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Newsletter Number 32                                                  
Michelle Valentine, Disability Forward’s (DF’s) Director, welcomes you to our monthly newsletter. In this issue: 
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1. DF provides training to Reading University staff on fire evacuation issues

This month DF’s Director and our specialist emergency planning and business continuity consultant David McQuirk delivered a one day training session to staff at Reading University. The day involved looking at what the new British Standard (BS9999) says about the subject, and then each group was asked to review the standard evacuation provision in a particular building, and to then consider how inclusive this was without making any special provision for disabled people. They were then asked to look at what specialist provision is made and how this works. The second half of the day focussed on Personal Emergency Evacuation Plans and gave the group a chance to practice meeting a disabled person to discuss their PEEP. The issues that came out of the day were: 
a) Easy identification of fire marshals/wardens

b) Training for fire marshals on disability awareness and giving them a simple card to enable them to communicate quickly with a person if they seem not to understand the need to evacuate and where to go (e.g. because they are Deaf, have a learning disability or because their first language is not English). 
c) Contacting security for Deaf people can they use text messaging to contact security and what training do Security staff get so that they know what to say to a disabled person that uses the communication points in refuges, 

d) Refuges policy change needed. DF recommended a policy change which says that the University will assume that all disabled people will evacuate with everyone else (making it clear you count wheelchair users in that group) and that where they are unable to do so they will have a PEEP which sets out how they will get out of the building to a place of ultimate safety. 

e) Responsibility – lecturers, meeting organisers, external session leaders  need to know as a minimum what the fire evacuation routes are, and how to advise disabled people who may need assistance, even if it’s just to reassure them and ensure they are made known to fire marshals, buddies etc 

f) Information – signs, fire signs, information for staff and students, is it inclusive of issues for disabled people and is it accessible?

5 people rated the day as ‘excellent’ and the rest rated it ‘very good’.10 of 13 indicated that it was ‘thought provoking’, ‘interesting’ and ‘I will use what I have learnt’. If you would like similar training for your organisation, then please contact us. 
2. The future of supported employment
This month DF provided expert input to this event which was organised by RADAR. On the previous day, Guardian Society had reported that ‘many of those who lost their jobs when the government agency REMPLOY shut 29 factories in 2008 have not worked again’ (to read the full article click here). 
The purpose of the event was so that RADAR could launch its report entitled ‘Supporting Sustainable Careers: What Disabled People Need to Succeed in Employment’ (see attachment). The document contains 10 propositions to underpin future policy and practice on supported employment - and gives disabled people a voice about the action that needs to be taken in order for them to get into and stay in the world of work. The event was a mixture of expert speakers and debate. Some key points from the event were: 
· Supported Employment Providers).or SEPs need to make more of the business case for taking up their services, they should calculate the income tax that disabled people are paying as a result of them finding a job, performance should not just be a headcount even if that’s all the contract asks for. This calculation however crude shows how the service adds value to the economy. It may also incentivise SEPs to look beyond ‘just getting a job’ but to look at the career potential of jobs and to seek higher paid jobs for clients. 

· SEPs need to be mindful of the issue of isolation for disabled people in open employment. If you are the only person with your impairment working in a particular place, you can feel isolated and lacking in support, so to make transition succeed more needs to be done to support disabled people to link with others in the organisation, or to create networks, e.g. staff support groups, links through trade unions etc. 

· SEPs need to think about how they approach the issue of ‘exposing’ disabled people to workplace realities, e.g. that things will change, that the social side of being employed can be complicated for a disabled person. 
· SEPSs should look at how they link with ‘standard’ employment opportunity providers, in other words private sector employment agencies. They have jobs to fill, disabled people could fill them. 
To read RADAR’s report click here. 
3. EHRC launches guide for disabled people on human rights
As a member of the EHRC’s Disability Committee, DF’s Director is pleased to be able to promote this guide recently launched by the EHRC. The guide sets out what the UN Convention on the Rights of Persons with Disabilities (UNCRPD) means in practice for disabled people, what the Convention says and how it can be used to bring about change.

The publication of the guide is being marketed directly to disabled people, organisations of and for disabled people, public sector bodies and human rights organisations. There are a set of web pages devoted to the convention, to read them click here. Copies of the guide are being sent to 600 organisations with a cover note from Mike Smith, in his role as chair of the Disability Committee. It will also be available on request via the EHRC’s helpline (phone and textphone) in different formats.

4. Pre-employment health questionnaires
Readers of past editions of this newsletter may be aware that the Equality Act includes a provision which restricts the use of pre-employment health questionnaires. The Codes of Practice that will outline how this should work in practice have not been completed yet, but a recent survey highlights the issues. The survey by Manchester law firm Pannone revealed 65% of employers ask candidates pre-employment health questions as a matter of course. The survey of more than 100 HR directors and senior managers also found that 48% of employers request candidates to fill in health questionnaires before a formal job offer is made. In addition, 18% said they only asked questions that were specific to the particular role, while 82% asked generic questions. In recent years many employers, particularly in the public sector, have introduced pre-employment health questionnaires, often as part of the application process. Jim Lister, Head of Employment Law at Pannone, says it is likely that questions around a candidate’s sickness record such as ‘how many days have you had off sick this month?’ may also fall foul of the law. Jim says: 
“The penalties for employers include investigation by the Equality and Human Rights Commission and the reversal of the burden of proof, meaning that the employer will be assumed to have discriminated, unless it can show there was another reason for non-selection”. DF feels this will be a good step forward for disabled people, but it depends on how well employers can justify the need for such questionnaires. For more information click here. Thanks to the Workplace Law Network for this article. 
5.
And finally…

Well that’s about it, we hope you found the newsletter useful. If you have comments about the contents or accessibility of the newsletter, please contact the editor. If you do not wish to receive this newsletter in future, or would like it sent to a different email address, please contact the editor. You can subscribe to the newsletter from our website 






