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Established in 2015 PurpleSpace is a rapidly growing eco-system
 of 600 m

em
bers 

across 100+ UK, m
ulti-national and global em

ployers. The com
m

unity is m
ade up of 

em
ployee resource group leaders and com

m
ittee m

em
bers together with diversity 

and inclusion senior practitioners and senior cham
pions / executive sponsors.

Together they are surfacing the lived experience of their own disabled em
ployees. 

Together em
ployers are learning directly from

 their own people about the ways 
they can im

prove em
ploym

ent policy, practice and procedure. Together, they are 
unlocking talent and changing the world.

M
em

bers share best practice, co-create projects of global im
portance and access a 

range of tools, techniques and leadership know-how in order to deliver high-im
pact 

em
ployee resource groups / networks. 

M
em

bership fees and sponsorship incom
e joint fund a unique range of tools, ideas 

and m
otivational learning and developm

ent them
es to build disability confidence 

from
 the inside out.

In nations across the world, there are m
any versions

of the expression ‘nothing about us, without us.’ 

It is a powerful expression used to convey the 
com

m
onplace practice of excluding disabled people 

from
 the conversations that im

pact us the m
ost such 

as healthcare, social care support, transport design, 
inform

ation technology design, in politics, and often 
in em

ploym
ent practice. 

Em
ployee resource groups / networks are a powerful 

vehicle to reverse that – and are fast becom
ing one of 

the m
ost popular ways that em

ployers are learning 
directly from

 their own people.
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Barclays is com
m

itted to creating opportunities 
for people of all abilities to rise.  Developing a 
disability and m

ental health confident business 
is fundam

ental to this vision and our em
ployee 

resource group plays a vital role.

Reach, our disability and m
ental health network, 

is open to all colleagues w
ho have a disability or 

m
ental health condition, or support those w

ho do.
It is dedicated to levelling the playing field for 
people of all abilities.

W
ith a significant m

em
bership across the globe,

it is a powerful com
m

unity that helps drive change, 
for exam

ple through cam
paigns such as This is 

M
e. Reach supports and m

entors colleagues w
ith 

a w
ide range of disabilities and m

ental health 
conditions, and helps the business to identify new

 
ways of m

aking our products, services and facilities 
accessible to everyone.

Our network coordinates listening groups so that 
the business can learn from

 the experiences of our 
disabled colleagues, and helps shape and prom

ote 
our W

orkplace Adjustm
ents Passport to support 

colleagues as they m
ove through their careers.

The network also engages our Reach Purple 
Cham

pions - im
portant allies in helping to build 

disability and m
ental health confidence.

4  of 34  
8  of 48 

Barclays is a proud m
em

ber of PurpleSpace 
and we are delighted to sponsor the world’s first 
im

pact report about the work of disabled em
ployee 

networks / resource groups. W
e have seen first-

hand how
 networks can create a sea-change 

in supporting our colleagues and enabling the 
business to better reflect the reality of our custom

er 
base.

I am
 confident that this report w

ill support 
em

ployers of all sizes through its findings and w
ill 

strengthen the resource groups/networks w
ho 

provide the passion and insight to help us all build 
disability and m

ental health confidence from
 the 

inside out.

Paulette Cohen,
Head of Diversity & Inclusion,
Group HR, Barclays

Foreword
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This report is the w
orld’s first Im

pact Report about the w
ork of 

disabled em
ployee resource groups / netw

orks. 

Between 21st October 2019 – 13th N
ovem

ber 2019 we ran a sim
ple 

on-line survey and invited em
ployer m

em
bers across the world to take 

part. 138 responses were received. In addition, we conducted 17 in-
depth confidential interviews w

ith em
ployee resource group / network 

leaders and heads of diversity and inclusion team
s.

This report sum
m

aries the key findings. All responses rem
ain 

anonym
ous. 

Launching an annual Im
pact Report is the latest developm

ent in our 
ongoing com

m
itm

ent to provide high-quality know
-how

 and resources 
required to deliver high-perform

ing disabled em
ployee resource 

groups / networks. 

During 2020 we w
ill be inviting our partners and collaborators to 

share their feedback w
ith us in order to reflect on the trends and 

identify our next priorities.

Kate Nash OBE,
Creator & CEO, PurpleSpace

Executive Sum
m

ary
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The greatest em
ployer benefits of having a 

disability netw
ork / resource group

Prior to the survey, we identified 5 prim
ary benefits of 

having a disability network / resource group. There are 
m

any m
ore benefits, however for sim

plicity and to ensure 
local and global relevance, we offered the five m

ost 
identified benefits expressed by our m

em
bers during our 

interaction w
ith them

 during 2019.  

W
e asked survey respondents to rank these benefits w

ith 
1 being of the greatest im

portance and 5 being the least 
im

portant.

The opportunity to ‘norm
alise’ 

disability and im
pairm

ent across 
the w

orkforce, as part of the 
hum

an experience

The chance to offer feedback on 
w

orkplace policies

Benefit 1:
Benefit 2:

4
7.16

%
of respondents ranked the 
chance to offer feedback on 
workplace policies as one 
of the greatest benefits of 
having a disability network / 
resource group (ranked one 
and two).

6
9

.3
5

%
 

of respondents ranked the 
opportunity to ‘norm

alise’ 
disability and im

pairm
ent across 

the workforce, as part of the 
hum

an experience as one of the 
greatest benefits of having a 
disability network / resource group 
(ranked one and two).

8
.9

4
%

of respondents ranked this 
as least im

portant (ranked 
five).

6
.4

5
%

of respondents ranked this 
as least im

portant (ranked 
five).

Rank Five 8.94%

Rank One 47.58%

Rank Four 17.89%

Rank Five 6.45%

Rank Three 26.02%

Rank Three 17.74%

Rank Tw
o 26.02%

Rank Tw
o 21.77%

Rank One 21.14%

Rank Four 6.45%
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The chance to input ideas as to how
 the 

organisation better serves its custom
ers 

or w
ider stakeholders of ‘end users’ 

A ready-m
ade ‘vehicle’ to cascade m

essages 
of intent to build a m

ore inclusive w
orkplace 

for organisations that sign-up to the 
#Valuable 500 m

ovem
ent

Benefit 3:
Benefit 4:

2
0

%
12

.5
0

%
of respondents ranked the 
chance to input ideas as to 
how the organisation better 
serves its custom

ers or 
wider stakeholders of ‘end 
users’ as one of the greatest 
benefits of having a disability 
network / resource group 
(ranked one and two).

of respondents ranked the benefit 
of having a network / resource 
group as having a ready-m

ade 
‘vehicle’ to cascade m

essages of 
intent to build a m

ore inclusive 
workplace for organisations 
that sign-up to the Valuable 500 
cam

paign (ranked one and two).

5
3

.6
0

%
of respondents ranked
this as least im

portant
(ranked four and five).

7
1.8

8
%

of respondents ranked
this as least im

portant
(ranked four and five).

O
n

ly
O

n
ly

Rank Tw
o 16.80%

Rank Five 48.44%

Rank Four 38.40%
Rank Four 23.44%

Rank Five 15.20%

Rank One 3.20%

Rank One 5.47%

Rank Three 26.40%

Rank Tw
o 7.03%

Rank Three 15.63%
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An exciting w
ay to m

ake it easier 
for people w

ith disability / ill health 
/ sensory im

pairm
ent / cognitive 

im
pairm

ent / other im
pairm

ent to feel 
less isolated and have the courage to ask 
for the w

orkplace adjustm
ents they m

ay 
need

Benefit 5:

5
4

.5
5

%
of respondents ranked 
the role of the network / 
resource group as an exciting 
way to m

ake it easier for 
people with disability / ill 
health / sensory im

pairm
ent 

/ cognitive im
pairm

ent / 
other im

pairm
ent to feel 

less isolated and have 
the courage to ask for the 
workplace adjustm

ents 
they m

ay need as one of the 
greatest benefits of having a 
disability network / resource 
group (ranked one and two).

of respondents ranked
this as least im

portant
(ranked five).

18
%

O
n

ly

Rank Five 18.18%

Rank Tw
o 28.79%

Rank Four 12.12%

Rank Three 15.79%

Rank One 25.76%



The m
ost im

portant 
outcom

es netw
orks / 

resource groups achieve
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Prior to conducting the survey, w
e identified 3 prim

ary types of ‘outcom
e’. 

There are m
any m

ore types of outcom
e, how

ever for sim
plicity and to ensure 

local and global relevance, w
e offered the 3 key areas expressed by our 

m
em

bers during our interaction w
ith them

 during 2019.  

W
e asked survey respondents to describe, under each category the types of things they have 

achieved. In this sum
m

ary we have ‘clustered’ the m
ost frequently m

entioned outcom
es and 

outputs. 

Outcom
e One: An activity / project

115 responses were received. Som
e respondents cited m

ultiple outcom
es. Of these the five 

m
ost frequently m

entioned outcom
es were:

One: Engagem
ent w

ith #PurpleLightUp / International Day of Persons w
ith Disabilities on 3rd 

Decem
ber as a central way to norm

alise disability / celebrate the econom
ic contribution of 

disabled em
ployees / join forces w

ith others to build global com
m

unity of change-m
akers

(39 m
entions)

Tw
o: Participation in general awareness raising / “days of” (16 m

entions)

Three: Developing recom
m

endations about em
ploym

ent policy / staff surveys (14 m
entions)

Four:Getting the network / resource group up and running (9 m
entions)

Five: Introducing a Cham
pions / Senior Engagem

ent program
m

e (6 m
entions)

Outcom
e Tw

o:Engagem
ent w

ith em
ployees

109 responses were received. Som
e respondents cited m

ultiple outcom
es. Of these the five m

ost 
frequently m

entioned outcom
es were:

One:Supporting the organisation to review
 / im

prove the workplace adjustm
ent process by rolling out 

com
m

unications to existing em
ployees and / or supporting focus groups / engagem

ent surveys
(65 m

entions)

Tw
o:Creating or adapting in-house ‘story-telling’ cam

paigns (43 m
entions)

Three:Helping recruitm
ent team

s review
 policy / practice by asking existing em

ployees to offer 
feedback (15 m

entions)

Four:Supporting the organisation to review
 data capture m

ethods by im
proving language and 

com
m

unication about the purpose of m
onitoring (13 m

entions)

Five:Seeking views about talent program
m

es / coaching program
m

es / m
entoring program

m
es

(10 m
entions)

Outcom
e Three: Partnership w

ith diversity and inclusion team
 

111 responses were received. Som
e respondents cited m

ultiple outcom
es. Of these the five m

ost 
frequently m

entioned outcom
es were:

One: Liaising / finding the right source of support for individual disabled em
ployees facing challenges 

in identifying / sourcing the right workplace adjustm
ent (30 m

entions)

Tw
o: Review

ing / offering feedback about the organisations overarching diversity / disability strategy 
and getting involved in external benchm

ark standards (20 m
entions)

Three:Participating in discussions about ERG / network strategy that supports the overarching 
diversity / disability strategy (13 m

entions)

Four: Ensuring a ‘joined up’ approach between different ERGs / networks and identify com
m

on projects 
&

 events (9 m
entions)

Five:Seeding and feeding ideas about w
hat other organisations are doing (6 m

entions)
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The three biggest challenges
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W
e asked survey respondents to describe the three 

biggest challenges they have. W
e ‘clustered’ the m

ost 
frequently m

entioned challenges into three them
es. 

• 
Finding enough voluntary tim

e away from
 busy jobs and “com

peting”   
 

w
ith the “noise” that happens in any organisation – or having  

 
 

 
“perm

ission” from
 line m

anagers to work on ERG / network activities;

• 
Being overw

helm
ed by too m

any individuals w
ho need support to  

 
 

access the right workplace adjustm
ents and feeling ‘responsible’ for   

 
handing cases over w

ithout losing sight of w
hat happens next;

• 
W

anting to ‘pass back’ the responsibility of delivering an easy-to-use   
 

workplace adjustm
ent process to the business / organisation w

ithout   
 

losing sight of the opportunity to input into process



W
hy are organisations enjoying 

being part of the P
urpleSpace 

com
m

unity?
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W
e asked survey respondents to describe w

hat they 
enjoy about the PurpleSpace com

m
unity in order w

e 
can better target our services and priorities.

W
e ‘clustered’ the m

ost frequently m
entioned item

s 
into three them

es.

• 
Articulating the lived experience of disabled em

ployees in a way  
 

 
that has never been done before – and to highlight the trends across   

 
the em

ployers’ com
m

unity about how
 we can better express and  

 
 

m
axim

ise the talent of disabled em
ployees;

• 
Our positive ‘tone’ and ‘style’ – and our core belief that em

ployers want  
 

to do best by their people so we can support our m
em

bers positively  
 

 
w

hen it can som
etim

es feel the opposite;

• 
Our leadership on #PurpleLightUp on 3rd Decem

ber each year –  
 

 
creating and sustaining a new

 digital m
ovem

ent of pride am
ongst  

 
 

disabled em
ployees together w

ith our allies and cham
pions.



W
hat else can P

urpleSpace 
do to support netw

orks / 
resource groups?
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There w
ere a range of different answ

ers.
The four key them

es w
ere:

• 
Continue to build the world’s only network of disabled em

ployee resource groups /  
 

 
 

 
networks to grow

 the com
m

unity of change agents and partner w
ith other external  

 
 

 
 

agencies and organisations including the ILO Global Business Disability N
etwork and all  

 
 

 
em

ployer networks around the world.

• 
Continue to build the ‘bold’ conversations and interventions that w

ill support their ow
n  

 
 

 
people to share their story of disability – and create a ‘fram

ework’ of understanding about  
 

 
 

the universal truths (across geographies) about how
 to get on at work.

• 
Articulate the need to liberate resource groups / networks from

 having to spend too m
uch  

 
 

 
tim

e on “rem
edial” activities to ‘fix’ broken workplace adjustm

ent processes / policies.

• 
Create and innovate w

hen it com
es to new

 tools to support individual disabled em
ployees  

 
 

 
build inner confidence and resilience.

• 
Bring resource group leaders / network leaders around the world together in order to create best  

 
 

practice exchange.

“PurpleSpace is the m
ost successful organisation of its kind in the world that puts solutions (about) 

disability front and centre of conversation and not just highlight the problem
s that everyone knows about.”

“W
e are involved with PurpleSpace to reach out and share best practice with other organisations, and to 

learn about conditions that we have not com
e across before and how to best m

ake adjustm
ents to support 

our colleagues.”

“W
e have run disability awareness forum

s for executive leaders and m
anagers that have radically changed 

the organisation’s culture. There is a recognition that responsibility for staff with disability is every leader’s 
business. W

e now have 40 cham
pions and the num

ber is growing.”

“W
e doubled our ERG m

em
bership just by introducing the PurpleSpace tone and style into our culture.”

W
hy do em

ployees get involved in their 
organisation’s netw

ork / resource group?

W
e asked survey respondents, in an open-ended question, w

hy they were involved in their organisation’s 
network / resource group or related activities. The responses largely fell into one of the follow

ing 
categories:

• 
Self-fulfilm

ent through the opportunity to influence change
• 

W
anting to create a better w

orking w
orld for disabled em

ployees because of direct or other
 

personal experience
• 

W
anting action from

 others / the organisation

Em
ployee Resource Groups / Em

ployee Networks: Im
pact Report 2019 -  35 of 48

  3 of 34 3 of 34



Purple Passport, Destination – Success  29 of 34
36 of 48   

Self-fulfilm
ent and the opportunity to influence change

“Leading our Disability Em
ployee Network is m

y favourite part of the job. Network m
em

bers are passionate 
about im

proving our workplace and I am
 excited about the opportunity to create positive change.”

“I want to encourage m
anagem

ent action on these issues.”

“I am
 the executive sponsor to our network and have found huge reward in supporting and m

entoring our 
network chair and learning about the experience of our disabled staff. As a board m

em
ber this helps m

e use m
y 

influence to m
ake things right for everyone.”

“(As M
aya Angelou said) People will forget what you did. People will forget what you said.

People will never forget how you m
ade them

 feel”

“It’s the single m
ost m

otivating and rewarding thing I’ve ever done at work and as a cham
pion I highly 

recom
m

end it.”

“I want to m
ake the biggest im

pact, a sustainable change to rehum
anise our workforce so people can feel 

com
fortable to bring their whole selves to work.”

“The real question is why wouldn’t you want to be involved?”

W
anting to create a better w

orking w
orld for disabled em

ployees
because of direct or other personal experience

“I have a passion for helping people with a disability as I grew up with a father with physical disabilities and I 
have a son with m

ental health problem
s. I can see the big im

pact the work of our network has had over the last 
ten years.”
 “I have experienced first-hand what it’s like to be taken less seriously than m

y peers. I want to shine a light on 
all of the talent that PW

Ds have so that those after have less to fight for.”

“I know what it’s like to feel isolated at work. That drives m
e to m

ake sure others don’t have to go through 
sim

ilar experiences and ensure that everyone’s voice is heard.”

“As a disabled person, I was born to be an activist, thus I am
 a part of m

y organisation’s network. I can’t change 
the world, but if I change m

y sphere of influence, the world will follow in tim
e!”

“Because the (network) has backed m
e so m

uch in the last 30+ years when adaptions have been required.”

“Though I do not have a disability m
yself I have 3 children with various disabilities and so understand the 

challenges they m
ay face in the workplace and obtaining em

ploym
ent, so want to help any provisions m

y own 
com

pany is able to put in place.”

“I don’t need the world to revolve around m
e, I just need it to hear m

e.”
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W
anting action from

 others / the organisation

“I am
 passionate about breaking down em

ploym
ent barriers and holding our organisation accountable to 

enabling inclusive em
ploym

ent opportunities now and into the future.”

“To im
prove work conditions and attitudes and barriers across the organisations that staff with a lived 

experience of a disability/m
edical condition face of every hour of every working day.”

“Because it seem
s the best way to bring about change and HR team

s often seem
 over stretched and 

unprepared.”

“Policing is way behind the curve in term
s of recognising disability as a protected characteristic and I felt 

com
pelled to highlight the value that disabled people bring to an organisation.”

“Because I have felt HR expertise is lacking.”

“To support to change cultures to allow purple talent to thrive.”

“Disability is everyone’s business and spreading awareness via the network will help life to be better for a
great num

ber of people. This is too im
portant to keep at the D&I departm

ental level”

“To bring about a greater sense of com
m

unity and im
prove the experience and confidence of those joining the 

firm
 who have got a disability.”

38 of 48   
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In addition to the on-line survey w
e also conducted 17

in-depth interview
s w

ith resource group / netw
ork leaders 

to expand on som
e of the points raised in the survey.

They w
ere from

 the UK as w
ell as large m

ulti-national
and global com

panies.

This is w
hat w

e found: 

100%
 were involved in stim

ulating authentic story-telling cam
paigns (and 

they see this as the greatest cultural driver)

100%
 were required / expected to com

m
ent on or review

 the internal 
workplace adjustm

ent process (and w
hile all welcom

ed this, m
ost would like 

to be less involved and spend m
ore tim

e on career developm
ent activities for 

their m
em

bers)

100%
 have been invited to offer feedback on the organisation’s disability / 

diversity strategy (and see this as a critical com
ponent of the resource group 

/ network role)

75%
 say they have good or excellent relationship w

ith their Diversity &
 

Inclusion team
, w

here they have one (the biggest criticism
 being som

e 
perception they are ‘last on the list’)

60%
 have taken part in the global #PurpleLightUp m

ovem
ent on 3rd 

Decem
ber (w

ith a further 20%
 looking to do so)

50%
 have been invited to offer feedback on product and / or service design 

(and welcom
e this but not as a core activity)

100%
 welcom

e the #Valuable 500 cam
paign (w

ith those for w
hom

 it im
pacts 

seeing significantly spiked interest in the resource group / network from
 the 

CEO / senior execs)

25%
 say they have an active / engaged cham

pion (and the rest would like 
advice on how

 to change that)

80%
 say they would like to spend m

ore tim
e / have m

ore resources for
“self-actualising” activities w

ith their m
em

bers (such as developing 
m

entoring, coaching, personal developm
ent program

m
es) 



Afterword

In 2019 PurpleSpace introduced the concept of a 3-stage “life-cycle” 
approach to em

ployee resource group / network developm
ent. 

• 
Starting Out

• 
Stepping Up

• 
Thriving and Innovating

W
e have m

uch m
ore work to do on the concept though reading the responses 

to our survey it seem
s clear that m

any ERGs / networks are already noticing 
the opportunity they have to grow, m

ature and to focus on the key activities 
that drive cultural change. 

Our m
ission at PurpleSpace is sim

ple – we call out the challenges that 
disabled em

ployees face – and we offer best practice and advice about how
 to 

build successful ERGs / networks to support an organisation to resolve those 
challenges and realise talent. That is our focus – and w

hile there w
ill always 

be socio-cultural, political and legislative differences across the world there 
are m

ore and m
ore opportunities to notice the universal truths that im

pact on 
our lives – and the solutions that w

ill unlock talent.

This year we have partnered w
ith m

any organisations w
ho are sim

ilarly 
driving cultural change. And through the collective efforts of so m

any, 
such as our partners at #Valuable, the ILO Global Business Disability 
N

etwork, country specific em
ployer networks, disabled-led disability rights 

organisations I sense a tipping point is com
ing.

At PurpleSpace we work to a higher purpose – to enable all of us to 
anticipate, accom

m
odate and celebrate hum

an difference in our working 
worlds. W

e look forward to working w
ith even m

ore partners and m
em

bers
to m

ake that happen.

Our thanks to Barclays for sponsoring the first of our Im
pact Reports.

Kate Nash OBE,
Creator & CEO, PurpleSpace
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