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PREFACE

“"WE HAVE THROWN AWAY THE STEREOTYPE THAT DISABLED
PEOPLE ARE LESS PRODUCTIVE; OUR CASE PROVES IT.”

Sung Joo Kim, Human Resources Manager, CJ Telenix, Seoul

Many companies around the region are learning that people with disabilities are
productive and that they bring many benefits to the workplace. EmployAbility:
A resource guide on disability for employers in Asia and the Pacific has been
developed at the request of employers who need information to take advantage
of this often untapped human resource. These employers know that to compete
in a highly competitive, global marketplace, companies must have full access to
talent and be responsive to the communities in which they operate.

As a specialized agency of the United Nations, the ILO is uniquely positioned
to address the issue of disability and employment. The ILO members include
governments, employers and trade unions. It deals with issues of industrial
relations, fair labour practices and anti-discrimination in the workplace as well
as competitiveness, productivity and good management practices. The ILO
also advocates for the rights of disabled persons, recognizing that they can
considerably contribute to the workplace if they are given equal treatment and
equal opportunities. Many companies also know this.

Employers hire disabled persons for many reasons. Some initially do so to comply
with national labour laws, while others do so because they were approached by a
disabled person or an organization representing disabled people. Still others take
seriously their commitment to non-discrimination or corporate social responsibility.
Many companies recognize the business case for hiring workers with disabilities.
Simply put, the business case acknowledges that if given opportunity and
matched to jobs according to their abilities, people with disabilities make good
employees and bring many other hiring benefits.

As companies will learn from reading EmployAbility or accessing the resources it
lists, hiring disabled persons or retaining those who become injured on the job
makes good business sense on many levels. Research and company experiences
demonstrate that when disabled workers are integrated into the workplace,

the productivity of all workers often rises. Teamwork is enhanced, and real cost
savings are realized in terms of reduced turnover, recruitment and retraining costs.
Disabled employees can help companies identify and develop services or design
products for an often overlooked market segment — people with disabilities and
their families and friends. As the population ages, this group increases in number.
They travel and buy products and services geared to their needs.
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PREFACE

Many companies worry about increased costs related to hiring disabled workers.
Do they need to design special workplaces or purchase expensive equipment?
The answer in most cases is a resounding no. Learn the facts from these pages and
access the resources it guides you to. Read the case studies and review the sample
company policies. If you are convinced about the value of hiring disabled persons,
the manual also contains a list of helpful government agencies, non-government
organizations, training institutions and disabled persons’ organizations, listed
alphabetically by country to assist you. If you want some quick information, go

to the last section for checklists and fact sheets that are a sample of the kind of
information you can find by accessing the resources listed.

We welcome your feedback on EmployAbility. We have made every attempt to
provide you with the most updated information and contacts, but as you know,
contact information and web addresses change. Please let us know if you find such
changes. We also encourage you to visit the Employers’ Corner of the AbilityAsia
web site (www.ilo.org/abilityasia) to learn more about the ILO and, in particular, its
Code of Practice for Managing Disability in the Workplace.

With our best wishes for your success and competitiveness.

Sachiko Yamamoto
ILO Regional Director for Asia and the Pacific



INTRODUCTION

This resource manual contains information to assist businesses and organizations
that want to benefit from the business case for recruiting, hiring and retaining
people with disabilities as employees. It presents a collection of resources and

examples of good practice. It aims to help employers in this region learn more

about workers with disabilities and the business case for hiring them.

WHAT IS THE BUSINESS CASE?

The business case basically states that hiring workers with disabilities can positively
impact a company’s bottom line. Here's why:

People with disabilities make good, dependable employees.

Employers of disabled workers consistently report that, as a group, people
with disabilities perform on par or better than their non-disabled peers on
measures such as productivity, safety and attendance.

People with disabilities are more likely to stay on the job.
The costs of job turnover, such as lost productivity and expenses related to
recruitment and training, are well known to most employers.

Hiring people with disabilities increases workforce morale.
Many employers report that teamwork and morale improves when
disabled workers become part of the staff.

People with disabilities are an untapped resource of skills and talents.

In many countries, people with disabilities have skills that businesses need,
both technical job skills and transferable problem-solving skills developed
in daily life.

People with disabilities represent an overlooked and multibillion-dollar
market segment. That market is disabled persons and their families and
friends. The annual disposable income of disabled persons is estimated to
be US$200 billion in the United States, $50 billion in the United Kingdom
and $25 billion in Canada. Ignoring this market may mean losing not

only the disabled consumer but his or her family and friends. As the
population ages, so does the incidence of disability. It makes sense to
have employees who know first-hand about the product and service needs
of this consumer segment.

NOILONAOYLNI



INTRODUCTION

ABOUT THIS RESOURCE MANUAL

Many employers who want to hire disabled workers have expressed difficulty in
finding disability information and sources of disabled job seekers tailored to their
needs. While the situation and resources vary in the different countries of Asia and
the Pacific, this guide can help. It lists organizations and sources of information to
help employers who value a diverse workforce that includes disabled persons.

EmployAbility includes the following information:

Information on how to access publications covering the area of
employment and disability, many of which are available free and are
accessible online;

A list of web sites that are specific to employer needs or that provide
general disability information;

Examples of corporate sector policies and good practices related to
employment of people with disabilities;

A list of national organizations or government offices that provide direct
assistance to employers who want to find disabled job seekers;

Other items such as checklists and fact sheets that provide immediate and
brief information.



PUBLICATIONS

Learning about disability and disabled workers need not be costly or difficult.

This section lists organizations and the publications they have available (for sale

or free) that deal with the employment of disabled persons. While some of the
material contains information specific to the legal or other conditions of its country
of origin, all contain general guidance that may be of value in any country or
workplace context.

PUBLICATIONS AVAILABLE AND FREE
OF CHARGE ON THE INTERNET

Australian Employers Network on Disability

This organization of employers provides fact sheets, newsletters and other
information online. Click on the “Newsletters” and “Fact sheets” items on the
menu for a complete list.

Web site: www.emad.asn.au

Sample fact sheet titles:
® Interviewing People with Disability, 2007
® Managing Someone Returning to Work, 2007
® Training for People with Disability, 2007

Canada Public Service Agency (CPSA)

The CPSA is a Canadian national institution that deals with human resources
management in the public service sector. The Diversity Division of CPSA offers
Creating a Welcoming Workplace for Employees with Disabilities, an online
publication worth reviewing.

Web site: www.psagency-agencefp.gc.ca

Employment and Disability Institute (EDI), Cornell University, United States

The EDI provides many resources and publications. Some can be downloaded
from the web site and others must be ordered or requested. Click on the “EDl's
digital commons collection” link on their “Publications” page for a full list of
publications, or browse by “Areas of expertise” or “Key words”.

Web site: www.ilr.cornell.edu/edi

SNOILVOI1dNnd



PUBLICATIONS

Sample publication titles:

® Comparative Study of Workplace Policy and Practices Contributing to
Disability Non-discrimination, 2004

® Disability in a Technology-Driven Workplace, 2003
® A Review of Selected E-Recruiting Websites: Disability Accessibility
Considerations, 2002
International Labour Organization (ILO)

The ILO’s Factory Improvement Programme (FIP) is a training initiative to
develop local factories’ capacity in industrial relations, health, safety and working
conditions. The FIP training programme includes the Disability in the Workplace
sub-module. To download the publication, go to “Want to learn more” item on
the main page of its web site, which leads you to the “Disability sub-module”.

Web site: www.ilofip.org

The ILO’s “Disability and Work” web site provides a list of publications, working
papers, research papers and reports on the training and employment of people
with disabilities. To download publications, go to the “Publications and working
papers” item on the main page.

Web site: www.ilo.org/employment/disability
Sample publication titles:
® |LO Code of Practice on Managing Disability in the Workplace, 2002
® Mental Health in the Workplace: Introduction and Executive Summaries, 2000

AbilityAsia is the ILO’s disability programme in Asia and the Pacific. Its web
site provides information, resources and a list of publications related to various
disability issues in the region. Check the site’s “Publications” section.

Web site: www.ilo.org/abilityasia
Sample publication titles:

® Unlocking Potential: A Multinational Corporation Roundtable on Disability
and Employment Asia and the Pacific — Proceedings of the Meeting, 2005

® Moving Forward: Toward Decent Work for People with Disabilities —
Examples of Good Practices in Vocational Training and Employment from
Asia and the Pacific, 2003

® Employment and Disabled Persons (Information sheet)

® The Basics of Vocational Assessment (Information sheet)



Japan Organization for Employment of the Elderly
and Persons with Disabilities (JEED)

JEED offers an online employment guide for employers and persons with
disabilities in Japan. Click on the “To see 2006 edition” button on its English web
site to download “Supporting the Employment of Persons with Disabilities, 2006"

Web site: www.jeed.or.jp/english

Virginia Commonwealth University, Rehabilitation Research and Training
Center on Workplace Supports and Job Retention (VCU-RRTC), United States

The VCU-RRTC web site on workplace supports and job retention provides
considerable information, resources and research reports about work and disability
issues. Many publications are free on the web site and others can be purchased
through linked sites. Go to the “Research” or “Resources” section to see lists

of articles, books, briefing papers, case studies, fact sheets and monographs or
manuals.

Web site: www.worksupport.com
Sample publication titles:
® Assistive Technology as a Workplace Support Fact Sheet, 2005
® Business, Disability and Employment: Corporate Models of Success, 2004

® Employers’ Views of Workplace Supports: VCU Charter Business
Roundtable’s National Study of Employers’ Experiences with Workers with
Disabilities Monograph, 2002

® Recruiting Qualified People with Disabilities

Transport and Tourism Division (TTD) of the United Nations Economic and
Social Commission for Asia and the Pacific (UNESCAP)

Barrier-Free Tourism for People with Disabilities in the Asia—Pacific Region,
published in 2003 by the Transport and Tourism Division of UNESCAP looks

at the economic rationale for developing barrier-free tourism and identifies
good examples of barrier-free tourism practices within Asia and the Pacific. The
publication can be downloaded from the “Publications archives” of the web site.

Web site: www.unescap.org/ttdw

SNOILVOI1dNnd



PUBLICATIONS

10

United States Chamber of Commerce

The Institute for a Competitive Workforce (ICW) of the US Chamber of Commerce
offers publications on the hiring of persons with disabilities. Go to the “ICW”
section on the “Program” menu of its web site. Click on the “Publications” item to
find various documents on hiring “Individuals with disabilities”.

Web site: www.uschamber.com
Sample publication titles:
® Disability Employment 101, 2004
® Disability: Dispelling the Myths — How People with Disabilities Can Meet
Employers’ Needs, 2004
United States Department of Labor (DOL)

The DOLSs Office of Disability Employment Policy offers publications on various
issues related to the employment of persons with disabilities. Its “Archives”
contains a list of fact sheets.

Web site: www.dol.gov/odep

Sample fact sheet titles:
® Accommodating Employees with Hidden Disabilities, 2000
® Diversity and Disabilities, 1996

® Small Business and Self Employment for People with Disabilities, 2000

PUBLICATIONS FREE UPON REQUEST

International Labour Organization

AbilityAsia: Hiring People with Disabilities — Employer Perspectives and
AbilityThailand are videos on CDs that are geared to an employer audience to
encourage employers to hire disabled workers by identifying specific benefits. For
video clips and contact information or to obtain a copy, go to the “Employers”
section of the AbilityAsia web site.

Web site: www.ilo.org/abilityasia



PRICED PUBLICATIONS

Employers’ Forum on Disability, United Kingdom

The Employers’ Forum on Disability is a membership organization of employers
interested in disability that advocates from the employers’ perspective. It offers

a variety of publications for sale or for free that specifically relate to the business
case, hiring and accommodating disabled workers and attracting disabled
customers. Visit its web site for a complete listing of available products and prices.

Web site: www.employers-forum.co.uk
Sample priced publication titles:

® \Welcoming Disabled Customers

Disability Communication Guide

Employment Action Files

Realising Potential

Briefing papers (on a variety of topics, including how to accommodate
individuals with different types of disabilities)

World Institute on Disability (WID), United States

WID is an internationally recognized public policy centre that works to strengthen
the disability movement through research, training, advocacy and public
education. WID's “Publications” section on its web site offers priced publications,
links to other sources and downloadable publications.

Web site: www.wid.org
Sample publication titles of interest to employers:

® How to Create Disability Access to Technology: Best Practices in Electronic
and Information Technology Companies, 2005

® Asking about Disability: A Guide for Individual Development Account
Administrators, 2002 (downloadable free of charge)

SNOILVOI1dNnd
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WEBSITES

Increasingly, web sites offer valuable guidance and information about employment
and disability. This section lists selected web sites of employers’ organizations

that deal with disability issues, organizations that provide information specifically
geared to employers and others that provide general information about disability.
It also includes a list of web addresses for disability-specific organizations and for
international and United Nations agencies that deal with disability.

EMPLOYERS' ORGANIZATIONS

Australian Employers Network on Disability, Australia
Web site: www.employersnetworkondisability.com.au

Business Advisory Council, Cambodia
Web site: www.bac.org.kh

Employers’ Forum on Disability, United Kingdom
Web site: www.employers-forum.co.uk

Employers Network on Disability, Employers’ Federation of Ceylon, Sri Lanka
Web site: www.empfed.lk/employment.htm

Realising Potential, United Kingdom
Web site: www.realising-potential.org

US Chamber of Commerce, United States
Web site: www.uschamber.com

Workway, Ireland
Web site: www.workway.ie

INFORMATION FOR EMPLOYERS

ILO AbilityAsia web site — Employers’ Corner
Web site: www.ilo.org/abilityasia

Employment and Disability Institute, Cornell University, United States
Web site: www.ilr.cornell.edu/ped

Employer Assistance and Recruiting Network, United States
Web site: www.earnworks.com

JobAccess, Australia
Web site: www.jobaccess.gov.au

Job Accommodation Network, United States
Web site: www.jan.wvu.edu

S3LIS9IM
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National Centre for Promotion of Employment for Disabled People, India
Web site: www.ncpedp.org

Worksupport.com — Information, Resources and Research about Work and
Disability Issues, United States
Web site: www.worksupport.com

GENERAL DISABILITY INFORMATION

Asia Pacific Development Center on Disability
Web site: www.apcdproject.org

The Commonwealth Rehabilitation Service Australia
Web site: www.crsaustralia.gov.au

Cornucopia of Disability Information, United States
Web site: codi.buffalo.edu

Center for International Rehabilitation Research Information and Exchange,
United States
Web site: cirrie.buffalo.edu

WEBSITES

Tech For All, United States
Web site: www.tech-for-all.com

GENERAL DISABILITY ORGANIZATIONS

Action on Disability & Development, United Kingdom
Web site: www.add.org.uk

Beyond Ability International
Web site: www.beyond-ability.com

Braille Without Borders
Web site: www.braillewithoutborders.org/ENGLISH

Daisy Consortium
Web site: www.daisy.org

Disability Awareness in Action, United Kingdom
Web site: www.daa.org.uk

Disabled Peoples’ International
Web site: www.dpi.org

Disability Rights Education & Defence Fund, United States
Web site: www.dredf.org

Handicap International
Web site: www.handicap-international.org

14




Inclusion International
Web site: www.inclusion-international.org

Rehabilitation International
Web site: www.rehab-international.org

World Blind Union
Web site: www.worldblindunion.org

World Federation of the Deaf
Web site: www.wideaf.org

World Federation of the Deafblind
Web site: www.widb.org

World Network of Users and Survivors of Psychiatry
Web site: www.wnusp.net

Workability International
Web site: www.workability-international.org

World Rehabilitation Fund
Web site: www.worldrehabfund.org

S3LIS9IM

INTERNATIONAL AND REGIONAL ORGANIZATIONS
United Nations

United Nations Global Compact
Web site: www.unglobalcompact.org

ILO — general
Web site: www.ilo.org

ILO - AbilityAsia
Web site: www.ilo.org/abilityasia

ILO — Disability and work
Web site: www.ilo.org/employment/disability

ILO — SafeWork
Web site: www.ilo.org/safework

United Nations Economic and Social Commission for Asia and the Pacific (ESCAP)
Web site: www.unescap.org/esid/psis/disability

United Nations Enable
Web site: www.un.org/esa/socdev/enable

15




WEBSITES
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United Nations Food and Agriculture Organization (FAO) — Empowering the
rural disabled in Asia and the Pacific
Web site: www.fao.org/waicent/faoinfo/sustdev/PPdirect/PPre0035.htm

Others

Asian Development Bank
Web site: www.adb.org/socialprotection/disability.asp

European Commission Directorate General on Employment and Social Affairs
Web site: europa.eu.int/comm/employment_social/disability/index_en.htm|

World Bank
Web site: www.worldbank.org/disability



POLICY
EXAMPLES

Many corporations and employers’ organizations have policies or formal
statements that address their principles on diversity and/or non-discrimination
in the workplace. Some have policies specific to hiring workers with disabilities;
others have indicated special projects or partnerships to encourage the training,
employment and/or workplace integration of disabled persons. Examples

of different policies, principles or initiatives relating to disabled persons and
employment are provided in this section. The policy names and company web
sites follow:

® Australian Chamber of Commerce and Industry
Web site: www.acci.asn.au

® American Telephone &Telegraph (US)
Web site: www.att.com

® British Broadcasting Corporation
Web site: www.employers-forum.co.uk

® Employers’ Federation of Ceylon
Web site: www.empfed.lk

® |[nternational Labour Organization
Web site: www.ilo.org

SATdINVX3E ADIT0Od

® Marriott International
Web site: www.marriott.com

® Marriott Foundation for People with Disabilities
Web site: www.marriott.com/foundation/default.mi

® Nike
Web site: www.nike.com/nikebiz

® Nike
Web site: www.nike.com/nikebiz/nikeresponsibility

® \Westpac Banking Corporation
Web site: www.westpac.com.au

17
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AUSTRALIAN CHAMBER OF COMMERCE
AND INDUSTRY (ACCI)

Employment for People with Disabilities'

PRINCIPLES OF DISABILITY EMPLOYMENT POLICY

ACCI advocates, through its general employment policy, for a system that enables
all Australians to be competitive in the employment market. While the extent of
disability for each person with a disability is unique, ACCI advocates for a diverse
workforce in which people participate where they are able to do so.

More than 670,000 Australians of working age now receive the Disability Support
Pension — more than the number receiving unemployment benefits. The growth
in numbers has been in excess of 60 per cent over the past ten years. This trend
indicates that an ageing Australian workforce, together with growing numbers

of people with disabilities, has potential to seriously erode labour supply and

add significantly to public outlays. In an era of improved health and longevity

and declining lost-time injuries in the workplace, growth in the incidence of
disability should be seriously questioned. Policies that encourage greater reliance
on income support must be discarded in favour of better rehabilitation and
employment policies.

A new focus on disability employment is required urgently due to the failure of
past approaches that, while leading to an array of fragmented public policies and
programmes, have failed to achieve adequate employment and participation
outcomes for people with disabilities who have significant work capacity.

ACCI, through its education and training policy, promotes equality of education
opportunities and options for people with special needs, including disabilities.
This means providing access to and appropriate support for people with
disabilities in education and training to ensure they have opportunities to develop
marketable skills that meet the needs of business.

Through its economic policy, ACCl articulates long-term aims of full employment
and an acceptable distribution of income and wealth across the community.
Having people with disabilities of workforce age entirely reliant on income support
for long periods of their lives undermines these objectives. Without remedy, it will
contribute to unsupportable growth in public expenditure.

Workplace-relations regulation must have the ultimate effect of encouraging
—rather than discouraging — the employment of people with disabilities. ACCI
workplace-relations policy is based on principles of simplicity and minimizing
regulations and that the determination by employer and employee at the
workplace level are particularly relevant to the employment of people with
disabilities. An overly protective, rights-based approach to employment regulation

' Download from: www.acci.asn.au/text_files/policies/2007/EmploymentPeopleDisabilitiesPolicy2007.pdf



for people with disabilities will detract from, rather than assist, an increase in
employment levels.

ACCI policy also advocates improved health and safety performance, better
rehabilitation and return-to-work outcomes. Ageing increases the incidence

of disability in the community, particularly within the cohort of mature age
employees. This trend will require higher priority to be given to the prevention of
workplace injury and disease and to the reform of workers’ compensation schemes
to create greater incentives and supports for injured employees to return to work
and to protect employers willing to recruit and retain employees with disabilities
from unreasonable risk and cost.

POLICY OBJECTIVES

Participation and support for people with disabilities

ACCI supports participation policies and support systems for people with
disabilities that:

® Ensure that people with disabilities participate to the full extent of their
abilities, in employment and in the community;

® Recognize that disability does not automatically equate with an inability
to work and require people with disabilities to take up employment where
it is reasonable for them to do so;

® Discourage reliance on income support by those who have a significant
capacity to work;

® Introduce appropriate mutual obligation requirements relative to those
met by people without disabilities;

® Provide most support to those most in need of assistance, including
supported employment options;

® Ensure that people with disabilities who are able to work enjoy the rewards
of employment and are always better off in work than when reliant on
income support;

® Redirect public funding away from passive income support to
rehabilitation and employment assistance;

® Do not create abrupt changes in the composition of the labour force
without adequate and well-planned support for employers.

SATdINVX3E ADIT0Od

19



Training and education for people with disabilities

Australia has disappointing rates of participation for people with disabilities in
vocational education and training — less than 2.5 per cent, compared with 11

per cent of all workforce-age Australians. Training retention rates and eventual
employment outcomes are also well below average, as people with disabilities are
less likely to complete their training and graduates with disabilities are less likely
to find employment.

ACCI promotes training and education policies that:
® Develop and recognize marketable skills;

® Improve transitions for young people with disabilities from school to
further education and training;

® Promote participation in vocational education and training through early
intervention in schools;

® Provide appropriate assistance for people with disabilities to undertake
education and training;

® Ensure that people with disabilities are acknowledged as potential
participants in programmes that address areas of skills shortages wherever
reasonably practical;

® Provide for people with disabilities to upgrade their skills while in work and
re-skilling where disability is a barrier to returning to a former occupation;

® Are effectively linked to employment and pre-employment programmes
so that people with disabilities have continuity in the assistance they
require to move from training and education to work.

POLICY EXAMPLES

EMPLOYMENT FOR PEOPLE WITH DISABILITIES

ACCI supports employment policies that:

® Promote the employment of people with disabilities to employers and
within the wider community;

® Provide for a range of employment options that acknowledge, fairly and
realistically, the circumstances and capacity of each individual and the level
of support required;

® Guarantee professional assistance in the recruitment and integration of
employees with disabilities in the workplace that is well coordinated and
informed by employers’ needs and that forms part of the community’s
obligation to people with disabilities;

® Do not provide disincentives or unreasonable burdens for employers
seeking to include people with disabilities in their workforce;

20




® Acknowledge that not all industries are able to accommodate people
with disabilities to an equal degree due to the inherent nature of their key
occupation types;

® Reduce complexity and red tape across the range of employment and
vocational education and training programmes designed for people with
disabilities;

® Establish effective linkages between rehabilitation, training and return-to-
work programmes;

® Acknowledge and reward employers who make substantial effort to
increase the numbers of people with disabilities in their workforce.

WORKPLACE RELATIONS

Employers will be most likely to provide greater employment opportunities
for people with disabilities if there is as simple and straightforward process as
possible for such employment.

ACCI actively pursues workplace relations policies that:

® Provide for the employment of people whose productivity is limited by
their disability under the Supported Wages Scheme;

® Seek reform of inflexible workplace regulations that restrict employers’
ability to accommodate people with disabilities;

® Ensure that people with disabilities have the same access to flexible
working arrangements under the workplace relations system as all other
employees, including individual agreement making and agreement
making with or without the involvement of trade unions.

OCCUPATIONAL HEALTH AND SAFETY
AND WORKERS' COMPENSATION

ACCl is committed to the achievement of an OHS outcome for Australian
workplaces where every person in the workplace has a safe place of work and a
safe method of working, as far as is reasonably practicable, including:

® |mproving workplace OHS performance to reduce work-related injury and
disease;

® Increasing the capacity of employers to achieve improved OHS
performance;

® Ensuring that OHS and workers’ compensation systems encourage early
intervention;

SATdINVX3E ADIT0Od
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® Promoting responsible participation by employees and encouraging their
disclosure of conditions that may affect employers’ ability to maintain
adequate levels of safety in the workplace;

® Ensuring that an awareness of OHS issues is incorporated into appropriate
workplace induction and vocational education and training programmes;

® Establishing an OHS policy that clearly defines roles and responsibilities of
everyone in the workplace;

® |Involving all employees in a joint approach to improving OHS
performance;

® Providing appropriate information and training to meet the needs of the
workplace and employee participation;

® Minimizing risk, including identifying, assessing and controlling hazards,
and ongoing monitoring, evaluation and review;

® Reforming workers compensation schemes that contain disincentives to
early rehabilitation and return to work.

Recent trends in the regulation of OHS and workers’ compensation schemes

are placing a higher duty of care on employers that may result in disincentives

to employ people who present additional OHS risks. This does little to help
increase employment opportunities for people with disabilities in many industrial
settings where there are significant, additional costs associated with advanced
risk-management processes. Employers who welcome people with disabilities
into their workplaces should not be penalized for doing so. While employers wish
to promote the employment of people with disabilities in a non-discriminatory
workplace, shifting public costs of support for people with disabilities to private
cost or risk only hinder employers’ capacity to offer employment.

ANTI-DISCRIMINATION

ACCI accepts the general principle of equal opportunity, which underpins any anti-
discrimination law. ACCI promotes the understanding that discrimination is not an
acceptable human resource practice, does not constitute an appropriate basis for
human resource decision making and is contrary to the interests of business.

ACCI’s policies on discrimination against people with disabilities are incorporated
in its blueprint for the Australian workplace relations system, entitled Modern
Workplace: Modern Future.

Employers already bear a considerable regulatory burden from a range of Federal
and State anti-discrimination laws. Additional regulation that introduces far-
reaching and unspecified obligations on employers or mandatory requirements
such as employment quotas cannot be supported.



FUTURE DIRECTIONS

To make real progress in this area, a concerted and well-coordinated effort must
be made on the part of governments and the community sector, working in
partnership with employers to achieve the following key goals:

1. Eliminating aspects of social and industrial policies that create disincentives for
people with disabilities to take up employment;

2. Examining the reasons for the growth in welfare reliance among people with
disabilities and the factors that need to be addressed to stem unacceptable
exit rates from the labour force;

3. Providing enhanced employment opportunities for people with disabilities
through training, workplace support and community education;

4. Providing consistency and ease of transition between programmes that aim
to assist people with disabilities in education, training, pre-employment,
employment and return to work;

5. Improving community awareness of the benefits of increased employment for
people with disabilities and recognizing employers who make a commitment
to employ workers with disabilities;

6. Providing adequate and well-communicated support and incentives for
employers, together with a reduction in risks and red tape;

7. Ensuring that employers are not liable for the costs of adjustment where
welfare reform measures lead to significant change in the composition of
labour markets.

THE POLICY FRAMEWORK

Sustained and sustainable economic growth underpins improvement in the
standard of living of all Australians. Through participation in work, people with
disabilities are able to make a valuable contribution and share in the benefits of
employment.

At the same time, ACCl recognizes that increasing the capacity of people with
disabilities to participate in employment and in many other areas of community
life will bring greater opportunities for improved markets in assistive and adaptive
technologies that remove barriers.

ACCI plays an active part in the development, monitoring and evaluation of
education and training policies and initiatives and labour market policies and
programmes to ensure they meet the needs of business and industry in a dynamic
and competitive global economy. From this perspective, ACCl is ideally placed to
perform a lead role in developing new approaches to improve the participation
and competitiveness of people with disabilities in labour markets.

SATdINVX3E ADIT0Od
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AMERICAN TELEPHONE & TELEGRAPH (AT&T)
Corporate Disability Policy (United States)

AT&T is committed to a program of affirmative action aimed at ensuring equal
opportunity and providing reasonable accommodations to the physical and
mental limitations of qualified job applicants and employees. No individual will be
unlawfully discriminated against because of a physical or mental disability, because
he or she may require a reasonable accommodation, or because of his/her status
as a covered veteran.

AT&T's policy is to recruit, hire, train and promote individuals with disabilities,
special disabled veterans, veterans of the Vietnam War era and other eligible
veterans without discrimination in all job titles. Further, the policy ensures that all
other personnel actions are administered without unlawful regard to disability and
that employment decisions are based on valid job requirements.

Employees and applicants shall not be subjected to harassment, intimidation,
threats, coercion or discrimination because they have engaged in or may engage
in any of the following activities:

® Filing a complaint;

® Assisting or participating in an investigation, compliance review, hearing
or any other activity related to the administration of Section 503 of the
Rehabilitation Act of 1973 [US], as amended, or the Vietnam Era Veterans’
Readjustment Assistance Act of 1974 (VEVRAA), as amended, or any other
federal, state or local law requiring equal opportunity for individuals with
disabilities or special disabled veterans, veterans of the Vietnam War era
or other veterans;

® Opposing any act or practice made unlawful by Section 503 (VEVRAA)
or the implementing regulations in any other federal, state or local law
requiring equal employment for individuals with disabilities or special
disabled veterans, veterans of the Vietnam War era or other veterans;

® Exercising any other right protected by Section 503 (VEVRAA) or their
implementing regulations.

AT&T commits to monitoring and measuring the effectiveness of its affirmative
action program.



BRITISH BROADCASTING CORPORATION (BBC)

Action Plan for the Broadcasting and Creative Industries
Disability Network Manifesto?

The Broadcasting and Creative Industries Disability Network brings together
major broadcasters in the United Kingdom to explore and address disability as it
relates to the media industry. The network makes it easier for members to recruit
and retain disabled people and to promote and share best practices across the
industry. The BCIDN started under the auspices of the Employers’ Forum on
Disability, and all members of the BCIDN are members of the forum.

As a member of the BCIDN, the BBC has an action plan aiming to:
® Increase the presence of disabled people on air and on screen
® Increase the number of disabled people in all areas of the workforce
® Increase access to services, on and off air

® FEnsure access to its buildings

THE BBC ACTION PLAN

1. The BBC aims to increase the presence of disabled people on air and on
screen.

What we have already done:

The BBC introduced on-screen disability portrayal targets, most of which have
been met:

® At least one regular disabled character in a returning drama series on BBC
1 (Paul Henshall in Holby City).

® Three factual and leisure shows on BBC1 and BBC2 to feature at least
one disabled contributor per series (Beyond Boundaries, BBC 2 — 11
disabled contributors; Ade Adepitan on Xchange, BBC 1 & CBBC and now
Sportsround, BBC 1, Grandstand, BBC 1 covered new wheelchair doubles
event at Wimbledon).

® Three key entertainment series on BBC1 and BBC 2 to feature a minimum
of one disabled contestant in 50 (Weakest Link & Jet Set on BBC 1,
Mastermind on BBC 2).

® BBC3 to broadcast one drama or entertainment series with a regular
disabled character. This has been more than met by I'm with Stupid that

2 Download from: www.employers-forum.co.uk/www/bcidn/manifesto/2006-action-plans/bbc-bcidn-report.pdf
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began on BBC 3 on September 10 2006 and features a number of disabled
characters, in addition to the lead role played by Paul Henshall.

BBC4 to broadcast a minimum of two profiles of people of achievement
per year, with an ambition to develop new on-screen talent in its factual
output (profiles of Ray Charles; Mohammed Ali).

In addition, there are many other examples of the BBC's increasing commitment to
the inclusion and portrayal of disabled people in TV output:

New Street Law and Ready Steady Cook on BBC 1 BCIDN BBC Manifesto
Update

Ballamory and Something Special on Cbeebies

Soundproof, A Thing Called Love, Top Gear and Junior Mastermind on
BBC 2

House of Tiny Tearaways on BBC 3

BBC News correspondent Frank Gardner, recently disabled, has been
featured in various reports.

In radio:

In Touch and You and Yours on Radio 4, presented by Peter White,
regularly features items of interest and relevance to disabled people,
likewise Woman's Hour and Sound Advice, presented by Gyles Brandreth.

Nick Clarke, presenter of PM and disabled as a result of cancer, kept an
audio diary about his experiences and the effect losing a leg has had on
him and his family, which was broadcast on Radio 4 just prior to his return
to his anchor role on PM.

The Archers on Radio 4 has blind actor Ryan Kelly playing the regular
character Jazzer.

Sound Barriers a Radio 4 drama featured deaf actor Steve Day.

The Lights, a Radio 4 drama featured wheelchair-using actor Luke Hamill
playing a wheelchair-using character.

My MS and Me, another Radio 4 drama written by Jim Sweeney, who has
MS.

Peeling, on Radio 3, written by visually impaired writer Kaite O'Reilly

Watch the Spider, also on Radio 3, written and performed by Andy Mclay,
a paraplegic, about his experiences.



Other audience:

® The BBC commissioned the first-ever comprehensive, in-depth research

into learning disabled audiences, covering what they watched, how well
they thought their needs were catered for and what specific programmes
they would like see on TV in the future.

A key finding of the learning disabled research was the importance of TV
soaps to learning disabled people, providing them with a window to the
world, helping them to understand everything from relationships to what
goes on in a pub. This led to the overwhelming desire to see themselves
represented in these programmes above all others, particularly significant
in the light of the current Eastenders’ storyline about Billy and Honey's
baby having Down'’s Syndrome.

The BBC —in conjunction with Channel 4 and the Actor’s Centre —ran the
Talent Fund for Disabled Actors, a training and development scheme for
25 disabled actors, selected through nation-wide open auditions. The
aim was to increase the pool of disabled acting talent available to casting
directors.

BBC Children’s has worked closely with the National Deaf Children’s
Society to produce a guide for programme makers on how to ensure that
their programmes are inclusive of and accessible to Deaf children.

What we will be doing going forward:

The Production Handbook - a guide for programme makers on the
Disability Discrimination Act (DDA) — is currently being updated and will
be re-launched.

A recent audit of a range of BBC programmes has been carried out to
assess provision for studio audiences and contributors under the DDA.
Follow-up meetings with production teams will be held to ensure that
the recommendations arising from the audit are carried out so that
programmes are compliant with the DDA.

A portrayal monitoring survey of BBC TV peak time output has recently
been commissioned; results will be available at the end of 2006. The
survey will be presented to the TV Commissioning Group and will be used
to inform policy on inclusion and portrayal going forward.

BBC TV division (soon to become BBC Vision) recently appointed Mary
Fitzpatrick as Editorial Executive for Diversity to further help increase the
diversity of participants in BBC output, with a specific focus on disability
and ethnicity.

Mary is currently reviewing the Disability Portrayal targets with a view to
setting new, more stretching targets.

SATdINVX3 ADIT0Od
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Already commissioned but not yet broadcast TV programmes include
New Street Law Series 2 and a new children’s drama, Desperados, about a
disabled basketball team.

Already commissioned but not yet broadcast radio output includes Rean’s
Girls, a Radio 4 afternoon play written by Kaite O'Reilly, who is visually
impaired; Daybreak, an afternoon play written by disabled writer Tom Ray
and a commission for an afternoon play written by Sue Townsend who is
now blind.

Increase the number of disabled people working in production for the
BBC, either in-house or through independent commissions.

Continue to actively encourage the inclusion of disabled people in
mainstream programming as well as targeted programming that works in
the mainstream, such as Beyond Boundaries and I'm With Stupid.

Begin the search for a learning disabled presenter for Children’s on-air
presentation.

In radio, re-investigating ways to ensure that programmes featuring

items of interest to the disabled audience are flagged on BCIDN BBC
Manifesto Update to that audience. BBC Radio Factual is also considering
introducing a regular Disability Newsletter.

EMPLOYMENT

2. The BBC aims to increase the number of disabled people in all areas of the
workforce, including production

The DDA states that:

It is unlawful to treat disabled applicants or employees less favourably for
a reason related to their disability, unless that treatment can be justified.

Employers must also make reasonable adjustments to premises or working
arrangements that place a disabled person at a substantial disadvantage.

In order to meet these legal obligations, the BBC continues to:

Review recruitment practices so that job opportunities are accessible to
disabled people (advertising, selection and assessment procedures).

Make reasonable adjustments for employees who are or become disabled
during employment.

The BBC's commitment to providing a reasonable level of support to its
disabled staff was factored into the out-sourcing contract with Capita.



In addition the BBC is committed to:

® Assessing the current level of disabled employees and has set a Disability
Employment Target of 4% to be met by December 2007 after which they
will be reviewed. We are currently the only broadcaster to have a publicly
announced target.

® Consulting with our disabled staff.

® Monitoring progress regularly at the Diversity Board; Mark Thompson
chairs this board and members are all the Divisional Directors.

® Continuing to monitor our disabled workforce.

® Continuing to run Extend, maintaining its more recent, successful focus on
placements in production areas and reviewing the feasibility of increasing
the number of Extendees taken on annually. The pan-BBC Access Unit
has now been in operation for five years, offering a range of services to

disabled staff that ranges from access assessments for new starters or
newly disabled existing members of staff to reasonable adjustments to
trained facilitators who can undertake some production roles to general
support and advice. In addition, they are now also advising production
teams working with disabled contributors on technical and production
related issues, such as Desperados.

® Continue to have a dedicated assistive technology manager.

ACCESS TO GOODS & SERVICES

3. The BBC aims to increase access to services, on and off air.

SATdINVX3 ADIT0Od

The DDA states that it is unlawful for service providers to treat disabled people
less favourably, unjustifiably. Service providers:

® Must make reasonable adjustments to practices, policies and procedures
that make it impossible or unreasonably difficult for disabled people to
use the service.

® Must provide aids, such as a textphone or information in alternative
formats (disc, tape or Braille), where they would help a disabled person
use a service that would otherwise be inaccessible.

In broadcasting,”services” include:
® Programmes (subtitling, audio description and signing)
® Programme support services (helplines, booklets, fact sheets)

® \Web sites
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Service provision commitments:

® The BBC is committed to subtitling 100% of programming on BBC 1, BBC
2, BBC News24, BBC 3, BBC 4, CBBC and CBeebies by 2008.

® Currently 95% of BBC 1 and BBC 2, and 80% of the remaining channels,
are subtitled.

® The BBC is committed to signing 5% of programming on all of the above
channels by 2008.

® Currently, at least 4% of each channel is signed.

® Finally, the BBC is committed to audio describing 10% of programming on
BBC 1, BBC 2, BBC 3, BBC 4, CBBC and CBeebies by 2008.

® Currently, at least 8 per cent of these channels’ content is audio described.

The BBC is exceeding its Ofcom quotas on access services each quarter
and is also on track to meet the quotas required by Ofcom by 2008.

BBC Information provides programme details and other BBC public documents in
a variety of accessible formats. The BBC Information Directory is available free; in
addition to the standard version, there is also a simple English version, an audio
version and a large print version.

Web site accessibility

The BBC has continued in its commitment to making its content as accessible to
as wide an audience as possible. This has been reflected in the establishment of
an accessibility team in 2005 and 2006, the first with a brief to deliver accessible
educational content for BBC Jam [no longer on air] and the second focusing on
the delivery of accessible future services, starting with BBC iPlayer.

POLICY EXAMPLES

® The first prototypes of bbc.co.uk’s future subtitling service were seen in
2005/06 in both the Click Online and iMP (Interactive Media Player) Trials.
The learning from these prototypes has enabled bbc.co.uk to develop the
necessary technologies to deliver subtitling for its future content. This will
culminate in the launch of the first subtitles service for online AV content
as part of BBC iPlayer in 2007.

® The BBC launched My Web, My Way (bbc.co.uk/accessibility) in 2005.
The web site aims to equip anyone using a computer with the tools
and understanding to enable them to make the most of the Internet,
whatever their ability or disability and regardless of the operating system
(Windows, Mac or Linux) they use. The site provides advice and help to all
those people who would benefit from making changes to their browser,
operating system or computer by giving advice on a wide range of
specialist hardware, such as alternative keyboards and mice, and software,
such as voice recognition, screen reading and word prediction.
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® Cbeebies have worked closely with young children with motor disorders,
such as Cerebral Palsy, to design a dozen fun and inclusive games for
children 6 years old and younger. The Cbeebies team have proved that
designing and adapting games to be controlled by switches rather
than pointing devices is “child’s play”, such as Roly Mo, Snag a Snoot,
Teletubbies: Let's Count, Teletubbies: Peek-a-boo, Tots TV: Counting Song
(this works automatically with single switch), Boogie Beebies: What am 17;
Razzledazzle: Chit Chat Chest, Something Special: Old Macdonald’s Farm,
Something Special: Transport Snap, Tikkabilla: Emotion Theatre, Tweenies,
Startastic Captain Jake: Tweenies, Hide and Hear, the Adventures of
Debbie Duck, Tweenies: Make Music with Max (all these can be found on
www.bbc.co.uk).

BBC iPlayer accessibility

The BBC is committed to making its broadcast and online products and services as
accessible as possible. The BBC iPlayer proposal for an online TV catch-up service
is no exception, bringing both best practice in accessible web site design and TV
access services together in one service.

The interface has been built with the consultation of the BBC New Media Access
Team and various accessibility consultants. This ongoing consultation has fed into
every stage of the BBC iPlayer design, which has enabled the development team
to build a platform from which accessible interfaces with additional accessibility
features, such as the display settings options, can be built.

This BBC iPlayer will also feature TV-style access services (subtitles, audio
description and British Sign Language). Each solution has been designed to
maintain the high standards of the BBC's linear TV services and will match the
BBC's TV access services commitments by 2008.

With accessibility as one of its key objectives, the BBC iPlayer will set the standards
for accessibility for all future BBC digital services.

BBC WORKPLACE

4. The BBC aims to ensure access to its buildings

® [n 2001 the BBC initiated a long-term process aimed at establishing
improved access for disabled staff, visitors and artists across the BBC
estate. We initially carried out a programme of site audits across the entire
estate and this produced a substantial list of potential improvements for
consideration and action. BCIDN BBC Manifesto Update Items identified
ranged from minor works to more significant building improvements.
BBC Workplace subsequently initiated a specific project to put in place a
rolling programme of works that has so far led to a financial commitment
in excess of £3m of improvements and upgrades across the estate.

SATdINVX3E ADIT0Od
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Detailed improvements
The work so far carried out typically covers:
® FExternal building approach and car parking provision
® New and improved ramping
® Reception works
® Toilet works (both new and upgrades)
® New doors, some door automation and improved vision panelling
® Better signage
® Provision of deaf alerters and hearing induction loops
® Lift-car improvement works
® A new lift for Belfast
® Lighting and colour contrast improvements for the visually impaired
® Renewal of and improvements to handrails
® Access improvements to studios and audience areas
® Better dressing room provision
® Projects to assist some disabled staff in their workspace.
New buildings and major refurbishments

In addition to the above, the BBC has also embraced access improvements into all
of major site developments, most notably at White City and Broadcasting House
in London and at Pacific Quay in Glasgow. Furthermore, when we carry out any
significant upgrades or refurbishments to our present buildings, we always ask if
we can build in access improvements. When proposing a move into a new site, we
also ensure that a full DDA-related audit is carried out. The audit report informs
our judgement as to the suitability of the site in question.

Ongoing commitment

All of the listed details here outline our seriousness in seeking to make necessary
and important improvements. We recognise, however, that the process is not
yet complete and that we still have a number of access challenges to overcome,
particularly in some of our larger and older buildings. Nevertheless, our strategic
vision is clear, and we remain fully committed to the process of improving
accessibility across the BBC estate, wherever this is possible.

(2006)



EMPLOYERS' FEDERATION OF CEYLON

Code of Good Practice on Managing Disability
Issues at the Workplace?

This Code, prepared by the Employers’ Federation of Ceylon — Network on
Disability, is intended to provide practical guidance on the management
of disability issues at the workplace and is recommended for constructive
consideration and adoption by employers as appropriate.

POLICY STATEMENT

The organization is committed to the creation of a diverse workforce, which
accurately reflects the needs and aspirations of its employees, the customers and
the community it serves. Organizations adopting this Code are also committed
to the creation of effective workplace disability management practices to

enable disabled employees to make a significant contribution in their place of
employment, in jobs matched to their skills and abilities.

OBJECTIVES

The code aims to:

® Provide opportunities of productive employment to the disabled and
Improve employment prospects for persons with disabilities in the mutual
interest of the employee, the organization and the society in general by
facilitating recruitment, return to work, job retention and job opportunities
for advancement.

® Promote a safe, accessible and healthy workplace.

® FEnsure that the work environment and working practices do not present
prejudices and unreasonable barriers, which may prevent disabled people
participating fully in work for which they are suitably qualified within the
organization.

® Maximize the contribution that employees with disabilities can make to
the organization.

STATUS OF THE CODE

This Code does not impose legal obligations nor is it an authoritative statement of
the law. Consideration of this Code for adoption is purely on a voluntary basis by
those organizations that wish to promote the objectives recognized herein above
or those related thereto.

3 Download from: www.empfed.lk/employment.html
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WHAT IS A DISABILITY?

A disability can be defined as a physical, sensory, intellectual or mental
impairment, which has an adverse impact on a person'’s prospect of securing,
returning to, retaining and advancing in suitable employment.

OBLIGATIONS UNDER THE CODE
General

The organization is committed to treat a disabled person in a manner not less
favourable than any other employee in relation to all matters pertaining to
employment.

The organization shall make reasonable adjustments wherever possible to ensure
the eradication of unfair/unethical barriers that hinder the contribution of disabled
employees.

Listed are some examples of adjustments:

® Making adjustments in access to premises/work stations.

® Acquisition of appropriate equipment or modification of equipment as
required.

® The grant of leave from work as reasonable for rehabilitation, assessment
or treatment.

Provision of training and retraining as relevant.
Provision of special safety features as reasonably required.

Ensuring appropriate supervision/mentoring.
Managers responsibilities — Recruitment and selection

® To ensure advertisements/applications are publicized in a non-
discriminatory manner through the inclusion of a statement that promotes
diversity in employment, and encourages applications from candidates
with disabilities.

® Disabled job applicants who possess the essential selection criteria should
be granted the opportunity of an interview.

® Staff involved within the recruitment process should be provided with an
induction to the contents of this Code.

® \Wherever possible the employer should accommodate adjustments to the
recruitment process to enable candidates with disabilities to participate
and perform on an equal basis with other candidates. For example, by
permitting a sign language interpreter at the interview.



Induction, training and continuous support

The line manager should ensure that information essential to the job

and workplace such as job instructions, work manuals, information on
staff rules, grievance procedures, and health and safety procedures are
communicated to employees with disabilities in a format that assures that
they are fully informed.

The line manager will be responsible for conducting discussions with
disabled appointees regarding their individual needs, such as the need for
specific facilities and equipment. The line manager will also be responsible
for ensuring that reasonable support is provided. Advice should be
available from the team human resources adviser who can arrange to
undertake or arrange ergonomic workplace visits by experts and advise on
appropriate equipment and facilities as necessary.

Confidentiality should be maintained at all times in relation to all matters
pertaining to the disability as may be discussed and the appointee,

in consultation with the line manager, shall decide what information
concerning the disability is divulged to colleagues.

It is desirable and recommended that a fellow employee acts as a
temporary guide/mentor to offer assistance as necessary to the new
employee by mutual agreement. The new employee should be informed
of the first point of contact for advice or assistance on any issues in
relation to the disability and the follow up procedure as may be required
thereafter.

Career development

Equal opportunities with other employees at the workplace should be
afforded to employees with disabilities to acquire the skills and experience
necessary to develop their full potential within the organization.

Employees should be encouraged to apply for promotion, particularly
where it appears that they may be reluctant to do so, because of an
impairment arising from their disability, or perceived obstacles in their
working environment.

Information about career development and promotional opportunities
should be made available and communicated in a manner and form that is
accessible to employees with disabilities.

Health and safety

Managers should pay particular attention to health and safety issues
relating to disabled employees to ensure that they and their colleagues
are fully aware of the safety procedures.

SATdINVX3E ADIT0Od
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® The human resources division should be familiar with different methods
of evacuation for disabled employees (wheelchair users or employees
with mobility impairments). In all cases, individual disabled staff will be
consulted regarding the procedure for evacuating the building in a safe
and dignified manner, in advance of any emergency, i.e. as part of risk
assessment.

® Unit heads and/or line managers should ensure that a risk assessment is
carried out and a personnel evacuation plan drawn up.

Employees being disabled while in employment or aggravation of disability

® In the event that an employee was to become disabled during the course
of his/her employment, or a disability is aggravated, the primary aim is to
enable the employee to retain or return to his/her substantive job. Where
it is not reasonably possible to do so the employee should be found
suitable alternative employment within the organization with due regard
to the employee’s skill and competence, with re-training opportunities
provided where necessary.

® The line manager will need to consult the disabled employee at

appropriate stages about what his/her needs are and what effect the
disability might have on future employment. For example, where the
employee has a condition that could gradually worsen/deteriorate.

Providing work experience opportunities for disabled people

® The organization will encourage and promote the offer of work
experience/training opportunities to disabled people in different skills
and competencies with a view to enhancing their career development and
enabling access to employment.

ISSUES AND CONCERNS RAISED BY DISABLED APPLICANTS
AND EMPLOYEES

POLICY EXAMPLES

® A disabled employee will have the right to raise any matter of concern
pertaining to or arising out of his/her disability with the line manager in
the first instance, and if required, follow it up thereafter in accordance with
a recognized procedure with the management.

® \Where a job applicant or employee perceives an experience of
discrimination or disadvantage in relation to his/her disability during the
recruitment process or while in employment, an avenue should be made
available for such perceived grievance to be drawn to the attention of
the relevant team human resources advisor/manager; and such grievance
should be suitably investigated and addressed as required.
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® The human resources division will also welcome feedback on this Code,
particularly in relation to any concerns or issues that any employee may
have in relation to its applicability and operation.

® The employer will not condone any activity of harassment on grounds of
disability.

7. RESPONSIBILITIES FOR IMPLEMENTING THE CODE

The employer is responsible for ensuring that staff members who are involved

in selection and other employment related areas be adequately informed and
trained in relation to disability issues. All employees in the organization should
also be familiar with the provisions of this Code to ensure that the principles and
practices as outlined in this Code are observed.

(2006)
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INTERNATIONAL LABOUR OFFICE (ILO)

Policy on the Employment of Persons with Disabilites

1. The Office is committed to providing equality of access to employment in
the International Labour Office, recognizing that it is in the Office’s interest
to recruit and maintain a diverse and skilled staff, which includes persons
with disabilities. It is therefore the policy of this Office to actively promote
equal access to employment opportunities within the ILO for persons with
disabilities. To this end, the Office undertakes to identify and eliminate
barriers to the employment, advancement and retention of persons with
disabilities and to promote a workplace culture based on fair practices which
will safeguard the rights of persons with disabilities to be treated with dignity
and respect and to enjoy equal terms and conditions of employment. In this
regard, the Office notes that special positive measures designed to meet
the particular requirements of persons with disabilities are not regarded as
discrimination against other workers.

Scope and application of the policy

2. The Office recognizes that people with disabilities include those whose
disabilities are readily apparent as well as those with less apparent disabilities.
Whether or not a disability is obvious, reasonable accommodation may be
required to enable the person enjoys equal access to employment, as well as
equality in all terms and conditions of their employment. This policy applies
to the selection and recruitment process at the time of initial appointment as
well as throughout the career of the staff member and to the job retention
and return to work of persons who acquire a disability in the course of their
employment.

Definitions
3. A "person with a disability” is defined as:

An individual whose prospects of securing, returning to, retaining and
advancing in suitable employment are substantially reduced as a result of a
duly recognized physical, sensory, intellectual or mental impairment.*

4. The Office recognizes that a disability may be temporary in nature.® It
undertakes to take reasonable measures to accommodate disabilities of a
temporary nature wherever practicable.

5. The term “reasonable accommodation” is defined as appropriate measures
enabling a person with a disability to have access to, participate in, advance

4 This definition is taken from Managing Disability in the Workplace, ILO Code of Practice (2002), paragraph 1.4, which expands upon
the definition of disability set out in the Vocational Rehabilitation and Employment (Disabled Persons) Convention, 1983 (No. 159).
5 Atemporary disability is defined as an impairment that is not expected to persist for longer than 12 months.



in employment, undergo training or other career development opportunities.
It may include adaptation of the job, including adjustment and modification

of machinery and equipment and/or modification of the job content, working
time and work organization, and the adaptation of the work environment

to provide access to the place of work, to facilitate the employment of
individuals with disabilities. The requested accommodation should not impose
a disproportionate burden on the Office, in financial terms or in terms of its
practical implications, effects on the overall work process and length of the
envisaged employment contract.

Reasonable accommodation

6. The Office undertakes to provide reasonable accommodations necessary to
enable a person with a disability to enter into and remain in employment with
the ILO. The principle of reasonable accommodation applies to all aspects of
employment, including:

® Recruitment, selection and appointment
® Career guidance and development

® Training opportunities

® Promotion or transfers

® Job retention

® Return to work

7. Itis incumbent upon the person with a disability to inform the Office of the
need for a reasonable accommodation, particularly where the need for such
accommodation may not be readily apparent. The nature and extent of the
accommodation required should be determined by the particular needs of
that individual. The Office may decline to provide the accommodation if to
do so would impose a disproportionate burden. It shall be for the Office
to demonstrate this element in the event that it declines to provide the
accommodation requested.

Selection and recruitment

8. The Office encourages persons with disabilities to apply for positions within
the Office. It will therefore include a positive reference to the ILO’s policy on
the employment of persons with disabilities in the vacancy announcement
for posts, by stating that applications from persons with disabilities are
welcome. In addition, wherever possible, the Office will also disseminate
notices concerning vacant posts to specialist publications and organizations
promoting the employment of persons with disabilities.

SATdINVX3E ADIT0Od
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9. Recruitment and selection procedures will also include the following positive
measures:

® Application forms will request candidates with disabilities to detail the
accommodation they require to enable them to compete for the position
on an equal basis with other candidates, and every effort will be made by
the Office to comply with all reasonable requests.

® \When a person with a disability is undergoing a competition or selection
interview, the Resourcing Unit of the Human Resources Development
Department or, if the selection process is decentralized, the person
responsible for coordinating the selection and recruitment process, will
ensure that appropriate arrangements are made for the reception of any
candidate with a disability and for the provision of any assistance that
that person may require in coming to the interview, in taking part in the
interview and in carrying out tests (including but not limited to access
to buildings, special equipment, allocation of additional time during
the interview or test administered during the recruitment and selection
process). Pre-employment tests administered should be in a format
accessible to candidates with disabilities.

® Members of interview panels will be given guidance on the interview and
selection process for persons with disabilities.

® The selection criteria will be reviewed to ensure that candidates are selected
according to objective criteria related to the essential requirements of the
post and that there are no criteria that might indirectly discriminate against
candidates with disabilities for non-work-related reasons.

POLICY EXAMPLES

® The ILO vacancies website will be maintained in accordance with current
accessibility standards to enable access by the widest possible audience.

Similar positive measures should also be taken in the area of recruitment of
interns.

Career development and training opportunities

10. Once they are recruited, officials with disabilities have the right to fully
develop their career potential on an equal basis with officials who do not have
a disability. To this end, the Office is committed to providing officials with
disabilities with equal access to training and career development opportunities
as that enjoyed by officials who do not have a disability (with reasonable
accommodation provided where required).

11. Information about career development, advancement and training
opportunities will be made available and communicated in a format
accessible to officials with disabilities, particularly where such information is
communicated electronically.
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12. Opportunities for officials with disabilities to participate in training
programmes, seminars, conferences and other fora that might afford
opportunities for advancement will be developed and disseminated to the
extent possible. The use of readers, interpreters and adapted materials will be
facilitated, where necessary and appropriate, to promote the full participation
of officials with disabilities in such events.

Appraisals

13. The performance appraisal of officials with disabilities will be undertaken
according to the objective criteria related to the essential tasks of the job
occupied by the official being appraised. Such appraisals will make every effort
to avoid application of any criteria which would indirectly discriminate against
the official on the basis of the disability or of any reasonable accommodation
provided to assist the official concerned in performing the essential tasks of
the job.

Retention in employment and return to work

14. If a staff member acquires a disability or an existing disability becomes
more severe, the Office will take positive steps aimed at enabling the staff
member to remain in suitable employment or to return to work following an
absence resulting from an acquired or increased disability. In consultation
with the staff member, the Office will seek to identify and put in place
reasonable accommodations to facilitate their retention or return to work. Such
measures may include adaptation of the workplace, work schedules and work
organization, retraining or redeployment.

Working environment

SATdINVX3E ADIT0Od

15. Where appropriate, the Office will consult with the official concerned to
determine what reasonable accommodations may be required to facilitate his
or her employment. The Office is committed to taking all reasonable measures
to eliminate physical or technical workplace barriers to the employment of
persons with disabilities, including:

Buildings

(a) All new buildings or improvements to existing buildings occupied by staff
members should comply with the relevant local national legislation in respect
of the access and utilization of public buildings by persons with disabilities.

In this respect, the Office will take all reasonable measures to ensure that
officials with disabilities are allocated office accommodations compatible

with their particular needs, including the provision of designated accessible
entrances and exits to the buildings and designated parking, where necessary.
Emergency facilities must be appropriate to all officials with disabilities.
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Office environment

(b) The Office will take steps to ensure that the office environment is suited

to a person with specific needs, including where appropriate, an ergonomic
assessment of the office environment when a newly recruited staff member
with a disability commences employment and whenever a staff member’s move
to a different office entails a significant change in the office environment, such
as a move from headquarters to a field office.

Meetings, conferences, workshops and seminars

(c) The Office will take all reasonable measures to ensure that persons with
disabilities are able to participate fully in meetings, conferences, workshops,
seminars and other fora. Presentation aids or other media should, as far as
practicable, be accessible to people with physical and sensory disabilities, and
relevant materials should be available in accessible formats. Attention will also
be paid to the accessibility of the venues where events are held, to ensure that
they are accessible to officials with disabilities.

Flexible work arrangements

(d) Where reasonable and appropriate, flexible working arrangements will be
agreed upon between the staff member concerned and the applicable line
manager to meet both the Office’s work requirements and the particular needs
of the official. Some examples of good practice in this area include:

® Flexible starting and finishing times to accommodate the difficulties that
some persons with disabilities encounter in getting to and from work using
public transportation;

® Regular breaks during the work day to accommodate the needs of officials
with disabilities who require periodic medication or rest periods;

POLICY EXAMPLES

® Other measures, such as reduced hours or teleworking arrangements, with
adequate technological support being provided by the Office.

Access to information

(e) The Office will take steps to ensure that information technology tools
available to staff members, including intranets, applications and databases, are
available in accessible formats. In this regard, officials with disabilities shall be
consulted concerning special equipment or furniture that might be necessary
to enable them to perform the essential functions of their job, including
through enabling them to access information technology tools.

Dissemination of information and awareness training

16. General information on disabilities in the workplace and the rights and
duties of persons with disabilities will be provided to all staff to ensure a full
understanding of this policy and its underlying principles.
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Monitoring and implementation

17. The Office will conduct periodic audits of the number of candidates with
disabilities in competitions, the number who are included on the short lists
for competitions and the number selected and appointed. In addition, the
Office will conduct reviews every five years of the effectiveness of the positive
measures undertaken pursuant to this policy to promote employment
opportunities for persons with disabilities and take steps to improve the
effectiveness of such measures, as necessary.

Confidentiality of information

18. The Office will respect the confidentiality of information provided by anyone
relating to his/her disability or health status.

Transitional provisions

19. The Office stresses that, while it remains firmly committed to the principle of
equal access to employment opportunities within the ILO for persons with
disabilities, it may not be in a position to immediately remove all barriers
to the full implementation of this policy in each individual case. The Office
nevertheless undertakes to continue to move forward to implement fully all of
the protections of the policy.

(July 2005)
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MARRIOTT INTERNATIONAL
Employing People with Disabilities

At Marriott, workforce diversity is valued and respected. The company’s commitment
to the development of human potential and the principle of equal opportunity
dates back more than 75 years. Today, Marriott International is a leading hospitality
company, employing some 133,000 associates throughout the world.

Marriott places strong emphasis on abilities rather than disabilities. Experience has
shown that people with disabilities can be productive members of the workforce.
Industry findings confirm this: Job accommodation costs are generally minimal and
often cost nothing at all; employees with disabilities are no harder to supervise than
employees without disabilities; employees with disabilities have safety records that
equal their non-disabled peers; and employees with disabilities perform their job as
well as other employees in similar positions.

Recruiting people with disabilities is an integral part of Marriott's employment
program. Central to the company’s strategy is to broaden the applicant pool by
initiating beneficial relationships with a range of organizations that help integrate
people with disabilities into the workforce.

The passage of the Americans with Disabilities Act (ADA) provided Marriott the
opportunity to carefully examine company facilities and employment practices to
ensure that they not only comply with the law but fulfil the expectations and needs
of people with disabilities. Through the company’s Equal Employment Opportunity
Department, an ADA task force developed a comprehensive training program
entitled “Breaking Down Barriers,” that is designed for associates at all levels. While
the ADA ensures people with disabilities will not be overlooked, this program helps
Marriott provide an environment that meets both the letter and spirit of the Act.

Several principles guide Marriott’s efforts to effectively employ people with
disabilities: Open communication of expectations and standards is key to an effective
programme; awareness and education in both management and staff is critical
to hiring and retaining employees with disabilities. Most importantly, matching
individual skills, abilities and interests with job requirements is central to a long and
mutually beneficial employment relationship.

Marriott believes thatitsimply makes goodbusiness sense to hire the bestindividuals,
regardless of whether they have a disability. The company will continue to provide
equal opportunity for all employees and to be a leader in employing people with
disabilities. As each person gains, so does Marriott. The efforts and commitment of
every individual contributes to the company’s success.



MARRIOTT FOUNDATION FOR PEOPLE
WITH DISABILITIES

Bridges... From School to Work (United States)

The Marriott Foundation for People with Disabilities was established in 1989 by the
family of J. Willard Marriott, founder of Marriott International. Richard E. Marriott,
chairman of Host Marriott Corporation, serves as chairman of the Foundation'’s
board of trustees.

The Foundation’s mission is to foster the employment of young people with
disabilities. To achieve this, it developed and operates “Bridges...from school to
work,” a program that places young people with disabilities who are preparing
to exit high school in jobs with local employers. With a long term focus on career
development, the program continues to work with these youth to help them
grow and advance on the job. Bridges was launched in late 1989 in Montgomery
County, Maryland, where it continues to operate. It has since been established in
the inner cities of Atlanta, Chicago, Los Angeles, Philadelphia, San Francisco and
Washington, DC.

Education, training and support are central to the Bridges models. To prepare
youth for the workplace, the program provides orientation and training for youth
and their families. To assist employers, Bridges offers coaching that addresses
workplace issues such as communication, supervision and discipline. To

support the placement process, Bridges staff at each program site help identify
appropriate positions, match the young person’s interests and capabilities with
job requirements and provide ongoing assistance to employers and youth.
Additionally, they support and involve employers and youth in the planning and
development of vocational growth opportunities.

To date, Bridges programs have facilitated the placement of more than 7,800
young people in competitive jobs with over 1,500 employers. The great majority
of those youth are members of ethnic or racial minority groups and many face
additional socio-economic challenges. Bridges currently serves an additional 1,100
youth annually. For these young adults the future holds the prospect of productive
and fulfilling work of a new and important role as contributing members of their
communities.

The Marriott Foundation for People with Disabilities is a non-profit organization
and its Bridges projects are funded in part by grants from the US Department of
Labour and the US Department of Education.

(June 2005)
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NIKE
Nike and People with Disabilities

Nike's mission is “To bring innovation and inspiration to every athlete* in world.”
And in the words of Nike co-founder Bill Bowerman, we believe that “if you have a
body, you are an athlete”.

But first you are a human, an individual with rare talents and singular perspective,
diverse from all the rest. Nike was built on fierce independence, pride,
imagination and guts. The company is growing into a diverse and creative
workplace that produces some of the best and most innovative athletic footwear,
apparel and equipment in the world. Since our focus is always to help athletes
reach their full potential, we aren’t daunted by our differences. We revel in them,
using our diversity to elevate everything we do.

Diversity at Nike means honoring a world of ideas, opportunities and people
driving our company. Nike seeks to engage employees who reflect and
understand our consumers and athletes. We believe in and encourage a variety of
views, practices and backgrounds among our supplier base. We strive to build a
workplace that helps every individual and community within Nike to flourish.

DISABILITY BY THE NUMBERS

Though accurate statistics are difficult to determine, the ILO estimates that there
are 610 million people with disabilities living worldwide, with an estimated 400
million people with disabilities in the developing world. Disability is estimated
to affect 10 to 20 per cent of every country’s population, a percentage that is
expected to grow because of poor health care and nutrition early in life, growing
elderly populations and, in some countries, civil conflicts. There are an estimated
39 million people across Europe with some type of disability, 54 million people
in the United States and approximately 100 million in the US who are touched by
disability through close ties with someone they know.

Nike is a company of approximately 25,000 employees of all abilities. Nike
recognizes the benefits of a diverse workforce and is dedicated to educating
our employees and the community on the profound impact and value that
employees, athletes and consumers with disabilities contribute to the success of
our business and the enrichment of the communities where we live and work.

NIKE AND ATHLETES

Nike's DNA is tightly wound around competition. We honor athletes and the
competitive nature of sport. We seek excellence wherever it may be. And that
wholeheartedly includes athletes who overcome disabilities with a fierce desire to
compete.



Casey Martin Award

Professional Golf Association member and Nike athlete Casey Martin continues
to build awareness about Klippel-Trenauny-Weber Syndrome, a rare, incurable
and degenerative condition that causes chronic leg pain, making it physically
impossible for him to walk during tournaments. Undaunted by either the disability
or PGA roadblocks that threatened his golf career, Martin sued the PGA Tour in
1998, claiming that the Tour’s denial of his request to ride a cart during events
violated his civil liberties under the Americans with Disabilities Act. Martin
emerged victorious.

In 2001, Nike created the Casey Martin Award to recognize the efforts of an
athlete who, like Martin, has overcome physical, mental, societal or cultural
challenges to excel in their sport or who supports other athletes who face similar
challenges. Winners of the award include Eli Wolff (2001), a member of the US
Paralympic soccer team and a leader in academic research in the field of athletic
disabilities; Rudy Garcia-Tolson (2002), a 14-year-old double-amputee swimmer
and track athlete from Bloomington, Cal., who devotes significant advocacy for
the Challenged Athletes Foundation; Emmanuel Ofosu Yeboah (2003), a 26-
year-old cyclist and disability awareness activist from Ghana; and Jesse Billauer,
a quadriplegic surfer who started a foundation called Life Rolls On to spread
awareness about spinal cord injuries. The award includes a silver medal and

a US$25,000 grant to a charitable organization of the winner's choosing that
supports the disabled.

Nike provides support and assistance to other disabled athletes including distance
runner Marla Runyan who is legally blind, golfer Dennis Walters, the NBA Portland
Trailblazers’ Wheel Blazers basketball team, and various Canadian men'’s and
women'’s basketball wheelchair teams as well as Canada’s Paralympic Team through
the Canadian Track & Field Federation.

In January 2004, Nike became an official sponsor and licensee of the 2006 and
2008 US Olympic and Paralympic Teams, as announced by the US Olympic
Committee. For the first time ever, US Olympic and Paralympic athletes will be
wearing the innovation and inspiration embodied in Nike's athletic footwear and
apparel on the victory podium.

The partnership between two of the premier organizations in sports will help
enhance the visibility of US athletes. The relationship will also create new
opportunities for both organizations to effectively enhance grass roots programs
and will provide greater support to Olympic and Paralympic sport and athletes at
all levels.
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NIKE AND THE DISABLED COMMUNITY

Nike extends its support for people with disabilities into the community, with
participation in various civic organizations, associations and agencies in an
ongoing effort to aid and educate the public about disabilities.

In January 2003, Nike joined forces with the Abilities Fund to help develop and
promote entrepreneurship as a route to economic independence for people with
disabilities. The Abilities Fund provides technical assistance to support Nike's
efforts to extend its procurement and supplier diversity program to businesses
owned by people with disabilities. Nike, in turn, has given the fund a grant to
support the organization'’s efforts in the economic advancement of people with
disabilities.

In June 2003, Nike began supporting the Rick Hansen Wheels In Motion
fundraising event. Some 11,000 Canadians participated in events in more than
160 communities across Canada. Participants biked, skated, ran, wheeled and
walked to help improve the lives of people with spinal cord injuries. More than
$600,000 was raised for critical spinal cord research.

Nike's Europe, Middle East and Africa region supports individual community
affairs programs at national and local levels in Belgium, France, Germany,
Holland, Spain and the United Kingdom. In Spain where Nike partners with the
foundation Empresa y Sociedad, several of its projects are targeting people
with disabilities. All projects are driven by the belief that sport can function as
an important catalyst for social cohesion. NikeTown Berlin's Volunteer Program,
now in its fifth year, is helping set a national trend of charitable activity in which
annually 16 store employees are given the opportunity to work in social projects
involving sports in the disadvantaged community.

Since 1972, Ni