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Summary Report, March 2026

Between December 2025 and March 2026, Difference North East spoke to disabled people and employers across the North East about what helps make work more accessible, inclusive and sustainable.
This summary presents what disabled people said makes the biggest difference in practice, alongside examples of how some employers are responding to the barriers disabled people experience at work.

What does good practice look like?
Inclusive recruitment
Recruitment was often described as the first opportunity to demonstrate inclusion. Examples included:
· Interview questions shared in advance as standard.
· Photos or videos of interview locations sent to everyone.
· Clear examples of available adjustments in job adverts.
· Separating access conversations from recruitment decisions.
· Choice of online or in-person interviews.
· Clear written information about pay, hours and contracts before work begins.
Support from the start
Good practice involved making support a routine part of induction rather than waiting for problems to arise. Examples included:
· Providing information about Access to Work to everyone.
· Asking "What helps you work well?" as a standard induction question.
· Discussing support needs without requiring someone to identify as disabled.
· Alternative routes to discuss support outside line management.

Flexibility in practice
People valued flexibility that was built into workplace culture and available from the start. Examples included:
· Focusing on outcomes rather than how work is completed.
· Allowing flexibility without repeated justification.
· Building flexibility into workplace culture rather than treating it as an exception.
Consistent and inclusive workplace cultures
Good practice worked best when it did not depend on a single manager or individual relationship. Disabled people also highlighted the importance of seeing disabled people at all levels of an organisation. Examples included:
· Shared responsibility for access across teams. 
· Using the same access processes for everyone. 
· Regular conversations about access and wellbeing. 
· Internal equality groups. 
· Ensuring support remains in place when managers change. 
· Disabled people visible in senior roles and leadership positions. 
· Creating workplaces where disclosure feels safe throughout a career, not just at entry level.
Reducing financial and practical barriers
Good practice also involved reducing the financial pressures that can make work harder to sustain. Examples included:
· Continuing pay during sickness absence and agreeing any repayments once someone returns to work.
· Holding responsibilities open during periods of absence.
· Ensuring access-related costs are met by the organisation rather than the individual.
· Recording disability-related appointments separately from standard absence and allowing time for appointments without penalty.

