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CONSULTATION ON THE PUBLIC SECTOR BODIES DISABILITY EMPLOYMENT  COMMITMENT IN A FAIRER SCOTLAND FOR DISABLED PEOPLE

RESPONDENT INFORMATION FORM

Please Note this form must be completed and returned with your response.

Are you responding as an individual or an organisation?  

 FORMCHECKBOX 

Individual

 FORMCHECKBOX 

Organisation

Full name or organisation’s name
Phone number 

Address 

Postcode 

Email


The Scottish Government would like your 

permission to publish your consultation 

response. Please indicate your publishing 

preference:

 FORMCHECKBOX 

Publish response with name

 FORMCHECKBOX 

Publish response only (without name) 

 FORMCHECKBOX 

Do not publish response

We will share your response internally with other Scottish Government policy teams who may be addressing the issues you discuss. They may wish to contact you again in the future, but we require your permission to do so. Are you content for Scottish Government to contact you again in relation to this consultation exercise?

 FORMCHECKBOX 

Yes

 FORMCHECKBOX 

No
QUESTIONS 

1. 
How could public sector bodies better support self-reporting (self-declaration) of disabilities for staff in their own organisations, to improve response rates and the quality of data collected?

We are concerned about data collection and self-declaration. Research shows that deaf young people perceive a number of barriers preventing them from gaining employment.
 Some young people felt that their hearing loss was met with negative views from employers and some felt that disclosing their deafness on job applications limited the likelihood of them being invited to interview. As well as issues around confidence and disclosure, many deaf young people do not consider themselves disabled. 
The latest data from CRIDE 2017 shows 40% of local authorities in Scotland do not hold information on school leaver destinations compared with only 15% in England.
2. 
What should be the time scale for implementing these measures?

No answer.
3. 
What support, if any, and from where, would public sector bodies need to implement measures, such as improving data collection?

The third sector can provide practical support and guidance in relation to disabled young people to ensure that the unique needs they often have are effectively addressed.

4.
In your view, or the view of your organisation, would setting targets improve the disability employment rate in the public sector? (If yes, please go to Question 4 below). If no, please go to Question 7 below.

5. 
If you said yes to Question 4, please rank the target options in order of preference, where 1 is your least preferred option, and 4 is your most preferred option, and use the space provided to explain your rationale.  Please only rank any options you believe are viable.

Option A above

1) setting one public sector target for all Scottish public sector bodies?

2) If you support this option, do you or your organisation, have a view on what the target should be?

Option B above

1) setting one overall incremental public sector employment target that would be reviewed and revised in fixed stages.

2) If you support this option, do you or your organisation have a view on what the target should be?
Option C above

1) To require Scottish public sector bodies to set targets for their organisation taking into account their starting point in terms of the level of disabled people in their workforce, their size and differing core functions.

Option D above

1) The Scottish Government to set a target for its own core Civil Service workforce, while working with other public bodies to encourage them to set their own voluntary targets.

6. Please also tell us:

Where appropriate, what is your view, or the view of your organisation, on how long it would take to achieve the target set out from your preferred option above?

7. If you or your organisation do not think setting targets would bring about a significant change to the disability employment rate in the public sector, please tell us why.

We are concerned that there is a focus on data collection and establishing targets for public sector organisations to meet in terms of employing disabled people. The use of targets may be part of the solution but not all. 
Additional comments: Please to tell us anything else about these options, or setting targets, that you haven’t covered already, including alternatives.

We are also concerned that nothing will change if no targets whatsoever are set. Of the options above we view option B as the most tolerable. However we would suggest the target is not around numbers of disabled people in employment, but targets around the accessibility of the recruitment process for jobs and the quality of support disabled people receive in employment. A change in HR processes would enable a change in employment culture. For example:

· Targets placed on supportive processes

· Targets place on accessibility

· Targets placed on HR practice, i.e. work trials

· Targets around there being different options available for recruitment procedures

8. What other measures or options do you, or your organisation, think could be put in place to: 

a) employ more disabled people in the public sector; and,

There is a need for tailored careers advice in schools and colleges and access to specialist employment support for deaf school/college leavers.  Effective transitional planning is critical to increasing the employment of deaf young people. 

There is scope to improve the provision of accessible information and advice for deaf and disabled learners about existing employment support services, as well as other systems such as the Access to Work scheme and rights under the Equality Act. The delivery of this information should start early as part of the transitional planning for young people with schools, though Skills Development Scotland (particularly My World of Work) and locally to parents. The third sector can act as a useful partner to statutory agencies in developing and disseminating this information in accessible formats.
In addition, ensuring disabled young people have an opportunity to build confidence and wellbeing is crucial to promoting positive employment outcomes. This is critical to ensuring all young people feel empowered to self-advocate, take a strong role in ensuring their needs are understood and met and utilise Access to Work or the provisions of the Equality Act where appropriate.

It would be helpful to consider the role of Skills Development Scotland could play in delivering bespoke career education sessions for groups of individuals experiencing similar challenges. For example, 87% of deaf young people are educated in mainstream schools, and many of these young people will be the only deaf learner there. Delivering tailored sessions for these young people may be challenging within a school setting given the demand on teachers to meet the needs of all their pupils. However, it would be beneficial to bring young deaf people in a local authority together to deliver bespoke career education. This would give those pupils an opportunity to discuss particular challenges, learn about useful supports such as Access to Work and gain confidence about moving on by building peer relationships with other young people in similar circumstances to their own. 

b) support disabled people to remain in employment in the public sector?

Access to Work scheme

Access to Work is a valuable scheme for deaf young people in finding and sustaining employment. However, we believe the scheme could be friendlier for those applying for the first time. There are a number of improvements which could be made which would help more disabled young people, including those who are deaf, make a successful transition from education to employment. These include:

· Lack of awareness

Many deaf young people, employers, training providers and those providing careers advice are not aware of Access to Work. As a consequence, young people may not receive the support required to make a successful transition from education to employment. 
We recommend investment into the promotion of the scheme in order to improve awareness and uptake. This could be targeted towards public sector organisations. 

· Lack of interim support

Young people tell us they would benefit greatly from communication support during their first week of employment as they settle into a new job. However, the current system does not guarantee that costs would be covered retrospectively following a workplace assessment and the finalisation of an agreement.
Whilst waiting for a workplace assessment to take place, an interim agreement should be a normal arrangement so that deaf employees can have the appropriate support in place when they start a new role.  

· Customer service

Applicants are required to justify and quantify the support they need which can be challenging if starting work for the first time. Applicants can feel that Access to Work staff are working against them rather than being supportive, making the application process stressful.
The appointment of young people’s champions within Access to Work teams would ensure young people applying to Access to Work for the first time receive tailored support through the application process. 
· Cap

There is a cap on the maximum amount of funding that can be provided which is insufficient to provide full-time interpreting support throughout the year if that was necessary for a particular job. We believe that this could be a cap on aspiration for many deaf young people.

We recommend the cap is removed or raised to a level which would enable an employee to receive full-time interpreting support. 
Raising deaf awareness among employers 
There is a need for employers to promote equality and diversity by increasing their own understanding of the additional barriers some groups face and how they can help these to be overcome. While some employers are well informed about deafness and how to support deaf colleagues there is much work to be done in sharing this good practice and dispelling negative attitudes about deafness among employers. For example, in relation to deaf young people, there is a need to raise awareness among employers about how to support deaf young people on those placements, and a need to support employers in order to be able to do so. There can be a lack of deaf awareness among employers and so there is a need to dispel any negative attitudes or uncertainties employers hold and share good practice. This will support young people feel like they are able to disclose disability without fear of negative implications. 

We have delivered bespoke deaf awareness training for organisations taking deaf young people on for work experiences and would welcome the opportunity to roll this out more consistently. We also have a number of video resources with tips on how to support deaf young people on work placement which we would welcome the opportunity to share.


9. Do you, or your organisation, have any views on monitoring and reporting of the actions needed to increase disability employment rates in the public sector?

No answer.
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