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How to Conduct Global Self-ID Campaigns
RECOMMENDATIONS FOR EFFECTIVE GLOBAL SELF-ID CAMPAIGNS
Based on research conducted by Disability:IN and the best practices of participating Inclusion Works companies, the following are recommendations aimed at improving the effectiveness of Global Self-ID Campaigns and creating a culture inclusive of talent with disabilities:
STEP ONE: Planning
· Why is your company asking employees to self-identify? How will the company benefit?
· Determine the value for employees with disabilities to self-identify? How will they benefit?
· Establish a cross-functional team of legal, compliance, marketing, communications, Human Resources, Diversity, Equity, & Inclusion, IT, and others to help you plan. Consider representation by country. 
· Identify influencers who are executives in the targeted countries to act as sponsors and spokespersons for the campaign.
· Engage your company’s Disability Business/Employee Resource Group (B/ERG) members in planning and promoting the Global Self-ID campaign.
· Decision points:
· Determine in which countries your company will initiate Global Self-ID.
· Decide if the campaign will be launched in these countries simultaneously or gradually rolled out.
· Decide whether this will be a pilot of 4-6 months used to learn more before rolling out the entire campaign.
· Decide if this will be a campaign solely focused on disability or will other dimensions of diversity be included. 
· Determine the form that will be used and how it will interface with your company’s  Human Resources Information System (HRIS).
· Accessibility Issues that may require an IT audit:
· Ensure that the form you will use is accessible to employees with disabilities.
· Ensure that the HRIS is accessible to employees with disabilities.
· Ensure that all communications and other digital media are accessible to employees with disabilities. 
· Consult with your companies’ legal counsel responsible for the countries targeted on the  countries’ laws and regulations that will impact Global Self-ID and how the program will be customized to comply.
· Launch ‘listening sessions’ or ‘focus groups’ in the targeted countries for employees with disabilities and family members/caretakers of individuals with disabilities to provide culturally representative input on messaging. You may want to hire an outside vendor to conduct these sessions. 
· Prior to launching these sessions, determine why you are holding them and what you hope to learn. This should be communicated in your invitations to participate.  
Listening Sessions/Focus Group Logistics:
1. Focus groups should be directed to specific groups, e.g., Employees with Disabilities, Managers of People with Disabilities, Caregivers, etc.
1.  Preferred time is 90 minutes with no more than 6-8 participants who are visible  
on an accessible virtual platform like Teams or Zoom. Invite up to 12 participants   to gain the participation of 6-8 employees, and ensure they come from diverse backgrounds.
1. See examples of questions below for employees with disabilities.  
1. Someone should facilitate and take notes with the highest confidentiality. Recording of the focus groups is preferable. You will need permission from the participating employees to be recorded and then transcribed.  
1. Plan on engaging legal to develop a consent form with a confidentiality statement.
1. Responses should not be attributed to individuals to protect confidentiality. 
EXAMPLE: Listening Sessions/Focus Group Questions – Explain why you are holding the listening sessions/focus groups, the rules for participation, no attribution of who said what, and what you plan to do with the results. If you are permitted to record the session, be sure everyone gives written consent to be recorded, and understands the plans for the recording. 
1. Are you satisfied with the support employees with disabilities receive at our company? If yes, Why? If not, Why?
1. How could our company improve its support of employees with disabilities?
1. Do you know how to request an accommodation for a disability, if needed?
1. If you have requested an accommodation, were you satisfied with the process and the outcome? If yes, Why? If no, Why?
1. How could our company improve its accommodations policies and practices?
1. Do you think employees are willing to self-disclose to their managers if they have a disability and need an accommodation? If yes, Why? If no, Why?
1. Are employees with disabilities willing to self-identify in the HR Management Information System. If yes, Why? If not, Why?
1. What are some of the roadblocks that keep people from self-identifying?
1. In your opinion, how can our company increase the number of employees with disabilities who self-identify in the HRIS?
1. How should the question asking employees to self-identify be posed?
1. What would encourage you to self-identify?
1. Overall, what are your recommendations to improve the inclusion of employees with disabilities at our company?
· If there are active chapters of your company’s Disability Business/Employee Resource Group (B/ERG) or an active group of employees with disabilities in the targeted countries, ask for their assistance with the campaign. Though all input may not be used, it is equally as important to understand the employee “wish-list” and ensure they feel their voices have been heard. 
· Based on these activities, establish an overall plan. Consider using a RACI matrix (responsible, accountable, consulted, and informed) for project management. 

STEP TWO: Messaging
· Ensure a consistent communications plan with timelines and assignments is in place that also takes into consideration the cultural differences of each targeted country.
· The campaign should last roughly 4 – 6 months and include messaging from the CEO, heads of business units, and other stakeholders focused on content, town halls, and engagement. 
· Consider creating a memorable campaign with a catchy slogan that uses an accessible  video and/or digital campaign that explains reasons why self-id is being requested, assures confidentiality, and explains how to self-identify. As part of the campaign, encourage employees at all levels of the organization, from the C-Suite to the frontline, to openly state that they have a disability. Ensure that they come from diverse backgrounds. This will ensure that employees can relate and reinforce the message. 
· Identify employee influencers at all levels and in the targeted countries who are willing to talk about their disability. Emphasize that they do not need to identify their specific disability. Storytelling is vital to encouraging others to self-identify. 
· Consider a competitive component to the campaign. For example, encourage countries to compete for the most employees responding to the campaign. Consider some type of recognition. 
· Consider hosting events with employees with disabilities and allies to discuss why they felt secure in self-identifying.  
· Request the feedback of corporate influencers in the communications plan.  
· Determine the definition of disability that will be used. With legal counsel, determine whether you will use a single corporate definition of disability or use each country’s definition of disability. 
· Defining disability can increase awareness to those who did not think they “fit” the definition. Typically, after releasing a global definition, the largest spike in self-ID data comes from those with non-apparent disabilities. 
· Messaging should be focused on why the company is invested in the employee. For example, “By self-identifying, you help our company become a better place for employees with disabilities to work.”  
· Create consistent messaging when possible and explain why it is the case if there is not absolute consistency.
· Implement a globally consistent, inclusive marketing campaign that ensures employees are aware of the importance of sharing personal information, the privacy of the information collected, and who will have access to the information.
· Consistent messaging builds trust and creates transparency therefore ensuring the data integrity and consistent data collection has the proper process, rules, and audits in place.
· Develop an internal site on the company’s intranet with information on self-id. Ensure that it is accessible to individuals with disabilities by having them test it. 
· Use what you have learned from the research activities outlined above to develop a consistent and informative Frequently Asked Questions (FAQ) document. Post the FAQ document on the intranet site dedicated to self-id. Content that may be included in your FAQ document:
· Why is the company asking?
· What is in it for employees to self-identify? What are the benefits to employees with disabilities and other stakeholders, e.g., family members?
· Where will the information be stored and who will have access to it?
· Will the information be stored in personal information files for others to see?
· How will confidentiality be protected?
· How will the data collected be reported?
· How will the information be used?
· Is self-id mandatory?
· Where can employees learn more about your company’s commitment to disability inclusion?
· Where can employees go to get more information? Where is self-ID information housed on the company’s intranet?
· If employees have questions, whom can they contact for more information?
· Be intentional, use the Who, What, When, Where, and Why process:
· Who: Intentional campaigns – know who will successfully influence Diversity, Equity, and Inclusion efforts. Include stakeholders and leaders from the beginning and develop an inclusive communication plan with them for the duration of the campaign.
· [bookmark: _Hlk87249458]What: Prioritize accessibility and discovering and eliminating barriers. Track self-ID progress with a public dashboard on the self-ID intranet site. Involve IT in ensuring that all communications and platforms are accessible to people with disabilities. 
· Where: Be mindful of cultural differences when crafting messaging. Enlist local stakeholders input when building the campaign. Listen to the legal guidance on regional regulations.
· When: Initiate a campaign when the holiday and work calendars have space. Longer campaigns will allow more completion time. Also consider running your campaign annually.
· Why: Have a clear value proposition and be consistent in the marketing. Use your FAQs to go in-depth and anticipate concerns. 
· As part of the Communications plan, train people managers. Most employees will go to their managers if they have questions about self-ID. Managers can encourage employees to identify, if they have the information they need and are supportive of the concept. The FAQ document will be helpful to managers and others.
STEP THREE: Data Reporting   
· Consult with the cross-functional planning team to determine how the company will use and report the aggregate data. Will it be included in the company’s annual Diversity Report?
· Consider tracking self-ID progress with a public dashboard on the self-ID intranet site. Involve IT in ensuring that all communications and platforms are accessible to people with disabilities. 
· Breakdown data further to address benefits, such as, improved accuracy, consistently, and reliability of the data will help your company target initiatives for employees where progress and impact can be tracked through quantitative metrics, demonstrate organizational accountability, and compliance.
· Be sure to build a platform with the awareness of single select and multi-select options, as this will have an impact on reporting. 
· Aggregate data will increase the level of comfort – if less than 50 people select, then it is not included in the overall report.
· It is important to share analysis trends with senior management. 
SUMMARY: Creating a Feeling of Belonging and Safety
· At the heart of the self-ID strategy is belonging. Belonging is powerful. It drives higher engagement, improved retention, and stronger loyalty. The feeling of belonging in the workplace has 4 dimensions: 
· feeling aligned with organization’s ethics and purpose.
· feeling connected to coworkers.
· support in daily work and career development.
· feeling valued for contributions.
· There are 3 pillars in the strategy to increase belonging in the workplace
· Advance accessibility and transparency, accomplished by consistent messaging and consistent processes that are accessible to people with disabilities.
· Shift to implementing integrated, user-friendly, geo-applicable services and processes that support accessibility and inclusion.
· Live the culture, which is accomplished by building psychological safety, raising awareness, addressing barriers to self-ID, ensuring digital materials are accessible, making accommodations available and easily accessed, and educating employees, managers, and leaders on the value of disability inclusion.
· Recruit stakeholders, leaders, and allies to speak at B/ERG meetings, send a company-wide email with a message from a company executive and include self-ID instructions and regulations preventing discrimination and a disclaimer about confidentiality

For more information on Disability:IN, please go to: www.Disability:IN.org. 
For more information on Disability:IN Global Directory go to: www.disabilityin.org/resource/global-directory/ 
For more information on Disability:IN Inclusion Works, please go to the Disability:IN website:  https://disabilityin.org/what-we-do/inclusion-works/ 
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