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Webinar FAQs
1: Do you offer alternative options for interviews, such as a local café, or quiet space?
· Yes, alternative options for interviews are available to reduce barriers. Employers can provide quiet meeting rooms, virtual interviews instead of face-to-face, or even meet in a local café if requested. 
· It’s also important to ensure meeting spaces are communication-friendly, free from noise and disruptions, with adjustable lighting to support diverse needs (e.g., well-lit for speech reading or dimmer for neurodivergent candidates). 
· Our 2024 Workplace Adjustment Research shows that 48% of people with disability consider flexible interview channels - such as face-to-face, online, or phone, an essential adjustment they need or would request. WA-Report-000298-MAY-24.pdf
 
2: Have you ever provided interview questions in advance as part of the reasonable adjustment? And have you had push back from selection panels about this request?
· Providing interview questions in advance can be a reasonable adjustment and is supported by research. 
· While Custom Fleet have not yet received such requests, they are open to offering this adjustment and would work with hiring managers to facilitate it. 
· Our 2024 Workplace Adjustment report highlights that 62% of people with disability need or would like to receive information about the recruitment process and interview questions beforehand, and 55% of job seekers regularly request this adjustment.
 
3: Who holds the responsibility for updating our recruitment policies to make sure they reflect the accessibility provisions under the VPS Enterprise Agreement?
· It is recommended that this be discussed within the Recruitment team and that a working group be formed to conduct a review of the recruitment policies. 
4: When people ask for questions in advance, do you routinely provide all other applicants with the interview questions in advance. Is there a need to do this?

· Providing interview questions in advance can be an effective way to support candidates.
· While Custom Fleet has not yet received such requests, they are prepared to offer this adjustment and would offer questions to all other candidates to ensure consistency of the process.
· Making this a universal practice; sharing questions with all candidates, can further strengthen inclusive recruitment and ensure consistency across the process.

5: Re questions in advance - what is suggested as optimal time in advance?
· Providing interview questions ahead of time is strongly recommended as an adjustment and an inclusive practice. 
· It supports candidates, particularly those who may experience anxiety or require additional processing time, prepare and demonstrate their abilities effectively. 
· A minimum of 24 hours before the interview is encouraged, with flexibility to offer more time if requested. 
· Making this a universal practice for all candidates can further strengthen fairness and inclusivity in recruitment.

6: Please comment on use of AI recruitment tools and their accessibility. For example, some may discriminate against non-verbal communication/ body language, such as eye-contact. 

· Before obtaining AI powered recruitment tools, ask providers about the product.
· What testing has been completed to determine how the product responds with people with disability? (Do you have evidence that the product won’t discriminate against people with disability. Testing must include technical accessibility testing and user testing.) 
· Does the provider have an Explainability statement?
· What dataset has been used to create the product? Are data sets limited? Data sets must include people with disability. How have people with disability been involved?
7: An employer requested a cognitive test and proposed an adjustment of adding 20%. However, my neurologist advised that this is not an appropriate way to assess someone.
 How should this situation be managed, and what alternative options to a cognitive test are available?

This situation should be managed on a case-by-case basis with guidance from your support team. Adding a percentage to a cognitive test is not an appropriate adjustment. 

Some alternative methods that could be considered include:
· A one-on-one session with the provider
· Allowing breaks during the assessment
· Providing a practice test so candidates can identify adjustments upfront
· Supplying questions in written format and giving time in advance for review

8: How much does the program cost?
Discovery Phase (Year 1):
· Gold members: $5,900 + GST or 20 membership hours
· Silver members: $6,500 + GST or 20 membership hours
· Bronze members: $7,000 + GST 
· Non-members: $7,900 + GST

Annual Renewal (Year 2 onwards):
· Gold members: $2,655 + GST or 9 membership hours
· Silver members: $2,925 + GST or 9 membership hours
· Bronze members: $3,150 + GST 
· Non-members: $3,555 + GST

Education Phase (eLearning Modules)
· Option 1: 
· Individual logins at $140 + GST per person (valid for 12 months) /$170 non-members
· Option 2: 
· SCORM package at $20,000 + GST for internal LMS hosting / 25,000 non-members

Resources
· Sign up to DCR - Become a Disability Confident Recruiter - Australian Disability Network
· Purchase eLearns or book a facilitated training session - Our learning solutions - Australian Disability Network
· Download 10 Tips for Recruitment and Onboarding here International Day of People with Disability 2025 - Australian Disability Network 
· Reach out to dcr@ausdn.org.au with any questions.
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