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Blind Citizens Australia Employment Policy
Part 1 of 6: Recruitment of people who are blind or vision impaired
Context
Blind Citizens Australia is the united voice of blind and vision impaired Australians. Our mission is to achieve equity and equality by our empowerment, by promoting positive community attitudes and by striving for high quality and accessible services which meet our needs.
Work generates wages, less reliance on welfare, dignity, a sense of purpose and productivity. Work is the cornerstone of social inclusion. People who are blind or vision impaired can and should be meaningfully employed and have the right to seek, work towards and gain rewarding employment.
Part 1, focusing on recruitment, presents the views of people who are blind and vision impaired and draws on their experience as current and past employees, volunteers and job seekers. Our policy recognises the employment rights of people who are blind or vision impaired underpinned in Commonwealth and International instruments (refer to Appendix A) and aligns with the Australian Government’s commitment to improve the employment of people with disabilities (refer to Appendix B). 
This is part one in a suite of six Blind Citizens Australia employment related policies.

ADVERTISING A JOB 
1. All publicly advertised jobs (including the advertisement itself), role descriptions and guidelines and forms to apply for a job, must be accessible to a person who is blind or vision impaired, including through the use of assistive technology. Requests for documents in alternative formats (such as large print or Braille) should be provided by the agency advertising the position in a timely manner. 
2. Where PDF documents are provided, these documents should also be available in a Word/Rich Text Format to ensure that they are accessible to people using screen reading software. 
3. Online application forms and information placed on external recruitment websites must comply with accepted guidelines for web access for people with disability (W3C Web Accessibility Guidelines). Alternative application methods should also be promoted for use by individuals who are unable to complete their application online. 
APPLYING FOR A JOB
4. People who are blind or vision impaired should be treated equitably during recruitment, hiring and employment (United Nations Convention on the Rights of Persons with Disability Article 27). A person who is blind or vision impaired should be considered on the skills and qualities that they can offer to an employer. Recruitment and interviews should be conducted in a non prejudicial and transparent manner. Discussion of how work related tasks can be conducted by the applicant should be discussed during the interview process.
5. Assessments of an applicant’s skill, such as written tests or group based assessments, which are undertaken during the interview process must be accessible to applicants who are blind or vision impaired. 
6. Applicants who are blind or vision impaired should advise the interviewer of any reasonable adjustments they need after accepting an interview, including advice of accessible formats, assistance needed (such as assistance to locate the building, floor or meeting room) and any other adjustments. 

7. Applicants who are blind or vision impaired who are unsuccessful for a position should be encouraged to request feedback from the prospective employer as to why they were unsuccessful and the areas that require improvement. 
ACCESS TO INFORMATION IN THE WORKPLACE

8. Forms, staff materials, manuals and protocols (including information about how to resolve a complaint in the workplace), internal and external documents as well as any other information that is relevant to the position should be available to the employee who is blind, in their preferred format, at the same time that it is available to other employees performing the same or similar roles. 
REASONABLE ADJUSTMENTS AND INHERENT REQUIREMENTS
9. People who are blind or vision impaired may require some reasonable adjustments to be able to perform the ‘inherent’ or key requirements of a role to their full potential. The adjustments needed by an applicant or employee who is blind or vision impaired should be made in consultation with the person and/or an advocate and/or a professional who works with people who have vision impairments. 

10. The description of a role must include the necessary requirements of the role and not include extra ‘desirable’ or ‘preferred’ criteria which could indirectly discriminate against people with disability.

11. The requirement for a driver’s licence is often mentioned in job advertisements. There are few positions where a driver's licence is a necessary and non-negotiable requirement of a job such as in the case of taxi or delivery driver. Other strategies for conducting work related travel should be considered by employers and include use of taxis, public transport, walking and car sharing which should be recognised as valid alternatives to using a fleet car. These alternate strategies for conducting work related travel are both economically and environmentally sound. 

In positions that cover a broader geographic area, greater use should be made of technology such as Skype, videoconference, email and phone to maximise the amount of time spent on work and reduce the amount of time spent on travel.

Best practice dos:

1. Do recruit a person who is blind or vision impaired on their merits, skills and work experience rather than placing them in a stereotypical job or assuming what they can and can't do.

2. Do ensure that the software programs, equipment used and information is accessible by everyone, including job advertisements and recruitment processes and procedures.

3. Do ask questions and discuss issues as early as possible with the person who is blind or vision impaired to find out about any possible barriers to employment. This will allow time to work out ways to overcome those barriers.

Worst practice don’ts:
1. Do not assume that if you can't perform certain skills with your
eyes closed, that the person who is blind or vision impaired can't
either as the person would have undertaken years of training and
experience to acquire those skills. A person may also have enough sight to be able to manage a role very effectively, with or without low vision aids. 

2. Don't assume that employing a person who is blind or vision
impaired would be a huge financial cost to the organisation. There are many government grants and subsidy programs, such as Job Access, which can assist. Discuss with the person and/or a disability employment service provider how some of those costs, like the specialised software programs, can be met. 

3. If you are contracted to recruit employees for another
organisation, do not dismiss the application of a person who is blind or vision impaired. Make sure to treat all applicants equally. Some personnel agencies do not provide applicants with disability the same opportunity to employment as everyone else due to the fear of losing their contract with the organisation. Research has shown that staff retention is higher amongst people with disability, which presents a good business case for employment. 


Case study:

To be developed
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