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Webinar Transcript
0:10:24.812 --> 0:10:40.572
Lara Bernardo
Lara speaking. Welcome, everybody. Thank you for your patience as we've just navigated a few things behind the scenes. Welcome. Welcome to today's session on building inclusive recruitment practises.
0:10:41.252 --> 0:11:0.252
Lara Bernardo
My name is Lara Bernardo and I am the disability confident recruiter. Lead here at the Australian Disability Network and I'll be hosting today's session for anyone new to us here at Australian Disability Network. We work with employers to build confidence.
0:11:0.732 --> 0:11:18.372
Lara Bernardo
And capability to welcome and include people with disability as employees and as customers. We're the only employer LED network in Australia focused on the inclusion of people with disability, with a network of over 450 members.
0:11:18.852 --> 0:11:32.932
Lara Bernardo
So big welcome to our Members who have joined the call along with non members that we work with and to anyone else who is new to us and interested in learning more about some of our offerings.
0:11:33.812 --> 0:11:48.452
Lara Bernardo
So one of the those offerings we'll be exploring today is our disability confident recruiter programme and I'm joined by two guests from organisations currently participating in our programme.
0:11:49.452 --> 0:12:8.732
Lara Bernardo
So, welcome to Athena Eliadis from DFP recruitment celebrating a massive 10 years with the programme and also to Phoebe Sublow from custom fleet who have recently started their journey in having achieved their first year on the programme.
0:12:9.532 --> 0:12:18.612
Lara Bernardo
And we'll have an opportunity to hear from both of our speakers later on on their own disability confident recruiter journeys.
0:12:21.372 --> 0:12:40.52
Lara Bernardo
And to our next slide, today I am dialling in from Waranjuri country. I would like to acknowledge Indigenous Australians as the traditional custodians of the land on which we meet and acknowledge their continuing connection to land, sea and community.
0:12:40.932 --> 0:12:55.532
Lara Bernardo
We pay our respects to the people, the cultures and the elders of indigenous communities, past and present. I would also like to extend that respect to Aboriginal and Torres Strait Islander peoples on the call today.
0:12:56.252 --> 0:12:59.692
Lara Bernardo
And we welcome you to share in the chat where you're joining from.
0:13:3.612 --> 0:13:22.612
Lara Bernardo
We have a full agenda ahead so we will get, get moving. I'll start off with some housekeeping and introduction shortly as well as taking you through our disability confident recruiter programme. We will then hear from both Athena and Phoebe.
0:13:23.812 --> 0:13:37.892
Lara Bernardo
On DF PS recruitment and custom fleets experiences with the programme. Following that we will go into a panel discussion where we'll go into a few questions around inclusive recruitment with our speakers.
0:13:38.412 --> 0:13:44.772
Lara Bernardo
And then we will finish up with some practical tips that you can take away and start to implement.
0:13:49.692 --> 0:14:4.372
Lara Bernardo
OK. The housekeeping, so housekeeping and accessibility features, we have live captions available through Microsoft Teams. We've had some information in the chat on how to access these.
0:14:4.932 --> 0:14:22.892
Lara Bernardo
If you do require captions in the meeting, you can click. There are three, three dots, an icon in your in the top menu. If you click on the three dots and then select language and speech, you will be able to select show live captions.
0:14:24.492 --> 0:14:36.132
Lara Bernardo
We also have Auslan interpreters today provided by Deaf Connect. A recording of the webinar will be shared with the transcript to all registered attendees.
0:14:37.532 --> 0:14:52.612
Lara Bernardo
We have our chat box box function so feel free to add questions in the charts thoughts as well and if we don't get to your questions, we will share a FAQ frequently asked questions sheet after the event.
0:14:53.932 --> 0:15:12.732
Lara Bernardo
And if you do encounter any technical issues, hopefully not. Hopefully we've we've had all of those for today. If you do encounter any technical issues during the webinar, we do have some tech support from our wonderful marketing and comms team behind the scenes who will be monitoring.
0:15:12.812 --> 0:15:19.412
Lara Bernardo
In the chat. But yeah, Please note we will be sending out the recording and and transcript as well.
0:15:23.532 --> 0:15:39.212
Lara Bernardo
OK. Disability confident recruiter. So the DCR disability, confident Recruiter programme is a status that employers can achieve by undertaking a recruitment audit and removing barriers.
0:15:39.612 --> 0:15:55.852
Lara Bernardo
So on this screen in the top right corner we have an image of the disability Confident Recruiter badge in a burnt orange colour in a circle shape with the Australian Disability Network logo in it.
0:15:56.492 --> 0:16:10.252
Lara Bernardo
And the year for the DCR status, the programme supports organisations to identify and address barriers within the recruitment process preventing people with disability from applying.
0:16:11.732 --> 0:16:26.332
Lara Bernardo
It also supports to deliver an inclusive candidate experience to ensure appropriate adjustments have been made to the recruitment process and to empower and build employee confidence and skills to engage with.
0:16:27.12 --> 0:16:46.532
Lara Bernardo
And recruit talented individuals with disabilities. Today we have over 75 organisations that are participating in the programme, who are committed to improving their recruitment practises and the organisations that we work with are across a variety of sectors and.
0:16:46.612 --> 0:17:6.132
Lara Bernardo
Industries being private and public from educational institutes, government agencies, supermarkets, banking recruitment, legal insurances and many more. And we're often asked about the size of an organisation only if it's too large to go through the process. And the answer is.
0:17:6.332 --> 0:17:20.412
Lara Bernardo
Is there is no limit? We work with large organisations, for example Coles, who are hiring thousands of people regularly to local councils operating in a smaller capacity as well.
0:17:24.52 --> 0:17:26.652
Lara Bernardo
And next into some of our benefits.
0:17:28.372 --> 0:17:47.932
Lara Bernardo
Some of the benefits that organisations gain through participating include it can help with to attract skilled candidates and open up meaningful employment opportunities for people with disability. It can boost workplace diversity, bringing fresh perspectives and linked experience.
0:17:48.12 --> 0:17:48.132
Lara Bernardo
Yes.
0:17:49.412 --> 0:18:1.812
Lara Bernardo
Can align recruitment with diversity strategies and action plans. It can remove barriers in the hiring process to create a more accessible candidate experience.
0:18:3.252 --> 0:18:10.372
Lara Bernardo
It can build disability, confidence of the recruitment team and support hiring managers through recruitment and beyond.
0:18:12.572 --> 0:18:22.892
Lara Bernardo
It can enhance your reputation as an inclusive employer and overall business that is valued by candidates, employees and the broader community.
0:18:24.132 --> 0:18:31.572
Lara Bernardo
And additionally can reduce the risk of negative recruitment experiences and potential discrimination.
0:18:34.612 --> 0:18:37.332
Lara Bernardo
Into the process of the programme.
0:18:39.92 --> 0:18:55.452
Lara Bernardo
So the disability confident Recruiter programme is an ongoing commitment rather than A1A1 off tick the box approach, so the programme consists of two key phases, which are then repeated on a smaller scale each year.
0:18:56.612 --> 0:19:12.252
Lara Bernardo
So on the screen we have a diagram of the process, with each phase represented. So we start with the discovery phase, phase one and this is a detailed review of the end to end recruitment.
0:19:12.652 --> 0:19:32.132
Lara Bernardo
Candidate experience. We're looking at communications systems, resources, training and more. During the discovery you're provided with our programme checklist and you're required to submit evidence via an online portal for us to then.
0:19:32.292 --> 0:19:32.492
Lara Bernardo
Be.
0:19:34.132 --> 0:19:42.812
Lara Bernardo
We will review the evidence, mark it as satisfied, or provide feedback to achieve satisfaction for each requirement of that checklist.
0:19:44.252 --> 0:20:1.772
Lara Bernardo
So organisations are responsible for collecting evidence internally. Now some examples of evidence could be inclusive messaging on the website, evidence of meeting the latest web content accessibility.
0:20:2.212 --> 0:20:7.492
Lara Bernardo
Guidelines with cake and you might hear that abbreviation a little bit today.
0:20:9.12 --> 0:20:28.772
Lara Bernardo
Job advert templates application form, questions, position, description, templates, interview guides, reference. Check. Questions through to onboarding requirements plus internal process guides and recruitment standard operating procedures that clearly.
0:20:28.852 --> 0:20:31.812
Lara Bernardo
Outline inclusive recruitment practises.
0:20:33.212 --> 0:20:47.812
Lara Bernardo
So it's not a tick box programme. As I mentioned, employers have to have the practises and processes in place to meet the criteria and if they aren't already in place, the organisation needs to go away, work on those and implement them.
0:20:49.652 --> 0:20:58.572
Lara Bernardo
So as an organisation works through discovery, they would then enter the education phase phase two and these can also happen concurrently to phase one.
0:21:0.252 --> 0:21:16.852
Lara Bernardo
So we have 3 modules, 3 online E loan modules for employers to undertake, to upskill key recruitment staff. This could be staff in the recruitment talent acquisition team as well as hiring managers.
0:21:17.372 --> 0:21:34.972
Lara Bernardo
And these modules have been designed to build disability, confidence and general awareness in supporting candidates through the recruitment process and beyond, and they focus on inclusive recruitment, disability confident conversations and adjustments.
0:21:36.772 --> 0:21:54.572
Lara Bernardo
Once a phase one and phase two have been completed successfully, then the disability confident recruiter status is achieved and that is valid for a 12 month period. Organisations will receive their disability confident recruiter badge.
0:21:54.972 --> 0:22:4.372
Lara Bernardo
And this can be utilised on marketing collateral, especially job adverts, to promote the achievement of the status and to attract talent.
0:22:7.52 --> 0:22:24.452
Lara Bernardo
From there, in order to remain compliant with the status, organisations will complete the annual renewal each year. Organisations will submit evidence for a renewal checklist, which is a spot check of the programme checklist.
0:22:25.12 --> 0:22:39.332
Lara Bernardo
And so, rather than completing the full checklist again, that happens in the first year your organisations are required to submit new evidence against selected sections and this would alternate each year.
0:22:41.692 --> 0:22:56.972
Lara Bernardo
This is a requirement of the programme to ensure the organisation has sustained inclusive recruitment practises over time, as we know within businesses there can be changes in staff.
0:22:57.452 --> 0:23:12.12
Lara Bernardo
Processes new technology can be introduced. e-mail templates get edited. The Wicag web content accessibility guideline standards change, so we need to ensure that any organisation.
0:23:13.332 --> 0:23:27.932
Lara Bernardo
That is recognised as being disability, a disability confident recruiter can maintain this. The annual renewal process happens over a shorter period of time and takes around four months to complete.
0:23:29.172 --> 0:23:41.252
Lara Bernardo
In addition, if there have been new staff join, you know since the previous year, it is crucial that the new staff members also go through the E Learn module training.
0:23:43.452 --> 0:23:58.452
Lara Bernardo
So after today, if you are interested in the disability confident Recruiter programme, do reach out to me following the session. If you're a member, feel free to reach out to your relationship manager as well.
0:23:58.972 --> 0:24:4.532
Lara Bernardo
And we do have a member and non member pricing available.
0:24:7.92 --> 0:24:26.772
Lara Bernardo
OK, so look, now that I have shared some insight into our programme and what we have available to support you with, I would like to introduce you to our first speaker today. So we will be hearing from Athena Iliadis very shortly Athena leads.
0:24:26.892 --> 0:24:45.652
Lara Bernardo
The people and performance function nationally at DFP recruitment where she champions inclusive employment practises and the alignment of people, systems and strategy. This year, DFP recruitment celebrates 10 years as a disability confident recruiter organisation.
0:24:46.332 --> 0:25:5.732
Lara Bernardo
A milestone that reflects its deep commitment and experience in creating equitable employment pathways and to partnering with organisations and the Australian Disability Network to advance disability Inclusion, Athena is dedicated to building inclusive workplaces and enjoys.
0:25:5.852 --> 0:25:19.332
Lara Bernardo
Sharing practical insights to help other organisations strengthen their own inclusion strategies. So thank you Athena, for joining us today to tell us more about DFP's inclusive recruitment journey over to you.
0:25:21.92 --> 0:25:40.452
Athena Iliades
Hi everyone. Yes, I'm Athena from DFP recruitment. Thanks for that warm introduction, Lara and we support private and public sector clients with their recruitment and diversity goals. I'm so pleased to be here today and thank you to AUS DN for inviting me to share our journey as a disability confident recruiter.
0:25:41.292 --> 0:25:58.12
Athena Iliades
It's a privilege to reflect on where we started and where we are now. Yes, back in 2016 DFP achieved DCR status. It took us about 12 months from audit to implementation. And at the time we were one of the first organisations.
0:25:58.372 --> 0:26:17.452
Athena Iliades
In Australia to do so, that does feel like a lifetime ago, but I still remember the sense of purpose we had rolling out those initiatives and the pride in being early adopters at that time. We were working closely with the ndia.
0:26:17.652 --> 0:26:33.572
Athena Iliades
While it was still in its infancy, our teams were fully enrolled in supporting the ambitious recruitment targets for people with disability. It was exciting because it mattered. It made sense. It made a difference and really everyone got on board.
0:26:35.892 --> 0:26:51.732
Athena Iliades
But let me be honest, we also knew that there were gaps. There were sensitivities and a genuine lack of confidence. We were dealing with large scale recruitment, thousands of applications, type time frames, multiple processes.
0:26:52.292 --> 0:27:6.732
Athena Iliades
And we had a real desire to get it right OSDN's DCR framework gave us the structure we needed to start reviewing and adjusting our processes so they were equitable and accessible at scale.
0:27:7.892 --> 0:27:26.612
Athena Iliades
Fast forward 10 years and what's changed a lot. Our confidence has grown. Our commitment to diversity and inclusion has deepened our understanding of the complexity of intersection. Intersectionality has matured and our outcomes have multiplied.
0:27:27.652 --> 0:27:44.452
Athena Iliades
One of the biggest impacts has been creating a focus at every contact point. Always asking is this promoting or curbing access? That question drives everything we do. We also track and measure relentlessly because data tells the story.
0:27:45.92 --> 0:28:3.372
Athena Iliades
So just a few examples with one contracted client alone over the last five years, we've placed approximately 530 people with disability in two recent so 2025. Large scale recruitment processes.
0:28:3.772 --> 0:28:21.172
Athena Iliades
We received over 7000 applications and we measured 4% of people identified as having a disability and between 3.7% and 8.5% were found suitable and added to the merit pool.
0:28:23.52 --> 0:28:41.292
Athena Iliades
This year we've seen a jump in adjustment requests from 22% to 37% and this is largely due to the rise in video interviews. So what did we do about that? Well, we tried to respond to that. We now provide clear communication.
0:28:41.412 --> 0:28:57.932
Athena Iliades
Candidates about adjustments during that are available during interviews, including the option to respond verbally or in writing unlimited practise submissions before final responses extended or unlimited time for each question.
0:28:58.492 --> 0:29:14.612
Athena Iliades
Or even the option to meet with the DFP consultant who records responses via MS Teams. So beyond that 100% of our roles are advertised on accessible platforms and every applicant is offered alternative formats to to apply.
0:29:15.412 --> 0:29:34.892
Athena Iliades
We track adjustment requests at every stage to identify barriers and refine our processes. All recruitment and leadership staff are inducted in DCR and trained in bias and Diversity, and we include diversity and well-being ratings and all of our surveys through from onboarding stay surveys exits.
0:29:34.932 --> 0:29:42.292
Athena Iliades
Surveys and throughout the recruitment process because it it does mean that we're measuring how our culture is changing as well.
0:29:43.972 --> 0:29:59.852
Athena Iliades
So what? What's the real benefit of all of this? I guess confidence with the capital C is very, very important. Our teams feel comfortable having open conversations with candidates about adjustments, and we've measured that across time. We've seen the rise in confidence.
0:30:1.12 --> 0:30:15.412
Athena Iliades
That actually we believe creates trust and belonging and possibility within our own teams and commercially it matters too. We've seen clients see our case studies and outcomes.
0:30:15.812 --> 0:30:32.132
Athena Iliades
And that has helped us win business and recruitment and expand our partnerships and being recognised as competent DCR or disability confident recruiters has grown our candidate pool and strengthened our market position.
0:30:32.612 --> 0:30:48.12
Athena Iliades
So it makes business sense too. So what's our advice? Unpack every step of your recruitment process and listen and refine so people with disability know what needs to change and know what works for them.
0:30:48.732 --> 0:31:3.332
Athena Iliades
It's up to us to hear them and build it in from the beginning and don't underestimate the importance of a senior champion because change takes resources and leadership commitment and they help drive those outcomes.
0:31:4.92 --> 0:31:12.972
Athena Iliades
At the end of the day, disability inclusion is not just about compliance, it's culture, it's confidence and it's good business. Thank you.
0:31:17.812 --> 0:31:33.12
Lara Bernardo
Lara speaking. Wow. Thank you so much, Athena, for those wonderful insights. I think we've given a lot of a lot of us, a lot to think about, some, some massive impact that is happening at DFP recruitment.
0:31:33.452 --> 0:31:49.572
Lara Bernardo
And so thank you for sharing that and it's really great to hear about the continued commitment to improving employment outcomes for people with disability and and strengthening continuing to strengthen inclusive practise within the organisation.
0:31:49.972 --> 0:32:0.412
Lara Bernardo
There were some really great examples of of adjustments shared and and it'll be something that we explore a little bit later on today as well. Thank you.
0:32:0.932 --> 0:32:1.412
Athena Iliades
Thank you.
0:32:3.572 --> 0:32:20.812
Lara Bernardo
Next up, I would like to introduce Phoebe Supo from custom fleet custom fleet are part of Element Fleet management in Australia and Australia and New Zealand's Premier Fleet management and leasing organisation.
0:32:21.532 --> 0:32:36.412
Lara Bernardo
With nearly 50 years of experience and global reach through elements alliance with arvel across more than 40 countries, custom fleet help businesses move the world through intelligent mobility.
0:32:37.292 --> 0:32:54.12
Lara Bernardo
Combining data-driven insights, next generation technology and local expertise, custom fleet make fleet management simpler, smarter and more sustainable, driving a regenerative future for its customers, communities and the planet.
0:32:55.772 --> 0:33:10.332
Lara Bernardo
In her role as people, performance and culture advisor Phoebe manages the Diversity Network intersection supporting each of its four diversity streams with project planning and delivery of initiatives.
0:33:11.732 --> 0:33:18.852
Lara Bernardo
So thank you, Phoebe, for joining us today to tell us more about custom fleet's inclusive recruitment journey. Over to you.
0:33:19.772 --> 0:33:39.652
Phoebe Sudlow
Thanks, Laura. Thanks for the intro. So yes, I'm Phoebe and I am the PPC advisor at custom fleet. So as it says on the screen custom fleet, we are Australia and New Zealand's Premier Fleet management and leasing organisation. So our parent company element is based in Canada, but we've got 3.
0:33:39.772 --> 0:33:59.452
Phoebe Sudlow
180 employees locally in Australia and New Zealand. So in my role as PVC advisor I support employees in a generalist capacity, but I'm also the project manager for our Diversity Network intersection, so intersection's made-up of four streams with a focus on inclusion for employees from all cultural.
0:33:59.492 --> 0:34:19.12
Phoebe Sudlow
Backgrounds from the LGBTQIA Plus community, those who identify with a disability, and then our fourth string is for our women employees, so our generative becoming a disability conference recruiter actually began as an initiative from the capability stream of intersection. So that's our stream, which focuses on supporting.
0:34:19.132 --> 0:34:38.732
Phoebe Sudlow
Those who identify with a disability so as part of our deib strategy, each string works towards a certification that serves as benchmark for best practise. So for the capability string, we chose disability confident recruiter and it's been such a helpful framework to follow and help achieve our mission of ensuring that employees.
0:34:38.932 --> 0:34:58.692
Phoebe Sudlow
And candidates of all abilities feel safe and able to bring their whole selves to work. So unlike DFP you have 10 sleeves up there, 10 years up their sleeve. We only set out to achieve disability confident recruiter status in August last year and we achieved it just a couple of months ago at the end of August. So it's been a huge accomplishment.
0:34:58.852 --> 0:35:13.932
Phoebe Sudlow
For our business and definitely A-Team effort, although it was myself and our talent partner leading the process, we had a lot of help from all parts of the business. So we had help from marketing, learning and development it and then of course the members of our capability stream.
0:35:14.692 --> 0:35:30.452
Phoebe Sudlow
So I know Lara when we first met back in August last year, you advised it would take in years to become accredited. And we're like, surely not. But it did. It took a year. I think we made it with two weeks to go. So it was a lot of work, but with a lot of support along the way.
0:35:31.292 --> 0:35:50.372
Phoebe Sudlow
So having been accredited for just a couple of months, we're obviously very fresh in our journey. But in the last year we've learned a lot and our business is now on the learning journey as well as we've really started to embed the changes. I think one of the biggest changes that's impacted our leaders is the splitting out of roles and responsibilities and position descriptions and job ads.
0:35:51.52 --> 0:36:10.52
Phoebe Sudlow
So this is a new step in the process and we've found it's really important to educate them on the why and if there is push back, making sure we explain the impact it could have on someone with a disability and splitting out the job requirements. It's a benefit to us as well as it allows us to access a wider talent pool, you know, not just for candidates who identify with the.
0:36:10.92 --> 0:36:11.932
Phoebe Sudlow
Disability but for all candidates.
0:36:13.292 --> 0:36:29.692
Phoebe Sudlow
During the journey, we've also learned a lot about tools that we didn't even know existed. So, for example, one of the criteria that we first addressed is digital accessibility. So this involved ensuring our website's homepage compliance with the current WCAG 2.2 standards.
0:36:30.52 --> 0:36:49.612
Phoebe Sudlow
So this is something I've never even heard of. I had to look up what it means, which is web content accessibility guidelines for anyone who was wondering. So luckily our IT marketing team were all over it. They knew exactly what we were talking about and they were able to ensure that our website is compliant. And the great thing is we're building a new website and with this knowledge we can.
0:36:49.652 --> 0:37:9.332
Phoebe Sudlow
Keep this in mind and ensure it's enabled to moving forward. So to be honest, I guess when we started the accreditation process I was a bit nervous because we are somewhat limited in the changes we can make. You know, we're not a calls with thousands of employees with varying roles. We're a financial services company of 380 employees who predominantly work in offices and.
0:37:9.412 --> 0:37:28.932
Phoebe Sudlow
Sit at computers, but the biggest take away for me and for our business is that we don't have to make massive tweaks to our processes to still make an impact. So just by enjoying there are multiple contacts on the website, attaching a map of the office for an interview and ensuring the document is an accessible format are just really small adjustments. They take 5 minutes.
0:37:29.452 --> 0:37:34.612
Phoebe Sudlow
And they can make a really big impact for not just candidates with a disability, but for all candidates.
0:37:36.172 --> 0:37:55.652
Phoebe Sudlow
I think the biggest impact and benefit of participating in this process is just an increased awareness and consideration for candidates and employees to identify with a disability. You know, the more we talk about it, the more everyone's aware and we can tweak our behaviour. We've still got a lot to work to do to increase awareness.
0:37:55.812 --> 0:38:14.412
Phoebe Sudlow
We're right at the beginning of our journey, but we've really well and fully started the conversation. So a big thing for us. We'll be keeping these changes front of mind. We are a large organisation, so our hiring managers aren't recruiting constantly. Luckily our talent partner, you know our talent team of one, she's great, she'll make.
0:38:14.812 --> 0:38:34.412
Phoebe Sudlow
These little nudges, to ensure considerations are front of mind for hiring managers, and it will just become a process in these interviews and during the recruitment process. But we also run a leadership foundations training programme and that covers different topics such as recruitment and performance management. So one of our goals for next year is to.
0:38:34.492 --> 0:38:53.812
Phoebe Sudlow
You know, create more content, more content in this, you know, relating to biases and workplace adjustments so that the learning journey continues for existing managers, but also new managers. And I think as well it's important to acknowledge that accessibility doesn't stop once a candidate's hired. So as part of becoming a disability.
0:38:54.212 --> 0:39:13.652
Phoebe Sudlow
Recruiter, we've made changes to our onboarding process, but there's a lot to do to ensure accessibility across the entire employee life cycle. So for example, we ensure all our recruitment documents are in an accessible format, but we need to make sure all our documents are in accessible format. You know, if an employee has a new requirement and needs an adjustment for their day-to-day.
0:39:13.892 --> 0:39:32.772
Phoebe Sudlow
Our leaders are equipped to have this conversation. This will take time, but wait on that way. So for anyone considering becoming accredited, I would certainly recommend it in my role. I've worked with a lot of agencies to obtain different certifications and disability. Conflict recruiter has definitely been the most supportive on our journey.
0:39:33.692 --> 0:39:53.492
Phoebe Sudlow
Fantastic resources. The best practise tips we have regular check insurance to track our progress. It was a really supportive process. If you do decide to become accredited I would ensure that you've got the time and resources to do so and that's not to say you need a huge team. This was literally done with me and my talent partner doing this on the side of.
0:39:53.572 --> 0:40:8.852
Phoebe Sudlow
Of our desk, but we had a regular cadence and tackled 1 criteria at a time, which made it really manageable. So I'm really looking forward to seeing where we are in a year's time and the impact it will have for our candidates and our employees. So watch this space.
0:40:10.612 --> 0:40:10.932
Phoebe Sudlow
Thank you.
0:40:13.892 --> 0:40:32.972
Lara Bernardo
Lara speaking. Thank you, Phoebe. We're very excited to continue working with you and the team through the continued partnership and look forward to seeing future improvements in your recruitment process. You raised some great points, particularly 1 stood out to me around involved.
0:40:33.52 --> 0:40:48.212
Lara Bernardo
Doing the business, you know and it's it doesn't just sit with what one person, one role. It is the responsibility of the entire business there and something we we very much advocate here at AUS DM. So thank you.
0:40:50.172 --> 0:41:4.572
Lara Bernardo
We will now go into a panel discussion. We won't require the slides for the time being. Thank you, team. We'll go through some questions for the panel. Have a bit of a discussion.
0:41:5.212 --> 0:41:17.532
Lara Bernardo
And if we have time as well, hopefully some questions from our audience today, if we don't get to all those questions, we will be able to provide a FAQ sheet after the event.
0:41:19.932 --> 0:41:35.732
Lara Bernardo
OK, I'll kick this off with our first question that I have. What challenges has your organisation faced in improving accessibility of recruitment and how did you overcome these?
0:41:36.252 --> 0:41:48.652
Lara Bernardo
So I might hand over. We'll start with you, Athena, if you can share any challenges that stand out which DFP have faced in improving accessibility of recruitment.
0:41:50.292 --> 0:42:9.732
Athena Iliades
Sure. Thank you to give my answer a little bit of context. As a recruiter, we're supporting clients to make their recruitment goals and often to meet their diversity goals. Excuse me. So one of the things that.
0:41:53.412 --> 0:41:53.532
Lara Bernardo
None.
0:42:9.772 --> 0:42:29.12
Athena Iliades
We've found there's a number of things that are still challenges. One is around organisations have big shiny diversity and inclusion strategies and then they might have DCR and they're rolling it through many of the processes.
0:42:29.732 --> 0:42:46.172
Athena Iliades
But recruitment is still our person to person decision making event and so one of the things that we still find challenging is that hiring managers or recruit people charged with recruitment objectives.
0:42:46.852 --> 0:43:6.412
Athena Iliades
People sitting on panels, for example, are not necessarily fully briefed in the sorts of things that the organisation is trying to achieve, and if that's a diversity target, or if that's an understanding of, you know, adjustments that have been made and they're fully.
0:43:6.572 --> 0:43:26.412
Athena Iliades
Across what is happening in that interview that can lead sometimes to us having to intervene or to backtrack, so it's really important in our view that anyone involved in the hiring process to give real opportunity for the strategy to breathe life into it, it's getting.
0:43:26.452 --> 0:43:45.932
Athena Iliades
Getting everybody properly briefed from the beginning then I think the other thing that I probably mentioned too is we're still seeing non essential requirements in PDS. And so we're often having to have conversations with our clients.
0:43:46.52 --> 0:44:3.212
Athena Iliades
It's about going right back to the beginning to make sure we're removing that barrier. If it's not essential, let's not recruit to it so that we're opening up the opportunities to people and removing barriers and opportunities for greater diversity.
0:44:4.92 --> 0:44:23.252
Athena Iliades
So those two things are still something that we're seeing. I mentioned earlier about the statistics with relate in relation to video interviews and that becoming more prolific it it's a double edged sword in many ways. It means that more applicants can come through rather than a.
0:44:23.532 --> 0:44:43.12
Athena Iliades
Relying on CVS, but it does mean that we're needing to process a lot more adjustments. So we're finding, you know, making sure that we've got that upfront and very central, so that people know how to navigate that space and then really support applicants with disability who are asking for those.
0:44:43.52 --> 0:44:59.892
Athena Iliades
Those adjustments well through that process, so that they trusting in the process and don't we don't want to see a higher attrition rate. Basically the other thing I think I did want to mention was mental health and flexibility arrangements.
0:45:0.212 --> 0:45:0.972
Athena Iliades
So.
0:45:3.172 --> 0:45:20.612
Athena Iliades
I think that's still in our view, it's it's certainly improving and we're we're a mental health first aid master organisation. So we are trying very much to talk to our clients about making sure flexibility arrangements.
0:45:20.972 --> 0:45:35.892
Athena Iliades
Are they when someone shares a disability of a psychological nature or mental health nature? So, but we're still seeing the challenge around flexibility to.
0:45:22.52 --> 0:45:22.132
Phoebe Sudlow
Hey.
0:45:36.652 --> 0:45:54.292
Athena Iliades
Sometimes to meet the needs of the applicant that makes sense. So we're needing to have more and more of those conversations, but we feel like the the dial is definitely moved in the last three years post COVID, which is a wonderful thing. Yeah, I'd say that those are some of the major challenges that we're sort of.
0:45:54.772 --> 0:45:55.892
Athena Iliades
Seeing out there.
0:45:57.572 --> 0:46:12.852
Lara Bernardo
Lara speaking. Thank you, Athena, and thanks for taking us through sort of how you're working through those as well. Phoebe, did you have any, you know, challenges that custom fleet have experienced? You know, whether similar or different to DFP?
0:46:9.572 --> 0:46:9.692
Phoebe Sudlow
OK.
0:46:13.652 --> 0:46:27.892
Phoebe Sudlow
Yeah. On a different tact, I guess one of our biggest challenges we've faced is the capturing of candidate data. So we ideally want candidates to be able to share their preferred method of communication as soon as they apply for a job with us.
0:46:28.292 --> 0:46:42.772
Phoebe Sudlow
We actually haven't been able to enable this because all of our job ads are on seek and LinkedIn and so we can't ask for candidates consent to get that information problem because we don't have control of this platform and we can't securely collect and store their data.
0:46:43.412 --> 0:47:2.612
Phoebe Sudlow
So we've solved for this by asking at the phone screen stage and then obviously all throughout the rest of the interview stage. If candidates require any adjustments, but obviously it should ideally be asked as soon as they've applied. So we are looking to address this by bringing in an applicant tracking system.
0:47:3.12 --> 0:47:20.492
Phoebe Sudlow
Some sort of method I guess, so that we can start capturing that data and it also applies for all other diversity in the data. All other diversity data in the business like we don't know what we don't know. So it's going to be a big agenda item for us next year and we'll definitely help to be able to start reporting on some of those metrics.
0:47:22.852 --> 0:47:40.492
Lara Bernardo
Lara speaking. Thank you. You're very crucial. And you know, in looking at accessibility of of different platforms and systems and software, that's something that, you know, we definitely explore through this programme as well and very important to be asking providers those questions.
0:47:41.812 --> 0:48:1.652
Lara Bernardo
OK. We'll jump into our next question. So adjustments can sometimes feel overwhelming for employers who aren't sure where to start. Could you both share some examples of adjustments that your organisations have implemented during the recruit?
0:48:1.692 --> 0:48:4.972
Lara Bernardo
Treatment stage to support candidates participation.
0:48:7.852 --> 0:48:8.372
Lara Bernardo
Phoebe.
0:48:10.772 --> 0:48:28.732
Phoebe Sudlow
So 1 adjustment that we've made which impacts all candidates is providing consideration for accessing our premises. So we're pretty limited in what we can do in terms of building access. So our office in Melbourne is one of the oldest buildings in the city. It's very beautiful, but unfortunately it's not very accessible.
0:48:29.732 --> 0:48:48.292
Phoebe Sudlow
So we now advise candidates of potential barriers to accessing our offices. So candidates who are invited to our offices now receive an attachment to the calendar invite, which outlines the accessibility of the premises. So it includes a map of the entrances, how to get there. It's got public transport as well and parking.
0:48:48.372 --> 0:49:4.292
Phoebe Sudlow
Options and also outlines potential barriers such as limited signing and noise sensitivity. One good learning was that we can also provide accessibility of teens, which is something I've not even considered before going through this process.
0:49:4.932 --> 0:49:20.172
Phoebe Sudlow
And obviously a tool that we use all the time, so given most of our interviews are virtual, this is the main attachment that does get sent out and includes accessibility features such as live live captions and background effects to reduce distractions similar to the ones.
0:49:15.972 --> 0:49:16.52
Lara Bernardo
If.
0:49:20.332 --> 0:49:36.652
Phoebe Sudlow
That we're on the call at the start and then it's also got some useful tips which are relevant for all candidates such as, you know, join 5 minutes early to test that the audio works, or using headphones to reduce echo or feedback. So they're now used on yeah. Interview invites.
0:49:36.892 --> 0:49:39.692
Phoebe Sudlow
And we've had some good feedback on those as well, which is great.
0:49:41.692 --> 0:50:1.212
Lara Bernardo
Lara speaking. Wonderful. It's great. Great to hear about that feedback as well. That's really important, you know, to be capturing that and listening to to candidates and what their experience is like and wonderful that you're providing all candidates that information that they'll need to know about, whether it's a physical premises.
0:50:1.412 --> 0:50:14.932
Lara Bernardo
Or a virtual space to understand. You know what they're going into to be able to request further adjustments if required from there. Athena, any adjustment that you would like to share from DFP?
0:50:1.652 --> 0:50:1.772
Athena Iliades
Yes.
0:50:12.452 --> 0:50:12.812
Athena Iliades
Yeah.
0:50:15.132 --> 0:50:34.452
Athena Iliades
Sure, I might this there's lots of overlap between Phoebe and myself, so I'll just add a few more things. I think these are not uncommon, but I'll I'll talk about them just in case somebody hasn't come across them before. I think the sorts of common.
0:50:18.332 --> 0:50:18.452
Lara Bernardo
Yeah.
0:50:34.532 --> 0:50:54.412
Athena Iliades
Adjustments. So in preparing for this, I asked for some stats on on what adjustments we actually do do and these are some of the more more common ones that are coming through. So the captioning service, additional interview time. So if someone indicates that they.
0:50:54.492 --> 0:51:12.972
Athena Iliades
We need more time. We're usually on average, enabling 10 to 15 minutes longer. So we're not talking about blowing out the day with a lot of time for it, for an adjustment. Sometimes it's as little as 10 minutes, so it's important to bear that in mind, I think.
0:50:57.492 --> 0:50:57.612
Phoebe Sudlow
Yeah.
0:51:13.692 --> 0:51:33.212
Athena Iliades
A copy of the interview questions ahead of time or actually in the interview itself. So they've got a copy in front of them. The other thing is that with virtual interviews, adjustments to cameras being off, for example. So somebody might say I'd prefer to have my camera off.
0:51:26.692 --> 0:51:26.812
Lara Bernardo
Yeah.
0:51:33.812 --> 0:51:49.812
Athena Iliades
Or some candidates are now requesting that panel members have a very mutual non busy background, so that's really important. We're seeing a rise in that with regards to.
0:51:51.52 --> 0:52:6.212
Athena Iliades
People needing perhaps longer to respond or having somebody with them to support their interview, or sometimes the use of fidgets to maintain concentration, is also a request.
0:52:5.132 --> 0:52:5.212
Lara Bernardo
The.
0:52:7.892 --> 0:52:26.52
Athena Iliades
With assessments that are video interviews removing timing restrictions, allowing people to write or produce an audio option rather than a video option, and also allowing people.
0:52:26.852 --> 0:52:45.892
Athena Iliades
More time to respond during that video interview, so there's a few things there that people might be able to take away. Certainly there's in addition to that there's, I've talked a lot about the interview process, cuz that's where we have a lot of our data, but.
0:52:45.972 --> 0:52:59.252
Athena Iliades
Certainly prior to that's very important as well. So having somebody who is available to and confident to ask about someone's requirements is very important.
0:53:1.12 --> 0:53:18.732
Lara Bernardo
Lara speaking. Thank you, Athena, and thanks for sharing some of those commonly requested adjustments. A key piece here, you know, for our audience is it's really important to to not make assumptions about what someone needs listening to the candidate.
0:53:19.212 --> 0:53:38.692
Lara Bernardo
And really, recognising that adjustments are personal and individual, So what works for one person may not be suitable for another. We do have a few questions in the chat, so I want to jump to those just so that we can answer them. We've got a little bit of time left. So I'll put these questions to both you.
0:53:21.852 --> 0:53:21.972
Athena Iliades
Yeah.
0:53:28.52 --> 0:53:28.412
Athena Iliades
Yeah.
0:53:34.452 --> 0:53:34.572
Athena Iliades
Yeah.
0:53:38.812 --> 0:53:53.972
Lara Bernardo
Phoebe and Athena, we have a question from Anne. Do you offer alternative options for interviews? For example, local cafe, a quiet space to overcome those barriers?
0:53:43.92 --> 0:53:43.212
Athena Iliades
Yeah.
0:53:57.692 --> 0:54:1.812
Athena Iliades
I can't serve 4 for DFP.
0:54:2.932 --> 0:54:19.132
Athena Iliades
Yes, absolutely. So if somebody identifies a particular need or if there is an accessibility issue, we will look for alternatives. So there are quiet rooms there are, you know alternatives to group assessment, so.
0:54:19.612 --> 0:54:38.852
Athena Iliades
Sometimes when there's the client is running a group assessment, we may make an adjustment for for someone and say that they are going to have a one-on-one. Instead. It might be that the person can't travel, so instead of attending, they might elect to do a teams interview so.
0:54:39.212 --> 0:54:50.932
Athena Iliades
It it it is to your point, Lara, it is very individual, but certainly the key here is is to listen to the requirement and remove the barrier as much as possible.
0:54:52.972 --> 0:55:11.292
Phoebe Sudlow
We're the same at custom fleet. We obviously ask the question and if anyone with their individual need asks, we'll take it into consideration. So we offer office interviews or teams interviews and then if there's anything outside of that like meeting at a cafe or doing the interview over the phone, it's something we would definitely offer.
0:55:13.212 --> 0:55:32.132
Lara Bernardo
Lara speaking. Fantastic. Thank you both. Yep. Definitely important for employers to ensure that. You know you've got alternate spaces, whether that be on site or off site. Quiet spaces, rooms where you can, you know, control lighting and that are free from disturbance. So it's a really.
0:55:32.212 --> 0:55:50.732
Lara Bernardo
Important we have one other question in our Q&A. So I'll read this one out from Peter. Please comment on use of AI recruitment tools and their accessibility. For example, some may discriminate against non verbal communication.
0:55:43.812 --> 0:55:43.972
Athena Iliades
OK.
0:55:48.52 --> 0:55:48.252
Athena Iliades
Yes.
0:55:51.12 --> 0:55:59.572
Lara Bernardo
Body language such as Icontact does DFP and their clients use these apps or tools. Thank you.
0:56:0.932 --> 0:56:17.612
Athena Iliades
Great question, Peter. Thank you. At the moment, we don't use AI augmented recruitment. So we may use AI or automation in the background to administer if that makes sense. But we certainly don't use it as.
0:56:17.772 --> 0:56:18.852
Athena Iliades
Part of our assessment.
0:56:22.52 --> 0:56:26.612
Lara Bernardo
Right. And I'll just open up Phoebe, if you have any comments to share.
0:56:27.12 --> 0:56:44.132
Phoebe Sudlow
No. Well, we don't use any AI tools, but we do use Spark hire as a one way video interview. But what we've found is that it's really important to supplement that. I know it's not AI, but I guess it's technology. But to supplement that with the face to face or the.
0:56:45.492 --> 0:56:59.852
Phoebe Sudlow
The personable interaction with a phone screen, so anyone who does a spark hire then gets a follow up call from our talent partner. So I guess it's the balance of both the personal and the technology which which serves us well.
0:57:0.572 --> 0:57:19.212
Lara Bernardo
Yep, absolutely I will. I'll add in here for any employer out there who is considering and exploring the use of AI powered recruitment tools, I urge you to ask the questions to providers to really understand how that tool has been designed and built.
0:57:20.92 --> 0:57:35.292
Lara Bernardo
You know what data set has been used to create the product? You know, do data sets include people with disability? What testing has has been completed to determine how the product responds with people with disability?
0:57:35.972 --> 0:57:55.212
Lara Bernardo
To ensure that it does not discriminate, we have had sessions in the past on AI recruitment and I'm sure we will continue to explore, explore that area. We are nearing close to the end of the session, so I will jump to one final question for our speakers.
0:57:55.532 --> 0:58:10.12
Lara Bernardo
Before a few key takeaways, if you could change one thing to improve inclusive recruitment, what would it be? And this could even be removing a task from the recruitment process itself.
0:57:59.532 --> 0:57:59.772
Athena Iliades
People.
0:58:8.572 --> 0:58:8.812
Athena Iliades
And.
0:58:11.132 --> 0:58:12.252
Athena Iliades
Yeah, it will be.
0:58:12.452 --> 0:58:27.972
Phoebe Sudlow
I think for us at customs leaders and I sort of touched it before, but it's definitely the capturing of our data so that we can address feedback and make adjustments and report on our progress. We're sort of in the dark if we don't have that information, you know, we don't know what we don't know.
0:58:28.412 --> 0:58:28.492
Athena Iliades
It.
0:58:29.412 --> 0:58:35.52
Phoebe Sudlow
I think that would make a huge huge difference fast as a business to have that to have that information.
0:58:37.372 --> 0:58:54.372
Athena Iliades
Great. OK, one thing's quite tricky, isn't it? It's there's so many things to try and come up with, I think probably what we're starting to see more of that it needs to increase and it's more to the point that I was talking about earlier, which is.
0:58:43.172 --> 0:58:43.532
Phoebe Sudlow
Thank you.
0:58:55.52 --> 0:59:14.212
Athena Iliades
Briefing packs for hiring managers so I can all fall over at the last hurdle. Even if you've got the DCR all set up beautifully and embedded and quite mature, it can fall over at that moment. So a good briefing pack for the people involved and a.
0:59:14.372 --> 0:59:33.332
Athena Iliades
Good understanding of why things are happening the way they are is very important to try and eliminate the bias that can happen at that last hurdle. So that's all sort of risk mitigation from a trying to mitigate the risk of bias at that point.
0:59:35.692 --> 0:59:52.652
Lara Bernardo
Great. Thank you both. Thank you so much for your insights. You've given us all you know lots to consider and think about and potentially you know for for some on the call some ideas to perhaps adopt moving forward. So thank you to our panel.
0:59:53.852 --> 1:0:12.572
Lara Bernardo
We will close with a few key takeaways and we will have a slide appear on our screens very shortly and I would like to leave you with some of these these top five takeaways hopefully after.
1:0:12.612 --> 1:0:29.532
Lara Bernardo
Today you may be able to take 1/2 or all five to start implementing or discussing with your teams to get the whole team thinking about how you can improve your recruitment practises. So the first one here we have audit the website.
1:0:30.52 --> 1:0:49.492
Lara Bernardo
For WCAG compliance, web content accessibility guideline compliance, embed digital accessibility in your agenda and ensure the application process is accessible. You can do this by, you know, talking to your IT digital teams. We've heard from from our speakers today on their experiences.
1:0:49.932 --> 1:1:2.452
Lara Bernardo
Asking does the website meet with CAG 2.2 being the latest standards. Do they run regular accessibility testing on the website and if not build this in to become part of the regular process.
1:1:4.252 --> 1:1:20.852
Lara Bernardo
Additionally, point #2 be transparent, share the recruitment steps in advance to avoid surprises and support candidates to prepare confidently. So be open from the start. This helps to build trust and for candidates to feel more positive about the experience.
1:1:21.932 --> 1:1:37.52
Lara Bernardo
You can do these by providing an overview on your website, having a section or a web page that explains what the recruitment process steps are for a candidate or even listing it in a job advert or in the candidate Information pack.
1:1:38.532 --> 1:1:57.932
Lara Bernardo
Take away 3 update job advertisement templates and include an Equal Employment Opportunity statement. Encourage adjustment requests and provide clear contact details so you can welcome adjustment requests and make sure there are multiple methods of contact like phone and e-mail for.
1:1:58.52 --> 1:2:15.612
Lara Bernardo
People to reach out to you. You can support adjustments to all candidates. Don't require people to, you know, share if they have disability only to receive the adjustment. We know that some people may not identify with disability, including an individual who's neurodivergent.
1:2:16.292 --> 1:2:35.532
Lara Bernardo
Someone with a mental health condition, chronic health condition, injury or illness, even carers. And remember that not everyone will want to share early in the process or at all about their disability. If you have DCL status, add it, add the badge to your job adverts.
1:2:35.612 --> 1:2:39.252
Lara Bernardo
Tell job seekers that you're confident to support inclusive recruitment.
1:2:40.812 --> 1:3:0.492
Lara Bernardo
Take away #4 share interview questions with candidates in advance to support preparation. So in our 2024 research report on workplace adjustments, we found that 62% of people with disability said that they need or would like to request information about the recruitment.
1:3:0.532 --> 1:3:20.52
Lara Bernardo
Process and questions in advance of the interview, and we've heard that today of organisations that were also interviewed, they said similar in terms of regular requests being around interview questions in advance. So make this a standardised practise. Share share the interview questions.
1:3:20.212 --> 1:3:24.332
Lara Bernardo
With all candidates coming through your recruitment process, something to consider?
1:3:25.652 --> 1:3:40.332
Lara Bernardo
And finally take away #5 build disability confidence in your teams by offering training and refreshing guides and processes. Review your existing recruitment policies, procedure, documentation, or sops.
1:3:40.692 --> 1:3:50.92
Lara Bernardo
You know, check, are they up to date, was it 5-10 years ago that they were last updated, it might be time for a refresh and make sure they reflect inclusive recruitment practises.
1:3:51.292 --> 1:3:58.372
Lara Bernardo
The resources and the support for your staff internally is crucial, and again, we've heard that today from our speakers.
1:4:0.492 --> 1:4:19.12
Lara Bernardo
On our next slide, we have a few a few links to resources and we will provide more in our send out after the session today. But as mentioned sign up to DCR, you've heard all about it today and how we can support your organisation to improve inclusive recruitment.
1:4:19.932 --> 1:4:37.732
Lara Bernardo
We have a variety of training offerings from E loans through to facilitated training sessions, available particularly in the recruitment space. So we have more information on our website on those and we also have a lot of top 10 tips.
1:4:38.252 --> 1:4:42.212
Lara Bernardo
Including recruitment that's available online as well.
1:4:45.212 --> 1:5:1.412
Lara Bernardo
So thank you again everybody. Thank you to our wonderful speakers, to Athena and to Phoebe for sharing your journeys and inclusive recruitment. And thank you to all of you who have joined us today and sharing your time with us. We hope to see you again soon.
1:5:1.732 --> 1:5:18.12
Lara Bernardo
And if you are looking for ongoing support with your inclusion journey and you're not yet a member of the Australian Disability Network, our bronze membership is a great place to start. So we can give you the framework, the Community and ongoing support to create meaningful action.
1:5:19.52 --> 1:5:31.652
Lara Bernardo
We will be reviewing some of the questions and comments and coming back with some responses to those. So yeah, thank you so much everybody for your time and we'll see you next time.
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