From
the editor
When it comes to running a successful business, HR professionals
face the constant challenge of finding the right people to help
that business flourish. And with the skills gap widening in the UK,
that pressure is increasing. Where do we look for the right talent
to make our businesses fit for whatever the future might bring?
Nearly one in five people has a disability of some kind in the
UK – that’s almost 12 million people. But less than half of people
of working age with disabilities are employed. This represents a
vital opportunity and an untapped pool of talent that could help
businesses thrive.
The opportunity rests on making the workplace accessible,
welcoming and supportive to all people who might live with
a disability, whether physical or mental – something that may
seem a challenge to some, but is simpler than many realise.
And it comes with a plethora of benefits that could make all the
difference for businesses.
In this magazine we explore ways that we can benefit from the
motivation, talent and dedication of our colleagues with disabilities.
We talk to the experts who fight for equal opportunities, hear
real-life stories from those who live with disabilities and discuss
the support both within businesses – and for businesses. Most
importantly, we set out to dispel myths around disability to
demonstrate the rewards diversity can bring to a business.
I hope the stories in this magazine will inspire you to think about
new ways to increase employment opportunities for all. The
insights and expertise within these pages can help us all to build
our confidence to become accessible employers – and bring about
a change in culture and approach that will bring benefits for all
of our colleagues, both with and without disabilities and for our
business as a whole.

Paulette Cohen
Director, Diversity & Inclusion, Barclays
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THE JOURNEY TO ACCESSIBILITY

The journey towards

It’s only within relatively recent history that people
with disabilities have seen the legislation, support
and adjustments needed to enable them to
access opportunities that others take for granted.
With progress still to be made towards a society
that’s accessible to all, what’s changed so far?

1927

1948

The 1927 Mental Deficiency Act
defines mental deficiency as “a
condition of arrested or incomplete
development of mind existing before
the age of 18 years, whether arising
from inherent causes or induced by
disease or injury” and emphasises the
need for care outside institutions.

The National Assistance Act
makes provisions in the
community or residential
settings for those in need.

1998
1995
1983
1970
The Chronically Sick & Disabled
Persons Act 1970 is introduced,
giving rights to people with
disabilities. The revolutionary
move transforms official policy
towards people with disabilities
and sets down specific provisions
to improve access and support.

The Mental Health Act retains
the broad definition of mental
disorder referred to in the 1959
Act but the classifications
change to “mental illness
(undefined); severe mental
impairment; mental impairment
or psychopathic disorder”.

The Mental Deficiency Act
provides for the segregation
of “mental defectives” in an
ascending order of vulnerability.
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1930
The Mental Treatment Act enables
voluntary admissions – the first time
Parliament acknowledges that an
individual might seek admission to a
psychiatric hospital of their own free will.

2000

1996
1986

1913

The Disability Discrimination Act
1995 gives rights to disabled
people to prevent discrimination
on the grounds of disability.

The Human Rights Act 1998 sets
out 18 articles or protocols which
explain fundamental human
rights. (The legislation adopts the
European Convention on Human
Rights into British law when it
came into force in October 2000.)

1959
The 1959 Mental Health Act
defines mental disorder
(mental illness) as distinct from
a learning disability.

The Community Care (Direct
Payments) Act 1996 gives local
social service departments the
authority to make grants instead
of providing a service.

The Care Standards Act 2000
sees the formation of the
National Care Standards
Commission, which takes over the
responsibility for the registration
and inspection of services from
local authority departments.
Young disabled people aged
16 and 17 become eligible
to receive direct payments
to purchase their own care
support under The Carers and
Disabled Children Act 2000.

The introduction of The Disabled
Persons Act 1986 requires social
services to provide a written
assessment of disabled people
and to look at the abilities of
informal carers when deciding
on the level of care needed.

EMPLOYABLE
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THE JOURNEY TO ACCESSIBILITY

2007

2010

The Mental Health Act 1983
is amended and reformed. It
broadly defines mental disorder
as “any disorder or disability of
the mind”, so it includes mental
illness, learning disabilities and
personality disorders.

The Equality Act 2010 defines
disability as having a “physical
or mental impairment that has
a “substantial” and “long-term”
negative effect on the ability
to do normal daily activities”.

2016
PRECONCEPTIONS
AND PREJUDICE

2014
The Children and Families Act
is introduced, which brings
changes to the law regarding
adoption and child care,
including young people
with a disability or special
educational needs.

2012
2008

2005
The Mental Capacity Act 2005 is
introduced – providing a framework
to empower and protect people
who may lack the capacity to make
some decisions for themselves.
The Act makes it clear who can
take decisions in which situations,
and how they should go about it.

The coalition government’s Health
and Social Care Bill gains Royal
Assent to become The Health and
Social Care Act 2012.

The United Nations introduces
the UN Convention on the Rights
of Persons with Disabilities,
which obliges member states to
promote equal rights and root out
discrimination.
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Nearly four in 10 people think of
people with disabilities as less
productive than non-disabled people.

75

%

75% think that people with
disabilities need to be cared for
some or most of the time.

POORER LIVING
STANDARDS

In the ongoing quest
for accessibility, what
opportunities and
challenges do people with
disabilities face today?

11.9m
Around 11.9 million people live with
disabilities in the UK.

1 5
in

HARD TO FIND WORK

4x
People with disabilities are nearly four times
as likely to be unemployed or involuntarily
out of work as non-disabled people.

44.3%
In March 2013 the economically
inactive rate for working-aged people
with disabilities was 44.3%.

35%

Almost one in five people
have a disability.

“It’s crucial to influence
attitudes on disability.
While they’ve improved
a lot in recent years, we
still need to do more to
instigate change.”
Liz Sayce, CEO, Disablity Rights UK
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4 in10

THE PICTURE
TODAY

1 4
in

High level of unemployment is the
primary reason why so many disabled
people are in low income households.

£550
People with disabilities pay on
average £550 per month on extra
costs related to their disability.
Sources: gov.uk/rights-disabled-person/overview
rescare.org.uk
Young Persons Guide to the Children and Families Act

One in four people will experience
mental ill-health in any given year.

17%

Only 17% of disabled people are
born with their disabilities.

The pay gap between people with
disabilities and people without disabilities
has increased by 35% since 2010.

SO WHAT DOES THE
FUTURE HOLD?
The creation of more accessible
workplaces, more equal opportunities
and the advent of innovative
assistive technologies could open
doors to people with disabilities –
helping create more employment
opportunities, while enabling
businesses to benefit from an
untapped and diverse pool of talent.
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ASK THE EXPERTS

Throughout Europe people with disabilities are disadvantaged
in the working world. In the EU alone, less than half of people
with disabilities (47%) are employed, compared to 72% of nondisabled people.* We asked people committed to helping those
with disabilities get into work why this is the case.

What do you see as the
biggest barriers for people
with disabilities trying to
get into work and how can
we overcome these?
Shaun Meekins
Head of Apprenticeship Operations
Barclays UK
“Although the world has evolved and
the ways in which businesses recruit
are far more accessible, there is still a
real nervousness for some people with
disabilities to apply for roles in the fear
that it might impact their application.
But disability or non-disability should
not be a consideration when making
a decision on an applicant.”

Andrea Youngman
National Business Development
Manager, Remploy

Ask the

“The thing for us is the emphasis on
the traditional recruitment processes –
the group interviews and assessment
centres. I think we need to encourage
employers to consider different
models such as a working recruitment
model, so it gives the individuals the
chance to show an employer what
they can do.”
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*Source: Papworth Trust

Tom Hicks

Head of Communications, Remploy

“Self-confidence is a barrier. Individuals may have applied for a lot of jobs or been unemployed for a
significant period of time, or may not have been exposed to any opportunities. This contributes to the
whole issue of low expectation and not having the best career support – if people have had a negative
experience of work, it creates perceptions around employment. We have to help our candidates realise
that it’s not about identifying barriers to employment, it’s about identifying their potential and their skills.”

Liz Sayce

Matt Reed

Chief Executive
Disability Rights UK

Director of Employer Services
Remploy

“It’s harder for young people
with disabilities to get the same
opportunities because people
underestimate what they can do.
Plus some employers don’t really
understand what they can do to
accommodate a person with disabilities.
They need more access to practical
support and advice on good practice.”

“Many companies lack confidence –
they’re terrified of making a mistake
and they’re not sure how to talk
to people with disabilities, making
them reluctant to give them the
opportunities. We need to make
organisations more confident so
they realise they can access another
fantastic pool of talent.”

Paulette Cohen

Liz Bailey

Director, Diversity & Inclusion
Barclays

Co-Chair of Reach Network
Barclays UK

“The biggest challenge facing
all of us is making sure that we
permanently change our culture
and approach, so that people with
disabilities and all people have
fulfilling working lives, and that we
have a structure and culture that
sustains that.”

“Preconceptions on both sides – the
employer prejudges someone based
on what they think they can and
cannot do, and the applicant is wary
about disclosing their disability in
case the employer prejudges them.
The more we bring disability out into
the open, the fewer preconceptions
everyone has.”

Rabia Lemahieu

Disability and Skills, Disability Rights UK

“Small and medium employers are very reluctant to take on somebody with a disability for a variety of
reasons – from fear of it being ‘too difficult’, to health and safety, to preconceptions about cost. They
don’t understand that there is support out there. But many people with disabilities prefer to work with
small, local organisations. We need to raise awareness of the support that’s available to employers and
the benefits people with disabilities can bring to the workplace.”

EMPLOYABLE
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RECRUIT

RECRUIT OVERVIEW

GETTING
RECRUITMENT
Recruitingpeoplewithdisabilities
issimplerthanmanybusinessesmay
think–anditcomeswithitsown
uniquesetofadvantages.Shaun
Meekins,HeadofApprenticeship
OperationsatBarclaysUK,discusses
benefits,barriersandbestpractice
whenattractingandrecruiting
employeeswithdisabilities.

THE BENEFITS

THE CHALLENGES

SUPPORT AND TRAINING

SPREADING THE WORD

Why do you think companies
should consider employing
people with disabilities?

What challenges are there for
businesses recruiting people
with disabilities?

How do you train your line
managers to be able to support
employees with disabilities?

What advice would you offer
HR professionals on supporting
employees with disabilities?

It’s amazing how an employer’s belief
in you can spur you on to achieve
great things – and I speak from
personal experience. On the whole,
employing people with disabilities:

Businesses may think their
infrastructure will be unable to cope
with significant change or they can’t
afford the adjustments required.
Culturally, people worry about
‘saying’ or ‘doing’ the wrong thing in
context. But the key to overcoming
these challenges is to never assume
that all disabilities require the same
adjustments – it depends on the
individual needs of every person.
We must strive to educate our
businesses about the funding and
support to make those changes,
while equally educating their teams
on any direct impact this may have
on the working environment.

Barclays is committed to educating
and supporting our line manager
community. We’re always developing
our materials and striving to make
the education of disability simple
and meaningful to our stakeholders.
We produce support guides for
line managers, offer access to our
‘Be-well’ intranet site, and leverage
the specialist teams across Barclays
for support, including Employee
Relations, Workplace Adjustments
and our Reach Network.

Nobody expects HR to understand
every type of disability and, equally,
just because two people may share
a physical or mental disability does
not mean that they’ll require the
same adjustments or support. So
quite simply, my advice would be to
encourage listening to each other
and to ensure you obtain any medical
advice as necessary to assess what
support can be best provided.
Remove the need to tick boxes and fill
out forms. Just listen and understand
what a colleague with a disability
needs from the business – even more
so than what the business needs
from them.

• increases workforce morale and
improves teamwork
• helps to inform the way we develop
our products, services and processes,
which improves profitability
• has a positive impact on employee
turnover, loyalty, attendance,
open-mindedness and attitude.

What difference can a more
diverse workforce have on a
business?
The more we increase diversity and
support each other, the more directly
that will enrich our customers and
the ways in which we do business.
It strengthens our values, culture
and brand. I’ve been bowled over by
the talent we see join our apprentice
programmes and humbled by the way
those individuals give back to their
own communities. By simply giving
somebody a chance, listening to
their needs and making adjustments
based upon what will assist them
in their role and career, you can
receive loyalty, commitment and the
ambition to want to help others.
10
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What are the biggest barriers
for people with disabilities?
There’s often an over-arching
perception of how they will be onboarded and supported long term,
but the real challenge comes right at
the start of an application. Although
the world has evolved and the ways
in which businesses recruit are far
more accessible, there’s still a real
nervousness for some people with
disabilities to apply for roles, due to
the fear that their disabilities may
impact their application. But disability
or non-disability should never be
a criterion for employing anyone.

In what ways does Barclays
foster an open attitude?
Our commitment to an inclusive
culture is one of the biggest changes
I’ve seen here at Barclays over the last
few years. Through the continued
growth of our Reach Network – a
community of colleagues committed
to helping people with disabilities
– alongside campaigns such as our
educative and impactful This is Me
campaign, we’re helping give our
colleagues the right tools and attitudes
to support everybody in the right way.
We can still improve, as can most
organisations, but knowing there are
people around you that are prepared to
listen, support and help instils a unique
confidence in every colleague.

In what ways can businesses
attract people with disabilities?
I would encourage employers to
build real stories of existing and new
colleagues who have disabilities so
the messages come directly from
those living the experience. We’ve
found this creates the greatest
connection between colleagues and
future colleagues and helps us dispel
the myth that disability prevents
somebody from having a career.
And we can make opportunities
accessible so everybody can achieve
a great job and a sustainable career.
EMPLOYABLE
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ABLE TO ENABLE: OVERVIEW

Opening doors to a
career in banking.

It’s a fact that people with disabilities are five times less likely to find a job. Barclays is
committed to making careers accessible to all. That’s why it has created a new pilot scheme
that aims to help people with disabilities gain valuable experience in the workplace, while
addressing some of the myths surrounding the accessibility of banking.

Introducing Able to Enable

02

03

04

Attracting candidates

Selecting the interns
Candidates are assessed
on their life skills,
confidence, resilience,
attitude, behaviour and
potential contribution to
the business.

Getting the interns
on board

Mentoring support

Barclays and Remploy
work together to find the
right candidates. The initial
focus for the pilot is on
people with mental health
conditions, which will be
expanded in future.

The candidates have
face-to-face screening
support, and receive
fixed-term contracts.

Each candidate benefits from
a range of support which
is put in place before the
internship begins, such as
workplace adjustments and
the provision of mentors.

How does the programme work?

What does it aim to achieve?

Able to Enable is a new internship programme that
Barclays is currently piloting in two of its London branches.
Set up in conjunction with Remploy, one of the UK’s
leading diversity and inclusion employment experts, the
pilot is giving two people with disabilities the opportunity
to immerse themselves in the world of Personal Banking
– learning new skills and supporting the business while
growing their experience and confidence.

Able to Enable has a series of key steps to give maximum
support to the interns, while helping Barclays to maximise
the success of the scheme.

	To offer people with disabilities the chance to gain
valuable work experience
	To provide an immersive, fully-supported programme
which sets interns on the path to success
	To dispel the myth that banking is an inaccessible
career for people with disabilities

A collaborative approach
Able to Enable has sought to create the right environments and the right levels of support from colleagues across Barclays.

So who’s involved?
Barclays
Early Careers

01

Talent Partnerships

Barclays
Reach Network

work together with the chosen Barclays branches to establish:

05

06

07

08

Gaining new insights

Reviewing progress

Assessing the experience

Deciding the next steps

Following selection of
the right-fit environment
and a meet-and-greet
with colleagues, the
interns start their
12-week immersive work
development experience.

Reviews are held with
a Remploy Coach and an
Early Careers Specialist
every other week, with
regular updates on what’s
working and what’s not.

In the final week there’s
a light-touch interview
with the intern to assess
how they have found the
experience.

Depending on their
experience and performance,
interns either receive an
apprenticeship, a certificate
of completion or move into
a permanent position as
a full-time employee.

Plans for the future

Workplace
adjustments
12
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Risk and
compliance

Mentoring
apprentices

The pilot programme is the first step in enabling Barclays to roll out a sustainable internship programme for
people with disabilities across the bank. It will open doors to a career in banking for people with disabilities, while
enabling the business to gain dedicated team members who reflect the values of the company. Barclays is excited
about the excellent opportunities the scheme could offer in the future.

EMPLOYABLE
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ABLE TO ENABLE: JONATHAN

Able to Enable intern

Jonathan
Barclays UK

I’m60andthreequarteryearsold
andIwasborninWales. I started
off in law and qualified as a barrister
back in 1979. I’ve worked in property
management and as an accountant,
and worked for the Royal Institute of
Chartered Surveyors. I spent 20 years
working with charities, including as
a charity fund administrator for a
national charity. Most recently I was
in a voluntary role at Age UK.
Ihaveahistoryofmentalhealth
problems.I’ve had periods of serious
depression and I became unemployed
in my 50s following a nervous
breakdown. After that I found it almost
impossible to get back into work
except on a voluntary basis – people
were prepared to let me work for them
as a volunteer, but not pay me for
doing the job!
TheideaofworkingatBarclays
neverevencrossedmymind. Then
I was told about a very innovative
programme that was being set up
and for the first time I considered the
possibility of returning to work. I was
referred to Remploy, took part in the
LikeSkills recruitment session and,
thankfully, they asked me if I would like
to continue. I think my response was:
“If the opportunity was offered to me
I would seize it with both hands.”

could be assessed to see if we suited
the job. It was refreshing and very
gratifying but I have to say, looking
at the other people there, it was quite
disconcerting and a real shame to
consider the vast amount of talent
that’s being missed by employers just
because of some form of disability.
Ididn’tthinkBarclayswouldtouch
mewithabargepole. Over the years
I developed a mindset that certain
organisations wouldn’t come near me.
I didn’t think the banking sector would
even consider taking someone on with
the barriers that I’ve faced, and for that
reason I’d never considered applying
for jobs with a bank.
It’sgoingtobeaveryinteresting
andfulfillingjourney.I didn’t really
know what to expect so I’ve been
very pleased with the attitudes of my
colleagues here so far. During this
first week I’ve been settling in, getting

to know people and learning about
Barclays – there is so much to learn!
I’m going through the same training
procedures as anyone entering the
role of essential banker in Barclays, just
perhaps with access to a little more
support than others who don’t have
my particular history. It’s a completely
fresh start for me and I’ve found the
whole process to date really affirmative
and very positive indeed.
Thisispossiblymylaststopbefore
Ireachretirement. I feel the pressure
not to fail. My biggest challenge is that
this is something completely new.
I want it to succeed and so I must put
myself forward. But just a few days
in and I can see my path ahead – the
support and structured training I will
receive is all manageable. Taking into
account my personal attributes, I will
be helped at every stage. Barclays is
here to see me succeed – and that is
something really new for me.

Therecruitmentprocesswasbased
onourskillsandpersonalities.
To be frank, most interviewers I’ve
encountered have been surprised
by my age and I found I was politely
shown the door rather than asked
whether I could do the job or not.
But here we had to show what we
could do – we did a little bit of public
speaking and interacted with one
another so our personalities and skills

14
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ABLE TO ENABLE: SIOBHAN

Jonathan’s line manager

Siobhan
Barclays UK

Barclayslooksforpeoplewhocan
empathisewithourcustomers.
I’ve been a manager within Barclays
for 15 years and I’ve worked for the
company for 30 years overall. Over
the years I’ve been very fortunate
to have helped five apprentices pass
successfully through the bank so,
in the lead-up to the Able to Enable
programme, I was asked if I wanted
to get involved and mentor an intern.
Icameintothiswithacompletely
openmind. I met Jonathan before
his start date so we could decide his
travel plans, what my expectations
were and what his expectations
were. It was important to make sure
he was comfortable with the role he
was offered. We discussed his mental
health issues and I wanted to know
if there were any limitations that I
needed to be aware of so that I could
support him. Since he’s started, we’ve
touched base twice a day.
Jonathanisonexactlythesametrack
asanynewentrant. Training has to
be inclusive. We make sure ours caters
for people with different learning
curves. It’s something I’m very
conscious of – everybody is different
and with the amount of information
we’re giving, we need to make sure
we recognise people’s individual
knowledge, attention span and
ability to take on board information,
irrespective of whether they have a
disability or not.
Anopendialoguecomesfirst.
Jonathan’s wellbeing is very important
to me because he’s a member of
my team. As long as there’s an open
dialogue between us every day, I can
structure things to meet his needs.
Barclays team and Remploy are also

16
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going to be having weekly catch-ups
with both interns. Rather than carrying
them out over the phone they’re
actually coming to the workplace to
sit down with us and see how the
programme is going. It also gives both
Jonathan and myself the opportunity
to speak up.
Iwouldn’ttreatanyothercolleague
anydifferently. If people are happy
at work they’re happy with their
colleagues, which is particularly
important in a customer-facing role
– the customers will feel it coming
into the branch and that’s good for
business. It’s important that Jonathan
feels comfortable talking to me but
it’s also important not to focus on his
disability to the extent that it makes
him uncomfortable. People with
disabilities don’t want to be treated
differently or singled out – they want

to be included as part of an inclusive
culture. That’s when you need to talk
to the individual, find out their needs
and then best support them so that
they can do their job.
Gointoeverythingwithanopen
mind.The recruitment process is
a key opportunity – making it more
engaging and effective is crucial. Our
LifeSkills session was so innovative
because it enabled us to talent
spot from a room of 15 people all
interacting with each other, rather
than going through the clinical
process of interview. Life experience,
people skills, the ability to talk to
customers – those skills are essential.
You have to consider what individuals
can bring to your team without
any preconceptions. Making the
recruitment process more engaging
and less frightening is so important
to find the right people.

EMPLOYABLE
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ABLE TO ENABLE: RAVINDER

Able to Enable intern

Ravinder
Barclays UK

MynameisRavinder(Ravi)andI’m
aged47.I’ve worked in IT for several
different companies, including a
position with Kodak for 14 years.
I worked as a hardware engineer then
moved into software and networking,
ending up in project management
where I looked after Europe, the
Middle East and Africa, overseeing
a vast range of projects and travelling
the world. In 2011 I took redundancy
because my career wasn’t moving
forward and the company wasn’t
doing too well. Ever since I’ve been
looking for a permanent role and a
change in environment.
Kodaklookedafterme. For about
15 years now I’ve had a mental health
condition that I manage, and I was
supported while I worked for Kodak.
But after taking redundancy I had no
luck getting interviews. I thought it
was down to my age, or not having
the right qualifications, which I
hadn’t considered when I left my

previous employment. I was applying
to big organisations like the council
and the NHS, which both have a ‘twoticks’ policy that means they should
encourage applications from people with
disabilities, but with little response.

I arrived at the session, I was shocked
at the number of people attending
the session and the total dedication
of Barclays to the programme. They
are trying to help as many people as
possible and it’s very positive.

Ididn’trealisemyconditioncan
beclassedasadisability.When I
found out, about three or four months
ago, I got in touch with Remploy to
see if they could help me get more
interviews. I’d found them by chance
when I was doing research and they
helped me register my condition as a
disability. Then one day they told me
that Barclays was coming in because
they were offering a paid work
placement and asked if I wanted to go.

Thefirstweekhasbeeneye-opening.
I can’t believe that all these years
I’ve been banking and I’ve never paid
attention to all the little things that
make it work. It’s a very different
environment to my previous roles,
and it’s very interesting – the surprises
come from the different customers
and the pleasure of being able to help
them, especially the older customers.
I’ve been very well looked after by the
other staff and Jon as well.

IsawBarclaysasagoodopportunity
tofindwork.I wasn’t aware of the Able
to Enable programme as such – I was
viewing it as an opportunity to put me
in the way of roles within Barclays in IT,
which is my field of experience. When

There’salotofcommitmentto
makingthepilotwork.Both Barclays
and Remploy have been great. Barclays
has been committed to showing us
what they’re all about – including
their values – and I’m delighted to
be working here. I hope there are
opportunities for me to move within
the company – and I’m happy with
Remploy for supporting that as
well. I’m really pleased to see such
dedication from them both.
I’mtryingmybesttodotherightthing.
I would love to think my future lies
within Barclays. I’m very, very happy
here and with them as an employer.
I’ve got a meeting coming up with
Remploy and hopefully some other
people from Barclays in the next few
weeks. They’re very happy to help
with anything I need. I’d absolutely
recommend this programme to
anyone else – it’s ideal for anyone in
a similar situation to me. Everybody
I saw at that initial recruitment session
deserves an opportunity like this.
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ABLE TO ENABLE: JON

Hub leader and
Ravi’s line manager

Jon
Barclays UK

I’veworkedforBarclayssinceIwas18.
Having started off processing cheques,
I’m now a hub leader looking after
four branches in the Staines area.
I was told about the Able to Enable
programme by my deputy director
who asked if I wanted to get involved
with the pilot programme. I’ve done
a little bit of work with the Barclays
AFTER programme before, which
helps people into work from the army,
and I said I’d love to be involved.
Iknewtherecruitmentprocesswas
goingtobealittledifferent.Rather
than hold formal interviews, all 10
candidates took part in a LifeSkills
session so we were able to observe
them first hand. Then my colleagues
and I had a wash-up session at
the end, where we discussed each
candidate’s strengths and chose
which ones we thought would be
good in the role. I thought Ravi would
do really well for us. He came across
excellently in that first session and
– so far – he’s really proved himself.
This is only his second week but he’s
certainly fitting in.
ItwasgoodtogetRavi’sneedsout
intheopenbeforehestarted.
The Barclays Able to Enable team
were very helpful in terms of how I
would interact with Ravi to start with,
in order to help me understand how
much support he may need.
We booked a meeting before he
began, to introduce him to the people
he’d be working with and to get that
understanding of his needs. Because
we were open and honest from
day one, we haven’t had any issues.
Obviously the only caveat is that if Ravi
does feel he has any issues, then he
has to let us know as soon as he can.
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Onlypeoplewhoneedtoknoware
awareofRavi’smentalhealthhistory.
We approached the question of how
much to tell colleagues before he
began. As any kind of mental health
condition is something that’s very
personal to the individual, it’s important
that each intern is treated on a caseby-case basis. In this case, we didn’t
feel it was necessary to tell any of the
team and Ravi agreed – we all just
wanted them to treat Ravi like any
other employee and for him to feel
absolutely comfortable.
Idon’twanttomakeabiggerissueout
ofitthanitneedstobe. Primarily Able
to Enable is about supporting Ravi with
the opportunity of a work placement.
I told him at the start that he was to let
me know what support he needs but
outside of that he’ll be treated in the
same way as any new starter. I think
it’s important not to segregate him or
treat him differently. At the end of the
day, we’re here to help him do a good
job, and he seems to have responded
really well to that – in fact I couldn’t have
asked for it to go better.

AbletoEnablegivespeoplea
chancewhentheymightnothave
hadachancebefore. I know how
tough it can be to get back into
work after time out – I’ve seen that
with friends and family. For me,
Able to Enable is offering people
who may have been out of work for
a little while, or who have different
disabilities and health conditions, step
back into the workplace. Ravi is a very
capable individual and it’s given him
the chance to show that.
Anykindofdisabilitycanhelpbring
agreaterlevelofunderstandingto
theworkplace.There are so many
different types of disabilities that I
can only talk broadly, but working
with people with diverse needs brings
a little bit of empathy to work. I’d
say that if you do employ someone
with a disability, you’ll be able to
empathise with customers living
with similar conditions. Plus, from an
internal point of view, it may help your
colleagues to be more empathetic
to your customers with disabilities –
which also benefits the business.
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How to get to work
on increasing access
to employment
It’s a fact that one in five people live with a disability or
health condition. So, in a difficult labour market with a
small pool of potential employees, businesses ignore at
their peril this source of often untapped potential. Together
with Remploy, the UK’s leading provider of specialist
disability employment services, we’ve compiled
a list of key considerations to help businesses get started
in increasing access to employment.

1

Find out about the support available
Tom points out: “There is a lot of support
available. Initiatives such as the Access
to Work government programme provide
support for employers to help them make
adjustments for people with disabilities
– whether that’s physical workplace
adjustments or support around mental
health.” Matt agrees, adding: “Most
adjustments are either free of charge or
cost less than £10 to make.”
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CONTRIBUTORS

ANDREA 
YOUNGMAN

It’s also worth researching what other
businesses are doing. Check with your trade
organisation to see if they can share any
innovative approaches to recruiting talent
with disabilities.

Consider how roles could be made
more accessible
If elements of a job make it inaccessible
to people with certain disabilities, consider
whether you could job-carve to form a
role that’s more accessible. As Andrea
comments: “When employers consider doing
things slightly differently, they could find a
wider business benefit to how they attract
talent overall.”

Scope the capacity of your business
As Tom says: “It’s important that employers have the
capacity to be able to support disabled people in the
workplace.” Remploy works with employers to assess this
prior to committing to recruit individuals, so there isn’t a
situation where more people with disabilities are recruited
than can be supported, as this would be a negative
experience both for the individual and the employer.

4

National Business
Development
Manager

2

3

MATT REED
Director of
Employer Services

TOM HICKS
Head of
Communications

Be clear about what the role involves
Of course, mental health conditions can exist alongside
physical health conditions, and vice versa. Being clear about
all the demands of the role can help people self-screen for
it. For example, the Barclays Able to Enable internship is
initially focused on recruiting people with mental health
conditions. But as the internship involves standing for a
prolonged period of time, some people with mental health
conditions that are part of an overall co-morbid health
condition identified that this particular role wouldn’t work
for them before joining the recruitment process.

5

Consider working with a specialist partner
With the expert knowledge of an organisation such as
Remploy at hand, you don’t have to be concerned about
having the right intention but doing the wrong thing.
They have the expert knowledge to help your business
become disability-confident, understand the workplace
adjustments that need to be made, scope roles and
screen candidates to match the right people with the right
role. Plus they can offer in-employment support with a
proactive approach which, as Matt puts it, “ensures small
issues don’t become big problems”.

REMPLOY

About Remploy
Remploy started life 70 years ago in the aftermath of
World War II to support injured, wounded and sick
ex-servicemen into employment. A huge amount
has changed since then. However, Remploy’s
mission remains the same: to improve the lives of
disabled people and those with complex needs
through the power of work.
Today, Remploy has more than 60 branches and
850 employees across the UK supporting people
with disabilities who are seeking employment, with
a strong focus on their ability – not their disability.
They help individuals become work-ready, build
confidence, understand their skill set and more.
In addition, a central, dedicated team works closely
with employer partners, using a bespoke consultative
approach to support employers on their journey to
becoming disability-confident. This enables them
to, as Matt puts it, “match great people with great
employers”. Their approach is successful – in just the
last five years, Remploy has supported more than
100,000 people into employment.
Remploy and Barclays have worked closely on
a number of initiatives, including the bank’s Able
to Enable programme.

6

Think about your recruitment model
Matt points out that the barriers into work for people
with disabilities aren’t necessarily physical. The emphasis
on traditional recruitment processes such as group
interviews and assessment centres is actually one of the
most common barriers. Remploy encourages employers to
consider different models – such as a working interviews
or embedding internships or apprenticeships within the
organisation. Andrea explains: “This gives individuals the
chance to show an employer what they can do and helps

To find out more about Remploy’s disability employment services, go to remploy.co.uk
EMPLOYABLE
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the organisation to see the benefit of employing people
with disabilities within the business first hand.”
For the Able to Enable internship selection process, the
Barclays team ran a LifeSkills session in a Remploy branch.
Andrea comments: “Barclays has really thrown the rulebook
out the window on traditional recruitment processes.
Running a candidate development session really helped
put our candidates at ease. It was amazing. I’ve never seen
anything like it. It absolutely highlights that if you approach
this candidate group with a positive activity as opposed
to a traditional recruitment process, you can really see the
benefits for individuals ... their contribution became clearer.”

7

Consider how to respond to or support
unsuccessful candidates
For example, Barclays is keeping in contact with the Able to
Enable candidates who weren’t offered the initial internship
places. Each has been assigned a mentor and is accessing
regular updates from a Barclays colleague they met on the
selection day to support them in their journey back into
employment. The candidates also attended an Insight Day
hosted by the Barclays’ Reach network and are being updated
on events and opportunities that may be of interest.

8

Ensure line managers are well equipped
Line managers need support with education so they are
able to have difficult conversations with their colleagues
around disability and mental health. And the benefit is,
such training helps not only with supporting colleagues
with disabilities but with managing all colleagues. Tom
sees making changes at line manager level as having great
potential: “If you’re able to change your culture at this level,
rather than just at a very high level of the business or within
the HR team, it will transform approaches to employing
and retaining people with disabilities in the workplace.”

9

Work on workplace adjustments

Able to adapt

One size doesn’t fit all. Consider each individual’s needs for
workplace adjustments and understand that these aren’t
necessarily physical. The adjustment could be a flexible
working pattern, where someone sits within an office or a
change in the time when meetings take place, for example.

“Barclays has really
thrown the rulebook out
the window on traditional
recruitment processes.”

10

Encourage an open attitude towards disability
Cultivate a workplace where disability is normalised,
employees feel they are able to disclose any non-visible
disabilities and individuals with disabilities are able to
connect and access support – for example, via a network
such as Barclays Reach (you can find out more about this
on page 30). Tom states: “There are perceptions amongst
employers that remain around time off work or productivity
and so on, and there is growing evidence that these are
myths. If you match an individual with the right role and
provide them with the right support there should be no
issues at all around productivity, sickness absence or any of
those sort of common thoughts that might be associated
with disability in the workplace.”

Let’s get to work
Disability needs to be normalised if workplaces are to become open
environments where each employee can achieve their ambitions.
Equipping line managers with education support, encouraging
people to feel able to disclose non-visible conditions and promoting
awareness of different disabilities are just some of the ways to help
build a sustainable platform for business success.
Seeoneofthewaysthatwe’repromotingunderstandingat
www.barclays.co.uk/Accessibility

Matt concludes: “You have to get the foundations right in
order to succeed. If you build a sustainable platform where
your business and your employees feel confident around
disability, you can create an environment where everyone
can flourish.”
Barclays is a trading name of Barclays Bank PLC and its subsidiaries. Barclays Bank PLC is authorised by the Prudential Regulation Authority and regulated by the Financial
Conduct Authority and the Prudential Regulation Authority (Financial Services Register No. 122702). Registered in England. Registered number is 1026167 with registered office
at 1 Churchill Place, London E14 5HP. November 2016. BD01408.
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THE RIGHT SUPPORT

The right
support to stay
In order for businesses to flourish, it’s important that their team members are motivated,
respected and supported. This is especially the case when it comes to colleagues with
disabilities. When you’ve recruited someone with a disability or a mental health condition,
what steps should you take to make sure they can work to the best of their ability?

Understandthenatureoftheirdisability,
theirneedsandanyadjustmentsyou
shouldmake
In 2012/13 the most common impairments that people
with disabilities had were:

57 37 28 16
%

mobility

%

stamina/
breathing/
fatigue

The World Health
Organisation has predicted
that depression will be the
leading cause of disability by

2020

%

dexterity

%

mental
health

The two most commonly
stated enablers for
employment among adults
with impairments are
modified hours or days, or
reduced working hours,
and access to transport.

People of working age with disabilities are more likely than
those of state pension age to report problems with:
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Makesurethey’retreatedfairly

Recognisetheopportunitiestheyrepresent
foryourbusiness

Promoteacultureofinclusiveness

The top three types of workplace discrimination identified
by employed adults with a health condition, illness,
impairment or disability are:

“Beingawareofthediversenatureofpeople
leadstomakingourserviceverycustomerfocusedandthebestitcanbe.”

In a survey*, the general public believed the following
actions would have a positive effect on public attitudes
towards people with disabilities:

17

11

8

being given fewer
responsibilities

not being
promoted

being refused a job

%

+35

%

%

%

The pay gap between disabled and
non-disabled people has increased
by 35% since 2010, while their dayto-day living costs – for basics like
mobility aids, care and transport
– are 25% higher than those of
non-disabled people.

Men with disabilities
experience a pay gap of

The gap between women
with disabilities is double at

24% 13%

7%

11%

22%

mental health

social/behavioural
impairments

compared with
non-disabled men

compared with
non-disabled women
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LizBailey Co-chair of the Reach Network, Barclays UK

64

of young people with disabilities are
more likely than non-disabled young
people (58%) to participate in higher
education at the age of 19.

42

It’s predicted that by 2020, 42% of jobs
will require a degree level qualification
or higher.

%

%

At all levels of qualification, the proportion of people with
disabilities who don’t have, but want, paid work is much
greater than for their non-disabled peers.

76%

81%

86%

greater presence
of disabled people
in day-to-day life

greater presence
of disabled people
in the workplace

greater public
discussion of
issues facing
disabled people

34

%

According to a survey**, only 34% of
people who work in the private sector
think their workplace welcomes people
with disabilities, compared to over 55%
of those in the public sector.

“Peoplewithdisabilitieshavethesame
aspirationsasanyoneelse–there’snoreason
forthemtostayinlow-paidjobsandtheyoften
havegoodqualifications.We’reallequalbut
sometimesthat’soverlooked.”

“Knowingtherearecolleaguessurrounding
youwhoarepreparedtolisten,tosupport
andtohelpineverywaypossible,aswellas
specialistteamsonhandtoadviseandhelp
makeappropriateadjustments,instilsaunique
confidenceineverycolleague.”

RabiaLemahieu Head of Disability and Skills, Disability Rights UK

ShaunMeekinsHead of Apprenticeship Operations, Barclays UK

Source: Papworth Trust
*European comparative data on Europe 2020 & People with disabilities. **Multiple Sclerosis Society, 2012, Fight Back.
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NATALIE’S STORY

When someone

believes in you,
you don’t want to leave

At 22 years old, Natalie Ojevah is no stranger
to adversity. Having been her mum’s primary
carer for the past 10 years, Natalie knows
the impact that mental health conditions
can have on a person’s opportunities. But
at Barclays, she’s found a place where she
can be herself. She tells us how the inclusive
culture is allowing her to become the person
she always wanted to be.
“I do feel I can bring different perspectives to the workplace,”
Natalie says, when asked how her experiences have helped
shape her professionally. “For example, there was
a customer who came into the branch and he was behaving
oddly. He was shouting and scratching at his arms and a lot
of my colleagues were nervous of approaching him. But with
my experiences – I’d seen that kind of behaviour before. I
knew it was a sign of mental illness or addiction. I was able
to go over to him, talk to him and offer him help. I later found
out he’d been diagnosed with depression and had found
a new home.”
It’s empathy such as this which is one of the key business
benefits of employing people with diverse mental health
or disability needs. Natalie grew up in an underprivileged
area of South East London. Her mother has schizoaffective
disorder and at the age of 12, she was designated as her
mother’s primary carer. Given no support at school, Natalie
struggled with education. Then, when she was 15, her little
brother passed away.
28
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“Before I joined Barclays, I was pretty
broken. I’d had no support from
anyone during my education, and I’d
lost all motivation and sense of hope,”
Natalie explains. She found out about
Barclays’ Foundation Apprenticeship
scheme through the charity XLP,
which she had come into contact with
at her school. “It was my first ever job
and my first ever interview experience.
Because of my upbringing, I was very
introverted, but they saw something in
me and gave me the chance I needed.”
When she first started, Natalie didn’t
want to tell anyone about the troubles
she was going through. “I was only
17 and I didn’t think somewhere
like Barclays would understand my
situation. How banks are portrayed in
the media gives you the impression
they’re out of touch – but when you
step into Barclays, it’s like a whole
different world.”
Barclays is striving to correct the
preconceptions that a bank is not an
accessible career choice for people
with disabilities. Shaun Meekins,
Head of Apprenticeship Operations
at Barclays UK, explains: “I have never
encountered any sense of ‘demand’ or
‘pressure’ on either the business or my
team due to my disability. If anything,
Barclays has encouraged me to be
open. But I think we can work harder
to dispel myths about the accessibility
of our sector.” He believes the best
way to achieve this is to leverage the
profiles and experiences of existing
colleagues with disabilities, to
reinforce the message that everybody
is welcome. He adds: “Disability or
non-disability is not a criterion – any
employment decisions we make are
based on how driven the individual is.”

saw my potential, took me on and
helped me grow and develop. It’s
made me more loyal. I’ll know I’ll
always have that network of support
here – why would I want to leave
that?” Shaun agrees: “What I’ve found
most inspirational about working for
Barclays is the encouragement to
be open and honest, and not to let
perceived barriers be a prevention.”
The value placed on diversity is one
of the main reasons Natalie feels so at
home at Barclays. “I soon realised there
was no taboo about my situation.
And what’s more, I wasn’t alone.” She
says Barclays encourages you to think
outside the box – and this has given
her confidence. “They’ve given me so
much support. When I first started, my
mum’s mental health wasn’t too bad
but recently she hasn’t been doing so
well. I was frightened to tell my branch
manager that I’d need to care for her
– but they were so supportive and
flexible. I was shocked!”
Natalie is the ideal example of
someone who lives with disability on
a daily basis, and who – through an
inclusive culture at work – has defied
her own expectations to achieve
great things. “All I wanted to do was

better myself. By being given the
opportunity here, I’m finally becoming
the person I’ve always wanted to be.”
Currently she’s in the final year of her
degree in Business Management and
Leadership and sees her future lying
very much with the bank. “People with
experiences such as mine – we can
bring a whole new set of perspectives
to work. We can pick up on things that
maybe others can’t, and we can help
more customers in that way too.”
With Barclays providing opportunities
to both her and her mum – who is
taking part in the Get Back to Work
scheme – she says the culture “is like
a family,” which is a sentiment Shaun
echoes. “It may sound like a cliché,”
he says, “but families are there to help
each other.” It’s this attitude which is
helping to bring commitment, loyalty
and empathy to the team at Barclays. As
Natalie says: “When someone believes
in you, you don’t want to leave.”

“They saw something
in me and gave me
the chance I needed.”

This sense of drive is something
Natalie agrees with: “When everyone
had turned their backs on me, Barclays
EMPLOYABLE
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Creating a

Case study: ‘Reach into Barclays’ events

COMMUNITY
of inclusive
colleagues

Shaun Meekins
Head of Apprenticeship Operations
Barclays UK

A supportive inclusive culture in your organisation ensures an environment in which
colleagues feel supported, safe and motivated – increasing colleague engagement,
which in turn can boost productivity. An employee resource group (ERG) is one of the
ways in which a business can bring these attitudes to the workplace.

Introducing the Reach Network
Barclays has long had a network of ERGs embedded within
its culture. They help bring to life the five global pillars of
the bank’s Diversity and Inclusion strategy, and are both
supported and encouraged within the bank as a whole.
The Reach Network is the group dedicated to colleagues
with disabilities or mental health conditions. Having grown
over the years to number members across the UK – and
even globally – Reach works alongside many similar groups
to support and connect colleagues with disabilities.

What is an employee resource group?
An employee resource group is a voluntary,
employee-led group within an organisation that
serves as a resource for members and businesses
alike by fostering a diverse and inclusive workplace.
ERGs can help strengthen an organisation’s values,
goals, business practices and objectives.

The Reach Network’s mission
To promote accessibility and disability awareness to all colleagues, ensuring they can realise their full potential and achieve
their ambitions in the right way.

Their core objectives:
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The people they reach out to:

1.	To support and develop colleagues
impacted by disabilities

	Colleagues directly impacted by
disability

2.	To engage colleagues in the
disability agenda

	Colleagues working with those
impacted by disability

3.	To contribute to the wider business
diversity and accessibility strategy
with an emphasis on collaboration
across the organisation

	Supporters of the disability
agenda

EMPLOYABLE

	Potential supporters of the agenda

“The Reach Network is
one of the most powerful
communities in Barclays
that helps inspire others.”

The ways they help:
	Forums to support colleagues
	Organised events, focus groups
and conferences
Development programmes
Training and resources
	Network and business collaboration

How does it make a difference?
Happy staff means happy customers. Establishing a culture
that’s open-minded, diverse and inclusive allows colleagues
to flourish and customers to enjoy better service. An ERG
like the Reach Network is an effective way of growing
that culture organically – enabling people with a personal
passion to take the initiative and create a community that
can, in turn, interact with other businesses, strengthening
an organisation’s culture, values and brand.
Liz Bailey, co-chair of the Reach Network, explains:
“There are huge business benefits to Reach. It keeps
diversity and inclusion at the front of people’s minds and
it gets people talking about it. The more visible we are,
the more people are able to realise that there are many
different people out there with a range of different abilities
– and that they can bring unique skills to the workplace.”
Mark McLane, Head of Diversity and Inclusion, believes
that “our colleagues are just customers who work for
us”. By recognising diversity in the workplace, the team
at Barclays can understand their customers and the
potential difficulties they might face. Liz says it also goes
further than that. As someone who lives with disabilities
herself, Liz balances her work at Barclays alongside caring
for her son with autism. She says the adjustments that
have been made for her are fantastic. “It just shows
how Barclays isn’t just paying lip service to diversity and
inclusive – they’re making it a reality. And in the long term,
that motivates staff to stay committed and achieve their
true potential.”

The Reach into Barclays events were two dedicated
sessions that enabled people with disabilities who
were looking for work to immerse themselves in
Barclays’ culture, meet some of the support networks
and specialist teams, and learn more about the
career opportunities Barclays offers. Put into motion
by the Barclays teams, these events were supported
by Reach.
Shaun Meekins, Head of Apprenticeship Operations
at Barclays UK, explains: “We in Barclays know that, in
order to reach and inspire candidates with disabilities,
we must demonstrate what we are doing to remove
barriers, to embrace diversity and support everybody,
individually. These insight sessions spoke directly
to that audience, and we offered every attendee
the opportunity to participate in a confidence-andresilience-building training session, as well as meet
our colleagues from the Reach Network, Workplace
Adjustments, Apprentice Providers, Digital Eagles and
LifeSkills, created with Barclays. This was followed by
a panel event and Q&A.”
The feedback for the event was overwhelmingly
positive, with 11 of those who attended having
now registered to begin a traineeship classroom in
London for the Barclays Apprentice Programme.
“Before I attended this event, I felt that my life was
at a crossroads and did not know which direction
to take. I had almost given up hope of ever finding
employment but the Barclays event has changed
that. It has given me a new lease of life and hope for
the future. Now I have more confidence in people
and my faith in employers has been restored. It was
a real life-changing experience for me.”
Danielle Germaine, attendee, Reach into Barclays

EMPLOYABLE

31

RETAIN

REACH NETWORK

Key activities of the

REACH NETWORK

Top tips

Reach organise and contribute
to a number of initiatives to raise
awareness, and promote support,
of colleagues with disabilities.

Barclays’ Reach Network numbers nearly 1,000 members in the UK
and over 1,600 globally. Liz Bailey shares some of the top tips she
has learned during her time as co-chair of the network.

“There’s a lot of crossover with other parts of Barclays,”
Liz explains. “We work alongside other networks, as
well as Workplace Adjustments and the Early Careers,
Accessibility and Apprenticeship teams – for example,
members of Reach help out with accessibility testing.
But mainly, we tend to deliver events, network with other
groups and organisations, and point people in the right
direction to receive the support they may need.”

Events

01.
HAVE VERY CLEAR GOALS

Workplace Adjustments

Campaign work – This is Me

The Reach Network works closely
with other areas of the business,
such as Workplace Adjustments,
to ensure they provide the best
possible support to all colleagues.
One outcome of this has been the
Workplace Adjustments Passport,
which can help to instigate
meaningful conversations between
colleagues and their line managers,
as well as provide an accurate
record of agreed adjustments.
You can find out more about this
on p.43.

This is Me is a major campaign that
encourages colleagues to share
real-life stories of their disability
and mental health experiences.
Members of the Reach community
volunteered to help make the
campaign become a reality, assisting
with mentor calls with candidates
who have a disability to help tell
their stories. Over 160 stories have
been told throughout the campaign,
which is raising awareness and
driving culture change both within,
and outside of, Barclays.

01
From ‘Lunch and Learn’ phone-ins
to dedicated sessions on different
disabilities, Reach organises and
supports educative events to support
colleagues and spread the word.
In 2016 these included sessions on
Eating Disorders, Down’s Syndrome,
Autism and a dedicated session with
the Guide Dogs charity, as well as an
educational ‘lab’ session on invisible
disabilities – enabling people to
experience the world as if they had
different hidden disabilities, from
dyslexia to schizophrenia.
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TO SETTING UP YOUR OWN
EMPLOYEE RESOURCE GROUP

02.
SET YOURSELF UP TO
DELIVER

03.
DON’T OVERSTRETCH
YOURSELF

Liz explains: “If we don’t have clear
aims, we risk diluting our message
and not giving our members the
support they need. So always make
sure you have a very definite strategy
to give you something to strive for.”

“In terms of our structure and strategy,
one thing we focus on is making sure
what we are doing is being done well.
Everything we create or organise needs
to have a beneficial impact on our
members, colleagues and business as
a whole.”

“It’s important not to spread yourselves
too thinly,” Liz says. “For us, we’re
not necessarily trying to grow our
membership above all else – we let
Reach grow organically. This is because
it won’t matter how many members
we have if we’re not giving them the
benefits they signed up for.”

04.

05.

06.

COMMUNICATE CLEARLY

Whether through word of mouth
or organised campaigns, make sure
your message is always clear and
engaging to both existing and potential
members. “Communication is key,”
says Liz. “It’s important for us because
our members are spread across the
country. We’ve noticed it’s easier for
people to stay in touch in offices than
in branches, so that’s something we
have to bear in mind.”

HAVE PLENTY OF
ENTHUSIASM
The Reach Network offers colleagues
the chance to give a voice to
something they care passionately
about – and to see it make a difference.
“Helping to run this alongside my day
job is incredibly busy but I absolutely
love it,” Liz says. “Because it’s a cause
I believe in so strongly, it’s never a
chore and I’ve found my passion for
it has actually grown.”

ENJOY THE EXPERIENCE
IT BRINGS
Liz works as a Senior Strategy Analyst,
which means before Reach she dealt
only with a specific internal team.
“I used to talk numbers all day with
people. Now, as co-chair, I’m getting a
completely different experience, which
in turn is making me a more rounded
individual. It’s given me the opportunity
to speak publicly and interact with
people from different organisations,
so it’s developing me as a person.”
EMPLOYABLE
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JAMIL’S STORY

I live my life
to be the best
I can be
Jamil Khan has a vision. He wants to see a society
that sees people by their abilities – not their
disabilities. Born with congenital deformity of
all four limbs, Jamil has spent his life fighting for
opportunities that most take for granted. He talks
to us about overcoming the challenges, opening
people’s minds and making a fresh start at Barclays…
“I’ve seen a lot of
different attitudes,
but I like to open
minds”.
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“For my entire life, I’ve been balancing
my mental ability with my physical
disability,” Jamil says. “I’ve seen a lot
of different attitudes, but I like to open
minds.” Getting people to understand
what it’s like to live with a disability
– and that it doesn’t change his
intellectual capability – has always been
Jamil’s driving force. “Even within my
family, who are Pakistani, I had to strive
for an education and employment as,
traditionally, disability in that culture
and community means you don’t work.
But I’ve always wanted to live my life as
the best I can be.”

Having graduated from Sunderland
University with a degree in Computer
Science in 2002, he had “never felt
comfortable going into a working
environment since leaving university”.
Despite his best intentions, finding
meaningful employment was a
challenge. “I’ve always had to take
the logistics into consideration when
job-hunting. Intellectually I’m capable,
but there has to be a balance with
practicality.” So when he applied for
a job as a Personal Banker at Barclays,
he viewed it as an opportunity for
a fresh start.

“I had researched the company and
I knew they were very proactive
about being inclusive. So I was able
to go into the interview knowing I
wouldn’t be prejudged.” In the past
he describes going to interviews and
facing potential employers who “were
frightened to talk to me, because of
my disability”. He puts this down to
a lack of education – citing this and
a lack of knowledge about disability
discrimination laws as a real problem.
“You can tick off the diversity modules
during your staff training but unless
you put it into practice, nothing
changes.” This lack of understanding
had actually led to a 10-year lull in
his career – “I found myself stuck in
a cycle where my life wasn’t going
anywhere. I was quiet and more
withdrawn. To a certain extent I’d
lost the self-belief that had always
motivated me.”
But he felt positive Barclays would be
different. When he was given the job,
a risk assessment was held in which the
Barclays team realised they would need
to make significant adjustments before
Jamil could start. His colleague, Neil,
explains: “It was really eye-opening.
All the little things you take for granted
– like opening a door or getting from
your car to your desk – needed to
be thought of to make it as easy as
possible for Jamil.”
Over the course of a few months,
Barclays made the workplace
adjustments to make the office
accessible for Jamil, including installing
automatic electric doors and a specially
designated parking space. They also
made him a bespoke combi chair that
he can both work comfortably from and
use to move around. Plus, it can raise
him up when he’s sitting at the meeting

table to make sure he’s on the same
eye-level as his colleagues.
It was adjustments like these that made
Jamil feel included straight away. “I felt
wanted from the outset,” he says. His
team were very welcoming, which has
made it easy for him to integrate and –
what’s more – educate. Jamil says the
attitude at Barclays is “all about making
it the best for everyone, which involves
opening up people’s minds”. For
example, when the electric doors were
fitted a few people complained that
they were too slow to open – but once
they learned why they had been

“Because it’s that much
harder to get a job in
the first place, people
with disabilities can
bring a real hunger and
passion to the role”.
fitted, they were able to understand
more clearly the need for an accessible
workplace.
This is an attitude that Jamil is keen
to promote. “It’s a case of continually
educating, continually learning over
time to evolve people’s mindsets
so they see past your disability.”
He believes that education around
disability “should have been in place
years ago” and hopes it will be a reality
within the next decade. He adds:
“People don’t realise the benefits that
employing people with a disability can
bring to a business. Because it’s that
much harder to get a job in the first
place, people with disabilities can bring
a real hunger and passion to the role.”

In turn, this can lead to better
results and a more motivated and
inclusive team.
Jamil points to a vast number of skilled
workers who are overlooked because
they have a disability. “Employers need
to be more open-minded and less afraid
of disability.” He believes that all it takes
is some research into the condition of
a potential employee so you can take
their needs into account. “Remember
that people with disabilities could bring
more benefits and more enthusiasm to
your company, as well as helping your
team become more open-minded.”
He says his entire life has been a
journey of opening people’s minds
and changing attitudes. “I’ve been
fortunate to have the support I have,”
but he says others don’t have the
same opportunities. There needs
to be more awareness raised about
making workplaces more accessible.
He suggests “workshops or training
sessions that are practical rather than
paper-based” to give abled-bodied
people the opportunity to see through
others’ eyes.
For Jamil, the future looks bright. Next
year, he and his colleague are taking
part in a sponsored voyage as part of
the Jubilee Sailing Trust, in one of only
two purpose-built ships for people with
disabilities. He’s looking forward to what
looks to be “a fantastic experience,
with the chance to meet other people
with disabilities and learn about their
experiences”. Jamil’s colleagues call him
an inspiration but being inspirational
isn’t something Jamil aspires to. As
he says: “I just want to live my life
to be the best I can – with the same
opportunities that other people take
for granted.”
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MYTH

Allpeoplewhoareblind
useBraille
FACT

Only a very small proportion
of people who are blind can
read Braille fluently. These
days it’s increasingly common
to use assistive technologies.
MYTH

Allpersonswithhearing
disabilitiescanreadlips.
FACT

Lip-reading skills vary
among people who use
them and they’re never
completely reliable.

THE IMPORTANCE OF EDUCATION

Education,
education,
education,
Why is it so important?

MYTH

Peoplewithavisual
impairmenthavea
‘sixthsense’.
FACT

While many people with
a visual impairment may
have good hearing, this isn’t
always the case. For example,
older people with age-related
visual and hearing loss.
MYTH

Peoplewhousewheelchairs
are‘wheelchair-bound’.

People with disabilities have a variety
of skills to offer workplaces, which –
like any other employee – differ from
person to person. It’s important
that employers and colleagues alike
understand that people with disabilities
can be reliable and hardworking
members of the team. In fact, people
with disabilities tend to remain in a job
and maintain better levels of
attendance than their able-bodied
counterparts – as well as bringing
different perspectives and a range of
other skills to the business.
For example, somebody who suffers
from a visual impairment often
develops other positive skills, such as
a good memory, creative problemsolving abilities and spacial awareness.
These broader skills can lead to more
creative thinking within a team as
a whole, in turn leading to improved
processes, products or services.

In the same way, making adjustments
in the workplace for someone with
disabilities is often mistakenly thought
of as expensive. In reality, these
adjustments cost far less than many
people think – including some at no
cost at all. A workplace adjustment
could be as simple as moving where
somebody sits in the office or changing
set work hours to accommodate any
difficulties the employee may
experience when commuting. It’s a case
of understanding the disability and how
it might affect job performance before
the individual begins or during the
interview, so your business is prepared.
Raising awareness of the potential
benefits to the business of employing
someone with disabilities is a vital part
of a creating an accessible and
multi-skilled workforce. Education is the
key to ensuring people with disabilities
are not overlooked and instead are
given opportunities that are beneficial
to all. As it was recently reported in the
House of Lords Select Committee:

“It is the task of
all of us to remove
the barriers that
prevent some
from participating
fully, and equally,
in society.”

A wheelchair, like a bicycle or car,
is a personal assistive device that
enables someone to get around
easily – it is not restrictive.

That’s why it’s increasingly important
that people with disabilities are not
viewed as any less capable of
performing well in the workplace.
For example, it’s a common myth
that people with a mental health
problem cannot cope with the stress
of working.
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Sources: 1. in.gov./spd/files/Myth.pdf. Parliament. House of Lords, 2016 p5.
Stigma short survey.
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There are over 11 million people with disabilities living
in the UK and it’s a figure that’s only set to grow. But for
generations, discrimination and preconceptions have
prevented people with disabilities reaching their full
potential – and stopped society and businesses benefitting
from their valuable contribution. So how do we break
down that barrier? The answer is education.

ne of the
main
challenges for people living with
disabilities is coming up against preconceived ideas that are not only
inaccurate but also damaging. Whether
it’s about physical or mental disability,
these myths need to be set right –
especially within businesses.

But all jobs can be stressful. With any
employee, the optimum productivity
comes from the right match between
an employee’s needs and their
working conditions – regardless of
whether the person in question has
a mental health problem.

MYTH

Disabilitiesarealwaysvisible.
FACT

Many people have disabilities
you can’t see, such as learning
disabilities, mental disorders, and
a range of medical disabilities.
For example, you can’t always tell
a person is visually impaired or
deaf by looking at them.

MYTH

Peoplewithmentalillnesses
areviolentandunpredictable.
FACT

People with a mental illness
are more likely to be the victim
of violence.

MYTH

Mentalillnessesarebrought
onbyaweaknessofcharacter.
FACT

A mental health problem can
be caused by the interaction of
biological, psychological and social
factors. Like any other illness,
mental health can be managed –
helping people live full lives.

MYTH

Peoplewithmentalhealth
problemsdon’texperience
discrimination.
FACT

Nine out of 10 people with mental
health problems experience
stigma and discrimination.
EMPLOYABLE
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THE HIDDEN TALENT POOL

HAVE YOU TAPPED INTO THE HIDDEN

“Disability is a mismatch of interaction between the
features of a person’s body and the features of the
environment in which they live.”

Righting the myths around disability is a crucial part of creating a more inclusive
workplace. But it doesn’t just benefit the people living with disabilities –
a diverse workplace, and designing for diverse needs, helps everyone enjoy a
smoother, simpler customer experience, which is good news for your business.
Are you missing out on a big
customer base?

£80 billion
The 11.9 million people with disabilities in the UK have
a combined spending power of around £80 billion.

CLOSED

83%
83% of people with
disabilities will not purchase
from inaccessible and
unwelcoming businesses.

58%
58% of people with
disabilities say that the way in
which businesses treat them
affects the shopping habits
of their friends and family.

Do you design for digital?

71%

70%
Over 70% of internet
users with disabilities have
access needs when using
the internet, related to their
disability – that’s 6.4 million
people in the UK.

71% of those users simply
click-away from a website
where they encounter
barriers – equalling
a displaced spend of
£10.4bn per year.

A diverse team leads to
diverse customers

84% of internet users with disabilities would spend
more but websites and their design make it too hard
for them to spend their money.

A graduate with a worklimiting disability is more
likely to want, but not have,
a job than an unqualified
person with no disability.

“People interact with our products in
diverse ways. It’s our job to make sure
their experience is both cohesive and
inclusive, from the smallest details to the
most expansive systems.”

The two most common
enablers for employment
among adults with
impairments are modified or
reduced working hours/days,
and access to transport.

“A more diverse team comes with
more diverse thinking, which leads 
to better services.”
Paul Smyth
Head of IT Accessibility, Barclays UK

“There’s a vast pool of talent out
there that’s massively untapped by
businesses. We match great people
with great employers.”

84%

An appetite for work

Matt Reed
Director of Employer Services, Remploy

5

in

6

Five in six of those who develop a disability while
in work are able to retain their job for over a year
afterwards – showing that employers are prepared
to make reasonable adjustments.

THE SUPPORT YOU NEED
“Technology makes life easier for most people but, for
some, technology makes things possible, which is why it
is so important that we make it accessible.”
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Paul Josse
Co-chair of Technology
Taskforce and Chief
Information Officer
Barclays UK

Have confidence in creating opportunities for people with disabilities both within your business and your customer base.
For support, head to:
remploy.co.uk/info/20013/support_my_employees
disabilityrightsuk.org/how-we-can-help/employer-services
Sources: businessdisabilityforum.org/membership/technology-taskforce
https://www.microsoft.com/en-us/design/practice
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IT ACCESSIBILITY

“ We’re turning the customer
experience into a commercial carrot”

So Paul, tell us a bit about your team.
The IT Accessibility team makes sure every product and
every service we offer works the best it can for everyone.
We build empathy and design for difference – making sure
our digital services are designed so no one is left out or left
behind. Digital isn’t just one element of business now – it’s
our whole business and it’s hugely important when thinking
about our customers’ experiences. We take into account
their different abilities and preferences when they come to
us to bank, and encourage our workforce to consider these
things to gain empathy and insight. We’re part of a diverse
workforce that aims to provide a friendly and safe space for
all people using our services.

How did the team come about?
Four years ago Barclays signed up to a public statement of
intent to provide accessible technology to its customers
and colleagues. The 10-point charter helped to champion
accessibility and offered a framework around what an
organisation should be thinking about and focused on.
We didn’t want to be seen to be just giving it lip service –
we wanted to do more. The team was created and, using
the charter as a North Star, we started working to make
sure every product and service we create is accessible for
people with a broad range of disabilities.

Livingwithavisualimpairmentmeans
PaulSmythhasalwayshadavested
interestinassistivetechnologies.
AfterjoiningBarclaysonagraduate
scheme,hespent10yearsworking
infinancebeforehisowninterestin
technologyledhimtotheroleof
HeadofITAccessibilityatBarclays.
Wecaughtupwithhimtodiscusshow
histeam’sworkisbringingamore
accessiblecustomerexperienceto
peoplewithdisabilities–andbeyond.

|
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For example, my sight impairment means I encounter a
variety of barriers, whether they’re technological, physical
or purely attitudinal, on a daily basis. From reading signs
in train stations to picking the right floor when using a lift,
to navigating the Barclays intranet – these are the types
of obstacles I contend with all the time. Others will face
different barriers. My team homes in on these challenges
to open up the entire business to everyone.

How do you go about making that aim a reality?
Well there are three parts to what we do. The first is
governance – we set and promote standards, which, in
essence, is making sure we consider and meet everyone’s
needs. The second is training, we hold training sessions
to help inform and support different projects, as well as
leveraging opportunities that could make products or
services more accessible. And finally, we act as a kind of
evangelist – we elevate our agenda within the company
and to our external partners, so we can help the
accessibility industry move forwards.
It’s something we’re passionate about. Usually you find
people come to this line of work due to their own personal
wish to make a difference – it’s how I ended up here from
a career in finance. It’s humbling to go from handling vast
sums of money to suddenly talking to real people who

use our products, and to find out how we can make them
better. The perfect example is our high-vis debit cards.
A few years ago Barclays introduced picture-printing on
debit cards to make them more personal. Then one day,
someone with dyslexia came into the bank and they’d
chosen to print a plain block colour on their card because
it made it easier for them to read. This sparked our visually
impaired colleagues getting involved to see how we could
make the designs even easier to read or orientate – leading
to our high-vis debit cards. And now we’ve issued around
8,000 of these cards in just three years.

Is that kind of diverse thinking an opportunity
for businesses?
A diverse workforce is critical, particularly in the digital
space. Technology is changing all the time and while each
of us will always be more comfortable with certain tech,
there are always new things to learn. It’s also a generational
thing, and we draw insights from these rich demographics
to inform our thinking around accessibility.
In the past, acknowledging disability in the workplace
was just a discrimination and compliance exercise. Now
we’re creating a whole new kind of customer experience.
Customers will come to us as a more welcoming and caring
bank because they value the fact we look after the needs
of people who have been forgotten in the past. We’re doing
as much as we can to give our colleagues a voice – helping
reframe accessibility from a legal stick into a commercial
carrot. It’s vital not to think about disability narrowly – we
think in terms of permanent, situational or temporary
disabilities. For example, someone whose arm has been
amputated to someone with a broken arm, these people

“Inthepast,acknowledging
disabilitywasjustadiscrimination
andcomplianceexercise.
Nowwe’recreatingawholenew
kindofcustomerexperience.”
need a system that’s easy to use with one hand.
By engaging with people with permanent disabilities we
can also make lives simpler for those who are ‘disabled’
by their situation. This is the kind of thinking that goes
into all our products and services, such as cash machines,
to create a great experience for a greater number of
customers. It just shows how having a diverse workforce
naturally leads to more diverse thinking, which in turn
leads to better services.
EMPLOYABLE
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WORKPLACE PASSPORT

How is the changing technological world
influencing your line of work?

How do you go about helping your suppliers?
Do you support other companies?

The power and pace of technology is redefining what’s
possible. There’s huge potential out there and my team is
very aware of that. We’re focused on everything we build
being accessible but we’re also keen to get on the front
foot and think of new innovative technology – for example
how to use technologies such as Amazon Echo and Siri,
or biometrics and AI, to improve accessibility. For instance,
voice recognition offers real benefits to customers with
visual impairments by getting rid of the need for a screen.
Biometrics mean you don’t have to remember passwords
– helping make security both simpler and more effective
for people who are older or who have cognitive difficulties.
These types of technologies have the potential to be
awesome game-changers for people with disabilities and
the businesses who employ them.

Our key stakeholders are internal – we engage and consult
with colleagues so they’re aware of, and consider, diverse
needs and we help pick out what’s most relevant for a
greater customer experience. We also bring in disabled
user testers for our websites and apps – so people with
a wide range of perspectives come in to ‘kick the tyres’ on
our new systems and give valuable feedback. But it costs
money to do disabled user testing and many organisations
simply don’t have the resources. So we share our insights
with others, helping smaller companies to see diverse
perspectives and learn from our experiences in order to
create more customer-focused and user-friendly products.
The challenge is: how do we as a bank promote our
accessible services and support? We work with charity
partners, which gives us extra reach into

“By making simple little adjustments we could make a big difference to the
opportunities, confidence and diversity in the workplace.”
How does this new technology help Barclays
do business?
Part of what we do is embrace the changing technological
world, to try and spot new and emerging technologies which
will have a significant impact on making existing access
needs easier. For example, our independently accredited
mobile app. Most phones have small screens, so we had to
focus on how to make them really simple despite the size.
I’ve heard stories from people who – through the app – have
been able to access their current account to transfer funds
on their own for the first time. With one in five people, and
one in three households having a disability, these sort of
solutions are becoming increasingly important. And when
people see how we’re accommodating such a wide range
of needs, they switch to Barclays. It makes sense for our
business, as well as our customers.
It’s interesting because previously assistive technology
came as a sort of ‘bolt-on’ that you’d potentially have
to pay thousands for to get added to your computer or
phone. But now the merging of IT and assistive technology
is becoming more mainstream – big tech firms such as
Microsoft and Apple are weaving accessibility into their
principles. When you’re thinking about accessibility needs
and the user experience from the start, it makes the
system more robust as a whole. Naturally it comes with its
own set of challenges, but advancing technology is making
things possible for people who previously wouldn’t have
had these opportunities. And our part in that is getting our
own house in order and then educating our suppliers.
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communities. But it’s not just the new things we do – it’s
everything we do. We have to continuously listen, learn
and act on customer feedback. We use this feedback to
build greater empathy, awareness and skills amongst our
digital and tech teams, who in turn are building digital
services to work for everyone.

Is there anything else you’d like to add?
Just one thing – people with disabilities can bring so
much to a workplace that employers don’t realise. For
example, they bring an extra level of creativity and
problem-solving, which they’ve naturally developed to
overcome the challenges they face on a daily basis. For
example, somebody with a visual impairment generally
has an excellent memory and creative problem-solving
skills – which can give a totally different perspective to the
workplace. But because it’s a challenge for them to get
into work, these skills are being missed. There aren’t many
role models out there and a lot of young people don’t have
the confidence to put themselves forward. So it’s worth
bearing in mind that – as well as the equipment someone
may need to succeed – employers should consider the
softer things in the workplace that can help a person with
disabilities feel integrated, such as letting somebody know
where the right toilets are, or who is in a meeting room,
or changing working hours to make travelling easier. By
making these simple little adjustments we could make
a big difference to the opportunities, confidence and
diversity in the workplace.

It’s part of every line manager’s remit to
be aware of any needs of the people they
manage. When a team member has a
particular disability or condition that requires
adjustments in the workplace, it’s important to
keep a record of what these are. A workplace
adjustment ‘passport’ could be the answer.
What is it?

How do I make the right adjustments?

A living record of all the adjustments made to the workplace
that are discussed and agreed between an employee and
their line manager.

Before making any workplace or reasonable adjustment,
make sure you think about the needs of the individual and
the business, as well as the potential ways the adjustments
may affect the rest of your team and customers. Then you
can talk to the relevant team member about their needs.
You’ll need to:

Who’s it for?
It can be used for all colleagues who have a:

+	short- or long-term medical condition, including
mental health

+ 	sensory, physical or cognitive disability or mental
health condition.

How does it help?
A workplace adjustment passport keeps your colleague’s
needs under consideration and acknowledges that these
needs may change over time. It makes sure that:

+	both the employee and employer have an accurate
record of what adjustments have been decided

+	if the employee changes roles, their new manager is clear
about any existing adjustments or necessary changes

+	there’s an open dialogue between employee and
employer, providing a basis for any future discussion.
Examples of adjustments

+	Changing where someone works, such as moving to

a quiet space, a space with more natural light or allowing
them to use headphones to avoid interruptions

+	Working from home occasionally or permanently to
avoid crowded spaces

+	Flexible hours to accommodate any medication side
effects or complications with travelling
+
+

Time off to see a therapist or counsellor
A mentor or buddy.

+ understand how their need may affect them at work
+ explain the needs of your business in relation to theirs
+	discuss any business policies that might be relevant,
such as a sickness or flexible working policy

+	understand the condition or needs of your colleague so
you can recognise signs that they might be unwell and
be able to respond accordingly
+	plan in advance what they want the rest of the team to
know and how you will deal with any questions.

It’s important to remember that everyone is different and
that particular adjustments can be made where they are
reasonable in the circumstances.

What’s important to know?
The information shared when you’re setting up and reviewing
a workplace adjustment passport is sensitive, so it should be
treated with appropriate confidentiality and understanding.

Where can I find out more?
The suggestions here are not exhaustive and there is always
plenty more you could do to make sure any team member
with a disability is accommodated in the workplace. To
find out more about how you can help team members with
disabilities through workplace adjustments, as well as useful
tips about handling sensitive situations within your team,
search ‘Barclays workplace passport’ and view the guide.
EMPLOYABLE
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DISABILITY RIGHTS UK

Helping your
business become
disability-confident
There are many ways in which businesses can
learn to support employees with disabilities
in the right way. Disability Rights UK is
spearheading education around disability to
promote equal opportunities for all, including in
the workplace. Together with Liz Sayce CEO and
Rabia Lemahieu Disability and Skills Manager,
we discuss the practical ways businesses and
individuals can access education, gain empathy
and promote equal opportunities.

About Disability Rights UK
Disability Rights UK (DR UK) is a national organisation that defines itself
as ‘disabled people leading change, working for equal participation for all.’
Formed five years ago with the merging of three disability organisations,
it’s dedicated to creating a society where everyone can participate equally.
Plus, it’s led by people with personal experience of disability, with 86% of
the board having some form of disability – whether physical or mental,
hidden or visible.
Priorities for 2016-19 are:
01 I ndependent living – among other things, DR UK aims to create
research led by disabled people, enabling thousands of individuals to
share their experiences backed by specialist information and advice.
02	Career opportunities – including showcasing approaches to youth
employment, peer support and career development, DR UK can strive
for equality for disabled people within the jobs market.
03	Influencing public attitudes – including developing a new narrative
around the disability agenda to help influence attitudes and behaviours
towards disability.
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To find out more about the educative opportunities Disability Rights
offers, head online to disabilityrightsuk.org

Helping employees
take the lead
Case study: The Leadership
Academy Programme (LAP)

		
Consider training tailored
01
to your business
Every business is different. Whether
you are part of a large corporation
or a small independent company,
you can access training on disabilities
that’s bespoke to your business.
Liz says: “We tailor training to
employers, depending on who they
want training for and in what context
– whether that’s for frontline staff
serving disabled customers or
working with disabled colleagues.
Training like this can help the
business as a whole as it gives every
colleague greater awareness of the
value that disability can bring. We
also help line managers learn best
practice – what disability means for
their team on a day-to-day basis and
how to deal with any issues that
might be more complex. It’s all part
of giving a business or organisation
disability confidence.”
Training days offer practical advice
and knowledge that businesses can
use to inform their culture. Liz
explains: “We offer open courses that
any individual can attend. We can
tailor our expertise in employment,
career progression and customer
service to show how disability can be
a unique advantage in the workplace.”
 recent example is a seminar run by
A
Disability Rights for inclusive

apprenticeships and training
programmes. Rabia says: “We had
representatives from government,
Access to Work and Remploy, as
well as personal testimony and
input from companies on assistive
technology that’s available. These
kind of sessions can be really
beneficial to businesses.”

don’t really know what to do to
support people with disabilities.
Small employers need more access
to support and advice and there’s
a lot of things large companies can
do to cascade their knowledge
through their supply chain. It’s great
if large companies show that they
care about inclusivity – it influences
the businesses they deal with.”

		 R
 eview your current
02
processes

Rabia agrees: “Sharing knowledge
helps businesses understand the
diverse range of skills disabled people
can bring to the workplace. This can
be through a disability employee
network or a board member
responsible for disabilities, as well
as sharing experiences at staff
meetings and through newsletters.”

Rabia points to the recruitment
process as a key example. She says:
“A lot of employers don’t know they
can offer a work trial. This is a good
way for a person to show what they
can do rather than focus on what
they cannot do. Some employers are
losing out by not being more flexible
and not understanding how they
can make the process of employing
somebody a lot more inclusive.”
This extends into the induction and
onboarding process. By shifting ways
of thinking, employers can access
more talent. “Keeping channels of
communication open with an open
door policy is a really good managerial
approach. It’s important to make your
employees feel at ease, make the
induction period inclusive and when
providing written information, ensure
it is jargon-free or an easy-read.”

		
Share good practice
03
with others
Liz explains the problem: “Some
employers are excellent and some

		Download information and

04 guides for the workplace

Liz emphasises that there’s a huge
amount of information and advice
to individuals online. She says
Disability Rights had over 1.5 million
information downloads from their
website last year.
Rabia explains how this can help
a company: “It’s good practice to
disseminate information in the
workplace. It helps create a good
relationship with employees, which
in turn helps productivity and
morale. A reflective manager
who shares information and sees
value in respecting the different
needs of their employees enriches
the company.”

What is it?
The Leadership Academy Programme
is a development scheme that aims to
empower capable, confident disabled
leaders in all sectors of employment
and also address the need for greater
equality in the workplace. It is open
to people living with any health
condition or impairment who aspire
to move into middle management
or beyond. It sets out to improve the
employment position of employees
living with a disability, while also
providing employers with access to
a wider pool of talent.

How does it help?
Liz explains: “The programme was
set up on the premise that it would
support individuals to think about
how their disability can be an asset
in their leadership journey. It allows
people to draw on their experiences
with a disability and apply it as a
business leader.”

What impact has it had?
The pioneering programme helps
boost self-confidence for people
with disabilities in both their
personal and professional lives. Over
80% of participants have met their
career aspirations, from promotions
to leading new projects. “We’ve had
some very interesting findings,” Liz
says. “We found that people with
disabilities in senior roles cite their
disability as one of the factors that
enabled them to get there. We also
found that people seem to trust
leaders with disabilities – they make
more empathetic leaders who offer
excellent support to colleagues. It’s
very important for businesses to
understand this.”
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This is the story of

This is Me
It all began in 2013, when Barclays introduced
a new educational internal campaign to reduce the
stigma around mental health in the workplace. The
idea was simple – real colleagues would introduce
themselves through various mediums with their
own personal story. And, as in real life, their mental
health condition and how they manage it would be
just part of that story. Three years later, This is Me
has gained incredible momentum, helping people
not only within Barclays but across the City feel
able to speak out and break cultural silences.
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41%

people with mental health
problems experience stigma
and discrimination.

feel uncomfortable talking
openly with their line manager
if struggling with stress.

(Stigma Shout Survey)

(Mind and Populus)

