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POLICY ON THE EMPLOYMENT OF PEOPLE WITH DISABILITIESPEOPLE WITH DISABILITIES
1.
INTRODUCTION


The Disability Discrimination Act 1995 provides a right to people with disabilities not to be discriminated against in employment, a central component of this right being the duty on employers to make "reasonable adjustments" to overcome the practical effects of a disability.


Carlisle City Council accepts that it has a social and moral obligation in addition to the legal requirement to play a significant role in providing for the employment of people with disabilities.


Carlisle City Council is committed to employing people with disabilities, and:

· Guarantees an interview to people with disabilities who meet the minimum criteria for a job vacancy.

· Consults employees with disabilities about how they can develop and use their abilities at work.

· Makes every effort when employees become disabled to keep them in employment.

· Each year reviews achievements in meeting these. 
This policy and associated procedures is designed to promote equal opportunities for employees and potential employees with disabilities, and applies to all employees, and applicants. 

2.
POLICY STATEMENT

Carlisle City Council is wholeheartedly in favour of all measures taken to prevent discrimination against people with disabilities and to support their full integration into the workplace.


Carlisle City Council therefore welcomes the Disability Discrimination Act as a legal framework for introducing rights for people with disabilities in employment.  It recognises, however, that the Act is only the beginning and acknowledges its responsibility as an employer for ensuring that the letter and spirit of the Act is successfully implemented.


All its Members and employees are made aware of their responsibilities and have designed appropriate policies and procedures to meet them.


The key to the successful employment of people with disabilities lies in the matching of jobs to people.  This involves making an assessment both of the types and degree of disability and of the jobs individuals can consequently do.  To assist the matching process job content can sometimes be modified and equipment redesigned, and people with disabilities can be encouraged to adapt to jobs through the assistance of training and specialist medical advice.


The Council believes that there are positive advantages to be gained from the employment of people with disabilities in jobs that suit their particular capabilities.  People with a disability are likely to display conscientiousness and loyalty in their efforts to lead a normal working life and to rehabilitate themselves into a working environment, which enables them to be independent.  This attitude can, moreover, mean that such people are likely to remain in their jobs and have a lower turnover and absence rate than those who are not disabled.  There is the additional point that people who overcome serious disabilities are often an inspiration to their able bodied colleagues.


Managers and other staff involved in recruitment, and all employees must adhere to the Council's policy towards the employment and redeployment of those with disabilities and make themselves aware of the measures, which the Council is prepared to take to accommodate them.


The Council, through its Personnel Section, liase with the Disablement Employment Adviser within the Employment Service and with the representatives of other relevant bodies.


Carlisle City Council acknowledges its responsibilities under the Code of Practice issued by the Secretary of State for Education and Employment under Section 53(1)(a) of the Disability Discrimination Act 1995, which came into effect on 2 December 1996 and any subsequent legislation.

3.
DEFINITIONS
3.1
In the context of this policy, ‘discrimination’ means to treat a person with a disability less favourably than others for reasons relating to that disability or to fail to make reasonable adjustments.

3.2
Employees have a duty to make adjustments to the job, equipment, place of work, etc to enable the person with the disability to be able to carry out the job.

3.3
‘Reasonableness’ depends on a number of factors including cost/benefit analysis, resources available, practicability and whether or not the adjustment would achieve the required effect. 

4.
KEY PRACTICES TO PROMOTE EQUALITY

4.1
Advertisements


Advertisements are monitored centrally to ensure that they do not, directly or indirectly, suggest that applicants with disabilities will not be considered or that able bodied applicants may be preferred.


The use of the "Positive about Disabled People" symbol is used on application forms.  As a symbol user, the Council guarantees to interview applicants with disabilities who meet the essential job criteria.

4.2
Applications


The Council's job application form has been the subject of consultation with the Carlisle Access Group and their comments have been taken into account.


The Equal Opportunities monitoring form carries a description of the ‘criteria for classification as disabled’ and a question ‘Do you consider yourself to have a disability?’


The Personnel Section will bring to the attention of those drawing up the shortlist, applicants with disabilities who must be given an interview if they meet the essential criteria.  Any rejection on the grounds of not meeting the essential criteria is monitored by the Head of Personnel and Development Services.


Applicants with hearing difficulties have the facility to request an application form and any other employment information, via the "type talk" system.


Application forms and other details are available by e-mail and on the web site and can be completed  electronically and returned by email if preferred.

4.3
Job Description/Person Specifications


Managers will ensure that all task and skill requirements can be justified and that they are described as accurately as possible.


Everyone involved in selection will consider reasonable adjustments - for example:

· Could the hours be altered?

· Can the premises be more accessible?

· Can work equipment be replaced or modified?

4.4
Interviews

All candidates are asked whether they require any special arrangements to facilitate the interview.


At the interview, questions will only be concerned with the job, and the candidate's relevant skills and abilities.  The question of disability will only be raised in a positive context.


Questions will not be asked based on assumptions about the negative affects of an individual's disability.


Where appropriate, the question of "reasonable adjustment" will be explored in a positive manner.


Assessment of any candidate with a disability will be of their probable performance in a job once a reasonable adjustment has been undertaken.


Selection decisions will be made on merit.
4.5
Induction


Arrangements will be made (including seeking assistance from external agencies as appropriate) to ensure that a new employee receives appropriate support in adjusting to various aspects of the new job.  All managers and employees will be given appropriate information and assistance to encourage integration of the new team member (eg provision of relevant information/guidance in consultation with the employee with the disability).

4.6
Training


Reasonable adjustments will be made to ensure that  employees with disabilities have equal access to training opportunities.


Employees with disabilities will be encouraged to undertake training which will assist them in gaining promotion.  


Joining instructions for in-house training courses invite employees to state any special considerations required.


Disability Awareness training is provided regularly.


All Officers and Members who might reasonably be expected to participate in an interview panel must have attended a half day seminar on Equal Opportunities.

4.7
Promotion and Transfer

Employees with disabilities will be considered for promotion on their abilities.


No assumptions will be made about any person with a disability on their ability to move to an alternative location.


Reasonable adjustments may be required to facilitate the promotion/transfer of a  person with a disability.

4.8
Retention of  employees with disabilities

Employees who become disabled or those who already have a disability and whose condition changes will not be treated less favourably than able bodied employees, and every effort will be made to retain them in employment.


Disability will not be used as criteria for selection for redundancy.


Disability will not be used as grounds for compulsory early retirement on the grounds of permanent ill health without exploring all reasonable adjustments which could be made.

4.9
Flexible Working


Various systems of flexible working operate within the Council.  Such systems allow employees to better balance work and home responsibilities while providing management with additional flexibility combined with increased loyalty and motivation.


Flexible working is one kind of adjustment, which may accommodate an employee with a disability.  This includes:

· flexible working hours

· voluntary reduced hours

· job share

5.
Monitoring


The number of applicants with disabilities, those appointed and employees undergoing training are collected and reported.  Figures are based on self classification.

6.
Responsibilities


Under the DDA employers are responsible for the actions of their employees in the course of their employment.  As with other forms of  discrimination, the only defence an employer can have is to show that all reasonable steps have been taken to prevent employees acting in an unlawful manner.  


It is the responsibility of everyone involved with any aspect of employment issues to adhere to this policy and supporting practices.  Failure to do so will be regarded as a disciplinary offence.


Individuals must make themselves aware of this policy and how it impacts on their work.

7.
Budgets and Costs


The Department of Employment's Access to Work Scheme may be expected to cover some of the additional cost associated with employing a person with a disability at present.  However, it is likely that there will be costs associated with disability issues not covered by Access to Work, but this is not, in itself, an acceptable reason for not making necessary reasonable adjustments.

8.
Grievances and Victimisation

8.1
Any complaints of discrimination against employees will be pursued through the Dignity & Respect Policy.

8.2
Directors, Service Heads and other managers will be directly responsible for compliance with much of the Act.  They are involved in recruitment, performance, discipline and welfare.

8.3
Managers are also responsible for ensuring that their staff are fully informed on this policy and its impact on their work.

9.
Links with other Policies


The Council's policy on "Equal Opportunities in Recruitment, Employment and Training covering Gender, Marital Status, Race, Ethnic Origin, Nationality, Religion and Belief operates in tandem with this policy.


10.
Further Advice


This is available from the Personnel Section.
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