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Permissions of use
The disability-confident employers’ toolkit is a portfolio of practical guides, checklists, case studies and resources designed and produced by the Inclusive Futures consortium.
We’ve developed this guide for leaders, HR executives and property managers to become confident to take the next step towards fostering inclusive workspaces and practices. 
As an open source toolkit, you can tailor it to fit your industry, workplace and country. Please follow guidance below. 
If you have any feedback, please get in touch. To share your thoughts on using or adapting
the toolkit, or to explore collaboration opportunities, please contact Simon Brown (sbrown@sightsavers.org). Together we can build more inclusive societies for all.

Fair use and copyright
This pack contains copyrighted material. The material is being made available for the benefits of using this toolkit and is distributed for non-profit research and development purposes only. No photograph contained in this pack may be copied, reproduced, republished, downloaded in isolation, posted, broadcast or transmitted in any way. Illustrations and diagrams can be reproduced and adapted for non-profit research, development and non-commercial purposes only.
The creative concept and product design of this pack belong to Inclusive Futures. Any use of or reference to the pack should be attributed to Inclusive Futures by way of the below citation.
Citation
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Disclaimer
Nothing contained in this pack shall be considered as rendering of legal advice. It is recommended that the user of this pack ensures that they have informed themselves with any and all updates of standards, law or regulation as may be applicable in their country.

Introduction
[bookmark: _Hlk54861658]This guidance is part of the disability-confident employers’ toolkit: a unique portfolio of practical guides, checklists, case studies and resources that make it easier for any business to be disability confident. 

These resources are grounded in the reality of business and best corporate practice, and in the principles that underpin the Convention on the Rights of Persons with Disabilities - a UN convention which promotes the full inclusion and fundamental human rights of persons with disabilities through legislative reform and societal and attitudinal change, in 181 countries. 

With this portfolio of business-relevant resources, we aim: 

· To make it easier to employ people with disabilities fairly, on the basis of individual capability, talent and potential. 
· To help engineer more effective, efficient and equitable labour markets, which – because employers are positioned as valued service users and potential allies – enable significantly more people with disabilities to gain meaningful employment at all levels. 
· To enable business improvement which benefits both the business and people with disabilities. 
· To create opportunities for businesses to become leaders in the transition to accessible and inclusive workplaces. 
· To facilitate innovative solutions and focused collaboration between business leaders and leaders with disabilities. 

The disability confident employers’ toolkit is produced by Inclusion Works, a consortium of leading international organisations of people with disabilities (OPDs) and non-governmental organisations (NGOs), led by Sightsavers who are working in partnership with business leaders in Bangladesh, Kenya, Nigeria and Uganda. Inclusion Works forms part of the Inclusive Futures initiative. 

We are grateful to our funder UK aid for supporting this pioneering work. We would also like to thank the International Labour Organisation’s Global Business Disability Network and the national business disability networks in Bangladesh and Kenya for their invaluable contribution. In addition, we extend our thanks to Jose Viera, Ruth Warick, and Kimber Bialik, members of the International Disability Alliance Inclusive Livelihoods Task Team, for their overview of the documents with a disability lens, and to staff members of Sightsavers for their very practical assistance.

For further information about this open-source employers’ toolkit, contact your national business disability networks or email Sightsavers at inclusionworks@sightsavers.org
 


[bookmark: _Welcome_to_this]Welcome to this project management guide
The essence of first-shot recruitment is that vacancies are first opened to a talent pool of applicants who have a disability. These candidates are then assessed and appointed based on their capability and potential to do the job. In the event the vacancy cannot be filled from this first-shot talent pool, the employer will return to their standard recruitment process.
This approach may require a significant change from the employer’s usual recruitment practices. It requires systematic and focused project management and a high level of adaptability and willingness to improve the process continuously – working closely with a recruitment partner committed to supporting the employer at every stage.
No two organisations will have the same systems or culture. However, this framework will be useful to any employer:
Wishing to attract from the widest possible talent pool, including people who experience significant disadvantage in the labour market.
Who finds it difficult to attract job seekers with disabilities to apply for particular vacancies.
Who finds that line managers associate employing the target group with risk, considerable extra effort and little reward.
Whose relationships with disability-related organisations are reactive and unstructured.
Who will have a significant (five-plus) number of jobs to fill – these can be the same or different jobs.
Constructive and replicable solutions to the recruitment challenges facing employers and people with disabilities are rare. However, as we review case studies of successful partnerships between disability-specialist recruitment partners and employers – often facilitated by Business Disability Networks (BDNs) – we see some fundamental design principles emerging which are captured in this guide.
This first-shot project design guide spells out, step-by-step, what both the employer and their disability specialist recruitment partner need to do differently if together they are to achieve significantly better, more sustainable results for the business, for people with disabilities and for the local economy. It also describes the role of the ‘system coordinator’ who facilitates the planning process.
A fundamental aim for targeted recruitment projects is that employers will use what they learn to refine their mainstream recruitment processes and transform their relationships with key stakeholders in their local labour markets, to the mutual benefit of business, people with disabilities and the local economy.
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[bookmark: _Toc53408520]Designing first-shot targeted recruitment projects
Creating a better push-pull balance in any labour market
Our purpose is to empower more people with disabilities into employment by getting a better balance, in any labour market, between services that push people towards the world of work in general and services that help employers to pull suitable candidates with disabilities to fill particular vacancies.
Worldwide, it remains needlessly difficult for the motivated employer to attract and recruit people with disabilities on the basis of equal opportunities, and it remains needlessly difficult for people with disabilities to find the jobs and careers that match their skills, potential and aspirations.
First-shot projects recognise that both employers and the disability sector need to do things differently if we are to create more efficient and equitable labour markets for all.
First-shot projects are grounded in the fact that when we make it easier for employers to say “yes, we will go that extra mile to seek to employ from this overlooked talent pool”, we make it easier for job seekers with disabilities to gain equitable access to mainstream employment opportunities.
Successful targeted recruitment projects require three key players to work together in a new and systematic way:
The employer/s who forecasts they will have vacancies to fill and are keen to consider candidates with disabilities, but typically find it difficult to attract suitable candidates to apply.
The disability specialist organisation, namely, the recruitment partner, which either itself helps people with disabilities to prepare for and find employment, or who will manage relationships with these organisations on the employer’s behalf.
The system coordinator who helps both parties to negotiate the service level agreement, which specifies who will do what differently.
Ideally, this coordinator and leadership role is played by a Business Disability Network (BDN) as such networks are uniquely positioned as working to the benefit of the employer, the recruitment partner and people with disabilities – and are well placed to drive reforms across the wider labour market using the learning captured as these projects help to re-engineer this crucially important push-pull balance.

The essence of a demand-led first-shot project
An employer or group of employers agrees to give a disability specialist recruitment partner first shot at filling specified vacancies from a pre-screened talent pool of candidates with disabilities.
This named recruitment partner agrees to help the employer access the widest possible talent pool of potential candidates and to support the employer – as well as the candidate – at every stage of the recruitment process.
An employer guarantees an interview to first-shot candidates who have been pre-screened by the recruitment partner.
The employer aims for a good job match and recruits based on the individual’s capability and potential. They will return to their standard recruitment process should the pool of first-shot candidates not meet their requirements.
The employer is NOT asked to hire someone because they have a disability – but rather to give people disadvantaged by the local labour market the opportunity to be recruited on the basis of equal opportunities.
The employer is committed to creating a culture of inclusion, where employees at all levels are sensitised to disability issues and create an inclusive environment for their colleagues with disabilities.
The system coordinator (ideally from a BDN) agrees to facilitate the design, implementation and systematic review of the project, and to turn the learning into concrete proposals, which make it easier for all employers locally to employ people with disabilities.
It is strongly recommended that the project design includes a short work and interview preparation course so that candidates can gain confidence as they visit the employer premises, meet potential colleagues, learn how the employer manages recruitment, gain some insight into the employer’s expectations and gain interview practise.
Critical success factors
Candidates referred will be job ready – or nearly job ready – as defined by most local employers, and they will be interested in the jobs on offer.
The employer is willing to make, with advice and support, reasonable adjustments at every step of the process, including onboarding and throughout their employment.
The recruitment partner will spend 3-5 days on the employer’s premises getting to know their business, the work environment, their culture, the demands of particular roles, and to build working relationships with the managers involved.
Practical support is available for the manager and for the employee for at least 12 months after the job offer.
The project helps the employer to be inclusive and accessible by providing a wide range of adaptations to the way things are done – for example to:
Help with making the candidate’s built environment accessible and usable.
Help with adjustments/accommodations to IT and assistive devices.
Help to ensure written materials are accessible and easy to read in plain language.
Advise on how to adapt management and supervisory styles in order to enable everyone’s contribution, while enhancing employee engagement and wellbeing.
Signpost to local resources that enable corporate best practice.
Model best practice policies and practical checklists that meet employer needs and expectations.

[bookmark: _Toc53408521]What has to be done?
[image: Employer: the employer decides to take a pro-active approach to recruiting people with disabilities rather than continue to wait for candidates with disabilities to come forward.
Recruitment partner: the recruitment partner is willing to help the employer to attract candidates with disabilities from a wider pool of talent than their own case load or membership base.
Coordinator – ideally a Business Disability Network: provides technical expertise on how to structure these first-shot projects; helps employers/partners to establish common goals and new ways of working; is available to employers and partners to facilitate communication, problem solving and relationship building and advise on employer best practice and local business relevant resources; gathers learning to feed into a process of continuous improvement; disseminates learning to key labour market influencers.
All parties: agree to work in a structured partnership to achieve explicit agreed aims; assign their respective project managers who join a joint project management team; review their internal systems as they affect their capacity to work together and the job seeker’s journey to employment; review the potential roles available, the vacancies forecast and make any reasonable adjustments to job descriptions; negotiate a new employer/service provider relationship to last at least the duration of the project; sign a robust service level agreement (see page 14).]
The project planning framework
Stage 1 – Engage initial commitment and planning
	Ref.
	Employer
	Recruitment partner

	1.1
	Get commitment from chief executive level and positively announce ambitious but realistic targets.
Appoint first-shot project manager.
	Establish a formal relationship between the employer and the partner. Build a group of key contacts in the employer’s organisation.
Appoint first-shot project manager.

	1.2 
	Agree named system coordinator to:
Advise on employer-led best practice.
Advise on project design.
Facilitate the planning process.
	Build relationship with coordinator and employer and provide detailed insight into the services the partner routinely provides and to whom.
Identify any gaps in employer or candidate support services.

	1.3
	Create joint project team: employer and partner project managers, plus a hiring manager (to be identified) and an HR manager.
	Get to know the employer’s business. Spend a minimum of three days on the employer’s premises to understand their standard recruitment process, workplace culture and the jobs on offer.

	1.4 
	Develop the business and ethical case for investing in this project.
Establish a provisional project budget.
	Develop a persuasive business case for colleagues who will need to do things differently as they act as service providers to the employer, as well as to the job seeker.
Establish resourcing and budget requirements.
Advise employer on any government funding or other financial incentives available to the employer and/or the candidate.

	1.5
	Negotiate with hiring managers to:
Get their commitment.
Identify which hiring manager will join the joint project team.
Brief your recruitment partner on your business model, structure and objectives, your values and culture.
	Offer awareness training in the workplace for employees at all levels of the business and consult with the managers on creating an inclusive and accessible climate.

	1.6
	Joint project team to agree if ‘work preparation’ is to be part of the project – or record why it was felt this input was not needed (see core elements on next page).
	Advise employer on design and content of a work preparation programme, the practicalities of delivery and possible employer participation. 




[bookmark: _Work_preparation_–]Work preparation – core elements
Some candidates may benefit from a two or three-day work preparation course, depending on their level of job readiness. Such a work preparation programme (for perhaps discouraged job seekers), including those with little or no recent work experience, would typically include the following core elements:
Motivation and confidence building.
Preparation for the interview with the identified employer for real vacancies.
Awareness of the workplace, the culture and the type of work to be undertaken.
Understanding employer requirements – dress, timekeeping, values, induction process.
Understanding which reasonable adjustments might enhance their performance.  
How to negotiate for the adjustments or accommodations they might require. 
Government and other policies and resources available to them as job seekers and/or the employer (e.g. funding and advice).
Individual action plans on training and development needs.
Once these steps are in place, the coordinator facilitates as the joint project team moves into detailed planning.
Key review stage 1: facilitated by the system coordinator
Joint project team crafts a service level agreement which:
Identifies respective roles and responsibilities, timetables, budgets and how the employer and the partner will work together (see page 14).
Stage 2 – Preparation and design: the detailed planning
	Ref.
	Joint project team: employer, recruitment partner and coordinator

	2.1
	Compile a list of the vacancies that the employer anticipates will be on offer, described in terms of skills and competences. It is helpful to include a range of jobs. Ensure the job descriptions are accurate and concentrate on the outcomes required. See The recruiters’ checklist for disability-confident employers.

	2.2
	If the project includes a third-party private sector employment agency, ensure the full involvement of the agency with the joint project team from the outset, to include participation in disability awareness training.

	2.3
	Agree with hiring managers which vacancies will first go to the project. Agree how barrier-free recruitment will be done in practical terms.
Clarify:
That the online recruitment process, including any AI screening tools, does not inadvertently disadvantage candidates with disabilities.
That access – as well as reasonable adjustments – is available at every stage, to include interviews, assessments, and onboarding.
Your timescale for filling the vacancies on offer.
Assessment methods and selection criteria.
The competency requirements of the roles to be filled and that the selection process is appropriate to those particular roles.
That all parties are properly resourced.
The extent to which work experience and/or educational qualifications can be ‘flexed’ as a reasonable adjustment.
An agreed timetable for partner to spend time onsite with the employer if this remains to be done.
Agreed criteria for the success of any probationary employment period and the nature of the permanent, temporary, part-time or other contract.

	2.4
	Agree how the jobs will be advertised and the timing of the various publicity interventions (e.g. social media, radio, local press, job boards).
Profiling the name of the employer in job advertising is essential if you are to attract the desired number of applicants.
Ensure that all advertising and related communications are welcoming and accessible to a wide range of people with disabilities.
Actively engage for advice and support with local Organisations of People with Disabilities (OPDs) and commit to learning directly from a wide range of people with disabilities throughout the project.

	2.5
	Remember to focus on individual potential and career aspirations, rather than formal education or work history: many excellent and talented candidates will have much to offer but will have been denied the same opportunities as others.


Key review stage 2
The coordinator enables the joint project team to:
Formulate a detailed project plan which identifies what must be done, who will do it, how and when.
Draw up a service level agreement (see page 14) to ensure that everyone understands their roles and responsibilities, which could include the HR team running workshops for job seekers on how to apply successfully for the jobs on offer.

[bookmark: _A_model_first-shot][bookmark: _Toc53408522]A model first-shot service level agreement
The employer briefs the recruitment partner about their intention to recruit people with disabilities. This briefing, in writing, includes:
The jobs they want to fill, with a clear statement of the competencies required, the numbers of jobs, their locations, the terms and conditions, the application process and the closing date.
The essential requirements (‘what is the employer looking for?’) that the partner will use when pre-screening candidates, and which will be communicated to potential candidates.
A detailed explanation of the recruitment processes used by the employer, to include:
The use of AI-powered CV screening, psychometric tests, interviews, digital interviews, telephone interviews, panel interviews, skills tests, job try-outs, assessment centres and so on.
Arrangements for the recruitment partner to spend three to five days on-site to enhance their understanding of the employer’s culture, job profiles and recruitment process, and to cement the working relationship.
An assessment of the local labour market, mainstream talent pipelines and competitors for the same applicant pool.
The appointment of a dedicated employer project manager with sufficient authority to make things happen.
The recruitment partner briefs the employer about the services they can provide to the employer and to the candidate. This briefing, in writing, includes:
Information regarding the skills, aspirations and potential of candidates with disabilities known to them, perhaps registered on their books or case load.
A plan for accessing the wider talent pool that may require partnership with others in the disability sector. Employers do not want to lose out on talent because potential candidates have registered with organisations other than their recruitment partner.
A creative marketing or attraction strategy for reaching the widest possible pool of potential candidates.
A description of the expert support and resources that the recruitment partner can provide to the employer and the candidates, e.g. safety and access audits, specialist software, job coaches to support individuals, post job offer support for managers and so on.
The appointment of a dedicated recruitment partner project manager with sufficient authority to make things happen.

Both parties agree an action plan to meet the employer requirements. This plan includes:
Setting up the local project management team, chaired by the dedicated employer project manager, with members from their HR team, the dedicated recruitment partner manager and the third-party project coordinator.
Agreeing targets for vacancies to fill and the numbers of suitable candidates to be presented.
Agreeing the key performance indicators that the joint project team will monitor throughout – i.e. manager satisfaction with disability-related training, hiring manager satisfaction with quality of candidates, job seeker satisfaction with the experience, the level of employer and job seeker demand for recruitment partner support and resources etc.
Agreeing a project budget - identify the types of resources and funds needed, using government funding and support if available and appropriate.
Agreeing the employer high-profile communication plan to their workforce, and across the local labour market.
Agreeing the attraction, assessment, appointment onboarding, process, hiring manager training and timetable – and deliver any adjustments to HR processes.
Determine if the project will include a candidate preparation course – if yes, agree how it will be provided, duration, content, role of the employer and budget implications.
Identifying third-party providers to support the project e.g. for candidate preparation, training, building audits, post job offer support etc.
Describe the role and responsibilities of the project coordinator as facilitator and source of guidance to both parties throughout the project, drawing on learning from other employer-led initiatives.
Agree the timetable for the routine progress reviews, facilitated by the coordinator, which monitor progress against targets, enable continuous improvement, document ongoing learning and the implications for wider labour market reforms.
Capture the learning which enables the employer to ensure that their mainstream recruitment processes will in future deliver best practice.
Recruitment partners to continue to build their capacity to meet the needs of employers as well as those of job seekers – to routinely get a better push-pull balance into their local labour markets.
The coordinator to convene learning exchange opportunities across the key stakeholders’ groups to gain support for further labour market reforms.
The purpose being to help create labour markets that are more efficient and equitable because they have a better balance between services that push disadvantaged job seekers at the world of work in general – and services that help employers pull suitable candidates towards specific vacancies.
Stage 3 – Action
When the service legal agreement has been signed off and assuming that a short work preparation programme has been built into the project plan…
	Ref.
	Employer
	Recruitment partner

	3.1
	Conduct high-profile public relations and marketing activities:
Use television, personal engagement from leaders in the business and the disability community, radio and newspaper articles and social media to describe your first-shot objectives.
Communicate your focus on talent and potential, and your willingness to learn.
	Use all available community, media and disability networks and OPDs to make the project and the opportunities as widely known as possible.

	3.2 
	Allocate time to building relationships with OPDs and their allies to overcome unhelpful stereotypes regarding both people with disabilities and business leaders.
	Manage a wide range of contacts with OPDs and other organisations which help people with disabilities to prepare for and find employment – to include mainstream education and training programmes which people with disabilities may also be accessing.

	3.3
	Make time to discuss applications with the recruitment partner.
	Manage applications for the employer.
Provide a single point of contact on the employer’s behalf for all applicants.
Acknowledge receipt of applications.
Produce a consolidated list of applicants who meet the agreed essential requirements of the job.

	3.4 
	Organise training for hiring managers in:
Disability awareness and reasonable adjustments.
Understanding the UN Convention on the Rights of Persons with Disabilities, its principles and any local regulations.
Resources available, internally and externally, for managers and for candidates.
Their role in any work preparation programme.
	Advise the employer on who will deliver the core elements of the work preparation course, if included.
Clarify expectations of the employer’s involvement, e.g. briefing participating candidates on the employer’s culture and recruitment process, offering interview training and escorting candidates as they tour the workplace.




	Ref.
	Employer
	Recruitment partner

	3.5
	Local line managers and HR undertake first-level selection interviews and produce a shortlist of people to go forward for work preparation training.
	This first-level selection can be carried out by the partner, providing they
understand the employer’s requirements and the employer trusts the partner’s judgement and their understanding of the needs of the business.

	3.6
	Deliver work preparation training (see page 12).
This training is most effective when located on the employer’s site. A tour of the workplace conducted by the employer should be mandatory.
	Organise work preparation training (see page 12) on employer premises.

	3.7
	Everyone who completes the work preparation training is offered a second interview, which includes the hiring manager.
	Ensure support is available to applicants for work preparation and job interviews, to include advice on how to negotiate for reasonable adjustments if needed. 

	3.8
	Tell candidates promptly if they have been offered the job and offer feedback on their interview.
Remind unsuccessful applicants that named organisations are there to help them continue their job search.
Quickly organise any reasonable adjustments needed for the successful candidates to start work.
	Provide ongoing active support to unsuccessful applicants.
Learn from employer and unsuccessful candidate feedback why they were deemed not suitable to enable more effective pre-screening in the future, and/or to help the employer remove any unintended barriers in their control.

	3.9
	Train and appoint a mentor – or ‘buddy’ – in the company to support these new employees as they acclimatise to working in a particular workplace culture.
It is also good practice, as an adjustment, to enable a new joiner to be supported by someone from the local community if needed, particularly during onboarding.
	Establish a permanent link with the employer’s HR manager for future recruitment.
Establish a link between the company mentor and their partner relationship manager so that any problems can be solved in partnership.




Stage 4 – First-shot project completion and learning review
Evaluate the outcome
Conduct a review process facilitated by the coordinator to enable employers and recruitment partners to learn from their experience, drawing on the following questions:
What will the employer continue to do differently? 
How will the recruitment partner continue to build their capacity to meet the needs of employers as well as job seekers?
What systemic barriers have we identified which lie in the control of public policymakers, business, the disability sector, the education and training sector?
How can we apply what we have learned in a way which mainstreams this better balance between push-pull service provision?
	Ref.
	Employer
	Recruitment partner

	4.1
	Agree with recruitment partner the level of support they need to continue to offer managers and staff (to last at least 12 months).
Formalise this with a second service level agreement.
	In partnership with the employer, agree a basis for additional first-shot projects, ongoing support for managers and the new joiners with an appropriate second service level agreement.

	4.2
	Gather feedback from every candidate regarding their experience of the recruitment process.
Ensure that day-to-day management, through onboarding and afterwards, enables every colleague (including those with disabilities) to offer feedback on the extent to which they feel valued and engaged.
	Gather feedback from every candidate regarding their experience of the recruitment process.

	4.3 
	Establish:
Barrier-free recruitment processes and procedures to continue after the project.
Collect data, lessons learnt and success stories to share with managers to promote best practice and the coordinator who can continue to advise employers on how to improve their HR processes while helping to create a more equitable and efficient labour market.
	Share best practice in meeting the needs of the employer (‘pull’ services – see page 5) with the coordinator and the wider disability sector so the local labour market can continue to make it easier for employers generally to employ jobseekers with disabilities.
Share success stories from the project with employers and with the wider community.




[bookmark: _Toc53408523]Appendix 1
Making it easier for employers to say yes
The role of the recruitment partner
Enabling employers to attract suitable candidates with disabilities as vacancies become available, and then to employ these individuals on the basis of capability and potential, will make it easier for people with disabilities to find meaningful jobs and careers.
However, it is often too difficult for the responsible employer to access the information, guidance, and practical support that they need if they are to deliver best practice as truly inclusive, disability-confident employers.
Efficient and equitable labour markets will get the balance right between services that effectively push job seekers with disabilities towards the world of work, and those that help employers to pull suitable candidates from these talent pools to apply successfully for specific vacancies.
‘Push’ services include education and skills training, career counselling, help with CVs and interview training. ‘Pull’ services include advertising for candidates to apply for a particular vacancy, audits that help employers remove obstacles for people with disabilities at every stage of a recruitment process, and expert support for managers as they learn how to make reasonable adjustments and create a truly inclusive workplace.
The aim of any organisation concerned with the economic empowerment of people with disabilities must be to better meet the needs and expectations of both the job seeker and the employer as valued service users and potential partners.
The recruitment partner ensures that both the business and the job seeker get the practical support they need if the employer is to fill specific vacancies while learning how to deliver the best practice known as Disability Confidence, which then enables true inclusion.
Recruitment partners play a crucial role in getting that push-pull balance right. Their job is to connect each employer as a valued client with the services and resources which meet their needs and expectations, so that it becomes easier for people with disabilities to gain dignified and equitable access to meaningful employment.
They will work with OPDs, Non-Governmental Organisations (NGOs), BDNs and others to tailor a range of support as needed to meet the requirements of both the employer and the job seeker.
If the employer wants to train recruiters, the recruitment partner works with the employer to specify the training required and introduces trainers with the relevant expertise.
It the employer wants a factory to be accessible, the recruitment partner finds experts on the accessibility and usability of the built environment.
If the employer wants to attract candidates with disabilities to apply for specific vacancies, the partner connects the employer with those able to advise on how to reach the widest possible pool of suitable candidates with disabilities, and how to ensure best practice as the employer manages the recruitment process.
If the employer wishes to understand the obstacles graduates with disabilities encounter, the partner helps to bring business leaders and graduates together in a structured ‘learning directly’ consultation.
If a manager needs help because an employee who has become disabled wants to try a new assistive device, the recruitment partner introduces experts on assistive devices in the workplace.
If the employer is willing to offer extended on the job training opportunities, the partner connects them with organisations able to support the business as it invests time and resources in enhancing the employability of people not yet job ready.
Coordinating support packages for your employer clients
Think of the recruitment partner as a project manager, the project being one that helps employers as clients to find the business-relevant advice, the practical tools, the support for managers, and the personal confidence which enables them to deliver best practice.
Making it easier for employers to attract and appoint candidates with disabilities as specific vacancies become available inevitably makes it easier for people with disabilities to be recruited fairly.

The recruitment partner in first-shot targeted recruitment projects may provide support, expertise, contacts and information directly to employers – this could be an OPD, an NGO or a Business Disability Network.
Or they may, on behalf of the employer, coordinate the support package as provided by a range of organisations and/or individuals, including Organisations of Persons with Disabilities, NGOs, the partner itself and /or a Business Disability Network (BDN).
Ideally a BDN, as system coordinator in first-shot recruitment projects, works with both the recruitment partner and the employer to facilitate the delivery of these recruitment projects and to maximise their wider impact. BDNs are particularly well-placed to drive the labour market reforms which then create the improved push-pull balance, which makes it easier for all employers to say yes.
A Business Disability Network may need to also take on this support package coordination role and may well use service level agreements with individual service providers to ensure clarity of roles and expectations. As resource members of these national Business Disability Neworks, OPDs have a crucial role to play.
Partners will routinely monitor employer satisfaction with the quality of employer-specific support – as well as the satisfaction of job seekers – and feed the learning into a continuous improvement process, ideally facilitated by a BDN.
Business Disability Networks are uniquely positioned as working systematically across key stakeholder groups to the benefit of employers and people with disabilities and those organisations seeking to enhance the life chances of people with disabilities.

The partner will work with employers, Organisations of Persons with Disabilities (OPDs), disability related NGOs and any local Business Disability Network to develop new resources as needed across the system.
Critical success factors
As employers become valued clients and potential allies, the recruitment partner will:
Present the business and ethical rationale for best practice tailored to the commercial reality of the particular business.
Spend days on the employers’ site to better understand the business, its needs, culture, values, commercial constraints and objectives and to build personal relationships with managers and staff.
Appoint a named relationship manager who meets routinely with the employer to monitor progress.
Help to build the capacity of the ‘push’ system that enables people to prepare for and find employment to also meet the needs of employers.
Suggest the employer hosts ‘Open House: Getting to Know Us’ events for people with disabilities and organisations that help people with disabilities to prepare for and find employment – and to use these opportunities to explain the company, its values, business model and its needs and expectations as they recruit. A key agenda item could be: “what would make it easier for the business to deliver best practice?”
Ensure a seamless service that delivers high-quality job matches and ongoing employer support, no matter which organisation actually fills a particular vacancy or provides a particular service.
Ensure that wherever possible, candidates with disabilities are empowered to successfully navigate an employer’s recruitment process because they know in advance how to obtain and implement any adjustments they might require.
Be creative and encourage innovation on the part of every key stakeholder, while enabling each employer to ‘learn directly’[footnoteRef:1] from people with disabilities at every stage of their corporate journey. [1:  See our Learning Directly guide] 

Gather detailed evidence regarding the obstacles that both employers and job seekers encounter, and document the time and resources required to remove those barriers. The partner and/or first-shot coordinator will then facilitate creative problem-solving by bringing employers, OPDs, public policymakers and other key stakeholders together to consider this concrete evidence, asking “who needs to do what differently?”
Encourage new conversations, structured alliances and practical collaboration between employers and OPDs, and between employers, individuals with disabilities and disability-related not-for-profit organisations.
Seek to leverage the influence of business leaders on public policy, corporate community investment strategies and social mores, as potential allies of the disability movement.
Work closely with any local BDNs and together mobilise the influence and resources of business to help fill the service gaps for both the responsible employer and for people with disabilities.
[image: Disability and employer confident employment services will benefit the employer and the job seeker.
Benefits to the employer are: enable employer networking; enable employers to justify best practice; have personal relationships; track future job vacancies; build a reputation for filling vacancies; understand and respect employer needs; link employers to a range of resources; enable barrier-free recruitment; attract numbers of good candidates with disabilities; pre-screen candidates for vacancy; employers value services and messages; provide practical timely training for managers; provide guidance on adjustments; act as a trusted advisor to decision and policymakers; match candidates to roles that ‘fit’; support the manager until employee is stable in role; support managers as partners for those not-yet-job-ready.
Benefits to the job seeker are: Work closely with mainstream and disability-specific talent pipelines; advise on finances, eg “can you afford to work?”; build a reputation: job seekers get jobs; be accessible and welcoming to job seekers with disabilities and future job seekers; creatively advertise real jobs; link job seekers to funds and training  which reflect labour market opportunities; help candidates negotiate knowledgeably regarding their own adjustments; enable structured internships or mentoring; train candidates to navigate recruitment stages; enable on-the-job training; support employee until stable in role; provide problem-solving support; ensure work experience enhances the employability of those not yet job-ready.
All this results in consistent support for employers and job seekers as valued service users.]


Fundamentals of Disability Confidence
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Leadership

Enabling citizenship, respect, and economic inclusion


Encouraging key suppliers to become Disability Confident
Communicating the rationale for Becoming Disability Confident

Becoming an exemplary employer


Building universal design and accessibility into new product development 
Liberating the potential of technology

Creating a truly accessible built environment worldwide 

Moving beyond the expectations of customers with disabilities

Learning directly from people with disabilities
ADD International | BBC Media Action | Benetech | BRAC
Development Initiatives | Humanity & Inclusion | Inclusion International
The Institute of Development Studies | International Disability Alliance
Leonard Cheshire | Light for the World | Sense International | Sightsavers
Social Development Direct | Standard Chartered | Sustainable Hospitality Alliance
www.inclusivefutures.org


image1.jpeg




image3.jpeg




image4.png
business
disability
international




image5.png




image6.jpg
Sightsavers




image7.jpg
4 ways employers can ‘PULL’ and
recruit applicants with disabilities
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recommendation  process project recruitment
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1 applicants with applicants are not quite job-
applicant and without suitable and ready applicants
disabilities have disabilities with disabilities

Shortlist 3 persons 15 in work Unsuccessful

with disabilities preparation candidates gain
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become more active

Shortlist 3

Appoint 1 person Appoint 1 person Appoint 1 person Appoint 6-8 persons in job search with
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Person with a disability Persons with Assuming candidates Projects help employer
hired because disabilities unlikely all suitable, first-shot  to routinely hire:
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Employer Recruitment partner

The employer decides to take a pro-active The recruitment partner is willing to help
approach to recruiting people with the employer to attract candidates with
disabilities rather than continue to waitfor disabilities from a wider pool of talent than
candidates with disabilities to come forward. their own case load or membership base.

Coordinator — ideally a Business Disability Network

* Provides technical expertise on how to structure
these first-shot projects.

* Helps employers/partners to establishcommon goals
and new ways of working.

* s available to employers and partners to:

— Facilitate communication, problem solving and
relationship building.

— Advise on employer best practice and local
business relevant resources.

* Gathers learning to feed into a process of continuous
improvement.

* Disseminates learning to key labour market
influencers.

v v

All parties
* Agree to work in a structured partnership to achieve explicit agreed aims.
* Assign their respective project managers who join a joint project managementteam.
* Review their internal systems as they affect:
— Their capacity to work together.
— The job seeker’s journey to employment.

* Review the potential roles available, the vacancies forecast and make any reasonable
adjustmentsto job descriptions.

* Negotiate a new employer/service provider relationship to last at least the duration of
the project.

* Sign a robust service level agreement (see page 14).
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Resulting in consistent support for employers and job seekers as valued service users
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