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Principles of the Specific Disability Equality Duty
- Disability Equality Schemes (DES)

1. Involvement
2. Evidence Gathering
3. Impact Assessment

These three aspects of the Specific Duty are al inter-related as they each impact on
the others. The usual progression is to tackle them in the numerical order shown:

Key to all aspects of changing the culture to one that removes barriers to inclusion of
people with disabilities — is inviting people with this specialist knowledge (ie disabled
people themselves) to participate in the forming and devel oping of the DES.

To ensure we know what we need to achieve, and how well we are doing to deliver on
our objectives, we need to gather evidence of what barriers exist. Again, involvement
with disabled peopleis coreto this.

Armed with some facts/statistics/anecdotal evidence etc, we can scrutinise policies to
see where they are causing disabled people to suffer from a second rate experience.

It is not expected that anyone will get their DES right first time- the whole point is
that it isawork in progress which will develop and change over time, using learning
from reviews to inform that change so that the end result isareal change for the better
for disabled people in our communities.

Doing the Disability Equality Duty Better in the Highlands & Idands
Workshop 2 Heather Fisken, DRC & Rosemary Mackinnon, HC
The Specific Duty, Flipchart Notes

The Specific Duties —we need to focus on
1. What has aready been done?
2. What needs to be done?
3. Solutions—how to make it happen?
4. What will the outcome for disabled people be?

1. Involvement of disabled peoplein DES
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CHALLENGES

SOLUTIONS

Employment: Not everyone wants
to say they are disabled. People
need confidence and trust.
Sometimes people are tired of
being the ones to cone forward
Recruitment and selection process
with disabled applicants and
employees who become disabled
Some voluntary groups have very
limited resources to get involved
Some vol.orgs being approached
by multiple public bodies
Tenants group — difficult to get
peopleinvolved. Level of
understanding of what is
‘disabled’ iethink it is about
peoplein wheelchairs.

Time consuming and tiring —
additional travel commitment in
Highland — long distances to
travel

Capability Scotland has been
approached by some authorities
for comments on their DES
Measurable target could be to
increase involvement and
demonstrate the impact that it
would have for people with
disabilities

2.

Impact Assessment

CHALLENGES

SOLUTIONS

Very resource-intensive.
Hundreds of policies,
guidance and standards.
Already needing
benchmarking against racial
equality etc. Resources are
very tight.

Also big issue for NHS.
Patient/client perspective —
people not empowered to
complain/ask questions
Everything is process driven
It isachalengeto public
bodies to spread
understanding throughout the
organisation

Tends to be a paper exercise
and not really
communicated/changed
culturally throughout the
organisation

It isacase of prioritising —
what do we stop doing to free
up time/resources to cover
essentials?

Frontline people (staff) will
make difference to service.
Needs trust and confidence in
reporting

Think laterally

Impact assessment is also
about looking for
opportunities

About empowerment and
capacity in organisation

Does not have to be atool kit;
about prioritising rather than
process
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When something straddles two areas or two public bodies, where do you

get help?

Peopl e suffer from isolation. Same problem for people with learning
disabilities — often have to move out of an area to access services

Doing the Disability Equality Duty Better in the Highlands & 1dands
Workshop 3 (pm) Lyndsay Ferries, NC & Morag Redwood, HIEF
The Specific Duty, Flipchart Notes

1. Involvement

CHALLENGES

SOLUTIONS

Opportunities for involvement — difficult
to identify who to contact/who to involve.

HIEF, HC, Local Access Panels can help
Local authorities to share information on
effective networks and work together
where possible to minimise burden on
small groups and individuals

We need to engage with people who span
adiversity of disabilities

Make use of local pressto advertise —
include publications that are used by
disabled people. Make high impact
adverts which are inviting, exciting and
eye-catching to attract those who have
trouble with the written word

How do we build the capacity of disabled
people so that they can become * critical
friends of public authorities?

Active listening

Rewards — some financial, somein-kind
payments for their inputs. Help with
travel expenses

Communication —many struggle with
jargon and ‘alien culture’ of public
authority processes etc

Plain English. Jargon busting
Training staff

Lack of interest from those contacted (eg
students) — some disabled people
‘switched off’ from dialogue — sometimes
due to previous bad experience of not
being taken serioudly, nothing changing
for the better, stigmatisation from having
disclosed adisability

Make it more inviting: Emphasise the
benefits of the Act and how we all have a
part to play —the local authorities have
been charged with the duty, but they
cannot deliver a culture change without
the involvement of people from different
disabilities.

Create an atmosphere of trust.

Ensure we get things right first time

2. Evidence Gathering

CHALLENGES

SOLUTIONS

We don't ask the right questions of the
right people

Representation — how do we achieve this?

Education — reinforce involvement

Outcomes/feedback apathy




DRC/HIEF

APPENDIX 10

Doing the Disability Equality Duty Better in the Highlands & Islands

3. Impact Assessment

CHALLENGES

SOLUTIONS

Range of disabilities—* person specific’

Need to consider specific barriersto
individuals, recognising that the removal
of one may cause anew barrier to
someone else (eg removal of handrails on
bus doorways to allow wheelchair access
makes it difficult for those who depend
on the handrail)

How do we avoid making assumptions
about what the needs/barriers are?

Education as to what  disability’ is—
often hidden/not obvious

Involvement of disabled people from
diverse backgrounds/impairments —
seeking out different specialist
information for different specific policies.
It is not acase of giving a disabled person
a permanent place on the committee as
the ‘token’ voice of the disabled.

Action plans aren’t aways enforced

Thereisaneed to involve senior staff in
adding their weight to this.

Link DES to business/corporate plans so
that actions are part of the business
objectives (organisational mainstreaming)

Taking things forward:

Build knowledge of, and engage with local organisations

More local publicity over the outcomes of action plans — ie advertise what we

have achieved/changed for the better
Walk the talk
Reassurance in the workplace that it

is‘safe’ to disclose disability, asonly by

identifying needs can things be made better
Society to be involved/open about disability
Training for all staff (not just key people)

Everyone in the organisation must be actively involved with the DES action

plan

Empower frontline staff to be able to take action that will make a difference.
They need to know that they will be supported by senior staff.

Take action where harassment evident

Recruiters think carefully about working of job ads

More informal events
Sharing of contact networks



