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Clayton Utz Accessibility & Inclusion Action Plan (2026–2029)
Plain language version
What this plan is about
This Action Plan explains how Clayton Utz will make our workplace more accessible, inclusive and fair for everyone. This includes people with disability, people with caring responsibilities, and people who are neurodivergent.
Accessibility means removing barriers so people can take part fully in work and daily life. Inclusion means making sure people feel welcome, respected and supported.
This plan runs from 2026 to 2029. It sets clear actions, who is responsible, and how we will measure progress.

Why accessibility and inclusion matter
· Disability can be visible or invisible.
· Disability can be permanent or temporary.
· Anyone can experience disability at some point in their life.
An accessible workplace benefits everyone. When barriers are removed, people can do their best work, feel they belong, and contribute fully.
Accessibility and inclusion are not just about rules or compliance. They are about respect, dignity and everyday behaviour.

How this plan was developed
This plan was shaped by our people.
In 2025, we asked employees what was working well and what could be better. People shared their views through:
· Surveys
· Focus groups
· Interviews
· The Accessibility & Inclusion Interest Group
What we heard:
· People value our inclusive culture and intent.
· Our partnerships, pro bono work and wellbeing supports are strengths.
· We can improve consistency, physical and digital accessibility, recruitment processes, workplace adjustments and confidence around disability inclusion.

This feedback directly influenced the actions in this plan.

Our four focus areas (pillars)
1. Inclusive leadership, governance and culture
What this means: Leaders are accountable for accessibility and inclusion, and everyone understands their role.
What we will do:
· Set clear governance and leadership responsibility for accessibility and inclusion.
· Appoint an Executive Sponsor for Accessibility & Inclusion.
· Publish progress updates each year.
· Provide regular training on disability confidence, neurodiversity and inclusive behaviour.
· Share lived experience stories from our people.

2. Accessible environments and digital inclusion
What this means: Our offices, events, communications, websites and systems are usable and respectful for everyone.
What we will do:
· Review and improve office accessibility using dignity-based design principles.
· Fix priority physical barriers such as doors, bathrooms, signage and reception areas.
· Improve accessibility of communications, imagery and events.
· Work towards meeting web accessibility standards (WCAG 2.2 AA).
· Build new digital content with accessibility in mind from the start.
· Create an intranet hub with clear information about accessibility and support.

3. Equitable employment, adjustments and our people
What this means: Everyone has fair access to jobs, career development and workplace support.
What we will do:
· Provide clear adjustment options for candidates and employees.
· Train recruiters and hiring managers in disability‑confident practices.
· Review recruitment, onboarding and promotion processes to remove barriers.
· Offer disability‑focused internships.
· Improve how workplace adjustments are requested, tracked and reviewed.
· Collect disability data on an opt‑in basis to help improve experiences.
· Make sure all policies and procedures consider accessibility.

4. Inclusive partnerships, procurement and community impact
What this means: Accessibility and inclusion extend to our clients, suppliers and the community.
What we will do:
· Include accessibility and inclusion requirements when engaging suppliers.
· Work with clients and industry partners on inclusive initiatives.
· Provide accessible client communications and meeting options.
· Support community organisations through pro bono work, volunteering and partnerships.

Governance and accountability
Accessibility and inclusion are overseen at senior levels of the firm.
· The Diversity Council, chaired by the Chief Executive Partner, provides overall oversight.
· An Accessibility & Inclusion Steering Group, led by a Senior Partner, monitors progress.
· Business teams (such as IT, Premises, Recruitment and Communications) deliver actions.
· The Accessibility & Inclusion Interest Group provides consultation and lived experience input.
Clear escalation pathways are in place if issues arise.

Measuring progress
We will track progress using clear measures, such as:
· Accessibility of our digital platforms
· Time taken to complete workplace adjustments
· Participation in training
· Completion of audits and improvement actions
We will:
· Set baseline data in 2026
· Report quarterly to leadership
· Share annual progress updates with employees
All data will be managed confidentially and ethically.

Our commitment
This Action Plan is a living document. It will be reviewed and improved over time.
Success will be measured not just by actions completed, but by everyday experiences — how people are treated, listened to and supported.
We are committed to building a workplace where everyone belongs and can do their best work.
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