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Introduction
The Doubling Disability initiative seeks to double the percentage of disabled1 workers in 
off-screen roles in broadcasting. The Doubling Disability initiative was launched in 2019 
and has created an executive cross-broadcaster taskforce, with involvement of disabled 
people’s organisations and other industry bodies. The representation of disabled people in 
broadcasting is tracked through Diamond. Doubling Disability is led by the Creative Diversity 
Network (CDN) on behalf of the broadcasters BBC, Channel 4, ITV, Sky, ViacomCBS as 
well as Pact, and the wider CDN membership. Diamond is a single online system used by 
the BBC, ITV, Channel 4, ViacomCBS and Sky to collect consistent data on the diversity 
characteristics of people who make and appear in the programmes they commission and 
broadcast. 

This interim briefing report builds on CDN’s first research report (CAMEo, 2019a) and 
extends this work through a thematic literature review, exploring the progress of Doubling 
Disability initiatives by analysis of Diamond Data from 2017 to 2020 and CDN’s survey2 of 
disabled people working in the Broadcasting industry (CAMEo, 2020b, unpublished). The 
interim briefing report assesses progress made to date in doubling the rate of disability in 
the TV Broadcast workforce (as monitored by Diamond) but also contextualises this data 
more broadly across the creative and cultural industries. To align with research and data in 
the field, we use the definition of disability found in Section 6(1)3 of the Equality Act 2010. 
Therefore ‘working age disabled people’ used in the report includes people aged 16-64 who 
have a long-term physical or mental health condition that affects their day-to-day activities.  
The literature review and analysis covered three themes, which structure the report: 

• Representation of disabled people in the Broadcasting industry and beyond: what do we 
know? 

• Attitudes, awareness and knowledge about disability and disabled people working in TV 
Broadcasting.

• Accelerating efforts to double disability: removing barriers and enabling increased 
employment of disabled people in TV broadcasting. 

The thematic literature review involved a rapid evidence review using free text database 
searches, for any period, using a combination of search terms for ‘disability’ (‘disabled’, 
‘impairment’, ‘accessibility’) + ‘television’ (‘TV’, ‘Broadcast TV’) + ‘employee’ (‘on-screen’, 

1  For the purposes of this report, a person has a disability if that person has (a) a physical or mental impairment, 
and (b) the impairment has a substantial and long-term adverse effect on their ability to carry out normal day-
to-day activities (Section 6(1), Equality Act 2010).

2  The Doubling Disability Survey by CAMEo for CDN ran from November 2019 until March 2020. The 
unpublished Doubling Disability Survey Findings Report, by CAMEo for the Creative Diversity Network, 
analysed 110 survey responses from those who identified as disabled and worked in off-screen roles in 
broadcasting in the previous five years (2020).

3  See footnote 1 above. The social model of disability is central to the report’s approach and analysis. The social 
model makes a distinction between impairment, a condition of the mind or body, and disablement, a form of 
disadvantage or restriction of activity, caused by the failure to take account of impairment. Such failure leads to 
barriers to participation in mainstream social activities, which are imposed on top of impairment (UPIAS 1976, 
in Oliver 1990: 22). The Equality Act 2010 Definition of Disability in Section 6(1) incorporates the definition of 
disability previously found in the DDA 2005, and premised upon the social model of disability with its emphasis 
on the effect that ‘an impairment has on a person’s ability to carry out normal day-to-day activities’ (Talbot and 
Riley, 2007: 155).

http://creativediversitynetwork.com/wp-content/uploads/2019/12/Doubling-Disability-Trifold-Black-Font.pdf
http://creativediversitynetwork.com/diamond
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‘off screen’, ‘job’, ‘worker’, ‘workforce’, ‘employment’, ‘employer’, ‘employed’, ‘employee’, 
‘self-employed’, ‘freelance’).  The free text search results were then individually filtered by 
the researcher to discern the most relevant literature under the themes. The rapid evidence 
review also involved a purposive textual analysis of research and policy documentation 
to identify best practice across the three research themes and included source material 
from government publications, Ofcom, broadcasters, Disabled People’s Organisations, 
unions and think tanks. The purposive textual analysis of the literature, research and policy 
documentation was designed to identify:

• Known opportunities and barriers for disabled people working across the creative 
industries;

• How others across the creative industries are collecting and reporting on the extent to 
which disabled people are represented in the workforce, along with best practice in other 
sectors, and what the TV Broadcast industry can learn from this;

• Perceptions/attitudes about disabled people working across this sector, from disabled 
persons’ and non-disabled persons’ perspectives and how this impacts employment and 
any implication for training;

• Case studies of current practice, targets set and relevant initiatives.

The interim report triangulates the evidence across the range of sources cited above to 
produce recommendations which build on existing good practice, in the industry and beyond 
where this provides new insight. Some of the recommendations reiterate known good 
practice where evidence indicates that such practice has not been widely implemented 
across the TV broadcast sector but is still necessary. Also where, for example, positive 
action initiatives remain good practice but the lack of evaluation of them means they may 
not be working as effectively as possible in practice.  The most recent systematic review of 
diversity in the screen sector (including broadcast TV) could not find systematic evaluations 
of such initiatives, for example (Newsinger and Eikhof, 2020).

Such recommendations are necessary in assisting the broadcast industry in removing the 
cumulative impact of barriers, across on-screen and off-screen career pathways, for disabled 
people in its workforce. Removing barriers to employment is needed in order to ensure full 
participation of disabled people in society (Centre for Social Justice [CSJ], 2021). However, 
the employment gap remains ‘stubbornly high’ in the general population (CSJ, 2021) and 
our interim report findings show disabled people remain severely underrepresented in the 
broadcast TV industry too.  This matters to all of us. Television industry revenue is worth 
£16.36bn to our economy annually in the United Kingdom (Statista, 2019). The Film, TV and 
Music sub-sectors are the ‘largest’ employers in the Cultural sector, accounting for 29.3% 
of jobs (Department for Digital, Culture, Media and Sport [DCMS], 2018). Further, ensuring 
disabled people can utilise their creative, artistic and intellectual potential is important 
not only for their own benefit, ‘but also for the enrichment of society’ (The United Nations 
Convention on the Rights of Persons with Disabilities [UNCRPD], 2006). 

The coronavirus pandemic makes tackling this employment gap in the TV broadcast industry 
and beyond ever more important. Disabled people have been disproportionately impacted 
by the COVID-19 pandemic on their health, socio-economic opportunities and the anxiety 
they face (UN, 2020; Office for National Statistics [ONS], 2020a&b). As disabled people 
face a widening equality gap, it is crucial to ‘design and implement disability-inclusive 
COVID-19 response and recovery, and build more inclusive and accessible societies, in 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/951867/DCMS_Sectors_Economic_Estimates_2018_Employment_report_V2.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/951867/DCMS_Sectors_Economic_Estimates_2018_Employment_report_V2.pdf
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consultation with persons with disabilities’ (UN, 2020). Ofcom has recognised this and asked 
broadcasters focused questions on the challenges and opportunities that have arisen from 
the pandemic, with the goal of regrouping and rebuilding from the pandemic with diversity 
and inclusion at its core (2020: 7). Closing the disability employment gap in the broadcast 
industry, therefore, is pivotal in creating a shift in awareness of and attitudes towards 
disabled people in the UK (Dixon et al., 2018) and this shift is essential to implementing an 
inclusive economic recovery for disabled people in the context of the pandemic.  

This interim report provides thorough and practical recommendations to accelerate TV 
Broadcasters’ efforts to double the number of disabled people employed on-screen and off-
screen in the UK – essential to closing both the disability employment and perception gaps. 
In order to implement these recommendations effectively, it is imperative for the broadcast 
industry to come together to review and prioritise them, by producing an action plan to 
operationalise their delivery over the short, medium and long-term.  This plan will also need 
to consider the role of stakeholders beyond the industry - including government, higher 
education institutions and other potential partners such as Disabled People’s Organisations - 
and how you will engage them in working with you to make change happen.
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SECTION 1. Representation of disabled people in the 
Broadcasting industry and beyond: what do we know? 
Whilst 20% of the working age population are disabled people (House of Commons 
Library, 2021; ONS, 2021), Diamond data shows that disabled people are still severely 
underrepresented in both on- and off-screen roles in broadcasting. Analysis of the data 
shows that broadcasters, production companies and government need to be much bolder 
and proactive in the initiatives they implement to increase the employment of disabled 
people on- and off-screen. Otherwise, at the current rate of progress, it will take a generation 
to double disability in the industry. Even then, the number of disabled people working in TV 
would not reflect the numbers of working age disabled people in the general population.  As 
we discuss below, even if the current rates of representation was doubled to 9%, as intended 
by the CDN initiative, the representation of disabled people in off-screen TV production 
would be at less than half of the representation of disabled people in the general working 
age population in the UK. 

a. Brief overview of wider Labour force trends.

This section looks at broad trends in the employment of disabled people.

Key Findings:

• The increase in the employment of disabled people is linked to the increased prevalence 
of working aged disabled people in the general population, along with overall employment 
rates increasing and a narrowing of the disability employment gap (Department for Work 
and Pensions [DWP] and Department for Health and Social Care  [DHSC]).

• House of Commons Library data show that only 52.3% of disabled people were in 
employment, compared to 81.1% of people who were not disabled in 2020 (House of 
Commons Library, 2021; ONS, 2021). 

• Thus, a really significant disability employment gap of 28.8% remains between the 
employment rate of disabled people compared with non-disabled people (ibid).  

• The Centre for Social Justice (CSJ) Report emphasises that with the employment 
gap remaining ‘stubbornly high’, root and branch investigation to remove barriers to 
employment is needed in order to ensure full participation of disabled people in society 
(2021).

• The Annual Population Survey shows that the higher the qualification a disabled 
person has, the more likely they were to have moved into work and less likely to leave 
employment from one year to the next (ONS, 2019; DWP and DHSC, 2020).

• The DWP and DHSC analysis of employment trends for disabled people shows that those 
in part-time employment were twice as likely to move out of work as disabled people in 
full-time employment.

• Similar proportions of working disabled people (15%) are in self-employment, when 
compared with non-disabled people (14%) (ONS, 2019).  

• However, 20.6% of working disabled men in work were self-employed; this is 3.1% higher 
than working non-disabled men; the difference is not significant between disabled women 
and non-disabled women in self-employment (ONS, 2019). 

https://commonslibrary.parliament.uk/research-briefings/cbp-7540/
https://commonslibrary.parliament.uk/research-briefings/cbp-7540/
https://creativediversitynetwork.com/diamond/
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/875199/employment-of-disabled-people-2019.pdf
https://commonslibrary.parliament.uk/research-briefings/cbp-7540/
https://commonslibrary.parliament.uk/research-briefings/cbp-7540/
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/disabilityandemploymentuk/2019
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• 39% of the TV workforce is freelance4, with the remaining 61% being permanent staff 
(Creative Skillset, 2014).

Literature suggests the television broadcast industry has higher proportions of freelance/
self-employed workers compared to the general population in work (Ellis 2016; CAMEo, 
2018), this was corroborated by the Doubling Disability Survey (CAMEo, 2020; see below). 
However, there is no recent data on disabled freelancers working in the sector.   

b. Overview of representation of disabled people in the Creative Industries

Key Findings:

• Figure 1 shows that the proportion of jobs for all UK sectors and for the Creative 
Industries, the Digital Sector, the Cultural Sector and the Film, TV and Music subsector5 
that were filled by disabled people increased steadily by small increments between 2017 
and 2020 but remained constant or declined between 2019 and 2020, possibly due to the 
COVID-19 pandemic (DCMS, 2021). 

• Nevertheless, this remained below the proportion of the working-age population who were 
disabled, with 11.2% of jobs filled by disabled people in the Film, TV and Music sector in 
2020 (DCMS, 2021).

• The estimate of disability representation in Film, TV and Music provided by DCMS is 
higher than the estimates produced when sectors collect their own data. For example:

 — Ofcom found that disabled people are under-represented at all organisational levels, 
making up just 7% of Television employees overall (2020).  

 — Diamond data described in detail below, estimates that the proportion of disabled 
people working in off-screen TV production was 5.4% in 2020.

• Differences in estimates of disability representation may be due to differences in the 
methodology used to collect disability employment data, or in the range of employment 
types, roles, sectors and institutions covered by different surveys

• All estimates suggest that representation of disabled people in the broadcast industry 
remains significantly below the proportion of the working-age population who are 
disabled. 

• The underemployment of disabled people in the job market is clear; the message from 
disabled workers in broadcast TV is that they are ‘looking for work’ and  the ‘supply of 
labour needed to fulfil the Doubling Disability commitment exists’ (CAMEo, unpublished 
2021:4). 

4  ‘Freelance’ is defined as anyone who is not employed on a contract of 365 days or more at the time of the 
survey (Creative Skillset, 2014:7).

5 Part of the broader Cultural Sector.
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Figure 1: Proportion of jobs filled by disabled people in creative and cultural sectors, 2017-
2020, based on DCMS Sectors Economic Estimates

c. Analysing the Diamond data set

To understand the progress in increasing disability representation across UK television 
production, we have analysed Diamond data to estimate changes in the proportion of 
individuals working in off-screen roles who were disabled from 2017, when Diamond began, 
to 2020 (see Creative Diversity Network, 2017; 2018; 2020; 2021). The strength of Diamond 
is its large sample size, growing from 5,904 (2017) to 36,503 (2020), which allowed many of 
the estimates presented in this report to be calculated with a high degree of precision. 

Key Findings: 

• There has been an increase of 0.9% in the representation of disabled people in off-screen 
TV production between 2017 and 2020, from 4.5% (2017) to 5.4% (2020). 

• Whilst the increase is positive, there has not been a doubling of disability in the off-screen 
TV workforce yet and it is unlikely that this will be achieved by the end of 2021. 

• More needs to be done to exponentially increase Broadcast TV’s inclusion of disabled 
people. Even if current rates were doubled to 9%, as intended by the CDN initiative, the 
representation of disabled people in off-screen TV production would be at less than 50% 
of the representation of disabled people in the general working age population in the UK. 

 
i) Has representation of disabled people in off-screen and on-screen TV production 
changed since 2017?

• Diamond data indicate that representation of disabled people in both off-screen and on-
screen roles has increased since 2017. Diamond estimates that this is the case in terms 
of the proportion of the TV production workforce that is disabled, as well as the proportion 
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of TV programme contributions that are made by disabled people.6

• Diamond estimates that there has been an increase of 0.9% in the proportion of disabled 
people working in off-screen TV production since 2017, from 4.5% in 2017 to 5.4% in 
2020, as shown in Figure 2.

• The estimated proportion of people in on-screen roles who were disabled rose from 6.8% 
in 2017 to 7.9% in 2018, and remained at this level until 2020.

• Figure 3 shows that there was an increase in the estimated proportion of off-screen 
contributions made by disabled people, from 5.0% in 2017 to 5.8% in 2020.

• The estimated proportion of on-screen contributions made by disabled people rose 
from 6.2% to 8.2%. This equates to an increase of around one-third in opportunities for 
audiences to see disabled people in programmes broadcast by the five broadcasters 
between 2017 and 2020. 

Figure 2: Estimated proportions of people working in off-screen and on-screen TV production 
who were disabled, 2017-2020

6  Diamond provides data on the diversity of both contributors and contributions. Contributors are individual 
people who have a role in TV production and provide their diversity information by filling in a Diamond form. 
Contributions are like programme credits; each programme contribution is assigned the diversity characteristics 
of the individual who made that contribution (Creative Diversity Network, 2021). A single contributor can make 
multiple contributions to TV programmes broadcast in any given year.
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Figure 3: Estimated proportions of off-screen and on-screen TV broadcasting contributions 
made by people who were disabled, 2017-2020

 
ii) What types of disability are represented in off-screen TV production?

 — Figure 4 shows that the most prevalent type of disability reported by people working 
in off-screen TV production in 2020 was a learning or cognitive disability (2.1% of 
people working in off-screen roles). Of all those who identified as disabled in the 2020 
Diamond survey, 38.9% reported a learning or cognitive disability 

 — There was evidence of an increase in the proportion of people in off-screen roles who 
reported having a mental health condition, from 0.5% in 2017 to 0.9% in 2020.

 
Figure 4: Estimated proportion of people working in off-screen TV production with different 
impairment types, 2017 and 2020 (data redacted for blind or visually impaired people in 2017 
due to small sample size).
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iii) How does representation of disabled people in off-screen TV production  
vary by broadcaster?

• Figure 5 shows that between 2018 and 2020, off-screen disability representation was 
consistently highest at Channel 4, where in 2020 an estimated 6.2% of people in off-
screen roles were disabled.

• Off-screen disability representation was also relatively high at the BBC, where the 
estimated proportion of people in off-screen roles who were disabled rose from 4.9% 
(2018) to 5.5% (2020).

• The picture of on-screen disability representation by broadcaster is less clear, as shown 
in Figure 6. The proportion of the on-screen workforce that was disabled was estimated to 
be highest at ViacomCBS (9.3%) followed by Channel 4 (8.1%) and the BBC (8.0%).

 
Figure 5: Estimated proportion of people working in off-screen TV production who were 
disabled, by broadcaster, 2018-2020 (data not available for 2017)

 
Figure 6: Estimated proportion of people working in on-screen TV production who were 
disabled, by broadcaster , 2018-2020 (data not available for 2017)
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iv) How does representation of disabled people in off-screen TV production vary by 
genre?

• The estimated proportion of people working in off-screen roles who were disabled ranged 
from 7.0% for religious programmes to 4.4% for drama programmes, as shown in figure 7.

• The differences in disability representation by genre are small, and may be due to random 
variation. Even with a dataset as large as Diamond’s, estimates become less precise 
when subdividing by genre. 

 
Figure 7: Estimated proportion of people working in off-screen TV production in 2020 who 
were disabled, by genre of programme

v) How well are disabled people represented in senior and key off-screen roles?

• Diamond data estimate that in 2020, disabled people were less well represented in senior 
off-screen TV production roles compared to non-senior roles.

• The estimated proportion of people working in senior roles who were disabled was 4.6%, 
compared to 5.8% of people in non-senior roles, a difference of 1.2%.

• Figure 8 shows that disability representation was estimated to be particularly low among 
Executive Producers, at just 3.6%.
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Figure 8: Estimated proportion of people working in off-screen TV production in 2020 who 
were disabled, by key role type

vi) Reflections on Diamond data analysis

• Progress is slow, especially given the original Doubling Disability target to increase off-
screen disability representation from 4.5% to 9.0% in just two years. 

• If off-screen disability representation continues to increase at the current rate, it will be 
2028 before the target of 9.0% disabled people in off-screen roles is met.

• It will be 2041 before off-screen TV production is representative of the UK working age 
population in terms of disability (assuming disability prevalence in the working age).

• This interim report highlights the need for the broadcasters to continue to set challenging 
targets for disability representation, but more urgent work needs to be done with 
government, Ofcom, the wider broadcast sector, Disabled People’s Organisations and 
disabled employees and workers in the sector to evaluate existing interventions and put in 
place more ambitious positive action interventions to overcome the underemployment of 
disabled people in TV broadcast. 

Key Recommendations:

• The Doubling Disability initiative should consider investigating:
 — Differences in on-screen and off-screen representation further, to understand why off-

screen environments tend to be less diverse.
 — Why people with learning and cognitive disabilities have been relatively successful in 

securing work in off-screen broadcasting and what can be learned from this.
 — Differences in disability representation across the broadcasters, and what it is about 

Channel 4’s approach that appears to enable a relatively inclusive off-screen working 
environment.
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• What can be done to boost the low representation of disabled people in senior  
off-screen roles.

• Diamond Data collection should be enhanced to collect data on whether 
respondents are freelancers. 

 
d) How are others collecting and reporting on the extent to which disabled 
people are represented across the creative workforce? 

We placed Diamond disability data in the context of what can be learned from other data 
relating to disability and employment nationally and in the creative and cultural industries. 
Whilst Diamond is a really important dataset to track the progress on employment of 
disabled people in the industry, Disability Rights UK’s report ([DRUK], 2018) provides a list of 
additional questions which could  be used to ‘establish a base-line for monitoring and targets 
for progression’ (2018); these have been incorporated in our recommendation below.  

Key Findings:

• The NHS Workforce Disability Standard is viewed as ‘one of the best UK examples of 
how disability employment data can be captured across a range of metrics’ (CSJ, 2021: 
95), including career progression, pay, workplace adjustments and board representation 
(NHS, 2021). 

• This is wider than the current remit of Diamond data and could be used as a framework to 
extend this data set.

• Diamond is a comprehensive data set. However, data collected via Arts Council England’s 
annual survey of its National portfolio organisations and Major partner museums, includes 
additional questions about the number of disabled full-time and part-time permanent 
staff members, disabled full-time and part-time contractual staff and disabled volunteers 
(2021). 

• Further, in addition to the categories collected by Diamond, the BFI also collects data on 
the type of film-maker roles for disabled employees (as well as seniority) and pay gaps 
among its D/deaf and disabled employees (2020).

• Ofcom found fewer broadcasters are providing them with data on disability, and the data 
gap for disability has only reduced from 31% to 29% of employees last year (2019). 

• The Centre for Social Justice recommends the ‘Government should require employers 
with 250+ employees to report the proportion of their workforce that is disabled and the 
pay gaps that exist between disabled and non-disabled employees’ (2021: 15). 

• Thus, it will be increasingly important to monitor the disability pay gap in Broadcast TV 
and compare this to national trends. 

• In the UK economy nationally, median pay was consistently higher for non-disabled 
employees than for disabled employees, resulting in a pay gap of 12.2% (ONS, 2019). 
This increases to 18.6% for disabled employees with a mental impairment (ONS, 2019). 

• London had the widest disability pay gap at 15.3% (ONS, 2019).

• Other industries are beginning to collect this data and go beyond government 
requirements to produce their own pay gap reports. 

https://www.bfi.org.uk/inclusion-film-industry/diversity-inclusion-how-were-doing
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• The role of the disability pay gap in the broadcast sector is a significant gap in current 
available data.

• The BBC is a broadcaster showing good practice on collecting and reporting disability 
pay gap data in the sector. It reports a median pay gap of 3.6%, which has decreased 
significantly since they began reporting, and the mean is at 4.9% (2020: 7) 

Key Recommendations:

• Drawing on the Doubling Disability Survey Findings Report, ‘better large-scale data 
on disabled workers in UK broadcasting is needed’ to enable reliable benchmarks, 
comparisons, and deep dives into:
 — Links between job role, career stage and condition/impairment: to identify existing
 — inclusive practice and areas most in need of intervention.
 — Links between employment patterns and job role: to identify which job roles are
 — disproportionately often undertaken under employment conditions that are
 — particularly challenging for disabled workers; 
 — Links between experiences of inequalities in access and career support and career 

stage seniority; 
 — How disability and other diversity characteristics such as race, class or gender 

intersect’ (CAMEo, 2020: 20-1).
• Broadcasters and Diamond should consider collecting data on the following 

questions, where not already collected:
 — What proportion of newly recruited staff are disabled people?
 — What proportion of staff leave due to disability discrimination7 they face in the work 

place? 
 — What is the size of the disability pay gap?
 — What is the disability gap in part-time work, in freelance work, in career progression 

and in wellbeing at work?
 — What is the disability gap in job quality, skill under-utilisation, job satisfaction? 
 — How does the organisation compare with the sector or the locality? (DRUK, 2018 :4)

• Broadcasters should consider how to close the gap for particular impairments and 
different regions, using work done in the sector to narrow the pay gap for women 
and resources produced by the Equality and Human Rights Commission and 
disabled peoples’ organisations. 

• Broadcasters should produce a joint strategic action plan on how to narrow the 
pay gap for disabled employees and workers.

7  This includes indirect discrimination under Sections 13, 14, 19, and direct discrimination under Section 15 of 
the Equality Act 2010. 

http://downloads.bbc.co.uk/aboutthebbc/reports/reports/gender-pay-gap-2019.pdf
https://equalityhumanrights.com/sites/default/files/research-report-107-the-disability-pay-gap.pdf
https://www.disabilityrightsuk.org/news/2018/may/disability-pay-gap-increases-highest-level-2013
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SECTION 2. Attitudes, Awareness and Knowledge 
about Disability and Disabled people working in TV 
Broadcasting 

The three greatest barriers to disabled people entering employment in the media relate to 
attitudes, perceptions about performance and perceptions about elevated costs of employing 
disabled people (Ellis, 2016). The notion that disability will compromise standards is 
prevalent throughout literature on media work and general employment of disabled people 
(ibid).

a) ‘Disability Perception Gap’ 

Scope’s Disability Perception Gap report (Dixon et al, 2018), based on the annual British 
Social Attitudes Survey (BSA), shines a light on the British public’s attitudes to disabled 
people. It shows that the public still stereotype disabled people in all aspects of their daily 
lives, including how productive they are (ibid). 

Key Findings:

• There remains a significant perception gap between disabled and non-disabled people 
about the prejudice disabled people face (Dixon et al, 2018). 

• 60% of people underestimate the number of disabled people in Britain, this means they 
also significantly underestimate the scale of the problem faced by disabled people and 
the scale of solutions required to enable our full participation in society (ibid).

• As CDN’s first Research Report showed, there are significant gaps in the understanding 
of disability and of being disability inclusive. It also showed that non-disabled staff are 
hesitant to engage with disability because they fear exposing ignorance, making a faux 
pas or causing offence (CAMEo, 2019). 

• Closing the perception gap involves increasing contact between disabled and non-
disabled people through increasing the number of disabled people working in the media 
and creative industries and appearing on TV (Dixon et al, 2018: 23).  

• Therefore, broadcast TV has an important role in changing attitudes and closing the 
disability employment gap nationally. 

• Scope’s Disability Perception Gap report calls on broadcasters to set up additional 
specific schemes to find and support disabled talent throughout the television and radio 
industries (Dixon et al, 2018: 23).

https://www.scope.org.uk/campaigns/disability-perception-gap/
https://www.scope.org.uk/campaigns/disability-perception-gap/
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b) The Doubling Disability Survey Report Findings 

However, research by CAMEo found that disabled people working in off-screen roles in TV 
still face negative attitudes and that employers in the industry have a lack of knowledge 
about disability (2020). The Doubling Disability Survey Report’s five headline findings for the 
Doubling Disability partners’ future work to improve disabled workers’ opportunities in UK 
broadcasting were:

1. Disabled workers are looking for more broadcasting work;

2. Disability knowledge throughout the industry must be improved;

3. Employment infrastructures for disabled workers must be improved;

4. Data must be improved (see recommendation below)Capacity to deliver change through 
specialist disability knowledge is already available in the sector (CAMEo, 2020: 4).

• In turn, they recommended that interventions to increase the employment of disabled 
people in Broadcast TV should focus on the:

• information and knowledge of employers; 

• accessibility of the working environment; 

• employment and career opportunities of disabled people; and 

• representation of disabled workers at all levels of work and decision-making (ibid). 

5. Such Interventions must be ‘industry-wide and include big broadcasters and independent 
production companies’ (ibid: 20).

i) Negative and discriminatory attitudes towards disabled employees and 
workers 

Key Findings:

• Over 50% of respondents said discriminatory views around the capabilities of disabled 
people had significantly limited their career progression (ibid: 13-14). 

• A further 30% reported that this factor had limited their career somewhat. 

• ii) Knowledge and awareness of disability and working culture 

 — Knowledge about disability remains poor and positive experiences of disabled 
employees and workers in the industry often come from them educating employers 
themselves; this can be a burden on disabled employees and workers. 

 — Knowledge and information campaigns remain a priority (CAMEo, 2020).
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Key Recommendations:

• An extended programme of training for employers and non-disabled staff in the 
industry, enhancing the work that the Creative Diversity Network is already doing, 
‘including training for managers of disabled talent… for all staff who might work on 
a project, including freelancers’ (CAMEo, 2020: 16).

• Broadcasters should work with Disabled People’s Organisations to create an 
industry-wide resource of high-quality information ‘about certain categories of 
impairments or conditions, especially invisible disabilities and mental health’ (ibid) 
and a programme of information sharing.  

c) Disclosure 

The Centre for Social Justice (CSJ) Report found disabled employees’ awareness of 
negative attitudes of employers towards them was an important factor in disclosure (2021: 
73). 

Key Findings:

 — Perception of such negative attitudes meant that only just over 50% of disabled people 
reported feeling sufficiently comfortable to disclose their disability to an employer 
(Savanta Comres, 2018). 

 — A perception persists in broadcast TV that it is more likely that disabled crew members 
and journalists will gain employment if they do not disclose their disability (Ellis, 2016). 

 — The Doubling Disability Survey corroborated this as ‘many cases described how 
initially positive views of a disabled person’s suitability for a job changed after they 
disclosed a condition or impairment’ (CAMEo, 2020: 8). 

Key Recommendations:

• UK broadcasters should work collectively to produce dedicated knowledge and 
information campaigns about increasing the employment of disabled people, 
drawing on the wealth of talent disabled people offer (CAMEo, 2020).

• Increased workplace campaigns to promote disability disclosure and disability 
inclusion should be introduced (DRUK, 2018). 
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SECTION 3. Accelerating efforts to double disability: Removing 
barriers and enabling increased employment of disabled people 
in TV broadcasting. 

a) Explicit and Implicit Diversity Policies and Types of Intervention: 
Empowering vs Transformative 

Interventions to increase workforce diversity deriving from explicit diversity policies can 
broadly be divided into empowering interventions and transforming interventions (CAMEo 
2018; Newsinger and Eikhof, 2020). Empowering interventions ‘aim to empower individuals 
from underrepresented groups by enhancing their capacity or likelihood for workforce 
participation’ (Newsinger and Eikhof, 2020: 7). Transforming interventions (CAMEo, 2018), 
are aimed at systemic structural reform in ‘changing exclusionary practices and processes’ 
(ibid). Whilst there is anecdotal evidence that empowering interventions have been effective, 
the main systematic review on diversity in the screen sector could not find systematic 
evaluations of them (Newsinger and Eikhof, 2020). As such, good quality research data and 
improved connections between the creative industries and academic research is needed 
(CAMEo, 2018). The creation of a sector-wide funding programme supporting initiatives and 
projects relevant to workforce diversity in combination with increased research capacity and 
critically evaluation of interventions across the sector is recommended (ibid: 11).

Key Recommendations:

• Interventions should affect sustainable, systemic change, be visible and open to all 
disabled workers (CAMEo, 2020) and be subject to evidence-based evaluations and 
monitoring (CAMEo, 2018).

• Government, Broadcasters and Production Companies need to co-produce an 
action plan with disabled people which designs high-impact, empowering and 
transformative interventions. 

b) Employment infrastructure and workplace culture 

Disability Rights UK research showed that there is a higher prevalence of part-time 
employment for disabled people, and IPSE’s recent report provides a thorough overview 
of the barriers facing disabled freelancers and self-employed disabled people with 
recommendations aimed at helping disabled people make a success of being self-employed 
(2019). Improvements to ‘employment infrastructure’ in the broadcast industry would help to 
tackle the underemployment of disabled people (see CAMEo, 2020).

i) Anticipate reasonable adjustments 

Broadcasters and production companies have a duty under the Equality Act 2010 to make 
reasonable adjustments in the workplace for their employees. Key to unlocking more 
inclusive employment environments is more systematic use of TV broadcast sector-specific 
innovation in reasonable adjustments for disabled employees and workers, including around 
assistive technology (Ellis, 2016; Johns, 1994). 

https://www.disabilityrightsuk.org/sites/default/files/pdf/buildingforsuccess.pdf
https://www.ipse.co.uk/static/uploaded/45b9457f-6244-43e5-b5000f2ca9fd1a69.pdf
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Key Findings: 

• Doubling Disability Survey answers stressed the need for industry-wide conversations 
about ‘reasonable adjustments’ specific to TV workplaces (CAMEo, 2020: 14; 16) which 
should be led by disabled people.  

• 83% of Doubling Disability Survey respondents said that they found conversations about 
raising access requirements with (potential) employers or clients uncomfortable (ibid: 15). 

• Higher Education and Further Education providers need to better anticipate reasonable 
adjustments for disabled broadcast students to assist disabled students’ transition to the 
media workforce (Sgiri, 2016; Dailey and Lattuca, 2006).

• Employers need to better provide industry-specific reasonable adjustments for off-screen 
employees and workers, including adaptations to and assistive technology for filming 
and editing, and ensure assistive technology is compatible with computer hardware and 
remote working systems (Johns, 1994).

• More research is urgently needed to better understand reasonable adjustments for on-
screen disabled talent (Steven 2015; Raynor and Haywood, 2005; Hay, 2016). Most of 
the literature focuses on the nature of disability representation on screen, rather than 
barriers to entering off-screen roles and working on set.

• Disability Passports have recently been introduced by the BBC as a ‘living document to 
ensure that workplace adjustments are tailored and preserved for individual users if they 
change jobs or their line managers change, and is described as helping the broadcaster 
to remove barriers to progression within the organisation’ (2020: 7)

Key Recommendations:

• Broadcasters should commission an evaluation and review of Disability Passports 
or similar documents with permission and co-creation of and development by 
disabled people to establish good practice, any ethical issues and impact on 
removing barriers to entry, retention and progression of disabled people.

• Research should be commissioned by CDN, Ofcom and the Broadcast industry 
to collate a web-based resource of information on broadcast industry-specific 
reasonable adjustments, reflecting the workplace adjustments needed across 
programming genres for a wide range of impairments and their intersection with 
other protected characteristics.

• A film should be commissioned and broadcast across the five main UK 
broadcasters on recruiting more disabled people to work in broadcast television 
and showing the range of innovative reasonable adjustments which can be made 
across the broadcast industry to drive representation of disabled people in the TV 
workforce.
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ii) Access to Work: Accessing benefits and utilising support

 — 41% of public sector workers still not aware of Access to Work and 23% did not think it 
could help them to work from home (Unison, 2020).

 — The Doubling Disability Survey found that respondents still had difficulty obtaining 
industry-appropriate Access to Work expediently enough (CAMEo 2020).

Key Recommendations:

• The Creative Diversity Network, Ofcom and broadcasters should collaborate to 
create simple guides to Access to Work for disabled employees and workers in TV 
broadcasting with broadcast industry-specific Access to Work interventions and 
adaptations (CAMEo, 2020). 

• The Creative Diversity Network, Ofcom and broadcasters should increase the 
urgency of work with the Department for Work and Pensions (DWP) to raise 
awareness of the needs of disabled off-screen and on-screen employees and 
workers in TV broadcasting, especially freelancers in relation to Access to Work 
and other support payments. 

iii) Part-time, ‘Portfolio Work’ and Supporting freelancers

Doubling Disability Survey Findings Report responses suggest that disabled workers 
in off-screen broadcasting roles in the UK are predominantly underemployed and 
‘portfolio workers’: working across a mix of employment contracts, in broadcasting 
and other industries (CAMEo, 2020). Recent data is currently limited on the number 
of non-disabled freelancers in the industry, as Creative Skillset data is from 2014, 
and this makes it difficult to accurately compare to the number of disabled self-
employed and non-disabled self-employed people in work in the general population 
in the UK.

Key Findings: 

• 82% of respondents reported being unemployed and looking for work at some point in the 
last 5 years.

• Only 20% of respondents had been full-time employed in broadcasting for all of the past 
five years. 

• 23% of respondents had worked across three to seven contracts in the past five years.

• 62% had worked in broadcasting as well as other industries in the past five years 
(CAMEo, 2020: 9).

Key Recommendation:

• Broadcasters should develop syndicate scholarships for early career disabled 
freelance talent while they establish their freelance careers.
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c) Navigating on-screen and off-screen career and employment pathways 

i) Further Education and Higher Education Pathways to Broadcasting Schemes

There are further opportunities to identify and nurture talent by building better relationships 
with higher and further education establishments (Ellis, 2016), to develop a network of high-
quality Pathways to Broadcasting schemes.

Key Recommendation:

• ‘Nothing about us without us’- Broadcasters should work with the Creative 
Diversity Network, Ofcom, Disabled Peoples’ Organisations and disabled people 
to establish an access to Broadcasting scheme for GCSE, A-Level, FE and Higher 
Education disabled students. 

ii) Entry, Recruitment and Retention 

Key Findings: 

• The Doubling Disability Survey found there was low awareness of initiatives already run 
by broadcasters and urged for existing initiatives to be better advertised’ (ibid).

• The Doubling Disability Survey found that ‘long-term orientation’ was emphasised as 
important, as “short-term ‘apprenticeship’ schemes are neither helpful nor appropriate” 
and “newcomers can only succeed if it’s possible for them to be retained by the industry” 
(CAMEo, 2020: 17). 

• More needs to be done to connect paid apprenticeships, internship and traineeship 
schemes to the next tier of the employment pathway and support disabled employees and 
workers to transition into these roles.

• Key factors influencing the recruitment and deployment for concrete jobs in the industry 
depended on a company’s understanding of disability, the job-/company-specific provision 
for access requirements and support for accessing workplaces (CAMEo, 2020: 11). 

• The biggest impediment to respondents’ careers was ‘being placed in job roles that did 
not match their aspirations or skills’ (ibid: 12-13).

Key Recommendation:

• Broadcasters should directly involve disabled people in the continued design and 
implementation of paid apprenticeships, internships, start-up schemes and other 
entry routes into Broadcast schemes specifically targeted at disabled people.

• Broadcasters should commission an evaluation and audit of existing schemes 
across the sector and number of placements compared to what is needed to 
increase the representation of disabled people in the industry.

• Broadcasters should consider developing and funding Early Career Fellowships for 
disabled people to enable disabled people to gain entry positions in the industry 
and retain high quality trainees. 
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• Broadcasters should provide sponsorship and mentoring for disabled employees 
(DRUK, 2018) and ensure they provide early support for those on career entry 
schemes to identify opportunities on the next point or beyond on the career 
pathway.  

• Broadcasters should promote diverse interview panels.
• Broadcasters should review the inclusivity and accessibility of board recruitment 

and set targets.
• Broadcasters should establish and support employee disability networks.

iii) Promotion and Progression 

Diamond data shows that the proportion of people working in senior roles who were disabled 
was 4.6%, compared to 5.8% of people in non-senior roles, a difference of 1.2%. Thus, it 
is important that Broadcasters answer Ofcom’s plea for a ‘faster increase in the diversity 
of crucial decision-makers (senior management, as well as employees in commissioning, 
content and creative roles)’ (2020: 3).

Key Findings:

• 80% of respondents ‘stated that management’s poor understanding of disability and 
discriminatory views about disabled people had limited their career progression’ (CAMEo, 
2020).

• 50% of those surveyed reported limitations to their careers by, for example, ‘false 
assumptions about disabled people’s work’.

• Doubling Disability Survey ‘called for dedicated opportunities for ‘more disabled people in 
senior roles throughout the industry’ (ibid).

• Networking and mentoring were among the other career-relevant factors which Doubling 
Disability Survey respondents said ‘their access was somewhat or significantly worse 
than for their non-disabled peers’ (ibid).

Key Recommendations:

• Broadcasters should set targets for increased promotion of disabled people to 
senior roles in the industry at every level of seniority and work with funders to 
invest in high-quality leadership programmes that target disabled leaders and 
future leaders, including those that enable early-mid career progression.

• Broadcasters should look at developing syndicate sector-wide funding for ‘targeted 
investment into disabled-led content producers and production companies’ 
(CAMEo, 2020: 17).

• Broadcasters should collaborate to produce an industry-wide peer support 
structure to enable disabled employees and workers to be mentored by more 
senior disabled peers. 
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iv) Absence management, periods of disability-related leave, redundancy and 
redeployment

Key Findings:

Reasonable adjustments apply no-matter what type of employment you have – permanent, 
fixed-term, freelance or self-employed. Disability-related leave is an example of a reasonable 
adjustment (see ECHR, 2015). The duty to treat disabled employees more favourably, under 
the Equality Act 2010, applies to the redundancy selection criteria. A change of responsibility 
can be a reasonable adjustment (Unison, 2020). The option of redeployment into another 
vacant position at a more senior level has been well established in case law as a reasonable 
adjustment which helps disabled people maintain employment (TUC, 2011).

Key Recommendations:

• Broadcasters and production companies should review their absence 
management, disability-related leave and redundancy policies to ensure they are 
consistent with the Equality Act 2010 and accompanying guidance. 

• A TV industry-specific model Disability Related Absence, Redeployment and 
Redundancy Policy is needed, which can be utilised sector wide and disseminated 
to production companies. 

v) Re-location 

Key Findings:

Freelancers on short-term contracts may face regular re-location around the UK or 
internationally, in order to work on a particular production. This can create additional 
barriers for disabled employees and workers wanting to apply for and take up such 
opportunities. The same may be true for those on fixed-term or full-time contracts. 

Key Recommendations:

• Broadcasters and production companies should work with disabled employees, 
disabled workers and disabled freelancers to identify relevant reasonable 
adjustments needed for shooting on location and their living environment during 
the re-location.

• The Creative Diversity Network should work with Ofcom and broadcasters to 
produce advice and resources for relocation of off-screen and on-screen disabled 
employees both within the UK and internationally, involving relevant unions, 
disabled people’s organisations and disabled employees within the industry.  
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vi) COVID-19, Homeworking and Return to work

Homeworking can provide a range of benefits to disabled employees and workers, who 
report increased productivity because of the impact homeworking has on: ‘pain and fatigue 
due to less commuting and ability to work more flexibly with additional breaks or later start 
times’ (Unison, 2020: 4).  

Key Findings:

• 73% of disabled workers were more or as productive working from home, but 53% had 
not been given any reasonable adjustments to support them to work from home and only 
5% had received Access to Work Support (Unison, 2020).

• 54% of respondents felt that they would benefit from working from home in the future; 
37% believed their employer was unlikely to allow them to work from home in the future 
(ibid).

• Bectu and Prospect highlight the potential benefits of homeworking for disabled people 
and also the potential barriers to inclusion it can create (2020).

Key Recommendations:

• Broadcasters and production companies should facilitate homeworking for 
disabled employees and workers who wish to do so beyond periods of lockdown 
and the pandemic; including updates to Access to Work provision, reviewing their 
disabled employees’ and workers’ home office equipment, access to adequate 
assistive technology and adaptations to video conferencing systems where 
necessary.

https://bectu.org.uk/article/getting-the-best-from-homeworking/
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Conclusion 
At the current rate of progress, it will take until 2028 to double disability in broadcast TV and 
even longer for the industry to reach a disabled workforce at the same level as the working 
age population. This interim report highlights the need for the broadcasters to continue to 
set challenging targets for disability representation but more urgent work needs to be done 
with government, Ofcom, the wider broadcast sector, Disabled People’s Organisations and 
disabled employees and workers in the sector to put in place more ambitious positive action 
interventions to overcome the underemployment of disabled people in TV broadcast.  

The message from the Doubling Disability Survey was that disabled workers are ‘looking for 
more broadcasting work, which suggests the supply of labour needed to fulfil the Doubling 
Disability commitment exists’ (CAMEo, 2020: 4). Disabled people hold the knowledge 
and expertise to work with broadcasters to employ their talent (ibid). The exclusion and 
marginalization of certain bodies in cultural representation on screen is connected to the 
exclusion and marginalisation of those bodies in creative workforces which produce those 
representations; multiplying and reproducing inequalities (Finkel et al., 2017). Involving 
disabled people at every level of the TV broadcast industry will create the change needed 
to overcome the severe under-representation of disabled people in the broadcast TV 
workforce. It will also be an important part of the inclusive response and recovery to the 
COVID-19 pandemic. Accelerating efforts to double disability in the TV broadcast workforce 
will enable TV Broadcasters to broadcast the change which ensures full inclusion in and 
enrichment of society.  

https://journals.sagepub.com/doi/full/10.1177/1350508417690167?casa_token=yzHShQWtLRoAAAAA%3AiKKtxwixLuTl56GNw1Yw3evvsj9CClTBRWeKwREwl5SNoe_SnZEo0ZWZiYTJO3gmNtOYbvQz_7SFpg
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https://www.law.ox.ac.uk/centres-institutes/bonavero-institute-human-rights/non-credit-course-developing-strategies
https://www.law.ox.ac.uk/centres-institutes/bonavero-institute-human-rights/non-credit-course-developing-strategies
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https://questions-statements.parliament.uk/written-questions/detail/2020-07-10/HL6704
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Statutes
Equality Act 2010

United Nations 2008, Convention on the Rights of Persons with Disabilities and Optional Protocol, 
viewed 28 March 2021 https://www.un.org/disabilities/documents/convention/convoptprot-e.pdf

References
Ahearne, J., (2009), ‘Cultural policy explicit and implicit: a distinction and some uses’, International 
Journal of Cultural Policy, 15:2 (141-53)

Arts Council, (2016), Making a Shift Report, available online: https://www.artscouncil.org.uk/sites/
default/files/download-file/ACE206%20MAKING%20A%20SHIFT%20Report%20FINAL.pdf 

Arts Council, (2021), Our NPOs and the Annual Data Survey, available online:  https://www.artscouncil.
org.uk/our-data/our-npos-and-annual-data-survey#section-2 

Bectu, (2020), Getting the best from homeworking, available online:  https://bectu.org.uk/article/
getting-the-best-from-homeworking/ 

British Broadcasting Corporation (BBC), (2020), BBC Pay Gap Report 2020, available online: http://
downloads.bbc.co.uk/aboutthebbc/reports/reports/pay-gap-report-2020.pdf  

British Film Institute (BFI), (2020), Diversity and inclusion: How we’re doing, available online: https://
www.bfi.org.uk/inclusion-film-industry/diversity-inclusion-how-were-doing 
CAMEo, (2018), Workforce Diversity in the UK Screen Sector: An Evidence Review, available online: 
https://www.bfi.org.uk/industry-data-insights/reports/workforce-diversity-uk-screen-sector-evidence-
review 

CAMEo, (2019a), Doubling Disability Research Report, available online: 
http://creativediversitynetwork.com/wp-content/uploads/2019/12/Doubling-Disability-Trifold-Black-
Font.pdf 

CAMEo, (2020, unpublished), The Doubling Disability Survey Report Findings for the Creative Diversity 
Network Centre for Social Justice, (2021), Now Is The Time: A Report by the CSJ Disability Commission, 
available online: https://www.centreforsocialjustice.org.uk/wp-content/uploads/2021/03/CSJJ8819-
Disability-Report-240321-WEB.pdf 

Consilium, (2014), Equality and diversity within the arts and cultural sector in England, available online:  
https://www.artscouncil.org.uk/sites/default/files/download-file/Equality_and_diversity_within_the_
arts_and_cultural_sector_in_England.pdf 

Creative Skillset, (2014), Creative Media Workforce Survey, available online:  http://
creativediversitynetwork.com/wp-content/uploads/2017/05/SS8088_WS2015_TV_4.pdf
  
Creative Diversity Network, (2017), Diamond: the First Cut, available online: https://
creativediversitynetwork.com/wp-content/uploads/2017/08/Diamond_theFirstCut_pdf.pdf 

Creative Diversity Network, (2018), Diamond: the Second Cut, available online: http://
creativediversitynetwork.com/wp-content/uploads/2018/12/TheDiamondReport_
TheSecondCut_2018-FINAL.pdf 

Creative Diversity Network, (2020), Diamond: the Third Cut, available online: http://
creativediversitynetwork.com/wp-content/uploads/2020/02/CDN_Diamond_25Feb.pdf 

https://www.un.org/disabilities/documents/convention/convoptprot-e.pdf
https://www.artscouncil.org.uk/sites/default/files/download-file/ACE206%20MAKING%20A%20SHIFT%20Report%20FINAL.pdf
https://www.artscouncil.org.uk/sites/default/files/download-file/ACE206%20MAKING%20A%20SHIFT%20Report%20FINAL.pdf
https://bectu.org.uk/article/getting-the-best-from-homeworking/
https://bectu.org.uk/article/getting-the-best-from-homeworking/
http://downloads.bbc.co.uk/aboutthebbc/reports/reports/pay-gap-report-2020.pdf
http://downloads.bbc.co.uk/aboutthebbc/reports/reports/pay-gap-report-2020.pdf
https://www.bfi.org.uk/inclusion-film-industry/diversity-inclusion-how-were-doing
https://www.bfi.org.uk/inclusion-film-industry/diversity-inclusion-how-were-doing
https://www.bfi.org.uk/industry-data-insights/reports/workforce-diversity-uk-screen-sector-evidence-review
https://www.bfi.org.uk/industry-data-insights/reports/workforce-diversity-uk-screen-sector-evidence-review
http://creativediversitynetwork.com/wp-content/uploads/2019/12/Doubling-Disability-Trifold-Black-Font.pdf
http://creativediversitynetwork.com/wp-content/uploads/2019/12/Doubling-Disability-Trifold-Black-Font.pdf
https://www.centreforsocialjustice.org.uk/wp-content/uploads/2021/03/CSJJ8819-Disability-Report-240321-WEB.pdf
https://www.centreforsocialjustice.org.uk/wp-content/uploads/2021/03/CSJJ8819-Disability-Report-240321-WEB.pdf
https://www.artscouncil.org.uk/sites/default/files/download-file/Equality_and_diversity_within_the_arts_and_cultural_sector_in_England.pdf
https://www.artscouncil.org.uk/sites/default/files/download-file/Equality_and_diversity_within_the_arts_and_cultural_sector_in_England.pdf
http://creativediversitynetwork.com/wp-content/uploads/2017/05/SS8088_WS2015_TV_4.pdf
http://creativediversitynetwork.com/wp-content/uploads/2017/05/SS8088_WS2015_TV_4.pdf
https://creativediversitynetwork.com/wp-content/uploads/2017/08/Diamond_theFirstCut_pdf.pdf
https://creativediversitynetwork.com/wp-content/uploads/2017/08/Diamond_theFirstCut_pdf.pdf
http://creativediversitynetwork.com/wp-content/uploads/2018/12/TheDiamondReport_TheSecondCut_2018-FINAL.pdf
http://creativediversitynetwork.com/wp-content/uploads/2018/12/TheDiamondReport_TheSecondCut_2018-FINAL.pdf
http://creativediversitynetwork.com/wp-content/uploads/2018/12/TheDiamondReport_TheSecondCut_2018-FINAL.pdf
http://creativediversitynetwork.com/wp-content/uploads/2020/02/CDN_Diamond_25Feb.pdf
http://creativediversitynetwork.com/wp-content/uploads/2020/02/CDN_Diamond_25Feb.pdf


Doubling Disability Interim Report 28

Creative Diversity Network, (2021), Diamond: the Fourth Cut, available online: https://
creativediversitynetwork.com/wp-content/uploads/2021/01/CDN-Diamond4-JANUARY-27-FINAL.
pdf 

Dailey R., (2006), ‘Accommodating the Challenges: Giving Disabled Students Equality 
in the Curriculum’, Journalism & Mass Communication Educator, 61(3):241-247 doi: 
10.1177/107769580606100302

Department for Work and Pensions (DWP), (2018), Family Resources Survey 2016/17, available online: 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/
file/692771/family-resources-survey-2016-17.pdf 

Department for Work and Pensions, (2020), The employment of disabled people 2019, available online: 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/
file/875199/employment-of-disabled-people-2019.pdf 

Department for Work and Pensions (DWP) & Department for Health and Social Care (DHSC), 
(2020), The employment of disabled people, available online: https://assets.publishing.service.gov.
uk/government/uploads/system/uploads/attachment_data/file/875199/employment-of-disabled-
people-2019.pdf 
Disability Rights UK [DRUK], (2016), Disability and Employment, available online: https://www.
disabilityrightsuk.org/sites/default/files/pdf/DIsability%20and%20Employment%20V7.pdf 

Disability Rights UK [DRUK], (2018), Building for Success in Recruiting and Supporting Disabled 
People in the Workplace, available online: https://www.disabilityrightsuk.org/sites/default/files/pdf/
buildingforsuccess.pdf 

Eikhof, D. R., J. Newsinger, D. Luchinskaya, and D. Aidley, (2019), ‘And… action? Gender, knowledge and 
inequalities in the UK screen industries’, Gender, Work & Organization, 26(6), 840-859

Ellis, K., (2016), Disability media work: opportunities and obstacles, New York: NY

Equality and Human Rights Commission (ECHR), (2015), Employment: Statutory Code of Practice, 
available online: https://www.equalityhumanrights.com/en/publication-download/employment-
statutory-code-practice 

Equality and Human Rights Commission (ECHR), (2017), The disability pay gap, available online:
https://equalityhumanrights.com/sites/default/files/research-report-107-the-disability-pay-gap.pdf 

Finkel, R., Jones D., Sang K., Stoyanova Russell D., (2017), ‘Diversifying the creative: Creative work, 
creative industries, creative identities’, Organization 24(3):281-288 doi:10.1177/1350508417690167  

House of Commons Library, A. Powell, (2021), Briefing Paper Number 7540, 1 April 2021: Disabled people 
in employment, available online: https://commonslibrary.parliament.uk/research-briefings/cbp-7540/ 

Hay, M., (2016), Mat Fraser on the Future of Disability in the Media, GOOD, available online: https://
www.good.is/articles/mat-fraser-american-horror-story-freakshow-disability-media-oneofus 

IPSE, (2019), Making self-employment work for disabled people: An agenda to make it happen, available 
online: https://www.ipse.co.uk/static/uploaded/45b9457f-6244-43e5-b5000f2ca9fd1a69.pdf 

John, J., (1994), ‘Newsroom access: Adaptive technology for journalists with disabilities’, The Quill 82(3): 
30

National Health Service (NHS), (2019), NHS Workforce Disability Equality Standard (WDES), available 
online: https://www.england.nhs.uk/wp-content/uploads/2020/03/nhs-wdes-annual-report-2019.pdf 

https://creativediversitynetwork.com/wp-content/uploads/2021/01/CDN-Diamond4-JANUARY-27-FINAL.pdf
https://creativediversitynetwork.com/wp-content/uploads/2021/01/CDN-Diamond4-JANUARY-27-FINAL.pdf
https://creativediversitynetwork.com/wp-content/uploads/2021/01/CDN-Diamond4-JANUARY-27-FINAL.pdf
https://doi.org/10.1177/107769580606100302
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/692771/family-resources-survey-2016-17.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/692771/family-resources-survey-2016-17.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/875199/employment-of-disabled-people-2019.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/875199/employment-of-disabled-people-2019.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/875199/employment-of-disabled-people-2019.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/875199/employment-of-disabled-people-2019.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/875199/employment-of-disabled-people-2019.pdf
https://www.disabilityrightsuk.org/sites/default/files/pdf/DIsability%20and%20Employment%20V7.pdf
https://www.disabilityrightsuk.org/sites/default/files/pdf/DIsability%20and%20Employment%20V7.pdf
https://www.disabilityrightsuk.org/sites/default/files/pdf/buildingforsuccess.pdf
https://www.disabilityrightsuk.org/sites/default/files/pdf/buildingforsuccess.pdf
https://www.equalityhumanrights.com/en/publication-download/employment-statutory-code-practice
https://www.equalityhumanrights.com/en/publication-download/employment-statutory-code-practice
https://equalityhumanrights.com/sites/default/files/research-report-107-the-disability-pay-gap.pdf
https://commonslibrary.parliament.uk/research-briefings/cbp-7540/
https://www.good.is/articles/mat-fraser-american-horror-story-freakshow-disability-media-oneofus
https://www.good.is/articles/mat-fraser-american-horror-story-freakshow-disability-media-oneofus
https://www.good.is/articles/mat-fraser-american-horror-story-freakshow-disability-media-oneofus
https://www.ipse.co.uk/static/uploaded/45b9457f-6244-43e5-b5000f2ca9fd1a69.pdf
https://www.england.nhs.uk/wp-content/uploads/2020/03/nhs-wdes-annual-report-2019.pdf


29Doubling Disability Interim Report

Newsinger, J., and D.R Eikhof, (2020), Explicit and implicit diversity policy in the UK film and television 
industries, available online: https://nottingham-repository.worktribe.com/output/2210450/explicit-and-
implicit-diversity-policy-in-the-uk-film-and-television-industries 

Ofcom, (2019), Diversity and equal opportunities in television: Monitoring report on the UK-
based broadcasting industry, available online: https://www.ofcom.org.uk/__data/assets/pdf_
file/0028/166807/Diversity-in-TV-2019.pdf 

Ofcom, (2020), Diversity and equal opportunities in television and radio 2019/20 Report on the 
UK-based broadcasting industry, available online: https://www.ofcom.org.uk/__data/assets/pdf_
file/0022/207229/2019-20-report-diversity-equal-opportunities-tv-and-radio.pdf 

Office for National Statistics, (2019a), Annual Population Survey, available online: https://www.ons.
gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/methodologies/
labourforcesurveyuserguidance 

Office for National Statistics (ONS), (2019b), Disability and employment, UK: 2019, available online: 
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/
disabilityandemploymentuk/2019 

Office for National Statistics (ONS), (2020a), Coronavirus and the social impacts 
on disabled people in Great Britain, available online:  https://www.ons.gov.
uk/peoplepopulationandcommunity/healthandsocialcare/disability/articles/
coronavirusandthesocialimpactsondisabledpeopleingreatbritain/2020-04-24 

Office for National Statistics (ONS), (2020b), Updated estimates of coronavirus (COVID-19) related 
deaths by disability status, England: 24 January to 20 November 2020, available online:  https://
www.ons.gov.uk/peoplepopulationandcommunity/birthsdeathsandmarriages/deaths/articles/
coronaviruscovid19relateddeathsbydisabilitystatusenglandandwales/24januaryto20november2020 

Office for National Statistics (ONS), (2021), Labour market overview, UK: March 2021 - Estimates 
of employment, unemployment, economic inactivity and other employment-related statistics for the 
UK, available online: https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/
employmentandemployeetypes/bulletins/uklabourmarket/march2021

Raynor, O. and K. Haywood, (2005), ‘The Employment of Performers with Disabilities 
in the Entertainment Industry’, in Ed, S.A. Guild, California: National Arts and Disability 
Centre, available online: https://artsedge.kennedy-center.org/2009neasummit/pdfs/
EmploymentofPerformerswithDisabilities.pdf 
Raynor, O. and K. Haywood, (2009), ‘Breaking into the business: experiences of actors with disabilities 
in the entertainment industry’, Jorsen: 9(1)39-47
Savanta Comres, (2018), Leonard Cheshire Disability Survey: employment section, available online:
https://comresglobal.com/polls/leonard-cheshire-disability-survey-employment-section/ 

Steven, C., (2015), Toronto actors with disabilities kept out of auditions due to lack of accessibility, available 
online: https://globalnews.ca/news/2376648/toronto-actors-with-disabilities-kept-out-of-auditions-
due-to-lack-of-accessibility/  

Statista, (2020), Television industry in the United Kingdom - Statistics & Facts, available online: https://
www.statista.com/topics/3155/television-industry-in-the-united-kingdom-uk/ 
Trade Union Congress (TUC), (2011), Disability and Work: A trade union guide to the law and good practice, 
available online: https://www.tuc.org.uk/sites/default/files/extras/disabilityandwork.pdf 

Unison, (2019), Disability Leave Bargaining Guide and Model Policy, available online: https://www.unison.
org.uk/content/uploads/2019/11/Disability-Leave-bargaining-guide-and-model-policy.pdf 

https://nottingham-repository.worktribe.com/output/2210450/explicit-and-implicit-diversity-policy-in-the-uk-film-and-television-industries
https://nottingham-repository.worktribe.com/output/2210450/explicit-and-implicit-diversity-policy-in-the-uk-film-and-television-industries
https://www.ofcom.org.uk/__data/assets/pdf_file/0028/166807/Diversity-in-TV-2019.pdf
https://www.ofcom.org.uk/__data/assets/pdf_file/0028/166807/Diversity-in-TV-2019.pdf
https://www.ofcom.org.uk/__data/assets/pdf_file/0022/207229/2019-20-report-diversity-equal-opportunities-tv-and-radio.pdf
https://www.ofcom.org.uk/__data/assets/pdf_file/0022/207229/2019-20-report-diversity-equal-opportunities-tv-and-radio.pdf
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/methodologies/labourforcesurveyuserguidance
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/methodologies/labourforcesurveyuserguidance
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/methodologies/labourforcesurveyuserguidance
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/disabilityandemploymentuk/2019
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/disabilityandemploymentuk/2019
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/articles/coronavirusandthesocialimpactsondisabledpeopleingreatbritain/2020-04-24
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/articles/coronavirusandthesocialimpactsondisabledpeopleingreatbritain/2020-04-24
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/articles/coronavirusandthesocialimpactsondisabledpeopleingreatbritain/2020-04-24
https://www.ons.gov.uk/peoplepopulationandcommunity/birthsdeathsandmarriages/deaths/articles/coronaviruscovid19relateddeathsbydisabilitystatusenglandandwales/24januaryto20november2020
https://www.ons.gov.uk/peoplepopulationandcommunity/birthsdeathsandmarriages/deaths/articles/coronaviruscovid19relateddeathsbydisabilitystatusenglandandwales/24januaryto20november2020
https://www.ons.gov.uk/peoplepopulationandcommunity/birthsdeathsandmarriages/deaths/articles/coronaviruscovid19relateddeathsbydisabilitystatusenglandandwales/24januaryto20november2020
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/bulletins/uklabourmarket/march2021
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/bulletins/uklabourmarket/march2021
https://artsedge.kennedy-center.org/2009neasummit/pdfs/EmploymentofPerformerswithDisabilities.pdf
https://artsedge.kennedy-center.org/2009neasummit/pdfs/EmploymentofPerformerswithDisabilities.pdf
https://comresglobal.com/polls/leonard-cheshire-disability-survey-employment-section/
https://globalnews.ca/news/2376648/toronto-actors-with-disabilities-kept-out-of-auditions-due-to-lack-of-accessibility/
https://globalnews.ca/news/2376648/toronto-actors-with-disabilities-kept-out-of-auditions-due-to-lack-of-accessibility/
https://www.statista.com/topics/3155/television-industry-in-the-united-kingdom-uk/
https://www.statista.com/topics/3155/television-industry-in-the-united-kingdom-uk/
https://www.tuc.org.uk/sites/default/files/extras/disabilityandwork.pdf
https://www.unison.org.uk/content/uploads/2019/11/Disability-Leave-bargaining-guide-and-model-policy.pdf
https://www.unison.org.uk/content/uploads/2019/11/Disability-Leave-bargaining-guide-and-model-policy.pdf


Doubling Disability Interim Report 30

Unison, (2020), Covid-19 and disabled workers: time for a home working revolution, available online: 
https://www.unison.org.uk/news/press-release/2020/08/give-disabled-people-right-work-home-
covid-19-says-unison/

United Nations (UN), (2020), Policy Brief: A Disability-Inclusive Response to COVID-19, available online: 
https://www.un.org/en/coronavirus/disability-inclusion 

Woodburn, D. and K. Kopic, (2015), The Ruderman White Paper On Employment Of Actors With 
Disabilities In Television, The Ruderman Family Foundation, available online: https://www.ada25chicago.
org/resources/the-ruderman-white-paper-on-employment-of-actors-with-disabilities-in-
television/#:~:text=This%20white%20paper%20is%20a,television%20industry%20as%20a%20whole

https://www.unison.org.uk/news/press-release/2020/08/give-disabled-people-right-work-home-covid-19-says-unison/
https://www.unison.org.uk/news/press-release/2020/08/give-disabled-people-right-work-home-covid-19-says-unison/
https://www.un.org/en/coronavirus/disability-inclusion


31Doubling Disability Interim Report

ABOUT CDN
CDN exists to enable the UK Broadcasting industry to increase diversity 
and inspire inclusion both on and off screen. We work with our members 
towards a broadcasting industry with equality at its core.

We manage Diamond, the world’s first and original online diversity data
collection system, for the UK television and broadcasting industry.

Our Aims

Measure:
Capturing diversity and inclusion data. Ensuring every part of the UK
Broadcasting supply chain understands the diversity and inclusivity landscape.

Unite:
Uniting the industry by sharing best practice and creating the forums for
collaboration to identify and celebrate the actions that improve diversity
and inclusion.

Support:
Supporting the industry with honesty and openness to ensure that actions are undertaken for 
measurable progress. Our members are BBC, ITV, Channel 4, Channel5/ViacomCBS, Sky, 
S4C, UKTV, Discovery, BAFTA, ITN, Pact, and ScreenSkills.

For more information:
www.creativediversitynetwork.com
@tweetCDN
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