Achieveability Commission on Recruitment and Dyslexia 

Achieveability has set up a commission, chaired by their President, Barry Sheerman, MP, to look at dyslexia and recruitment. Their aim is to produce a report with recommendations for publication during Dyslexia Awareness Week 2017.  On the 5th December, 2016 the commission held a hearing with four expert witnesses. One of these was Margaret Malpas, our Joint Chair, and this is a transcript of the points she put forward.

In the meantime, Achieveability want to hear your views and there is a survey on Survey Monkey to do this, see: https://www.surveymonkey.co.uk/r/AchieveAbility01 

You can download https://www.atbar.org/ for free as a text reader that is compatible with survey monkey.
Summary 

· The key issue is still awareness. We need better awareness of neuro diversity and what these conditions really mean (eg dyslexia is not just spelling)

· Disclosure is very low

· The law is sufficient but few take cases for redress on discrimination

· Recruitment is handled by an enormous number of people, this will mean change in this area is more difficult, but publicising requirements is good.
Background

· Awareness of neuro diversity is low, particularly at a detailed level such as the implementation of reasonable adjustments

· Many individuals, especially those aged over 40, do not know they have a condition such as dyslexia, therefore they do not raise it or ask for reasonable adjustments.

· Disclosure is low and the research suggests that people who do disclose do worse

· There is sufficient legal protection but most affected do not have the mental or practical resources to pursue legal remedy. See below for a summary of the legal situation.*

· Dyslexia and related conditions are present in 15% of the population and yet they are still being under appreciated within DWP and, for example, there is no direct mention of them in the new Green Paper on Employment and Disability.

Responses to Key Areas

1.  Data on Chances of Employment

15% of adults in the UK are affected by dyslexia and the seven other conditions arising from the same genetic inheritance. This figure is made up of 10% with dyslexia; 5% with dyspraxia/DCD, 5% with dyscalculia; 3% with ADHD; additionally we have those with ADD, dysgraphia, mild Asperger’s Syndrome, Specific Speech and Language Issues. Whilst these conditions do co occur, they do not always do so with dyslexia and consequently, the very prudent figure of 5% has been allocated to those conditions.

This represents over 4.7million in employment, almost a quarter of a million unemployed and close to a million of the economically inactive population (figs from National Office of Stats, 2014).

2. Barriers to Seeking to Take up Employment

· Individuals often do not have information on careers that would play to their strengths. Finding your niche is one of the ten characteristics for success identified through my research (see “Self Fulfilment with Dyslexia: A Blueprint to Success, being published by Jessica Kingsley on 21 February 2017). McNulty described finding appropriate employment as “transformational” for many young dyslexics.

· Job hunting relies on reading and writing, skills which many dyslexics are not automatically skilled in. Poor literacy also has an effect on life experience and life lessons which are important for job hunting.

· Low self esteem which can also combine with low aspirations 

· Lack of resources for applying, going to interviews

· For the most affected and deprived, lack of digital access, most job adverts and applications are now done on line

· Job applications represent one of the two most stressful activities for dyslexic adults and this results in stress, which substantially decreases indvidual’s coping strategies

3.  Recruitment Processes that Disenfranchise Neurodiverse People

· The aim of a recruitment and selection campaign is to create a large pool of applicants so that the recruiter can select the individual most closely suited to all the aspects of the job. This is naturally in conflict with the recruitment of neuro diverse individuals who may match some criteria very well but will have weaknesses that will reduce their overall score and consequently, mean they are not selected.

· Vacancies are almost exclusively advertised through the web. Most recruitment sites and employers websites do not have text reading software. Many sites are not compatible with the text reading software the individual may have. This results in lots of reading and writing which is a weak area for many neuro diverse individuals.

· Applying for jobs involves writing.  Applications require higher literacy skills, for example, you need to be able to sell yourself in print, have empathy with the requirements described for the job; these are all skills that are considerably higher than just writing a sentence. There is also an inherent bias within the recruitment industry against spelling, grammatical errors and “scruffy” writing.

· Many neuro diverse individuals say that their difficulties caused through a weak working memory (which affects personal organisation and learning particularly), are more problematic to them as adults, than literacy issues. Recruitment activities place a very heavy load on working memory.

· The process inevitably causes stress and the consequent loss of coping strategies for the individual, meaning that they are less able to handle the recruitment process than they would be in other areas of their lives.

· The CIPD syllabus for aspiring personnel managers is very demanding, at or including a Masters level qualification and covers a wide range of subjects from psychology to finance, and strategy to employee relations and the law. In relation to recruitment, the processes taught are based on extensive psychological academic research. However, they do not include awareness of neurodiversity.  So, for example, interviewing alone has been shown to have very low validity but this is substantially enhanced if it is accompanied by psychological testing and other activities.  All of this compounds the search for the individual who does not have a disability or is different and ensures automatic bias against the neuro diverse population.

· A lot of recruitment is carried out by those with no training in HR. Many vacancies are filled by using recruitment agencies. Individuals employed therein are not necessarily trained in professional recruitment practices. These are run as sales environments with targets for income as the primary driver. Again there is little awareness of neuro diversity and no time to provide for adjustments outside the standard process.

· The purpose of selection activities is to learn as much about the candidates as possible in a short time, so that the process reaches higher levels of correlation between what you see in recruitment and the individuals’ effectiveness in the job. 

Assessment centres score highly on this with scores reaching 0.8 on correlation. However, assessment centres are very difficult for many neuro diverse individuals. They use standardized activities and generally no reasonable adjustments are built into these. Consequently, neuro diverse individuals are simply compared to those who are not neuro diverse. 

They often involve observation which can be stressful and so again affect individual’s coping strategies, detrimentally. 

Psychometric tests have been developed on populations who have not been sampled to include neuro diverse individuals and most test suppliers have acknowledged for years that they do not give reliable information on neuro diverse people. These tests are expensive to develop and so despite campaigns, the test suppliers will only suggest extra time as a reasonable adjustment, yet this simply does not work to give a result that is reliable.

Work sampling, where you give the individual a bit of the actual work from that job to do, is an excellent way of testing the individual’s capability to do the job. However, this is not used often enough, and part of the reason for that is that it is often difficult to organise. Most jobs rely on some local knowledge and the candidate does not have that, so it can be difficult to select or create a task which is relevant.

Many organisations now use telephone interviews as the first stage. This has the advantage of being aural which can be helpful for many individuals but not those with aural perception difficulties who might rely on visual clues.

Interviews are known to place a heavy load on working memory. There is case history on this following the Paterson vs Met Police tribunals. This recommended that where the person discloses their dyslexia, they should be given the questions in advance to prepare, and asked the questions in the same sequence as provided initially. However, the norm is not to disclose and most recruiters would be unaware of this case history.

· We know that one neuro diverse person is not like another and has individual needs. This situation where there is “no one size fits all” is another barrier for employers. 

· Most individuals would not know that they can ask for feedback after an interview, use it for reflection and improvement. This relies on high levels of self esteem which many do not have.

4. Potential Improvements

· We need to radically improve awareness of neuro diversity in employers. This is a huge and difficult area to address. Nonetheless, the British Dyslexia Association continues to make inroads into this. for example, in January, we are training the tutors who teach on the CIPD’s professional training scheme in awareness and reasonable adjustments for their elearning offering. We are working with different sectors to encourage awareness and have been very successful in some police forces, trade unions, health trusts etc. 

However, as caution, the CIPD has a senior diversity network (for HR and Diversity Directors) of which I am a member and I did dyslexia awareness with them in 2015. These HR and Diversity Directors found it very interesting but disclosed that the issue was so big and the numbers so large, that in their departments where staff numbers had been substantially reduced through austerity measures, this was an initiative they were not equipped to deal with.

· Organisations need to develop inclusive cultures and encourage disclosure. This could be done by having case studies of dyslexic employees on the organisation’s website on the recruitment page. Again, though some caution is required, as our experience suggests that the culture for inclusion is heavily affected by the local manager so some departments may be very helpful to the neuro diverse person and others appalling to work in.

· Encourage organisations to make everything relating to recruitment, accessible, never make a decision based on psychometric test results alone (which is very bad practice anyway), use work sampling more and as an alternative to a psychometric test. 

· Whilst individuals need specific adjustments, most of these adjustments would improve the recruitment experience for all. It is possible to recommend specific changes such as making the process multi sensory, which would be feasible for employers and use the business case that it is an improvement to the whole recruitment process.

5.  Examples of Good Practice

The B.D.A. has worked with Hampshire Police Force for several years now. They have a network of 20 officers who have completed the B.D.A. workplace needs assessor and mentoring training. They will network new starters who disclose their dyslexia to a dyslexia mentor and they advertise this fact throughout their recruitment process. They were a finalist in the C.I.P.D.’s diversity awards in 2015 for this work.

A number of organisations have dyslexia networks within them run by volunteers (many of whom are dyslexic themselves). These include Ernst and Young which has the most advanced network and has succeeded in getting dyslexia awareness and reasonable adjustment training into their main internal training menu. Shell UK has the Enable group, another similar network, as does the F.B.U. and the Communications Union. However, these networks are not linked to the recruitment area and that represents a potential way forward. Guys Hospital Trust has a nominated member of staff for dyslexia enquiries and text reading software provided on their IT network for all staff. However, these networks are not linked to the recruitment area and that represents a potential way forward.

Hampshire Police has been mentioned already and there and in the W Midlands Police, the B.D.A. provided awareness training and worked with the recruitment staff to introduce reasonable adjustments. These included ensuring that all instructions were available in an auditory as well as written format. So, for example, for their assessment centres, they created an audio tape of all the instructions and provided this with a CD player in their assessment centres.

The B.D.A. has a registered Quality Mark with standards which cover policy and culture, operations, communications and practice. It is a prestigious award which over 100 schools, some colleges, a university and Liverpool YOT have achieved it. The first Youth Offending Institution, Wetherington, achieved it very recently.  These organisations have a very high standard of dyslexic friendliness as employers and they use the B.D.A.s Employers Guide which details the needs of neuro diverse individuals in recruitment and the relevant reasonable adjustments to deploy.

A new recruitment agency for dyslexic people has just been set up as a social enterprise, see http://www.exceptionalindividuals.com/  They have logos of inclusive employers on their website, most of which are small employers but do include Audi.

6. Policies that ensure accessibility and fair selection processes

Please refer to the B.D.A.’s Employers Guide and website for details on this, where this is a wealth of information.

7. Equality Impact Assessment

In general this is only done on public sector contracts. However, it would be excellent if monitoring and review could be implemented everywhere, as has been done on racial monitoring. Thus the individual could disclose on a form which is not visible to the recruiter and we could learn how many people with neuro diverse conditions apply and work for organisations. This would make a persuasive case to more employers to do awareness training.

8. Psychometric testing

Please see detailed answer under 3 above.

9.  Employer Awareness of Dyslexic Strengths and Difficulties

This is generally very low. The B.D.A. and other charities have been providing awareness training for many years to employers. Nonetheless, the reach we have is still very limited compared with the number of employing organisations in the UK. 

B.D.A. is the lead contractor on the DfE funded project where we are working with our partners, Dyslexia Action, HADC, the Dyspraxia Foundation, Patoss and 

Manchester Metropolitan University. The project which is designed for those with SpLD up to age 25 years, includes the development of a portal for mobile phones which will have awareness information and signposting on it. The project runs until March 2017.

B.D.A. has a new initiative from January 2017.   I have been conducting research into the characteristics required of adults with dyslexia and related conditions and the results of this research will be posted on the B.D.A. website in January. In addition, my book “Self Fulfilment with Dyslexia: A Blueprint for Success” is being published by Jessica Kingsley in all English speaking countries, globally, on the 21 February, 2017. This covers the research, how to develop these 10 characteristics and case studies of individuals exemplifying them. The B.D.A. will be doing awareness raising activities each month throughout 2017 in an attempt to create much greater impact on the issue of adults and neurodiversity.
10.  Employers’ Readiness

I think the scope of this initiative is dauntingly huge but all journeys start with the first step and there is a tremendous need for change in this area. However, I don’t believe that many organisations are ready to implement reasonable adjustments in the recruitment process. As shown above, there are some systematic and ingrained issues within recruitment which are detrimental to neuro diverse people applying for jobs. I think these will have to be tackled before employers universally are capable of implementing reasonable adjustments.

11. Encouraging disclosure

The B.D.A. Helpline handled 23,000 enquiries in the last 12 months. Half of these related to adult issues. Sadly, many come from individuals who have been traumatised by their experience in employment and equally we get many enquiries from employers who ask what they need to do to legally dismiss their dyslexic employees. We are therefore, extremely careful in handling the issue of disclosure. In some cases, we will support the individual so that they can get adjustments.  

In order to get reasonable adjustments under the Access to Work scheme, it is necessary for the employee to disclose to their employer. This might be one of the reasons that the take up is very low in our community. We also hear daily from individuals whose employer has used the Access to Work scheme only to dismiss the person, the day after the reasonable adjustments have arrived. 

12.  Advising on the Issue of Disclosure

The B.D.A. does this through policy work and written materials and gives a nuanced response on this issue.

*The Legal Context

The Equality Act (2010) establishes that employers must offer reasonable adjustments for disabled individuals from first contact with them ie covering recruitment and selection. In addition there are several pertinent cases. Where EAT makes a finding, then that is automatically added to our legal system.

Paterson vs Met Police 2007: The Employment Appeal Tribunal (EAT) found that a senior police officer had a 'disability' within the DDA because of the effect his 'mild' dyslexia had in a high pressure exam for promotion. They determined that professional exams were part of normal life.

Brooking vs Essex Police 2008 established that the burden of making reasonable adjustments lies with the employer not the employee. The compensation awarded was large because Brooking was bullied by colleagues and his supervisor which amounts to aggravated harassment.

In Rowles v Taxinvest Group Ltd 2009, the employer failed to postpone a dyslexic employee’s capability dismissal process in order to implement reasonable adjustments. The Tribunal accepted the employee’s argument that the employer should have provided a range of recommended adjustments.
Halliday vs Laurent Perrier 2011 EAT accepted that the individual who was dyslexic met the criteria for disability under the DDA (now subsumed within the Equality Act).

Kumulchew vs Starbucks 2016 reinforced that employers need to make reasonable adjustments for staff with dyslexia and also that poor handling of work situations can increase stress which further disables the employee.
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