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Foreword

It is estimated that there are at least 650 million disabled people worldwide
, about 10 million of whom live in the UK.
 Many of us know someone with a disability, have a disability ourselves, or will acquire one during the course of our lives. Disability, therefore, is something that affects everyone. When Bert Massie was Chair of the UK’s Disability Rights Commission, he said ‘Disability is an open club.  Hang around for long enough and you’ll become a member.’  

As demographics change, populations age and life expectancy is lengthened, and as natural disasters, wars and disease remain threats to everyone living in this crowded, dangerous and beautiful world, the numbers of disabled people will continue to rise. Our firm belief in and support for the Universal Declaration of Human Rights strengthens our moral desire to do all we can to promote disability equality. Article 1 of the Declaration states

“All human beings are born free and equal in dignity and rights. They are endowed with reason and conscience and should act towards one another in a spirit of brotherhood.”
Given this, our goal is to make every effort to mainstream disability equality.  This means recognising that the things we do and the way we work may impact differently on people with disabilities and that we can make reasonable adjustments to minimise these effects. It also means learning to devise more effective strategies and make more effective use of our resources. The result of this will be greater inclusion for disabled people, changed perceptions and a reduction of negative stereotypes about disabled people.  

The guide acknowledges positive work already taking place in some parts of the organisation but recognises that there is much to do which requires the collective will and efforts of all of us in order to ensure a consistently responsive and inclusive culture for disabled people. I strongly recommend that this guide is used by all members of British Council staff. I think it will also be of interest and use to our partners and I am pleased to give it my full support.
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Cathy Stephens,

Executive Board,
British Council

Above - Picture of Cathy Stevens

Introducing the UK Disability Advisory Panel

The British Council established a Disability Advisory Panel in 2006 to help us consider how to promote disability equality in the work that we do.  The Panel are an excellent resource, providing advice and guidance to support our work.

Disability Advisory Panel Members

Alice Langtree has taught in schools and colleges for 35 years, working with disabled students in both the mainstream education and SEN (Special Educational Needs) sectors. She spent 17 years as Deputy Principal of Burton Hill School, a school for students with severe and profound learning difficulties, learning disabilities and physical disabilities, and now works as a Special Needs Advisor to the Christian organisation Scripture Union. Alice has also worked specifically in the area of access and communication technology for disabled students and holds a postgraduate diploma in ICT for Special Needs from Keele University.
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Right - Picture of Alice Langtree

Ann Moghaddami worked for the British Council for a number of years before leaving in 2007 to take up her current post in the House of Commons. During this time she worked as an Equal Opportunities Officer in the HR department and was a member of the Disability Working Group. She has a post-graduate qualification in Employment Law, which covers, amongst other things, discrimination legislation.
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Right - Picture of Ann Moghaddami
Armineh Soorenian is a PhD student at the University of Leeds, researching and recording the experiences of disabled students in UK universities. Herself a disabled student, Armineh has been able to develop considerable insight into the subject over her 8 years of higher education. She hopes to be able to use this to improve the lives of fellow students as well as helping universities to better cater for the needs of disabled people.
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Right - Picture of Armineh Soorenian

Christina Papatheodorou has worked in the field of disability for a number of years, with the subject forming a large component of her Masters degree at the Institute of Child Health. As a student and staff trainer at the University of London, Christina was involved in equality monitoring and the development of inclusive, barrier-free training and development materials. Her current position at Young Enterprise involves running, amongst other things, the Team Programme, which encourages young disabled people to develop attitudes and skills for enterprise, personal success, lifelong learning and employability.
David Crabtree works as a teacher trainer, advisor and consultant to individuals and organisations working with students with specific learning difficulties such as Dyslexia, Dyspraxia and Dyscalculia. Major projects in which he has been involved have included a framework for understanding dyslexia, a DfES-funded e-learning information portal project, and AchieveAbility, a national network, funded by the Higher Education Funding Council for England and based at Westminster University, which promotes awareness of the educational needs of those with specific learning differences.
[image: image10.emf]
Right - Picture of David Crabtree

David Slingsby taught biology for 29 years, before taking early retirement, going on to edit the Journal of Biological Education and work for AQA, ExExcel, Cambridge International Exams and the Open University. Disabled from birth, and now using an electric wheelchair, David is, unlike many other panel members, not involved in the field of disability in a professional or even academic capacity. Rather, he is a disabled person who has forged a career as a teacher, researcher and writer, pursuits which have taken him around the world and exposed him to many of the challenges and barriers that disabled people frequently face.
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Right - Picture of David Slingsby
Eleanor Thoe Lisney is a freelance disability consultant, specialising in matters of inclusive access and design. With a Masters degree in Science in Information Studies, Eleanor has trained and presented on web accessibility and usability around the world, and is editor of uiGarden, a bilingual Chinese/English online magazine for researchers and practitioners who work in the user interface design. She also holds a graduate certificate in Inclusive Environmental Access and Design and has carried out work and training around access auditing. Eleanor has lived in France, the USA, and the UK and is a member of Equality 2025, the UK government’s advisory body on disability issues.
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Right - Picture of Eleanor Thoe Lisney

Maha Khochen has just finished a MA course in Inclusive Education- Disability Studies at the Institute of Education, University of London. She previously completed an Advanced Diploma in Special and Inclusive Education focused on the Disabilities of Sight at the same university, supported by the British Council’s Chevening Scholarship Scheme and the Said Foundation scholarship award. Originally from Lebanon, Maha is visually impaired and has worked in the field of specialist education in the past and currently works part-time for the Royal National Institute of Blind People. Maha is also supporting the establishment of a Middle Eastern network as part of an Enabling Education Network project run by the University of Manchester, which encourages people in the Middle East to share information and experiences about inclusive education practices. 
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Right - Picture of Maha Khochen

Miro Griffiths became involved in the disability equality agenda at an early age, starting with the Millennium Award Scheme aged 14. He went on to work with the national charity, Whizz Kidz, as a North-West representative with the main objective of finding solutions to barriers that affect disabled teenagers. Elected chairperson of the user group he has gone on to advise organisations such as the BBC, works on the Qualifications and Curriculum Authority Advisory Panel, and is a member of Equality 2025, the UK government’s advisory body on disability issues.
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Right - Picture of Miro Griffiths

Naomi Chappell is a member of the Stepping Stone Project, a programme linked to Sheffield Futures, and supported by British Council’s Connect Youth programme. Naomi participated in a recent exchange between Greece, Malta, Germany and the UK, something which helped to develop her confidence, and the confidence of all of the young people involved, in understanding international issues and differing cultural perspectives. She has been a member of the panel since its inception, accompanied by her support worker Leanne Pellegrina, with whom she is pictured below.
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Right - Picture of Naomi Chappell (right) and Leanne Pellegrina (left)

Roger Simmons works for the Yorkshire-based organisation, Sheffield Futures, an independent charity helping young people and adults to achieve their full potential in learning, employment, and life. In his role as Team Leader for Work with Young People with Learning Difficulties and Disabilities, he has forged close links with the British Council’s Connect Youth programme. A great believer in the value of non-formal learning, particularly for young people who may not otherwise have access to such opportunities, Roger also offers training across Europe around all manner of issues relating to work with young disabled people.
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Right - Picture of Roger Simmons
Zara Todd has been involved in the field of disability rights for over 10 years. Currently studying part-time for a Masters degree in Eastern European Studies, Zara is Deputy-Chair of Equality 2025, the UK government’s advisory body on disability issues. Zara has also worked with a number of organisations, including Transport for London (TfL) and the Greater London Authority (GLA), and has advised widely on issues of disability and youth participation, developing a particular interest in the ways in which we use technology to empower and engage people. 
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Right - Picture of Zara Todd
Introduction
This guide has been developed with the involvement of a large number of people from across different countries.  It has been written to support all of us working at the British Council to promote disability equality through the work that we do.  It is thought that there are about 650 million disabled people worldwide and as life expectancy increases, with developments in science and technology, this number is expected to continue to rise.
Disabled people face discrimination both in the workplace and in wider society.  This guide looks at steps those of us working at the British Council can take to identify the barriers facing disabled people and to remove them.  We will need to work alongside both disabled and non-disabled people to do this, and to raise awareness and challenge others and probably ourselves along the way.

We recognise that tackling disability inequality in an international organisation is no easy task. The British Council works in over 100 countries throughout the world and each of these has its own culture and set of values. Within each country there also tends to be many different subcultures. The picture is made even more complex when we consider that these cultures and subcultures often have conflicting ideas and values. Such a complex world will inevitably advance a broad range of different views, perceptions and experiences of disability, as well as a large disparity in the infrastructures and social structures that already exist to support disabled people. This guide acknowledges such complexities, and aims to set out simple steps we can all take in pursuit of a universal and international framework for promoting disability equality.
This guide is divided into three parts. The first part examines what is meant by ‘disability’ and discusses the main themes of the debate regarding the pursuit of disability equality. The second part explains what each of us can personally do to contribute to promoting disability equality, learning from the good practice that already exists across the organisation, and considering how we will know when we are making progress. The third part outlines what the British Council as an international organisation can do to promote disability equality, and how doing so supports the organisation’s vision, purpose and values. This third section also presents the groups, initiatives and tools that we are already using to guide us and to measure our success. The guide ends with an annex of useful resources and websites for additional information and guidance.
PART 1

Terminology and definitions

As with many areas of our work, we thought it would be helpful to begin by defining some of the ideas, concepts and terminology which exist in promoting disability equality. We do this in order to dispel some of the concerns and uncertainty people may have and to familiarise colleagues with the changes, debates and discussion which have helped to shape this initiative and which will continue to have an impact on our work. 

From the outset, we acknowledge the complexities faced by an international cultural relations organisation when seeking to determine universally appropriate and accepted terminology and definitions. Different terminology will be considered as appropriate in the great diversity of cultures and languages that make up our world, and the dynamic nature of language means that accepted terminology is also constantly changing. Nevertheless, such a pursuit is necessary in order for the British Council to respond effectively and consistently throughout the world.
Defining disability

While there are obvious areas of commonality, the concept of disability varies across the world and within countries. The United Nations Convention on the Rights of Persons with Disabilities (2006)
 states that

“Persons with disabilities include those who have long-term physical, mental, intellectual or sensory impairments which in interaction with various barriers may hinder their full and effective participation in society on an equal basis with others.” 
People themselves will hold their own view about their physical and mental abilities or disabilities, which must also be considered. When defining disability, we must also take into account the local context. In some countries, disabled people are routinely denied access to the education, transport and other systems that support inclusion. They are also often separated and marginalised in other ways; for example, because of an emphasis on the family’s rights to make all decisions concerning the welfare of a disabled family member, rather than acknowledging the individual rights of that person.
As an organisation with headquarters in the UK, the British Council is required to adhere to the UK’s definition of disability as described in the Disability Discrimination Act (DDA) 1995 (amended 2005). The DDA defines a disability as

“A physical or mental impairment which has a substantial and long term adverse effect on a person’s ability to carry out normal day-to-day activities.”
There is an ongoing discussion about the appropriate terminology in the context of disability. ‘Disabled people’ is the most common term used in the UK currently and is employed by the UK’s Equality and Human Rights Commission, the Employers Forum on Disability, and many national and international disabled people’s organisations and groups. This term is preferred because it suggests that people with a range of different impairments are ‘dis-abled’ by the structures of society, and so inclusion will only be possible when those barriers (whether physical, societal or based on attitudes) are removed.  The  term ‘people with disabilities’ is preferred by others, however, because it suggests that individuals should be recognised as people, before their disability or condition is mentioned.  

To acknowledge these different positions, this guide uses both ‘disabled people’ and ‘people with disabilities’, and intends that both are viewed as positive terms. We acknowledge that different terms are used elsewhere in the world, but reject all those that conflict with our pursuit of the inclusion of disabled people by projecting a negative representation of them.
Models of disability

We must also consider how disabled people are understood and how our society or culture perceives its relationship with them. 

The British Council strives to use the social model of disability in its policies and practice and is keen to promote this model of disability.  The social model of disability challenges traditional thinking about disability and there is a general consensus that the social model of disability is a useful way of understanding disability for the advancement of the rights of disabled people. 
The traditional view of disability, often called the ‘medical model of disability’, sees disability as an individual’s problem, as a personal tragedy; and this is the way that most people in our societies, including many disabled people, view disability. As a result disabled people are expected to see their impairment as something they will have to make the best of and accept that there are many things they cannot do. This view is characterized by exclusion and dependency and supports stereotypes of disability such as pity, fear and patronizing attitudes. It is a ‘cure or care’ approach with the underlying assumption that to be disabled is to be abnormal and that to be abnormal is undesirable.
However, the social model of disability, which has been developed by disabled people, makes a distinction between impairment and disability. So, in a social model of disability, it is not the biology of a person, i.e. their impairment, that ‘disables’ them, but rather the disabling nature of society. The social model asserts that disabled people are disadvantaged by the limitations imposed on them by social, cultural, economic and environmental barriers. Thus, it is the way society is organised that discriminates against people with impairments and excludes them from involvement and participation.  
Some comparison of medical and social model thinking is presented below:

Medical model

· I cannot get a job because my cerebral palsy stops me getting on the bus to go to work. 

· I can't get involved with the Youth Club Committee because I cannot hear.


Social model 

· I can't get on a bus because it is not accessible. 

· I cannot find work because the employers will not give me an interview because I have a speech impediment. 

· I can’t live independently because not enough accessible homes are being built.

Social Model thinking offers positive and constructive solutions to the removal of disabling barriers, as well as a strong emphasis on human and civil rights.
(With thanks to Miro Griffiths, British Council Disability Advisory Panel member, for this articulation of the medical and social models of disability)

What does it mean to promote disability equality?

The focus of different aspects of equality legislation in the UK and many other countries has moved from anti-discrimination to promoting equality. This is reflected in the UK Disability Equality Duty, which gives public bodies, including the British Council, the positive and legal duty to promote disability equality. This requires pro-activity, such as encouraging the active involvement of disabled people in decisions about how an organisation operates. 

In line with this legislation, we focus on people as individuals and strive to ensure the full participation of disabled people in all aspects of the British Council’s work. We thus seek to challenge ‘disablism’, which refers to the combination of social forces and cultural values which deny disabled people full participation in all spheres of life. In doing so, we commit as an organisation to identifying the issues and arrangements that disempower and marginalise disabled people and to taking the necessary action to address them. It is only by taking such action that the British Council can move effectively towards its goal of ‘disability equality’.
It is additionally important to remember that disabled people are not a homogenous group.  Experiences and expectations differ within groups of disabled people, and other defining characteristics such as age, gender, ethnicity, religion and sexual orientation for example, must also be considered.  People should not be solely defined by their disability.  Our focus should be on meeting the needs and maintaining the dignity of all people as individuals.
Inclusion and involvement

To effectively promote and pursue disability equality, we need to seek the expertise and experience of disabled people themselves. It is essential, therefore, that disabled people are involved in decision-making about policies or programmes that have an impact on disability issues. 
This perspective is captured by the principle of ‘Nothing about us, without us’, which was adopted by Disabled Peoples’ International (DPI) when it was set up in 1981. It was reinforced in the 1993 UN Standard Rules on the Equalisation of Opportunities for Persons with Disabilities. As stated in Rule 18,

“States should recognise the rights of persons with disabilities to represent persons with disabilities at national, regional and local levels.  States should also recognise the advisory role of organisations of persons with disabilities in decision-making on disability matters.”
More recently, the UN Convention on the Rights of Disabled People emphasised the importance of ensuring that disabled people “should have the opportunity to be actively involved in decision-making processes about policies and programmes, including those directly concerning them” (Section (o) of the Preamble). 

As this definition suggests, promoting disability equality does not only mean including and consulting disabled people in matters relating to disability. Disability equality means ensuring that disabled people are always included and consulted on all matters, so that they can fully participate in society. In the British Council, therefore, disabled people should be able to fully participate alongside non-disabled people and their experiences should be taken into account in all programmes, services and ways of working.  We believe this involvement will ultimately contribute to strengthening cultural relations.
What is mainstreaming?

By including and involving disabled people in this way, we are seeking to ‘mainstream disability’. This means considering disability and its implications in every aspect of our work. When we mainstream disability, we recognise that different aspects of our work will have different implications for different people. They will have different implications for people with and without disabilities, and for people with different types of disabilities. We must carefully consider how our work may be having such negative implications and aim to address this. We are all responsible for thinking about disability in this way, including decision-makers, departmental managers, and front-line staff.
Disabled People’s Organisations

There are organisations that can help us ensure that we effectively promote and deliver disability equality. Such organisations are often categorised as either disabled people’s organisations or user-led organisations. In user-led organisations, ‘the people the organisation represents, or provides services to, have a majority on the Management Committee or Board, and there is clear accountability to members and/or service users' (National Centre for Independent Living).
 This approach reflects our commitment to support the principle of appropriate consultation and inclusion. Wherever possible, we should try to work with user-led organisations because this is in line with our support for the principle of ‘nothing about us without us’.
We now move to Part 2 of this guide, which discusses what we can do as individuals to help the British Council respond to the ideas and observations outline above. As emphasised, we all play an important role in the pursuit of disability equality.

PART 2

Promoting disability equality - What does it mean for me?

This section outlines what you can do, what others have already achieved, and what it will mean when we are making progress towards disability equality.
Our consultation with disability specialists, partners and colleagues from a wide range of countries has led to the identification of seven objectives that we should work towards to mainstream disability equality. These are:

· Changing the organisational culture.

· Improving access.

· Ensuring communication is inclusive.

· Diversifying our stakeholders.

· Reviewing our operational work.

· Considering the local context.

· Challenging our own attitudes.

We will now examine these objectives in turn.

1. Changing the organisational culture 

In organisations, such as the British Council, our attitudes and perceptions shape, and are shaped by, our dominant ‘organisational culture’. The organisational culture describes the way things happen within our organisation - the way we act, look and feel. It describes how we speak to each other, what we expect of each other, and generally how we approach our work.  

An organisation’s culture can support or hinder attempts to encourage the early consideration of disability issues. We must all consider what cultural changes are required in the British Council so that disability is something that we actively take into account in our daily working lives so that people with disabilities are not excluded, even inadvertently. Changes to the organisational culture tend to take time and persistence, particularly in a large international organisation, so it is important that we remain attentive.
What can you do?

· Develop your awareness and encourage any staff you manage to develop theirs. This includes awareness of:
· The impact of your own personal style and personal prejudices about people with disabilities.

· The particular barriers to inclusion faced by disabled people who engage or wish to engage with the British Council.

· Cultural norms and other factors which oppress disabled people.


Awareness can be enhanced by using related British Council resources, such as the Equality and Diversity e-learning material, the British Council disability video, and some of the trigger tapes which address disability issues. These efforts to increase awareness can also be formalised within performance portfolios. 
· Ensure you treat your colleagues fairly and in line with the British Council’s Equal Opportunities Policy by taking account of the need to make reasonable adjustments, and attending to health and safety and confidentiality matters where appropriate. Managers have particular responsibilities in these areas and can get help and support from their Human Resources team.

· Make sure job descriptions exclude unnecessary criteria and include a welcome statement on job adverts that states the guaranteed interview of disabled people who meet the essential competencies. Use the ‘Disability Symbol’ on recruitment material (see Part 3) and consider placing advertisements in media that target disabled people.

· Ask if applicants for training and development or teaching classes have any specific requirements or require any adjustments to enable them to fully participate.
· Ensure audiences and participants at British Council events are invited to contact you in advance with details of any particular needs they may have relating to disability.
· Ensure that all policies you develop or manage are equality screened and impact assessed
 to ensure that there is no unjustified discrimination of people with disabilities and that efforts are also made to promote equality and inclusion.

· Ensure any responsibilities you have for procuring goods and services take into account disability equality by checking that the provider of the goods and/or services is operating in line with our Equal Opportunities Policy.

· Explore sourcing services from disabled suppliers to support the inclusion and participation of disabled people.

What have others done?

· British Council Guangzhou reviewed recruitment opportunities for disabled people and targeted disabled people when recruiting exam invigilators.
· In the UK and many other countries, the following statements are used on all externally-placed adverts: 
“The British Council is committed to a policy of equal opportunity and is keen to reflect the diversity of UK society at every level within the organisation. We welcome applications from all sectors of the community. We guarantee an interview to disabled candidates who meet the essential criteria.”
· Learning and Development use the following wording on their application forms: “If you have a disability, please tell us how we can meet your specific needs.”

What will it mean when we are getting it right?

· The organisational culture is inclusive and flexible, and there is the awareness and the will to respond to different identified needs. 
· Managers are equipped and confident in dealing with disability issues and create a supportive atmosphere.
· All staff understand why disability and diversity are important to the strategic objectives of the British Council.

· Policies and strategies reflect the principles and intentions of disability equality.

· We are welcoming to all our customers and able to respond appropriately to their needs.

· We receive consistent positive feedback from our disabled staff, stakeholders and customers.
2. Improving access 

This refers to access in its widest sense. It includes access in terms of the physical environment, such as access to buildings or facilities, but also access to products, services, events, activities, information, jobs and training. Such accessibility determines how inclusive an organisation is for disabled people.  
As such, this objective is about how people with disabilities can participate in the work carried out by the British Council. It starts with recruitment – of staff as well as of participants in our programmes.  It affects our buildings – where we work and where we have events. It also affects the information we provide – how we ensure disabled people can access information about the British Council.

What can you do?
· Review recruitment material and ensure disabled people have access to information about employment opportunities at the British Council.

· Review and seek to improve access for disabled people to offices, venues, events, classes and training courses.  
· Carry out an access audit of the premises and develop an action plan to address the recommendations.
· Build disability issues into health and safety training and action plans, and review emergency procedures to address the safe evacuation of disabled people.

· Review marketing material and information provided by your office or department and ensure it is clear and accessible and can be made available in alternative formats. 

· Ensure teaching and examination centres can address the needs of people with a wide range of disabilities. 
· Where physical or other features make access impossible, consider alternative methods of making services available to disabled people.

· Plan ahead and encourage participants to let you know in advance about any disability-related requirements.

· Encourage people to give feedback on the accessibility of our programmes, information and services.
What have others done?

· British Council colleagues working on Chevening scholarships have worked in partnership with their sponsors to secure central funding to meet the specific needs of disabled scholars.

· The Recruitment Team in Human Resources use the UK company, Adept-UK, to respond promptly to requests for documents (such as application forms and other recruitment material) in alternative formats, including large print, Braille, diskette or audio.

· British Council Armenia fitted stair-lifts to improve access to their library facilities.

· Our buildings in the UK have been subject to an extensive disability audit and the recommendations have been implemented. In Manchester, changes have been made to ramps, handrails, light-switches, carpet colour, the height of reception desks, and automatic doors and accessible toilets have been installed. In Edinburgh, a lift has been installed to the mezzanine floor to make it more accessible.
· The International English Language Testing System (IELTS) administrators test centre has a resource entitled ‘Special Circumstances’ in the Administrators Manual that offers specific provisions to support candidates with a wide range of disabilities.
· British Council China welcomed their first blind candidate to take an exam in 2005. Working with Cambridge ESOL, they have since enabled a number of other disabled candidates to take tests by providing lip-read listening tests for deaf candidates, allowing extra time for candidates with motor impairments, offering papers in Braille, and providing a scribe.

· British Council Hong Kong employed a local disabled people’s organisation called Rehabilitation Power to carry out an access audit of their premises. The approach involved many BC Hong Kong staff, as well as disability consultants, and was highly informative and successful. 

· The Teaching Centre in British Council France has developed guidance on meeting Specific Educational Needs in the classroom.
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What will it mean when we are getting it right?

· We have the flexibility and awareness needed to address barriers that prevent disabled people participating as employees, customers or clients. 

· We provide reasonable alternative methods of making services available where physical or other features make it impossible for disabled customers to make use of services.
· Where premises are not owned by the British Council, solutions are discussed and action plans are put in place to enable disabled people to participate in British Council employment, projects or events.
3. Ensuring communications are inclusive 

The way an organisation communicates, both internally and externally, shapes its culture and people’s perceptions. We need to develop an inclusive communications strategy to ensure disabled people can participate in all aspects of internal and external communication. Individuals also need to consider whether their personal communication styles are inclusive.
As well as language, image plays an important part in shaping perceptions about an organisation. Disabled people have traditionally been less visible in British Council communications, which suggests they are considered as less important or excluded. By including positive images of disabled people in our communications, we raise awareness of disability, and by including images of disabled people in active roles, we help promote disability equality.

What can you do?

· Be inclusive in your communications. This involves the following:

· Keep communications clear and simple.

· Build accessible features into products where appropriate.

· Use Plain English
 or a local language.

· Offer alternative formats whenever possible.

· Include positive images of people with disabilities in publicity and marketing material. 
· Use a clear font such as Arial 12 whenever possible.
· Follow the Royal National Institute for Blind People’s Clear Print guidance which is available on the Equal Opportunity and Diversity intranet site
.  
· Keep yourself informed about recommended ways to communicate with people with different disabilities. The Equal Opportunity and Diversity intranet site includes links to communication guides.

· Remember that many disabilities are invisible, so do not assume you know who is disabled.

· Ensure you are familiar with how to obtain equipment or resources to support disabled people’s inclusion, such as hearing loops, sign language interpreters, material in formats such as Braille or audio cassette.

· When writing or speaking about a disabled person, if you are not sure how to refer to a person’s impairment, simply ask them for guidance, but check first – do you need to refer to their impairment at all?

What have others done?

· Internal Communications have put guidance on using Plain English on the British Council intranet site. 

· The British Council website has a range of accessibility functions built into it that allow people to view it as text only, in different font size or colours, and with or without graphics. A spoken version of the site can also be downloaded through Browsealoud.
 
· The British Council’s Asset Bank (and Snapshots
) offer a range of positive images of disabled people that can be downloaded and incorporated into publicity material. One example is below.
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Pictured above - an example of an Asset Bank image of disabled people engaged in sport

· British Council China commissioned a photographer to take photos of disabled people to include in their image bank.
· British Council Switzerland has developed a relationship with a local disability organisation, Pro-Infirmis, which has granted them permission to use their images. These images can be found on Snapshots.
· The Employers’ Forum on Disability has produced a Communication Guide and other guides for effective and appropriate communication.
 These can be accessed from the Equal Opportunity and Diversity Unit intranet site.

What will it mean when we are getting it right?
· The appearance and language used in communications is accessible and inclusive.
· Public information is available in a variety of formats on request.
· Advertising and publicity material reflect the diversity of the UK and/or the national context, and include positive images of disabled people. 
· Positive feedback received from disabled people.
4. Diversifying our stakeholders 

Having a diverse range of stakeholders, including people or organisations with experience of disability, will lead to greater awareness of disability. It will also mean that we can respond effectively to disability-related issues and our services will be used by a wider audience. 
What can you do?

· Support and engage with local, national and international disabled people’s organisations.

· Engage with local, national and/or international events promoting disability equality.

· Ensure you include disabled stakeholders in events and programmes which are not specifically about disability.

· Wherever possible include disabled people on your decision-making bodies, such as steering groups or advisory committees.


What have others done?

· We are members of the Employers’ Forum on Disability and this brings many benefits, including access to information, good practice, conferences and benchmarking exercises. More information about how to access the services of the Employers’ Forum on Disability can be found on the Equal Opportunity and Diversity Unit intranet site.
· In the UK, the British Council has hosted events for national and international disability organisations.

· British Council USA website has a section on studying in the UK for disabled people. This section provides information about the UK’s Disability Discrimination Act and offers advice on how to ensure needs will be met in the UK.

· A number of British Council offices around the world celebrate the International Day of Disabled Persons.  For example, in 2008 British Council Egypt held seminars on issues relating to the UN Convention on the Rights of Persons with Disabilities. The seminars included presentations about initiatives that can help young disabled people gain employment after training. Schools were invited to performances on social inclusion and to participate in question and answer sessions on how to use arts as a tool for social dialogue.
What will it mean when we are getting it right?

· There is pro-active interaction with disabled stakeholders so that we can promote disability issues in the development of our activities as well as ensuring disabled people are included as staff members.  

· We engage with disabled people and disabled people’s organisations whenever possible, and encourage their participation in our services, activities and events.
5. Reviewing our operational work 
It is important that we take a dual approach to promoting disability equality through our operational work. This means that it is good to have some programmes and events that focus on disability, but we must also ensure that disability is mainstreamed and included within all our other programmes and events.

What can you do?

· When planning projects, products and events, consider whether disability is a relevant theme that can be included.
· Make sure speakers, experts, and consultants represent disabled people where possible and relevant.

· Involve disabled people and disabled people’s organisations in consultations and opportunities to provide feedback on British Council programmes and events.

· Ensure that teaching materials include disability issues and positive references to the contribution made by disabled people. 
· Remember that some disabled people will want to bring assistants to support their participation, so be open to this idea.

What have others done?

· One edition of LearnEnglish Central’s magazine took disability as a theme and included articles, comprehensions, poems and puzzles about disability.
 
· British Council Israel ran a design exhibition that included innovative inclusive design. 
· British Council China developed a regional project linked to the Paralympics in Beijing called the ‘Young Advocates Programme’. This project brought together 250 young disabled and non-disabled people to bolster the Paralympic spirit.
  

· Many British Council offices, including those in Argentina and Bulgaria have involved disabled and non-disabled people working together through ‘Dreams and Teams’ and other inclusive sports events.

· Work to improve the portrayal of disabled people in Nigeria has been supported by the British Council. A 3-day training course for Nigerian journalists, run in partnership with a disability group, Prothese Deep, took place in the Abuja office in November 2008.

· An event supported by British Council South Africa addressed issues of disabled women and disability.  ‘Look at Me’ is an exhibition showcasing the lives of 23 South African women living with disability. It offers a journey of self discovery and reflection through their stories and photographs.
· The Global School Gateway links a number of special schools from around the world, including India, Poland, Turkey and Uganda.
 


What will it mean when we are getting it right? 
· Products, projects, programmes and services are accessible to, and inclusive of, disabled people.  

· Staff are committed to the goal of disability equality and have the understanding and resources to offer or adapt equipment, or make other adjustments, so that disabled people can fully participate in British Council activities.

· The British Council is recognised as an organisation that mainstreams disability and contributes to changing attitudes and fostering inclusion.
6. Considering the national context
For work to be meaningful and appropriate to the local culture, we need to develop understanding of the disability issues in the different countries in which we operate. There are great variations in local attitudes towards disability as well as in the infrastructure that supports disabled people. Consequently, initiatives to promote disability equality will develop in different ways in different countries. The British Council can play a role in fostering positive social change by working with national and international disabled people’s organisations and other user-led organisations, and by seeking to contribute to issues facing particular countries.  This supports our efforts to promote disability equality through strengthening cultural relations.
What can you do?

· Ensure notes for short term visitors refer to issues for disabled people visiting the country.

· Develop work placement schemes for disabled people. 
· Make contact with local disability organisations and identify their priorities.
· Develop awareness of any local, national or international disability legislation.

What have others done?

· British Council Pakistan organised a highly successful work placement project for people with learning disabilities, working with a local partner.  Fourteen people were placed on two-week placements in the BC office in Karachi to deliver a broad range of administrative work. This initiative has now been rolled out across the other offices in Pakistan, and it has also been shared with private sector employees, some of whom have replicated the initiative.
· A successful partnership has been established between Guangzhou School for the Blind in China, and Calthorpe School of Specialist Sports in Birmingham, UK. Calthorpe sponsored video-conferencing facilities for Guangzhou School for the Blind and monthly video-conferencing is now in operation. 
· British Council Australia has included a comprehensive section in their Notes for Short-term Visitors for disabled visitors, particularly about travel by public transport.

· British Council Jordan arranged a workshop for media contacts to address the way disabled people are portrayed through the media and to promote positive images.
What will it mean when we are getting it right?

· British Council staff are aware of the reality of day-to-day life for disabled people in their country, and action taken by the British Council is realistic and appropriate to the local setting.

· Local/National disability organisations are working as partners with the British Council.
· It is acknowledged that the way disability is understood, perceived and experienced differs greatly in different countries, and whilst the British Council as an organisation might be committed to the social model of disability, this may not be widely understood or accepted outside the organisation in some places.

7. Changing our own attitudes
It is widely accepted that attitudes can present as much of a barrier to disabled people as physical structures.  Changing attitudes on a personal level will contribute to changing the organisation’s culture and will ultimately facilitate the other areas discussed above (improving access, making communications more inclusive, diversifying stakeholders, etc).  It is helpful for each of us personally to reflect on our own attitudes to disability, and the following scenarios aim to support this reflection.  Consider the issues below and see how your responses compare with the guidance suggested overleaf.

Scenarios - How would you respond?

1. A trainer who is physically disabled is coming to run disability awareness training.  Do you tell the participants in advance that the trainer is disabled? What are the reasons for your answer? 
2. At a British Council event, there is a panel session with questions taken from the floor. One of the participants is asking a question. She has a speech impairment and is difficult to understand. You are chairing the session. What should you do?
3. Your office has been arranging work placements for people with learning difficulties as part of a diversity initiative. You have received complaints that one of the interns has been making sexually inappropriate remarks. How will you respond to the complainant and the intern?
4. You are responsible for putting forward international language assistants to local schools. You receive an application from someone who seems to be well qualified to work at one of the schools with young children. The applicant has a severe facial disfigurement. Will this affect your recommendation to the school? If they challenge your recommendation, how will you respond?
5. A colleague who uses a wheelchair complains to you that other colleagues are using the accessible toilet. Will you take any action, and if so, what will inform your decision?
6. You are organising the catering for a British Council event. You know that a number of the participants are disabled. What are some of the issues you need to consider to ensure everyone can participate?

Guidance for response to scenarios

1. We do not believe there is a need to tell participants and have not done so on many occasions. We believe, however, that if you can identify a need for them to know beforehand, you should do so. For example, the trainer may use a working dog. A number of people are allergic to dogs, and for cultural reasons, some people would find it difficult to be in the same room as one. In this instance, you may consider it important and necessary to give participants advance notice. In fact, we would suggest you do so, but in a manner that is appropriate and does not focus on their disability. Before you take this action, we suggest you check with the trainer that is okay to do so.
2. It is not unusual to have difficulty understanding what contributors 'from the floor' say when posing a question for a range of reasons. In this instance, it is important to ensure the respect you would normally demonstrate is maintained and that the usual courtesies are extended.

We believe that such circumstances can be assisted by careful listening, natural eye contact and an unhurried approach. Be attentive, encouraging and patient, but not patronising. Slowness or impaired speech does not reflect a person’s intelligence.

You may also use some paraphrasing to check understanding and supportive non-verbal communication. Definitely do not talk over the person or attempt to avoid taking any further contributions from them just because of their speech impairment. Refrain from correcting or speaking for the person. Wait quietly while the person speaks and resist the temptation to finish sentences for them. If you need more information, break down your questions to deal with individual points that require short answers. If you do not understand what someone has said, ask the individual.

3. These complaints would have to be dealt with sensitively by first establishing the facts, and details of the incidences should be recorded. The nature and reasons for the complaint would also have to be communicated to the intern in a way that would best assist their understanding. Do not use complex language. Also try and avoid being embarrassed or evading the issue. 

If behaviour or comments have been found to be inappropriate, the same procedures under your organisation’s sexual harassment policy would apply. However, you may need to amend the policy as a reasonable adjustment, for instance, if the individual genuinely is not aware of why the remarks are inappropriate. When addressing the issue with the intern, be clear and concise about why the remarks were unacceptable. Consider involving someone else who might help the intern understand. If the intern is receiving supported employment services, it may be helpful to seek further advice from them about the best approach to communicate the issue, or possibly to seek further advice from a specialist learning disability organisation, such as Mencap.
 

4. This should not affect the recommendation to the school, and any challenge should be responded to by contacting the school to discuss what their concerns are and what related action, if any, they expect. The school in question may benefit from disability training to help staff and students understand more about people with facial disfigurements. If the school is very negative, it may not be providing a very supportive environment for students, and therefore, you should consider not sending any language assistants there at all.

For this scenario, therefore, we suggest that you discuss the issue with the school not the applicant. The facial disfigurement of the applicant is totally irrelevant to their ability to do the course. A good approach would be to ask all applicants if they have any particular requirements/adjustments as part of the initial application process. This approach allows the applicant to decide if they want to discuss any concerns or not.

5. Yes, action should be taken. Communicate clearly to all staff that the toilet is designated for disabled people, highlighting the potential consequences of obstructing access to it. Also provide examples of the types of disabilities that will require workers to access to this facility. 

In your communication, avoid targeting individuals and bear in mind that the definition of disability is very broad.  Remember that, for example, wheelchair users represent a very small percentage of disabled people.  Many disabilities are not visible and many people choose not to disclose them. Also acknowledge the many non-disabled workers that may need to use this facility, such as pregnant mothers, and those with temporary impairments and illnesses, such as gastric flu.

6. Prior knowledge of the disabilities can help assist good planning. The best practice approach is to ask participants if they have any particular dietary/general requirements at the initial stage of your event planning.

General action can help too. For example, you can make drinking straws available to people that have difficulty drinking from cups or glasses, and offer food that does not need cutlery and is easy to 'manage', such as food that is soft rather than crumbly in texture. You can also provide an environment where it is not necessary to hold your plate and drink all the time. 

However, these examples will only help a small minority of disabled people, so make sure that such pre-empting of requirements complements rather than substitutes the approach of asking participants about their specific needs.
(With thanks to the Employers’ Forum on Disability for their contribution to these suggested responses)

We now turn to the final part of this guide, which discusses what promoting disability equality means for the British Council as an international cultural relations organisation. The pursuit of disability equality does not just benefit disabled people; it reflects our vision, values, purpose, and is in the interests of us all. This final part will also outline the initiatives and tools that we have developed to measure our effectiveness and in particular, our progress in promoting disability equality.
PART 3

Promoting disability equality – What does it mean for the British Council?

At the British Council, we work to bring people from different countries and cultures together to share experience and learn from each other. We promote the value of education and other skills as a means to participation in the knowledge economy. We also seek to address climate change, acknowledging that it is often the most vulnerable people in our societies that suffer its devastating effects. As we carry out this work, it is clear that there is enormous potential for promoting disability equality and seeking to ensure disability is mainstreamed throughout our programmes, services and our practices as an employer.

The promotion of disability equality is in line with our corporate values, which are integrity, mutuality, valuing individuals, creativity and professionalism. We cannot act in accordance with these values without respecting the rights of disabled people.
The British Council equality and diversity agenda

Disability is one of the seven strands of diversity that we specifically focus on. The others are age, ethnicity, gender, religion/belief, sexual orientation and work-life balance. The British Council values diversity and believes that managing it effectively can contribute to our success by making us an employer and a partner that people want to engage with. There are moral/ethical, legal and business dimensions to promoting diversity. These dimensions are represented by the three points of the triangle in the diagram below:

Business

The organisation’s case for investing resources in equality and diversity

[image: image2]
   Moral/Ethical                                    Legal

       The social justice reasons                    The statutory requirements/obligations
Moral/ethical reasons
As an organisation that values people, we believe it is right to strive to include people with disabilities in all we do, facilitating participation in our activities and services. By correlation, it is unethical and immoral to fail to effectively respond to disabled people’s exclusion. We are committed to enhanced human rights for all people, and so we respect the rights of disabled people and strive to uphold and increase these human rights by raising awareness and sharing experiences from other countries. As a large international cultural relations organisation, we have the responsibility and capability to actively promote the rights of disabled people and to promote disability equality worldwide. We believe our work in this area can make a difference and contribute to positive social change.

Legal reasons

Promoting disability equality also helps us to meet our legal obligations and supports us to minimise risk to the organisation.  As a public body, we are named in various pieces of UK equality legislation, including the Northern Ireland Act (1998), the Disability Discrimination Act (1995) and the Disability Equality Duty (2006). In line with this legislation, we are legally obliged to demonstrate the efforts we are making to eliminate unjustified discrimination, including the harassment and victimisation of disabled people, and to promote equality and the inclusion of disabled people in our workplace, programmes and services, and in public life.  

In many countries in which we operate there is legislation protecting the rights of disabled people, such as in South Africa and Brazil, for example, and so promoting disability equality helps ensure we are meeting our legal obligations, avoiding costly lawsuits, and the accompanying bad publicity that follows when well-known organisations are found to have contravened laws in this area. This is a particular concern for organisations, such as the British Council, which are publicly funded and are advocating the moral and ethics described above.
Business reasons

We believe this dimension is crucial and it is supported and strengthened by both the moral and the legal dimensions.  Promoting disability equality makes excellent business sense.  Most people either have a disability themselves or know someone who has a disability, and in societies where life expectancy is increasing and people work to an older age, people are more likely to acquire a disability over the course of their working lives.  Thinking about disability at work helps us to

· Be relevant to a larger pool of customers and clients.

· Learn from the experiences and expertise of others.

· Ensure that individuals have a positive experience of our services.

· Ensure that our programmes and services are enriched by the involvement of many more people.

· Enhance our reputation as a good partner.

· Enhance our reputation as a good employer.

· Ensure our staff feel supported and motivated to perform to the best of their ability.

· Enable staff to feel comfortable to express their creativity, or take risks that lead to better ways of working.

· Ensure we are attracting the widest possible pool when we are recruiting, so we are able to select from the best.


This is an indicative, rather than an exhaustive list, but it demonstrates the business benefits of promoting disability equality.

Measuring our efficiency and progress

There are a number of tools that we use to measure our efficiency and progress, including:

· The UK Disability Symbol
· A Disability Advisory Panel

· A Disability Working Group

· The Diversity Assessment Framework (DAF)

· The Integrated Equality Scheme (IES)

· Equality Screening and Impact Assessment (ESIA)
· Equality monitoring

· Diversity web and intranet sites
We will now examine these tools in turn.

1. Disability Symbol – double tick

The UK Disability Symbol is a recognition given by Jobcentre Plus to employers that agree to meet five commitments for the recruitment, employment, retention and career development of disabled people.
 It is monitored by disabled people, who will expect to see the Disability Symbol commitments implemented. Jobcentre Plus provides help and advice to people on jobs and training. It is part of the UK Government’s Department of Work and Pensions.


Pictured right - the UK Disability Symbol with its double tick

The Disability Symbol should be displayed on all British Council UK job advertisements (internal and external), application forms, recruitment literature and personnel communications. The symbol will not necessarily be recognised outside the UK, but some British Council offices have decided to use it to show they adhere to the five commitments and to show they are positive about supporting the employment and retention of disabled people. 

The five commitments are as follows:
· Commitment 1 • Recruitment – interviewing all disabled applicants who meet the minimum conditions for a job vacancy and considering them based on their abilities. 
· Commitment 2 • Consulting disabled employees – making sure there is a system in place to discuss at any time (but at least once a year) how to ensure disabled people can develop and use their abilities. 
· Commitment 3 • Keeping people who become disabled – making every effort, when employees become disabled, to make sure they stay in employment. 
· Commitment 4 • Developing awareness – taking action to make sure that all employees develop the appropriate level of understanding about the effects of being disabled needed to make these commitments work. 
· Commitment 5 • Reviewing progress and keeping people informed – each year, reviewing the 5 commitments and what has been achieved, and planning ways to improve on them and communicating progress and future plans. 
The British Council has also developed a number of tools that we use to check our progress in promoting disability equality. Some of them are general tools that measure our progress in mainstreaming diversity, and others specifically include ways to measure our progress in the area of disability. 

2. Disability Advisory Panel 
The Disability Advisory Panel are an external group of people with significant personal and/or professional experience in the area of disability, who have agreed to help us mainstream disability and promote disability equality across all aspects of our work. 
In the UK, the Panel includes British Council programme representatives, Chevening scholars, disability consultants, members of disabled people’s organisations and people with responsibility for the area of disability within their organisation. It also represents a wide age range, different regions of the UK, and offers a broad spectrum of experience of disability, including physical, sensory, learning and mental health.  
Other countries are in the process of establishing similar panels or have already developed them. Egypt, for example, has a Disability Advisory Panel, and the photo below is of a video-conference held in October 2008 between the UK and Egypt panels.


3. Disability Working Group  
The Disability Working Group is made up of a number of UK staff, drawn from different departments, who take responsibility for addressing and reviewing disability-related issues. The group works to ensure disability equality is promoted and it was instrumental in the British Council obtaining the Disability Symbol in the UK.
4. Diversity Assessment Framework (DAF)

This is our overarching diversity measurement tool and is used to assess progress organisation-wide with mainstreaming diversity.
 

Each country assesses evidence against the different indicators and is awarded a Diversity Assessment Framework level from 1 to 5:

Level 1: Embarking - basic evidence of EO&D performance

Level 2: Progressing - adequate evidence of EO&D performance

Level 3: Performing - strong evidence of EO&D performance

Level 4: Mainstreaming - substantial evidence of EO&D performance

Level 5: Leading - comprehensive evidence of EO&D performance that is seen        internally and externally as exemplary

This score forms part of the country’s overall performance evaluation in the organisation’s performance scorecard. The organisation reached level 2 in 2008/09 and the attainment target for 2011 is level 4, ‘Mainstreaming’.

5. Integrated Equality Scheme (IES)
As part of our obligations under various pieces of UK equality legislation, the British Council is required to produce a Scheme outlining how we will eliminate unjustified discrimination and promote equality and inclusion.  We have produced an Integrated Equality Scheme that addresses the areas of disability, gender and race.  We are required to produce and publish reports annually that comment on our progress against the Scheme.  The Scheme is set out in seven sections covering:

· Involvement in the development of the IES.
· Plans for publishing the IES.
· Accessibility and communications.
· Policies and functions.
· Staff responsibilities and training.
· Employment duties.
· Monitoring and review of IES.
There is also a specific action plan for each area, and the Disability Action Plan outlines what we feel we need to do to effectively eliminate unjustified discrimination and promote equality and inclusion of disability.

Our latest report as well as full details about the Integrated Equality Scheme and its accompanying action plans can be downloaded from our website.
 

6. Equality Screening and Impact Assessment
Equality Screening and Impact Assessment
 refers to a formal process we undertake to review the impact of all proposed policies, functions or practices on different groups of people.  Basically, any formal way of working that outlines how we do things needs to go through Equality Screening and Impact Assessment.  

This process helps us to think about the impact of our suggested way of working on different groups and consider if there is any potential for adverse impact that we could change, or any opportunity to promote equality that we could introduce.

As part of this process, we consider the impact on disabled people of the proposed way of working and assess whether changes to the proposal are needed. We also review if and how disabled people have been included in the development of the proposed way of working.
We believe this process supports us to develop policies, functions and practices that are inclusive.

7. Equality monitoring
We have analysed the equality monitoring data that is collected through PIMMS (the Personnel Information Management System) for UK-appointed staff since 2001.  As part of this, we collect information about the disability status of our staff.  This data is analysed for all stages of the recruitment process (application, shortlisting, selection), performance evaluation, the award of bonuses, training and development opportunities, grievances and disciplinaries, and termination of employment.  
Recommendations are made each year in response to this data.  For example, the equality monitoring report showed that large numbers of staff had not disclosed their disability status to the organisation. Communications were then sent out explaining the importance of this information for establishing whether responsibilities to support disabled staff were being fulfilled. The following year the equality monitoring report found that all members of staff had now disclosed their disability status.  Our equality monitoring data confirms that the number of disabled people working at the British Council is still very low, so we are seeking to address this with the support of our Disability Advisory Panel and Disability Working Group.

8. Diversity web and intranet sites
Our diversity website
 contains information about our general approach to equality and diversity as well as additional information about how equality and diversity are built into our programmes and projects.
Our diversity intranet site
 for British Council staff also contains useful information about disability, including definitions, how to source alternative formats for documents, how to plan an event that is accessible and details about our Disability Advisory Panel and Disability Working Group.

By reviewing the numbers of visitors to our web and intranet sites, we can assess whether the information we are providing about disability appears to be helping our efforts to promote disability equality.

We believe that using the tools outlined above can help us mainstream disability equality and measure our progress in doing so.  We also believe that these commitments are aligned to the vision, purpose and the values of the British Council. If we want to achieve disability equality, it is the responsibility of us all, individually and collectively, to commit to them.

Conclusion
This guide has been developed to encourage British Council colleagues worldwide to strive to promote disability equality.  For an international cultural relations organisation there are clear reasons, moral, legal and business-related, to do so.  Addressing disability is a human rights issue.  We acknowledge the exclusion experienced by disabled people worldwide and want to do all that we reasonably can to address this.  This requires changes – to our own attitudes, to the way we do things and to the people that we work with.  Many of the changes in attitude and behaviour required to address disability inequality will not happen overnight and will require determination and persistence. There are also more structural changes required - to the way we resource our work and to the places we choose to conduct our work.  This dimension is often the one that receives the most attention, and action is stopped or put on hold due to fears about the costs involved.  It should be emphasised that the costs to our organisation and broader communities are far greater if we continue to exclude the participation and contribution of disabled people, and that although there are costs involved in making structural changes, there are many attitudinal and behavioural changes that can be made at no financial cost, and often their impact will be equally powerful. 
As this guide has emphasised, it is important that we do not only think to include disabled people when our activities have disability as their focus.  Disabled people do not just specialise in disability. Mainstreaming disability therefore means including disabled people in all our activities as well as considering disability in all aspects of our work. 

This guide is one of a series produced by the Diversity Unit to explore the promotion of various aspects of equality.  By explaining what disability equality means, and by looking at what we as individuals can do to work towards it, it is hoped that the British Council will be recognised as an organisation that is keen to promote and support the rights of disabled people worldwide, both as an employer of people and as a provider of programmes and services.  

The British Council’s purpose is to build relationships between people to strengthen cultural relations and to contribute to fostering positive social change.  By taking the steps outlined in this guide, by including and involving more disabled people in our work as colleagues, customers and partners, we hope to achieve our aims.
A final word from the UK Disability Working Group (DWG)

Since the Disability Discrimination Act came into being, disabled people's rights at work in the UK are much better protected than ever before.  Employers now have an obligation to make reasonable adjustments to enable disabled people to remain in active employment. This is a significant change. The Disability Working Group (DWG) would urge anyone who has a disability to include this on their personnel records and to notify their line manager of their needs and requirements. This will help the British Council to accommodate and anticipate individual requirements more effectively and make the British Council a better place to work for everyone, not just disabled people.  
The Disability Working Group has been able to obtain better workstation adjustments for disabled colleagues. The Group has also helped secure Double-tick status for the British Council, a symbol recognised by disabled people across the UK, which demonstrates the organisation is positive about the employment and development of disabled people. There is always more to be done, but the group recommends the British Council as a good place for people with disabilities to work. The British Council's flexible working arrangements are an example of where the organisation's standards and practices benefit disabled people. The Disability Working Group is currently working with Human Resources on strategies to encourage more disabled people to apply for jobs at the British Council and is working with the Equal Opportunity and Diversity Unit, Disability Advisory Panel and colleagues in the Global Diversity Network to promote disability equality in the workplace and in our services, and we would encourage anyone interested in our work to contact us.

ANNEX - Useful websites and resources on disability
Action on Disability and Development 

http://www.add.org.uk/ 

Adept-UK 

http://www.adept-uk.org  

British Council

http://www.britishcouncil.org/home-diversity-areas-of-activity-disability.htm
Browsealoud

http://www.browsealoud.com
Centre for Accessible Environments 

http://www.cae.org.uk
Disabled People’s International

http://www.dpi.org 

Employers’ Forum on Disability 

http://www.employers-forum.co.uk  

Equal Opportunity and Diversity Unit, British Council

http://www.britishcouncil.org/home-diversity.htm
(intranet) http://bcnet.britishcouncil.org:8000/diversity/index.htm
Equality and Human Rights Commission http://www.equalityhumanrights.com/en/Pages/default.aspx 

Global Gateway Inclusive Projects

http://www.globalgateway.org.uk/inclusiveprojects
International Disability Alliance 

http://www.internationaldisabilityalliance.org/ 

Jobcentre Plus, Disability Symbol http://www.jobcentreplus.gov.uk/JCP/Employers/advisoryservices/diversity/Dev_015793.xml.html 

Mencap

http://www.mencap.org.uk
MIND – a mental health charity

http://www.mind.org.uk/ 

Office for Disability

http://www.officefordisability.gov.uk
RADAR – the UK disability network
http://www.radar.org.uk 

SKILL – the UK’s National Bureau for Students with Disabilities
http://www.skill.org.uk 

UK Government disability site (Directgov)

http://www.direct.gov.uk/en/DisabledPeople/index.htm 

United Nations Enable
http://www.un.org/disabilities
World Health Organisation 

http://www.who.int/nmh/a5817/en/ 

Additional resources and publications on can be found on the disability page of the British Council’s Equal Opportunity and Diversity intranet site at: 

http://bcnet.britishcouncil.org:8000/diversity/Disability.htm


















Pictured right - sharing experiences: the UK and Egypt Disability Advisory Panels in video conference in October 2008








Pictured right - images from BC South Africa’s 'Look at Me' exhibition 
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Pictured on the right - colleagues in BC Hong Kong taking part in the access audit with members of Rehabilitation Power
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� UN Nations Convention on Rights of Persons with Disabilities, 2007


� UK Government, Department of Work and Pensions, 9 February 2006: � HYPERLINK "http://www.dwp.gov.uk/mediacentre/pressreleases/2006/feb/drc-015-090206.asp" ��http://www.dwp.gov.uk/mediacentre/pressreleases/2006/feb/drc-015-090206.asp�


� This convention was opened for signature on 30th March 2007


� See: � HYPERLINK "http://www.ncil.org.uk/ulo-models.asp" ��http://www.ncil.org.uk/ulo-models.asp�


� Whenever we introduce new policies or revise existing ones, or when we introduce new ways of working or deliver activities in a different way, we need to consider these changes from different perspectives, to ensure we have considered the needs of diverse groups of staff and customers. Equality Screening and Impact Assessment is the formal name given to this process of consideration, as we are assessing the impact of the change on people from different groups and trying to ensure equality.


� The � HYPERLINK "http://www.plainenglish.co.uk/index.htm" \t "_blank" �Plain English Campaign� started in 1979 and promotes clarity in language and campaigns against jargon and misleading public information. The Campaign has helped many organisations and government departments with their documents, reports and publications. The British Council supports the aims of the Plain English Campaign and is a corporate member. 


� The RNIB have developed clear print guidelines which focus on basic design elements (font, type size, contrast, etc).  They are intended to ensure documents reach a wider audience as the design approach considers the needs of people with sight problems. � HYPERLINK "http://www.rnib.org.uk/xpedio/groups/public/documents/publicwebsite/public_printdesign.hcsp" ��http://www.rnib.org.uk/xpedio/groups/public/documents/publicwebsite/public_printdesign.hcsp� 


� See, for example, the services provided by Adept-UK at: � HYPERLINK "http://www.adept-uk.org" ��www.adept-uk.org�


� A link to download Browsealoud can be found on the bottom right hand corner of the British Council website and additional guidance is available on the Equal Opportunity and Diversity intranet site. 








� The Asset bank will eventually replace the older Snapshots image bank when all images have been migrated. See: � HYPERLINK "http://www.snapshots-britishcouncil.org.uk/LmPhotoLib/index.asp?b=4" ��http://www.snapshots-britishcouncil.org.uk/LmPhotoLib/index.asp?b=4�


� See: � HYPERLINK "http://www.efd.org.uk/publications/disability-communication-guide" ��http://www.efd.org.uk/publications/disability-communication-guide�


� See: � HYPERLINK "http://www.britishcouncil.org/learnenglish-central-magazine-disability.htm" ��http://www.britishcouncil.org/learnenglish-central-magazine-disability.htm�


� Find out more online at � HYPERLINK "http://www.yaponline.org" ��http://www.yaponline.org�


� See: � HYPERLINK "http://www.globalgateway.org.uk/inclusiveprojects" ��http://www.globalgateway.org.uk/inclusiveprojects�


� See the Disability Communication Guide developed by the Employers' Forum on Disability: � HYPERLINK "http://www.efd.org.uk/publications/disability-communication-guide" ��http://www.efd.org.uk/publications/disability-communication-guide�


� See: � HYPERLINK "http://www.mencap.org.uk" ��http://www.mencap.org.uk�


� See: � HYPERLINK "http://www.jobcentreplus.gov.uk/JCP/Employers/advisoryservices/diversity/Dev_015793.xml.html" ��http://www.jobcentreplus.gov.uk/JCP/Employers/advisoryservices/diversity/Dev_015793.xml.html�


� For more information on the Diversity Assessment Framework, see: � HYPERLINK "http://bcnet.britishcouncil.org:8000/diversity/DAF.htm" ��http://bcnet.britishcouncil.org:8000/diversity/DAF.htm�


� See: � HYPERLINK "http://www.britishcouncil.org/home-diversity-what-we-do.htm" ��http://www.britishcouncil.org/home-diversity-what-we-do.htm�


� See: � HYPERLINK "http://bcnet.britishcouncil.org:8000/diversity/eia.htm" ��http://bcnet.britishcouncil.org:8000/diversity/eia.htm�


� See: � HYPERLINK "http://www.britishcouncil.org/home-diversity" ��http://www.britishcouncil.org/home-diversity� 


� See: � HYPERLINK "http://bcnet.britishcouncil.org:8000/diversity/" ��http://bcnet.britishcouncil.org:8000/diversity/�


� Find out more about the UK Disability Working Group from the intranet: � HYPERLINK "http://bcnet.britishcouncil.org:8000/diversity/WorkingGroupsdetails.htm" ��http://bcnet.britishcouncil.org:8000/diversity/ �
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