
Staff equality objective 5:  

To improve the disclosure rate of disabled staff  

 
Our measure 

 
Increase the percentage of staff who have declared a disability 
from 4.4% to between 5% and 6% by 2016. 
 

 

 
The reason 
we chose this 
objective 

 
The objective and our measure 

4.4% of salaried staff have declared themselves as disabled. In broad 
terms these disabled staff compare well with non-disabled staff.  The 
objective therefore is set on improving disclosure rates. There is 
evidence to suggest that if an environment is supportive, staff will be 
more inclined to disclose their disability. This will enable us to develop 
appropriate strategies and work with staff to put in place reasonable 
adjustments. 
 
Cognitive diversity 
We have a new University strategic plan entitled ‘Led by Learning’, a 
challenging environment and a diverse student population. Our ability 
to draw on a wide range of viewpoints, backgrounds, skills, and 
experience is critical to the University’s success. A senior and 
executive team that includes women as well as men and whose 
membership includes people who are disabled, come from different 
countries or cultures as well as different sectors and professional 
backgrounds, is much more likely to display the 'cognitive diversity' that 
will allow us to achieve the ambitions of the ‘Led by Learning’ strategy.    
 
Talent management 

At Kingston we want to be and be seen to be a fair employer who 
utilises and develops the potential of each and every one of our staff. 
We want to make sure that our most talented staff have equality of 
opportunity to progress through to senior and executive roles and be 
part of the top level decision making process.  
 
Legal requirement 
The Public Sector, Specific Equality Duty requires us to set specific 
and measurable equality objectives by 6th April 2012 for the 4 year 
period to 2016.   
 

 
Challenges 
we face  

 

 
There is sufficient evidence from our own consultations, the staff 
survey, the Equality Challenge Unit and the HE sector, that disabled 
staff are concerned about confidentiality if they disclose their disability. 



Some staff are anxious that this can have a negative impact on their 
working lives and progression opportunities, particularly if they request 
reasonable adjustments.  
 
 We have to ensure that we put in place enough awareness, 
understanding and training about disability so that managers are 
equipped to manage teams that include disabled people.  
 

 
Recent 
progress we 
have made 

 
The Equality Unit developed a guide for disabled staff, job applicants 
and line managers.  The guide outlines support available within and 
outside the University, with a particular emphasis on promoting better 
use of existing external expertise and funding (Access to Work).  
 
The University has established a Central Fund for Reasonable 
Adjustments so that disabled staff or job applicants requiring 
reasonable adjustments with a cost attached, no longer have to be 
concerned about the implications on local department or faculty 
budgets. 
 
We have invested in theatre based equality awareness workshops to 
highlight how (unconscious) bias and discrimination can impact upon 
equality of opportunity. 
 
Staff survey responses, analysed for the first time by equality groups, 
provide rich information to measure progress. 
 

 
Our approach 

 
Include disability disclosure through a variety of activities and 
processes, for example, at induction. 
 
Run a campaign to encourage disclosure of disability as well as other 
equality characteristics. 
 
Become members of the Employers’ Forum on Disability which will 
allow us to access ‘on tap’ specialist advice and guidance.  
 
Equality adviser with responsibility for staff disability issues,  working 
closely with client partners and human resources advisers. 
 
We will enhance and promote understanding and benefits of disability 
diversity in leadership and management development opportunities.  
 
Engage more staff in understanding disability challenges and 
strategies through an online equality and diversity module. 
 



We will build consideration of disability equality into the appraisal 
process, accompanied by guidance and appropriate training. 
  

 
Overseeing 
Committee  
 

 
Equality Committee – Chair David Mackintosh, Deputy Vice Chancellor 
reporting to the Senior Management Team 

 


