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a matter of size

"Don't bother sending through a CV unless she's pretty...
Oh, and she's about a size 12."

real recruitment stories
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foreword

by Tom Morris,
Managing Director, tdm recruitment
The year might be 2022 but sadly some companies within the property industry still seem to be in
the early 2000s when it comes to actively changing their hiring process and workplace for the
better. While I would never want to diminish the incredible Equality, Diversity and Inclusivity
work that has been achieved over the last few years with some of our clients, I would be
exaggerating the truth when it comes to saying change is happening across the sector and indeed
in other industries.
While the message on this subject is as clear as ever – talent comes from everywhere and merit
should be measured on achievements and career excellence. We still as an industry seem to be
failing when it comes to putting our money where our mouth is. As recruiters, we’re aware that
the journey to inclusivity starts with us. We have a responsibility to fight even harder for
candidates who have been marginalised, ignored or dismissed by companies not willing to look
past their racism, sexism, ageism, ableism, unconscious bias and other. We know this to still be
the case because of the very real conversations we have with our clients and candidates about
what has happened to them – in fact, we’ve shared some real-life examples in this report.
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To help showcase the current barriers candidates face when looking for and/or retaining a job, we
have invited leading charities Mind, the ADHD Foundation and Scope to provide their knowledge
and advice on what needs to happen next. We will also be hearing from housebuilder giants Vistry
Group and Bellway on how they have been changing their industry for the better and proactively
creating an inclusive workplace. Between them, our contributors shine a light on everything from
invisible disabilities to combating false propaganda on mental health problems to showcasing the
positives of hiring a neurodiverse mind. And while this report very much only scratches the
surface of the myriad of ways candidates and clients are rejected from roles, we hope it will be
the start of a much longer and more varied discussion on how to provoke change for good.
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Before you dive in, I’d like to also share a personal reason behind the
importance of this report. The title ‘thinking differently’ is a personal mantra
of mine and certainly to those of us at tdm and it was apt that Dr Tony Lloyd
mentioned it in his case for hiring neurodivergent candidates. Not only does it
reflect the tenacity and creativity needed to be a great recruiter, but it also
holds a more personal representation of who we are. Many of our clients may
not know that I have ADHD and that we are proud to include several
neurodiverse recruiters as team members. And yet, when I think about when I
started in recruitment, I do not imagine that I would have been hired should I
have recorded my ADHD.
Speaking personally, I have found my neurodiverse brain to be an asset that
has enabled me to start a successful company, provide solutions to seemingly
impossible problems, and what I am most proud of, creating a workplace that
encourages individualism.
Finally, I hope that you find this report to be enjoyable and informative. The
aim, as always, is simple. We wish to instigate change, even if the first step
starts by recognising what could be done differently to help shape an inclusive
workplace and hiring process for all.

As recruiters, we’re aware that the journey to
inclusivity starts with us. We have a responsibility
to fight even harder for candidates who have been
marginalised, ignored or dismissed by companies.
pg.4

one test fits all

After a successful first interview, both the candidate and client were excited to move to the final
interview stage.
After a great final interview, the company insisted the candidate complete a standardised test. Two
failed test attempts later and the company got in touch with us to flag that this was going to be a
problem.
After an informal chat with the employee, we ascertained that the candidate had failed to mention
that they have both dyslexia and dyscalculia - neither of which had or was stopping them from being
a highly respected employee.
When we retold the company, they responded that the candidate could re-do the test with extra time
- missing the point that for this person the test was an almost impossible task. What's more is that
even on a base level, the test didn't showcase any of the skillsets needed to perform the candidates'
job role.
After more phone calls of disbelief, the company conceded to the fact that on this occasion their
nationwide hiring test could be waivered and offered the candidate the role.

real recruitment stories
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ADHD Foundation
by Dr Tony Lloyd,
Chief Officer

What does being neurodivergent and having ADHD mean? And
how is it typically viewed by employers?
The terms neurodivergent and neurodiverse are becoming interchangeable with people
identifying as both. Neurodivergent is the dictionary term that pertains to those who
have a brain that ‘diverges from the norm', for example, people with dyslexia,
dyspraxia, autism, ADHD, dyscalculia and sensory processing differences. In schools,
these people were most likely classified as having 'Special Educational Needs' - which
connotes low ability and low IQ. This is of course completely inaccurate as learning
differences do not correlate with low IQ and ability.
Due to such mistaken assumptions, employers inevitably often decide that
neurodiverse individuals have low ability, low intelligence and are unemployable. In
contrast, we often assume that having a university degree is proof of someone’s
intelligence; it isn't. All a degree tells us is that a university graduate has attained
academic merit in their chosen subject. By not going to university, some employers
assume by default that the candidate doesn’t have a good work ethic, good
interpersonal skills or have good analytical and/or problem solving skills. None of
which is true. From our own research, we have found that over 35% of business owners
have either ADHD or dyslexia - or both as they frequently co-occur.

Over 35% of business owners have either ADHD or dyslexia.
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What are the benefits of employing candidates who are neurodiverse, particularly those with ADHD?
ADHD brains demonstrate a lot of abilities such as
creativity, lateral thinking, inventiveness, and enthusiasm.
By flipping the deficit narrative around ADHD brains being
hyperactive, we can recognise hyperactivity as drive,
energy and enthusiasm - and even being a workaholic!
Similarly, inattention is not just a difficulty sustaining
concentration, people with ADHD can in fact hyper focus
on anything that they are really interested in and are
passionate about.
Another distinguished ADHD trait is known as mind
wondering, a positive trait that demonstrates a fertile
source of imagination and creativity. Certainly, people
with ADHD are often described as 'visual thinkers' and are
the visionaries able to see the 'big picture'. This further
explains why it is of no surprise that business owners will
often discover that they are neurodiverse.

Likewise, any good team is led by two individuals; you need a
creative visionary thinker and a super linear thinker who has
an eye for detail. Together these different types of thinkers
are a perfect combination. Successful business happens
because of different minds – as if you only employ people
like you, people of 'like mind' then you will simply get more
of the same. Different minds bring different perspectives.
Employers need to recognise how we can play to people's
strengths and how we can use training and technology to
optimise employee performance - and we all think
differently. Our brains are as unique as fingerprints. The
most successful companies of the 21st century - Google,
Microsoft, Apple, the engineering companies, science and
robotics and media businesses have been actively recruiting a
neurodiverse workforce for over three decades. They are
driving the rapid pace of change not only in our culture but
also in the way we do business.

The most successful companies of the 21st century - Google, Microsoft, Apple, the engineering
companies, science and robotics and media businesses have been actively recruiting a neurodiverse
workforce for over three decades.

01/10
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What types of barriers do ADHD
candidates face through the hiring
process from application to interview
and then onto working?
CVs are usually our first sift when looking
for new talent in our workforce - but if we
look only at educational achievement, we
are likely to be missing out on the unique
talent we are looking for.
Many employers now use cognitive profiling
as a way of identifying certain cognitive
competencies needed for a particular role.
I would not employ anyone with dyscalculia
as an accountant - but they could be
brilliant at everything else. CVs don’t tell
us anything about someone's interpersonal
skills, attitude or work ethic. Instead, we
need to think about other ways we can
metricise our requirements, for example, if
you are looking for new staff with good
communication skills, ask them to send in a
short video blog from their smartphone
telling you about their skills, experience
and career aspirations.

You can teach skills; you can't teach a
positive attitude. What you can do is give
an employee product knowledge - but
that doesn't mean they will be able to
sell, innovate or build relationships with
customers.
My advice to employers is to discern
what skills, experience and character you
are looking for, and offer job applicants a
'variety' of ways to tell you why they
would be good for your business. Ask
them what they need to get the best of
them. In interview situations offer tasks
and group activities that you can observe;
they will tell you far more than a CV ever
will about whether this is the right person
for your business.

Any good team is led by
two individuals; you
need a creative
visionary thinker and a
super linear thinker
who has an eye for
detail.
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How can employers create a supportive work environment and hiring
process for those with ADHD?
Understand that employees or potential new hires with dyslexia (which affects nearly 1
in 10 people), or ADHD (which affects 1 in 20 people), or autism (which affects 1 in 60
people) - think differently not incorrectly. Putting the right people in the right roles is
vital. Don’t recruit in haste, and secondly invest in developing employees so they can
increasingly add value to your business. Simple pieces of technology are the 21st
century equivalent of wearing eyeglasses for blurred vision. Technology renders many
things we found difficult in school - easy in the workplace. Ask staff what they need - do
you always have to be sat down at meetings? Why do we all have to read pages of
narratives on email attachments when a one-page infographic tells us everything we
need to know - a picture really does paint a thousand words. Employers should not fall
into the trap of making sweeping assumptions about a job candidate based on a label
like dyslexia, ADHD or autism.
Give your workforce the opportunity to discover what will optimise their performance.
We used to make left-handed children write with their right hand by tying their left hand
to the chair. Don't disable your workforce by making them do things in a certain way if
they have a better way of doing something. Systems and processes are important - they
can work for everyone and should never be something that places limitations on your
business. Systems and processes must however adapt and change. This requires a
culture of thinking differently, of measured risk-taking, of creating a culture that
challenges the idea that just because we have always done things a certain way, does
not mean there isn’t room for improvement.
Ask the candidate what will enable them to optimise their workplace performance and
what motivates them, what training they think they will need or desire, and what
aspirations they have - then harness their potential to benefit your business.

Understand that
employees or potential
new hires with dyslexia
(which affects nearly 1
in 10 people), or ADHD
(which affects 1 in 20
people), or autism
(which affects 1 in 60
people) - think
differently not
incorrectly.
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What would you like to see happen next within the
recruitment and property industry to help ensure
inclusivity and fairness for neurodiverse candidates?
A fresh 21st century approach to matching the role or function in any
business with the right 'team' of people. We need different minds for
different roles. Adapt the workplace to optimise performance and
don’t fall into the trap of thinking a neurodiverse workforce will be
onerous to human resource management - rather see it as identifying
and playing to the strengths of the individuals that make up your
workforce. Don't use the language of disability but rather talk about
different abilities.
Recruitment companies are leading the way in designing new
innovative ways to match the right people to the right roles.
Recruiting the right people is the key determinant of any successful
business. Businesses need to find and most importantly 'develop' the
skills, experience and competencies they need by matching
'potential' with opportunity.
Businesses should be creating workplaces where employees are
genuinely able to contribute to growth and business opportunities
with clear responsibilities and success indicators. Young people
especially are now much more values-driven and are looking to
ensure workplace values and ethos aligns with their own.
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won't work with...
"I'm sorry, we won't be taking any of your candidates through to the interview stage," said the
receptionist of a hopeful new client we were looking forward to working with.
"Sorry, why not? I know for a fact that two of them are identical matches to the job requirements."
"I'm sorry, I am not at liberty to discuss why we won't be working with you further."
"Well okay," said our Recruiter. "Would you like us to find different candidates, perhaps we've
missed the brief."
"No," came the response. "You haven't missed the brief. He won't be working with you or tdm full
stop."
"I'd like to understand why though?"
Silence.
"He won't work with gay people."

real recruitment stories
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Vistry Group
by Danica McLean,
Group People Director

How is Vistry committed to being an inclusive employer?
We are committed to equality and diversity because the growth and success of our business
depends first and foremost on our people, and we need to attract and retain from the widest
possible pool of talent.
Our Diversity & Inclusion Committee was established in April 2021, to work alongside and
steer the existing D&I Working Group, and to lead the development and delivery of the
company’s D&I strategy ‘One Vistry for All’. The D&I Working Group launched four
networks: Women’s Network, Pride, Accessibility and Allies, and Race and Religion. Events
are held throughout the year.
We utilise a biannual engagement survey that considers and captures the feedback from our
employees which we take proactive actions from as part of the overall people strategy. In
January 2021, we introduced a D&I module within our survey and are pleased that our latest
score for D&I in February 2022 was 8.9 out of 10, 0.8 above the survey benchmark. We are
committed to continue to listen to our people.
In November 2021, Vistry Group became a Real Living Wage employer.

01/10

Ⓒ Vistry Group
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What is Vistry doing to attract more
diverse candidates?
Our agile working policy is a great tool in improving
diversity and inclusion as it offers greater flexibility to
work-life balance and is helping us to attract a diverse
range of applicants to Vistry that seek agile working
practices.
We are excited to be working with organisations such as
Women into Construction, to continue to address gender
imbalance in the construction industry and companies
such as Build Force and SaluteMyJob for career
transition opportunities.
We are advertising across more diverse platforms, of
agile, part-time and job share opportunities in order to
attract a diverse range of applicants. We have partnered
with Working Mums and are pleased that we were
shortlisted as a finalist in the ‘Best for Flexible Working’
category of the WM People Top Employer Awards 2022,
for our agile working policy. We also partner with
BuildForce and the CTP (Career Transition Partnership)
to assist ex-military personnel with redeployment into
civilian life, either through work placements or with
permanent opportunities.

What positive changes has Vistry made to
create an inclusive hiring process?
We are continuously raising awareness and
educate our employees and managers. We have
introduced Manager Essentials training to equip
our hiring managers and have a selection of D&I
and unconscious bias training for all employees
available through our new learning management
system, VistryLearn.
Our reverse mentoring scheme has been piloted
with the aim of senior leaders learning from
individuals who are currently at a more junior
level. This will allow colleagues to educate
leaders on the different set of challenges and
experiences their careers are providing them. A
full-scale scheme has become one of the Group’s
2022 objectives.
We
believe
in
progression
and
career
development and are pleased that in the last 12
months 77 per cent of our board level
appointments were through internal hires and
promotions. A total of 49 per cent of the
appointments were female appointments.
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Please could you tell us more about Vistry’s company
culture, and how you support your workforce?
Vistry Group prides itself on putting its people first and the company
has put practices in place to make sure it not only listens to its 3,000
colleagues but actions their suggestions and ideas. Our Vistry
employee engagement survey ‘Your Vistry Views’, has shaped the way
the company is moving forward.
Our first survey was issued in August 2020, six months after the Group
was formed. Our staff engagement score was 7.6 out of 10 – that has
improved to 8.6 this year, which puts the company in the top 10 per
cent within the industry benchmark.
As a direct result of the survey, we have introduced a number of new
benefits for our employees, including but not limited to, enhancing our
maternity, paternity and adoption pay and introducing our agile
working policy. We are heavily investing in people development to give
everyone the best opportunity to build their career with Vistry.

Ⓒ Vistry Group

We recognise that we work in a
challenging industry, and we support
our employees through having
access to our assistance programme,
wellbeing channels through our
VistryPlus portal, and ‘Time to Talk’
sessions.

Here at Vistry, we also have a strong focus on wellbeing. We recognise
that we work in a challenging industry, and we support our employees
through having access to our assistance programme, wellbeing
channels through our VistryPlus portal, and ‘Time to Talk’ sessions. We
also work very closely with a chosen charity, currently Papyrus, which
is a national charity dedicated to the prevention of young suicide.
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What does the future look like for Vistry?
We are continuously devoted to the growth of our people, investment in the
business, and the future of our industry. Our People Strategy is focused on
making Vistry a great place to work and investment in our people. We are
committed to doing exactly that.
We are focused on supporting early careers and emerging talent and we have
over 200 apprentices, trainees, graduates, and employees on educational
sponsorships across the Group. As part of our Social Value offering, we have
created the Vistry Plus Skills Academies where over 545 learners have gone
through an innovative training programme helping them become “site ready”.
Recently, we have launched our new employee value proposition and employer
brand internally, and we look forward to using this as an external tool to help us
attract more people to Vistry and the industry as a whole.

We are focused on supporting early
careers and emerging talent and we
have over 200 apprentices, trainees,
graduates, and employees on
educational sponsorships across the
Group.

Ⓒ Vistry Group
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isn't like that
"The last person you sent over could barely make eye contact with me. Make
sure the next person you send, isn't like that."

real recruitment stories
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Mind

by Emma Mamo,
Head of Workplace Wellbeing Programmes

What are the common misconceptions about employing
people with mental health problems?
People with mental health problems face barriers when it comes to acquiring and
staying in work, with a particular challenge being able to find an employer that is
supportive and understanding.
There are many common misconceptions held by employers around staff with
mental health problems. The most common misconception being that employees
with a mental health problem will be unable to perform their job to the same
ability as other employees. When in fact, those of us with mental health
problems can and do make a valuable contribution to the workplace and can
thrive in an open, mentally healthy environment.

01/10
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What barriers do those experiencing mental health
challenges face when applying for jobs?
Due to outdated and inaccurate assumptions about people with mental
health problems and disabled staff, employees may be discriminated
against on the grounds of their mental health, and be less likely to be
offered the job compared to another candidate with the same
qualifications who doesn’t have a mental health problem. Additionally,
if someone wants adjustments made to the application process for their
mental health, they would need to disclose their mental health problem
to their potential employer.
For that reason, we advise applicants not to disclose their own
experience of mental health problems at the application stage due to
them often being consciously or unconsciously discriminated against
because of the disclosure The only exception to our recommendation
would be when an employer has specifically listed it as being desirable
or beneficial, for example, if you were applying for a job at Mind or
within the mental health sector or if that individual cannot apply
without reasonable adjustments being made.

Employees may be
discriminated against on
the grounds of their
mental health and be less
likely to be offered the
job compared to another
candidate with the same
qualifications.
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How can the hiring process from application to interview be made more inclusive for
applicants with mental health problems?
Job interviews can cause a great deal of anxiety
and stress, even among people who don’t have
pre-existing mental health problems. There are
lots of things employers can do for all
candidates, regardless of whether or not they
have mental health problems. For starters,
employers should be really clear about the
format of the interview, including how long the
interview will last, and who will be on the panel.

Waiting to find out the outcome of a job
interview can also be incredibly anxietyprovoking, so being clear about when
candidates can expect to hear back,
honouring these timescales is important.
For unsuccessful candidates provide clear,
constructive feedback so that candidates
know how they can improve next time an
opportunity arises.

Ideally, there should be no more than three
interview panellists and their seniority should be
appropriate to the role being advertised, for
example, it’s rarely appropriate to have a senior
leader present for an entry-level job. Employers
should try to give candidates as much time to
prepare for the interview as possible and should
give them sight of questions in advance, so they
have a clear understanding of what they will be
asked. Another way to make the interview
inclusive to all is to, if possible, offer candidates
the option to be interviewed face to face or
virtually (over video call) for the first meeting.

If a candidate has disclosed a mental health
problem, feedback specifically related to
symptoms of their mental health problem is
unhelpful and potentially discriminatory –
for example, saying something like ‘you let
your nerves get the better of you’ will be
unhelpful at best and offensive at worse.
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In Mind’s view, what are the benefits of having a diverse
workforce that actively includes employees with mental
health problems?
All of us have a role to play in reducing the disability employment gap, especially
employers. The Thriving at Work review, co-authored by Mind’s CEO Paul
Farmer, made several recommendations for employers on how they can better
attract and support staff with mental health problems. These ‘core standards’
were accepted by the UK Government with implications for their own staff,
including NHS staff and civil servants. Sadly, five years on, we know that many
people with mental health problems and disabled staff still struggle to access and
stay in employment. As of Q2 2021, the disability employment rate stood at
52.7%, compared to 81% for non-disabled people.
Prioritising staff wellbeing is in the interest of every employer and workplaces
that invest in wellbeing interventions are more likely to report having engaged,
productive and loyal employees who are less likely to need time off sick or leave
the organisation altogether. Deloitte UK recently found employers see a return of
£5.30 for every £1 invested in workplace wellbeing initiatives. People with mental
health problems can and do make a valuable contribution to the workplace, and
smart employers are increasingly recognising the benefits of recruiting and
retaining a diverse workforce, including those whose mental health may have
prevented them from working previously.
Creating mentally healthy workplaces for all staff including those with mental
health problems is the responsible thing to do. But employers also have a legal
duty to make reasonable adjustments to any employee experiencing a disability
under the Equality Act 2010, which can include a mental health problem if it has a
substantial, adverse, and long term effect on normal day-to-day activities.
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What are the often-overlooked benefits of hiring candidates affected by mental
health problems?
The pandemic has taken its toll on the nation’s mental health. People with existing mental
health problems have seen a worsening of their symptoms and we have seen more people
experiencing mental health problems for the first time.
The high prevalence of mental health problems in the UK means that even the smallest
company will likely be employing staff affected by mental health problems, although they may
not necessarily have disclosed this due to the stigma and discrimination sadly still being
pervasive.
We all have mental health in the same way we all have physical health, and it can fluctuate
regularly. People with mental health problems are not a homogenous group – even those with
the same diagnosis may experience different symptoms and severity of symptoms. Therefore,
people with mental health problems can face the same challenges as everyone else in the
workplace. When someone’s mental health is good, they may possess several attributes
deemed positive to their employers, for example, they may be extremely productive, motivated,
decisive, punctual, creative and empathetic. However, when a person’s mental health is poor,
they might become withdrawn, irritable, find it harder to make decisions and so on. This can be
true for all of us, regardless of whether we have a diagnosed mental health problem or not. The
most important thing is that employers offer a range of workplace wellbeing measures to
support all their employees, including things like flexible working hours, subsidised exercise
classes or gym membership, access to confidential 24 hour support via an Employee Assistance
Programme (EAPs) as well as regular opportunities to speak through any issues they’re facing
with their manager or supervisor.
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next, kids
"She's great but we reckon she'll go and have a baby in a year. We asked if she
was married and she said she was getting married later this year. Next, comes a
kid. Have you got anyone else?"

real recruitment stories
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Bellway

by Heidi Khoshtaghaza
Group HR Director

How is Bellway committed to being a diverse and inclusive
employer?
As a responsible employer, we are committed to being an inclusive
organisation that strives to create a working environment that is open,
diverse, and free from all forms of prejudice and discrimination. Under our
new Better with Bellway sustainability strategy, our ambition is to become
an ‘employer of choice’ and diversity and inclusion is fundamental to
achieving this. In our most recent colleague engagement survey, we
achieved a score of 95% for diversity and inclusion which highlights our
commitment.

What is Bellway’s hiring process and how does the process
ensure candidates are interviewed fairly?
We have an applicant tracking system to ensure that all applications are
managed consistently. In the coming months, we will be introducing some
further measures to support our hiring process, which include launching a
new behavioural competency framework and inclusive hiring training for all
hiring managers.

01/10
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Property and housebuilding in particular is a very
white and male dominated industry. Do you think
this is changing and what is Bellway doing to make
those changes?
We recognise the challenges for a more diverse workforce
which is why we have launched our Better with Bellway
strategy to help address this. Along with other
housebuilders, we work with the HBF’s Skills Partnership
and we hold platinum membership with Women into
Construction to encourage more females to work in
construction. In addition, this year we will recruit over 100
apprentices and graduates to help improve diversity and
support the industry’s skills gaps.

How do you support your employees and create an
inclusive place of work?

What are Bellway’s long-term ambitions in regards
to creating a diverse and inclusive workforce?
We have developed a 3-year diversity and inclusion
strategy, which will help us work towards our ambition to
become an employer of choice, along with our other
strategic objectives.

We support employees in a number of ways including,
educating and increasing awareness of diversity and
inclusion, increasing mental health awareness and first aid
training across the Group and we also have our first
network group, Balance which focuses on gender diversity.
In September we will launch our new inclusive middle
managers programme, to support leading and managing
more effectively.
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"more suitable"
A hard-of-hearing candidate with decades worth of experience within their
field was asked for an interview. A face-to-face meeting with the hiring
manager had been set up and both parties knew what to expect on the day.
When the day arrived, the hiring manager was unwell. The company cancelled
the face-to-face interview and said they would ring the candidate instead.
The candidate asked that the interview instead be rescheduled. We also got in
touch with the company to explain why a telephone interview would not be
suitable at this stage.
They cancelled the entire thing and asked us to look for someone 'more
suitable.'

real recruitment stories
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Scope

by Sally Hooper
Get Inclusive Manager

What are the common barriers disabled candidates face when
applying for a job?
Disabled people face a multitude of barriers when applying for jobs. One of the most
common is employers not taking applications seriously or dismissing them all
together simply because an applicant is disabled.
Too many employers hold negative attitudes towards disabled people such as the
misguided belief that they would need to make expensive adjustments to the
workplace to improve accessibility, or that disabled people would need to take time
off because of their condition, or that the work would simply be too physically or
mentally demanding.
Some employers simply don’t know enough about how to make their organisation
more inclusive or where to find information on how to do so.
Disabled people face inadequate support to help them find and remain in work. We
regularly hear feedback from disabled people on how job centre support has failed
to get them closer to finding a stable job, while the number of disabled people who
access apprenticeships has fallen in the past two years.
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How can the hiring process from application to interview be made
more inclusive for disabled applicants?
Employers can do four key things to make the hiring process more inclusive:
1. Provide adjustments for interviews
Providing reasonable adjustments is essential to ensuring disabled people
can access and perform to their full potential in a job interview.
2. Advertise flexible working policies
Disabled people value being able to work flexibly around their impairment
or condition and many disabled jobseekers will lookout for this when job
hunting. If your company offers flexible working, say so in your job adverts.
3. Make the application process accessible
Nearly seven out of ten disabled job seekers think they employers should
make online job applications more accessible to disabled people. This
includes measures such as subtitles and audio descriptions.
4. Be open and fair
If you ask about an applicant's disability, explain why you are collecting this
information. Disabled people are often reluctant to bring this up themselves
due to previous negative experiences. Being open and fair can help to
reassure disabled applications that you aren’t discriminating against them.
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In Scope’s view, what are the benefits of
having a diverse workforce that actively
includes disabled employees?
Through our partnerships, Scope helps companies to
become more inclusive places to work for disabled
people.
As part of our Get Inclusive programme, Disability
Employment experts will work with you to understand
your organisation’s needs. This can help us find and
review any internal barriers that stop you from hiring
disabled talent. We will then deliver a tailored package
of activities such as a company review, toolkits and
interactive workshop sessions.
We also offer tailored workshops and training to help
your employees understand the social model of
disability, as well as understand how to make
reasonable adjustments, recognise the impact of their
actions towards disabled people and help them feel
less awkward around disabled employees.

Businesses that don’t make their
organisations accessible or
inadequately serve disabled
customers are missing out on the
Purple Pound.

employers are missing
out on a vast wealth of
talent and loyalty from
talented disabled
people.

How can companies become disability game-changers?
There are one million disabled people who want to work but
are denied the opportunity. Employers are missing out on a
vast wealth of talent and loyalty from disabled people. A
diverse workforce reflects the customers it serves and allows
an organisation to create tailored products and services.
The Purple Pound, the purchasing power of households with a
disabled member, is £274 billion. Businesses that don’t make
their organisations accessible or inadequately serve disabled
customers are missing out on the Purple Pound.
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What changes would you like to see companies make to create
an inclusive recruitment process and working environment?

Offer flexible working to all
Flexible working helps disabled people work around their condition. This
includes their location, their working hours, when they can have breaks or
their responsibilities.
Offer reasonable adjustments
Offering reasonable adjustments will encourage more disabled people to
apply to your organisation, increasing your candidate pool. By not doing so,
you will be missing out on hiring talented people who can benefit your
business.
Encourage open conversations about disability
This will foster an inclusive environment which will make disabled workers
feel welcome and encourage employees to be more open about their
support needs.
Implement training on inclusive recruitment
Teach staff how to write the best job description to attract the best
candidate and avoid unconscious bias.
Report on disability workforce data
What gets measured, gets done. Collecting data on how many disabled
people you employ and how you are meeting their support needs will help
you understand any gaps in your organisation and how to address them.
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it's distracting

"We just can't hire someone who has to pray multiple times throughout the day,
it's distracting."
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a final note
This report is the tip of the iceberg. Our intentions were never to single-handedly tackle the
insurmountable topics of diversity and inclusivity in one report, but to begin by sharing the problem in
the hope of instigating collective change.
We would also like to acknowledge that we have barely begun to showcase the many ways in which
individuals are sadly being omitted from the hiring process. However, what we hope we have achieved is
opened the door for positive dialogue between both recruitment and property companies with
exceptional charities such as Scope, Mind, and the ADHD Foundation as well as many others not
included in this report such as Working Families, Stonewall and Gingerbread.
At tdm, we're aware that the gateway to inclusivity and diversity within the workplace starts with the
hiring process. We are committed to playing our part in ensuring everyone is treated equally; providing
candidates with the same work opportunities and standing up for those voices who have been ignored,
rejected, or silenced.
We welcome all those who would like to join us on our mission to make recruitment, particularly within
the property industry, become an equal, inclusive and diverse workplace.
Lastly, we hope you have found this report insightful and informative. If you would like to feature in our
upcoming thought leadership reports or are simply interested in hearing about what we plan to do next,
please email our Marketing Manager, louise.crawley@tdm-recruitment.com.
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biographies
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ADHD Foundation
Dr Tony Lloyd is the CEO of the ADHD Foundation, the largest patient led ADHD agency in
Europe. Dr Lloyd has been a pioneering advocate for neurodiverse paradigm in health, education
and business in the UK.
Dr Lloyd is a co-author of several national reports on ADHD in the UK; A Lifetime Lost or a
Lifetime Saved’ 2016,; ‘Bridging the Gap’ published in 2017 focussing on transition from child to
adult mental health services, ‘Will the Doctor See me Now’,( 2019) focussing on health
inequalities in adult ADHD services in the UK & in 2021, Dr Lloyd commissioned and coauthored ‘The National Expert Consensus Statement on Failures in National Health Services for
Patients with ADHD’ (published in the peer reviewed Medical Journal, ‘Frontiers in Psychiatry’ in
March 2021).

The ADHD Foundation is the UK’s leading neurodiversity charity, offering a
strength-based, lifespan service for the 1 in 5 of us who live with ADHD, Autism,
Dyslexia, Dyspraxia, Dyscalculia and Tourette’s syndrome.
adhdfoundation.org.uk
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Bellway
Heidi Khoshtaghaza is Group HR Director for Bellway, a five-star national housebuilder with 22
trading divisions across the UK and over 3,000 employees. She is responsible for shaping the
overall strategy for Human Resources, organisational development, recruitment and reward.
This includes a key focus on Equality, Diversity and Inclusion, for which she is a passionate
advocate and is keen to make authentic and meaningful change.

Bellway began as a small family business in 1946 - with a passion for
building exceptional quality homes in carefully selected locations, inspired
by the needs of real families.
To this day, they maintain these same core values, combining their decades
of expertise with the level of personalised care that Bellway is known for.
bellway.co.uk
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Mind
Emma Mamo is Head of Workplace Wellbeing at Mind. Emma joined Mind in 2007 and, since
2010, has led Mind’s campaigning for mentally healthy workplaces - playing a pivotal role in
thought leadership to position mental health in the workplace as a key priority for employers
and Government.
Emma has led culture change through engagement with employers, health and safety
professionals, HR audiences and Government on mental health in the workplace and back-towork support for people with mental health problems. She also supports networks of employers
and stakeholders to share best practice and develop business-to-business peer support. Emma
has worked in the disability sector since 2005 and previously worked for Mencap, the learning
disability charity.

Mind provide advice and support to empower anyone experiencing a mental
health problem. Mind campaign to improve services, raise awareness and
promote understanding.
mind.org.uk
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Scope
Sally Hooper leads Scope’s Get Inclusive programme. She works with companies to improve how
they recruit, retain and develop their disabled staff. Sally is dedicated to improving the
awareness and understanding of disability with employers and works with them to build more
strategic and diverse organisations that are set up to thrive.
Before working at Scope, Sally worked in the welfare to work sector for over 15 years,
specialising in supporting disabled people into work.

Scope is the disability equality charity in England and Wales. Scope provides
practical information and emotional support when it's most needed, and
campaign relentlessly to create a fairer society.
scope.org.uk
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Vistry Group
Danica McLean is Group People Director for Vistry Group and has been with the business for
nearly 10 years (formerly with Bovis Homes). Danica leads Vistry Group’s People Team with a
key focus on putting people at the heart of what they do and drives company’s People Strategy
across the Group focusing on attracting, developing and retaining the best people. Her vision is
to make Vistry a great place to work where people from all backgrounds can thrive.

Vistry Group was formed in January 2020, and in November 2021 was named
‘Large Housebuilder of the Year’ at the prestigious Housebuilder Awards.
Across our customer brands Bovis Homes, Linden Homes, Drew Smith and
Vistry Partnerships, we deliver around 12,000 private and affordable homes a
year across the country, making us one of the top five housebuilders in the UK
by volume, and this year, we have yet again been awarded a five-star
housebuilder rating by the Home Builders Federation. We are a real
powerhouse of a business, creating fantastic opportunities for our people, our
customers, our clients, our contractors, and our shareholders.
vistrygroup.co.uk
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tdm recruitment
Tom Morris founded tdm recruitment in 2009 following several highly successful years working
in London recruiting for senior roles within the house building and property sector. In his current
role as Managing Director, Tom focusses his expertise on the land, planning, and development
side of the business, helping to appoint executive director/ board level appointments.
Tom has also grown the company considerably within the last decade and is proud to have over
80% of his senior team having started as graduates or trainees. The tdm brand is one of
honesty, trust, and unashamed competitiveness.

Formed in 2009, tdm recruitment is one of the UK’s leading property recruitment
consultancies. Working across the property industry, their sector-specific
recruitment consultants are best placed to identify market trends, help
businesses develop, and place the next generation of top-tier talent.
tdm-recruitment.com
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