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Foreword

Disabled people have been disproportionately impacted by COVID-19 due to its effects on 
their health, access to healthcare and the pandemic’s socio-economic consequences. This 
has exposed the extent of their exclusion and highlighted how imperative disability inclusion 
is (United Nations [UN], 2020). The anxiety that disabled people have felt during the 
pandemic has skyrocketed (Office for National Statistics [ONS], 2020). In this context, the UN 
has argued that the coronavirus crisis ‘presents a unique opportunity to design and implement 
disability-inclusive COVID-19 response and recovery, and build more inclusive and accessible 
societies, in consultation with persons with disabilities’ (2020).

Increasing the employment of disabled people in on-screen and off-screen roles should play 
a transformative part in such a response and recovery: in crafting broadcast content which 
records the lived experience of disabled people through this time of crisis, and in mainstreaming 
the presence of disabled people throughout all commissioning and programming, ensuring 
disabled people can utilise their creative, artistic and intellectual potential, not only for their 
own benefit, ‘but also for the enrichment of society’ (Dixon et al, 2018; United Nations 
Convention on the Rights of People with Disabilities [UNCRPD], 2006). 

Television industry revenue in the United Kingdom is worth £16.36bn (Statista, 2019) to the 
country’s economy annually. 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). There is a high price tag for being disabled – an average of £583 a month 
more than non-disabled people, with 1 in 5 disabled people facing extra costs of more than 
£1,000 a month (Scope, 2019). The proportion of working age disabled people living in poverty 
(26%) is higher than the proportion of working age non-disabled people (21%), after housing 
costs have been taken into account (Department for Work and Pensions [DWP], 2020c). Yet the 
total spending power of families in the UK with at least 1 disabled person is estimated at £274 
billion a year (DWP, 2019).   Increasing disability diversity in broadcast, therefore, has a hugely 
important role in implementing an inclusive economic recovery for disabled people. 

The pandemic has dramatically impacted the way we all work. This Full Report on Doubling 
Disability in TV Broadcasting, Employing the change-makers (“full report”), for the Creative 
Diversity Network (CDN) provides a timely opportunity to expedite efforts to double 
disability representation in the broadcasting industry workforce and identify additional 
interventions and reasonable adjustments that will facilitate this change. 

This full report places the broadcasting industry at the forefront of achieving an inclusive 
pandemic response and recovery for disabled people with a more inclusive workforce both on- 
and off-screen.

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).

It also takes an intersectional approach, as endorsed by the UNCRPD (2006), to which the 
United Kingdom is a signatory. In doing this, where possible, it makes recommendations that 
can help to remove the cumulative impact of barriers across on-screen and off-screen career 
pathways where individuals have multiple and intersecting protected characteristics.

Data captured by the Diamond diversity monitoring system and analysed in this report 
show that there has been only a small increase of 0.9 percentage points in the proportion 
of disabled people in off-screen TV production roles, from 4.5% in 2017 to 5.4% in 2020.

If this rate of progress is maintained, it will be 2028 before the Doubling Disability target 
of 9% is met. The industry will not be representative of the UK working age population, 
of which currently 20% are disabled people (Powell, 2021; ONS, 2021a), until 2041 at the 
earliest.

It is essential that our industry employs a workforce of disabled people who are the change-
makers; playing a pivotal role in creating broadcast content which celebrates our identity and 
drives our full inclusion in society. This full report provides a thorough and practical roadmap to 
accelerate TV Broadcasters’ efforts to double the number of disabled people employed on- and 
off-screen in the UK to build a disability inclusive industry and to ensure that the choices we 
make now will serve the industry well into the future. 

Deborah Williams
Executive Director, Creative Diversity Network

https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/articles/coronavirusandthesocialimpactsondisabledpeopleingreatbritain/2020-04-24
https://www.statista.com/topics/3155/television-industry-in-the-united-kingdom-uk/
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/951867/DCMS_Sectors_Economic_Estimates_2018_Employment_report_V2.pdf
https://www.scope.org.uk/campaigns/extra-costs/disability-price-tag/
https://commonslibrary.parliament.uk/research-briefings/cbp-7540/
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Introduction

Doubling Disability seeks to double the percentage of disabled1 workers in off-screen roles in 
broadcasting. Doubling Disability was launched in 2018 and is led by the CDN on behalf of 
the broadcasters BBC, Channel 4, ITV, Sky, ViacomCBS, as well as Pact, ITN, and the wider 
CDN membership. The initiative has created an executive cross-broadcaster taskforce, with 
involvement of disabled people’s organisations (DPOs), DWP and other industry bodies. The 
representation of disabled people in broadcasting is tracked through Diamond. Diamond is 
a single online system used by the aforementioned broadcasters to collect consistent data 
on the diversity characteristics of people who make and appear in the programmes they 
commission and broadcast. 

The project has worked across and through the supply chain – broadcasters, producers, 
freelancers, industry bodies such as guilds, unions and training providers – to increase the 
number of disabled entrants to new and existing roles, as well as supporting the retention 
and career progression of disabled people already working in the industry. It is targeted at 
increasing disabled representation in all off-screen roles across commissioning, production 
and programme support functions. 

Doubling Disability schemes have included training and introduction programmes for 
employers and individual contractors, as well as DPOs working to get more new people into 
the industry. CDN has also run a part-time, industry approved, Doubling Disability Train the 
Trainer programme to help companies and individuals to improve Disability Equality in their 
workplace. This has aimed to drive a culture change in the industry and embed increased 
inclusion of disabled people in the longer-term. CDN’s first research report, by the CAMEo 
Research Institute, provided really important groundwork by reviewing broadcasting’s 
current approach to disability, workforce participation and advancement (2019a). That 
review comprised interviews with broadcasting executives and staff involved in diversity 
and disability initiatives, as well as desk-based analysis.

This full report, Employing the change-makers, builds on that 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, 2020).  It extends the 
material covered in our Interim Report on Doubling Disability (Tidball and Bunting, 2021) 
by providing the wider societal context within which Doubling Disability in TV and Diamond 
data sits. The broader nature of this full report includes the voices of disabled people in the 
industry through direct quotes from the CDN survey respondents and six ‘Career Pathways’, 
describing snapshots of the disabled contributors’ lived experiences of navigating their  

 
1 For the purposes of this report, a person has a disability if that person has (a) a physical or mental impair-
ment, 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 unpub-
lished 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), providing rich quantitative and qualitative data.

on-screen and off-screen career journeys working in TV broadcasting (see Appendix 3)3. 
In turn, these contributions helped to shape the recommendations in both the shorter 
interim report and this full report. The full report is intended to reach beyond broadcast 
TV – to disabled people thinking of entering the industry, broadcast students and their 
course tutors, as well as DPOs and government. To align with research and data in the field, 
this report uses the definition of disability found in Section 6(1)4 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.  

Methodology

This full 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. In doing so, it provides examples of 
good practice and recommendations to take proactive steps to close the employment gap 
for disabled people in the industry. The disabled people’s experiences, recorded in the 
CDN survey, provide a valuable temperature check on where the industry is currently at 
and what barriers and opportunities such individuals still face. The report’s main themes 
covered in the literature review and analysis, which structure the report, are: 

1. Representation of disabled people in the broadcasting industry and beyond: what do 
we know? 

2. Attitudes, awareness and knowledge about disability and disabled people working in TV 
broadcasting.

3. 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’, 
‘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, DPOs, unions and think tanks. 

3 You can also watch them brought to life in our digital focus group.  
4 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 fail-
ure 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/2020/06/Train-the-Trainer-2020-1.pdf
http://creativediversitynetwork.com/wp-content/uploads/2020/06/Train-the-Trainer-2020-1.pdf
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
http://creativediversitynetwork.com/diamond
https://creativediversitynetwork.com/wp-content/uploads/2021/06/Interim-Briefing-Report-on-Doubling-Disability.pdf
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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;

• Examples of current practice, targets set and relevant initiatives.

The full 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 (ibid) and the full 
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 the 
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 (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’ (UNCRPD, 
2006). 

Building back fairer: closing the employment gap in TV broadcast industry 

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 due to its effects on their health, socio-economic 
opportunities and the anxiety they have experienced (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 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 full 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 disabled people, government, 
higher education institutions and other potential partners such as DPOs - and how the 
broadcast industry will engage them in working with the industry to make change happen.

_________________________________________________________
In Focus: The Equality Act 2010 and The United Nations Convention on the Rights of 
Persons with Disabilities (UNCRPD)

Doubling Disability in off-screen broadcast television matters to ensuring the full participation 
of disabled people in our society and in protecting disabled people’s rights under the 
Equality Act 2010 and the United Nations Convention on the Rights of Persons with Disabilities 
(UNCRPD), which the United Kingdom ratified in 2006.

The Equality Act 2010 Definition of Disability Section 6(1) of the Equality Act 2010 
incorporates the definition of disability previously found in the Disability Discrimination 
Act (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; see footnote 1 above). 

The United Nations Convention on the Rights of Persons with Disabilities (UNCRPD)

The UNCRPD emphasises that state parties to it, including the UK, respond to the ‘difficult 
conditions’ faced by disabled people ‘who are subject to multiple or aggravated forms 
of discrimination on the basis of race, colour, sex, language, religion, political or other 
opinion, national, ethnic, indigenous or social origin, property, birth, age or other status’ 
(2009). As the UN Committee have noted, targets on women and girls with disabilities of 
the Sustainable Development Goals, ‘adopt inclusive and targeted measures, including 
the collection of disaggregated data, to prevent multiple and intersectional discrimination 
against women and girls with disabilities, particularly those with intellectual and/or 
psychosocial disabilities, in education, employment, health and access to justice and in 
terms of poverty and violence’ (2017). Therefore, relevant examples will be given where 

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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such multiple discrimination or barriers arise because of the intersection of disability and 
these characteristics in this section. 
 
Article 30 of the UNCRPD is on Participation in cultural life, recreation, leisure and sport. It 
recognises the ‘right of persons with disabilities to take part on an equal basis with others 
in cultural life’, and state parties shall take all appropriate measures to ensure that disabled 
people enjoy access to cultural materials, television programmes, films, theatre and other 
cultural activities in accessible formats. It also requires state parties to take ‘appropriate 

measures’ to enable disabled people ‘to have the opportunity to develop and utilize their 
creative, artistic and intellectual potential, not only for their own benefit, but also for the 
enrichment of society’. Importantly, it recognises that disabled people should be ‘entitled, 
on an equal basis with others, to recognition and support of their specific cultural and 
linguistic identity, including sign languages and deaf culture’.  

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 (Powell, 2021; ONS, 2021a), 
Diamond data has shown that disabled people are still severely underrepresented in both 
on- and off-screen roles in broadcasting (CDN, 2017; 2018; 2019; 2020; 2021). More needs 
to be done to understand how the changing number of disabled people in the labour force 
is replicated in the broadcasting industry and how this industry compares to other creative 
industries. This section looks at broader trends and compares them, where relevant, with 
what this report’s analysis of Diamond Data shows about the broadcasting industry. It has 
four parts: a) Brief overview of wider labour force trends; b) Overview of representation of 
disabled people in the Creative Industries; c) Analysing the Diamond data set; and d) How 
others are collecting and reporting on the extent to which disabled people are represented 
across the creative workforce. 

As noted in the introduction (see also footnote 1), to align with research and data in the 
field, this report uses the definition of disability found in Section 6(1) of the Equality Act 
2010. Therefore ‘working age disabled people’ includes people aged 16-64 who have 
a long-term physical or mental health condition that affects their day-to-day activities. 
This includes people with autism and learning disabilities. The focus on the working age 
population aged 16-64 aligns with the age range covered by the ONS in Labour Force 
Survey data and follows internationally-agreed guidelines set out by the International 
Labour Organisation (ILO). However, the broadcasting industry has experience in employing 
a wider age range of people in on-screen roles as presenters, actors and key contributors. 
While people working off-screen are likely to fall within the working age bracket, those 
working on-screen are likely to reflect a wider age range, from children through to pension-
age adults. The difference in the age range of people in off-screen and on-screen roles may 
help to explain differences in disability representation off-screen and on-screen, and this is 
considered in more detail in section 1c below. 

a) Brief overview of wider labour force trends

Wider labour force trends show that the prevalence of working aged disabled people has 
increased over the last decade. 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 (DWP & Department for Health and Social Care [DHSC], 2020). Indeed, 
DWP and DHSC analysis states that ‘the employment rate for disabled people has increased 
even faster than the trend in the overall employment rate’ (2020: 11). Importantly, the 
DWP and DHSC analysis of the employment of disabled people shows us that ‘distribution 
of disabled and non-disabled workers across industries is broadly similar’ (2020: 18). Thus, 
where there may be gaps in data on the broadcast industry, this report applies learning 
from the Labour Force Survey and other creative industries in proposing solutions to 
increasing the employment of disabled people in this industry (see Section b) below.

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
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There are 8.4 million disabled people of working age in the United Kingdom, which is 20% 
of the general working age population (ONS, 2021a; Powell, 2021). However, House of 
Commons Briefings report shows that only 4.4 million (52.3%) of working age disabled 
people were in employment, compared to 81.1% of people who were not disabled in 
2020 (Powell, 2021; ONS, 2021a). This represents a 3.3% drop in the employment rate 
of disabled people of 54.1% reported the previous year. This is a higher drop than the 
1.3% reduction in the employment rate of non-disabled people, down from 82.2% the 
previous year (Powell, 2021). A disability employment gap of 28.8% remains between 
the employment rate of disabled people compared with non-disabled people (ibid). The 
employment rate gap between disabled and non-disabled people increases with age but 
disabled women have a similar employment rate to disabled men.  

The employment rate gap between disabled and non-disabled employees has decreased 
over the last three decades, but it remains significant. That is why initiatives to increase 
the employment rate of disabled people across the labour force are still vitally important. 
The Voluntary Organisations Disability Group report provides a useful overview on closing 
the disability employment gap, and emphasises the need for government to create more 
specialist support, ‘from specialist job advisors who can help someone secure work to in-
work job coaches who can help them sustain it’ (VODG, 2016: 8). Building on this, there 
is a real opportunity for broadcasters to better utilise their in-house HR Business Partners 
and to upskill in-house occupational health workers to provide tailored workplace support 
for disabled on- and off-screen roles, including those freelancers working on productions 
the broadcaster commissions. This would mirror learning from the NHS in the action plans 
carried out following their Workplace Disability Equality Survey (see NHS, 2019: 49-52).

The DWP and DHSC analysis of employment trends shows that disabled people in part-
time employment were twice as likely to move out of work as disabled people in full-time 
employment (2020). Similar proportions of working disabled people (15%) are in self-
employment, when compared with non-disabled people (14%) (ONS, 2019b).  However, 
20.6% of 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, 2019b). Creative Skillset estimated that in 2014, 39% of 
the TV workforce was freelance (not employed on a contract of 365 days or more at the 
time of the survey) with the remaining 61% being permanent staff (Creative Skillset, 2015: 
8). The survey also estimated that freelancers in the TV workforce were slightly more likely 
than permanent staff to have a disability (6% compared to 4%) (ibid: 14). The TV broadcast 
industry may, therefore, have a relatively high proportion of disabled freelance/self-
employed workers, and it will be important to increase full-time opportunities for disabled 
people in the industry and to better support disabled people to navigate on-screen and off-
screen career and employment pathways, as recommended below (see Section 3. b) iii)). 

Over half of working-age disabled people in work have only one health condition (DWP 
& DHSC, 2020). Only 7% of working-age disabled people in work have five or more health 
conditions, whilst ‘this group made up almost 15% of all working-age disabled people’, 
a potentially worrying trend which indicates employers may not be doing enough to 
accommodate disabled people who have multiple and intersecting impairments (ibid). 

Labour Force Survey data shows important differences in employment rates for different 
impairment types (ONS, 2019b). The Annual Population Survey (APS) showed that the most 
common main health condition reported by disabled people was depression or anxiety, but 
disabled people with a musculoskeletal main health condition had a higher employment 
rate than those with a mental health condition (ONS, 2019a). This APS finding is reflected 
in the Doubling Disability Survey Findings Report data. It found that musculoskeletal 
conditions and learning/cognitive impairments were most often reported by survey 
respondents and ‘[o]ne third of respondents reported more than one condition’ (CAMEo, 
2020: 6). There may be particular difficulties in accessing appropriate healthcare and 
employment support for those with mental health conditions. The different employment 
rates across different impairment types tells us that a variety of interventions and 
reasonable adjustments may be needed to remove barriers to securing and maintaining 
employment in the broadcast industry.

Labour Force Survey data demonstrate that disabled people moved out of work at a faster 
rate if their main health condition was a progressive illness, but moved into work at a 
faster rate if their main health condition was depression or anxiety (ONS, 2019a&c). This is 
an important reminder that disability is ‘dynamic’ (Burchardt, 2000) rather than static, in 
both people’s experience of their impairment and the barriers they face in society which 
lead to increased disablement. Consequently, recommendations around tailored diversity 
policies, interventions5 and reasonable adjustments6,  need to recognise the ‘intermittent 
or fluctuating’ nature of disability and what needs to be done to support disabled people in 
moving into, maintaining and progressing in employment. 

Across all working-age disabled people, ‘disabled people moved out of work at around 
twice the rate, and moved into work at around one-third of the rate, of their non-disabled 
counterparts’ (ONS, 2019a; DWP & DHSC, 2020: 20). However, there are some variations  
across disabled people’s intersecting individual protected characteristics. APS data showed 
that, in general, ‘women moved out of work at a faster rate than men for both disabled and 
non-disabled people’ but ‘there was no difference in rates of movement into work between 
men and women’ (ibid). This suggests that the TV broadcast industry may need to consider  
specific diversity policies, interventions and reasonable adjustments to support disabled 
women to sustain employment. There are no ONS data on the differences between Black 
or Asian Minority Ethnic disabled and non-disabled people in terms of movements into and 
out of work, or for the disabled LGBTQ+ population. In terms of age, disabled people aged 
16-24 years and the older age bracket (50-64), were more likely to move out of work than 
those aged 25-34 or 35-49 years. 

The higher the qualification a disabled person has, the more likely they were to have 
moved into work and less likely to have left employment from one year to the next (ONS, 
2019a; DWP & DHSC, 2020). This report looks at learning from career access programmes 
in sectors like law to produce recommendations around broadcasters working much earlier 
with schools and further education colleges to develop syndicate courses on access 
 
 
5 See Section 3. a) below for discussion on explicit and implicit diversity policies and empowering vs transfor-
mative interventions.
6 See Section 3. b) i)below. 
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to broadcasting, as suggested below. Similarly, disabled people are less likely to work 
in higher-skilled occupations, with 12.4% of disabled workers employed in elementary 
occupations, compared with 10.0% of their non-disabled counterparts, and less likely to 
work in the three highest-skilled occupations (managers, directors and senior officials; 
professional; and associate professional and technical occupations). CAMEo survey data 
indicates that disabled people working in TV broadcasting are likely to be well qualified: ‘[f]
our out of five respondents held degree-level qualifications, and 50% of respondents had 
completed professional qualifications or formal training directly related to broadcasting’ 
(2020: 7). 

More research is needed to understand the intersection between disability, class and 
education. Work is already being done to address the barriers to entering the broadcast 
industry for those facing socio-economic disadvantage. However, it is not clear whether 
those barriers are even greater for those who are also disabled. In other words, is there a 
compound disadvantage for disabled people entering the broadcast industry with lower 
education-attainment and/or lower socio-economic status as compared to the non-
disabled general population with the same level of education and socio-economic status? 

There are opportunities for the broadcast industry to adapt its strategic work aimed at 
tackling class representation to better support disabled people: 

• ensure Access to Broadcast Schemes by targeting talented disabled people with a range 
of skill levels and educational attainment; 

• work with Further Education Colleges to target Access to Broadcast initiatives earlier on 
in the education pathway; 

• be proactive about measures to increase career progression and recruitment for 
disabled people to more senior roles in television both on- and off-screen (see below).  

_________________________________________________________
In focus: barriers facing disabled people and their changing experience of their 
impairments

It must be remembered that there is a complex relationship between a disabled person’s 
lived experience of their impairment and the disablement experienced by society, 
including employers, in making reasonable adjustments to remove barriers and enable full 
participation of disabled people. While proponents of the ‘strong social model’ severed 
the link between impairment and disablement to turn ‘attention away from the personal 
tragedy model of impairment to the public problems of disablism’ (ibid), Disabled Feminists 
(see French, 1993; Crow, 1996; Morris, 1991) argue that excluding analysis of impairment 
causes a number of problems. First, it ignores the ‘reality’ of ‘impairment effects’ such 
as pain and tiredness which are intrinsically disabling. Second, it leaves a ‘vacuum’ which 
decontextualises the lived experience of disability (Goodley, 2011) failing to recognise that 
impairments are ‘an embodied experience shaped by culture’ (Hughes & Paterson, 1997). 
Indeed, ‘in any real social setting, impairment and disablism are thoroughly intermeshed 
with the social conditions that bring them into being’ (Thomas 2007; see Goodley, 2011: 
29-30). Thus, perceiving the relationship between the two provides insights into how the 

individual lived experience of having an impairment interacts with barriers to full
participation in society, enabling an ‘iterative process of identifying, understanding and 
removing obstacles to resources’ (Baldry et al, 2011: 32-33). 

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

In 2019, the Department for Digital, Culture, Media and Sport (DCMS) Sectors contained 
5.3 million filled jobs, accounting for 15.7% of all UK jobs, with the Creative Industries being 
the largest individual sector (2.1 million), followed by Digital (almost 1.6 million). Between 
2011 and 2019 the number of jobs in the Creative Industries grew by 34.5%, three times 
the UK-wide average job growth rate of 11.4% (DCMS, 2019). 

Figure 1 shows the proportion of jobs in the creative and cultural sectors, between 2017 to 
2020, that were filled by people defined as having a disability under the Equality Act 2010 
definition of disability, using DCMS Sectors Economic Estimates (DCMS, 2021). Disability 
representation has increased since 2017 in all UK sectors and in the Creative Industries, the 
Digital Sector and the Cultural Sector. However, in 2020, representation of disabled people 
in the creative and cultural sectors was still below the proportion of the working-age 
population who were disabled. Further, while the proportion of creative and cultural sector 
jobs filled by disabled people increased steadily from 2017 to 2019, it remained constant 
or declined between 2019 and 2020. This may be an early indication of the effect of the 
COVID-19 pandemic on the employment of disabled people in the UK. The proportion 
of jobs in the Film, TV and Music subsector (part of the broader Cultural Sector) filled by 
disabled people was 11.2% in 2020, down from 12.3% in 2019 (ibid).

Figure 1: Proportion of jobs filled by disabled people in creative and cultural sectors, 2017-2020, based on 
DCMS Sectors Economic Estimates

https://www.gov.uk/government/statistics/dcms-sectors-economic-estimates-2019-employment/dcms-sectors-economic-estimates-2019-employment
https://www.gov.uk/government/collections/dcms-sectors-economic-estimates
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Within the creative and cultural sectors, there are organisations that collect or produce 
their own data on disability representation in particular creative or cultural fields. These 
exercises tend to result in lower estimates of disability representation than the sector-wide 
estimates provided by DCMS. For example, in 2016 the Arts Council reported that just 
4% of the workforce of its National Portfolio Organisations self-defined as disabled (Arts 
Council England, 2018). The Annual ScreenSkills Assessment 2018-19 used Labour Force 
Survey data to estimate that 10% of the ‘screen industries’ workforce had a work-limiting 
health problem/disability, where screen industries were defined as including film and TV 
production and distribution, TV programming and development and publishing of games 
(ScreenSkills 2019). Outside the creative industries, the NHS Workforce Disability Equality 
Standard (WDES), provides the first national review of the workplace representation and 
career experiences of disabled staff (2019). Overall, 3.6% of the non-clinical and 2.9% of the 
clinical workforce had declared a disability through their NHS Electronic Staff Record (ibid).

Within the TV broadcast industry itself, there are different ways of researching and 
estimating disability representation. The main broadcasters collect diversity information 
on their UK-based employees, which is aggregated by Ofcom. Ofcom’s latest report on 
the workforce diversity of UK broadcasters concluded that disabled people are under-
represented at all organisational levels, making up just 7% of TV employees overall 
(Ofcom, 2020). Using a different methodology, Creative Skillset’s 2014 Workforce Survey 
estimated that 5% of people working in TV had a disability (Creative Skillset 2015: 4,24).
Different data collection exercises are designed to answer different research questions. 
They vary in scope and coverage and use different methodologies, making them difficult 
to compare. However, the overall pattern observed across studies in this field suggests 
that disability representation may be lower in the TV industry than in the wider Creative 
Industries. This implies that there is potential to increase disability representation in TV, 
and this was reflected in the finding of the CAMEo Doubling Disability Survey (2020) that 
disabled workers are ‘looking for more broadcasting work, which suggests the supply of 
labour needed to fulfil the Doubling Disability commitment exists’ (ibid: 4). However, the 
disproportionate effects of the COVID-19 pandemic on the health and social and economic 
opportunities of disabled people will no doubt increase the scale of the challenge (see 
Eikhof, 2020). The varying estimates of disability representation in different creative 
and cultural fields reinforce the need for long-term, consistent data on the diversity 
characteristics of people working in clearly-defined subsectors. Such data is provided for 
TV production by Diamond, and the next section analyses Diamond data to understand 
progress in increasing disability representation across UK TV production since the survey 
began in 2017. 

c) Analysing the Diamond data set   

Article 31 of the United Nations Convention on the Rights of Persons with Disabilities on 
statistics and data collection spells out the importance of institutions collecting ‘appropriate 
information, including statistical and research data, to enable them to formulate and 
implement policies’ (United Nations, 2006). Diamond represents a major commitment by  
and collaboration between BBC, ITV, Channel 4, ViacomCBS and Sky to collect the 
information required to expand diversity and inclusion within broadcasting.

Diamond collects data on the diversity characteristics of cast and crew working on UK 
original productions commissioned by the five broadcasters. Production companies are 
required to enter the details of each person or ‘contributor’ who works or appears on their 
programmes. Contributors are then invited via email to complete a Diamond diversity 
form. Once a diversity form has been completed by the contributor, the diversity details 
within it are matched to each programme where that contributor works or appears. 
This enables Diamond to report on the diversity of both individual contributors and 
programme contributions, where a single contributor can make multiple contributions to 
TV programmes broadcast in any given year.

Four years of Diamond data are now available. The first year, 2017, covers the diversity of 
contributors working on TV programmes broadcast between August 2016 and July 2017. 
The most recent year, 2020, covers TV programmes broadcast between August 2019 and 
July 2020. Full details of the Diamond methodology are available in the technical account 
accompanying the 2020 Diamond report (CDN, 2021a). 

A key strength of Diamond is its large sample size. In 2017, there were 5,904 completed 
diversity forms, representing a response rate of 24%. By 2020, the sample had risen to 
36,503, representing a response rate of 29%. The large number of individuals taking part in  
Diamond allowed many of the estimates presented in this report to be calculated with a 
high degree of precision. 

Previous Diamond reports noted that the estimates of disability representation produced 
by Diamond may be subject to non-response bias: that is, the proportion of people working 
in TV production who are disabled may be underestimated (or overestimated) because 
disabled people may be less (or more) likely to complete a Diamond diversity form than 
non-disabled people (CDN, 2021b). The broader question of disclosure of disability to 
employers is considered in section 2c. Here it is noted that similar data collection exercises 
carried out by other organisations may also be subject to non-response bias, to varying 
degrees, making it even more difficult to compare estimates of disability representation in 
TV production with estimates in other industries. However, the proportion of people who 
choose to complete a Diamond diversity form has been stable since 2017, and is consistent 
across broadcasters and genres. This means that Diamond can make valid comparisons 
between different groups within the sample, and this report can be confident in its 
Diamond estimates of the differences in disability representation between broadcasters, 
between genres and over time.

i) Has representation of disabled people in off-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 of 
TV programme contributions that are made by disabled people.

Table 1 (see Appendix 1) shows that in 2017 there were 3,740 diversity forms from 
individuals working in off-screen roles. Of these individuals, 4.5% reported themselves 
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as disabled. In 2020, there were 14,365 diversity forms from individuals in off-screen 
roles, of which 5.4% reported themselves disabled. These data provide evidence of a 
significant increase in the proportion of people working in off-screen TV production who 
were disabled between 2017 and 2020 (p-value=0.03). The report’s best estimate of the 
increase is 0.9 percentage points, and there is 95% confidence that the ‘true’ increase in 
the proportion of disabled people working in off-screen roles was between 0.1% and 1.7%. 
An absolute increase in disability representation of 0.9 percentage points is equivalent to a 
20% relative increase in the proportion of disabled people in off-screen roles since 2017. 

Thus, the analysis showed an increase between 2017 and 2020 in the proportion of people 
working in off-screen roles who were disabled, and it is unlikely that the increase observed 
was due to chance. The estimated increase of 0.9 percentage points is small in magnitude 
relative to CDN’s target to double representation of disabled people in off-screen roles from 
4.5% to 9% (an absolute increase of 4.5 percentage points, equivalent to a relative increase 
of 100%). However, the proportion of people working in off-screen TV production who 
were disabled increased steadily from 2017 to 2020, as shown in Figure 2, and there is an 
opportunity for the Doubling Disability initiative to work to maintain and ideally accelerate 
this trend in the coming years.

Figure 2 also shows that the estimated proportion of the on-screen TV workforce who were 
disabled rose from 6.8% in 2017 to 7.9% in 2018, and remained at this level until 2020. 
Representation of disabled people is higher on-screen than off-screen, and the same is true 
for representation of people who are transgender, those aged 50 and over and people who 
are Black, Asian or from another minority ethnic group (CDN, 2021b). It would be useful 
to explore these differences in on-screen and off-screen representation further, and to 
understand why off-screen environments tend to be less diverse. As noted earlier, it may 
be that the on-screen workforce covers a wider age range than the off-screen workforce, 
and that older people in on-screen roles are more likely to have a disability; conversely, 
genres such as children’s television may increase the representation of disabled people in 
younger age categories. It is also possible that previously broadcasters have focused more 
on promoting on-screen diversity than on diversifying the off-screen workforce.

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

Further encouragement is provided by the increase in the proportion of both on-screen 
and off-screen contributions made by disabled people, as shown in Figure 3. While this 
report focuses on the proportion of disabled individuals working in TV production, it 
is important to check that those individuals are employed in ways that enable them to 
make a proportionate contribution to TV production, and not in minor roles with limited 
opportunities. The estimated proportion of off-screen contributions made by disabled 
people rose from 5.0% in 2017 to 5.8% in 2020, while 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. Nonetheless, 
if just 8.2% of on-screen contributions are made by disabled people then the 22% of the 
overall UK population who are disabled (DWP, 2021) are a long way from seeing themselves 
reflected in a representative way within TV programmes shown by the main broadcasters.  
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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.

In terms of change since 2017, 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, p=0.02) and in the proportion of people in off-screen roles reporting 
a long-term illness or condition (from 0.4% in 2017 to 0.8% in 2020, p=0.01).

The impairments reported by disabled people working in off-screen broadcasting can be 
compared with the impairments reported by the overall disabled working-age population 
using data from the Annual Population Survey (ONS, 2019a). As described above, in 
2018/19, the main health conditions most commonly reported by disabled people of 
working age were musculoskeletal conditions (around 30% of disabled people) followed 
by mental health conditions (24%). The proportion of disabled people reporting a learning 
difficulty as their main health condition was much lower, at around 2.5%, and disabled 
people with a learning difficulty had the lowest employment rate of all disabled people 
(DWP & DHSC, 2020).

It is therefore surprising that learning and cognitive disabilities are the most common 
impairment types reported by people working in off-screen broadcasting roles. The 
Doubling Disability initiative could carry out further investigation to understand why people 
with learning and cognitive disabilities have been relatively successful in securing work 
in off-screen broadcasting. Variation in representation by impairment type tells us that a 

variety of reasonable adjustments or interventions may be needed to remove barriers to 
sustaining and maintaining employment. 

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)

iii) How does representation of disabled people in off-screen TV production vary by 
broadcaster?

Data on disability representation by broadcaster has been available since 2018, and is 
summarised in Figure 5. 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 
(with a 95% confidence interval given by the range 5.4-7.0%). There was evidence that in 
2020 the proportion of people in off-screen roles who were disabled was higher at Channel 
4 than at Sky (4.1%, 95% CI 2.9-5.3%) and at ITV (3.6%, 95% CI 2.8-4.4%).

Off-screen disability representation was also relatively high at the BBC at 5.5% in 2020. 
There is evidence that in 2020 the proportion of people in off-screen roles who were 
disabled was higher at the BBC (5.5%, 95% CI 5.0-6.0%) than at ITV (3.6%, 95% CI 2.8-4.4%). 

Between 2018 and 2020, the largest increase in off-screen disability representation was 
at ViacomCBS, where the proportion of disabled people in off-screen roles rose from 4.6% 
in 2018 to 5.1% in 2019 and 5.2% in 2020, an overall increase of 0.6 percentage points in 
absolute terms, or 13.0% in relative terms. The absolute (and relative) increases in off-
screen disability representation over two years were 0.6 percentage points (12.2%) at the 
BBC, 0.4 percentage points (12.5%) at ITV, 0.3 percentage points (7.9%) at Sky and 0.2 
percentage points (3.3%) at Channel 4.
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Figure 5: Estimated proportion of people working in off-screen TV production who were disabled, by 
broadcaster, 2018-2020 (data not available for 2017)

The picture of on-screen disability representation by broadcaster is less clear, as shown 
in Figure 6. In 2020, the proportion of the on-screen workforce that was disabled was 
estimated to be highest at ViacomCBS (9.3%, 95% CI 8.2-10.4%), followed by Channel 4 
(8.1%, 95% CI 7.4-8.8%) and the BBC (8.0%, 95% CI 7.5-8.5%). There was evidence that on-
screen disability representation in 2020 was higher at these three broadcasters than at ITV, 
where the estimated proportion of the on-screen workforce that was disabled was 5.7% 
(95% CI 4.9-6.5%).

Figure 6: Estimated proportion of people working in on-screen TV production who were disabled, by 
broadcaster, 2018-2020 (data not available for 2017)

The data tables accompanying the most recent Diamond report7 show that in 2020, 
Channel 4’s programmes were estimated to have the youngest off-screen workforce and 
the most diverse in terms of ethnicity, sexual orientation and gender identity, as well 
as disability. It would be useful to explore differences in disability representation across 
the broadcasters in more detail, and to document the approach taken by independent 
production companies commissioned to produce pragrammes for Channel 4 to understand 
what appears to be making them work with/commission more diverse crews.  

iv) How does representation of disabled people in off-screen TV production vary by 
genre?

In 2020 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. These 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?

There was strong evidence that in 2020, disabled people were less well represented 
in senior off-screen TV production roles compared to non-senior roles (p=0.003). 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%. The ‘true’ difference 
in disability representation in senior and non-senior roles is likely to lie between 0.4% and 

7 See https://creativediversitynetwork.com/wp-content/uploads/2021/01/4th-cut-full-data-release-FI-
NAL-270121.xlsx 

https://creativediversitynetwork.com/wp-content/uploads/2021/01/4th-cut-full-data-release-FINAL-270121.xlsx
https://creativediversitynetwork.com/wp-content/uploads/2021/01/4th-cut-full-data-release-FINAL-270121.xlsx
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2.0%. This reflects the wider labour force trend that disabled people are less likely to work 
in higher-skilled occupations (DWP & DHSC, 2020).

Diamond provides estimates of the proportion of people working in a range of key off-
screen roles who were disabled, as shown in Figure 8. There was evidence that in 2020 
the proportion of Production Executives who were disabled (9.1%, 95% CI 5.5-12.7%) was 
higher than the proportion of Executive Producers who were disabled (3.6%, 95% CI 2.5-
4.7%). Further differences in the proportions of disabled people in different role types may 
be due to random variation.  

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

Diamond data from 2017 to 2020 indicate that disability representation in TV production is 
heading in the right direction. Broadcasters can be encouraged by evidence of an increase 
in the proportion of people working in off-screen roles who were disabled, estimated to be 
4.5% in 2017, rising to 5.4% in 2020, an estimated increase of 0.9 percentage points or 20% 
over three years. This was accompanied by an estimated increase of 1.1 percentage points 
in the proportion of the on-screen workforce who were disabled, from 6.8% in 2017 to 
7.9% in 2020.

However, progress is slow, particularly in relation to 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; and 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 population remains at 
20%). 

This full 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, DPOs 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. 

Diamond offers UK broadcasters a powerful tool for tracking diversity in TV production 
and highlighting what might be effective interventions to promote inclusivity. This report 
suggests several avenues for further exploration:

• Why is there greater diversity in TV production on-screen compared to off-screen?
• Why are disabled people with learning or cognitive disabilities relatively well 

represented in off-screen roles? Are different interventions required to remove barriers 
and create opportunities for people with different impairment types?

• Why are some broadcasters more successful than others in employing disabled people 
in off-screen roles?

• What can be done to boost the low representation of disabled people in senior off-
screen roles?

Diamond already provides an important baseline to understand employment trends in the 
broadcast sector, and there are opportunities to strengthen the dataset further. Increasing 
the response rate, and therefore the sample size, would enable stronger conclusions to be 
drawn about variation in disability representation across genres and role types. It would be 
of great value if Diamond data could be analysed to capture the intersection of disability 
with other characteristics – for example, do disabled men and disabled women have 
different employment experiences within TV production? 

Ofcom explains that the ‘diversity of the broadcast industry relies not just on broadcaster 
employees but also on the huge number of freelancers who work for independent 
production companies’(2019). Others in the creative industry are beginning to capture 
data on the number of freelancers and the extent of short-term contracts (see Arts Council 
England, 2018) and the Doubling Disability Survey Report Findings provide sobering 
data on how widespread these contracts are amongst disabled off-screen employees 
(CAMEo, 2020; see below). Diamond diversity forms could collect additional data on the 
employment status of respondents, enabling analysis of the extent to which disabled 
employees work part-time or as freelancers.  

Diamond data has been described as a ‘game changer’ (CDN, 2017: 3). As the unpublished 
CAMEo survey notes, improved data should make industry interventions more effective, 
and help identify disability-inclusive job roles and employment patterns, and the 



Employing the change-makers 26 Employing the change-makers 27

intersection of disability with class, gender, race or career stage (2020: 4). However, whilst 
the role of data is important, ‘data initiatives do not in themselves transform the practices 
from which a lack of diversity arises’ and should not ‘divert attention – and resources – 
from initiatives that transform exclusionary industry practices in themselves’ (Newsinger 
and Eikhof, 2020: 11). It will be important for Doubling Disability to continue to connect 
measurement to action, and to robustly evaluate and compare the effectiveness of 
different interventions to increase the employment and inclusion of disabled people within 
TV production.

d) How are others collecting and reporting data on the extent to which disabled people 

are represented across the creative workforce?

This report places 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 (DRUK) report 
provides a list of additional questions which could  be used to ‘establish a base-line for 
monitoring and targets for progression’ (2018); and additional questions, not already 
covered by Diamond, are:

• What proportion of newly recruited staff are disabled?
• What proportion of staff leave due to disability?
• What is the size of the disability pay gap?
• What is the disability gap in part-time 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?
• How many disabled people are involved in organisational decision-making?’ (DRUK, 

2018: 4)
Where relevant, these have been incorporated in our recommendations below. 

Diamond is a comprehensive data set. However, in reviewing other sectors beyond the 
creative industries, the NHS Workforce Disability Equality Standard (WDES) emerges as ‘one 
of the best UK examples of how disability employment data can be captured across a range 
of metrics’ (CSJ, 2021: 95). The NHS WDES collects data across ten metrics, including career 
progression, pay, adequacy of workplace adjustments and board representation (2021). 
This enables NHS organisations to compare the workplace and career experiences of 
disabled and non-disabled staff. This is wider than the current remit of Diamond data and 
could be used as a framework to extend this data set. 

On career progression, the NHS WDES includes data capture on the relative likelihood of 
non-disabled staff being appointed from shortlisting across all posts, compared to disabled 
staff (Metric 2). The granularity of this may be difficult for production companies to capture 
across individual productions in Diamond reporting but is something that TV Broadcast 
Channels should apply across their workforce surveys. The percentage of disabled staff 

compared to non-disabled staff experiencing harassment, bullying or abuse from managers 
and other colleagues (Metric 4a) is also something which is captured by the NHS WDES 
(2020), along with the percentage of disabled staff that felt pressure from their manager 
to come to work, despite not feeling well enough to perform their duties (Metric 6). Also 
captured are the perception of equal opportunities for career progression or promotion 
among disabled employees (Metric 5) and the extent to which they are satisfied that their 
organisation values their work (Metric 7). As we shall see below (Section 2), there is a 
significant perception gap towards the disabled population in the UK and negative attitudes 
towards disabled people in the TV broadcast industry remain significant barriers to career 
entry and progression (Ellis, 2016; CAMEo, 2021). In order to compare data with the first 
Doubling Disability Research Report by CAMEo (2018), in future, it would be worthwhile for 
Diamond to consider a deep-dive into areas covered in NHS WDES Metrics 4a, 5, 6 and 7, 
especially to monitor the impact of the Doubling Disability initiative on attitudes towards 
disabled employees in the sector. 

Further, within the creative industries, 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 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 role 
of the disability pay gap in the broadcast sector is a significant gap in current available data. 
The CSJ 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 (ibid).

London had the widest disability pay gap at 15.3% (ibid). This has interesting implications 
in the context of a London-centric TV broadcast and production workforce. On the issue 
of the regional pay gap, a disabled female film researcher interviewed by Wing Fai et al 
(2015) recounted that rather than the additional disability-related costs of her disability, 
it was the inability to move to London that held back her career. The twin pressures of 
her childcare commitments and financial position would have continued to prevent her 
from networking and ensuring that she got herself ‘known to get those offers of work’, 
even if there had been a significant improvement in industry culture and accessibility. Far 
from indicating that this change is not needed, it shows how important it is for multiple 
and intersecting characteristics to be perceived to achieve change and understand where 
multiple-discrimination creates additional barriers for disabled people in the industry. 
Location and class can also combine to make it less likely that young people from less well-
off localities aspire to work in the creative industries (Allen and Hollingsworth, 2013). This 
is an important reminder that there is much opportunity for the Broadcast industry to learn 

https://www.artscouncil.org.uk/our-data/our-npos-and-annual-data-survey#section-2
https://www.artscouncil.org.uk/our-data/our-npos-and-annual-data-survey#section-2
https://www.bfi.org.uk/inclusion-film-industry/diversity-inclusion-how-were-doing
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/articles/disabilitypaygapsintheuk/2018#main-points
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/articles/disabilitypaygapsintheuk/2018#main-points
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from Higher Education’s targeted access work on students living in neighbourhoods where 
there is low-participation in higher education and those living in areas of socio-economic 
disadvantage (see University of Oxford, 2020). 
 
The BBC has published a report on its disability pay gap on an annual basis since 2017 and 
Channel 4 published its first ever disability pay gap figures in 2019 (Ofcom, 2019a; Channel 
Four Television Corporation, 2020). The BBC reports a median disability pay gap of 4.0%, 
which has increased by 0.4% since 2020 (from 3.6%) and a mean disability pay gap of 5.6%, 
which has increased by 0.7% since 2020 when it was 4.9% (2021). The report does not 
provide an explanation of factors which have led to the increase and this change comes 
after a consistent period of it narrowing in previous years. Their 2020 report had previously 
showcased their ‘Disability Passport’ and BBC Elev8 programme, to support production 
talent into roles that support their career development and accelerate change across the 
industry (BBC, 2020: 7), but no direct analysis is given on whether these interventions had 
facilitated narrowing the disability pay gap in previous years. The Channel 4 Television 
Corporation Pay Report 2020, records a ‘considerable increase in its mean disability pay 
gap, from -0.4% in 2019 to 12.6% in 2020’ (2020: 19). However, the median pay gap has 
‘decreased, from 7.6% in 2019 to 5.2% in 2020’ and the broadcaster notes ‘this suggests 
that the distribution of employees with disabilities has improved overall (ibid). 

Other industries are beginning to collect this data and go beyond government requirements 
to produce their own pay gap reports. On the basis of the literature, therefore, it would be 
helpful for Diamond to be extended to prioritise collecting data on the proportion of staff 
who leave work early on a production due to disability discrimination (see recommendation 
below), the size of the disability pay gap and how many disabled people are involved in 
organisational decision-making. The other questions are better covered in a survey of the 
industry every five years, building on the baseline provided by the questions asked through 
the Doubling Disability Survey (CAMEo, 2020). 

_________________________________________________________
Recommendations:

1. 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:

a. ‘links between job role, career stage and condition/impairment: to identify 
existing inclusive practice and areas most in need of intervention;

b. 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;

c. links between experiences of inequalities in access and career support and 
career stage/seniority; 

d. how disability and other diversity characteristics such as race, class or 
gender intersect’ (CAMEo, 2020: 20-1). 

2. Broadcasters and Diamond should consider collecting data on the following 
questions, where not already collected:

a. What proportion of newly recruited staff are disabled people?
b. What proportion of disabled staff say that their employer has made 

adequate adjustment(s) to enable them to carry out their work?
c. What proportion of disabled staff leave due to disability discrimination8 they 

face in the workplace? 
d. What is the size of the disability pay gap?
e. What is the disability gap in part-time work, in freelance work, in career 

progression and in wellbeing at work?
f. What is the disability gap in job quality, skill under-utilisation and job 

satisfaction?
g. How does the organisation compare with the sector or the locality? (DRUK, 

2018: 4; NHS, 2020)
3. Broadcasters should produce a joint strategic action plan on how to narrow the 

pay gap for disabled employees and workers.

Conclusion

Ofcom has already asked broadcasters focused questions on the challenges and 
opportunities that have arisen from the pandemic, with the goal of regrouping and 
rebuilding with diversity and inclusion at its core (2020: 7). Research by the House of 
Commons Library on the impact of the coronavirus pandemic on employment found that 
there was a slight fall in the employment rate and a small increase in the inactivity rate for 
disabled people from January-March 2020 and April-June 2020 (Powell, 2021: 4). However, 

8  This includes indirect discrimination under Sections 13, 14, 19, and direct discrimination under Section 15 
of the Equality Act 2010. 
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Diamond Data published earlier in 2021 said that the full impact of COVID-19 on diversity in 
TV productions will not be understood until the next report in 2022 (CDN, 2021: 5) and 
Ofcom’s report on disability workforce figures are from a 2019/20 pre-pandemic period. 
Consequently, it is not currently possible to compare the impact of the pandemic on the 
employment rate of disabled people in the general population with the equivalent rate in 
TV broadcasting. Nevertheless, it will be important to understand the impact of this data 
when it does become available.

This report’s 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 until 2028 at the earliest - nearly a decade - to double disability 
in the industry to 9%. Even then, the number of disabled people working in TV would be 
less than half of the number of working-age disabled people in the general population in 
the UK, currently at 20% (Powell, 2021; ONS, 2021a). If this rate of progress is maintained, 
the broadcast industry will not be representative of the UK working age population for a 
generation - until 2041 at the earliest.

The broadcast industry must seize this opportunity to employ the change-makers and 
broadcast the change. Doing so will benefit all of us. Doing so will also contribute towards 
achieving a number of the United Nation’s 2030 Sustainable Development Goals (SDGs) 
-  the blueprint to achieve a better and more sustainable future for all in addressing the 
global challenges we face (UN General Assembly, 2015). This includes Decent Work and 
Economic Growth (Goal 8), Reduced Inequality (Goal 10), and Peace, Justice and Strong  
Institutions (Goal 16). Promoting sustained, inclusive and sustainable economic growth, full 
and productive employment, decent work and equal pay for work of equal value, includes 
achieving the target for all persons with disabilities by 2030 (UN General Assembly, 2015; 
UN Department of Economic and Social Affairs Sustainable Development, 2015). 

SECTION 2. Attitudes, awareness and knowledge 
about disability and disabled people working in TV 
broadcasting

_________________________________________________________
In Focus: UNCRPD Article 8, Awareness-raising

Under this article, State Parties such as the UK should adopt immediate, effective and 
appropriate measures to:

• raise awareness throughout society of, and to foster respect for, the rights and dignity 
of persons with disabilities;

• combat stereotypes, prejudices and harmful practices towards disabled people, 
including those based on sex and age, in all areas of life;

• promote awareness of the capabilities and contributions of disabled people.

Measures to achieve these aims include:

• Initiating and maintaining effective public awareness campaigns designed to:
o Nurture receptiveness to the rights of disabled people;
o Promote positive perceptions and greater social awareness towards disabled 

people;
o Promote recognition of the skills, merits and abilities of disabled people and their 

contributions to the workplace and the labour market.
• Encouraging all media organisations to portray persons with disabilities in a manner 

consistent with the purpose of the present Convention;
• Promoting awareness-training programmes regarding persons with disabilities and the 

rights of persons with disabilities.  

This section examines perceptions and attitudes towards disabled people in two parts: a) 
‘Disability Perception Gap’ and b) summarising the CDN Survey findings (CAMEo, 2021). 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). 

Thus, it is even more important for the broadcast industry to operationalise the measures 
described in Article 8 UNCRPD on Awareness-raising cited above.  

a) ‘Disability Perception Gap’

When the UN Committee on the Rights of Persons with Disabilities made its concluding 
observations on its findings of the UK’s treatment of disabled people, in relation to Article 8

https://commonslibrary.parliament.uk/research-briefings/cbp-7540/
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on Awareness-raising, it raised concerns about the:
“persistence of negative attitudes, stereotypes and prejudice against persons with 
disabilities, particularly persons with intellectual and/or psychosocial disabilities 
and persons with neurological and cognitive conditions” (2017: para 22)

As such it highlighted that the UK (the ‘State party’) should ‘include mass media strategies 
and campaigns, with different target audience groups, based on the human rights model of 
disability’ (ibid: 23). Since the UN’s concluding observations, Scope’s Disability Perception 
Gap report (Dixon et al, 2018) has been produced and shines a light on the British public’s 
attitudes to disabled people. Their findings are based on research by the National Centre 
for Social Research as part of the annual British Social Attitudes Survey (BSA) and show that 
the public still stereotypes disabled people in all aspects of their daily lives, including how 
productive they are (ibid). 

Central to their findings is a significant perception gap between disabled and non-disabled 
people about the prejudice disabled people face, with 32% of disabled respondents 
saying that there is a lot of prejudice against them and just 22% of non-disabled people 
agreeing there is a lot of prejudice in Britain against disabled people (ibid: 6). People 
usually overestimate the percentage of a particular group in the population; however, 
‘60% of people underestimate the number of disabled people in Britain’ (ibid: 8), 
indicating a fundamental misunderstanding of what constitutes disability. The scale of 
the underestimation of the numbers of disabled people means that non-disabled people 
significantly underestimate the scale of the problem of ensuring disabled people are 
fully included and represented in society as well as the scale of any solutions required to  
achieving change (ibid: 11-12). 

The BSA survey also revealed a range of negative attitudes ‘from the seemingly benign to 
overt discrimination’, including 32% of people thinking that ‘disabled people are not as 
productive as non-disabled people at least some of the time’ (ibid: 9). This being potentially 
‘one of the factors that explains the persistence of the disability employment gap’, Dixon et 
al describe how important tackling this misconception is to getting more disabled people 
into work, and to ensuring a supportive work environment (ibid). The results also show 
regional variations (ibid: 14), which could be important in work to tackle regional disability 
pay gaps. 

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, 2020). People are less likely to hold negative attitudes 
towards disability in general where they have a relationship with a disabled person, as a 
family member or a colleague (ibid: 17-18). Enabling more disabled people to get into and 
stay in work, therefore, will help more non-disabled people to perceive disabled peoples’ 
experiences more accurately (ibid). 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.

In addition to Scope’s call on government to produce a national Disability Strategy, 
which the Cabinet Office is due to publish shortly, is their campaigning work to get more 
disabled people into the workplace, in public life, and on TV to help change attitudes. 
A fundamental part of Scope’s recommendations is to get more disabled people into 
the media and creative industries (Dixon et al, 2018: 23). As such, they recommend the 
Government to ‘ring-fence money in existing Government or Lottery funded schemes to 
improve diversity in the creative industries, especially to get more disabled people on 
our screens’. Therefore, they call 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). This validates the work of the 
CDN’s Doubling Disability programme and the message of this 
full report that efforts to increase the rate of employment in TV 
Broadcast must be accelerated. 

b) The Doubling Disability Survey Report Findings

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

“We found disabled 
directors we wanted to 

work with, and none were 

signed off by the channel 
as having the right level of 

credit.”

Survey Respondent, CAMEo, 
2020: 14

“I can’t wait until we have 
a disabled person as a 

[Broadcast] commissioner… 
as soon as we get disabled 
people at the highest level 
of our industry, it will all 

just be a lot better”. 

David Proud in Disability 
News Service, Pring, 2019

https://www.scope.org.uk/campaigns/disability-perception-gap/
https://www.scope.org.uk/campaigns/disability-perception-gap/
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This section looks particularly at the role of attitudes, information 
and knowledge of employers on disabled people and its impact 
on the accessibility of the working environment. Section 3 
below examines opportunities for improved interventions in the 
employment and career pathway to increase the representation 
of disabled people in broadcast TV.  

i) Negative and discriminatory attitudes towards disabled employees and workers 

After the third Ofcom Report on Diversity and Equal Opportunities in Television, which 
showed that the figures of disabled employees fell far short of the working age popula-
tion levels, the regulator said there was “continuing and significant under-representation 
of disabled people within the industry” (2019). It criticised the five main broadcasters for 
lack of progress. In response to the stagnant progress David Proud, disabled actor, writer 
and producer, and a member of Ofcom’s new diversity panel, was reported as saying that 
broadcasters need to “stop thinking about disability as a risk” (Disability News Service, 
2019). Sadly, over two years later, the Doubling Disability Survey reported an overall picture 
of “disabled people dedicated to contributing to broadcasting, but being constrained by the 
industry’s practices and views” (2020: 8). 

As described above, the BSA Survey recorded 32% of disabled re-
spondents who said that there is a lot of prejudice against them 
(Dixon et al, 2018). Whilst the Doubling Disability Survey is not 
comparable in sample size and methodology to the BSA Survey, 
experience of discrimination as a significant factor in employ-
ment and career progression in broadcast TV appears more 
acute, as reported by the CAMEo survey sample, than the prej-
udice experienced by disabled people in the general population. 
Disabled people reported the perception of disability and dis-
abled people, and people’s knowledge about disability as greater 
factors in limiting their career progression than factors relating to 
financial resource. 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 (ibid). This finding mirrors that of the 
arts sector where disabled people they surveyed told them ‘they had experienced negative 
and discriminatory attitudes in the workplace’ (2016: 33) and indicates much further work 
is needed to alter attitudes in the TV industry towards disabled workers. 

The ongoing role of negative attitudes of non-disabled employers in the industry towards 
disabled employees was writ large in the following survey response:

“[g]enerally the problem is less with the disabled person and more with the working 
environment and the attitudes and knowledge of the people in it” (CAMEo, 2020: 
8). 

Further, survey respondents ‘emphasised how important it was for employers not to make 
incorrect assumptions but to instead talk openly about disability’ (ibid: 14). Employers’ lack 
of understanding was found to have ‘negatively impacted perceptions of disabled people’s 

“...without any warning 
he brought a colleague 

in and shut the door and 
told me our personalities 

didn’t fit and it wasn’t 
working. This was less 
than a week after I had 

informed him of my 
mental health problem.” 

Survey Respondent,  
CAMEo, 2020: 8

“It is often presumed 
that I cannot manage 

my workload and people 
make decisions for me.”

CAMEo, 2020: 14

work and career achievement’ (ibid). Indeed, there was a stark contrast to the reality 
disabled people experienced about others’ perceptions of them in the industry and what 
they could offer broadcast television: 

“With drive and commitment being so important to creative careers I feel that 
those with disabilities often demonstrate it in spades, having had to work so hard to 
overcome them, but often fail to be recognised.” (ibid: 8)

There are echoes of Scope’s Disability Perception Gap report (see above) here (Dixon et 
al, 2018). However, unlike Scope’s perception gap report and the qualitative research with 
educational professionals teaching Broadcast journalism and on perceptions of employers 
in the Australian broadcast industry (Ellis, 2016; 2014a), the Doubling Disability Survey did 
not measure the attitudes of non-disabled employers or non-disabled employees within 
the industry. Therefore, it is not possible to measure a perception gap between disabled 
people’s perception of their employment in the industry and that of the self-reported 
attitudes of non-disabled people within the industry towards disabled employees. 

Additional new research is needed in this area. Not least because, although the figures on 
actual employment of disabled people in the industry have not doubled during the period 
of the Doubling Disability initiative, it may be that these initiatives have begun to create a 
culture shift in attitudes. One of the contributors to the present research said:

“After years of it being a real slog for anyone to be interested in disability, people 
are falling over themselves to employ disabled people in TV.” (Career Pathway 6, 
Jason Bates, see Appendix 3)   

Such research could help gauge the impact of Doubling Disability initiatives on non-disabled 
people’s attitudes, perceptions and awareness of disabled people working in the industry.

_________________________________________________________
Recommendations:

4. CDN should commission research on the attitudes of non-disabled commissioners, 
employers and employees towards disabled people in off-screen and on-screen 
roles. This should examine differences between broadcasters, production 
companies and any disparity or variation between perceptions of on-screen and 
off-screen disabled employees9.

5. Broadcasters and production companies should celebrate disabled employees 
in TV broadcasting (see Arts Council, 2018) by working with the sector, industry 
bodies and DPOs to:

a. raise awareness of the contribution of disabled people on- and off-screen 
in broadcast TV;

b. to enable best practice in working culture in the sector; and
c. promote the role of non-disabled employees as good allies to disabled 

people and facilitate positive perceptions of disability in the workplace

_____________
9  The ‘Phase-0’ Doubling Disability Research Report conducted ‘interviews with current and recent 
broadcasting executives and staff centrally involved in diversity and disability initiatives’ (CAMEo 2019b, 
unpublished: 7). This recommendation goes further and is designed to gather information on attitudes of the 
TV broadcast workforce. 
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ii) Knowledge and awareness of disability and working culture 

Respondents to the Doubling Disability Survey called for
 ‘interventions that improve disability knowledge throughout the industry, educate 
about a range of accessibility aspects, create sustainable work opportunities and 
support representation of disabled workers at all levels of work and decision-mak-
ing’ (CAMEo, 2020: 4). 

Survey respondents also recalled being told they were “a burden to a production and that 
I couldn’t be allowed to go on location because it would be a strain on 
the time, this is despite just coming off working on a show that 
had me travelling around the UK to broadcast live every week” 
(ibid: 7). Another described how “[w]orking continuous shooting 
days became impossible for me and I was told get on with it or 
get out. I got out” (ibid: 7). Crucially, misunderstandings or the 
lack of disability knowledge lead to disabled people being given 
broadcast work which did not match their skillset and remaining 
trapped in roles which prevented them from building up the 
experience needed to progress their career (ibid: 19). These re-
sponses reflect the findings of the Arts Council’s research which 
found that disabled people in this sector found the working cul-
ture of long hours, unpredictability, travel and lack of part-time 
senior roles very difficult (2018).

As CAMEo reports, what is needed is greater education about a range of accessibility 
aspects improving the employer’s disability knowledge and education of what employ-
ing someone with a disability involves (CAMEo, 2020: 16). This demanding task was often 
found to be undertaken by disabled workers themselves. Although Doubling Disability 
initiatives are already beginning to increase knowledge in the broadcast industry, CAMEo 
authors concluded ‘knowledge and information campaigns remain a priority’ (2020: 19).

_________________________________________________________
Recommendations:

6. Broadcasters should provide an extended programme of mandatory role-specific 
training in disability equality practice (DRUK, 2018) for employers, non-disabled 
workers and for the production companies they commission from, enhancing the 
work that the CDN is already doing, ‘including training for managers of disabled 
talent, for all staff who might work on a project, including freelancers’ (CAMEo, 
2020: 16).

7. Broadcasters should work with DPOs 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.  

“I have to say that, overall, 
I have had a positive 

experience when I have 
been honest about my 
abilities. But, it’s also 

exhausting having to be the 
one to constantly educate 

my employers.” 

Survey Respondent,  
CAMEo, 2020: 8

c) Disclosure

Disclosure remains a significant structural barrier. The CSJ Report Now is the time found just 
over 50% of disabled people reported feeling sufficiently comfortable to disclose their dis-
ability to an employer (Savanta Comres, 2018). In the broadcast context, the literature shows 
that a perception persists that it is more likely that disabled crew members and journalists 
will gain employment if they do not disclose their disability (Ellis, 2016). Unfortunately, the 
Doubling Disability survey also corroborated this as ‘many cases described how initially pos-
itive views of a disabled person’s suitability for a job changed after they disclosed a condi-
tion or impairment’ (CAMEo, 2020: 8). Indeed, the survey found that the negative attitudes 
and discriminatory behaviour that respondents recounted was almost always at the point 
of disclosure, when the extent of an employers’ knowledge or lack of it was revealed (ibid: 
19). This is particularly problematic in the recruitment process (see below) and is one of the 
reasons that the fragmented employment pathway and ‘portfolio’ careers create particular 
barriers to disabled people in the industry: 

‘[e]ach new contract typically involves another round of stressful conversations  
about disclosure, access requirements and disability overall’ (ibid: 20). 

This is why it is so important for broadcasters and production companies to seize on the 
recommendations of the CSJ report for the:

 ‘development of workplace cultures in which disabled people are viewed as 
contributing valuable skills and experience rather than as a cost to be managed, 
in which they feel their job applications will be taken seriously, and they feel 
comfortable discussing their disability (and the reasonable adjustments they  
require) with employers’ (2021: 73-4).

Research has shown that important facilitating factors for disclosure are knowing that the 
employer was actively recruiting and hiring disabled people; and the most common inhibit-
ing factors to the decision to disclose were the risk of being fired or not hired (von Schrader 
et al, 2010). Employers also have a role, particularly in the context of the anticipatory nature 
of reasonable adjustments, to provide information about the support that may be available 
for them, how it will be funded and who will provide this support (DWP, 2018b; CSJ, 2021: 
89). This is essential because ‘lack of awareness of eligibility for support’ had an impact on 
the confidence of applicants in disclosing their disability (DWP, 2018b: 5). Hence, as will be 
seen below, it is crucial that broadcasters have a better understanding of Access to Work and 
that the industry builds relationships with the DWP so that this programme better reflects 
both off-screen and on-screen disabled employees. 
 
For those who work on-screen, there is also the potential barrier of ‘disclosure’ to TV 
audiences. Although research has shown the skills of disabled journalists to put people at 
ease and let their guard down (Hackman, 2016), how or whether to make that disclosure 
explicit is not always handled appropriately by non-disabled producers (see Career 
Pathways 4&5 below). Whilst new technology has been described as offering potential 
for increasing inclusion (Ellis, 2016), Career Pathways contributor to this report, Benjamin 
Cohen, described the tension in digital media and video-link contributions rendering some 
disabilities invisible. On the one hand, framing of headshots in interviews and presenting 
set-up compositions edit-out certain physical disabilities, which can be seen as liberating 
in some ways, focusing the audience to look beyond visible disabilities. On the other, this 
framing inadvertently leads to reducing audience exposure to onscreen disabled talent in 

https://www.centreforsocialjustice.org.uk/library/now-is-the-time-a-report-by-the-csj-disability-commission
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an already small pool of contributions. In turn, without any additional 
supporting narrative, it risks excluding the disabled identity many 
of us proudly celebrate. It is easier for disabled people to become 
content creators on digital platforms to tell the stories they want 
to (Haller, 2010) but concerns remain around the transition of 
this talent to TV broadcast and exposure to wider audiences 
(Riley, 2005). 

Non-disabled people being a ‘good ally’ to disabled people can 
assist in creating a positive culture around disclosure. There are 
lots of good blogs and resources on how people can support and 
help people who have a protected characteristic that they do not 
themselves share. Listening and keeping an open mind, believing 
what people are telling you, educating yourself about the issues 
– such as use of language or learning about the history of the 
disability rights movement – and being an advocate for disabled 
colleagues are all important in being a good advocate (Lauder, 2020). 

_________________________________________________________
Recommendations:

8. Broadcasters should work collectively to produce dedicated knowledge and 
information campaigns, aimed at the general public in the UK, across their 
channels, about increasing the employment of disabled people, drawing on the 
wealth of talent disabled people offer (CAMEo, 2020).

9. Increased workplace campaigns to promote disability disclosure and disability 
inclusion should be introduced (DRUK, 2018). 

10. More research is needed about what digital media can teach TV broadcasters and 
production companies about greater inclusion of off-screen and on-screen talent.10

 

_____________
10 The recent report for Ofcom focuses more on the changing narratives around the portrayal of disabled 
people on-screen than on factors which affect levels of on-screen contributions from disabled people (2021). 

Elizabeth’s message to 
“[able-bodied]

broadcasters and 
producers” is “for God’s

sake be braver - our bodies 
– we’re

human beings [and] come 
in all shapes

and sizes.. just get over it… 
and just let us

tell the stories”

Career Pathway 5. Professor 
Elizabeth

SECTION 3. Accelerating efforts to double 
disability: removing barriers and enabling increased 
employment of disabled people in TV broadcasting 
_________________________________________________________
In Focus: The Equality Act and Prohibited conduct from employers towards service users/
employees with a disability. 

The Equality Act 2010 prohibits service providers/employers from the following main forms 
of conduct: 

• direct discrimination by treating a person with a protected characteristic less favourably 
than it treats or would treat others (ibid, Section 13); 

• indirect discrimination in applying to a person with a protected characteristic a 
provision, criterion or practice which is discriminatory in relation to a relevant protected 
characteristic (ibid, Section 19); 

• discrimination arising where a person is treated less favourably because of a 
combination of two characteristics (ibid, Section 14); 

• discrimination arising from disability where a disabled person is treated ‘unfavourably 
because of something connected with their disability when this cannot be justified’; 
and 

• failure to make reasonable adjustments for disabled people (see ibid, Sections 15 and 
21; EHRC, 2010: 4). 

A comprehensive review of findings from diversity studies, and the research and evidence 
base on workforce diversity in the UK screen sector, can be read elsewhere (see CAMEo, 
2018). Significantly, this review found that research has predominantly focused upon 
‘issues surrounding gender workforce representation, and to a lesser extent ethnicity 
and disability’. It also found that disabled workers were amongst those ‘significantly less 
likely to establish and maintain a career in the UK screen sector’ (ibid: 6). As well as its 
emphasis on good quality research data and improved connections between the creative 
industries and academic research, it also recommended the creation ‘of a sector-wide 
funding programme supporting initiatives and projects relevant to workforce diversity 
in combination with research on these activities’ (ibid: 11) to increase research capacity 
and evaluation of interventions across the sector. Cognitive disabilities or mental health 
conditions receive little mention and the review found that ‘[d]isability features almost 
exclusively in the guise of physical disability’ (2018: 58). Ofcom has also provided a useful 
summary of the work the main five broadcasters are doing to increase the employment of 
disabled people (2019: 14).

Section 2 reviews how the broadcast industry can accelerate efforts to double disability in 
the industry by identifying and removing barriers to the employment of disabled people and 
creating opportunities to increase the inclusion of disabled people in on- and off-screen roles. It 
interrogates these barriers and opportunities at a number of points across the career and 
employment pathways. In doing so, this report’s recommendations reflect the advice of the  
 

https://www.ofcom.org.uk/__data/assets/pdf_file/0028/166807/Diversity-in-TV-2019.pdf
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United Nations Secretary General’s Policy Brief: A Disability-Inclusive Response to COVID-19
in applying a ‘combination of mainstream and disability-specific measures’ to ‘ensure sys-
tematic inclusion of persons with disabilities’ (2020: 2).

The three parts to this section cover: a) Explicit and implicit diversity policies and types of 
intervention: empowering vs transformative; b) Employment infrastructure and workplace 
culture; c) Navigating on-screen and off-screen career and employment pathways. On these 
topics, there is a huge amount which can be learned from work done by DPOs, unions and 
the important Making a Shift Report on understanding trends, barriers and opportunities 
for disabled people and the Arts and Cultural Sector Workforce in England (2018). Learning 
from the Arts Sector about what equivalent practical ‘enablers’11  could be put in place in 
the broadcasting industry, to remove barriers for the workforce, has been particularly valu-
able in producing the recommendations.

a) Explicit and Implicit Diversity Policies and types of intervention: Empowering vs 
Transformative

Newsinger and Eikhof (2020) provide an in-depth analysis of the different types of interven-
tion that have been used to increase workforce diversity in the film and television indus-
tries in the UK since 2012, differentiating explicit and implicit diversity policies and the role 
they have in creating change. 

Interventions to increase workforce diversity deriving from 
explicit diversity policies can broadly be divided into two catego-
ries: empowering interventions and transforming interventions 
(CAMEo 2018; Newsinger and Eikhof, 2020). Empowering inter-
ventions ‘aim to empower individuals from underrepresented 
groups by enhancing their capacity or likelihood for workforce 
participation’ and usually involve ‘training or mentoring initia-
tives designed to acquire skills, experiences, networks and con-
nections’ (Newsinger and Eikhof, 2020: 6). The BBC’s Extend pro-
gramme which provides paid training placements for disabled 
production workers and Channel 4’s Production Trainee Scheme, 
targeted at disabled people, which offers 12-month paid place-
ments alongside training, are two such examples (ibid). 

Transforming interventions (CAMEo 2018), on the other hand, are interventions aimed at 
systematic structural reform in ‘changing exclusionary practices and processes rather than 
at empowering individuals from underrepresented groups to more successfully navigate 
the existing exclusionary system’ (Newsinger and Eikhof, 2020: 9). They can do so at an 
industry level through, for example, awarding funding to practices which facilitate equal 
opportunity, such as the BBC’s Diversity Commissioning Code of Practice (2018) and the 
commissioning guidelines in Channel 4’s 360° Diversity Charter (2015). The latter requires 
that at least one lead character in scripted programmes has a disability, is from an ethnic
minority background or is lesbian, gay, bisexual or transgender. Transforming interventions

_____________
11 Here described as specific diversity policies, interventions and reasonable adjustments (see sections 3. a) 
and Section 3. b) i). 

“I feel I am able to function 
as a member of society, 
and with the TV industry 

itself, I feel there are 
structural problems within 
the industry that need to 
be addressed that I am 

not convinced it is ready to 
start doing so.”

David, Career Pathway 1

can also be applied at an individual organisation level through adapting recruitment 
processes and ‘unconscious bias training for decision-makers’ (Newsinger and Eikhof, 2020: 
10). Whilst Newsinger and Eikhof argue that there is anecdotal evidence that empowering 
interventions have been effective, their review could not find systematic evaluations of 
them and transformative interventions are described as being ‘qualitatively different’ 
(ibid). Thus, whilst empowering interventions ‘can facilitate access to work or employment 
opportunities’, evidence indicates they lead to talent schemes which limit individuals and 
create barriers to their equal access to employment in the industry (ibid: 6). Randle and 
Hardy’s research, for example, found that disabled people are sidelined into specialist 
disability programming, which leads to their ‘ghettoization’ (2016). In turn, this leads to 
a reaffirmation of negative assumptions and stereotypes because this programming ‘was 
generally perceived as less valuable, of secondary importance and of poorer quality’ 
(Newsinger and Eikhof, 2020: 6). Conversely, transformative interventions, move from 
individual deficit to systemic changes such improved working hours for everyone (ibid). 

However, Newsinger and Eikhof’s work, drawing on Ahearne’s (2009) distinction between 
implicit and explicit diversity policies, should make policy-makers and broadcasters aware 
of the role of ‘implicit’ diversity policies on the employment levels of disabled people in 
the industry. A better understanding of implicit policies, such as deployment practices, that 
are not explicitly concerned with workforce diversity ‘but nevertheless affect it as implicit 
policy, indirectly or by omission, allows a more fruitful enquiry and critical appreciation of 
diversity policy as a whole’ and enables tackling the structures of the industry which are 
likely to otherwise limit the efficacy of explicit diversity policies (Newsinger and Eikhof, 
2020: 18). 

Whilst it is not in the remit of this report to evaluate existing interventions, including those 
used as part of the Doubling Disability initiative, or to undertake a comprehensive review of 
implicit policies which may operate to constrain their effectiveness, clearly more research 
is needed. CDN’s internal operational plan involves commissioning evaluations of existing 
interventions; this remains vitally important in achieving the goal of Doubling Disability in 
TV broadcasting. This action plan must be based around a Theory of Change; drawing on 
both implicit and explicit diversity policies, integrating transformative and empowering 
interventions. The recommendations throughout the remainder of this report are designed 
to inform the programme of explicit and implicit diversity policies in relation to increasing 
the employment of disabled people within the Broadcast television workforce. The 
Doubling Disability Survey by CAMEo found that the most ‘pressing challenges lie within 
the broadcasters’ and production companies’ power and capacity to address and deliver 
change. However, the Doubling Disability initiative was ‘recognised as an important step 
in the right direction’ and ‘specialist knowledge of effective disability interventions already 
exists’ and should be marshalled to meet these challenges (2020: 4).

 
 

https://www.un.org/sites/un2.un.org/files/sg_policy_brief_on_persons_with_disabilities_final.pdf
https://www.artscouncil.org.uk/sites/default/files/download-file/ACE206%20MAKING%20A%20SHIFT%20Report%20FINAL.pdf
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_________________________________________________________
Recommendations:

11. Interventions to increase the representation of disabled people on- and off-screen 
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).

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

a. An access to broadcasting scheme for disabled people leaving education and 
choosing to enter the industry (see below);

b. Developing a sector-wide syndicate scholarship to support early-career 
disabled freelancers.

13. Research should be commissioned to evaluate existing empowering and 
transforming interventions to increase the inclusion of disabled people working in 
on-screen and off-screen TV. Findings of such good practice should be shared.

14. Government must support the Broadcast sector to extend the good practice of 
Channel 4’s 360° Diversity Charter and the BBC’s Diversity Commissioning Code of 
Practice and activate public sector procurement levers to ‘ensure that all public 
fund holders enforce disability representation down the supply chain of the 
companies they fund’. 

15. Broadcasters and production companies should provide training and facility time 
for specialist disability union representatives (DRUK, 2018).

b) Employment infrastructure and workplace culture

_______________________________________________________ 
In Focus: The Equality Act and Positive Action

Section 158 of the Equality Act 2010 allows for taking positive action to alleviate 
disadvantage suffered by people who share a protected characteristic if they are under-
represented in the workforce. 

In Focus: DRUK’s Six Steps to Disability Diversity in your Workplace
1. Collect disability data and monitor progress on targets
2.  Senior executive ownership and communication
3. Workplace actions
4. Target recruitment
5. Manage retention through inclusive processes and practices; and
6. Government support and scrutiny (2018: 7).

DRUK’S research showed that there is a higher prevalence of part-time employment 

for disabled people. Although this ‘may reflect a preference for flexibility as a means of 
accommodating disability at work’ rather than being constrained by often inflexible full-
time hours, it can lead to disadvantage in pay and career progression (2018: 3). 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). That is why it is essential to have a rounded 
understanding of how the employment environment, hours, working practices and 
employers’ knowledge about disability may interact to create employment infrastructure 
which excludes disabled people and limits their career aspirations and choices. 

This section focuses on three dimensions of employment infrastructure. The first is on 
industry-appropriate reasonable adjustments, crucial in creating an accessible working 
environment for disabled employees as well as improving their working culture. The 
Doubling Disability Survey found that improvements to employment infrastructure in the 
broadcast TV industry could focus on initiatives which ‘buffer’ the time before individuals 
are awarded Access to Work and on interventions between contracts (CAMEo, 2020). 
Reflecting on this, the second and third parts focus on Access to Work and Part-time, 
‘Portfolio Work’ and Supporting freelancers. DRUK’s ‘Six Steps to Disability Diversity in your 
Workplace’ (2018; featured above) provide a useful framework to support employers in 
improving their approach to disability diversity and inclusion, adapted from The McGregor-
Smith Review (2017). The learning they provide has been adapted and integrated into the 
following sections and their recommendations where relevant.

i) Anticipate reasonable adjustments 

_______________________________________________________
In Focus: The Equality Act and anticipatory duty for service providers and employers to 
make reasonable adjustments for disabled service users and employees. 

The anticipatory nature of this duty means that service providers and employers should 
not ‘wait until a disabled person wants to use a service that they provide before they give 
consideration to their duty to make reasonable adjustments’ (E&HRC, 2010: 103). This 
Equality Act duty, which applies to television broadcasters and production companies, has 
three requirements to take reasonable steps to avoid the disadvantage where’: 

• ‘a provision, criterion or practice of the service provider’s’ (Section 20(3));  
• a ‘physical feature’ (Section 20(4)) puts a disabled person at a substantial disadvantage 

in relation to a relevant matter in comparison with persons who are not disabled; or
• ‘where a disabled person would, but for the provision of an auxiliary aid, be put at a 

substantial disadvantage in relation to a relevant matter in comparison with persons 
who are not disabled, to take such steps as it is reasonable to have to take to provide 
the auxiliary aid’ (Section 20(5)). 

https://www.disabilityrightsuk.org/sites/default/files/pdf/buildingforsuccess.pdf
https://www.ipse.co.uk/static/uploaded/45b9457f-6244-43e5-b5000f2ca9fd1a69.pdf
https://www.disabilityrightsuk.org/sites/default/files/pdf/buildingforsuccess.pdf
https://www.disabilityrightsuk.org/sites/default/files/pdf/buildingforsuccess.pdf
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Where the first or third requirement relates to the provision of information, ensuring 
that information is provided in an accessible format is included in the steps which it is 
reasonable for a service provider to take to avoid disadvantage (Section 20(6)). 
Consequently, employers should ‘anticipate the requirements of disabled people and the 
adjustments that may have to be made for them’; this ‘applies regardless of whether the 
service provider knows that a particular person is disabled’ (ibid: 103-4).

Key to unlocking more inclusive employment environments is more 
systematic use of, and innovation in, reasonable adjustments 
for disabled employees and workers, including around assistive 
technology (Ellis, 2016; Johns, 1994). This subsection provides 
an overview of industry-relevant reasonable adjustments and 
highlights what adjustments could be useful for employees with 
disabilities on and off screen. 

Broadcasters have a duty under the Equality Act 2010 to make 
reasonable adjustments in the workplace for their employees. Papworth Trust found that 
access to transport and modified hours or reduced working hours were the two most com-
monly stated enablers for employment among adults with impairments (2016). The former 
can be invaluable in supporting disabled employees who have fluctuating energy levels, 
long and complex commutes or irregular workplaces – especially for TV workers moving 
between different shooting locations. The latter can be a particular benefit to disabled peo-
ple with mental health conditions like bipolar disorder which require good quality sleep, to 
accommodate certain medication profiles, and for those who need to balance other caring 
responsibilities.  

The DWP has generic examples of reasonable adjustments which also emphasise making 
changes to a disabled person’s working pattern, providing training or mentoring, making 
alterations to premises, ensuring that information is provided in accessible formats and 
modifying or acquiring equipment (2020). Bectu also has a helpful list of generic reason-
able adjustments for disabled employees, which adds to this and includes additional time 
off ‘for treatment and/or appointments, as part of a policy for disability leave’ and pro-
viding a personal workstation ‘rather than sharing a workstation or “hot-desking”’ (2020). 
The latter could be particularly useful in the fast moving environment of the newsroom 
and other office spaces for those who need to have specific equipment or whose neuro-
diversity and social anxiety may make ‘hot-desking’ very stressful. Where employees are 
working from home, especially during the ongoing pandemic, it will also be important for 
their home-office space to be accessible and for broadcasters and production companies 
to consult regularly with these employees about their home arrangements (Faragher, 2021; 
see Section C) vi) below). Specific tools to aid work organisation, such as visual timetables 
or organiser apps, are also helpful (Bectu, 2020).

However, the CSJ found that employers’ perception of the cost of making reasonable 
adjustments remains a barrier to recruiting disabled people (2021: 85), even though 
most adjustments require a minimal budget (Business Disability Forum, 2020). Further, a 
narrower view of reasonable adjustments was found in the Arts sector, where accounts 
described reasonable adjustments being perceived as relating to ‘physical access, rather 
than time off to attend appointments, making changes to scheduling’ (Arts Council, 2018: 
34). Such adjustments are less expensive but require a change to the working culture which 

“We need to work 
on what ‘reasonable 

adjustments’ means in 
TV.”

Survey Respondents, 
CAMEo, 2020: 14

does not view them as ‘one off’ or ‘blanket actions’ but involves an ongoing dialogue about 
an individual employee’s needs (ibid). 

These issues have also been identified in the broadcast industry, where the Doubling These 
issues have also been identified in the broadcast industry, where the Disability Survey 
found a high proportion of those surveyed (83%) responded that they found conversations 
about raising access requirements with (potential) employers or clients uncomfortable 
because they feared negative reactions (CAMEo, 2020: 15). Respondents’ answers stressed 
the need for ‘industry-wide conversations about reasonable adjustments’ specific to TV 
workplaces (ibid: 14). Such action must ‘progress the industry’s understanding of accessible 
workplaces beyond wheelchair accessibility’ (ibid: 16). The findings also pointed to putting 
disabled workers in charge of how their work should be delivered and that broadcast 
industry structures need to be more flexible for disabled workers. 

Ellis emphasises the need for such adjustments to be made available early on in the 
careers of TV broadcast professionals – in particular for those students with disabilities 
attending media broadcast courses. The ability for Higher Education and Further Education 
providers to anticipate reasonable adjustments and incorporate these into inclusive 
learning environments for those doing broadcast relevant courses is really important to 
assist disabled students’ transition to the media workforce (Sgroi, 2016) in the longer term. 
Not only does it model the kind of reasonable adjustments disabled students will need as 
employees, it also exposes non-disabled students to inclusive broadcast environments and 
gives them the tools to create inclusive productions for disabled colleagues and on-screen 
contributors alike. Thus, all students benefit (Ellis, 2016). There is also an opportunity for 
Media and Broadcast Journalism courses to share good practice with 
the broadcast TV industry. 
 
Ellis’ excellent research also highlighted what broadcast-specific 
reasonable adjustments look like, in her book Disability Media 
Work. One such example is of the work done with Broadcast 
Journalism students to adapt field cameras to use remote 
controls in the same way as studio controlled cameras (see 
Dailey, 2006). In addition to remote controls, developments in 
easy rigs, camera harnesses and shoulder mounts over the last 
decade or so offer huge opportunities for adapting filmmaking 
for disabled television producers who self-shoot. These can be 
hugely beneficial for those of us with both upper and lower 
mobility impairments. However, knowledge about what is 
available and funding on shoots to acquire such equipment 
may be lacking. Issues can remain in putting this equipment 
on the body and mounting cameras and other equipment 
to it. Asking for help in these circumstances can be difficult 
and wearing the equipment for long shooting periods can be 
exhausting. Breaks from ‘wearing’ filming equipment in this way and 
assistance in rigging to the disabled employee are reasonable adjustments and should be 
built into the shooting schedule. 

TV broadcasters were 
“relatively reluctant 
to make reasonable 

adjustments” for 
Correspondent, Benjamin 

Cohen on-screen. 
Principally because they 

couldn’t understand a 
disability that is variable” 

and when he requested 
to wear an eyepatch on-

screen, to manage his 
temporary blindness in one 
eye,  he was told it would 

be “distracting” and would 
“raise questions” with the 

audience”.  

Career Pathway 4 below.

https://bectu.org.uk/article/reasonable-adjustments-examples/
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Different broadcasters use a range of editing software. More needs to be done to ensure 
that employers integrate this with assistive technology that disabled employees may need, 
along with any necessary computer hardware. For example, an employee with arthritis,
fibromyalgia or other upper limb impairments may need accessible keyboards and a touch-
pad mouse, as well as dictation software compatible with editing software such as Final Cut 
Pro or Avid. Evidence suggests that employers do not make such assistive technology avail-
able to disabled employees (Johns, 1994; Ellis, 2016). Different production companies vary 
in what they use, so support ensuring that disabled employees can transition smoothly to 
new software and all aspects of the technology system they require is really important.

The changing nature of broadcast journalism, for example, with reduced crews and smaller 
productions, can lead to the expectation that broadcast journalists, producers and directors 
who self-shoot should also self-edit the day’s outputs. The energy and stamina required to 
do all aspects required to produce a stand-alone package is significant, not to mention the 
practical realities of having to navigate travel between interviews, sites for shooting and the 
studio where editing cannot be done remotely. In turn, expectations around career pro-
gression rely on people being able to master of all these trades on any one day to produce 
a full TV package. This can lead to greater barriers in the transition from off-screen to on-
screen for disabled employees, especially as broadcast journalists. 

More research is urgently needed to better understand reasonable adjustments for on-
screen disabled talent. Most of the literature focuses on the nature of disability represen-
tation on screen, rather than barriers to entering on-screen roles. Band et al (2011) found 
that the importance of reasonable adjustments for performing arts students as actors with 
disabilities ‘are rarely considered for roles where disability is not the focus’. The fact that 
most actors do not become ‘stars’ is compounded for those with dis-
abilities who are put at a disadvantage due to structural and atti-
tudinal barriers (ibid). Disabled actors and onscreen talent have 
commented on the impact that the inaccessibility of audition 
space and process has on their chances of securing a role (Sherer, 
2014; Steven 2015; Raynor and Haywood, 2005; Hay, 2016). Not 
only is it a matter of social justice that makes it unacceptable for 
non-disabled people to play disabled characters, from the per-
spective of authenticity of representation it reduces the demand 
for on-screen disabled talent (Woodburn and Kopic, 2015). 

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 organ-
isation’ (2020: 7). It would be helpful for such passports to be 
evaluated for success in increasing disabled workers’ experience 
of workplace adjustments. Further, the development of a col-
lective resource on reasonable adjustments for disabled people 
in the broadcast industry is desperately needed, with particular 
consideration of reasonable adjustments that may enable better 
inclusion of disabled people with multiple and intersecting pro-
tected characteristics. 

_________________________________________________________
Recommendations:

16. Broadcasters Ofcom and the CDN 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.

17. Broadcasters Ofcom and the CDN should commission work 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.

18. Broadcasters, Ofcom and the CDN should commission a film on recruiting more 
disabled people to work in broadcast television, showing the range of innovative 
reasonable adjustments which can be made across the industry, and played across 
the five main UK channels.

ii) Access to Work, benefits and utilising support

A comprehensive overview of the data, benefits and improvements needed to the Access 
to work scheme can be found in the recent CSJ Report (2021: 48-9; 85-93). It emphasis-
es that whether a disabled employee sustains their employment and is able to progress 
in their career or whether they fall out of the labour market depends on having the right 
adjustments in place (ibid: 85-93). Access to work is fundamental to facilitating this and 
overcoming inequalities in employment outcomes, through advice and funding support 
for disabled employees over 16 to have these adjustments put in place, enable them to do 
their job and to travel to and from work (DWP, 2018b). Whether disabled employees utilise 
Access to Work depends on awareness of both the employers and disabled people them-
selves and whether they think it will help their employment situation (CSJ, 2021). Research 
has shown that awareness of the scheme amongst disabled employees is still low, with 
41% of public sector workers still not aware of it and 23% who do not think it could help 
them with working from home (Unison, 2020). A gap also exists in the connection ‘between 
Disabled Students Allowance and Access to Work’ which needs to be closed (CSJ, 2021: 92). 
As with the need for there to be a better transition between knowledge exchange between 
Higher Education on reasonable adjustments in broadcast media educators and the TV 
broadcast industry, so too does there need to be a smoother transition at the point where 
disabled students enter broadcasting careers.

The level of awareness of Access to Work amongst disabled employees in the TV 
Broadcast industry was not measured in the recent Doubling Disability Survey, although 
it did find that respondents still had difficulty obtaining industry-appropriate Access to 
Work expediently enough (2020). Given the proliferation of freelance, part-time and 
portfolio careers of disabled people in the broadcast workforce (see 3 a) iii) below), this 
is particularly problematic. It led CAMEo to recommend the need for broadcast industry-
specific Access to Work interventions and adaptations which made the scheme more 
usable in this context (2020). An additional new intervention was also recommended to 

“After I heard a colleague 
who also has dyspraxia 
had accessed Access to 

Work, I told my manager 
I’d like to do the same 
and she’s been really 

supportive of me and has 
been chasing up when 
things haven’t come 

through/been done for it.

I felt having her present 
at the assessment process 
meant she got an insight 

into how my disability 
impacts me at work 

without me having to 
specifically tell her which 

was helpful, as I have a lot 
of self-doubt.”

Survey Respondent, 
CAMEo, 2020: 8
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‘buffer the time it takes to draw on Access to Work funds, in particular where disabled 
workers work on contracts that are short-term, short-notice or with smaller companies’ 
(ibid: 20). This chimes with the CSJ Report recommendations around reducing the time 
it takes for Access to Work to be awarded, amending the scheme ‘to allow for the easier 
passporting of adaptations from one organisation to another’ (Recommendation 6e), and 
in particular Recommendation 6b: 

‘Disabled people should be entitled to an indicative Access to Work award to cite to 
employers when job seeking. This will strengthen disabled peoples’ confidence to 
apply for roles and provide re-assurance to employers that the costs of adjustments 
will be re-imbursed’ (2021: 48-9).

The Arts Council found that changes to the Access to Work scheme, and to the overall 
packages of support available, are creating barriers to entry for some people within the 
arts sector (2018). This report also describes the complex relationship between a ‘benefits 
trap’, disabled people accessing freelance employment, and access to work (ibid: 25). 
They described that employment or self-employment remains out of reach for some of 
those active in the arts as amateurs or volunteers, as ‘being paid would mean coming off 
a package of benefits that would exceed earnings and be complex to move back onto’ 
(ibid). This was found to be exacerbated by the changes to Access to Work at the time 
which required self-employed artists to prove they have a turnover equivalent to the 
lower earnings limit within one year. The problems they identified around the ability of 
freelancers in this sector to utilise this can be applied analogously to the TV broadcast 
industry. For example, it may be that there is a pattern of disabled people agreeing to make 
onscreen contributions without asking for a fee. In the absence of the security of contracts, 
with broadcasters or production companies, to maintain repeat contributions, both the 
financial stability of regular paid contributions and disabled people’s increased appearance 
on screen are compromised by this situation. However, further broadcast industry-specific 
research in this area would be helpful to better understand the extent of this problem, 
especially for those making on-screen appearances. 

There is growing research on the barriers and intersectional 
discrimination faced by disabled women (Kim et al., 2020) and 
black disabled people in employment (Berghs and Dyson, 2020). 
However, there is scarce information available about adapting 
support disabled people receive through Access to Work to meet 
their needs arising from multiple and intersecting protected 
characteristics.

_________________________________________________________
Recommendations:

19. The CDN, Ofcom and broadcasters should ensure they work with government 
as it implements the CSJ’s Recommendation 6g to passport Disabled Students’ 
Allowance to Access to Work once the student has graduated (2021: 49) to ensure 
that the transition works for disabled graduates entering the broadcast industry. 

20. The CDN, Ofcom and broadcasters should ensure they work with government as 
it implements the CSJ’s Recommendations 6b and 6e on developing indicative 
Access to Work awards and the easier passporting of adaptations from one 
organisation to another, to ensure that the transition between employment works 
for disabled employees in entering the broadcast industry. 

21. The CDN, 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). 

22. The CDN, Ofcom and broadcasters should increase the urgency of work with 
the DWP to raise awareness of the needs of disabled off-screen and on-screen 
employees in TV broadcasting, especially freelancers in relation to Access to Work 
and other support payments.

iii) Part-time, ‘portfolio work’ and supporting freelancers

_______________________________________________________
In Focus: Findings from the Doubling Disability Survey Report (CAMEo, 2020: 9) 

• Only 20% of respondents had been full-time employed in broadcasting for all of the 
past five years. Another 18% had been full-time employed at some point in the past five 
years. 

• In addition to their full-time jobs, these respondents had typically also held other 
contracts (e.g. freelance work in/outside of broadcasting). 

• Four out of 10 respondents (39%) had not held a full-time contract in UK broadcasting 
at any point in the past 5 years. 

• Amongst respondents who had not held full-time employment in broadcasting for all of 
the past five years, 74% were portfolio workers. 

• Almost two thirds of all respondents (62%) had worked in broadcasting as well as other 
industries in the past five years. This figure seems to decline a little as broadcasting 
careers progress. However, 55% of respondents who had worked in broadcasting for 
more than five years had also worked in other industries recently. 

• Many respondents had worked across three to seven contracts (23%), seven to 15 
contracts (14%) or more than 15 contracts (8%). 

• Four out of five respondents (82%) reported being unemployed and looking for work 
at some point in the last 5 years. About one third (38%) also spent some of that time 
neither working nor actively looking for work, for example taking a career break. 

Khurrum felt a “bit 
ashamed to be taking

something like Access to 
Work” as he did

not know whether his 
disability [dyslexia]

was “worthy enough” for 
that.

Career Pathway 3. Khurrum 
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• Half (52%) of survey respondents had done less broadcasting work in the past five years 
than they had hoped for. 

• Only 6% of respondents reported having had more work than they had been looking for.
 
Disabled people are more likely to work part-time than non-disabled people (Powell, 
2021). Many off-screen production roles in the industry are covered by freelancers (Ellis, 
2016). However, the Diamond data form does not currently capture whether people 
who complete it are 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). These findings led report authors 
to conclude that ‘[l]onger-term contracts would therefore increase the employment and 
career opportunities for disabled workers in broadcasting’ (ibid: 17). More sector-specific 
research is needed to better understand the barriers for freelancers with specific types of 
impairment. 

In the arts sector, research found that ‘freelancers [were] not earning enough to qualify for 
the scheme – or their income being so uneven that they have to constantly re-apply’ for 
Access to Work (Arts Council, 2018: 49). Claiming benefits in conjunction with a freelance 
career was difficult, apart from Disability Living Allowance (ibid), but there were positive 
examples in the arts sector of where disabled freelancers were pooling their personal care 
budgets creatively to enable their access to employment (ibid). However, there is a scarcity 
of research on the access to benefits and personal social care budgets for freelancers in 
the TV broadcast industry. Indeed, this issue was not covered in Ofcom’s first full report on 
the diversity of freelancers in the TV industry (see 2019b). Certainly, it is likely that moving 
between productions in different parts of the country could result in needing to adjust 
personal budget awards more regularly than is practical within the waiting times for local 
authority assessments. Consequently, further barriers arise to disabled freelancers who 
need to travel regularly (see Adams et al, 2019), such as requiring different adaptations 
to accommodation and the need to employ different personal assistants as they move to 
locations around the country. As the Arts Council acknowledge, ‘[d]ealing with uncertainty 
takes both personal resources and financial resources’, which is why they recommend 
business training for disabled self-employed artists and freelancers (2018: 52). This would 
also benefit the TV broadcast industry.

The organisation, Base, have some helpful disability-specific resources for self-employed 
disabled people. Adams et al’s report for the DWP provides a useful overview of the issues 
facing self-employed disabled people and found that they may need more support than 
other people entering self-employment, reporting difficulties around financial viability 
and level of workloads (2019). In particular, they found fluctuating conditions, such as 
periodic pain, fatigue and poor mental health, also made self-employment very difficult 
to manage, and can lead to fluctuating periods of work and fluctuating income. There are 
useful parallels and learnings for broadcast TV on the ‘ideal support’ they identified for 
self-employed people. This support included: peer mentoring from someone with lived 
experience of disability; a centralised information source specifically aimed at disabled 
entrepreneurs sign-posting to disability-specific information on negotiation, confidence 
building and managing a workload; a flexible ad hoc support service that provided short-

notice assistance relating to physical access and travel that could be paid for on an hourly 
basis; and the availability of finance in the form of small, interest-free loans to pay for 
start-up costs such as accountancy services, property costs or equipment (ibid: 7-8). The 
Association of Independent Professionals and the Self-Employed (IPSE), the leading association 
for contractors, consultants, interims, freelancers and the self-employed, and Community, 
the trade union which represents a range of sectors including self-employed people, have 
produced a report on Making Self-Employment Work for Disabled People (2019). IPSE’s 
report concludes with a comprehensive set of policy recommendations to government 
aimed at helping disabled people make a success of being self-employed, including reforms 
to the Work Capability Assessment and the Minimum income floor. These reforms would 
also benefit freelance disabled people working within the broadcast industry.

_________________________________________________________
Recommendations:
 

23. CDN should work with DPOs, along with on-screen and off-screen disabled 
workers in broadcast TV, Ofcom, big broadcasters and independent production 
companies to develop ‘interventions that make transitions between contracts 
quicker, easier and less stressful’ such as through ‘embedding good recruitment 
practices across the industry’ (CAMEo, 2020: 20).

24. Broadcasters should work with Ofcom and the CDN to fund and develop syndicate 
scholarships. These would be for broadcasters to collectively sponsor early 
career disabled freelance talent while they establish their careers and build up 
experience and credits.

c) Navigating on-screen and off-screen career and employment pathways

The present section gives examples of good practice in integrating disability into 
broadcasters’ policies and recommendations about increasing the representation 
of disabled workers on- and off-screen in the industry. In doing so, it draws on the 
comprehensive CSJ report, which sets out a rich resource of data, extensive information 
and recommendations on the employment of disabled people in the UK (2021). That 
report creates a helpful delineation between two aspects of increasing disabled people’s 
employment. The first is ‘The Supply Side’, supporting disabled people into work and the 
second is ‘The Demand Side’ forging inclusive working environments (ibid). Learning from 
the Arts Sector about what equivalent practical ‘enablers’ - diversity policies, interventions11 
and reasonable adjustments - could be put in place in the TV broadcasting industry, to 
remove barriers for the workforce, has also been particularly valuable. 

The Arts Council research found barriers in physical and communication access, advice and 
support for employers, benefits ‘traps’ and lack of support, inaccessible training  provision, 
recruitment practices, working culture in arts and museums and the lack of role models 
(2018). Key enabling factors for the Arts sector were: positive attitudes to disabled people, 
supportive managers, employers and colleagues; access to funding and work support; 

12 See footnote 11 above.

https://www.base-uk.org/self-employment
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training, apprenticeships and internships; adaptations to recruitment processes; 
confidence, perseverance, determination and resilience; visible leadership and peer 
support. 

i) Further Education and Higher Education pathways to Broadcasting Schemes

Education and training play a significant role in whether disabled people find work in media 
industries and a significant amount of literature on the low employment rate of disabled people 
employed in the media investigates training for students in this area (Ellis, 2016). Qualitative 
research on educators specialising in journalism, film and television production in Australia 
found that three key themes emerged. First, that journalism required a ‘speedy response to 
breaking stories’ and would be reluctant to hire a disabled person for fear they would not 
respond quickly enough (ibid). Second, the expectation that people needed to turn up and 
‘do the job’ with minimal fuss and input from more senior team members. Third, the fear that 
disabled people will alienate sections of the audience, having an impact on revenue generated 
(ibid). There are further opportunities to identify and nurture talent by building better 
relationships with higher and further education establishments, to develop a network of 
high-quality Pathways to Broadcasting Schemes. These have been successful in the legal 
sector (see Sutton Trust, 2020-22) and could be adapted for the TV broadcast industry. The 
Arts sector has also recommended work with further and higher education to influence 
provision of appropriate training courses at all levels (Arts Council, 2018). 

_________________________________________________________
Recommendations:

25. ‘Nothing about us without us’ - Broadcasters should work with the CDN, 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

_______________________________________________________
In Focus: Section 159 of Equality Act 2010 and Positive Action in Recruitment 

Section 159 of the Equality Act 2010 deals with positive action in relation to recruitment 
and promotion and allows for taking positive action to alleviate disadvantage suffered by 
people who share a protected characteristic.

Apprenticeships, internships and traineeships. The CSJ Report identifies a number 
of important recommendations around ‘supply-side interventions’ – apprenticeships, 
supported internships and traineeships – which could offer improved routes into work for 
disabled people. Each of these three routes is described as ‘critical’ in closing the disability 
employment gap through providing the skills development and the support that disabled 
people often require to enter employment (2021: 53).  

However, while disability-specific apprenticeships can be a helpful entry route into 
broadcast television, 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). It is clear that 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 to transition into these roles. 

Respondents to the Doubling Disability Survey also said that ‘they were not aware of 
initiatives already run by broadcasters and urged for existing initiatives to be better 
advertised’, and that industry-wide resources were put in place to ensure ‘information 
about interventions reached a wider share of eligible workers’ (ibid: 18). A disconnect 
was also perceived between the organisation of outreach disability diversity events and 
the disability-specific training and awareness available to those doing such organisation 
– usually led by personal assistants, rather than line managers or more experienced staff 
members (ibid). 

In this context, the CSJ Report recommendations help to provide interventions which 
move beyond the lack of awareness of ‘supply-side interventions’ and ‘short-termism’ 
described by The Doubling Disability Findings Report. Of particular value to improving 
pathways to broadcasting are the recommendations for government to better advertise 
apprenticeships, introducing a national framework and set of standards for supported 
internships and expanding their availability for all those young disabled people on 
education and health care plans (2021: 46-7; Recommendations 1b, 2d, 3b and 3f). 
Consequently it is increasingly important for CDN,  broadcasters and production companies 
to directly involve disabled people in the continued design and implementation of paid 
apprenticeship, internships, start-up schemes and other entry routes into Broadcast 
Schemes specifically targeted at disabled people.

_________________________________________________________
Recommendations: 

26. Broadcasters should work with Ofcom and the CDN to contribute to government’s 
work, recommended by the CSJ, on improving the quality of and awareness about 
apprenticeships, internships and traineeships. In particular, sharing examples of 
good practice within the broadcast sector and ensuring that existing ‘supply-side 
interventions’ meet and surpass forthcoming standards, to ensure that broadcast 
organisations are at the forefront of providing a range of paid supported 
internships.

27. Broadcasters should commission an evaluation and audit of existing schemes 
across the sector to analyse: 

a. how successful they are in increasing entry to the industry; and
b. the number of placements compared to what is needed to increase the 

representation of disabled people in the industry to ensure the supply-side 
meets the target of Doubling Disability in broadcast TV.

https://www.suttontrust.com/our-programmes/pathways-to-law/
https://www.suttontrust.com/our-programmes/pathways-to-law/
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28. Broadcasters should promote appropriate budgeting for access and support costs 
for their funded schemes and for the training and development providers for 
such schemes, and should review the format of their programmes to ensure they 
are accessible to disabled people, including ensuring residential sessions do not 
create unnecessary barriers.

29. Broadcasters should consider developing and funding Early Career Fellowships for 
disabled people to enable them to gain entry positions in the industry and retain 
high quality trainees, ensuring they transition from internships, apprenticeships 
and traineeship schemes and do not leave the industry.  

Recruitment and Retention. The DWP Guidance on Employing disabled people and 
people with health conditions provides a useful summary of information for employers 
to help increase their understanding of disability and enable them to recruit and support 
disabled people and those with long-term health conditions (2020b). Its advice on how 
to recruit disabled people includes developing accessible job adverts and conducting 
interviews. Examples involve ensuring employers do not set criteria in their adverts which 
automatically exclude certain groups, such as requiring a driving licence when there is 
no requirement for travel within the role. They also advise providing the contact details 
of someone in your organisation who can provide further information and discuss any 
reasonable adjustments that the applicant may need during the recruitment and interview 
process. It is also important to offer alternative formats for applications, 
for example, providing a paper-based form as an alternative to 
online formats (ibid). Interviews should be conducted in fully 
accessible premises, where lighting can be adapted if necessary 
and allowing applicants to use a computer for written tests, 
with extra time provided where necessary (ibid). 

Research on off-screen roles in the broadcast industry found 
that the 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 the workplace (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). Credit and experience are central to 
recruitment and respondents; therefore, respondents rated this problem as the most 
important limitation to their careers (ibid: 19). Ofcom report that, following its instruction 
to ITV to review its recruitment and talent attraction processes, the broadcaster says it 
has seen a 28% increase in new employees who identify as having a disability following 
this process (2020: 24). This indicates that proactive steps by broadcasters in reviewing 
structural barriers in these processes can help to close the employment gap for disabled 
people.

Sadly, experiences of ‘discrimination, especially in recruitment’ dominated the Doubling 
Disability Survey responses and many respondents described how ‘initially positive views 
of a disabled person’s suitability for a job changed after they disclosed a condition or 
impairment’ (ibid: 8). It also showed that disability-inclusive recruitment practices need 
to better support transitions between jobs and employers (ibid). This was also the case 
in the arts sector where three main issues were identified as barriers to wider entry to 

“Stop excluding disabled 
people from the diversity 
conversation. We are the 

largest minority group of all 
and yet somehow still the 
most under-represented.”

Survey Respondent,  
CAMEo, 2020: 17

the workforce. The first was educational requirements of ‘at least a first degree’, the 
second was the accessibility and format of applications and the third was barriers in the 
recruitment process which made some employers focus on perceived practical issues when 
considering disabled people as potential staff members (2016). The Doubling Disability 
Survey also revealed examples of the latter, in the broadcast context, with one respondent 
saying:

“They were really impressed and offered me a promotion within a month; however, 
I got questioned in my interview about why I had ticked disabled on my application. 
So, I explained and they went on to tell me the office job I had been promoted to 
wouldn’t be suitable for me because of my disability even though I’d been doing the 
exact same job for a month previous.” (CAMEo, 2020: 8)

As with the process of career promotion and progression (see below), the Doubling 
Disability Survey found access to networking was one of the employment-relevant factors 
that between a third and two-thirds of disabled workers experienced access to somewhat 
or significantly worse than that of their non-disabled peers (ibid: 3). In turn, this leads to 
substantive inequality in accessing work and career opportunities. Consequently, Doubling 
Disability initiatives to improve disabled people’s career opportunities by facilitating 
production companies’ constant exposure and access to a pool of talent of disabled 
workers (see CAMEo, 2019b, unpublished) remains crucial.

So too does monitoring, reviewing and publishing their recruitment promotion and 
retention polices, practices, targets and outcomes. These should ensure that they:
 
• encourage applications from disabled people; 
• consider alternative formats for application; 
• provide job descriptions and person specifications which clearly state they welcome 

applications from all sections of the community, including disabled people;
• include in person specifications only the skills and experience which are vital to the job 

(DRUK, 2018; DWP, 2020a; Bectu, 2020, Arts Council 2018)
• increase their understanding of unconscious bias (DRUK, 2018).

To comply with the Equality Act 2010, performers should not be asked for personal 
information, including their disability, as part of the audition, either verbally or in writing 
(Equity, 2018). This includes actual age, ethnicity and disability. Equity has called for 
‘greater care and consideration by productions when casting roles where the artist’s 
personal characteristics are relevant to the role’ and for greater ‘incidental portrayal 
– where the artist’s personal characteristics are incidental to the role – providing real 
opportunities to increase diversity on stage and screen’ (2015). Its Inclusive Casting Policy 
says that production companies should audition a diverse list of talent for every role and 
artists from diverse backgrounds ‘should be considered more 
seriously for any role’, not confined solely to those specifically 
written for their own personal characteristics (2015; emphasis 
in original). It recognises that it is offensive for non-disabled 
actors to play disabled characters and every effort should be 
made to actively seek artists whose characteristics reflects 
that of the role. Further, Equity specifies that production 

“I would have liked more 
support to experience roles 
on set rather than being in 

my office-based role.” 

Survey Respondent,  
CAMEo, 2020: 12

https://www.gov.uk/government/publications/employing-disabled-people-and-people-with-health-conditions/employing-disabled-people-and-people-with-health-conditions
https://www.gov.uk/government/publications/employing-disabled-people-and-people-with-health-conditions/employing-disabled-people-and-people-with-health-conditions
https://www.equity.org.uk/getting-involved/campaigns/play-fair/equity-inclusive-casting-policy/
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companies should consider using ‘tie-breaker’ provisions under Section 159 of the Equality 
Act 2010. This permits positive action in taking into account under-represented protected 
characteristics when deciding who to recruit, where candidates are as qualified as each 
other. In terms of the recruitment of onscreen disabled talent, more contemporary 
research is needed. 

Supporting aspirations for disabled people to apply for roles, rise through organisations 
and achieve improved employment and skills outcomes has been shown to be aided by 
surrounding disabled people with other disabled people, working within a social model 
of disability (DRUK, 2016). The Arts Council found that disabled people are ‘under-
represented (or under-heard) within boards’ as well as a ‘lack of (visible) disabled people in 
senior roles’ and absence of leadership ‘development programmes which include or target 
disabled people’ (2018: 6; 41). 

_________________________________________________________
Recommendations: 

Broadcasters and production companies should 

30. Provide mentoring and sponsorship for disabled employees (DRUK, 2018) and 
ensure they provide early support for those on career entry schemes to identify 
opportunities to move to the next point or beyond on the career pathway.  

31. Promote diverse shortlists and diverse interview panels.
32. Review the inclusivity and accessibility of board recruitment and set targets 

which reflect the proportion of working-age disabled people, and action plans to 
increase the proportion of disabled board members and their full engagement in 
their governance role.

33. Establish and support employee disability networks (DRUK, 2018).

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). Previous research (CAMEo, 2018; 
Randle and Hardy, 2016; Randle et al., 2007) has identified five 
factors as potentially relevant for disabled people accessing 
specific jobs and careers within the broadcast industry:

• Management’s poor understanding of disability in the 
workplace;

• Discriminatory views around disabled people’s capability;

Lily described how her 
disabled colleague

had their producAvity 
measured by how

much work she produced and 
not by the

hours she worked; enabling 
them to work

“really flexibly in a way that 
suited her

needs and her life”.

Career Pathway 2. Lily 

• Lack of provisions for access requirements;
• Costs and logistics of travel to different sites;
• The financial implications of contract work on benefits. 

The Doubling Disability Survey asked whether these factors had limited respondents’ career 
progression. Almost 80% of respondents ‘stated that management’s poor understanding 
of disability and discriminatory views about disabled people had limited their career 
progression’ (CAMEo, 2020: 4). Further, with 50% those surveyed reporting limitations 
to their careers by, for example, ‘false assumptions about disabled people’s work’ (ibid). 
Another significant inhibiting factor identified in that report was that 80% of respondents 
felt ‘uncomfortable discussing access requirements with employers or clients’ (ibid). 
Similarly, E&HRC research found that a 

‘lack of reasonable adjustments or flexible-thinking prevented’ disabled people 
from ‘moving upwards in their career’ (Adams et al, 2012: 14). The Arts Council 
reports that disabled people were found to be deterred from seeking promotion 
because they believed they would ‘not be successful’, anxious about moving office 
and the upheaval of adapting to a new role or a new manager, and concerned about 
whether a more ‘senior role could or would be adjusted to make it accessible to 
them’ (2018: 39). 

Responses to the Doubling Disability Survey 
‘called for dedicated opportunities for disabled workers, both at industry entry level 
and for career progression’, as well as for ‘more disabled people in senior roles 
throughout the industry’ (2020: 17). 

Networking and mentoring were amongst 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: 3). Positive accounts of experiences in the industry 
focused on peer support and disabled people utilising their lived experience to support 
other disabled colleagues. In turn, this increased awareness of the employer, taking 
ownership of incidents of discrimination and championing disabled people (ibid). 

_________________________________________________________
Recommendations:

34. 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.

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

36. Broadcasters should collaborate to produce an industry-wide peer support 
structure to enable disabled employees to be mentored by more senior disabled 
peers and for disabled peers to showcase work, skills and create knowledge 
exchange opportunities to share solutions to disability-related barriers in the 
industry.

37. Broadcasters should consider providing employee rights to one-year employment 
retention following disability onset (DRUK, 2018) where they do not already do 
so.
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iv) Absence management, periods of disability-related leave, redundancy and 
redeployment 
 
Flexible working has become more prevalent as a result of the pandemic (Unison, 2020) 
and can be a reasonable adjustment under the Equality Act 2010 without disabled 
employees needing to have been employed for at least 26 weeks. It is associated with 
lower absence rates, enabling employees to manage disability and caring responsibilities 
(Giardini and Kabst, 2008; Age UK and Carers UK, 2016), and the CSJ have recommended 
that it be extended to all employment, with the 26-week threshold 
scrapped, and more widely offered in job advertisements. 
Investigating positive forms of flexible working for disabled 
employees in the broadcast industry should be researched 
further, as a part of the research recommended above on 
reasonable adjustments. 

The Equality and Human Rights Commission (E&CHR, 2010) 
Code of practice which accompanies the Equality Act, lists 
Disability Leave as an example of a reasonable adjustment (see E&CHR, 2015). The duty 
to treat disabled employees more favourably, under the Equality Act 2010, applies to the 
redundancy selection criteria. It may be unlawful to make a disabled person redundant 
without having considered reasonable adjustments, including to the redundancy criteria 
and procedures themselves (TUC, 2011: 27). Where disability-related absences are included 
in redundancy criteria, employers who do not make changes to their procedures may be in 
breach of their Equality Act duties. Unison has campaigned for disability-related absences 
to be recorded separately from sickness absence and its recent report provides helpful 
examples of disability-related leave from the ECHR and case law (Unison, 2019: 17-9; 30). 

Reasonable adjustments to the redundancy selection process must also disregard:

• Planned Disability Leave, for a fixed period of time, including intermittent absences; 
• Disability Related Special Leave, needed at short notice for a reason relating to a 

disability that is not sickness-related; 
• leave for reasonable adjustments, such as waiting for the arrival and installation of 

Information Technology or other equipment; and
• disability-related sickness absences (UNISON, 2019). 

A separate Disability Leave Policy should also be put in place, in addition to Special Leave 
policies. This is beneficial because it can be utilised to assess the reasonable adjustments 
which may be necessary for a disabled person in this context, to outline parameters of 
confidentiality ‘such that the line manager does not know about a worker’s impairment’ 
and cover leave ‘which would otherwise be classed as sickness absence’ (ibid: 21). 
Appendices 1 and 2 of the Employers’ Briefing on Disability and Disability Leave Model 
Agreement provide a useful resource for developing such a policy where an employer does 
not already have one (see UNISON, 2019). It is good practice for managers to be trained in 
disability awareness and ensure they ‘monitor staff with a high level of sickness absence 
for the possibility they may have an underlying disability which requires a reasonable 
adjustment’ (ibid: 21). 

“What’s made a more 
positive difference is having 
a disabled network so that 
issues can be bounced off 

other people”.

 Survey Respondent,  
CAMEo, 2020: 7

Altering work duties, like moving away from aspects of the job that are causing stress, such 
as on-air studio production, supervision or appraisal methods or redeployment may all be 
reasonable adjustments that enable disabled people to remain in their employment (TUC, 
2011). The option of redeployment into another position has been well established in case 
law where there is any possibility of preserving the employment of a disabled worker (ibid). 
Indeed, it is ‘reasonable for the employer to move a disabled worker to a vacant position, 
even if it is at a higher grade and requires retraining of the worker’ (ibid: 27). 
_________________________________________________________
Recommendations:

38. 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. 

39. The CDN should consider working with Ofcom, broadcasters, unions, DPOs and 
disabled employees to produce a TV industry-specific Disability Related Absence, 
Redeployment and Redundancy Policy which can be utilised sector-wide and 
disseminated to production companies. 

v) Re-location

Freelancers, who work on short contracts and may need to regularly relocate around the 
UK or internationally, in order to work on a particular production, were mentioned above. 
It may be that those on fixed-term or full-time contracts also need to relocate as they work 
on location for a shoot or, for example, on rotation to another regional or national news 
bureau. Broadcasters and production companies should work with disabled workers to 
identify relevant reasonable adjustments need for shooting on location and their living 
environment during the relocation.

While the CSJ report does not deal with this issue directly, it does highlight issues around 
the housing crisis affecting disabled people due to the unavailability of accessible housing 
and increasing demand, “all of which negatively affects disabled people’s employment 
opportunities, wellbeing, and health” (2021: 172; Department for 
Communities and Local Government [DCLG], 2015: 47). Hotels 
may be the best option in some cases, while other more 
permanent accommodation is sought, but will not be an 
appropriate medium- or long-term solution for those who have 
personal assistants, children or dependents. It is good practice 
to book separate or adjoining rooms for personal assistants, 
but the disabled employee should always be consulted on 
what best meets their needs. HR teams in the industry have 
experience of re-locating non-disabled employees from abroad 
but it is likely more training will be needed to support disabled 
workers’ relocation. This should include:

• briefing on home adaptations funding, which may be available from local authorities;
• and rules around the use of disabled people’s personal budgets, when they leave their 

domiciliary local authorities for certain time periods to work on location. 

There was “no offer of 
accommodation, or a 

guide to where I could find 
somewhere to live [on the 

Access to Broadcasting 
Scheme], I had to do this 

myself, as well as organising 
moving from where I lived 

in the West Midlands to 
London.”  

David, Career Pathway 1 
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As suggested above, it may be that such budgets can be utilised to facilitate relocation for 
short periods in helping the disabled person maintain employment. 

Access to transport on and between locations should also be planned by the broadcaster 
or equipment. It may be possible to access some funding for these reasonable adjustments 
through Access to Work schemes. It may be helpful to plan for disability-related relocation 
costs when initial Access to Work applications are made, even if the exact detail of what is 
required is not yet available.
_________________________________________________________
Recommendations:
   

40. 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.

41. The CDN 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, DPOs and disabled workers within the 
industry.  

vi) COVID-19, homeworking and return to work

A survey by Unison of disabled workers’ experience at work in June 2020 during the 
COVID-19 pandemic, found that 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. Reasons given 
for increased productivity focused on: 

‘the impact on pain and fatigue due to less commuting and ability to work more 
flexibly with additional breaks or later start times’ (2020: 4).  

Though whilst a rare benefit of the pandemic has been to provide an opportunity for a 
‘home working revolution’ for disabled workers, with 54% of respondents feeling 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). For example, homeworking 
can be unfair for women who often have to take on additional childcare and other caring 
responsibilities when they are working in the home. It can also be especially difficult for 
those living in shared rental accommodation and multi-generational households, with 
quiet space to work in short supply. Such variation in household composition and its 
impact on homeworking environments may lead to greater barriers for those with multiple 
and intersecting characteristics (Women and Equalities Committee, 2020) and should 
be considered when reviewing whether disabled employees are happy to continue with 
homeworking when lockdown has eased.  

As indicated above, employers should ensure they provide disabled workers with the 
equipment they need, including IT equipment that is connected to secure their work 
systems, an office table and chair and any office stationery required (Bectu, 2020). 
Disabled workers may need an updated Access to Work assessment. They should also be 
supported to work regularised hours, have the right to disconnect, right to privacy, and 
supported to keep in touch with office colleagues and get a share of the benefits from 
homeworking (Prospect, 2020). Where employers intend to extend homeworking into 
the longer-term, it is important they work with unions to ensure employees receive the 
right support to be able to do so (ibid). For those disabled workers who want to remain at 
home, Unison argue there should be a new enforceable right to home working for disabled 
workers who wish to do so, and increased governmental support to facilitate this should 
include a fund for IT and other equipment (2020). This would be particularly beneficial for 
those off-screen and on-screen disabled employees filming and editing content at home. 
However, those disabled workers who wish to return to the workplace should be given the 
support to do so and employers should work with them to understand what reasonable 
adjustments they might need. 

Many employers are developing ‘hybrid working’ models – involving a blend of 
homeworking and a return to the office – in doing so, they should be alert to ensuring 
disabled workers are fully included in such models and mitigating risks of isolation 
(Faragher, 2021). Recent ONS data found that employees who worked predominantly from 
home were less likely to receive bonuses or pay rises (2021c). 

Bectu has a range of advice and resources on safe return to work for members working 
in TV, feature film and commercials during the COVID-19 pandemic (2021), and Equity’s 
Guidance for UK Broadcasters emphasise the particular responsibilities of employers 
towards disabled people and those who are new or expectant mothers. The Advertising 
Producers Association ([APA], 2020) COVID-19 Shooting Guidelines and British Film 
Commission’s (BFC) Film & TV Production Code of Practice should also be used (2021). 
However, there is limited disability-specific information about particular reasonable 
adjustments available that may be needed for disabled off-screen and on-screen employees 
whilst on shoots during the pandemic, apart from allocation of parking spaces and advice 
about exemptions from mask wearing (see BFC, 2021: 16-17). 
_________________________________________________________
Recommendations:
 

42. Broadcasters and production companies should facilitate homeworking for 
disabled employees who wish to do so beyond periods of lockdown and the 
pandemic. This should include support to update Access to Work provision, 
reviewing their home office equipment and access to adequate assistive 
technology and adaptations to video conferencing systems where necessary.

https://bectu.org.uk/article/getting-the-best-from-homeworking/
https://bectu.org.uk/article/covid19-return-to-work/
https://www.equity.org.uk/media/4201/uk-broadcasters-guidance-1-1.pdf
https://www.a-p-a.net/2020/05/news/16117/
http://britishfilmcommission.org.uk/guidance/regarding-covid-19-coronavirus/
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Conclusion

The analysis of Diamond data in section 1 of this report shows that 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, until 2041 at the earliest. 
COVID-19’s impact on the representation of disabled people in the broadcast industry 
is currently unknown, though early indications are concerning (Eikhof, 2021). While 
the COVID-19 pandemic may have inhibited the positive impact of Doubling Disability 
initiatives, even more needs to be done. This full 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, DPOs 
and disabled employees and workers in the sector to put in place more ambitious positive 
action and transformative interventions to overcome the underemployment of disabled 
people in TV broadcast. Government and Ofcom should also utilize recommendations in 
this report to inform the national Disability Strategy and other strategic diversity work. In 
doing so, they have an important role in the development of explicit and implicit diversity 
policies for disabled people in the industry to increase their inclusion. 

There are 14.1 million disabled people in the UK population – the untapped potential 
for the TV workforce is acute. Disabled people are also a significant share of the UK TV 
audience. Their quality of life, sense of self and potential contribution to British cultural 
life is unfulfilled by their relative absence in on-screen representation and as off-screen 
employees creating TV content. 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 marginalisation 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). 

Scope’s Report (Dixon et al, 2018) demonstrates the perception gap prevalent amongst 
non-disabled people towards disabled people in the UK and TV broadcast’s pivotal role 
in closing it. Optimism and positivity about what is possible should abound. 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. Research has shown that talented disabled people are waiting 
for the work that broadcast TV can give them; the capacity to create change is in the 
industry. Disabled people hold the knowledge and expertise to work with the industry to 
employ their talent. 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. 
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Appendices

Appendix 1. Diamond Data on the estimated proportion of people working in 
off-screen TV production who were disabled 

Table 1: Estimated proportion of people working in off-screen TV production who were disabled, from 2017 
to 2020, with estimated proportions of people with different disability types and breakdowns by broadcaster, 
genre and role where available. Data redactions due to small sample sizes are shown by ‘R’

%
diversity
forms

2017 2018 2019 2020

No.
diversity
forms

%
diversity
forms

No.
diversity
forms

%
diversity
forms

No.
diversity
forms

%
diversity
forms

No.
diversity
forms

All disabled 4.5 5.0 5.2 5.4 14,36512,0153470 8685

0.5 0.7 0.6 0.6

R 0.2 0.2 0.2

0.5 0.6 0.6 0.6

0.5 0.7 0.8 0.9

1.7 1.8 2.1 2.1

0.4 0.5 0.7 0.8

1.5 1.4 1.3 1.2

14,36512,0153470 8685

Disability type 
Deaf/hard of 
hearing 
Blind/visually 
impaired 
Musculo-
skelettal 

Long-term
illness 

Mental health 

Mental health 

Learning/
cognitive 
disabilities 

Broadcaster
BBC

ITV

C4

C5/Viacom

Sky

4.5 5.2 5.5 759763754450
3.2 3.6 3.6 218021051400
6.0 6.4 6.2 358529572368
4.6 5.1 5.2 253719861318
3.8 4.1 4.1 1084872593

Religion R R 6.2 7.0 22222078 161
Seniority of role
Senior 4.1 4.1 4.7 4.6 435136641158 2712

Non-senior 5.5 5.8 10,7008941

Role Type
Commissioning
Editor

Producer
Director

Executive
Producer
Production 
Manager
Series
Producer
Head of
Production
Production
Executive
Assitant
Producer

7.0 5.7 303251

4.7 5.9 852720

3.8 4.3 914737

4.5 4.9 444383

4.6 4.4 12131097

4.0 3.6 11183664

4.7 4.9 12111025

5.3 4.3 389324

8.5 6.9 242206

8.6 9.1 251203

6.3 6.1 676556

9.3 10.6 788697

Director

Writer

Producer

Researcher

Genre
Arts

Children’s

Comedy

Current Affairs

Drama

Education

Entertainment

Factual

Music

Factual
Entertainment
Leisure/
Lifestyle

R 3.2 4.5 4.6 933716178 544

9.8 5.5 5.7 5.8 16731323190 867

R 2.9 4.1 4.7 11921043161 710

5.4 5.7 5.6 6.8 902995270 765

3.0 4.0 3.8 4.4 15051343370 965

R R 5.6 5.0 22721991 133

3.8 4.1 4.4 4.6 21161894681 1403

4.9 5.0 5.3 5.1 515840791071 2866

4.2 4.5 5.8 6.1 26992163418 1457

4.3 5.9 5.8 5.5 14971201385 867

R R R R <200<20054 135
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Appendix 2. Full List of Recommendations

This Full Report Recommends:
1. 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:

a. ‘links between job role, career stage and condition/impairment: to identify     
existing inclusive practice and areas most in need of intervention;
b. 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;
c. links between experiences of inequalities in access and career support and career 
stage/seniority; 
d. how disability and other diversity characteristics such as race, class or gender 
intersect’ (CAMEo, 2020: 20-1). 

2. Broadcasters and Diamond should consider collecting data on the following 
questions, where not already collected:

a. What proportion of newly recruited staff are disabled people?
b. What proportion of disabled staff say that their employer has made adequate 
adjustment(s) to enable them to carry out their work?
c. What proportion of disabled staff leave due to disability discrimination13  they face 
in the workplace? 
d. What is the size of the disability pay gap?
e. What is the disability gap in part-time work, in freelance work, in career 
progression and in wellbeing at work?
f. What is the disability gap in job quality, skill under-utilisation and job satisfaction?
g. How does the organisation compare with the sector or the locality? (DRUK, 2018: 
4; NHS, 2020)

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

4. CDN should commission research on the attitudes of non-disabled commissioners, 
employers and employees towards disabled people in off-screen and on-screen roles. 
This should examine differences between broadcasters, production companies and 
any disparity or variation between perceptions of on-screen and off-screen disabled 
employees14 .

_______________
13 This includes indirect discrimination under Sections 13, 14, 19, and direct discrimination under Section 15 of 
the Equality Act 2010.
14 The ‘Phase-0’ - Doubling Disability Research Report conducted ‘interviews with current and recent 
broadcasting executives and staff centrally involved in diversity and disability initiatives’ (CAMEo 2019b, 
unpublished: 7). This recommendation goes further and is designed to gather information on attitudes of the 
TV broadcast workforce.

5. Broadcasters and production companies should celebrate disabled employees in TV 
broadcasting (see Arts Council, 2018) by working with the sector, industry bodies and 
DPOs to:

a. raise awareness of the contribution of disabled people on- and off-screen in 
broadcast TV; 
b. to enable best practice in working culture in the sector; and
c. promote the role of non-disabled employees as good allies to disabled people and 
facilitate positive perceptions of disability in the workplace.  

6. Broadcasters should provide an extended programme of mandatory role-specific
training in disability equality practice (DRUK, 2018) for employers, non-disabled 
workers and for the production companies they commission from, enhancing the work 
that the CDN is already doing, ‘including training for managers of disabled talent, for 
all staff who might work on a project, including freelancers’ (CAMEo, 2020: 16).

7. Broadcasters should work with DPOs 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.  
8. Broadcasters should work collectively to produce dedicated knowledge and 
information campaigns, aimed at the general public in the UK, across their channels, 
about increasing the employment of disabled people, drawing on the wealth of talent 
disabled people offer (CAMEo, 2020).

9. Increased workplace campaigns to promote disability disclosure and disability 
inclusion should be introduced (DRUK, 2018). 

10. More research is needed about what digital media can teach TV broadcasters and 
production companies about greater inclusion of off-screen and on-screen talent16.
11. Interventions to increase the representation of disabled people on- and off-screen 
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).

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

a. An access to broadcasting scheme for disabled people leaving education and 
choosing to enter the industry (see below);
b. Developing a sector-wide syndicate scholarship to support early-career disabled 
freelancers.

13. Research should be commissioned to evaluate existing empowering and 
transforming interventions to increase the inclusion of disabled people working in on-
screen and off-screen TV. Findings of such good practice should be shared.
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14. Government must support the Broadcast sector to extend the good practice of 
Channel 4’s 360° Diversity Charter and the BBC’s Diversity Commissioning Code of 
Practice and activate public sector procurement levers to ‘ensure that all public fund 
holders enforce disability representation down the supply chain of the companies they 
fund’. 

15. Broadcasters and production companies should provide training and facility time 
for specialist disability union representatives (DRUK, 2018).

16. Broadcasters Ofcom and the CDN 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.

17. Broadcasters Ofcom and the CDN should commission work 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.

18. Broadcasters, Ofcom and the CDN should commission a film on recruiting more 
disabled people to work in broadcast television, showing the range of innovative
reasonable adjustments which can be made across the industry, and played across the 
five main UK channels.

19. The CDN, Ofcom and broadcasters should ensure they work with government as it 
implements the CSJ’s Recommendation 6g to passport Disabled Students’ Allowance to 
Access to Work once the student has graduated (2021: 49) to ensure that the transition 
works for disabled graduates entering the broadcast industry. 

20. The CDN, Ofcom and broadcasters should ensure they work with government as 
it implements the CSJ’s Recommendations 6b and 6e on developing indicative Access 
to Work awards and the easier passporting of adaptations from one organisation 
to another, to ensure that the transition between employment works for disabled 
employees in entering the broadcast industry. 

21. The CDN, 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). 

22. The CDN, Ofcom and broadcasters should increase the urgency of work with the 
DWP to raise awareness of the needs of disabled off-screen and on-screen employees 
in TV broadcasting, especially freelancers in relation to Access to Work and other 
support payments.

23. CDN should work with DPOs, along with on-screen and off-screen disabled workers 
in broadcast TV, Ofcom, big broadcasters and independent production companies to 
develop ‘interventions that make transitions between contracts quicker, easier and less 
stressful’ such as through ‘embedding good recruitment practices across the industry’ 
(CAMEo, 2020: 20).

24. Broadcasters should work with Ofcom and the CDN to fund and develop syndicate 
scholarships. These would be for broadcasters to collectively sponsor early career 
disabled freelance talent while they establish their careers and build up experience 
and credits.

25. ‘Nothing about us without us’ - Broadcasters should work with the CDN, Ofcom, 
Disabled Peoples’ Organisations and disabled people to establish an access to
Broadcasting scheme for GCSE, A-Level, FE and Higher Education disabled students.
 
26. Broadcasters should work with Ofcom and the CDN to contribute to government’s 
work, recommended by the CSJ, on improving the quality of and awareness about 
apprenticeships, internships and traineeships. In particular, sharing examples of 
good practice within the broadcast sector and ensuring that existing ‘supply-side 
interventions’ meet and surpass forthcoming standards, to ensure that broadcast 
organisations are at the forefront of providing a range of paid supported internships.

27. Broadcasters should commission an evaluation and audit of existing schemes 
across the sector to analyse: 

a. how successful they are in increasing entry to the industry; and
b. the number of placements compared to what is needed to increase the 
representation of disabled people in the industry to ensure the supply-side meets the 
target of Doubling Disability in broadcast TV.

28. Broadcasters should promote appropriate budgeting for access and support costs 
for their funded schemes and for the training and development providers for such 
schemes, and should review the format of their programmes to ensure they are 
accessible to disabled people, including ensuring residential sessions do not create 
unnecessary barriers.

29. Broadcasters should consider developing and funding Early Career Fellowships 
for disabled people to enable them to gain entry positions in the industry and retain 
high quality trainees, ensuring they transition from internships, apprenticeships and 
traineeship schemes and do not leave the industry.  

Broadcasters and production companies should: 

30. Provide mentoring and sponsorship for disabled employees (DRUK, 2018) and 
ensure they provide early support for those on career entry schemes to identify 

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 
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opportunities to move to the next point or beyond on the career pathway.  

31. Promote diverse shortlists and diverse interview panels.

32. Review the inclusivity and accessibility of board recruitment and set targets which 
reflect the proportion of working-age disabled people, and action plans to increase the 
proportion of disabled board members and their full engagement in their governance 
role.

33. Establish and support employee disability networks (DRUK, 2018).

34. 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.

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

36. Broadcasters should collaborate to produce an industry-wide peer support 
structure to enable disabled employees to be mentored by more senior disabled 
peers and for disabled peers to showcase work, skills and create knowledge exchange 
opportunities to share solutions to disability-related barriers in the industry.

37. Broadcasters should consider providing employee rights to one-year employment 
retention following disability onset (DRUK, 2018) where they do not already do so.
38. 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. 

39. The CDN should consider working with Ofcom, broadcasters, unions, DPOs and 
disabled employees to produce a TV industry-specific Disability Related Absence, 
Redeployment and Redundancy Policy which can be utilised sector-wide and 
disseminated to production companies. 

40. 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.

41. The CDN 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, DPOs and disabled workers 
within the industry.  

42. Broadcasters and production companies should facilitate homeworking for disabled 
employees who wish to do so beyond periods of lockdown and the pandemic. This 
should include support to update Access to Work provision, reviewing their home
office equipment and access to adequate assistive technology and adaptations to video 
conferencing systems where necessary.

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 
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Appendix 3. Career Pathways for Employing the change-makers

A note on methodology

The Doubling Disability Focus Group took place over Zoom in April 2021, with CDN Executive 
Director, Deborah Williams and Principal Researcher, Dr Marie Tidball, who led the meeting. 
Six additional contributors participated in the ninety-minute session. Participants were 
identified through purposive selection, based on research conducted in the thematic literature 
review and analysis. CDN also made a request for participants to come forward through their 
networks. These contributors were not selected to represent generalisations of how all disabled 
workers in broadcast TV experience the issues explored in this Full Report but because their 
specific ‘features or characteristics… enable[d] detailed exploration and understanding of 
the central themes and puzzles which the researcher wishe[d] to study’ (Ritchie et al., 2003: 
78). Participants were chosen to reflect a range of different impairments,  different stages of 
disabled workers’ career pathways, and a range of production companies and channels. They 
were recruited through a personalised email of invitation, explaining the importance of their 
contribution to this research, followed by emails and then telephone calls to secure their 
involvement. All interviewees were provided with a participant information sheet about the 
project and signed a form to give their informed consent in contributing to the focus group.

The grounded themes which emerged from research in the literature review and analysis were 
used to develop the interview schedule for semi-structured interview questions during the focus 
group with a particular focus on the subsections of Section 2 and 3 of the report:

1. Section 2. Attitudes, awareness and knowledge about disability and disabled people 
working in TV broadcasting.
2. Section 3. Accelerating efforts to double disability: removing barriers and enabling 
increased employment of disabled people in TV broadcasting. 

In this way the session’s running order mirrored the structure of the full report, with the Zoom 
meeting designed to be like a panel programme, so that all participants appeared on-screen and 
could listen to each other’s input. Semi-structured interview questions enabled the Principal 
Researcher to draw thematic comparisons between the contributors’ differing experiences, 
while allowing ‘more opportunity for probing and giv[ing] the respondent considerable freedom 
to expand on a given question’ (Huitt and Peabody, 1969: 28-29). Contributors were also asked 
to email a career biography and any further reflections on the issues discussed in the session. 
All these materials were triangulated to produce the short ‘Career Pathway’ narratives below, to 
provide snapshots of their lived experiences of navigating their on-screen and off-screen career 
journeys. The participants have not been anonymized as they gave permission for the session 
to be made available online by CDN so that people within the industry and beyond could better 
understand the experiences of disabled workers in broadcast TV. Otter.ai transcription software 
was used during the focus group; the text of this transcript was coded under the main themes in 
the report, along with any emerging themes, to produce the Career Pathway narratives. Each of 
the six Career Pathway narratives include Keywords specific to them, to reflect dominant themes 
in their experiences as disabled people working in the TV broadcast industry, and the relevant 
full report recommendations (numbered in Appendix 3) designed to respond to the issues they 
raise.

Focus Group Summary Keywords

Disability, people, disabled, broadcasters, industry, reasonable adjustments, work, broadcast, 
experience, role, hear, production, screen, attitudes, person, report, support, TV, disclosing

Career Pathway 1. David Blakemore

Keywords: Aspergers syndrome, invisible disability, bullying, Access to Broadcast Scheme, 
disclosure, Access to Work, structural barriers, freelance, relocation, career pathways, 
temporary contracts
Summary-biography: Producer, previously selected for prestigious Access to Broadcasting 
Scheme, now working in internal communications outside the TV broadcast industry.

David was accepted onto a prestigious Access to Broadcast Scheme. He disclosed that he 
“had Asperger’s syndrome”, even though he had not “been formally diagnosed at that 
point”. There “was never a formal discussion” of his needs, “nor any offer of applying for 
an Access to Work grant” to assess them. The lack of support continued while working on 
productions during the Scheme, and he “was very much left to get on with working among 
the rest of the production team”. Despite feeling “able to complete the work” he believed 
“having support would have made [his] life there much easier”, especially as he worried 
about “not being believed” because of the hidden nature of his impairment. Even though 
David received training throughout the Scheme, he “had no one to contact” if he had 
“problems” at the production company, which left him “feeling isolated”, especially as he 
“experienced a bout of bullying from an on-screen talent”. This bullying “was seen by other 
production members” but “no action was taken”. David also had no support for re-location 
to attend the Scheme’s training or production placements with “no offer of accommodation, 
or a guide to where [he] could find somewhere to live”; he had to organise all this himself. 
At the end of the Scheme, the “only advice” he received was to “make contact with as 
many people as possible to ensure [he] could sustain a career” in the industry but there 
was ”no pathway as such for [him] …to progress further” and he felt he was “left to fend 
for [himself]” once he left the Scheme. This experience was replicated during his time as a 
freelancer, stating that when “contracts are completed; staff are just allowed to leave the 
company”. He personally “never felt appreciated by senior members of staff”.

See Report recommendations: 1.b, 2.e, 4., 7., 12., 13., 16., 20-24., 28., 29., 37. and 40.

http://Otter.ai
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Career Pathway 2. Lily Freeston

Summary Biography: Producer, journalist and film-maker, previously worked for a broadcaster 
for three years before taking a career break to study a master’s degree in documentary 
filmmaking as a Fulbright BAFTA scholar. 

Keywords: hearing impairment, knowledge of disability, training, tinnitus, fluctuating 
disability, attitudes, structural barriers, flexible and homeworking, reasonable adjustments, 
productivity, thrive. 

Lily is hearing impaired; she entered broadcasting through a disability recruitment 
programme and has worked for a major broadcaster for three years. Attitudes towards her 
disability have been “mixed”, with some “fantastic experiences” but found “approaches or 
beliefs around disability in the industry [are] limited” and varied from person to person. 
Lily’s “permanent tinnitus” can be “unpredictable”. Sometimes it “flares up”, “massively” 
affecting her sleep which means “one day [she’ll] be completely fine” and can work on the 
phone. Conversely, on another day, “going into an office and trying to communicate with 
people” when she is “really struggling to hear” and she has not “had a good night’s sleep 
is just impossible”. In those circumstances, she “can work quite productively at home”. 
Consequently, “flexibility around working at home” is the reasonable adjustment which has 
benefitted her. Some teams have perceived this as “skiving” and she has been “checked up 
on”. Elsewhere she “had a fantastic experience” where her needs were “discussed prior to 
starting employment” with the broadcaster and a homeworking arrangement was put in 
place. More “nuanced conversations, understanding and training about what disability is 
[and] how it can present” is needed, by teams which “embrace” disability and are designed 
“around roles that are accessible to everyone”. For example, another disabled colleague 
had their productivity measured by the broadcaster they worked for by how much work 
she produced and not by the hours she worked; enabling them to work “really flexibly in a 
way that suited her needs and her life”. Managers and editors need to go beyond the “bare 
minimum” of getting disabled people into roles in the industry and “properly listen” to 
disabled workers about what they need to “really thrive”. 

See Report Recommendations: 7., 13., 16-18., 34. and 35.

Career Pathway 3. Khurrum M. Sultan

Summary biography: A disabled director working in documentary, commercial and drama, 
for a major broadcaster, and on international productions, including as a director for a major 
global sporting event advertising campaign. the FIFA World Cup advertising campaign in Qatar.

Keywords: dyslexia, invisible disability, recruitment practices, application process, interview 
preparation, disclosure, inclusive networking events

Khurrum has PTSD, after surviving a bomb blast, and dyslexia. The latter “has had a huge effect 
on [his] career” as he has “never been able to land a role/job after completing [a written] 
application”. “Monitoring and Diversity forms are often anonymous” leaving him “up against 
people without dyslexia”. Consequently, “there is no equal playing field” as without support 
there is “a constant battle” to “work extremely hard… for an application or interview”.  It is only 
“when given the opportunity to talk about [his] experiences and answer questions” that he is 
“short-listed or given a role”.  When he “finally” gets to interview “it’s very difficult” because 
“unless you’re saying the things that [the panel] want to hear, you’re not able to… get to the next 
stage”. The best career progression opportunity he had involved “attending a BAME Networking 
Event” where attendees spoke “to commissioning editors, indie production exec producers and 
decision-makers on TV shows”. It was “amazing” to talk “about his experiences and ambitions”. 
There he was recruited by a disabled Commissioning Editor and secured a producer/director role 
in UK broadcast TV. The Editor’s own disability emboldened him to “openly discuss” his dyslexia 
with them and what adjustments he needed.  This positive experience contrasted with his 
previous disclosures at companies who had shrugged off dyslexia as “it is not a visible disability” 
perhaps because they thought he was “lying” or due to their “lack of understanding it”. Khurrum 
believes there is still “a little bit of nepotism” within the industry and “a fear that able-bodied 
individuals” overlook disabled people for roles a “backlog of people” are applying for. That is why 
“the gate keepers and production companies” need more chances “to network with disabled 
people” so they can “talk directly to them” to “secure a role”. - perhaps because they thought 
he was “lying” or due to their “lack of understanding it”. Khurrum believes there is still “a little 
bit of nepotism” within the industry and “a fear that able-bodied individuals” overlook disabled 
people for roles a “backlog of people” are applying for. That is why “the gate keepers and 
production companies” need more chances “to network with disabled people” so they can “talk 
directly to them” to “secure a role”. 

See Report Recommendations:  2.c, 4., 7., 9., 20., 22., 31. and 33-6.
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Career Pathway 4. Benjamin Cohen 

Summary biography: Chief Executive Officer of Pink News, a large growing digital media 
company, who produce shows viewed by millions on digital platforms; formerly a 
Correspondent for a news programme, Correspondent for a national newspaper and has 
presented  for the a major broadcaster across a range of programmes. 

Keywords: MS (Multiple Sclerosis), digital media, reasonable adjustments, attitudes, 
disclosure, visible disabilities on screen, audience perception, career progression

Benjamin has relapse remitting Multiple Sclerosis (MS). When he was first appointed as a 
Correspondent aged 23, he had been “incorrectly diagnosed” with chronic fatigue syndrome. 
Five months later he received a diagnosis of MS but the approach of the broadcaster towards his 
disability was “appalling” and he found disclosing it “challenging”. Subsequently, his employer 
was “reluctant” to make reasonable adjustments for him “principally because they couldn’t 
understand a disability that is variable” – on one day “you’d be fine”, on the next “you’d be 
really quite ill”. Then, his MS symptoms meant he was intermittently catheterized and had 
temporary blindness in one eye. The former led to him “arguing” with HR about “how easy” 
it was for him to use “the women’s toilets” because “there weren’t bins in the men’s” and a 
“ridiculous” situation where the disabled toilet could only be accessed “through the studio”. 
Nevertheless, they “couldn’t understand” and he asked them to “trust” him because he 
“didn’t want to have to disclose” that he was using a catheter. Benjamin’s partial blindness was 
“very painful”, particularly in quite bright lights like a TV studio, and he needed to “wear an 
eyepatch”. However, the programme editor “wouldn’t let [him]” wear it on-screen as it would 
be “distracting” and “raise questions” amongst the audience. “So what?” he argued “the viewer 
needs to understand not everyone’s perfect”. Homeworking has been one of the “positive 
benefits” of COVID-19. This adjustment would have made it easier to complete research as 
he was only “on-screen for a report once or twice a week” but he was not supported by the 
company because they assumed work was only completed at a person’s desk. Benjamin left 
broadcast TV a decade ago and hoped things had changed. As a “leader of a company, the 
way that things were dealt with from a disability framework perspective then, are not the way 
that we would deal with any form of protective characteristic now”. The “challenge” of “how 
to develop [disabled] talent” in broadcast and digital media is the culture of “moving between 
jobs” and “starting from scratch” each time, whether because, as a freelancer, your project 
comes to an end or because you stay in each role for a “short period of time” before going  
“somewhere else” to get promoted.

See Report Recommendations: 6-9., 11., 40. and 41.

Career Pathway 5. Professor Elizabeth Frood

Summary biography: Egyptologist and academic, who has presented a number of television 
programmes

Keywords: Bilateral below knee amputee, on-screen, visible disability, disclosing disability, TV 
audience, viewers, documentary, personal care, accessible accommodation, re-location, transport, 
disabled peer support

Elizabeth is a bilateral below knee amputee, with a hearing impairment and limited manual dexterity, 
acquired after contracting sepsis. One of the programmes Elizabeth presented was a story of 
discovery which was not “relevant” to her disability. However, the producer questioned “’how to 
manage [her] appearance on screen?’” Elizabeth acknowledged this could be an issue: any shot of 
her walking would show her “prosthetic legs” making it “pretty obvious” and she did “not want to 
explain it”; “why should I? … I’m disabled and this is what’s wrong with my body”. She urged the 
producer “to be brave” and “tell the story of the discovery”. After some reflection he said: “‘No, we 
need you to explain what happened to you, and why you look the way you do’”, otherwise, “‘it’s 
going to be distracting for the audience’”. Elizabeth said she “didn’t fight him” as she could “see his 
point”. There are “not enough disabled people on television” so maybe viewers are “not ready”. 
However, the explanation in the documentary “came across as a bit forced”; she regretted being 
persuaded to disclose it. Her message to “[able-bodied] broadcasters and producers” is “for God’s 
sake be braver…we’re human beings” we “come in all shapes and sizes… just let us tell the stories”. 
Her message to “disabled colleagues” is “don’t get pressured into doing something that you’re not 
comfortable with”. Elizabeth’s documentary-making has involved international travel and film-shoots 
on location in the UK. Her needs range from disabled parking, accessible hotel rooms, support with 
feeding and “fluctuating” energy levels. The broadcasters got off “really lightly”, on the productions 
she has worked on, as her husband provided her support and personal care and her 6-year-old son 
travelled with them. She is “very nervous about any future projects” because, without her husband, 
she would need to have a support worker available 24/7. Therefore, it would “have made a huge 
difference… if there’d been other disabled people on the production teams” as she “would have 
immediately had someone” who understood what she was “talking about”, making her “feel more 
comfortable” describing her needs.

See Report Recommendations: 10., 17., 18., 23., 32.-4., 40. and 42.



Employing the change-makers 92 Employing the change-makers 93

Career Pathway 6. Jason Bates 

Summary biography: Currently Lead Communication and Engagement Manager at Tesco, Jason 
previously trained in broadcast journalism and has been recruited to a number of prestigious 
Access to Broadcast and Career Development Schemes, working in the industry for almost a 
decade, on a number of productions, before leaving broadcast TV in 2014. 

Keywords: cerebral palsy, wheelchair, crutches, Associate Producer, attitudes in broadcast TV, 
creative vs commercial imperatives, tokenism, pay rates, enrichment to creativity

Jason has cerebral palsy, uses a wheelchair and crutches occasionally. He had a positive experience 
on Bournemouth University’s Broadcast Journalism course, where he had “worked hard” to get a 
place.  However, attitudes towards disabled people in TV were “mixed” throughout his “lengthy 
career”, during which he worked “bloody hard”, and were dependent upon a particular production 
company. He experienced “absolutely standout best practice” but had also “seen the other end of 
the scale” where the team sees you as “fulfilling a quota or being the token” disabled person. When 
he re-located from Cambridgeshire to work on a production in Manchester, he was “given two weeks 
to move”. He had the “added stress” of finding accessible housing but knew he could not delay the 
contract “because you know that they’re instantly going to hire someone else”. The broadcaster’s 
HR team just referred him to a “Facebook group”. So, when he moved, he “lived in [his] car” and 
“there was a hotel in media city” that he “used to go into every morning [to] change …and then 
walk into work”. That reflects the “reality” for disabled people “in broadcasting because that was an 
opportunity [he] wanted, but no-one within that broadcaster referred [him to] the help [he] needed”. 
As his career progressed, Jason had to “fight” for an Associate Producer grade on a children’s TV pilot 
whose concept he had created. Consequently, he left the industry but hopes to return. He describes 
emotively why a future in TV mattered so much to him as a disabled person “who grew up with TV 
being his best friend… the thing he relied on the most” so giving up a career in the industry because 
“their hideous rate” did not “pay the bills” was “heartbreaking”. Jason made a rallying cry for 
“movement in the industry” which has “not been big enough” nor “quick enough” to “increase” the 
number of disabled people in employment”. A programme of “assertive action” is needed to reframe 
the perspective that disabled workers are a “hindrance to your creative endeavors”, to a “more 
rounded” view of disabled people as “hard-working… media professionals”.

See Report Recommendations: 2.d&f, 3., 5., 8., 13., 14., 19., 24., 26., 28.-30., 34., 36. and 39.

About the Creative Diversity Network 

CDN is an industry body created and funded by the UK’s broadcasters. We are tasked with 
inspiring and supporting the British television industry to increase diversity and inclusion 
across the entire supply chain; including on and off screen. Our members are Sky, ITV, ITN, 
BBC, Channel 4, BAFTA, ViacomCBS, UKTV, Discovery, PACT, S4C, and Screenskills. 

As a not-for-profit membership organisation for UK broadcasters and the wider production 
community, we:
• Manage Diamond, the world’s first online machine learning-based approach to 

monitoring diversity across the UK’s freelance production community. 
• Publish annual reports on the diversity demographics on and off screen for the five main 

broadcasters. 
• Work in partnership with the Royal Television Society to present The Network Speaks 

regional events series, throughout the UK. 
• Work with the membership to amplify their internal work across the ED&I agenda. 
• Use the evidence created from Diamond to develop interventions and programmes of 

work that seek to reduce under-representation of specific groups across the industry.
• Produce the bi-annual UK broadcasting diversity awards. 
• Provide thought leadership on diversity across UK broadcasting.

Creative Diversity Network Rich Mix 
35-47 Bethnal Green Road London, 
E1 6LA, UK 

e: enquiries@creativediversitynetwork.com 
w: www.creativediversitynetwork.com/doubling-disability/ 
twitter: @tweetcdn 

mailto:enquiries@creativediversitynetwork.com
https://creativediversitynetwork.com/doubling-disability/
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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, ViacomCBS, Sky, S4C, UKTV, Discovery, BAFTA, ITN, Pact, and 
ScreenSkills.

For more information:
www.creativediversitynetwork.com
@tweetCDN

http://www.creativediversitynetwork.com

