: It should be emphasised that the disability does not
affect the consideration the candidate receives in order to put them
at ease. Assumptions should not be made as to what an individual
can or cannot do. The interview should concentrate on ability and
provide an opportunity for demonstration.

Health screening: People with disabilities should be considered in the
same way as other people regarding policy on health screening. They
should not be excluded from a job because it is thought that screening
will lead to their rejection. Medical examinations may wel! dispe!
doubts regarding fitness, safety or severity of a handicap.

3.1.2 People with disabilities at work

Induction: 1t should be considered as to whether there are any special
induction requirements for a person with a disability and these
should be discussed fully with the person concerned and the
appropriate manager. A blind person may require extra help to get to
know the layout of the premises for example.

Health and safety: Employers should ascertain whether additional
provision needs to be made over and above normal procedures. Two
people should for example, be assigned to a person with mobility
difficulties.

Integration: Acceptance by colleagues should be made as casy as
possible. Supervisors should be informed of the disability and any
special assistance necessary. [t should be discussed with employees
whether colloaguee should be given this information. They should
however, be given a copy of the code.

Training and promotion opportunities: People with disabilities should
receive the same opportunities for training as others even if it means
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making special arrangements. Promotion should be awarded on
ability as with any other employee. The arguments which claim
disability might handicap performance at a higher grade should be
examined carefully. If performance is not as good as hoped different
work methods, re-structuring the job or use of special aids should be
considered.

Redundancy: Every effort should be made to re—deploy staff elsewhere
if possible, and offer as much help as possible in finding another job,
since people with disabilities tend to remain unemployed for longer
periods.

3.1.3 Assisting employees who become disabled

Keeping staff who have become di: abled is clearly an advantage to
an employer since it allows them to retain a valuable asset. The
actions necessary to help someone return to work or retain their job
will vary enormously depending on the individual case. It is essential
therefore that employer keeps in regular touch with the employee to
monitor their progress. It is also important to discuss at an early stage
any implications for salary, pension and terms of employment. Any
changes to these should be based as far as possible on agreement
between the employer and the employee.

Continuing in the same job: It is often possible for an individua! to
remain in the same job with little or no special provision being made.
Any concerns as to their ability can be covered by financial support
for a trial period through the job Introduction Scheme. In other cases
special steps may be necessary. These may be provision of special
aids or adaptations to the premises, or restructuring the job so that
certain tasks which the individual can no longer do can be carried out
by someone else.

A return to alternative work: If an employee can not return to their
previous job, they should be considered for alternative work and
re-training offered where necessary. Restructuring the alternative job
should 2lso be considered.

Part-time work: A return to full time work may not be possible
perhaps for example due to the need to take time off for treatment.
Effort should be made to offer the employee a part-time post or
create one through job splitting or job sharing. Grants are available
to assist in doing this.

Sheltered placement schemes: 1f the individual is no longer able to
maintain an acceptable level of output, use of the Special Place nent
Scheme allows the employee to be employed by a host organit tion
such as a local authority or voluntary organisation and they are raade
available to the employer for a payment based on the level of output.

A delayed return to work: An individual may not be able to return to
work immediately, or a suitable position may not be available but
they should be kept on the books and regular contact made. What is
essential is that the situation is kept flexible and that time is allowed
for the individual to adjust to any new circumstances. A trial period
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to assess fully whether the employee can cope may be necessary,
provision for working at home especially in the initial stages of

returning to work and a gradual return to full-time hours may be
advisable.

Financial and other considerations: As far as possible pay, terms of

employment and pension rights should be safeguarded if a new or
re-structured job is undertaken.

Termination of employment: Termination of employment may be the
only realistic option but should as far as possible be in agreement
with the employee. Consultations should be made with the DRO and
checks made that all medical evidence has been taken into account
and that there is no breach of legislation.

3.2 Other sources of good practice information

3.2.1 Employment Service guides for specific disabilities

The Code of Good Practice is a very general guide out of necessity
because of the great variety of situations it is attempting to cover. To
cover more specific problems the Employment Service produce a
series of leaflets called ‘Employing People with Disabilities’ which
look at particular disabilities and their effects on employment. These
define the disability involved, its effects on the individual and what
courses of action an employer can take to improve opportunities for
someone with this particular disability. They also offer advice on
issues such as insurance and pensions as well as listing special
schemes available and other organisations which can offer help. The
areas covered are:

Blind and Visually Impaired
Multiple Sclerosis

Deaf and Hearing Impaired
Epilepsy

Mental Illness

Mental Handicap
Haemophilia

Again we summarise some of the key recommendations below:

Blind and visually impaired

@ Irovide a nominated helper for the worker especially to help in
an emergency. '

Make provision for a guide dog if necessary.

Consider using special aids such as buaille typewriter or
switchboard with synthetic speech.

@ Extra induction time and special help to gain knowledge of the
building layout.
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Multiple Sclerosis

® Work patterns or flow should be changed to avoid stress or
physical effort.

@® More breaks should be allowed and a chance to sit down if
standing jobs cannot be made sedentary.

® Work should be arranged to be on the same level to avoid
climbing stairs.

® One or two colleagues should be designated to help with mobility
problems in an emergency.

Epilepsy

@ Stress should be avoided since this can bring on attacks as should

making a fuss over the condition, since this will also encourage
attacks.

® Other employees should be made aware of what to do if an attack
takes place, such as loosening clothing around the neck, no objects
hard or soft to be inserted into the mouth e¢tc. If other employees
do not understand what is happening it can be disconcerting,.

® Time for a rest after a major fit should be given.

Mental illness

@ It should always be assumed that most people can be treated just
as with physical illness. If the illness becomes severe medical
advice should be sought.

® Unpredictable or unacceptable behaviour should be dealt with
firmly but sympathetically bearing in mind people who are
recovering from illnesses may be over-sensitive to criticism.

® Employers should be alert for any tail-off in performance, change
in manner, or the development of strange behaviour. Should this
occur, seek medical advice.

Mental handicap

® Sympathetic supervisors should be chosen who are patient and
realise that people with learning difficulties like to know and be
told that they are doing a good job.

® The employee will not only need guiding and training on the job
to be done but also on patterns of behaviour and relationships
with others.

@ Instructions should be given carefully and patiently and be
prepared to repeat. Visual instructions are more easily
understood. Jobs should be broken down more than usual and not
taught all at once.
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@ Rules need to be carefully explained at the beginning. Regular
reminders of their importance and practice of safety procedures
should be used to aid learning.

@ Some will not be able to read but can recognise signs such as
‘toilet’. Simple visual symbols might however be used instead.

@ All efforts should be made to make sure they are not teased or
bullied.

Deaf and hearing impaired

@ Efforts should be made to speak slowly without exaggerating or
shouting. Ensure that you are clearly visible.

@ Messages or instructions should be written in short sentences
using simple words. If an individual has been deaf from birth
they will probably have limited vocabulary. Idioms and
colloquialisms should be avoided. ‘

@ Attempt not to become impatient, it will make the speaker less
intelligible.

@ Check the employee has their hearing aid turned on. Many switch
them off in noisy surroundings.

@® Excessive background noise should be limited especially in
meetings.

® The use of oval or circular seating will improve lip readers’ views.

Employers should learn some signs and finger spelling.

Use of special aids should be considered eg amplified handsets for
telephones, flashing lights or louder bells, telephone text terminals
with a keyboard and screen to display textual information.

3.2.2 Guides from voluntary organisations

Many of the voluntary organisations also provide their own very
specific guidelines for the particular illness in which they specialise
and the disabilities and handicaps which result.

For example, the Employer’s Guide to Cystic Fibrosis (Cystic Fibrosis
Trust, 1989) states that a sufferer can normally undertake most jobs.
All that is required is that they avoid dusty or similarly contaminated
environments and are allowed a small number of days special leave
cach year so that the person may attend a specialist centre for the
regular and routine examinations.

With diabetes, again there are few restrictions to working other than
providing breaks so that the individual can receive doses of insulin
when necessary and take snacks to maintain appropriate blood
glucose levels. In order to avoid the very small risks of faintness and
blackout due to low blood glucose levels, people should avoid
situations where they would be in danger should this occur, for
example very isolated situations, high ladders or platforms and
closeness to moving machinery (British Diabetic Assoctation, 1990).
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For haemophilia sufferers, there are similarly few jobs which they are
not able to perform. Generally occupations which are physically
demanding with potential risk of injury to the joints should be
avoided. Should injury occur, time should be made available for the
individual tc administer concentrates, thus ensuring that very little
time is lost through health problems. A record should be kept of the
address, name of contact and telephone number of the appropriate
Haemophilia Centre in case of emergency (Haemophilia Society, 1991).

With virtually every guide produced, the underlying message to
employers is that the most important course of action is for them to
gain a full understanding of the disorder and resulting disability, to
be sympathetic to the individual’s problem and to make sure these
problems are discussed fully with the individual. These simple
measures can make a great deal of difference.
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4. What do Employers Actually do when Recruiting
or Employing People with Disabilities?

Government legisiation to encourage employers to provide
opportunities for people with disabilities was introduced under the
1944 Act as a Quota Scheme. This requires employers with 20 or more
employees to employ three per cent of staff from people registered
disabled unless they obtain a permit not to do so for what is assessed
as a valid reason.

Over the years it has become increasingly apparent that this system
is not working with the numbers of employers satisfying the quota
consistently falling. In 1985, 28.1 per cent of employers had filled thc
quota. This was down to 22.8 per cent by 1989 (Hansard, 21.3.90 col.
607).

4.1 Previous employer surveys

Studies concentrating on what employers are doing, the motivation
behind their action, and the benefits gained/costs incurred are few
and far between. The literature has tended to concentrate on the
perspective of the individual employee, with very little empirical
research on the demand side of the equation. Furthermore, much of
what has been written in this area is anecdotal or in the form of case-
studies, making it extremely difficult to paint an overall picture.

There are two main exceptions to this pattern.

The first, and perhaps the most comprehensive recent employer
survey, was that undertaken by the Rehabilitation Resource Centre
(RRC) at City University as part of their Disability Management at
Work programme (Smith, et al. 1991). The survey contacted 1,026
employers by postal questionnaires from which 492 replies were
received, 30 per cent (146) from the private sector and 70 per cent
(346) from the public sector. The survey collected information about
the actions currently being taken or planned by British employers to
improve employment opportunities for people with disabilities.

The second major survev was carried out by the 1FEF on behalf of the
Fmployment Department in 1989 (Morrell, 1990). The project
undertook 1,160 detailed personal interviews from a sample of
employers with 20 or more employees, chosen to be representative of
the national employment profile. This was based on establishment
rather than organisation. The purpose ot the survey however, was not
to look specifically at what employers were doing for people with
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disabilities, but rather to examine: firstly employers’ views on the
duty to employ people with disabilities through the Quota scheme;
and secondly the role of the Disablement Advisory Service (DAS). The
report therefore concentrates very much in these areas (Morrell, 1990).

In 1986 the Banking Insurance and Finance Union carried out a
survey of employers with whom BIFU had regular dealings. The
survey returns covered 38 employers and more than 319,000 staff. The
detail available from this survey’s published findings is exiremely
limited and only the most general data are useful (BIFU, 1987).

At a local level, there have been studies undertaken by Training and
Enterprise Councils and other bodies. Sussex TEC, for example,
funded a research project by their local PACT' into employment and
the labour market as it affe. ts people with disabilities. This project
involved a survey of 392 employers, of which 91 responded, across
all sectors of employment in East and West Sussex. As with the BIFU
study, the data provided in the report are rather limited, and there is
a heavy bias to the service sector. There is some evidence in the
survey findings on the numbers of disabled persons employed, the
occupations they are employed in, employer contact with support
agencies, and requirements for assistance in employing people with
disabiiities. Nevertheless, the local nature of the survey, coupled with
the low (23 per cent) response rate, caution against drawing any
general conclusions from such work (Simpson, 1992).

4.2 Numbers of employers employing people with disabilities

The surveys described above give some indication of the extent to
which employers employ people with disabilitics. The RRC survey
had a fairly high proportion of employers employing people with
disabilities, 486 out of 492 employers. The survey sample had
included organisations known by the research team to be actively
involved in action to improve employment opportunities and this
may well affect how representative the results are of employers in
general. The low overall response rate also raises questions of bias
towards respondents with positive attitudes towards people with
disabilities (Smith et al.. 1991).

The IFF survey results were less positive, finding that 42 per cent of
responding establishments employed no people with disabilities and
that 75 per cent had no registered disabled employees. Only nine per
cent of establishments had registered disabled people representing
three per cent or more Hf the workforce, although around 33 per cent
emploved three per cent or more people with disabilities who where
not necessarily registered (Morrell, 1990).

Placing, Assessment and Counselhing Team. These are set up at a local
level by the Employment Service, drawing together a team of people
who are skilled and experienced in helping people with disabilities in
and into work, and replacing the diverse previous services operated by
the Employment Service for people with disabilities.
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The BIFU study found that among the staff covered there were only
1,349 registered disabled (0.4 per cent of the total). Only five
employers had records of unregistered disabled employees, which
added a further 1,624 to the total. These five returns covered a total
labour force of 230,000 — a large proportion of those surveyed.
Nevertheless even when all disabled staff are taken into account, the
proportion of disabled employed was still well short of the three per
cent quota at 1.1 per cent (BIFU, 1987).

In the Sussex area study, around 20 per cent of employers employed
no people with disabilities and 30 per cent had no registered disabled
employees. Of those who did employ people with disabilities, the
majority had fewer than five such employees (Simpson, 1992).

4.3 Profile of employers employing people with disabilities

Both the RRC and IFF studies gathered information regarding the
numbers and characteristics of the employers employing people with
disabilities, the latter being the more detailed.

Table 8. Establishments with employees with disabilities by business activity

Total in sample Employers with % of Total

people with

disabilities
Minerals/chemic als 40 33 82,5
Mechanical enginecring 37 27 730
flectrical engineering 29 21 724
Metal goods 3. 27 84.4
Textiles/clothing 29 ) 69.0
Other process 81 67 827
Construction 54 46 85.2
Private transport 63 18 60.3
Wholesale H3 41 494
I inancidl services 119 68 57.1
Retail 153 67 43.8
Consumer services 217 104 48.0
Health 34 12 35.3
Central Government 22 8 6.4

Local Ciovernment 194 43 91.5
Fducation 113 26 23.0

Source: Snuth et al o 1991
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The IFF survey reported data regarding main business activity. Table
8 indicates the number of employers in the sample for each sector
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listed, the number of those employers who actually employed any
people with disabilities whether registered or not and the percentage
of the total they represent. From this it would seem that the
Education sector is the poorest performer with only 23 per cent of
establishments interviewed having any disabled employees. At the
other extreme, Local Government had the highest density of
establishments (91 per cent) employing people with disabilities. These
figures do not however give any indication of what percentage of
their workforce people with disabilities represent.

An analysis by size of these data from the IFF survey produced
predictable results (Table 9). Small employers are less likely to
employ disabled people than are large employees. 38.5 per cent of
establishments with fewer than 20 employees employed people with
disabilities, whereas for establishments employing over 100
employees the figure was over 80 per cent. Again the results do not
provide any indication of what percentage of the workforce people
with disabilities represent.

Table 9. Establishments with employees with disabilities by size band — IFF Survey

Total in sample  Employers with % of Total

people with

disabilities
1—19 26 10 38.5
200 — 49 712 318 44.7
50 ~- 94 229 165 721
100 — 199 106 85 80.2
200 — 499 56 48 857
500 — 994 15 12 80.0
1000 or more 9 8 88.9
Don’t know 1 1 100.0

Source: Morrell, 1990

In the RRC study, only three size bands were used (1 to 1,000, 1,001
to 5,000 and 5,001 and over). Employers were asked whether they
employed people with disabilities as far as they knew. Of the six
employers not employing people with disabilities, five were in the
smallest ban'l and one in the 1,001 to 5,000.

A key problem with these results, is that although it appears as if the
majority of employers from both surveys are employing people with
disabilities, there is no indication of how many, the severity of
disabilities involved, extent of the provision made to employ them or
its effectiveness. Neither is there any indication of the likely severity
of any response bias.
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Table 10. Establishments with employees with disabilities by size band — RRC Survey

Number of Private sector Public Sector

employees ] ] ] ]
Employing  Not employing  Employing  Not employing
people with people with people with people with
disabiiities disabilities disabilities disabilities

1 to 1000 33 3 120 2

1001 to 5000 38 - 95 1

5001 and over 70) - 116 -

size not given 3 - 1" -

Total 144 3 342 3

source: Smith et al., 1991

4.4 Provisions impiemented

Survey findings

The surveys mentioned above provide little analysis of the response
to the questions on recruitment and retention practices. The RRC
survey asked empluyers to indicate from a list which actions they had
taken, which they had planned and which were for future
consideration, with the specific aim of improving employment
opportunities for people with disabilities. The results are set out in
Table 11 below.

Although the data give some indication of the types of initiatives
employers are prepared to consider, it must be borne in mind that the
question included actions planned or under future consideration as
well as actually undertaken. This could well have added a spurious
positive slant to the overall results.

The survey also asked organisations the number of actions they had
undertaken. They found that 17 of the organisations were not
undertaking any of the listed actions while 60 were involved in all
eleven. Half of the organisations had undertaken six or fewer. Those
taking no action were split equally between the public and private
sectors. However, with only one exception, every action listed was
being undertaken by a higher proportion of public sector than private
sector employers. In addition the survey found a positive relationship
between size of organisation and the number of actions undertaken
to improve opportunities for people with disabilities.

The results from the RRC survey do not give any indication of key
aspects of employer behaviour which are central to the current study,
notably: the extent of the provision or its success; the motivation
behind the actions; whether they were to help existing staff or
improve opportunities on a wider basis; or whether the decisions
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Table 11. Types of action taken, planned or for further consideration

Sector
Action Taken Private %  Public % All %
Had contact with DAS 83 9N 90
Provided special equipment 63 70 68
Adapted premises 66 69 68
Contacted disability organisations 66 64 65
Reviewed personnel policies and practices 58 62 60
Improved recruitment 45 61 56
Consulted trade union or staff representative 39 62 56
Designated staff responsible for disability issues 45 59 55
Consuited staff with disabilities 50 55 54
Developed a disability policy 47 54 52
Reviewed training 30 34 33
Other 1 12 12

Source: Smith et al, 1991

were being made at a corporate level or by pro-activ - local managers.
As indicated earlier, although it is encouraging to note that half of the
participating organisations were making provisions for people with
disabilities, the RRC itself admits that ‘this is not altogether
unexpected as the sample included employers known to be actively
involved in this area’ (Smith et al.,1991).

The IFF survey gathered more detailed information but mainly
presented this data broken down by employers who had been visited
by DAS and those who had not. For detailed views of employer
provisions, the anecdotal case study material is more useful and is
relied on in the following sections where provisions made by
employers are studied in more detail'.

Case studies

The RRC survey was followed up with in-depth case studies of seven
organisations. Those chosen were respondents to the survey who
were undertaking a variety of initiatives. These were selected to
reflect the survey finding that a greater amount of activity is bving
carried out in the public sector than in the private sector. The case
study organisations were three local authorities, a health authority,
a civil service department and two private sector financial institutions
(Pilling et al., 1992).

" This review of case study material does not purport to be
comprehensive, although we have reviewed all the major UK publication
sources likely to contain such material. Rather, in the lack of
comprehensive survey findings on many of these issues, it should be
seen as illustrative of the kind of material available.
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A second report using case studies is that by RADAR (Erne, 1991} ~n
the results of an employment project under the Department of
Employment Pilot Employment Initiative for Disabled People
(PEIDP). This was designed to increase the employment opportunities
of people with disabilities, particularly through improved
communication between the different services to form a coherent
network. A mixture of six authorities was selected to include County
Councils, District Councils, a Metropolitan Authority and a London
Borough with an equal number of Conservative and Labour Councils.

Beyond these two projects, there are few systematic surveys
containing a range of case studies, although there exist many single
case studies which have been written up in a more anecdotal fashion
— in the UK literature at least, these are heavily dominated by public
sector examples.

In the rest of this chapter, then, we examine the range of findings on
various aspects of employer policy and behaviour, draw.ng as
appropriate on survey and case study material uncovered during the
literature review. It should be re-emphasised, however, that this
material is very patchy, and does not provide the kind of systematic,
coherent overview of employer attitudes which is one of the
objectives of the present study. It does, however, provide a number
of insights and examples, which may be useful in developing
hypotheses for turther work.

4.4.1 Policy

Formal policy

The first action suggested by the Code of Good Practice is that the
employer should develop a formal policy regarding the employment
of people with disabilities. This is actually a legal requirement for all
employers employing over 250 staff under the Companies Act of 1985.

The RRC survey found that 52 per cent of all organisations claimed
that developing a disability policy was a provision undertaken,
planned or considered (Smith et al., 1991).

The IFF study found that only 21 per cent of establishments actually
had any formal written policy. When asked what had encouraged
them to develop a policy, many respondents were unable to recall the
original motivations. A high proportion of those who could
remember, thought the; were legally obliged to do so. As far as
policy implementation was concerned, 65 per cent of respondents
claimed that the policy was being implemented completely, with 12
per cent feeling it was implemented to some extent and 23 per cent
not knowing. When asked how they ensured the policy was being
implemented, between one third and one quarter of respondents were
unable to give an answer (Morrell, 1990).
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Employers with no policy

The IFF survey also looked at the attitudes of employers who had no
written policy. Most stated that applicaticns would be considered on
merit. Three quarters said they would not discriminate and generally
respondents fell into neither the extremely positive nor the extremely
negative categories of attitudes towards employing people with
disabilities. T' irteen per cent said they would recruit people with
disabilities only to certain jobs and six per cent said they would not
be considered at all. With regard to the attitudes of line managers and
employees, 44 per cent of line managers were very willing to have
people with disabilities as part of their team, with 41 per cent being
fairly willing. Forty nine per cent of employees had a very positive
attitude to working with pcople with disabilities and 44 per cent were
fairly positive.

Disability officers

In addition to having a policy regarding people with disabilities,
some organisations have found the appointment of a manager to
implement the pclicy essential to its success. Fifty five per cent of
respondents to the RRC study had designated or planned to designate
someone responsible for disability issues.

National Westminster Bank, in January 1987, appointed a full-time
manager to look after this area. Since the new manager had been
appointed the number of people with disabilities employed by the
bank rose from 1,216 to 1,391, of whom 361 are registered disabled,
out of a total workforce of 88,000 (IRS, 1990).

A recent report by the Employment Service’s Research and Evaluation
Branch (Taylor, 1990) on local authority attitudes to the Sheltered
Placement Scheme (SPS) concluded that the key factor important in
the success of an authority’s attempt to use the SPS scheme is the
appointment of an officer whose sole responsibility is the
management of the project.

4.4.2 Attracting job applicants with disabilities

Designating jobs for disabled only

One of the most stringent employment policies implemented was that
of the London Borough of Lambeth in 1986. Prior to 1986 the Council
had always successfully applied for a permit and as a result disabled
cmployees represented one per cent of the workforce. In 1986 they
decided not to apply for a permit and to fulfil their three per cent
quota. This meant they could only recruit registered disabled people
until this three per cent target was reached (Gledhill, 1989). The
council found it had to completely change the copy and format of
their advertising. All job advertisements carried the statement ‘only
people who are registered disabled will be appointed to this job’. The
advert also encouraged non-registered applicants as long as the
person agreed to register if they took the job. The policy ran for two
and a half months after which time jobs that had received no suitable
applicants were opened to able-bodied as well. Although there were
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some difficulties with this approach, which wili be discussed in a
later section, the policy was generally a success. Within six months
the three per cent target had been reached. The number of registered
disabled employees rose from 90 to 340.

The London Borough of Hackney adopted a similar policy to that of
Lambeth. From June to October 1989 the council reserved 100 jobs for
disabled people across most departments. Only people with
disabilities could apply. Prior to this initiative, Hackney had 44
names on a contact vacancy list. After a publicity statement was
distributed outlining the scheme this rose to 350. A total of 30 pecple
were employed as a result of the campaign (Erne, 1991).

Nottingham County Council introduced a system of designating five per
cent of the weekly Council vacancies to people with disabilities, some
of which are advertised for people with disabilities only. If after the
closing date a suitable candidate has not been found, the job is
opened to everyone (Pilling, 1992).

Advertising

Many local authorities and organisations now use specifically worded
job advertisements to encourage applications from people with
disabilities, for example Hampshire County Council (Erne, 1991). This,
however, is not the only option used to raise the number of
applicants from people with disabilities. Often posts will be
advertised in disability publications, as in the Parkside Health
Authority Scheme (1990), Sheffield City Council and at the London
Borough of Wandsworth (Erne, 1991) whilst some organisations, for
example Hull City Council, Cheshire County Counci (Erne, 1991) and
Anglia Television (IDS, 1992) send all job details to the local job
centres, DROs and to DAS. Kent County Council arranged an interview
with their Chief Personnel Officer on local radio in order to publicise
their pelicy which resulted in 30 enquiries (Erne, 1991).

Developing links with voluntary bodies

One very important avenue for attracting applicants is through
developing links with voluntary organisations. Sixty five per cent of
respondents to the RRC survey claimed to have contacted disability
organisations with this end in mind, and examples from case studies
include London Electricity Board (Employment Gazette, 1990), Parkside
Health Authority (1990), Cheshire County Council (Erne, 1991), Anglia
Television (IDS, 1992) and Canadian National (the national railway
company) in Canada. In the latter case, CN established an outreach
programme, making contacts with organisations that help people with
disabilities and giving them information about job opportunities in
the company. In Toronto, the recruitment manager faxes details of job
openings to 75 local organisations. (PM Plus, 1992).

When the McDonald’s fast food chain began its McJobs programme to
recruit, train and retain individuals with disabilities, the programme
manager met with most state departments of vocational rehabilitation
(VR) in order to promote the scheme. The McJobs coaches now work

Institute of Manpower Studies

171




Q ‘
: ndix 3 Fterature Review
EMC Append

IToxt Provided by ERI

closely with the local VR centre to identify potential trainees (Laabs,
1991).

Open days/employment fairs

In order to publicise the opportunities available and advertise
vacancies to people with disabilities, targeted events or open days
may prove useful. The Parkside scheme arranged a half day careers
advice session for people with disabilities using a disability
organisation’s premises. This meant that all the necessary facilities
such as parking and accessible premises were available. In order to
ensure access to information a sign language interpreter was made
available and a general information pack was produced on tape.
Other local authorities have attended similar employment fairs
organised by local disability organisations. Hampshire County Council
and Portsmouth Handicap Action Committee received many enquiries
after taking part in an Employment Fair organised with Portsmouth
City Council (Erne, 1991).

Other advice to potential applicants

Hampshire County Council produced a leaflet offering advice on filling
in application forms and explaining the reasons for the questions on
disability in order to make people with disabilities more at ease with
applying for jobs (Erne, 1991).

4.4.3 Job descriptions

Using advertisements with statements such as "Applications from
people with disabilities are particularly welcome’ is not enough to
encourage disabled candidates. Despite assurances such as this, job
descriptions and requirements will often put off a candidate with a
disability from applying. The Code of Good Practice points out that
in many cases requirements listed for the job may well not be
essential and could form a barrier to people with disabilities. The IFF
survey found that many job requirements were far too tightly drawn.
They quote the example that 41 per cent of management jobs were
perceived to require the ability to walk over half a mile whilst 23 per
cent were required to lift heavy weights (Morrell, 1990).

In Canada where legislation to support people with disabilities has
been in place for five years, Canadian National have reviewed all
employment policies and procedures. They have subsequently
removed all blanket exclusions to jobs to overcome the problem of
unnecessary requirements. They have attempted to dismiss the
assumption that certain types of people are unable to do certain types
of work. They assess each candidate individually, measuring their
ability to do the job (PM Plus, 1992).

Some |.ocal Authorities also have policy statements regarding flexible
job requirements. For example Cheshire County Council states that
‘where necessary, the Council will call upon expert medical,
psychological or techaical advice to help assess whether a job s, or
can be made suitable for a particular handicapped person, to identify
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a training need or consider adaptations to a workplace or methods to
make a job more suitable for a particular handicap’ (Erne, 1991).

4.4.4 Modifying recruitment and selection procedures

Once individuals have been persuaded to apply for a job, recruitment
and selection procedures provide an equal chance for people with
disabilities. A recent study by the Spastics Society (Graham, Jordan &
Lamb, 1990) found that people with disabilities faced unjustifiable
discrimination in the labour market. This was measured by looking
at employers’ responses to two fictitious applications for secretarial
jobs which differed only in that one was from a disabled candidate
and the other was not. 197 applications were sent out which received
147 replies to both applicants. Of the 94 employers showing a positive
interest in at least one of the applicants, 88 employers were interested
in the application from the able bodied candidate and only 57 in the
disabled applicart. In six cases the able-bodied candidate was
rejected, whilst 37 employers rejected the disabled candidate. The
able-bodied candidate received 1.5 times more positive offers.

Guaranteed interview scheme

In order to overcome such problems, several organisations have
altered their recruitment and selection procedures. Following the
Code of Good Practice many organisations have introduced a
guaranteed interview scheme to ensure that candidates who meet the
basic requirements for the job are automatically offered an interview,
to allow candidates to demonstrate their ability. Examples include
Anglia Television (IDS, 1992), London Electricity Board (Employment
Gazette, 1990), Parkside Health Authority (1992), Lancashire County
Council and all six organisations participating in the RADAR PEIDP
scheme (Erne, 1591). Similarly Birmingham City Council decided that
no job applicant would be rejected for reasons such as inaccessible
premises or because of a disability which is unrelated to the job
description (IRS, 1990).

Interview process

Fnsuring that individuals get a fair interview is a central part of
ensuring equal opportunities.

Parkside Health Authority (1992), in letters of invitation for interview,
ask candidates if any special arrangements need to be made. This is
important in helping the individual feel more at ease. They also
arrange for voluntary organisations to give personnel officers training
sessions on interviewing people with disabilities as well as visiting
the health authority to identify and offer advice on overcoming any
problems they may encounter.

Similarly, the Royal Mail in Merseyside used the Merseyside Society
for the Deaf to evolve a format for interviewing deaf candidates
whom they were particularly aiming to recruit (Fewster, 1991).
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Several of the Local Authorities in the RADAR project used DAS to
train their personnel staff in interviewing techniques as well as other
personnel aspects (Erne, 1991; Pilling, 1992).

Royal Mail, although wishing to treat deaf applicants in the same way
as hearing applicants, recognised the need to allow them more time
for interpreting. Poor lighting, slurred or rapid speech or a regional
accent were avoided. They also made provision for applicants to chat
with existing deaf employees since this was likely to set them more
at ease (Fewster, 1991).

In Canada, Canadian National found that commercially produced tests
had to be replaced with task-based tests developed by occupational
psychologists specifically for CN. Efforts are also made to ensure that
the way these tests are administered does not discriminate against
people with disabilities. For example text of a written test was
enlarged to accommodate a visually impaired candidate, whilst test
instructions were given in sign language for the benefit of a deaf
candidate (PM Plus, 1992).

Registers of applicants

In the Parkside scheme unsuccessful candidates at shortlisting/
selection stages were offered counselling whilst unsuccessful
applicants were kept on file for future vacancies. This was a common
policy throughout many of the Local Authorities studied (Erne, 1991;
Pilling, 1992). Often an organisation will develop a register of
individuals with disabilities who are available for work. Nottingham
County Council has devised a computer system to match data relating
to applicants as well as data relating to vacant positions within the
Council (Pilling, 1992).

Hewlett-Packard applies the same recruitment process to applicants
with disabilities as for other candidates, but should the applicant not
be suitable for the vacancy or has applied speculatively, they are
asked to attend an informal interview. A staffing specialist during the
interview will assess the individual about the iype of work he or she
can do and their details are held on file in the ¢vent that a suitable
vacancy occurs (IDS, 1992).

4.5 Work experience and training schemes

EKC ‘Appendix 3 Literature Review
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Involvement in work experience or training schemes for people with
disabilities may a'so be a mechanism through which subsequent
recruitment can occur, as well as an important contribution to helping
people with disabilities gain access to the labour market. Thus, for
example, Parkside Health Authority (1992) offered work experience
placements to disabled candidates who were wunsuccessful at
interview and poople who had made enquiries at times when there
were no vacancies. Training organisations dealing with people with
disabilitics were also contacted to offer them placements.

Birmingham City Council finances and operates a ‘supernumerary’
Scheme, whereby people with disabilities can gain real work
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experience on a trial basis. This is currently placing its fourth intake
of ‘students’. So far it has been very successful with more than 90 per
cent of participants now placed in permanent employment. Several of
the other local authorities also provided work experience for both
school leavers and the unemployed (Erne, 1991; Pilling, 1992).

The McDonald’s McJobs scheme involves a six to eight week training
programme with a local job coach in which individuals learn specific
job skills, firstly in the class room and then on-site enabling them to
integrate gradually into the work environment. Over 90 per cent
complete the training and since 1981 more than 9,000 people with
disabilities have been recruited through the scheme (Laabs, 1991).

Taking this a degree further, the American fast food chain Frisch’s
became involved in a high school project for disabled teenagers. The
schools were running a new course for students with disabilities. In
order to provide the facilities for students to learn catering skills in
replica, Frisch built on site restaurants and contributed the raw

materials. After two years of training most students hope to get jobs
with Frisch (PM Plus, 1991).

The Spastics Society in the UK has set up the first fast track
management development programme for disabled graduates.
Although the Society employs just over ‘hree per cent from people
with disabilities, there has never been a disabled person in a senior

management job. They now have nine graduates on the three year
course (Martin, 1991).

London Fancy Box (LFB) is a company producing rigid cardboard
presentation boxes at three factories in Dover. It had always applied
for a permit on the grounds that it never received enough suitable
applications from people with disabilities. In 1982 the company
decided that this was not acceptable and has subsequently recruited
two or three young people with special needs onto their training
programme each year. This provided certificated qualifications for all
employees. Staff with management potential attend block release
courses at the London College of Printing. Others took City and
Guilds courses in basic engineering at a local college. In addition to
this scheme, if the employer was not sure if a person with a disability
would be able to cope with employment or training they would be
taken on using the ES Job Introduction Scheme whereby ED pay £45
the wages for a trial period of six weeks which can be extended for
a further seven weeks. If after this the individual is not able to

proceed, they are transferred if possible to sheltered placement (IRS,
1990).

4.6 Monitoring new and existing staff

Obtaining information on staff with a disability is a very common
problem with many organisations. The problems fall into two main
areas: identifying existing staff and gathering information on new
recruits.
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Identifying existing staff

As indicated by earlier surveys, many personnel departments may not
be aware of people with disabilities within their organisation because
they are not registered disabled. In the IFF survey, for example, just
over three-quarters of employers were very or fairly confident that,
under their definition of disability, they knew the number of
employees with disabilities within their establishment. The reasons
given for not knowing were generally due to the individual
concealing a disability because of the perceived stigma involved, or
that it was felt not directly to affect their work. There were also
employers who said that they had not been told of employees
becoming disabled. The levels of claimed record-keeping were
however fairly low, particularly where unregistered people with
disabilities were concerned (Morrell, 1990). This finding was
supported by the RRC report which found that 95 per cent of private
sector and 96 per cent of public sector organisations had a system for
recording registered disabled employees but only 29 per cent of
private sector and 26 per cent of public sector organisations had a
system to cover those who were not registered.

The Parkside Health Authority had no records of non-registered staff
with disabilities. Questions were therefore included in workforce
headcounts to obtain an idca of those disabled but not registered.
This required updating of the personnel computer system (1992).

National Westminster Bank made its first priority to establish a
database of information on existing staff with disabilities, the work
they were doing and the equipment the organisation already
possessed which could help such individuals function as effectively
as other staff. This information was helpful in enabling the manager
to disseminate good practice in, for example, one region to all the
other regions (IRS, 1990). There are several similar examples in the
public sector of such schemes (Erne, 1991, Pilling, 1992).

Both Midland Bank and Boots are running pilot schemes into
monitoring staff. Both have found the area has had to be approached
very sensitively. Midland has attempted to build awareness of its
monitoring process for six months before starting the pilot. Boots will
only send out their questionnaires after it has been discussed with the
local DAS. Central to the success of menitoring is assuring staff that
information will be treated confidentially and that there is a
commitment from employers to use the information to develop sound
practices (Morgan, 1992).

New employees

Traditionally, disability has been viewed as a private concern in many
employing organisations, but views have changed and several case-
studies show organisations altering application forms to include
questions of disability whether individuals are registered or not.
Again, individuals typically have to be encouraged to give the
information and hence Hampshire County Council, for example, sends

out leaflets explaining the application form to all applicants (Erne,
1991).




This policy does not apply to the public sector only. The Alliance and
Leicester Building Society, for example, now asks applicants:

"Have you a disability which you would like us to know about? If so,
is there any special help you would like us to provide for you to do
this job?’ (Pilling, 1992).

Parkside Health Authority (1992) found that its computerised personnel
system for new employees was inadequate. since it only covered
people who were registered as disabled. Hence they decided to

redesign application forms to ask whether the applicant considered
her/himself to be disabled.

Once information is gathered on both existing staff and new recruits,
it is essential that a system is developed such that the data can be
used to ensure that any targets are being met. Several organisations
use the information to develop action plans and guidelines to
managers on what it is possible to do (Erne, 1931; Pilling, 1992)

4.7 People with disabilities at work

4.7.1 Flexibility

Once in work, a disabled individual’s progress should be monitored,
as with any new recruit, and changes in provision and work
organisation made if necessary. In the Frisch’s restaurants they found
flexibility and accommodation were essential aspects of employing
people with disabilities. An example is given of a person employed
tc wash dishes who proved who unable tc keep up with the fast pace
at lunch time. The company hired another dishwasher to help, with
one working mornings, one working afternoons and overlapping at
lunchtime to cover the extra work. ‘If someone can fulfil 80 per cent
of a job, we can find someone else to do the other 20 per cent’. They
found that appropriate accommodations could be as simple as

providing a stool for someone who could not stand for long periods
(PM Plus, 1991).

Birmingham City Council introduced a range of schemes such as job
sharing and flexible working hours, which although arguably
benefitting all employees, were seen as being of particular help to
people with disabilities (Piiing, 1992). Others such as the London
Electricity Board, have allowed the option for disabled employees of
working from home where appropriate (Employment Gazette, 1990).

4.7.2 Staff support

Frisch’s managers used rehabilitation agencies to train existing staff
in coaching and support for new employees with disabilities.
Managers were given a matrix listing telephone numbers and contact
names of all the agencies and advice on which types of job were most
suited for people with which type of disability (PM Plus, 1991).
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Parkside Health Authority (1992) developed a support group for
disabled staff. The purpose was to enable disabled employees to work
together in tackling obstacles. This initiative led to a focus on career
development for disabled staff resulting in two specialist courses.
What became clear in Parkside’s case was the need to provide

positive support, for instance in terms of making time/resources
available.

4.7.3 Health and safety

One of the main areas of concern for employcrs over people with
disabilities is that of health and safety. Such concerns often prove to
be unjustified. The Royal Mail in Merseyside for example had
considered, with the financial help of the Employment Service fitting
flashing lights to fire alarms. It was also planned to designate certain
members of staff as responsible for letting deaf staff know in case of
an emergency. In practice deaf people simply followed other staff
when the drill sounded (Fewsher, 1991). Similar procedures have been
adopted by LEB (IDS, 1992).

Birmingham City Council has developed a Code of Practice which
covers emergency and evacuation and health and safety of people
with disabilities, which states that an appropriate evacuation
procedure must be worked out in case of emergency, and training
given in its use. Various adaptations have been made for individual
employees, such as a flashing light emergency alarm for a deaf
employee (Pilling, 1992).

Other examples of emergency equipment include the purchase by
London Borough of Wandsworth of PARAID evac-chairs to assist
disabled people out of buildings in case of an emergency (Erne, 1951).

4.7.4 Training

Only 12 per cent of respondents to the RRC study had planned or
reviewed training in the light of the needs of people with disabilities
(Smith et al., 1991). This is an important area of possible oversight on
the part of employers. Without equal chances to training, individuals
with disabilities may not have equal opportunities for promotion.
Changes may involve simply ensuring that all training courses are
run at centres with access for disabilities.

Rirmingham City Council, for example, has its own residential training
centre and to fulfil its commitment to people with disabilities, ramps
have been installed and study bedrooms are available with a specially
adapted bathroom en suite (IRS, 1990).

Anglia Television, whilst building a new training room, considered
making it user-friendly for people with disabilities by installing, for
example, an induction loop (IDS, 1992).

Hampshire County Council were reported to be exploring the feasibility
of setting places aside for people with disabilities on training schemes
within the Council (Erne, 1991).
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It may, however, be necessary to develop special courses or to
restructure courses so they are relevant or accessible to people with
disabilities. National Westminster Bank, for example has run an
experimental in-house word processing course for visually
handicapped secretaries. Birmingham City Council developed a career
development training course for employees with disabilities. These
were used to identify areas of general concern and individual needs
for training. The issues which emerge from these courses are used by
management to promote change at an individual level (Pilling, 1992).

4.7.5 Promotion

There is little evidence on policies and practices which relate to the
promotion of people with disabilities. This issue was, however,
considered in the RADAR study of local authority practice,
suggesting that as in the cases of training and retention, most
authorities had a policy on promotion which typically stated that the
authority would give full and fair consideration to applications for
promotion from disabled people. There is, however, little evidence to
suggest how such provisions are implemented (Erne, 1991).

4.8 Retaining staff who become disabled

There is very little evidence from previous studies or reports on
employer policy and practice towards existing staff who become
disabled.

Clearly, many of the actions cited in the paragraphs above will
naturally also apply to retaining staff who have become disabled.
Again flexibility and accommodation are the key words. Several
reports on individual organisations however (eg Parkside Health
Authority) have suggested that employers have found it more
difficult to make progress in developing explicit policy in this area
than on recruitment and selection. Initially Parkside Health Authority,
for example, drew up a policy on retaining staff. This included a
section on re-employment whereby an individual becoming disabled
would be considered for suitable vacancies when they arose. It was
argued, however, that it would be useful to look at some of the
retention initiatives geared towards gender equality (eg Opportunity
2000 on retention of nurses) to sce whether these could be expanded
to cover disabled staff (1992).

Most local authorities covered in the RADAR study had some sort of
policy statement on retaining staff becoming disabled. Cheshire County
Council’s policy includes provision for people to be redeployed to
other areas of work where their salaries would be protected and their
abilities maximised. The policy was under review to ensure it was
fully implemented (Erne , 1991).

4.9 Raising awarencss among all employees
The RRC survey found that 56 per cent of respondents had consulted

trade union ¢ staff representatives in their attempt to improve
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opportunities for people with disabilities (Smith et al., 1991). The
subsequent case study work provided numerous examples of different
staff awareness schemes implemented. The schemes varied according
to whether they were aimed at personriel staff only, management and
supervisors, or to encompass all employees.

More generally, the case-studies available in the personnel and
industrial relations literature suggest that the importance of training
and awareness for existing staff is a message that has got through to
those employers who are involved in disability initiatives.

National Westminster's manager for disabled staff was reported as
seeing one of her future tasks as encouraging managers to focus on
the abilities of all staff. A video was prepared which was to be shown
to all employees with personnel or equal opportunities
responsibilities. It was hoped that by demonstrating the range of
talents contributed to the organisation by staff with an occupational
handicap all employees will be encouraged to take a more positive
attitude to employing people with disabilities (IRS, 1990).

When Frisch’s decided to introduce a programme for people with
disabilities, the company’s management recruiter organised a two-day
seminar with 60 rehabilitation agencies for all area managers, unit
maragers and their assistants. The agencies explained what would
help them, while the managers outlined their worries about
employing disabled people. Similarly, in order to make managers at
Caradian National more receptive to the idea of employing people
with disabilities, all 3,000 of their first-line supervisors received
training on managing a diverse workforce. As well as raising their
awareness of diversity of issues, this one-day workshop is intended
to give supervisors some knowledge of the relevant legislation. They
found that once made aware of their own responsibilities, supervisors
were usually able to find creative solutions to the every day problems
involved in managing a diverse workforce (PM Plus, 1992).

Royal Mail sent its managers on training sessions run by the
Merseyside Society for the Deaf on how it felt to be deaf, what aids
were available, and role plays tailored to the company (Fewsher, 1991).
Similarly, LEB and McDonalds (Laabs, 1991) have developed training
to promote understanding of disability among staff and managers
(Employment Gazette, 1990; 1DS, 1992).

Lambeth Council felt that one of the failings of their initiative to
increase the employment of peopie with disabilities, had been that
many managers in personnel felt that they had been thrown in at the
deep end and that training into the implications of employing people
with disabilities would have proved invaluable (Gledhill, 1989).

A major focus of tae Parkside Health Authority (1992) initiative in the
first stages was on raising the level of knowledge and awareness
amongst personnel officers. Further short awareness sessions were
run for managers. Overall, the training to raise awareness had two
separate emphases: one focusing on the services available, such as
grants for adaption of premises and cquipment; the second on
identifying and challenging attitudes.
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Cheshire County Council used disability awareness training in their
interviewing and selection courses provided by the DAS. A training
course was also held for trainers which included a session on
simulating disability. More generally, disability awareness training
courses for managers arranged by DAS were taken up by several local
authorities, reported in the RADAR study (Erne, 1991). In order to
raise awareness among all staff Cheshire produced a series of
pamphlets on specific disabilities similar to those produced by the
Employment Service. They were in the format of its disability policy,
in user-friendly language and with the Cheshire contact addresses
(Erne, 1991).

4.10 Access and special equipment

The RRC survey in the UK, found provision of special equipment and
adapting premises were the second most commonly cited actions
which had been undertaken, planned or consider.d by employers —
68 per cent responding positively to these questions (the commonest
was making contact with the DAS) (Smith et al., 1991).

Wh Ist some studies cite employer concern about the costs of making
such provision for employees with disabilities, there is no systematic
evidence for the UK on how much employers actually spend on
equipment, adaptations for the disabled etc. Studies in the US,
however, have found that many adaptations and special equipment
to facilitate the employment of people with disabilities are simple and
inexpensive. A study quoted in the US Equal Employment Opportunity
Commission paper (1991) found that most frequently cited
accommodations accounting for 51.1 per cent of those undertaken
were made at no cost, 18.5 per cent at costs between $1 and $99, and
11.9 per cent at costs between $100 and $499. Thus more than 80 per
cent of all accommodations cost less than $500. Another study by the
disabilities product information service found that of the most
commonly needed adaptations for computer equipment and soft.vare,
69 per cent cost less than $500 (Snell, 1992).

Adapting new premises

The relatively low costs of making such physical accommodations
were confirmed in a case study of the TSB Group. When the group
planned to move its head offices, it was decided as part of the
refurbishment plans that the new building was to be fully accessible
for people with disabilitics. Entrances to the building do not have
steps so they are accessible to wheel-chair users. There are taped
announcements in lifts, induction loops in conference areas, light
reflecting carpets and wall paper, floor surface changes at strategic
points, large print signs and tactile maps to enhance navigation about
the building. The design specification was drawn up in consultation
with the RNID, RNIB and the Centre for Accessible Environments.
The costs for this were regarded as being minimal in comparison with
those being incurred through the general refurbishment (Pilling, 1992).
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Hewlett-Packard’s current Bristol site was purpose built in 1984 to take
into account the needs of people with disabilities. The entire site is
built on one level, open plan with wide corridors and doors, ramps
into the building, disabled toilets and disabled parking facilities (IDS,
1992).

Adapting existing premises

Other employers have taken on such changes without moving. To
ensure that people with disabilities are able to work once they have
been selected, Canadian National carried out an accommodation study
of all its buildings and set up a $10,000 contingency fund for
managers wanting to accommodate people with disabilities but not
having sufficient funds in their operating budgets (PM Plus, 1992).

In the UK, Leicestershire County Council established a capital
programme of improvements in access to Council building and

buildings in which the Council operates an agency agreement (Erne,
1991)

Anglia Television, despite difficulties of being situated in historic
buildings, has over the past two and a half years allocated funds for
adaptations such as installing ramps, designating lifts for use of
people with disabilities and providing disabled toilets (IDS, 1992).

Use of special equipment

As well as special equipment mentioned earlier to enhance health and
safety procedures, there is a wide range of equipment which can be
used to accommodate people with disabilities, and some of the case
study literature exemplifies employer introduction of such equipment.

National Westminster’s own IT systems development department in
1990 provided most of the micro-computing equipment required by
disabled staff. Many others buy in equipment and computer software

from outside which is, as indicated earlier, often inexpensive (Snell,
1992).

The BIFU survey found that out of 22 replies to the question on
special equipment, 11 employers stated that they had specific facilities
for disabled staff including talking calculators, braille typewriters,
Sinclair work station, CC TV appliances, switchboard with synthetic
speech, Optacon document readers and modified VDU screens (BIFU,
1987).
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5. Employer Motivation for Disability Policies and Practices

A key focus of the proposed study is to examine not only what
actions employers du or do not undertake with regard to recruiting
and employing people with disabilities, but also to investigate what
motivates them to behave in the way they do. Once again, there is
little in the existing literature in the way of systematic evidence on
this question. We look in turn at the key factors which are mentioned
as possible influencing factors in this regard.

5.1 Legal obligation

With the possible exception of the largest organisations, it seems
unlikely that the major source of employer motivation in adopting
and implementing a policy on employment of people with disabilities
is one of legal obligation. The evidence suggests that permits
exempting employers from the quota obligations are obtained with
ease, and prosecutions of those who do not obtain them despite not
n - ung the quota are rare.

5.2 Moral obligation

Among the majority of public sector organisations as well as many of
the larger, high profile companies, a motivation to move on the
disability front appears to be associated with or to emerge from a
commitment to equal opportunities in general. Disability issues are
commonly embodied in more wide-ranging equal opportunity policies
or statements. That of Birmingham City Council is fairly typical,stating
that the Council:

‘. .will ensure that all existing and potential employees receive equal
consideration and is committed to the elimination of unlawful and
unfair discrimination on the grounds of gender, race, disability,
colour, ethnic and national origin, nationality, scxuality, marital
status, responsibility for dependants, religion, trade union activity
and age’ (Pilling, 1992).

In addition to a general commitment to equal opportunities in

employment, several other motivatirg factors for employer disability
policies emerge from the case study literature.
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5.3 DAS contact

Contact by the Disability Advisory Service, raising awareness of the
issues concerning disability is not infrequently cited in case studies
as having influenced recruitment policy (Pilling, 1992). The IFF
survey, in order to assess the effectiveness of DAS, compared the
differing levels of activity between similar establishments which had
or had not received visits from the service. The overall results are
shown in Table 12 below.

Table 12. Types of action taken by DAS and non-DAS contacts

Percentage taking any action

Total DAS Non-Das
% % %
Recruitment 7 16 4
Quota Scheme 8 17 6
Positive Attitude 1 17 10
Retention 14 20 13
Policy 8 13 5

Sheltered Placement Schemes 2 10 1

Source: Morrell, 1990

The survey found that a higher proportion of employers with DAS
contacts made an active effort to recruit people with disabilities than
did their counterparts in the non-DAS group. This seemed
irrespective of size or business activity. DAS contacts were also more
likely to have made extra provision for their employees with
disabilities. They were far more likely to have been involved in job re-
structuring, special training, making changes to existing equipment
or the provision of additional equipment and allowing more flexible
or shorter working hours. They were not only more aware but much
more likely to have used recruiting services available, schemes such
as the Job Introduction Scheme and help with adaptations (Morrell,
1990). There is, of course, an important question of causality here —
that is, the positive relationship between having had a DAS contact
and having undertaken some kind of action on behaif of employees
with disabilities, may partly retlect employers taking or being
committed to take action being more likely to contact the DAS
themselves, or to respond positively to a request from DAS for a visit.

5.4 Skill shortages

An emergent motivation for employer action on the disability front
during the late 1980s was concern about the impact of skill shortages
and the ‘demographic timebomb’, and the associated attempt to
widen recruitment pools and make better utilisation of the existing
labour force (see Hewitson-Ratcliffe, 1990). Such concerns (in the UK at
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least) have clearly been mitigated by the current recession, and it is
as yet unclear how far they will re-emerge when the recovery comes.

Some case study evidence (mostly predating the recession) confirms
that some employers have developed/implemented policies for
people with disabilities, at least partly for such reasons.

Sun Alliance developed a policy on employing more people with
disabilities because of its concern about strong competition for high
calibre staff in the local area. It was felt that people with disabilities
would fill the roles required (Pilling, 1992).

Frisch’s, the US fast food chain made the decision to employ more
people with disabilities after realising that they were more reliable
employees than average. The company at the time was suffering from
high staff turnover compounded by a shrinking market of young
people. One of their more dependable sources of labour was people
with disabilities. With the employment of people with disabilities,
turnover dropped from 260 per cent to 230 per cent (PM Plus, 1991).

McDonald’s developed its McJobs programme because it saw people
with disabilities as the largest pool of under-utilised labour in the US
and felt it could no longer leave this valuable source of employees
untapped. They have found that 87 per cent of participants who
graduate are retained by the company (Laabs, 1991).

5.5 Interest initiated as a result of already disabled staff

Some organisations which have made provision for people with
disabilities have done so to retain a valued member of staff. Thus, for
example, Sun Alliance stated that an interest in disability issues
developed after the access requirements of a member of staff, who is
a wheelchair user, led to adaptation to their offices. Consultations on
disability issues were necessitated when it was realised that
adaptations which had been made were not adequate and so
stimulated further changes (Pilling, 1992).

Canadian National in Canada had made some considerable changes to
retain a particular member of staff. Despite its costs, their belief was
that they had a well-trained employee with 30 more years of work
ahead of him which would have been lost had accommodations not
been made. This was felt to be a far more effective solution than
finding a replacement (PM Plus, 1992). Despite the existing Canadian
legislation supporting people with disabilities, this was not cited as
the reasor for CN’'s policy, although it is likely to have been a
contributory factor to the organisation’s awareness of the issues and
possibilities available.

5.6 Attitudes of personnel staff

The time available and enthusiasm of personnel staff have been cited
as reasons for developing provision. The Frisch's fast food chain felt
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that much of their policy was as a result of a particular manager in
the HR department having an interest in the subject. Similarly, in the
UK, a recent report by the Employment Service's Research and
Evaluation Branch (Taylor, 1990) on local authority attitudes to the
Sheltered Placement Scheme concluded that the key factor important
in the success of an authority’s attempt to use the Scheme is the
appointment of an officer whose sole responsibility is the
management of the project.

Ironically, it has also been argued that reduction in recruitment
activity due to the economic downturn, may also have freed up
personnel staff from the usual direct recruitment issues to concentrate
in other often neglected areas, such as practices towards disability
(Pilling, 1992).

5.7 Financial benefits

In the United States organisations taking action on disability may also
receive direct financial benefits. Companies can claim a tax credit for
every employee under a government scheme for employers who
provide ‘target jobs’ for people with disabilities. They are also able to
claim grants under the Job Training Partnership Act from the local
Private Industry Council (the US equivalent of a TEC/LEC) (PM Plus,
1991).

McDonald’s receives $800 for each client it trains on its Mcjobs
scheme, which helps offset training materials and the job coach’s
salary (Laabs, 1991).

Some of the US case study literature also cites indirect financial
savings acting as a motivation to undertake actions on behalf of
disabled employees. Thus, the Principal Financial Group in lowa,
despite managing many other companies disability payment schemes,
realised in the 1980s that it had no mechanisms itself for transition of
its own employces back to work following a short or long term
disability. The Company realised it stood to save thousands of dollars
in dlsablllty claims and in costs not incurrad for replacement, training
and hiring temporary staff. They subsequently developed the
Mainstream Programime which has saved the company more than $1
million since its inception in 1986. From 1990 to 1991 alone the
company reported savings of $774,859, the majority, $730,812 saved
by reducing disability claims (Tucker, 1992).

No UK evidence was uncovered on this issue during the literature
search.

5.8 Contact with voluntary organisations

Contact with voluntary organisation has also been an important force
in the employment of people with disabilities. As with contact with
DAS, these organisations are able to raise awareness. Sun Alliance felt
that its being approached to join the Local Employers’ Forum on
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disability had contributed to its interest (Pilling, 1992). Many other
examples are cited where voluntary organisations have bcen
instrumental in setting up open days, forums, seminars, training
schemes etc. to encourage the employment of people with disabilities
(PM Plus, 1991; Martin, 1991; Erne, 1991; Pilling, 1992).
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6. Costs Incurred and Problems Encountered

6.1 Costs incurred

Information in the literature regarding the costs incurred in providing

for people with disabilities is virtually non existent for organisations
within the UK.

Surveys in the United States are far more prevalent due to the recent
Americans with Disabilities Act. As mentioned in section 4.10 studies
in the US have found that many adaptations and special equipment
are often simple and inexpensive.

Case study material gives very little detail on the costs of activities
undertaken. Much of it outlines policies and activities but not costs.

6.2 Problems encountered

The only survey to ask questions on problems encountered was that
by the IFF. The interviewers asked about the problems which
respondents felt their particular establishments faced when employing
people with disabilities. The results were given for all establishments
and then split between those having received DAS visits and those
which had not.

Table 13. Problems faced in employing people with disabilities

Total DAS Non-DAS

% Y% %
Unsuitable job types 38 36 17
Unsuitable premises 27 27 27
Lack of disabled appliconts 17 12 18
Ditfic ult access - journey to work 5 O 5
Shiftwaorking 3 2 4
Other 5 5 3
No problems 19 41 39

source: Morrell, 1990

The most important problems were unsuitable job types, unsuitable
premises and lack of disabled applicants. It is not known whether
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these responses were based on experience of actually attempting to
employ people with disabilities or whether these are just perceived
problems. In order to assess any real difficulties faced through actual
experience, the case study literature must be used. We summarise
below some of the issues raised in the case-studies which were
identified as posing problems or difficulties in this area.

Financial constraints

Even in the case study literature, however, there is very little
evidence on any costs and financial burdens which disability
provision does place on employers (with the exception of some of the
local authority case-studies, reported in Erne, 1991, which stated that
overall financial constraints had put limits on their implementation
of desired policies and actions on disability issues).

Size of organisation

According to the Disability Initiative Officer of Birmingham City
Council the biggest problem in instigating change in the employment
of people with disabilities is the sheer size of the organisation. It was
felt that it was easy to make changes in small areas but these would
have no effect throughout the organisation unless they could be
implemented at senior management level or politician level (Pilling,
1992). Strategic change can only be achieved if it is instigated at the
highest level, and if central control is relinquished initiatives are
likely to be side-lined. It is, however, difficult to see that this is a
problem which is specific to disability policy as against any other
policy area.

Lack of vacancies

This has been cited as an issue in some (mainly public sector case-
studies, limiting the options for responding to the needs of existing
employees who become disabled.

Thus Dover District “ouncil had found difficulty in finding suitable
alternative employment for people who had become disabled and
wanted to avoid ill health retirement. Alternative employment was
always investigated tut with the loss of vacancies due to cut-backs
and compulsory competitive tendering, it did not always prove
possible (Erne, 1991). Compulsory competitive tendering was similarly
seen as a problem by Hampshire County Council (Erne, 1991).

Parkside Health Authority found that some placcment officers were
asking for junior non stressful clerical positions for disabled trainces
finishing office skills course. These kind of jobs no longer exist in the
units (1992).

Lack of disabled applicants

This problem arises less often in the case-studies identified than
might be expected. It would seem that when organisations embark on
a programme of employing people with disabilities they will use
several avenues of recruitment in order to attract as many candidates
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as possible, and are frequently successful in tapping into a pool of
disabled applicants.

The London Borough of Wandsworth, however, reported a very poor
response to their attempts to set up an application form bank. After
issuing a publicity statement in various disability publications over
a period of four months, only one individual out of eleven returned
the application form. They were unsure of the reason for the poor
response but assumed that either the particular jobs they were
seeking or were suited to were not available at the Council, or
perhaps they had found situations elsewhere (Erne, 1991).

Parkside Health Authority initially found that after some considerable
effort to attract applicants the response was slow and this led to
disappointment. It was subsequently realised that it would be
necessary to maintain and build up the authority’s profile since the
Health Service has a poor reputation nationally as an employer of
people with disabilities (1992).

This was not a problem restricted to the UK. Canadian National found
that despite considerable efforts, they had far more success in
recruiting women and members of visible minority groups than
people with disabilities. In 1991 of a total of 19,169 applications only
278 were from people with disabilities. Of 647 hired only 12 had
disabilities. CN believed this could be put down, in part, to the
nature of their business activities — many people with certain kinds
of disabilities can not work on trains whatever adjustments/
adaptations are made (PM Plus, 1992).

Such shortages of disabled applicants appear more pronounced for
posts at higher levels of skill and qualification, and as we have seen
above (Section 2.2), disabled people are generally less well-qualified
than their able-bodied counterparts. One executive recruitment agency
found that in executive recruitment, disablec. individuals were rare
and their main disadvantage was lack of experience. This was
thought partly to be because some physically disabled people also
suffer a degree of mental handicap which eliminates them from the
majority of management jobs. More importantly, they have often been
unable to take advantage of the same educational and career
opportunities and so lack experience and expertise (Nash, 1989).

Difficult access to site

Parkside Health Authority found that one unit experienced particular
problems in 2 ppointing applicants with disabilities. This was because
it was situated in the country with poor public transport facilities.
Also the lack of nearby schools or projects to link in with and
establish work placements was a disadvantage.

Poor transport facilities was also cited as a reason why one applicant
to the Spastics Society Graduate Training Scheme could not take up a
place because it was not possible to make the move to l.ondon
(Martin, 1991).
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Existing premises

Several organisations cited problems of making alterations to existing
buildings, particularly in old premises. Anglia Television’s premises in
Norwich are historic buildings and the company has had difficulties
in gaining permission to make structural alterations (IDS, 1992).

Forward planning

At Brent Borough Council the Disabilities Adviser felt that the greatest
probiem was the lack of forward planning. Many of the initiatives are
fairly long term and were difficult to carry through because other
priorities interrupted them. This produces a management culture of
working from day to day. This is probably prevalent in the present
environment of financial cut backs and recession (Pilling, 1992).

Attitudes of existing staff/manager

Nottingham City Council’s Equal Opportunities Training Officer
considered that the biggest problem to overcome is other peoples’

prejudice and building peoples' awareness of the problems (Pilling,
1992).

Parkside Health Authority found that in some cases work experience
provision was resisted because managers found it difficult to make
the leap from seeing disabled people as clients to seeing them as
colleagues (Farkside Health Authority, 1992). They also found it difficult
to get some managers to attend awareness sessions although it was
not indicated why.

In the private sector TSB’s Equal Opportunities manager argued that
a key problem was in convincing people that disability was a
business issue. Once it is possible to talk in terms of economic
improvement and a costing of the policy can be achieved, many of the
criticisms of equal opportunities policy disappear. It is no longer a
purely moralistic issue (Pilling, 1990)
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7. Reasons for Employer Inactivity on Disability Issues

This presents quite a difficult area to assess since it is unlikely that
employers will readily admit to being prejudiced about people with
disabilities or give the reasons why. There is therefore very little daia
available from employers themselves. The IFF survey asked
employers if they faced any problems with employing people with
disabilities (see previous section) but it is not clear whether this refers
to experienced or just perceived problems.

When experiences of p. ople with disabilities are examined it becomes
clear that most problems they face arise from employer attitudes
(Thomas, 1992). A general lack of understanding regarding the
employment of people with disabilities gives rise to numerous myths
and fears creating prejudice and discrimination (Kettle, 1979; Smith,
1992; Lester & Caudill, 1987; Bolton & Roessler, 1985).

Many employers fail to appreciate that disability does not necessarily
imply inability. As indicated above (Section 2.1), a disability may not
necessarily result in a handicap (Kettle, 1979). This lack of
understanding was clearly illustrated in a small survey of 15
establishments which aimed to gauge the general disposition of
employers to the recruitment of people with disabilities (Ingamells,
Rouse & Worsfold, 1991). It was found that only a limited distinction
was made between handicap and disability. Very few appeared to be
aware ot the wide range of disabilities, most understanding it to
mean mental or physical, excluding sensory disabilities and having
very little detailed knowledge of specific conditions such as cerebral
palsy.

As a result managers assumed that people with disabilities would not
perform adequately at work. People with disabilities were seen as
‘not as capable’ or not ‘as mentally alert’. They were regarded as
inadequate because ‘we have to run up and down here’ or ‘they
couldn’t be expected to do their job properly’. Other respondents had
low expectations and employed people with disabilities only in lower
skilled jobs (Ingamells, Rouse & Worsfold, 1991). Graham et al., (1990) in
a study of discrimination against disabled people within the
workplace, found frequent examples of employers making inaccurate
assumpticons regarding an applicant’s ability to do a job simply from
an application form which stated they were disabled but had
experienced no restrictions in their working life.

I'his poor grasp of what disability actuaily means leads to a whole
range of specific myths and prejudices relating to employing people
with disabilities. Tester and Caudill (1987) identificd seven myths
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regarding the handicapped worker, some of which are supported by
evidence from case studies.

1.

The most frequent belief regarding people with disabilities is that
they will have a poor attendance record and a high rate of job
turnover.

It is often believed that workers with disabilities will be less
productive than other employees in similar jobs because of their
physical and mental limitations (contradicted by the evidence
from several case-studies: eg Du Pont, 1990).

Employees with disabilities are thought to be more accident
prone. This could well jeopardise an organisation’s safety record
and cause increased insurance premiums. This was one of the
main worries expressed by managers of the Frisch food chain
before they began employing people with disabilities (°PM Plus,
1992).

As mentioned above, managers often do not understand how little
needs to be done to accommodate an employee with a disability,
assuming that very costly adjustments are necessary to the work
environment. They seem to be unaware that technology is
available at relatively low cost and that government grants are
provided to help cover costs of accommodations (Duckworth,
1991). Employers consistently claim the reason for not employing
people with disabilities is that they have an unsuitable work
environment (Barnes, 1991; Graham et al., 1990).

Employers may claim that employees with disabilities are too
demanding. Some feel that the special treatment that they require
creates hostility in colleagues.

It is often felt that employees with disabilities would be an
embarrassment to the organisatiun. Managers’ discomfort with
disability caused by their own misconceptions are assumed to be
shared by customers. In one study, evidence was found that
employers in the service sector felt that the sight of a disabled
woman disturbed customers (Barnes, 1990). In addition a great
deal of importance is placed on appearance. Often job
advertisements require applicants to be ‘generally of good
appearance’. As Barnes points out, this can be very difficult for
people with disabilities partly because they often can not afford
clothes that satisfy this requirement, but also because
manufacturers cater for the mass market which does not
encompass their possible special needs.

L'inally, it is often claimed that people with disabilities will not fit
in with the organisation’s work groups. One employer claimed
that the simple presence of a person with a disability is disruptive
to other workers in a team because of the feeling of unease and
embarrassment they create in others (Graham et al., 1990).

All these misconceptions have proved false in both the case-studies
(e Du Pont, 1990) and in various research projects going back as early
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as 1929 (Kettle, 1979). Surveys of individuals such as that by the SCPR
(Prescott-Clarke, 1990) show that the majority of disabled people in
work require little more than other employees in terms of breaks or
time off for treatment or sickness. This is confirmed by the IFF survey
where employers who already employed people with disabilities were
asked to compare their attendance record and level of performance
with other employees. Sixty nine per cent of employers found the
level of performance of people with disabilities the same as other
workers, ten per cent found they were better and 11 ner cent said
they were slightly worse. On attendance record, 5% per cent of
employers said people with disabilities were the same, 23 per cent
had more time off and 14 per cent less (Morrell, 1990).

Kettle argues that the persistence of these misconceptions is not
entirely the fault of employers. The medical fraternity has tended to
be over-cautious regarding the abilities of people with disabilities. In
interviews with individuals who had given up work because of their
disability, Thomas found one of the main reasons for this was that
their GI’s had told them that they would never work again, without
considering the possibility of working in a changed environment
(Thomas, 1992). Such attitudes from acknowledged ‘experts’ can only
serve to reinforce the employer's already negative feelings (Barnes,
1991).

In addition, until recently, most discussion regarding disability had
come from the fields of medicine, rehabilitation, sociology and
psychology. As Kettle points out, this is not likely to form part of a
manager’s daily reading. It has also not been a high priority area for
management publications, and so evidence to dispel these myths
would not be seen by management staff (Kettle, 1979).

It could be argued that the Disablement Advisory Service is
attempting to overcome this lack of awareness, and in larger
organisations this is very possibly the case. The IFF survey showed
however, that of all private sector establishments participating, only
22 per cent had been contacted by DAS. The majority of employers,
therefore, will have had fairly limited or no exposure to issues
concerning employees with disabilities and no reason to re-assess
their attitudes towards them.

As well as these forms of specific discrimination, many organisations
have recruiting practices which inadvertently block people with
disabilities from obtaining employment (Barnes, 1991).

Employers often have job requirements which are too tightly drawn
for the actual tasks required and these tend to disadvantage people
with disabilities more than other applicants. For example, the IFF
survey found that 41 per cent of employers felt that management jobs
required the ability to walk over half a mile (Morrell, 1990).

More specifically, requirements regarding educational achievements,
applicant’s age and experience all work against people with
disabilities (Barnes, 1990). People with disabilities are less likely to
have had the same education experiences which equip individuals
with the abilities to deal with application forms, aptitude tests and
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interviews as well as opportunities for achieving the paper
qualifications which have become increasingly important. The SCPR
study found that 46 per cent of economically active people with
disabilities had no qualifications (see Section 2.2) (Prescott-Clarke,
1990).

Many employers do not like to employ workers who are over a
certain age. This presents a problem for people with disabilities
because the incidence of impairments tends to increase with age
(Martin, Meltzer & Elliot, 1988). They not only have to deal with
negative attitudes towards their handicap but also regarding their
age.

A great deal of importance is placed on an applicant's work
experience. It is generally accepted that employers are unlikely to
consider any individual who has been out of work for a year or more
(Barnes, 1990). People with disabilities appear to experience longer
periods of unemployment than the workforce as a whole. The SCPR
survey found that of those actively seeking work, 52 per cent had
been looking for at least a year and 30 per cent for more than three
years. Although figures for the workforce as a whole are not directly
comparable since they are based on those eligible to claim benefit, of
these only 38 per cent had been claiming for at least a year and 19 per
cent for over three years (Prescott-Clarke, 1990). Added to this is the
disadvantage that individuals with disabilities since birth will have
had limited opportunities to gain any work experience (Prescott-
Clarke, 1290).

Although not openly acknowledged, employers fail to provide
opportunities for people with disabilities partly because of their own
prejudices and misunderstandings but also because of their traditional
recruitment practices. Unless they can be persuaded to alter their
views and recruitment procedures, it is argued, employers will
continue to be unable to understand the value of employees with
disabilities and will not consider them for employment (Duckworth,
1993).
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