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[bookmark: _Toc465260608][bookmark: _Toc285443135][bookmark: _Toc264536864][bookmark: _Toc467497992]General
This Annex S sets out the Corporate Social Responsibility requirements which are applicable to the provision of the Services.
The Contractor acknowledges that the Employer must at all times be seen to be actively promoting sustainable development through its environmental, social and economic responsibilities.
In delivering the Services, the Contractor shall ensure that its Sub-Contractors assist and cooperate with the Employer, by fully complying with the requirements of this Annex.

[bookmark: _Toc465260609][bookmark: _Toc285443136][bookmark: _Toc264536865][bookmark: _Toc467497993]Compliance
The Contractor shall produce a sustainability plan in accordance with Section 18 of Annex A – Service Matrix and Service Level Requirements and also in accordance with paragraphs 2.3 and 2.4 of this Annex, within 3 (three) months of the Service Commencement Date and every 12 months thereafter. 
The sustainability plan must be specific to this Call-Off Contract and include all Sub-Contractors involved in delivery of the Call-Off Contract. The Contractor must obtain the required information from Sub-Contractors and then collate and submit as stated above.
[bookmark: _Ref467499519]In delivering the Services, the Contractor shall ensure commitment from Sub-Contractors and itself commit to:
Dispose of contract waste in a legal manner (i.e. waste is disposed of via a registered waste collector, the Waste Electrical and Electronic Equipment (WEEE) regulations are adhered to where relevant);
Reduce energy consumption;
Promote waste management including recycling;
Promote green or public transport;
Promote Corporate Social Responsibility (CSR); and
The Sustainable Development Policy (Appendix 3) and that of continuous improvement which should be signed and dated by senior management

[bookmark: _Ref467499527]In delivering the Services, the Contractor shall prepare and deliver a sustainability plan which shall be used to turn the commitment detailed at paragraph 2.3 into action and which as a minimum, shall detail how each organisation involved in delivery of the Call Off Contract will:

Reduce the environmental footprint of the Call-Off Contract through:

Minimising the use of energy, water and materials;
Minimising waste and increasing recycling levels;
Utilising recycled goods within operations;
Providing efficient low carbon delivery methods; and
Promoting the use of green or public transport

Contribute to the social sustainability of the Call Off Contract through incorporation of the Employer’s ‘Life Chances through Procurement Guidance for DWP Contractors’ (at Appendix 1) where possible. 
Demonstrate commitment to the Employer’s ‘Disability Confident’ scheme by incorporating the guidance contained at Appendix 2 ‘Disability Confident Committed Employer Level 1’ where possible. 
Drive the economic sustainability of the Call-Off Contract through:

Supporting job creation both locally and nationally; and
Facilitating opportunities for minority owned businesses and small and medium-sized enterprises
To aid the Employer in monitoring the progress of the Contractor, the following information should also be included in your plan:

A baseline assessment of current position in terms of waste minimisation, recycling and energy consumption (energy consumption only required if current energy usage is available to organisations);
Annual estimates of the progress of sustainable development actions; and
Details of how staff awareness of sustainability will be increased in line with the sustainability plan.
APPENDICES

Appendix 1 – Life Chances through Procurement Guidance for DWP Contractors



Appendix 2 – Disability Confident Committed Employer Level 1



Appendix 3 – DWP Sustainable Development Policy
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Life Chances through Procurement
Guidance for DWP Contractors

Introduction

DWP’s mission is transforming lives. We offer a range of programmes and support to
help disadvantaged people into work and to support those that cannot, but we can
also make an important contribution through our expenditure with external suppliers.
We will engage organisations that share our vision and can commit to a range of
measures to develop the workforce and increase social inclusion. The beneficial
impact of these measures is what we call Social Value.

DWP is committed to creating a competitive, agile and diverse supply base. We
believe a significant contributor in achieving this is engaging suppliers with diverse
workforces. Organisations that support and encourage the employment of older
workers, young people, disabled people, black and minority ethnic people and ex-
offenders have access to a wider resource pool of skills and experience. An
employer that commits to staff diversity and promotes a sustainable workforce
through other opportunities such as Apprenticeships can provide a better quality
service.

DWP is committed to increasing the life chances for the whole country and Social
Value supports and enhances DWP’s progress against the sustainable development
agenda.

The Social Value Act

The Public Services (Social Value) Act 2012 requires public authorities to have
regard to economic, social and environmental well-being in connection with public
services contracts. DWP is obliged to consider ways to get more value for money
from procurement by seeking opportunities to address social value issues.

https://www.gov.uk/government/publications/social-value-act-information-and-
resources/social-value-act-information-and-resources

The Equality Act

The Equality Act 2010 implemented the public sector equality duty which means that
DWP must have due regard to the need to:

e Eliminate discrimination
e Advance equality of opportunity
e Foster good relations between different people and groups.



https://www.gov.uk/government/publications/social-value-act-information-and-resources/social-value-act-information-and-resources

https://www.gov.uk/government/publications/social-value-act-information-and-resources/social-value-act-information-and-resources
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In particular with regard to groups who share the following protected characteristics:
age, disability, gender reassignment, marriage and civil partnership, pregnancy and
maternity, race, religion or belief, sex and sexual orientation.

The Department requires you to share this undertaking and address these
requirements in your Diversity and Equality Plan. If you are providing services to the
public you may have other statutory obligations resulting from the Act.

The Cross-Government Agenda

The commitment to support social value and economic growth through public
procurement includes raising skill levels in the UK workforce, particularly through the
use of Apprenticeships. Suppliers must ensure that they and their sub-contractors
identify employment opportunities that are suitable for the Government’s
Apprenticeships programme.

https://www.gov.uk/government/publications/procurement-for-growth

The Life Chances schedule may include a % target for Apprentices in the workforce
involved in delivery of your DWP contract.

DWP will actively promote the government’s commitment to improving life chances.
Providing opportunities for the disadvantaged and those furthest from the labour
market directly contributes to social sustainability.

https://www.gov.uk/government/speeches/prime-ministers-speech-on-life-chances

Ministers have asked DWP to have particular regard for the following groups:

1. Disabled People: a person is disabled under the Equality Act 2010 if they
have a physical or mental impairment that has a substantial and long term
negative effect on their ability to do normal daily activities.

https://www.gov.uk/reasonable-adjustments-for-disabled-workers

2. Young People: people under 25 are under-represented in work and training
which affects future life chances and increases social inequality.

https://www.gov.uk/government/collections/helping-young-people-into-work

3. Older Workers: people over 50 are often overlooked for employment
opportunities despite high levels of skill and experience.

https://www.gov.uk/government/publications/help-and-support-for-older-workers




https://www.gov.uk/government/publications/procurement-for-growth

https://www.gov.uk/government/speeches/prime-ministers-speech-on-life-chances

https://www.gov.uk/reasonable-adjustments-for-disabled-workers

https://www.gov.uk/government/collections/helping-young-people-into-work

https://www.gov.uk/government/publications/help-and-support-for-older-workers
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4. Ex-Offenders: people with unspent convictions often face discrimination
leading to additional difficulty securing employment.

https://www.gov.uk/exoffenders-and-employment

Ministers have asked DWP to promote Government Apprenticeships and
address the employment rates within Black and Minority Ethnic workers:

5. Apprenticeships provide an improved opportunity for work and training for
people from all walks of life. You may be given a specific target for the number
of Apprentices working on your contract with DWP.

https://www.gov.uk/take-on-an-apprentice

6. Black and Minority Ethnic Workers are showing lower rates of employment
when compared to White counterparts.

https://www.gov.uk/government/news/business-secretary-more-must-be-done-to-ensure-
bme-workers-get-more-job-opportunities

Contractor Responsibilities

DWP will work in collaboration with contractors to develop opportunities for all the
groups above. Contract managers will hold regular discussions with you and support
you in complying with the following requirements.

The Life Chances Workforce Monitoring Template

You are required to collect data on the workforce employed in delivery of the
contract, including sub-contractor employees. The template should be returned to
your contract manager at 6 months from the contract start and then updated and
returned every 12 months after that while the contract is live, including any
extensions.

We wish to understand how DWP monies create new roles within your organisation.
The “number of new Staff posts created in the performance of the Contractor's
obligations under the Contract” is a measure of this. Numbers recorded here, split by
hours per week, should represent new vacancies which when filled will increase the
number of employees within your organisation.

The Life Chances Workforce Monitoring Template attempts to measure your success
at offering sustained employment (lasting 26 weeks or longer) and other
opportunities to the priority groups. It is envisaged in the future that data collection
will be undertaken via our electronic procurement system.



https://www.gov.uk/exoffenders-and-employment

https://www.gov.uk/take-on-an-apprentice

https://www.gov.uk/government/news/business-secretary-more-must-be-done-to-ensure-bme-workers-get-more-job-opportunities

https://www.gov.uk/government/news/business-secretary-more-must-be-done-to-ensure-bme-workers-get-more-job-opportunities
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You will also provide data on Apprenticeships, employment experience placements
and Work Trials, and vacancies advertised through Jobcentre Plus. You are strongly
encouraged to use these avenues in developing the workforce delivering your DWP
contract(s).

The section “Number of new Staff posts created ...” attempts to give an indication on
the creation of jobs due to the existence of the DWP contract. These positions are an
expansion of your pre existing workforce and not just new roles to which existing
employees may be deployed. For this section employees who have transferred in
due to TUPE should be disregarded.

An individual should be counted once in each appropriate priority group. If a person
moves from a Work Trial into an Apprenticeship they should be counted in each
group. If a person is a disabled ex-offender on a work trial they should be counted in
3 groups. However if a person contributes to the delivery of more than one DWP
contract they should only be counted on one monitoring template; relating to the
contract where they contribute the majority of their time.

Only those individuals who spend at least 50% of their time working on DWP
contracts should be counted. Individuals who spend less than this each week should
be disregarded for monitoring purposes.

Similarly those workers on zero hour contracts should also be disregarded for the
purposes of the monitoring template.

The data you collect should be used to inform the actions in your Diversity and
Equality Plan. We encourage you to consider that in the longer term the makeup of
the workforce should reflect the diversity of the local population.

Employment experience placements are offered to anyone who needs them such as
pupils preparing to leave school or graduates. The placement should last at least 1
working week with a working pattern appropriate to the job role and individual.

You should disregard employment experience offered to participants on a
programme which you are contracted to deliver. This exemption will include
participants on DWP and other public sector contracts and is intended to separate
employment experience offered as part of purchased programme provision from that
offered under the heading of social responsibility.

It is understood that some employees may move into or move out of the various
groups being monitored. This is particularly true for Young People and Older
Workers. For simplicity where this is the case Staff should be recorded as at the time
of the data return. The exception to this may be the “Number of X who began....”
descriptors. For these the Staff should be recorded as at the time when the
opportunity was made available.
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The Diversity and Equality Delivery Plan

You are required to produce a baseline Diversity and Equality Delivery Plan at 6
months after contract start and an updated version every 12 months after that while
the contract is live, including any extensions. An example Diversity and Equality
Delivery Plan is contained at the end of this document. Your plan should include the
following elements:

1. A summary of Organisation-wide policies and procedures for preventing
discrimination and promoting equality of opportunity. You should also include
sub-contractors’ policies.

2. Analysis of the data from the Social Value Workforce Monitoring Template.
You should be able to link trends in the data to your policies, processes and
previous actions.

3. How you encourage and promote the opportunities for people in the DWP
priority groups shown in the DWP policy section above. Identifying positive
outcomes from those opportunities.

4. How you engage with sub-contractors to encourage support for added social
value down the supply chain and whether you have identified any issues or
good practice within your supply chain.

5. Time bound activities that will support the above.

See the Life Chances Schedule for a full description of the requirements. Your
Contract Manager can provide further information.

Opportunities and other supporting Information

Jobcentre Plus offer a range of free services to employers ranging from advice on
work place pensions to advertisement of vacancies.

https://www.gov.uk/government/uploads/system/uploads/attachment data/file/501906/jo
bcentre-plus-your-business-our-business-0216.pdf

The Access to Work programme provides practical and financial support to help
disabled people start and stay in work. This can include special equipment or
adaptations, help with travel or communications and other support above and
beyond reasonable adjustments.

https://www.gov.uk/government/uploads/system/uploads/attachment data/file/489944/e
mployer-guide-atw-dwpfO3a.pdf

The Disability Confident campaign is about changing attitudes and increasing
understanding of disability, with the aim of reducing the employment gap between
disabled and non-disabled people.

https://www.gov.uk/government/collections/disability-confident-campaign




https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/501906/jobcentre-plus-your-business-our-business-0216.pdf

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/501906/jobcentre-plus-your-business-our-business-0216.pdf

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/489944/employer-guide-atw-dwpf03a.pdf

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/489944/employer-guide-atw-dwpf03a.pdf

https://www.gov.uk/government/collections/disability-confident-campaign
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Guaranteed Interviews are offered by employers who are committed to the
employment and development of disabled people. Wherever a disabled person
meets the minimum requirements for an advertised vacancy you can guarantee the
offer of an interview. For an example of the use of guaranteed interviews follow the
link below.

https://www.gov.uk/government/publications/guaranteed-interview-scheme

Offering Employment Experience is a great way of engaging unemployed people
and helping them to develop real work skills. This work experience can help remove
barriers to employment and also help you identify potential new employees.

https://www.gov.uk/government/collections/employer-guides-to-work-experience

Jobcentre Plus Work Trials allow you trial a potential employee, with no risk and no
wage costs. Jobcentre Plus eligibility criteria apply but the work trial is entirely
voluntary.

https://www.gov.uk/jobcentre-plus-help-for-recruiters/work-trials

Advertise Vacancies generated by the contract with Jobcentre Plus using Universal
Jobmatch. You can advertise online for free and automatically match vacancies with
suitable jobseekers.

https://www.gov.uk/advertise-job




https://www.gov.uk/government/publications/guaranteed-interview-scheme

https://www.gov.uk/government/collections/employer-guides-to-work-experience

https://www.gov.uk/jobcentre-plus-help-for-recruiters/work-trials

https://www.gov.uk/advertise-job



Example: Diversity and Equality Delivery Plan

The following is for illustrative purposes only and is not a formal template. Suppliers should take note of the minimum level of information
required within the Life Chances Schedule. The example below is not exhaustive and suppliers should feel free to summarise other aspects of
their work to support this agenda (e.g. Good Practice) in their submissions.

Diversity and Equality Summary

A summary of the policies in place within the main contractor and sub contractors organisations in relation to groups listed in at 2.4 (a) of the Life
Chances Schedule. This summary should be high level and provide an assurance that robust policies are in place to promote equality of
opportunity and these are taken seriously by your organisation.

Anti Harassment, Bullying and Victimisation

A high level summary illustrating policies and procedures in place within the main contractor and sub contractors organisations to address these
areas. This summary should cover how these policies are communicated to staff.

Promotion of Equality and Diversity

A description of the staff training regime relating to Equality and Diversity concerns, including how often this training is conducted and whether
this is mandatory for all staff. Any staff / HR resource that is specifically directed to the promotion of diversity and equality should also be
described.

Activity

DWP Priority Group it supports

Timescale

Result and next steps

To work with HR to develop a
Guaranteed Interview Scheme
(GIS) and integrate this within
recruitment procedures.

Disabled People

December 2015

GIS promoted within job
advertisements.

GIS has resulted in the
recruitment of 3 new members of
staff

To make contact with Jobcentre
Plus Employer liaison team.

ALL

February 2016

Universal Jobmatch account set
up for the advertising of vacancies
within DWP Job matching service.

Working with JCP account team to
develop a jobsfair event to
encourage applications.
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This guidance explains how to become a Disability Confident committed employer at level 1 of the Disability Confident scheme.
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Ministerial foreword

Congratulations and thank you for taking this step on your Disability Confident journey. | know that your business can be more productive,
more prosperous and more competitive for the commitment that you are making.

The economic power of disabled people and their families is immense. Not only do they have a combined spending power of over £200
billion, but they have skills and talents that are underutilised and remain out of reach for many businesses.

The cost of this to your business, to government and to potential employees is huge. Growth is stifled and the potential for innovation and
invention is lost.

But this can be avoided. The Disability Confident scheme will help you on your journey to employing, supporting and promoting disabled
people in your workplace. You will gain insight into an often overlooked customer base and you will learn to think differently about what
disability means — both for you and for your business.

There is no greater catalyst for change than business. In terms of your reach and your interconnectedness you are unrivalled. But the
Disability Confident movement, that | am delighted you are now a part of, is absolutely in your interest too.

=

Penny Mordaunt MP
Minister for Disabled People, Health and Work
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Introduction

The Disability Confident scheme aims to help you successfully employ and retain disabled people and those with health conditions. Being
Disability Confident is a unique opportunity to lead the way in your community, and you might just discover someone your business can'’t

do without.

It was developed by employers and disabled people’s representatives to make it rigorous but easily accessible — particularly for smaller
businesses.

The scheme is voluntary and access to the guidance, self-assessments and resources is completely free.

The 3 levels are designed to support you on your Disability Confident journey. You must complete each level before moving on to
the next.

Your journey starts with:

e reading this pack
e providing your contact details on GOV.UK
¢ signing up to the Disability Confident statements

¢ identifying at least one action that you will do

n See how your business can be Disability Confident

Once you have read this guidance, sign up to become Disability Confident committed on GOV.UK.



https://www.youtube.com/embed/bWIly6ssgJA?rel=o

https://disabilityconfident.dwp.gov.uk/register.php

https://www.youtube.com/embed/bWIly6ssgJA?rel=o
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Getting started

As you progress on your Disability Confident journey you may have questions. To help you, we have provided links to further information,
advice and guidance. We have also added case studies and videos to bring the Disability Confident journey to life. These materials are

indicated through the icons shown below.

@ Information ,g‘ Case study Guidance Video

We will continually add to and update the resources behind them. We are always interested in material employers have found helpful in
their own Disability Confident journey. If you have any useful links please email them to the Disability Confident team.

More information

~ A practical quide for practitioners working with disabled people and those with long term health conditions.




mailto:DWPREGISTRATION.DISABILITYCONFIDENT@DWP.GSI.GOV.UK

http://www.remploy.co.uk/jcp

http://www.remploy.co.uk/jcp
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The Disability Confident commitments

To become Disability Confident committed and start your Disability Confident journey, you will need to consider the commitments
below and then sign up on the Disability Confident registration page.

At this level you will be agreeing to the actions in the list below, and will also commit to taking at least one action from the activity list. You
should be prepared to deliver on these commitments within the next 12 months.

Ensure your recruitment process is inclusive and accessible

You should:

ensure against discrimination

make job adverts accessible

provide information in accessible formats (for example, large print)

accept applications in alternative formats (for example, electronically)

More information

@ Recruitment and disabled people Accessible communication formats @ Guidance on finding talent — top tips

@ Guidance on inclusive shortlisting ““ Recruitment — asking questions about disability and health




https://disabilityconfident.dwp.gov.uk/register.php

https://www.gov.uk/recruitment-disabled-people

https://www.gov.uk/government/publications/inclusive-communication/accessible-communication-formats

http://www.clearkit.co.uk/public/cms/80/87/101/1230/Guidance%20-%20Finding%20talent%20-%20Top%20tips.pdf?realName=ETqZb7.pdf

http://www.clearkit.co.uk/public/cms/80/87/101/1211/Guidance%20-%20Inclusive%20shortlisting%20-%20Top%20Tips.pdf?realName=RR3mOO.pdf

https://www.gov.uk/government/publications/recruitment-asking-questions-about-disability-and-health

https://www.gov.uk/recruitment-disabled-people

https://www.gov.uk/government/publications/inclusive-communication/accessible-communication-formats

https://www.gov.uk/recruitment-disabled-people

https://www.gov.uk/recruitment-disabled-people

https://www.gov.uk/recruitment-disabled-people
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Communicate and promote vacancies
You should:
e advertise vacancies through a range of channels

e get advice and support from Jobcentre Plus, Work Programme providers, recruiters and/or your local disabled people’s user
led organisations (DPULOs)

e review current recruitment processes

More information
osE

STUDY
@ Range of communication channels to reach disabled people &‘ Working with disabled people’s user led organisations

Offer an interview to disabled people

Encourage applications from disabled people by offering them an interview, if they meet the minimum criteria for the job (this is
the description of the job as set by the employer).

More information

@ Access to work overview




https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people

https://www.gov.uk/government/collections/strengthening-disabled-peoples-user-led-organisations

https://www.gov.uk/access-to-work

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people

https://www.youtube.com/embed/GGZzFKcAWms?rel=o

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people
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Anticipate and provide reasonable adjustments as required

Make sure disabled workers aren’t seriously disadvantaged when applying for and doing their jobs.

More information

Reasonable adjustments for disabled workers u Reasonable adjustments are often straightforward (Acas guide)

Support any existing employee who acquires a disability or long term health condition,
enabling them to stay in work

Retaining an employee who has become disabled means keeping their valuable skills and experience and saves on the cost of
recruiting a replacement.

More information

Access to Work guide for employers




https://www.gov.uk/reasonable-adjustments-for-disabled-workers

http://www.acas.org.uk/index.aspx?articleid=4986

https://www.gov.uk/government/publications/access-to-work-guide-for-employers

https://www.gov.uk/reasonable-adjustments-for-disabled-workers

http://www.acas.org.uk/epubs/podcasts/EHRC-Acas-podcast.mp3

https://www.gov.uk/government/publications/access-to-work-guide-for-employers
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Activity that will make a difference for disabled people
To become Disability Confident committed, you must also commit to offering disabled people at least one of the following.
Work experience [

This is usually a fixed period of time that a person spends with your business, when they can learn about working life and the working
environment.

More information

@ Employer quides to work experience

Work trials OJ

This is a way of trying out a potential employee before offering them a job. This can be informal or can be by agreement with Jobcentre
Plus. If this is agreed with Jobcentre Plus, an employer can offer a work trial if the job it may lead to is for 16 hours or more a week and
lasts for at least 13 weeks. The work trial can last for up to 30 days.

More information

@ Jobcentre Plus help for recruiters: work trials




https://www.gov.uk/government/collections/employer-guides-to-work-experience

https://www.gov.uk/jobcentre-plus-help-for-recruiters/work-trials

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people



Disability Confident — cOMMITTED

Paid employment (permanent or fixed term) I
Jobcentre Plus offers a range of recruitment services that can help you as an employer.

More information

@ Jobcentre Plus help for recruiters @ Recruiting disabled people

Apprenticeships [

These are for new and current employees. They combine working with studying for a work-based qualification. You could get a grant or
funding to employ an apprentice if you’re in England.

More information

@ Employ an apprentice

Job shadowing opportunities [

These positions:

o offer potential employees experience of a workplace and occupational skills that are different from what they are used to
e are usually limited to observation only, are non-paid and don’t give direct work experience, responsibility or skills

e ideally last between half a day and 2 days



https://www.gov.uk/jobcentre-plus-help-for-recruiters

https://www.gov.uk/recruitment-disabled-people

https://www.gov.uk/take-on-an-apprentice/overview

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people
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More information

@ What is job shadowing?

Traineeships [J
These help young people who want to get an apprenticeship or job but don’t yet have the right skills or experience.

More information

@ Traineeships

Paid internships and supported internships [

This is a period of paid work experience lasting between 1 and 4 months, usually taking place during the summer. A supported internship
is aimed at disabled people still in education who are seeking work experience.

More information

@ Advertise an internship @ Leonard Cheshire Change100 @ Supported internship quidance

Student placements [

These are university or college qualifications. They are usually for a set period of time, between 4 to 6 months.



https://www.prospects.ac.uk/jobs-and-work-experience/work-experience-and-internships/work-shadowing

https://www.gov.uk/government/collections/traineeships-programme

https://www.gov.uk/advertise-internship

https://www.leonardcheshire.org/what-we-do/change100

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people
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Sector-based work academy placements [

These help you fill vacancies more effectively. They are available through Jobcentre Plus. They provide sector-based training, work
experience and a guaranteed job interview.

More information

@ Sector-based work academies: employer quide @ Recruiting disabled people




https://www.gov.uk/government/publications/sector-based-work-academies-employer-guide

https://www.gov.uk/recruitment-disabled-people

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people

https://www.gov.uk/government/publications/inclusive-communication/using-a-range-of-communication-channels-to-reach-disabled-people
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What happens next?

When you have read this pack and agreed to the actions and activities, you will need to sign up as a Disability Confident committed
employer on GOV.UK. You need to do this before you can move on to the next stage. You will be asked to:

e provide your contact details
¢ sign up to the Disability Confident statements

e identify at least one action that you will commit to do

In return we will send you a Disability Confident committed badge that you can use in your own business stationary and
communications for 12 months. We'll also send you a certificate in recognition of your achievement and information about becoming a

Disability Confident leader.
As part of awarding you your Disability Confident committed badge we will include your business name and expiry date on GOV.UK.
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https://disabilityconfident.dwp.gov.uk/register.php

https://disabilityconfident.dwp.gov.uk/register.php

https://www.gov.uk/government/collections/disability-confident-campaign
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Case studies and resources

Developed by employers and disabled people’s representatives, this scheme is designed to help employers make the most of the
opportunities provided by employing disabled people. See what others say about the benefits of being Disability Confident.

Use the links below to watch employers’ testimonials on how disabled staff have made a positive difference to their businesses.

IMG Productions (IMG) is one of the world’s leading television production companies. Their journey to becoming Disability
Confident began when producer Simon Birri acquired a disability following a brain aneurysm.

Chartwells Independent have recruited, trained and supported Steven, who has autism. He has become a highly regarded
member of the catering team at Old Swinford Hospital School in Stourbridge.

EY talk about their approach to recruiting talented disabled people and how they support staff who acquired a disability during
their career.

The Recruitment Industry (RIDI) awards celebrate progress and recognise the success of organisations that are making
headway in increasing the inclusion of disabled professionals.
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https://www.youtube.com/embed/XcVlEgEuhhE?rel=o

https://www.youtube.com/embed/rad0Kt1zQ2o?rel=o

https://www.youtube.com/embed/9px-mgZkrRs?rel=o

https://www.youtube.com/embed/nrmLAvAI8w4?rel=o

https://www.youtube.com/embed/XcVlEgEuhhE?rel=o

https://www.youtube.com/watch?v=rad0Kt1zQ2o&feature?rel=o

https://www.youtube.com/embed/9px-mgZkrRs?rel=o

https://www.youtube.com/embed/nrmLAvAI8w4?rel=o
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Definition of disability

Someone is disabled under the Equality Act 2010 if they have a physical or mental impairment that has a ‘substantial’ and ‘long-term’
adverse effect on their ability to carry out normal day-to-day activities. This means that, in general, the:

person must have an impairment that is either physical or mental
impairment must have adverse effects that are substantial

substantial adverse effects must be long-term, for example, it takes much longer than it usually would to complete a daily task like
getting dressed

long-term substantial adverse effects must be effects on normal day-to-day activities, such as a breathing condition that develops
as a result of a lung infection

Guidance for employers about their responsibilities under the Equality Act 2010

Long-term health conditions

Examples of long-term conditions include:

high blood pressure
depression
dementia

arthritis

Long-term conditions can affect many parts of a person’s life, from their ability to work and have relationships, to their housing needs and
educational attainment.
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https://www.gov.uk/definition-of-disability-under-equality-act-2010

https://www.gov.uk/definition-of-disability-under-equality-act-2010

https://www.equalityhumanrights.com/en/advice-and-guidance/guidance-employers

https://www.equalityhumanrights.com/en/advice-and-guidance/guidance-employers
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Mental health conditions

A mental health condition is considered a disability if it has a long-term effect on your normal day-to-day activity. This is defined under the

Equality Act 2010.
A condition is ‘long-term’ if it lasts, or is likely to last, 12 months.

‘Normal day-to-day activity’ is defined as something you do regularly in a normal day, such as using a computer, working set times or
interacting with people.

If a mental health condition means they are disabled, they can get support at work from their employer.
There are many different types of mental health condition, including:

e depression

e anxiety

e bipolar disorder

e obsessive compulsive disorder

e schizophrenia

e self-harm

What isn’t counted as a disability?

See guidance on conditions that aren’t covered by the disability definition, for example addiction to non-prescribed drugs or
alcohol.
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https://www.gov.uk/if-you-become-disabled/if-youre-in-employment-and-become-disabled

https://www.gov.uk/government/publications/disability-equality-act-2010-guidance-on-matters-to-be-taken-into-account-in-determining-questions-relating-to-the-definition-of-disability

https://www.gov.uk/government/publications/disability-equality-act-2010-guidance-on-matters-to-be-taken-into-account-in-determining-questions-relating-to-the-definition-of-disability
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DWP Sustainable Development Policy
Sustainable
Development
Policy

The Department will contribute to and
support the UK Strategy for Sustainable
Development, and will:

e Build sustainable development into e Specify sustainable goods and
all policies, plans and decisions services during procurement

e |dentify, monitor and mitigate e Ensure buildings are designed,
social, economic and constructed, refurbished and
environmental impacts to operated to improve their
direct continual improvement environmental performance

e Produce an action plan to meet the e Operate an Environmental
objectives of the UK Strategy, and Management System (EMS) based
report progress annually on International Standard 14001

The Department and its staff, working
with suppliers, will:

e Comply with relevant * Reduce emissions from buildings
environmental legislation and business related travel

e Minimise waste by reducing e Ensure that this policy
and reusing is publicly available

e Maximise recycling * Raise staff awareness of SD issues

across the Department
e Conserve energy, water and other

natural resources * Reduce the usage of paper

. and office consumables
e Prevent pollution

Agreed by the Secretary of State for Work and Pensions and the Department'’s
Sustainable Development Minister and Permanent Secretary.

Printed on 100% recycled paper. DWP Department for
See over for further information. Work and Pensions






Background to the
DWP Sustainable
Development Policy

Sustainable development has four main aims:

e social progress which recognises the e prudent use of natural resources

needs of everyone * maintenance of high and stable

» effective protection of levels of economic growth
the environment and employment

The Department supports and actively contributes to the
UK Strategy for Sustainable Development — ‘Securing the
Future’, which states:

‘The goal of sustainable development productive economy that delivers high

is to enable all people throughout the  levels of employment and a just society
world to satisfy their basic needs and that promotes social inclusion,

enjoy a better quality of life without sustainable communities and personal
compromising the quality of life of well being. This will be done in ways
future generations. that protect and enhance the physical

and natural environment and use
resources and energy as efficiently
as possible.’

For the UK Government and the
Devolved Administrations, that goal
will be pursued in an integrated way
through a sustainable, innovative and

Our performance is measured against a series of targets
within the Framework for Sustainable Development on
the Government Estate, which encompass:

e Environmental e Estates e Social impacts e \Waste
Management management o T
: ravel * Ener
Systems (EMS) and construction _ _gy .
e \Water e Biodiversity

e Procurement

The Department’s sustainable development policy will be
documented, implemented and maintained by the DWP
Sustainable Development Team, and is reviewed regularly
in order for it to conform with:

e Government policy, strategy, e Environmental Management System
and objectives (EMS) objectives

e Legal requirements

Further information on the Department’s
sustainable development agenda and

contacts can be found on the DWP SD DWP Department fO!'
intranet site and web site Work and Pensions






