DISABILITY EQUALITY SCHEME
1.
Approach

The Disability Equality Duty came into force on 4 December 2006.  This duty requires all public bodies to proactively look at different ways of ensuring that disabled people receive equal treatment.

The current disability discrimination legislation provides a definition of disability and the impact that it can have.  We appreciate that disabilities can be wide-ranging and not easily defined.  We are mindful that different individuals with the same disability may be impacted differently.  Accordingly we have given disability a very broad interpretation and we see it as being characterised by:

· Social constraint, arising from a range of barriers imposed by society against people with physical, mental or sensory impairment.

· Physical or environmental constraints, such as stepped access into buildings.

· Structural or organisational constraints, including practices which may exclude people with different impairments.

· Attitudinal barriers revealed in the prejudices and discriminatory practices used to exclude disabled people from mainstream life.

We want to do all that we can to facilitate tackling institutional-based discrimination.  Our approach is not simply a matter of improving individuals rights but improving our services and policies as a whole for disabled people.

The Disability Equality Duty Code of Practice makes clear that leadership is a fundamentally important mechanism to ensure successful compliance with the duty.  Great emphasis is placed upon strong, clear and consistent leadership.  Accordingly our Board and Senior Management Team will lead our approach delivering clear messages to staff about its importance.

This Scheme is a constituent part of our approach to equality and diversity which is governed by our overarching Equality and Diversity Scheme.

2.
The General Duty

In carrying out our functions, the General Duty requires us to have due regard to the need to:

· Eliminate discrimination that is unlawful under the Disability Discrimination Act.

· Eliminate harassment of disabled persons that is related to their disability.

· Promote equality of opportunity between disabled persons and other persons.

· Take steps to meet disabled people’s disabilities, even where that involves more 

favourable treatment to disabled people.

· Promote positive attitudes towards disabled persons.

· Encourage participation by disabled persons in public life.

3.
The Specific Duties

There are a number of specific duties which support the General Duty.  These are to:

· Publish a Disability Equality Scheme (including within it an Action Plan).

· Involve disabled people in producing the Scheme and Action Plan.

· Demonstrate they have taken actions in the Scheme and achieved appropriate outcomes.

· Report on progress.

· Review and revise the Scheme.

4. Our Aims

We want to adopt and use this Scheme as a mechanism to deliver our disability equality obligations.

As an employer we are seeking to ensure our policies and practices are compliant with and supportive of our obligations relating to:

· Recruitment.

· Induction Processes.

· Training and Organisational Development.

· Promotion.

· Performance Appraisals.

· Absence Management.

· Occupational Health.

· Disciplinary and Grievances Issues.

· Employee Relations.

Within our function as a service provider we want to ensure compliance and support of the disability equality by:

(a) Carrying out an equality impact assessment whenever we develop or review a service strategy.  This will enable us to determine whether any policy, service or procedure is likely to have a negative effect, or a different effect from that we planned, on disabled people.

(b) Involving disability support groups in the design and delivery of our services.

(c) Ensuring that physical assess to and around the buildings from which our services are delivered provide no barriers to disabled people.

(d) Ensuring that the information we provide is easily accessible in alternative formats that reflect the needs of disabled people.

(e) Gathering and using information to enable us to monitor disability equality in all that we do.

5. Formulating our Objectives

Our initial steps relate to formulating our approach and identifying what information we require.

We propose to create a focus group and invite external organisations to send representatives, including regional disability organisations, disabled businesspeople, disabled representatives of business organisations and disabled trade unionists to meet with us.  The focus group will be advertised internally to staff who are disabled or have a particular interest in disability.
We want to commence a research programme to collate information around:

· Our staff, management and Board in terms of applications, recruitment, promotion, grades and retention.

· Access to training and other opportunities, and performance and disciplinary management in relation to disabled people, broken down by broad impairment group.

· Qualitative information about the experiences and views of disabled staff, managers and Board members.

· Information about beneficiaries of our services such as specialist business support, including numbers and satisfaction rates, broken down by broad impairment group.

· Regional information, including on employment, if possible broken down by broad impairment group.

To support these objectives, we will establish an impact assessment process.  The remit of this is to:

· Identify the aims of the project/initiative/strategy/programme.

· Screen the proposed initiative for likely impact.

· Gather more detailed data where the screening process has identified the need.

· (Re-)Assess the likely impact.

· Consider alternative measures where appropriate/ a likely negative impact is identified.

· Consult on the initiative if not already previously done, or if wider consultation required.

· Make a decision on the initiative.

· Monitor the initiative.

· Publish a summary of results.
Once we have formulated our prioritised objectives they will be detailed within an Action Plan (annexed).
6. Publication and Reporting

Our Scheme is available on our website.  We have been awarded the Shaw Trust Web Accreditation acknowledging its accessibility by disabled website users.

Hard copies are available from the Corporate Development Team, LPFA Dexter House, 2 Royal Mint Court, London EC3N 4LP. 
We will also include disability-related data, for example on numbers of disabled staff, managers and Board members, within our reporting processes.
7. Reviewing and Revising the Scheme

This Scheme is a positive step but we recognise it is only the initial step.  We are conscious that the Scheme will need to move forwards and develop.  This will involve taking steps including:

· Improving our performance through the outcomes of impact assessments.
· Building up the information base about performance on disability equality.

· Reviewing and revising the document, involving disabled representatives.
· Oversee a review of the evidence base for the scheme and developing a plan for improving it.
· Providing regular reports to the Senior Management Team and Board and facilitating discussion of progress and learning.

· Monitoring complaints for evidence of disability-related issues.

· We will ensure that our focus group and our staff group are closely involved in any reviews.

· Actually improving the employment prospects and the employment experience of disabled people.
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