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A little bit about us



Partners leading our work

Endorsed by:



www.supplychainschool.co.uk 

http://www.supplychainschool.co.uk/


This is a workshop 
which will require 
your participation.



Most of all, we 
want this session 
to bring value to 
you all.



HOUSE RULES

• Be present in the room! Cameras and mics on please.

• Get involved in our poll questions

• ‘Raise your hand’ or use the chatbox for questions

• Please participate in our small group discussions and 

activities: 

• Share your feedback at the end

• Slides will be shared



We will also be using…

All links will be posted in CHAT

www.menti.com

Use your phone

Use your computer

http://www.menti.com/


By the end of today’s session you will:

• Understand the filters through which we view and interpret ourselves and 
others in the context of recruitment and selection

• Explore how attitude, approach,  and policy on recruitment and selection can 
lead to exclusion – and the steps we can take to build in inclusive practices

• See how reasonable adjustments improve inclusion

• Take away practical tips to embed inclusive practice in recruitment and 
selection



Open Mentimeter

1. Go to www.menti.com  in a new 
browser or tab on your phone or 
computer.

2. Enter the menti code: XX XX XX 
when you see it on the slide or 
hear the trainer read it out.

3. Don’t disconnect from the session, 
you will still need to hear the 
trainer

Quiz time – www.menti.com

http://www.menti.com/


• Tap into wider recruitment pools

• Benefit from greater diversity 

• Minimise discrimination

• Close gender pay gap through focus 
on capabilities

• Higher ability to attract and retain the 
best talent

• Reduced employee turnover 

Benefits of Inclusive Recruitment and Selection



I can't apply 

as I have a 

disability that 

affects my 

mobility -  

otherwise I 

meet all the 

criteria

Shame, I’d 
have been 
perfect for 

the role

Reasonable Adjustments



• Making changes to the workplace
• providing an accessible car parking space
• holding a job interview in a room that's accessible 

• Changing someone's working arrangements
• changing someone's working pattern
• flexible working / working from home / hybrid working
• reasonable adjustments for absence – including time off for medical appointments

• Finding a different way to do something
• giving someone different responsibilities or offering another suitable role
• giving someone more time to do written or reading tests that are part of an interview

• Providing equipment, services or support
• extra or adapted equipment, such as chairs, computer software and phones
•  emails and documents in an accessible format
• providing other specialist support, for example a sign language interpreter

Reasonable Adjustments



Lets split into 3 groups:

Adverts and 
Job 

Descriptions

Interviews 
and 

Assessment

The 
Application

Process

To discuss

Reasonable Adjustments



• Include a diversity statement encouraging applications from people 
with diverse backgrounds, including people with disabilities

• Encourage applicants to request reasonable adjustments if required 
to assist them through the application and recruitment process 

• Don’t  include any non-essential requirements in the job description

• Adjust essential educational or experience criteria so a disabled or 
younger person with less qualifications or experience is considered 

• Indicate willingness to customise the role for the right candidate – a 
reasonable adjustment might be job share /  flexible or part-time work

• Include name and phone /email details so applicants can get in touch

•  Provide  in different formats if required e.g. large print / audio

Reasonable Adjustments: Adverts and Job Descriptions



• Offer alternative formats include large print, 
Braille or audio

• Use language, font, colour and layout that is clear, 
understandable, accessible – accessible website?

• Ensure process easy to navigate

• Allow candidates to present information in a 
different way, e.g. recorded verbally

• Consider how people access and complete the 
application -  e.g. online only?

• Not all construction roles require IT skills – offer 
support or alternatives

• Be flexible with those who can’t use / access main 
application route – avoid online only, for entry 
level or jobs where literacy not a prerequisite

Reasonable Adjustments: Job Applications



• Consider gaps in education or employment 
history that may relate to a disability or 
other circumstance, e.g. caring 
responsibility, when shortlisting

• If necessary, adjust essential educational 
or experience criteria, so a disabled or 
younger person with lesser qualifications 
or experience is considered for interview

• Some organisations offer a “guaranteed 
interview” scheme to disabled applicants 
who meet minimum selection criteria

• Ask shortlisted applicants if they need any 
reasonable adjustments when inviting for 
interview

Reasonable Adjustments: Shortlisting



• Ask all if they require any reasonable adjustments, and facilitate these including 
assistive technology

• Provide clear information in advance, in writing: format / timing / what it will entail

• Confirm physical / virtual location is accessible

• Adjust environment – lighting, noise and distractions, layout (lipreading)

• Ensure candidates can access online platforms being used for  interview or assessment 
and, if not, provide an alternative format

• Offer to conduct interview at  particular times of day 

• Consider alternatives to  your standard interview process:

• Group interviews or Assessment Centres may not be suitable for some people with 
disabilities to demonstrate their skills

• A person with anxiety or who is neurodivergent may feel overwhelmed in a group 
assessment, but perform well in a less formal one-on-one setting

Reasonable Adjustments: Arranging Interviews and 
Assessments



• Provide alternative formats of assessment 
papers, for example in audio, Braille or large 
print versions 

• Allow candidates to present their answers 
using an alternative method, for example 
verbally rather than in writing

• You may need to allow candidates extra time to 
complete selection tests, particularly 
individuals with dyslexia or other learning 
difficulties

• Ensure language, instructions and tasks are 
clear for neurodivergent people, people from 
different countries or cultures, or where 
English is a second language 

Adjustments: Assessments



• Additional time for the interview or any tasks associated with the 
recruitment and selection

• An alternative approach to completing any assessment tasks, including 
online 

• Provision of accessibility support, e.g. live captioning, sign language 
interpreter or support person   - access to work funding: 
https://www.gov.uk/access-to-work

• Offer to dim lights at interview to support people with some neurodiverse 
conditions

• Avoid narrow educational standards / places of education / compulsory 
membership of professional bodies

• Be flexible  - someone with dyslexia may not write the best reports, but will 
have a great creative approach to problem solving

https://www.equalityhumanrights.com/en/multipage-guide/reasonable-adjustments-practice

Reasonable Adjustments during Recruitment 
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• Tackle they/them bias through education at all levels

• Make job specs gender neutral as standard

• Show off your inclusivity in your external comms

• Advise staff on e.g LinkedIn to make their pronouns visible

• Asking all applicants for their pronouns promotes fairness 
by not singling out individuals with non-binary or non-
traditional gender identities

• Make it optional for applicants to share pronouns. Offer 
neutral options like “prefer not to say” for those who may 
prefer not to disclose 

• name/ pronoun blind interviews to tackle unconscious bias

• Avoid gendered language

Make your hiring practices more inclusive of transgender and 
gender non-binary employees.





Open Mentimeter

1. Go to www.menti.com  in a new 
browser or tab on your phone or 
computer.

2. Enter the menti code: XX XX XX 
when you see it on the slide or 
hear the trainer read it out.

3. Don’t disconnect from the session, 
you will still need to hear the 
trainer

www.menti.com

How do you attract diverse talent?

How are you recruiting Inclusively?

http://www.menti.com/


This project has been delivered with support from the CITB Structured Fund, which aims to ensure that the construction industry has the right people, with the right skills, in the right 
place, at the right time and is equipped to meet the future skills demands of the industry.

Attraction and Talent Sourcing

Colleagues / 
friends or 

family?

Specialist Job 
Sites

Recruiter 
engagement

Industry and 
workplace 

awards

Community 
and school 
outreach

Company 
website / 

careers website

Glassdoor or 
google reviews

LinkedIn 
company page

Company blog
Social media 

activity

Employee blogs 
and 

testimonials

Career 
networking 

events

Job ads and 
descriptions 



This project has been delivered with support from the CITB Structured Fund, which aims to ensure that the construction industry has the right people, with the right skills, in the right 
place, at the right time and is equipped to meet the future skills demands of the industry.

Diversity Job Sites
•  https://www.diversityjobsite.co.uk

• https://www.vercida.com

•  Women on Boards www.womenonboards.net

•  Evenbreak (“Helping talented disabled candidates  and inclusive employers to find each 
other”) https://www.evenbreak.co.uk

•  Proud Employers (“LGBT-inclusive employers”) https://www.proudemployers.org.uk

• https://ridi.org.uk/   

https://www.diversityjobsite.co.uk/
https://www.vercida.com/uk
https://www.vercida.com/uk
http://www.womenonboards.net/
http://www.womenonboards.net/
https://www.evenbreak.co.uk/
https://www.proudemployers.org.uk/
https://www.proudemployers.org.uk/
https://www.proudemployers.org.uk/




1. We are a top engineering firm dominating the marketplace, boasting many leading clients. 
We need an up-and-coming leader who is a real go-getter to take our new team forward

2. The successful candidate must have strong knowledge of UK industry practice

3. Experienced Tradesman required. Must be flexible as role involves evening and weekend 
work

Language



Most commonly used female-gendered 
words in UK job descriptions:

1. Support (83,095)

2. Responsible (64,909)

3. Understanding (29,638)

4. Dependable (16,979)

5. Committed (13,129)

Most commonly used male-
gendered words in UK job 
descriptions:

1. Lead (70,539 mentions)

2. Analyse (35,339)

3. Competitive (23,079)

4. Active (20,041)

5. Confident (13,841)

Total Jobs analysed 76,929 job adverts over a six week period:  



https://textio.com/

https://gender-
decoder.katmatfield.com/

Gender / Inclusion Checkers 

https://textio.com/
https://gender-decoder.katmatfield.com/
https://gender-decoder.katmatfield.com/
https://gender-decoder.katmatfield.com/


• A Yale University study found that male and female scientists, both trained to be 
objective, were more likely to hire men, and consider them more competent than 
women, and pay them $4,000 more per year than women

• 20% of 540 UK female ethnic minority jobseekers altered their name in applications. 
Almost all who changed their name reported a higher level of call-backs from 
potential employers. Source Nottx.com 

• 71% of UK employers said diversity and inclusion were important to their businesses, 
but only 28% had taken action to remove bias from their recruitment processes 
(PWC 2021)

Did you know….  



Reducing Bias in Recruitment 

• https://www.hbs.edu/recruiting/insi
ghts-and-advice/blog/post/actively-
addressing-unconscious-bias-in-
recruiting

• https://hbr.org/2019/06/how-to-
reduce-personal-bias-when-hiring
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CIPD Inclusive 
Recruitment Guides

https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/guides/2023-
pdfs/inclusive-recruitment-employers-guide_tcm18-112787.pdf

https://www.cipd.org/uk/knowledge/guides/inclusi
ve-employers/

https://www.cipd.org/uk/knowledge/guides/inclusive
-recruitment-guidance-for-managers/
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Upcoming Training



@fir4us

Fairness, Inclusion & Respect Programme

Let’s stay in touch…

https://twitter.com/fir4us?lang=en
https://www.linkedin.com/showcase/fir-programme


[Lynne Hunt]

FIR Programme contact details:

www.supplychainschool.co.uk/FIR

sara@supplychainschool.co.uk

Tel: 020 7697 1977

Your certificate will 
be available on your 
School dashboard 
within a week

http://www.supplychainschool.co.uk/FIR
mailto:sara@supplychainschool.co.uk
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