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Prejudice can endure
throughout a career
Equality Landing a
job may now be easier
but disabled workers
are often sidelined
later, says Alicia Clegg

W

hen aspiring lawyer
Robert Hunter began
work for Allen &
Overy in London, he
omitted to tell the
international law firm that he suf
fered from progressive hearing loss.
By the time they found out, he was on
thewaytobecomingapartner.
Thirty years later, Mr Hunter is a
fraud lawyer and a partner at
Edmonds, Marshall, McMahon.
These days he participates in

meetings with the assistance of a typ
ist who transcribes what is being said
for him to read. Yet he is dismayed
when he looks around the City to see
so few people with disabilities in sen
ior positions.
In 2014, Mr Hunter set up City Dis
abilities, a charity that mentors pro
fessionals and students with disabili
ties to help them forge successful
careers.
In today's recruitment market, he
says, he would be more confident of
being hired than when he started out.
Even so, such is the "subtle nature of
City dealings that it's still possible for
professionals with disabilities to be
quietly sidelined".
"Is there an issue? Self-evidently,"
says Tony Cates, a vice-chairman at
KPMG and sponsor of its disability
network, "because when you look

around we don't have many disabled
people at partner level."
Encouraging applications from
candidates with disabilities will not
by itself build fairer workplaces. How
far and fast people make progress
once they are hired often depends on
having the right connections and
acquiring the experience to build an
impressive CV. This is where disad
vantage can creep in.
"Instead of listening to the circum
stances in which candidates need
support, employers start to put limi
tations on people," says Liz Dawes,
trust officer at City Disabilities.
A blind employee or a wheelchair
user might find they are given less
challenging work, for example; man
agers may not include them in over
seas projects because they assume
travel would be arduous.

According to research by Badenoch
& Clark, a recruitment business,
60 per cent of UK workers with a disa
bility say they have encountered bias.
One popular approach to tackling
workplace inequality is to expose
people to the idea that everyone
unconsciously harbours some form
of prejudice. However, some research
suggests that when people are told

this, they feel absolved and their
views may even harden.
Another approach is to make equal
treatment the easy option. Making it
plain that managers will be marked
down if they neglect the professional
development of team members with
disabilities would be a good start.
It is not only the expectations of
others that can hold people back, says

