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1. Background information and programme 
Standard Bank hosted the fifth meeting of the ILO Global Business and Disability Network in Johannesburg, South Africa on Thursday, 23 February 2012. The meeting consisted of a full day with a morning agenda including welcoming remarks by the host, two ILO officials and one disabled persons’ organization representative. Technical presentations from the ILO and eight multinational companies also took place during the morning session. The afternoon agenda included presentations from four resource groups, overview of the Network’s steering committee and surveys, four separate roundtable discussions, reports on the roundtable findings, and future steps of the Network and closing comments. 
For agenda, please see Annex 1. 
2. Handouts and materials

Prior to the meeting, the organizers sent out the following handouts to the participants: official invitation letter, agenda, registration form, information on venue, the Network’s progress and membership report and preliminary participant list. 

At the meeting, the ILO distributed the following materials: the Network’s operational procedures and membership agreement, the first and second editions of the Network’s newsletter, survey questions, roundtable instructions, Disability in the Workplace: Company Practices (ILO, 2010) and Managing disability in the workplace (ILO, 2002). Samples of the following publications were available for viewing: Disability in the Workplace: Employers’ Organizations and Business Networks (ILO, 2011), Public-private-partnership for decent work (ILO, 2009), ILO Vocational Rehabilitation and Employment (Disabled Persons) Convention, 1983, (No. 159) and Recommendation (No. 168), 1983, Employability: A resource guide on disability for employers in Asia and the Pacific (ILO, 2007), Achieving equal employment opportunities for people with disabilities through legislation (ILO, 2007), Getting hired: A guide for job-seekers with disabilities (ILO, 2008) and Placement of job-seekers with disabilities: elements of an effective service (ILO, 2003). 
For meeting handouts, please see Annex 2. 
3. Participants 
Forty eight participants – 38 from 24 multinational companies, one from a disability business network, four from four resource groups, and five from the ILO – attended the meeting. 
For a complete list of participants, please see Annex 3. 
4. Welcome and introductions
4.1 Opening speeches
Rachel Osikoya, Group Head of Employee Insights and Inclusion, Standard Bank
· On behalf of Standard Bank, Ms Osikoya welcomed everyone to the Network’s first ever meeting in Africa. 
· She heard about the Network from the Global Head of Diversity and Inclusion at Dell. The Network caught her interest because, unlike other disability groups that are European or US focused, it had a global approach and outreach. By joining the Network, Standard Bank has been making progress in its disability initiatives across its operations. Going forward, Standard Bank will continue to support the Network to ensure its success in Africa. 
Deborah France-Massin, Director, Bureau for Employers’ Activities, ILO
· Ms France-Massin welcomed the participants on behalf of the ILO. She further provided an overview of where the Bureau for Employers’ Activities (ACT/EMP) sits within tripartite structure of the organization.  ACT/EMP’s mission is to foster strong and independent employers’ organizations and to be their channel of influence inside the ILO.  When the idea of developing the Network first surfaced, ACT/EMP realized the value of addressing some of the disability-related challenges faced by employers’ organizations and their members. Creating such a network would allow employers’ organizations to build their capacities to better serve their members in the area of disability in a global setting. 
· The Network’s past meetings proved that the ILO could act as a convener to gather business representatives to willingly share their experiences around disability. The objective of this meeting was to have business representatives present their work, have open questions and answers and to talk about the future of the Network from an African perspective. 
Moosa Salie, General Secretary, International Disability Alliance (IDA)
· Mr Salie thanked the ILO and Standard Bank for having a disabled persons’ organization (DPO) represented at the meeting. The IDA, which is an international network that represents DPOs, sits in the Steering Committee of the Network. Introducing “Nothing about us without us” – a slogan used by disability rights campaigners, including DPOs, to communicate the idea that no policy should be decided by any representative without the full participation of disabled persons – he explained that the phrase has been part of the principle underpinned in the UN Convention on the Rights of Persons with Disabilities (UNCRPD). Mr Salie added that he would discuss the UNCRPD in greater length during his afternoon presentation. 
· In addition to the IDA, Mr Salie is the chair for the World Network of Users and Survivors of Psychiatry, an organization that advocates for the rights of people with psycho-social disabilities. He underscored the importance of recognizing invisible forms of disabilities and providing reasonable accommodation at work for individuals with these disabilities as well as those with visible ones.  

Vic Van Vuuren, Director, ILO Pretoria 
· After outlining ILO’s history, Mr Van Vuuren provided an overview of the work done by the ILO. The ILO has four objectives: to promote standards and fundamental principles and rights at work, to create opportunities for women and men to obtain decent and productive work, to enhance the coverage and effectiveness of social protection and to strengthen tripartism and social dialogue. 

· The ILO Office in Pretoria is a Decent Work Country Office provides technical assistance in 16 African countries. In South Africa, the ILO has an enterprise development and youth project which aims to alleviate poverty through the creation of business start-ups by young people. The ILO has also worked with Standard Bank on collective bargaining and also has on-going initiatives related to human trafficking and child labour. In Zimbabwe and Swaziland, trade unionists have been arrested so the ILO spends time investigating why international standards are not being met; in Botswana, the ILO has begun identifying labour issues related to the diamond industry; and in Kenya, the upcoming elections may cause violence and fragmentation which will keep the ILO on alert. 
· Mr Van Vuuren provided further comments on the Network’s meeting. He congratulated the participants for coming together to be the flagship for key intervention on disability and employment, but also stated that the challenge was not to convince each other. Rather, it would be to influence and encourage the line managers and decision makers in enterprises so adequate systems for people with disabilities are built and operational. The Employment Equity Act, which aims to promote and achieve equality in the workplace by advancing people from designated groups, has made significant advancements to improve the socioeconomic conditions for people of colour and women. However, people with disabilities have, at large, been left behind in the implementation process. The Network’s meeting would provide an avenue for business representatives to address this challenge and to discuss ways to establish better reporting mechanisms related to disabled persons at work. 
· To conclude, Mr Van Vuuren shared a personal story. He came from a family of railway blacksmiths. His grandfather, on his deathbed, disinherited Mr Van Vuuren because he had decided to study law instead of joining the railway. But after studying law, he found himself working for the rail industry. His story illustrated the nature of humans being retrained within their mind frame. To summarize, he urged the participants to think outside of the box to promote the essence of disability inclusion. 
4.2 Brief introduction from participants 

All participants briefly introduced themselves by offering their name and the company/organization they represented. 

4.3 Introduction to the ILO and the ILO Global Business and Disability Network

Ms Debra Perry, Senior Specialist in Disability Inclusion, Skills and Employability Dept., ILO
· Ms Perry welcomed the participants to the meeting and thanked the Standard Bank for hosting the event. She started her presentation by sharing some key disability figures. According to the World Report on Disability (2011), a recent report published by the World Health Organization and the World Bank, it is estimated that 15 per cent of the world’s population has some form of disability and that 785 million are of approximate working age. People with disabilities are the world’s largest minority group and the figure will continue to increase. Too often, people with disabilities are thought of as a homogeneous group of people. By explaining the different types of disabilities – physical, sensory and communication, intellectual, learning and psycho-social – Ms Perry explained that even within disabled persons, there is a great deal of diversity related to their types of disability and their needs. Despite their diversity, disabled persons share common patterns of social exclusion. Ms Perry also noted that women with disabilities face two barriers:gender and disability. 
· A video on Academy Award winning actress Marlee Matlin’s call for decent work for disabled persons was shown. The video can be viewed on ILO TV at: 

http://www.youtube.com/watch?v=6PtF1hOvPdk&feature=plcp&context=C37eaf12UDOEgsToPDskKBvHS0WHw0A3Pf-DLjMRwJ
· Ms Perry further shared that, at often times, she is questioned what kind of jobs people with disabilities can do --- this is similar to asking what kind of jobs can people with red hair do. Both can do all kinds of jobs considering their abilities and skills. Based on her experience gained from working with companies, she introduced five reasons employers hire people with disabilities: (1) They have to – there is a legal or policy basis within the country or company, such as a quota system or non-discrimination laws (2) They were asked to – by a specialized job placement agency or the application, or retention  of a disabled person, (3) They should – because of codes of practices, framework agreements or corporate social responsibility (CSR), (4) The business case – many companies hire disabled persons because they understand the power of diversity and that people with disabilities, if properly trained and matched to a job based on their abilities, make reliable employees, and (5) They are encouraged – governments have incentive programmes, trade unions are becoming more vocal and employers’ organizations are influencing their members. Many companies often hire for the initial reasons  but then experience the business case. Managing a diverse workforce in a globalized economy has an important implication on enhanced productivity, and when people with disabilities are matched to jobs, they often have better attendance rates, job retention rates and safety records than their nondisabled peers.  And when companies experience the business case, they begin promoting the hiring of people with disabilities with respective employers’ organizations. The Network wants to promote such experiences. 
· To further depict the business case for hiring people with disabilities, Ms Perry showed a video clip on Walgreen’s South Carolina Distribution Center. Walgreens has set up a fully accessible distribution centre and hired many disabled employees, including those with autism and intellectual disabilities. People with disability work alongside non-disabled employees, perform equal work and earn equal pay. As a result, production has increased by 20 per cent and the model is being copied at its other distribution centers. The video can be seen at http://www.youtube.com/watch?v=zT2j6pRm7bM&list=PL73A22D93B709417B&index=6&feature=plpp_video
· Ms Perry also provided an overview of how the ILO has been working to improve the lives of disabled persons. The ILO has been an early leader on disability, forming its first Disablement Committee in 1922 to address the challenges faced by disabled soldiers returning from World War I. The ILO’s Disability Programme promotes equality of opportunity and treatment for people with disabilities in vocational rehabilitation, training and employment as reflected in the Convention No. 159 concerning Vocational Rehabilitation and Employment (Disabled Persons), 1983, the ILO Code of Practice for Managing Disability in the Workplace, 2002 and the UN Convention on the Rights of Persons with Disabilities (UNCRPD), 2006. 
· Ms Perry introduced the Network – a group of multinational companies, employers’ organizations and business networks, and disability networks that are interested including people with disabilities in the workplace – and also showed an informational video clip on the Network. The video can be viewed at http://www.youtube.com/watch?v=zMADzs_E8-g&list=PL73A22D93B709417B&index=1&feature=plpp_video
· To conclude, Ms Perry explained that one of the main purposes of the Network is for members to share knowledge with each other. She provided an example of a linkage made between Allianz and Dow so Allianz could establish a disability employee network. Network members could also access to disabled persons’ organizations and universities who would provide expert advice. Ms Perry highlighted that this meeting would allow the Network to engage with more companies in Africa and learn about the experiences of companies working with people with disabilities in the African context. 
5. Company presentations
Part 1, Chair: 
Mr Henrik Moller, Senior Advisor, Bureau for Employers’ Activities, ILO
5.1 Microsoft
Themba Mdlalose, Community Affairs Manager
· Mr Mdlalose provided an overview of Microsoft’s efforts to build accessibility features within its products. He further introduced three examples of partnerships established between Microsoft and various disability organizations. Firstly, Microsoft collaborated with the Paraplegic Association of South Africa (QASA) to set up Accessibility Centres in KwaZulu-Natal Digital Village in Pinetown and Gauteng North. The two Centres provide physically disabled persons with free basic computer training and assistance with professional CV development and job interview simulations, which will better equip them with skills to access the open labour market. Most significantly, 78 disabled persons have found full employment through the Centre. 
· Secondly, Microsoft partnered with eDeaf, a service provider to the deaf community in South Africa that provides skills development and employment opportunities for the Deaf. To provide people who are Deaf or hard of hearing with essential PC skills, eDeaf collaborated with the Microsoft IT Academy to access their technology education resources. The Academy provides its trainees with certificates in order to demonstrate to prospective employers that they are proficient Microsoft users. 

· Lastly, Microsoft donated interactive white boards and other teaching aids to the Don Mattera School for the intellectually impaired. The availability of technology to support the delivery of education has allowed disabled students to achieve similar academic standards as students in main stream schools. 
5.2 Standard Bank
Rachel Osikoya, Group Head of Employee Insights and Inclusion 
· Ms Osikoya outlined Standard Bank’s disability initiatives related to changing the company’s culture and shared its recent disability programmes and future activities. 

· Standard’s Bank definition of diversity and inclusion has been shaped from the South African perspective. Diversity is everything that is different inside the organization and inclusion is about building an engaging culture. Standard Bank’s journey towards inclusion is driven through the process of transformation, which is the key theme that underpins attempts to change institutions and their structures, systems and processes to be more inclusive. 
· A global definition of disability is used at Standard Bank to educate its employees, increase awareness and change mindsets. By referring to Ms Perry’s presentation, Ms Osikoya reinforced the business case of hiring people with disabilities. When the business case is introduced, the most cynical employees can be persuaded to believe the benefits of having a disability inclusive workforce. Ms Osikoya gave an example of a US bank that witnessed an increase in the number of disabled customers when more disabled employees served in visible positions. She also highlighted the fact that products or services tailored for disabled customers have often become one of the best sellers and revenue drivers. For example, BT – a UK based telecommunications multinational company – designed a phone to serve its customers with sight impairment. Surprisingly, the phone became a best seller because it was used by a wider population: the elderly. To emphasize the abilities of employees with disabilities, Ms Osikoya shared her experience while working with a blind researcher at Barclays. At that time, the researcher faced difficulties performing her work because Bloomberg was not compatible with the JAWS screen reader. To accommodate the researcher’s needs, Barclays worked with Bloomberg to make its site compatible and as a result, the blind employee became one of Barclays’ most recognized researchers. 
· Moving forward, Standard Bank is focused on changing its assumption that people with disabilities are limited in their capacity to work in certain vocations

· The most generic example is placing blind employees in call centres. Hence it is critical to understand the unique potential that exists within each disabled employee and to unlock their potential. 
· In order to internally raise disability awareness, Standard Bank developed an online awareness training course, which was launched on the International Day of People with Disabilities. Across South Africa, 1,500 employees completed the training and Standard Bank plans to expand the course globally. 

·  In conclusion, Ms Osikoya explained the importance of including general employees as well as senior managers and IT professionals in a company’s disability committee. She also encouraged participants to partner with disability experts, local disability service providers and the ILO to enhance the delivery of key strategies related to disability. 
5.3 Sasol
Rose Nkosi, General Manager Global Diversity & RSA Transformation Centre of Excellence
· Ms Nkosi shared Sasol’s initial steps towards implementing its disability management project,   which was launched at a group-wide level in 2009 to establish a culture inclusive of people with disabilities and ensure that reasonable accommodation is provided. 
· To begin, Sasol established a Steering Committee composed of diversity and communication managers, medical practitioners, safety health and environment (SHE) officers, facility management and union representatives. Afterwards, Sasol held a Disability Awareness Week to inform employees with disabilities about their rights and support they are entitled to. Employees were also encouraged to participate in a survey where they could voluntarily disclose their disability. The survey allowed Sasol to assess and identify their disabled employees. 
· In order to provide reasonable accommodation, Sasol developed a medical verification process which invited disabled employees to undergo a medical examination. To do this, Sasol designed a letter of consent, a process flow sheet that provided step-by-step information on the examination procedure and FAQs to assist employees with their questions and ensure that the process would be confidential and work towards their benefit. 
· Sasol’s approach to disability started from the “low-hanging fruits” that demanded immediate attention. For example, the company conducted policy and physical facilities audits and developed a guideline for reasonable accommodation afterwards. Additionally, Sasol collaborated with Wits University to deliver a disability management training workshop for senior managers and human resources practitioners with aims to change the  culture and perception around disabled persons. 
· Maintaining confidentiality was a key lesson learned during Sasol’s disability journey. Looking forward, Ms Nkosi explained that Sasol plans to develop its next five year disability equity plan and also identify positions within the company that can be filled by disabled persons. 

5.4 Ceva Logisitics
Leon Bruwer, Ocean Product and Century Accounts Manager and Member of Diversity and Inclusion Council South Africa 
· After introducing CEVA’s business and core values, Mr Bruwer presented the company’s disability programme, “Pearl Project”. In South Africa, CEVA partnered with eDeaf to employ people with hearing impairments in its warehouse facilities. Through eDeaf, CEVA South Africa has sourced five per cent of its total workforce from eDeaf. 
· Mr Bruwer delivered a brief presentation as he recognized the meeting was falling behind schedule. 
The questions and discussion points below followed the presentations.  

· A participant questioned how companies manage to encourage people with disabilities to be involved in the drive towards raising awareness. The participant’s company found it particularly challenging to engage their disabled employees in an employee network established for people with disabilities. 

· A presenter underlined the significance of building a strong business case for disabled employees to join the network.  The awareness raising should be executed by disabled employees who can encourage others to join and openly disclose their challenges. 
· A participant asked what actions companies have taken to broaden their disability programmes.

· Ms Osikoya answered that Standard Bank has created a disability inbox where disabled and non-disabled employees can deposit ideas to improve current projects or recommend future disability initiatives. Referring back to the previous question related to engaging more disabled employees in awareness raising activities, Ms Osikoya emphasized the importance of establishing a disability committee, building a fixed agenda and including a senior champion who is able to demonstrate leadership. She also shared her experience at Barclays where the chairman sat down with disabled employees twice a year to show his commitment. 

· A representative of a disability resource group inquired if companies worked with people with disabilities within their procurement programmes. 

· A participant responded that disabled persons have been included in procurement opportunities as a result of the Broad-Based Black Economic Empowerment (BBBEE) initiated by the South African government. According to the Black Economic Empowerment Act, companies are encouraged to establish preferential procurements for broad-based groups, such as people of colour, women, youth, and people with disabilities. 

·  An ILO official commented that the US Business Leadership Network (USBLN) has established a Disability Supplier Diversity Program that offers businesses owned by people with disabilities a gateway to increase their access to potential contracting opportunities with companies and government agencies through a certification process. To illustrate an example of engaging disabled employees at work, the official also mentioned IBM’s disability leadership and mentoring programme, which helps employees with disabilities internally advance their careers. 
Part 2, Chair: 
Deborah France-Massin, Director, Bureau for Employers’ Activities, ILO 
5.5 MTN
Elsie Manamela, Senior Manager of Employment Equity/Transformation 
· Ms Manamela briefly introduced MTN’s business profile. MTN is a multinational mobile telecommunications company that operates in 21 countries, including four in the Middle East.

· While working as a labour inspector for the South African government before joining MTN, Ms Manamela witnessed various cases where unfair treatment and negative attitudes were projected on disabled persons by their employers. In one occasion she saw a line manager forcing two employees in wheelchairs to use their leave days because they were late for work. There was no consideration about accommodating their needs by providing accessible transportation or flexible work time. 
· While employment conditions are far better at MTN, people with disabilities still face a number of barriers, such as environmental, organizational and attitudinal. Attitudinal barriers are the most challenging to tear down as it involves changing the mindsets of people; in particular, line managers who often treat disabled persons as patients and lack the experience to place employees with disabilities where they can best perform. In many cases, disabled employees are automatically positioned in call centres regardless of their skills, competencies and experience. 
· After joining MTN, Ms Manamela developed a holistic approach to address people with disabilities as a central factor in the company’s business strategy. She also received her managing director’s full support to pursue initiatives involving disabled persons. Consequently, she has been successful in matching disabled employees to “real jobs” that fit their backgrounds.

5.6 Adecco
Julie Peronnet, Sales Consultant
Jan Robbertse, General Manager

· Ms Peronnet introduced Adecco’s overall efforts to enhance employment opportunities for disabled persons. In particular, Adecco provides access to employment for people with disabilities through the provision of temporary employment, which is a part of recruitment and integration process within the private sector. The aim is to make temporary employment an opportunity for income and permanent employment. 
· In 2010, the network of Adecco agencies facilitated the employment of 9,000 disabled persons.  In South Africa, the company offered free placement services for blind and visually impaired people. 
· Mr Robbertse further shared the International Olympic Committee (IOC) Athlete Career Programme, a career development and job placement programme for athletes, including disabled athletes, sponsored by Adecco.  Adecco assists the transition from sports to the labour market for professional athletes based on their commitment, motivation, and capabilities. 
· To conclude, Mr Robbertse played a short video clip that highlighted the best moments of the Paralympics.   
5.7 Shoprite
Moga Pillay, Training Manager
· Mr Pillay briefly outlined Shoprite’s business profile and the various Shoprite brands, such as Checkers, OK Foods and MediRite that can be found in Africa and the Indian Ocean. 
· In 2008, Shoprite was approached by Wholesale & Retail Sector Education and Training Authority (W&RSETA), an organization that aims to develop skilled and capable workforce in the wholesale and retail sector, to participate in a pilot project involving the Deaf. In collaboration with eDeaf, Shoprite developed a 4-month sales skills training programme which allowed learners to achieve a national certificate in the wholesale and retail operations at National Qualification Framework (NQF) level 2. As a result, Shoprite recruited 40 Deaf learners.
· Mr Pillay summarized the project’s success factors as the following: appointing a project manager, holding workshops to properly induct deaf learners, adapting learning materials and receiving support from management and staff. He also noted that Shoprite plans to increase the number of disabled persons hired by 50 per cent in the next 5 years. 
· Mr Pillay further noted communication as the biggest challenge faced by Shoprite during the project’s implementation. Although communication barriers have been largely overcome by basic sign language and written communication, the challenge still remains. He suggested the possibility of partnering with MTN to provide Deaf learners with mobile phones to facilitate their communication with trainers and management. 
· At the end of his presentation, Mr Pillay showed a picture with Deaf learners who can be easily recognized in the Shoprite’s stores by customers as they have a specially designed uniform indicating: “I am Deaf. How can I help you”?
5.8 Edcon
Kashmil Rambarran, Group Wellness Manager
· Mr Rambarran summarized six key components for building a successful disability programme as teamwork, humility, integrity, sustainability, focused initiatives and passion. 
· In the past, Edcon had a poor reputation for not retaining employees with disabilities and being disconnected with the disability sector. In order to comply with the government’s transformation and equity targets, Edcon decided to place a renewed focus on their disability programme. It established a Group Disability Committee and also held its first Disability Career Expo in 2010 to showcase job opportunities for people with disabilities. The Expo allowed job seekers with disabilities to speak and have interviews with Edcon’s human resource and senior managers and representatives of disability organizations and the government.  

· Mr Rambarran also emphasized the importance of networking with disability organizations. Edcon partners with the South African Employers 4 Disability (SAE4D) and disability networks, which provide him with a database of disabled job seekers. At the moment, he has access to a list of 800 disabled candidates who have a masters’ degree or equivalent qualifications. 

The questions and discussion points below followed the presentations.  

· A participant asked how commitment from the executive level could be best secured. 
· A presenter responded that management would not be able to ignore the issue if the business case of hiring disabled persons was highlighted. In South Africa, compliance with BBBEE presented an additional opportunity to persuade executives to include people with disabilities within the organization’s employment practices. 

· Another participant noted the significance of working on behalf of management, for example, writing communications endorsed by senior management that reflects key disability initiatives. 
· Referring back to Ms Manamela’s presentation, a participant asked how a “real job” could be defined. 

· Ms Manamela replied that all jobs are, in essence, “real jobs”. However, the idea is not to have specifically earmarked jobs for people with disabilities. Disabled persons should be able to find employment according to their experience, abilities and interest and companies should have an open door policy. 
· A participant questioned if there is enough incentive from the government to employ more disabled persons. 

· In response, an example was provided on how companies in the UK can claim expenses related to reasonable accommodation. It was stated, however, that the government should enhance their support to small and medium sized companies. 
6. Resource group presentations
Chair:
Ms Debra Perry, Senior Specialist in Disability Inclusion, Skills and Employability Department, ILO
6.1 International Disability Alliance (IDA)
Moosa Salie, Chair of World Network of Users and Survivors of Psychiatry 
· Mr Salie provided an outline of the IDA’s mission, global and regional structure. He also explained how companies can access local and national DPOs through the IDA. He underlined that the IDA is an organization of people with disabilities (not for). 
· The IDA plays a critical role in implementing the UNCRPD at both national and international levels. The UNCRPD Is a legally binding treaty that introduces a paradigm shift in the way society responds to people with disabilities. Ratified by 110 countries, the Convention is especially relevant for businesses as it specifically states in Article 27 that people with disabilities have a right to work on an equal basis as others and reasonable accommodation must be provided in the workplace. 
· To conclude, Mr Salie shared his personal story of being released from employment after experiencing a severe burnout as a teacher. This led to prolonged unemployment, financial difficulties and additional complications that affected his life. He urged participants to approach disability from a human rights perspective and to develop better policies to retain employees who become disabled during their work life. 
6.2 Secretariat of the Africa Decade of Persons with Disabilities (SADPD)
Kudakwashe Dube, Chief Executive Officer
· Mr Dube began his presentation by applauding the participants for their passion and inspiring work to include people with disabilities in the workplace. While he generally faced situations defending people with disabilities at the policy level, the Network’s meeting allowed him to sit back and listen to business representatives openly discuss people with disabilities and issues related to employment for the first time. 
· Mr Dube joined the SADPD Secretariat in 2007. The SADPD is a technical agency established to implement the African Union continental plan of action for people with disabilities and the UNCRPD in Africa. It works in more than 26 African countries and has active programmes in 18 countries to include people with disabilities into policies and programmes. It works with a diverse network of academic institutions, civil organizations and government agencies to facilitate the disability movement in Africa, build capacity and prioritize the use of evidence-based research to provide factual information on the situation of disabled persons. 
· Some of SAPD’s key achievements are: using diplomacy and advocacy to develop strategies that mainstream disability in development plans and leading dialogue with government agencies. 
· In his conclusion, Mr Dube expressed interest in collaborating with businesses to foster better opportunities for people with disabilities. 
6.3 South Africa National Council for the Blind
Jace Nair, National Executive Director 
· The South African National Council for the Blind is a member of the South African Disability Alliance (SADA), which involves 13 national coordinating bodies representing all types  of disabled persons. . The primary objective of SADA is to coordinate advocacy campaigns on behalf of people with disabilities.  For example, it has been involved in promoting accessibility in the FIFA 2010 World Cup stadiums, public transportation, and Airports Company South Africa Disability Expo.  
· Mr Nair explained that disabled persons want to be employed, earn a salary and be part of the economy. However, due to unsatisfactory access to education, skills and vocational training, and myths and perceptions about disability, people with disabilities remain unemployed. He also noted that while legislations and policies such as the Affirmative Action, Employment Equity Act, BBBEE and National Skills Development Act have been put into place, the South Africa’s disability grant system encourages disabled persons to be dependents of the social security system. The grant has also become a motive for families to keep their disabled family members at home in order to receive the extra source of income. 
· Despite the regulations of the Employment Equity Act, reports show that not even one per cent of South Africa’s total workforce is comprised of people with disabilities. There are several barriers that block further employment of disabled persons, the most critical being the misperceptions and stereotypes. For example, employers question: why should I incur additional costs to provide reasonable accommodation, how will staff interact and communicate with disabled persons, will there be a negative impact on productivity, etc.  
· Mr Nair shared that NGOs such as SADA can provide a range of services that empower people with disabilities and their employers. For example, employers can receive environmental audits, disability awareness and sensitization training, and guidance on reasonable accommodation. In conclusion, he underscored that NGOs can collaborate with the private and public sector to increase the number of disabled persons in the workplace. 
6.4 South African Employers 4 Disability (SAE4D)

Jerry Gule, Chairman of SAE4D and General Manager HR & Transformation of TOTAL South Africa 
· Mr Gule introduced that the SAE4D was established based on interest from companies, such as TOTAL and Absa, to cultivate an employment culture inclusive of people with disabilities in South Africa. SAE4D envisioned building a disability agenda led by employers rather than receiving guidance from NGOs and DPOs. 
· He further summarized SAE4D’s core objectives, categories of membership, members’ charter and current members. SAE4D’s current activities include sharing knowledge, lobbying, creating a support infrastructure for employers and promoting membership.
· Mr Gule concluded by sharing a story about his recent visit to the new shopping mall in Melrose Arch with his colleague who is a wheelchair user. Despite being a brand new facility, many places in the mall were inaccessible. Mr Gule raised the issue of vocalizing situations of exclusion as such to improve the disability standard across South Africa.  
The questions and discussion points below followed the presentations.  

· A participant questioned if South Africa had signed the UNCRPD and if so, how the Convention was being implemented.  
· A presenter responded that South Africa was one of the first  countries to ratify the UNCRPD in 2007. However, while ratifying countries must submit a country report to the UNCRPD Committee every two years, South Africa had yet submitted its first report. The presenter stressed the importance of not only ratifying the Convention but also domesticating it. 
· A participant asked if people living with HIV/AIDS could be considered as disabled persons. 
· A presenter answered that the definition of people with disabilities differed by country to country. In some countries, people living with HIV/AIDS qualified as people with disabilities. Specifically, the American Disability Act protected people with HIV/AIDS as they are substantially limited in their major life activities and have physical impairments. 
7. Overview of Steering Committee and Survey Results
Ms Jae-Hee Chang, Project Technical Officer, Bureau for Employers’ Activities, ILO

· Ms Chang delivered an overview on how the Network has involved its current members and Steering Committee to shape its activities and future direction. 

· The Network conducted two surveys to determine members’ expectations and needs. The first survey was done in September 2010 when the Network had 20 members. As the membership almost tripled by the end of 2011, a second survey was conducted in December 2011. The survey findings are summarized in the following paragraphs. 

i. Of the 58 members – 41 multinational companies and 17 employers’ organizations and business networks – 28 members responded to the survey. The overall response rate was 49 per cent. 
ii. The highest level of commitment to the Network for multinational companies came from the vice president and director level who serve in human resources, executive offices or diversity. 
iii. In terms of disability-related practices, companies have requested for most assistance in the following three areas: benchmarking, establishing an employee disability network and vendor/supply chain outreach. 
iv. Geographically, companies are most interested in expanding their disability work in Western and Eastern Europe, South Asia, Latin America and North America. Country-wise, companies are interested in expanding their disability activities in United Kingdom, United States, Argentina, South Korea, Thailand and South Africa as well as Brazil, China and India. 
v. Corporate members consider the most important activities of the Network to be: Sharing knowledge and identifying good practices, building company expertise on disability issues and developing joint products and services to facilitate hiring. So far, the most valuable products and services of the Network have been: communications and notices, publications, and the web site. For future products, all respondents indicated that they would want case studies of good practices on disability inclusion. Other products of interest are: a guide on disability strategy for companies, information about disability laws as they pertain to the workplace, international standards on labour and disability and information about reasonable accommodation. 
vi. The top three areas in which companies are willing to contribute are: building capacity by participating in meetings, linking with the IO on employment and training programmes and sharing information when requested. 

· This survey served as a basis for the Network’s strategic planning session held with its Steering Committee members. The Steering committee – currently composed of 11 members – has been selected based on interest expressed by members as well as designation by the ILO. In June 2011, the Network had its first Steering Committee meeting to review the operational procedures and form working groups so members could volunteer to focus on developing one or two activities of the Network. The second Steering Committee meeting was held in November 2011 to review the membership agreement and prepare for the strategic planning session. 
· The strategic planning session was held in January 2012 to define a mid-term strategy and draw a roadmap for the Network. Members of the Steering Committee drafted the Network’s ambition, vision and mission and prioritized the Network’s deliverables in terms of content production and methods for marketing and communication. The Steering Committee also defined the Network’s governance structure by discussing stakeholder responsibilities, approach to funding and new member recruitment.   
8. Roundtable discussions
Chairs:
Ms Debra Perry, Senior Specialist in Disability Inclusion, Skills and Employability Dept., ILO


Mr Henrik Moller, Senior Advisor, Bureau for Employers’ Activities, ILO 

The Participants were divided into four groups to discuss the Network’s activities in the following areas: Obstacles faced by companies in hiring people with disabilities; obstacles faced by people with disabilities in accessing employment; ideas for projects and funding the Network in Africa; and linking with other partners. Participants voluntarily joined a group that addressed an area of their interest. The ILO distributed a two-page guideline containing three to four questions on each topic to facilitate the discussion (Annex 4). Afterwards, each group reported its findings and other participants had the opportunity to provide further comments or ask questions.  
8.1 Group 1: Obstacles faced by companies in hiring people with disabilities 
Group 1 explored the main challenges faced when hiring people with disabilities and discussed how the Network could assist its members. Group 1 reported the following: 
· The challenges faced by companies are: 
i. Lack of training in recruitment departments and ignorance and negative attitudes of hiring managers;

ii. Lack of knowledge and education with regards to disabled persons from top management down to the bottom line and insufficient guidelines to create an inclusive workplace;

iii. Difficulty identifying disabled employees to provide reasonable accommodation due to the employees’ reluctance to disclose their disability; 

iv. Difficulty identifying disabled candidates with the right experience and skill sets; and

v. Perceived costs to hire people with disabilities and concerns about longer orientation/integration time. 

· To overcome these challenges, companies require clear guidelines on how to include disabled persons as well as a database of case studies so they can learn from others. In addition, they need information about partnering organizations who can facilitate access to qualified people with disabilities. 

The following comment was made: 

· An ILO Official mentioned that Employability: A resource guide on disability for employers in Asia and Pacific contained information on publications, web sites, good practices, national organizations and government departments, checklists and fact sheets to assist employers in recruiting and retaining people with disabilities. If there was enough demand, the Network could develop a similar guide for Africa. She advised participants to look at the sample copy. The publication can be downloaded at http://www.ilo.org/wcmsp5/groups/public/@asia/@ro-bangkok/documents/publication/wcms_bk_pb_98_en.pdf
8.2 Group 2: Obstacles faced by people with disabilities in accessing employment
Group 2 discussed the barriers faced by disabled persons in accessing employment. Group 2 reported the following: 

· The challenges faced by people with disabilities in gaining employment are: 

i. Lack of accessible mainstream media that announce job vacancies. Company web sites as well as job search sites must be accessible for disabled persons to enhance their employment opportunities;

ii. Stereotyping and preconceived views that people with disabilities are not as reliable or efficient as non-disabled persons;

iii. Lack of reasonable accommodation and physical access to workplaces; and 
iv. Lack of evacuation procedures during emergencies for people with disabilities.

· To remove these barriers, companies must take a holistic approach by integrating disabled persons in the corporate culture. It is also critical to make materials available in accessible format and promote assistive devices. 
The following comment was made.  

· A participant stated the benefits of experiencing a day as a disabled person – for example, spending a day in a wheelchair – to become more sensitive to their needs. The participant also mentioned that an employee referral programme, which offers a bonus to the referring employee when the person they recommend is hired, helps recruit disabled persons. 
8.3 Group 3: Ideas for projects, activities and funding for a Network in Africa 
Group 3 explored projects and funding possibilities for the Network. Group 3 reported the following: 

· For projects, the Network should consider: 
i. Developing a common frame of reference of country-specific legislation for people with disabilities (refer to Achieving Equal Employment Opportunities for People with Disabilities through Legislation, ILO 2007 for a possible format, http://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_091340.pdf;
ii. Establishing the network in Africa by investigating corporate culture in relation to recruitment of disabled persons;
iii. Improving knowledge sharing and making information accessible to different regions;
iv. Collaborating with universities and research institutions to provide education programmes for people with disabilities; and 
v. Providing accurate data and statistics on disabled persons. 
· For funding, the Network should consider: 
i. Installing a membership subscription fee on a graduated scale, pegged on company size. It will be difficult to charge more than USD 10,000 for African-based companies;
ii. Developing a multi-donor fund; and 
iii. Tapping into socio-economic bodies, such as government agencies and communities, to increase the range of income streams. 
The following comment was made: 

· A participant mentioned that the Network should collaborate with the International Organisation of Employers (IOE).
· An ILO Official answered that the Network was already very involved with the IOE. For example, a member of the IOE’s management board sits in the Network’s Steering Committee and the IOE is regularly updated on Network activities. 
8.4 Group 4: Linking with other partners 
Group 4 discussed how resource groups could contribute to the overall work of the Network. Group 4 reported the following: 

· Resource groups can assist the Network by: 

i. Sharing best practices and information;

ii. Inviting clients and suppliers to join the Network;

iii. Bringing disability expertise; and

iv. Opening regional or national level dialogue to address specific dynamics. 

· Resource groups can assist individual companies by: 

i. Creating a database of disabled candidates or a career portal;

ii. Raising awareness and building capacity; and
iii. Developing a score card or a key performance indicator that measures achievements toward disability inclusion. 
· To create synergies, the Network should consider collaborating with: 

i. Private sector, especially involving CEOs and board members to affect shareholder activism on issues related to disability;

ii. Academia;

iii. Sports federation, such as the South African Sports Confederation and Olympic Committee;

iv.  Religious groups; and

v. Women organizations. 
9. Closing comments 
Chairs:
Ms Debra Perry, Senior Specialist in Disability Inclusion, Skills and Employability Dept., ILO


Mr Henrik Moller, Senior Advisor, Bureau for Employers’ Activities, ILO 

· Before providing closing comments, Ms Perry introduced the Job Accommodation Network (JAN) and guided participants through JAN’s web site, http://askjan.org. The JAN provides direction on workplace accommodations and disability employment issues that benefit both employers and employees. 
· Ms Perry also provided a quick review of the Network’s membership agreement, which would soon be signed by all members. The agreement, in particular, stipulated that members would agree to work towards the implementation of the ILO Code of Practice for Managing Disability in the Workplace. 
· To conclude, Ms Perry mentioned that the ILO would send out a summary note and an evaluation of the meeting in the following weeks. The Network would also continue to attract new members and welcome African-based multinationals to join. 

· Ms Perry, Mr Moller and Ms France-Massin thanked Standard Bank for hosting the meeting and thanked the participants for attending and contributing to the discussions. 
Annexes
Annex 1: Agenda


[image: image1.emf]Agenda.doc


Annex t: Meeting handouts


[image: image2.emf]Invitation.doc



 EMBED Word.Document.8 \s [image: image3.emf]Registration.doc



 EMBED Word.Document.8 \s [image: image4.emf]Discussion note.doc



 EMBED Word.Document.12 \s [image: image5.emf]Operational  procedures.docx



 EMBED Word.Document.8 \s [image: image6.emf]Membership  Agreement.doc



 EMBED Word.Document.8 \s [image: image7.emf]Agreement  annex.doc


Annex 3: Participants list


[image: image8.emf]Participant list.doc


Annex 4: Instructions for roundtable discussions 


[image: image9.emf]Roundtable.docx


3

_1393165882.doc
[image: image1.png]Welcome to the

ity Inclusion Knowledge Sharing Platform,

DISABILITY INCLUSION - Windows Internet Explorer,

&~ (&) repsipapmsio.crtdsbivyorsaenr & ][] [x] [so00e o[-
Fle Et Vew Faortes Toos Hep
9 0 [35]~ [i2) Gl nbox () Jache.c... | € Welcometothe Disabit... X [&\\Dwersty iatves - Corpo.. | ¢ mariot soiresponsbity.. Tl oiosfoosworine-sssst.. | | - 1~ B

AN

Broadcast | | Events | | Forum

[Switch to faster hitp connection] [admins site] [Site Map] [Accessibility] [Contact] [Site Setup] [search users]

Requests |

Search Site

aQ

™ only in current section

[advanced search]

3 Jae Hee Chang_Log out

You ars here: Homs

| Browse | | View | | Edit | | Share | | Categorize | | Uncategorize | | Subscribe | | Upload |

Resources

Translate into... ¥ | Sub-types | Actions v | Display ¥ | Add new... v | State: Published Document ¥

[ From the Diractor Genral
[ From the Exscutive Diractor

[ International Standards.

[ Subjects

[ Countries

[ Projects.

[ Spacifc Disabilties

[/ Povsr Point Prazentations (PRs)
[ Videos

[ Links.

[ Photos.

[ Organizationsl partners

[ Expert Database

[ Disability Hotline Requasts
Databaze

- Forum Documents.

3/99 L@@

Welcome to the Disability Inclusion Knowledge Sharing Platform
by Debra Perry — last modified Jan 25, 2010 03153 &1

The Disability Inclusion Knowledge Sharing Platform is under a constant state of development. There is already
information to share under some of the subject areas; we are still adding to others.

You will find information in various forms and types including articles, publications, tools, sample laws and policies,
case studies, surveys, checklists and information sheets, Power Point presentations and others. The Disability Team
hopes this information will assist you in including the disability issue and disabled persons in your work at the ILO.
The Platform also has the capacity for discussion groups or Forums on any topic of interest. One on inclusive
vocational training is currently in progress. Sign up on the pop-up form on the right menu if you would like to
participate.

1f you have ideas about forums or information to post, please write to Debra Perry at perry@ilo.org. If you need
specific request for technical assistance, please call the Disability Hotline at 41.22.799.6192 or write to
DISABILITYHOTLINEilo.org.

B oo

Portal Notification

Alzo to current folder [

Subseribe

Requests To Edit

© Nead assistance vith
Sander survey.

Recent Changes

Inclusive Vocational
Training in Thailand
Mar 02, 2010

@ Requast for matarisls
o Dissbilty =nd A1V
War 02, 2010

= Arszkulzratne
Sharmini (V)
war 02, 2010

All recent changes.

Manage portiets







ILO Global Business and Disability Network

Discussion Note 

February 2012

Introduction


Across the world, employers are realizing the value of a diverse labour force, one that is inclusive of people with disabilities. National governments, recognizing the barriers to socio-economic participation that disabled persons face, have enacted legislation, including non-discrimination and quota systems related to unequal access to decent work. Also, in response to the UN Convention on the Rights of Persons with Disabilities (UNCRPD), many laws are being changed or updated to comply with UNCRPD provisions, which will have specific implications for employers and businesses. At the same time, the business case for hiring people with disabilities is also becoming increasingly well known, while corporate social responsibility (CSR) and human rights increasingly capture the attention of employers’ organizations, multinational corporations and small and medium sized enterprises.   

The ILO Code of Practice for Managing Disability in the Workplace is one tool that can provide a way forward. Still, concrete advice, examples and technical assistance are needed so that employers can implement diversity principles as they relate to disability. In several parts of the world, national and regional networks of employers have been formed to address diversity issues in general and, in some cases, disability in particular. With the ILO Global Business and Disability Network there is now a group to specifically address disability as a diversity issue from a global, private-sector perspective.

The Network

The ILO has developed a global network of multinational companies and existing employers’ organizations and business networks on disability, along with representatives of disabled persons’ organizations and other resource groups to assist companies integrate disability into the workplace and their strategic business plans. The ILO believes that by participating in such a network companies will benefit from more diverse workforces, improved productivity, reduced turnover, safer workplaces and increased customer and community brand loyalty.  Employers’ organizations will increase their capacity to address their members’ needs related to disability diversity, corporate social responsibility, legal adherence and human resources.  


The Network is a joint activity of the ILO’s Employers’ Bureau and the Disability Team in the Skills and Employability Department, operating out of the ILO headquarters office in Geneva.  A formal Secretariat exists at the national level and regional networks are planned. 

Network Activities

The Network has four main purposes and areas of focus:  


· Sharing knowledge and identifying good practices among companies and employers’ organizations. For example, as a first knowledge sharing activity, the ILO published Disability in the Workplace: Company Practices, which documents how 25 companies address disability inclusion as it relates to hiring and retention, products and services, and corporate social responsibility.

· Developing joint products and services for employers and companies to facilitate hiring and retention. For example, many companies have requested a centralized database of laws related to disability and employment so that these can be readily accessed and checked against company policies and practices.  The ILO is already working to update the disability relevant laws in its labour legislation database, NATLEX, http://www.ilo.org/dyn/natlex/natlex_browse.home 

· Strengthening the work of employers' organizations and business networks that have greater access to small and medium size companies at the national level, and building their technical expertise on disability issues.  For example, the Employers’ Federation of Ceylon (EFC) in Sri Lanka has maintained an Employers' Network on Disability for years. An ILO study tour brought several employers’ organizations together from around Asia to Sri Lanka to learn from each others and the Sri Lankan experience during July, 2011.  

· Linking companies to ILO activities and partners at the national level and working through their local offices and supply chains. For example, the ILO Technical and Vocational Education and Training Reform project in Bangladesh works with supply chain factories of a major multinational retailer and its nongovernment partner to increase the skills and number of disabled persons entering their factories.   

Progress to Date


To date, the Network has achieved the following:  


· Received commitments from 43 companies and 17 employers' organizations/business networks to participate, along with international peak bodies of disabled persons’ organizations and NGO representatives at regional levels

· Surveyed members about their practices and interest with regard to the Network activities


· Held four meetings in Paris, New York, Bangalore, and Buenos Aires with sponsorship by Accor Hotels, US Council for International Business, Wipro and Union Industrial Argentina, respectively. 

· Published Disability in the Workplace: Company Practices (http://www.ilo.org/public/english/dialogue/actemp/downloads/publications/working_paper_n3.pdf) 

· Published Disability in the Workplace: Employers’ Organizations and Business Networks (http://www.ilo.org/public/english/dialogue/actemp/downloads/publications/working_paper_n6.pdf)

· Developed a playlist on ILO TV (http://www.youtube.com/ilotv) to showcase corporate videos on disability


· Fostered linkages for several Network members  to address issues as general as writing an HR disability inclusion strategy and as specific as identifying resources for a blind employee in India


· Established linkages between companies in Bangladesh, Thailand and India with ILO national and regional projects 

· Established a Steering Committee of companies and representation of a major disability apex organization and held the first Steering Committee meeting in June, 2011

· Finalized funding proposals to seek partners to support a permanent Secretariat for the Network


· Established working groups to move the Network and its activities forward


· Strengthened the ILO’s NATLEX database of laws related to disability issues and exploring methods of making it more responsive to member needs (a process that will continue).

· Developed the public pages of the Network’s web site, www.businessanddisability.org. 

Next Steps


The next steps of the Network are the following:


· Holding regional meetings in South Africa and China in 2012 

· Conducting additional surveys and baseline studies among members to determine needs

· Formalizing membership agreements 

· Planning a launch or major promotional event about the Network  


· Developing a long-term strategic and fundraising plan for sustainability 

· Expanding membership geographically, among company sectors and to resource groups

· Developing a guide for employers on the UNCRPD 

· Establishing  the private web pages for web site members 


· Funding a permanent Secretariat


· Carrying out activities as per the members input from surveys and strategic plans

Expected Impact 

Specifically, the following is expected as a result of Network activities in the next two years:


· Increase constituent knowledge on contemporary good practices related to disability in the workplace and the UNCRPD

· Strengthen at least two national employers’ organizations to address the issue of disability in the workplace 

· Demonstrate changes at the company level within a selected number of companies related to the training, hiring or retention of disabled persons from policy and practical levels

· Form at least two partnerships that increase the employability or employment of disabled persons at the country or regional level

· Produce at least two to five additional tools or products that meet the needs of the Network and further the employment of disabled persons and the capacity of employers to include disabled persons in the workforce.

Why the ILO?


The ILO is uniquely positioned as a tripartite organization to develop such a network because of its workplace standards, role and expertise in promoting non-discrimination in the workplace, including of disabled persons; its access to employers’ organizations and multinational companies throughout the world; related tools, initiatives and projects it has already undertaken; and the fact that many employers’ organizations and multinational companies have already approached the ILO for this type of knowledge sharing and networking and are already participating. The Network will also put into effect the ILO's recently adopted Public Private Partnership policy and will access the knowledge and practices of private enterprises for wider dissemination and capacity building among all Network members. 

For more information, contact

Debra Perry, Senior Specialist in Disability Inclusion, ILO, 4, route des Morillons, CH-1211 Geneva 22, Switzerland, email: perry@ilo.org, tel: +41.22.799.6258


Henrik Moller, Senior Programme and Operations Officer, ILO, 4, route des Morillons, CH-1211 Geneva 22, Switzerland, email: moller@ilo.org, tel: +41.22.799.7952

Jae-Hee Chang, Project Technical Officer, ILO, 4, route des Morillons, CH-1211 Geneva 22, Switzerland, email: changj@ilo.org,  tel: +41.22.799.8238

Or write to: ILO Global Business and Disability Network, email: businessanddisability@ilo.org



ILO Global Business and Disability Network


Membership Report


Currently, 43 companies and 17 employers’ organizations/networks around the world participate in the Network and the number is growing.  Regional and international resource organizations and networks related to disability are also members. 

Companies


· Accenture, Ireland


· Accor Hotels, France


· Adecco, Switzerland

· A.K. Khan, Bangladesh

· Allianz, Germany


· American Express, USA


· Carrefour, France


· Casino, France

· Ceva Logistics, Netherlands

· Cisco, USA


· Credit Suisse, Asia


· Delta Holding, Serbia

· Dow Chemicals, USA

· Ernst & Young, USA


· H and M, Sweden


· IBM, USA


· Infosys, India


· KPMG, Netherlands

· Kyobo Life Insurance, Korea


· L’Oréal, France

· Manpower, USA

· Microsoft, USA 

· Mphasis, India

· MTN, South Africa


· Nokia, Finland


· Novartis, Switzerland


· Orange, France


· PepsiCo, USA


· Samsung Electro-Mechanics, Korea

· Sasol, South Africa


· Serasa Experian, Brazil

· Sodexo, France

· Standard Bank, South Africa 

· Tata Consultancy Services, India


· Telefonica, Spain


· Telenor, Norway

· Thomson Reuters, Bangalore

· UBS, Asia


· Volvo, Sweden


· Walgreens, USA


· Westpac, Australia 


· Wipro, India

· Yum! Brands, USA


Employers' Organizations and Networks 


· Australian Employers Network on Disability


· Bangladesh Employers' Federation 

· BusinessNZ, New Zealand

· Cámara de Comercio de Guayaquil, Ecuador 


· China Enterprise Confederation


· Employers' Federation of Ceylon, Sri Lanka

· Employers’ Federation of India, Mumbai

· Employers’ Confederation of Thailand 

· Mauritius Employers' Federation 


· Mongolian Employers' Federation 


· Namibian Employers' Federation


· National Association of Software and Services Companies (NASSCOM), India

· PHD Chamber of Commerce and Industry, New Delhi, India 


· UK Employers’ Forum on Disability

· US Council for International Business

· US Business Leadership Network

· Viet Nam Chamber of Commerce and Industry


Note:  The International Disability Alliance represents disabled persons’ organizations on the Network’s Steering Committee. A variety of international organizations, including disabled persons’ organizations, networks of nongovernmental organizations and other organizations with an international scope are technical and resource members on the Network and are available to provide assistance in promoting the Network purposes and activities. 
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AGREEMENT

BETWEEN

THE INTERNATIONAL LABOUR ORGANIZATION

AND

[INSERT NAME OF COMPANY/ORGANIZATION]

FOR THE ILO GLOBAL BUSINESS AND DISABILITY NETWORK

1. THIS AGREEMENT (“Agreement”) is entered into by and between the International Labour Organisation (ILO), a public international organization with its headquarters in Geneva, Switzerland, established by the 1919 Peace Treaty of Versailles and operating as a specialized agency of the United Nations, represented by the International Labour Office, and [insert name of company/organization and short description (e.g., a ... corporation/ association established under the laws of...)]. The ILO and [insert name of company/organization] are referred to collectively as the “Parties” and individually as “Party”.

2. AGREEMENT DOCUMENTS:


2.1 This document and Annex I: “Receipt of Funding by the ILO” constitute the entire Agreement between the Parties and supersede all prior agreements, understandings, communications and representations concerning the subject matter. Annex 1 is applicable only to those companies wishing to make a voluntary financial contribution to cover the costs of operating the ILO Global Business and Disability Network.

3. LEGAL STATUS OF THE PARTIES:

3.1 As provided for in the Constitution of the International Labour Organisation and the Convention on the Privileges and Immunities of the Specialized Agencies, the ILO has full juridical personality and enjoys such privileges and immunities as are necessary for the independent fulfilment of its purposes.

3.2 Nothing contained in or relating to this Agreement will be construed to create a legal partnership, a joint venture, employment or agency relationship between the Parties, and the officials, representatives, employees, or subcontractors of either Party will not be considered in any respect as being the employees or agents of the other Party.

3.3 Collaboration under this Agreement as described in paragraph 5.1 below does not imply access to or influence on the governance of decision making structures of either Party and in particular, in the case of the ILO, on the Organization’s policy‑making, standard-setting or supervisory systems.

4. REPRESENTATIONS OF [INSERT NAME OF COMPANY/ORGANIZATION]:

4.1 [Insert name of company/organization] represents and warrants that nothing in its governance or operational activities, or those of its affiliates, is inconsistent with the ILO’s values or respect for the ILO’s constitutional mandate and principles
 or with internationally-recognized principles concerning human rights, the environment and anti‑corruption.


5. RESPONSIBILITIES OF THE PARTIES:

5.1
The purpose of this Agreement is collaboration between the Parties with respect to the ILO Global Business and Disability Network. The goal of the ILO Global Business and Disability Network is to assist multinational companies and employers’ organizations and business networks integrate people with disabilities into the workplace and their strategic business plans.

5.2
As a member of the ILO Global Business and Disability Network, companies or employers’ organizations agree to work towards providing equal treatment and equal opportunity for disabled persons at work and in seeking employment. Further companies agree to participate in Network activities, respond to Network queries or surveys, and share information in accordance with the four goals of the Network.

5.3
As a member of the ILO Global Business and Disability Network, [insert name of company/organization] agrees to work towards the implementation of the ILO Code of Practice for Managing Disability in the Workplace in its operations.


5.4
Members of the ILO Global Business and Disability Network are invited to make a voluntary annual contribution that will be used towards building the ILO Global Business and Disability Network and conducting related activities. Any member of the ILO Global Business and Disability Network who makes a contribution of more than US$30,000 will be recognized as a contributing network member. Annex I regulates the receipt of voluntary contributions by the ILO.

6. ACKNOWLEDGEMENT AND PUBLICITY:

6.1
The ILO will publicly report all contributions, in money or in kind, made in the framework of this Agreement in accordance with its rules and regulations, and in an appropriate manner.

6.2
[Insert name of company/organization] may refer to its collaboration with the ILO in its internal documents, such as those submitted to board and shareholder meetings, annual reports, sustainability and auditors’ reports. It may publicly acknowledge its participation as a member of the ILO Global Business and Disability Network, except in connection with the promotion of its products and services. For any other publicity, [insert name of company/organization] will seek and receive the written clearance of the ILO in advance.

6.3
In all cases of acknowledgment and publicity of their collaboration, the Parties will use neutral language that accurately reflects the actual contribution of each Party. Terms such as “with the assistance of”, “in collaboration with” or “with the technical support of” may be appropriate. The Parties will avoid any reference that could imply endorsement by the ILO of [insert name of company/organization], such as “official partner” or “selected partner” or “sponsor” of the ILO.


7. USE OF NAMES OR EMBLEMS:

7.1
The Parties will not use, without specific written authorization by the other Party concerned, the name of the other Party, in particular the name of the International Labour Organization and the International Labour Office and their abbreviations, or the emblem and other identifiers containing these names or abbreviations of the other Party which are legally protected. This paragraph does not affect a Party’s right to refer to the other Party in acknowledgements and publicity in accordance with section 6 above.

7.2
Upon written request of [insert name of company/organiaztion], the ILO may authorize reproduction of the emblem or other identifiers of the ILO by [insert name of company/organization] in writing under appropriate terms and conditions and in order to support the purposes, policies and activities of the ILO, including raising funds for the ILO. The ILO cannot authorize such a use when the use of the emblem or other identifier could be perceived as an endorsement by the ILO of any particular entity, its policies, activities, publications or products.

8. INTELLECTUAL PROPERTY:

8.1
All intellectual property rights, including patents, copyrights, designs and trademarks, in any material created under this Agreement, including by [insert name of company/organization] for the purposes of or as a result of performing its obligations, (“the Agreement Material”) will be vested in the ILO. 

8.2
In the event [insert name of company/organization] needs to use any of the Agreement Material, the ILO will grant, upon written request, to [insert name of company/organization], a permanent, irrevocable, royalty free, non-exclusive and non-transferable license to use, reproduce, adapt, modify and communicate the Agreement Material for the purposes of this Agreement. Such license will not include a right to exploit the Agreement Material for [insert name of company/organization]’s commercial purposes.

8.3
This section will survive the expiration or termination of this Agreement.

9. SETTLEMENT OF DISPUTES:

9.1
Any dispute, controversy, or claim between the Parties arising out of this Agreement, unless settled amicably under the preceding paragraph within sixty (60) days after receipt by one Party of the other Party’s written request for such amicable settlement, will be referred by either Party to arbitration in accordance with the UNCITRAL Arbitration Rules then obtaining. The Parties will be bound by any arbitration award rendered as a result of such arbitration as the final adjudication of any such dispute, controversy, or claim.


10. PRIVILEGES AND IMMUNITIES:

10.1
Nothing in or relating to this Agreement will be deemed a waiver of any of the privileges and immunities of the ILO.

11. COMMENCEMENT DATE AND TERM OF THIS AGREEMENT:

11.1
This Agreement commences on the date on which this Agreement is signed by the Parties and continues until it is terminated in accordance with this Agreement.


12. AMENDMENTS AND TERMINATION:

12.1
This Agreement may be amended only by written agreement signed by authorized representatives of the Parties.

12.2
Either Party may terminate this Agreement upon thirty (30) days’ written notice to the other Party.

12.3
In the event of any termination, the Parties will:

a) take immediate steps to bring the performance of any obligation under the Agreement to an orderly conclusion; 


b) immediately after the notice of termination has been sent by one and received by the other Party cease any use of the name and emblem of the other Party and simultaneously cease any publicity which may have been authorized under paragraph 6.2; and

c) return to the ILO (or at the ILO’s request, destroy) all copies of the ILO Materials in its control or possession, if any, in addition to all other property belonging to and/or provided by the ILO.

13. ASSIGNMENT:

13.1
The Parties will not assign, transfer, pledge or make any other disposition of this Agreement, or any part of this Agreement, or any of the rights, claims or obligations under this Agreement except with the prior written authorization of the other. Any such unauthorized assignment, transfer, pledge or other disposition, or any attempt to do so, will not be binding.

14. FRAUD AND CORRUPTION:

14.1
No offer, gift, payment, consideration or benefit of any kind, the provision of which would constitute an illegal, corrupt or fraudulent practice will be made, promised, sought or accepted (either directly or indirectly) as an inducement or reward in relation to activities under this Agreement. Each party is expected to notify the other party of any such practices. [Insert name of company/organization] will ensure that any contractors engaged in the implementation of activities under this Agreement observe the highest ethical standards in performing contracts. The Parties agree that any breach of this provision is a breach of an essential term of this Agreement.

15. NON-EXCLUSIVITY:

15.1
The collaboration between the Parties under this Agreement will be on a non-exclusive basis. Accordingly, either Party may freely engage in similar arrangements with other operational partners, including in the same field of activity or industry sector.

16. CONFLICT OF INTEREST:

16.1
[Insert name of company/organization] accepts that the collaboration under this Agreement will be managed with the interests of the ILO as paramount.

16.2
[Insert name of company/organization] warrants that at the time of signing this Agreement no conflict of interest exists or is likely to arise in the performance of its obligations under this Agreement. In particular, [insert name of company/organization] warrants that it does not have a commercial interest which could significantly affect the collaboration activity itself or its outcome or operate in a manner contrary to the ILO’s interest.

16.3
If a conflict of interest arises or appears likely to arise during the duration of this Agreement, [insert name of company/organization] will:


a) immediately notify the ILO;


b) make full disclosure of all relevant information relating to the conflict; and


c) take such steps as the ILO reasonably requires to resolve or otherwise deal with the conflict.

17. OBSERVANCE OF THE LAW:

17.1
[Insert name of company/organization] will comply with all laws, ordinances, rules, and regulations in relation to the performance of its obligations under this Agreement.

18. NOTICES:

18.1
Notices and other communications required or permitted under this Agreement will be in writing and directed to the following authorized representatives of the Parties.

18.2
A notice can be hand delivered, sent by prepaid post, email, or by facsimile transmission to the following address:


		ILO

		[Insert name of company/organization]



		Contact person: [insert name]

Tel: [insert telephone number]


Fax: [insert fax number]


Email: [insert email address]


4, Route des Morillons


CH-1211 Geneva 22


Switzerland 

		Contact person: [insert name]

Tel: [insert telephone number]


Fax: [insert fax number]


Email: [insert email address]


[insert address]





IN WITNESS THEREOF, the authorized Representatives of the Parties have signed this Agreement on the dates written below.


FOR THE ILO:






FOR [Insert name of company/organization]:

SIGNED: ___________________



SIGNED: _______________


[Insert name, title and department]



[Insert name, title and department]

DATE: _____________





DATE: _____________

� See, for example, the ILO Declaration on Social Justice for a Fair Globalization (2008), the Declaration on Fundamental Principles and Rights at Work (1998), and the Tripartite Declaration of Principles concerning Multinational Enterprises and Social Policy (1977, as revised).



� The relevant principles concerning human rights, environment and anti-corruption are reflected, for example, in the United Nations Global Compact.
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Welcome to the Disability Inclusion Knowledge Sharing Platform
by Debra Perry — last modified Jan 25, 2010 03153 &1

The Disability Inclusion Knowledge Sharing Platform is under a constant state of development. There is already
information to share under some of the subject areas; we are still adding to others.

You will find information in various forms and types including articles, publications, tools, sample laws and policies,
case studies, surveys, checklists and information sheets, Power Point presentations and others. The Disability Team
hopes this information will assist you in including the disability issue and disabled persons in your work at the ILO.
The Platform also has the capacity for discussion groups or Forums on any topic of interest. One on inclusive
vocational training is currently in progress. Sign up on the pop-up form on the right menu if you would like to
participate.

1f you have ideas about forums or information to post, please write to Debra Perry at perry@ilo.org. If you need
specific request for technical assistance, please call the Disability Hotline at 41.22.799.6192 or write to
DISABILITYHOTLINEilo.org.
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ILO Global Business and Disability Network


Johannesburg Meeting

23 February 2012

		Company/ Organization 

		Name

		Title

		Email

		Telephone

		Address



		ABB

		Versha Rowjee

		Business Development Manager- M&A

		Versha.Rowjee@za.abb.com

		+27.10.202.5589

		2 Lake Road, Longmeadow business Estate, Modderfontein, Johannesburg



		Absa Capital

		Wendy Orr

		Head of OD and Transformation

		wendy.orr@absacapital.com

		+27.11.895.6016

		15 Alice Lane Sandton, Johannesburg 



		Accenture

		Gale Shabangu

		Inclusion and Diversity Lead

		gale.shabangu@accenture.com

		+27.11.208.4037

		Building 19, Harrowdene Office Park, Kelvin Drive, Woodmead



		Adecco

		Jan Robbertse

		General Manager Western Cape

		Jan.Robbertse@adecco.co.za 

		+27.31.267.1433

		Duby Downs Office Park, 5 Duby Place, level 3 Westville 3629



		Adecco

		Julie Peronnet

		National Sales

		Julie.Peronnet@adecco.co.za

		+27.31.267.1433

		Duby Downs Office Park, 5 Duby Place, level 3 Westville 3629



		African Decade of Persons with Disabilities 

		Kudakwashe Dube

		Chief Executive Officer

		akdube@africandecade.co.za

		+27.83.284.2232

		397 Tolstoi St, Waterkloof Glen, 0010 Pretoria



		Arcelor Mittal

		Les Sebueng

		Corporate Manager- Employee Wellness

		Les.Sebueng@arcelormittal.com

		+27.16.889.2093

		PO Box 2, PP 10108, Vanderbijilpark, 1900



		Ceva Logistics

		Karen Miller

		Regional Project Manager Diversity and Inclusion

		Karen.Miller2@cevalogistics.com

		+27.11.396.9400

		23 Pomona Road, Kempton Park, Johannesburg



		Ceva Logistics

		Leon Bruwer

		Ocean Products and Century Accounts Manager, Regional Member of Diversity and Inclusion Council

		leon.bruwer@cevalogistics.com

		+27.11.396.9400

		23 Pomona Road, Kempton Park, Johannesburg



		Deloitte

		Lindiwe Manyika

		Associate Transformation

		lmanyika@deloitte.co.za

		+27.11.252.6454

		20 Woodlands Drive, Woodmead



		Edcon

		Kashmil Rambarran

		Group Wellness Manager

		krambarran@edcon.co.za

		+27.11.495.6000

		Edgardale, 1 Press Ave, Crown Mines, Johannesburg, 2025



		Ernst & Young

		Princess Andries

		Senior Manager, Diversity and Inclusiveness

		Princess.Andries@za.ey.com

		+27.11.772.5476

		52 Corlett Drive, Wanderers Office Park, Illovo



		Eskom

		Thulane Ngele

		Executive Manager Industrial Relations and Transformation

		Thulane.ngele@eskom.co.za

		+27.11.800.5058

		Maxwell Drive, Sunninghill 2000



		Eskom

		Sonnyboy Khumalo

		Assistant Officer Project

		KhumalSo@novell.eskom.co.za

		+27.11.711.2921

		Maxwell Drive, Sunninghill 2000



		HP

		Mazo Silimela

		Transformation Analyst

		lsilimela@hp.com

		+27.82.372.7481

		12 Autumn Street Rivonia, Sandton 2128



		HP

		Portia Modisaesi

		Country Human Resources Director

		portia.modisaesi@hp.com

		+27.11.785.1000

		12 Autumn Street Rivonia, Sandton 2128



		International Disability Alliance

		Moosa Salie

		General Secretary

		moosa_salie@absamail.co.za

		+27.84.500.4058

		105 Coronoation Rd, Maitland, 7405 Cape Town



		Manpower

		Vesna Toprek

		Marketing Manager

		Vesna.Toprek@manpower.co.za

		+27.11.465.6020

		Nicol Grove Office Park, Block 1; c/o Leslie Road & Sparrow Drive Fourways, Johannesburg



		Microsoft

		Themba Mdalose

		Community Affairs Manager

		i-tembdl@microsoft.com

		+27.11.361.7323

		3012 Willam Nicol Drive, Bryanston



		MTN

		Elsie Manamela

		Employment Equity Manager

		maname_e@mtn.co.za

		+27.83.200.2267

		216 14th Avenue, Fairlands, Johannesburg



		Pick n Pay

		Tumi Nkubone

		Senior HR Manager, Organisational Development

		tnkubone@pnp.co.za

		+27.11.856.7862

		No.2 Allum Road, Kensington 



		Sanlam

		Frederick Stroebel

		Head of Human Resources; Training & Development

		Frederick.stroebel@sanlam.co.za

		+27.21.947.4968

		2 Strand Street, Bellville, 7532



		Sanlam

		Vanessa February

		Performance Development Consultant

		Vanessa.february@sanlam.co.za

		+27.21.947.4731

		



		Sasol

		Rose Nkosi

		General Manager Global Diversity & RSA Transformation CoE

		Rose.nkosi@sasol.com

		+27.11.441.3345

		1 Sturdee Avenue, Rosebank, 219


PO Box 5486, Johannesburg, 2000



		Sasol

		Pearl Masondo

		

		Pearl.masondo@sasol.com

		+27.11.441.3150

		1 Sturdee Avenue, Rosebank, 219


PO Box 5486, Johannesburg, 2000



		Shoprite

		Moga Pillay

		Training Manager

		mpillay@shoprite.co.za

		+27.11.579.3451

		Checkers Hyper Edenvale Meadowdale Mall, 1 Brickfield Rd, Edenvale



		Sodexo

		Lynn Young

		Supply Chain Director

		lynn.young@sodexo.com

		+27.11.803.6600

		360 Rivonia Boulevard, Rivonia, 2128



		South African Council for the Blind

		Jace Nair

		National Executive Director

		jace@sancb.org.za

		+27.12.460.4948

		



		South African Employers for Disability and TOTAL

		Jerry Gule

		Chair; General Manager of Human Resources & Transformation 

		jerry.gule@total.co.za

		+27.11.778.2535

		



		Standard Bank

		Rachel Osikoya

		Group Head of Employee Insights and Inclusion

		Rachel.osikoya@standardbank.co.za

		+27.11.631.5774

		5 Simmonds Street, Gauteng, Johannesburg



		Standard Bank

		Ayesha Latief

		Project Manager

		

		

		5 Simmonds Street, Gauteng, Johannesburg



		Standard Bank

		Tony van der Nest

		Senior Manager- Health and Wellness

		Tony.vandernest@standardbank.co.za

		

		5 Simmonds Street, Gauteng, Johannesburg



		Standard Bank

		Suren Reddy

		Director, Employee Relations

		

		

		5 Simmonds Street, Gauteng, Johannesburg



		Standard Bank

		Dorea Parsons

		Senior Manager; Safety, Health and Environmental Risk

		

		

		5 Simmonds Street, Gauteng, Johannesburg



		Standard Bank

		Moses Mochine

		Head of Transformation

		

		

		5 Simmonds Street, Gauteng, Johannesburg



		Standard Bank

		Ntungu Masindi

		Transformation Specialist

		Ntungu.masindi@standardbank.co.za

		

		5 Simmonds Street, Gauteng, Johannesburg



		Standard Bank

		Karin Ireton

		Director of Group Sustainability Management

		Karin.Ireton@standardbank.co.za

		

		5 Simmonds Street, Gauteng, Johannesburg



		Standard Bank

		Eric Nwedo

		Head of Employee relations

		

		

		5 Simmonds Street, Gauteng, Johannesburg



		Unilever

		Mandla Tatana

		Industrial Relations Specialist

		mandla.tatana@unilever.com

		+27.11.898.5096

		511 Commissioner St, Boksburg, Johannesburg 2000



		University of the Witwatersrand

		Anlia Pretorius

		Head of Disability Unit

		anlia.pretorius@wits.ac.za

		+27.11.717.9151

		Wits Disability Unit, Private Bag 3 Wits 2050



		Wipro

		George Mogambi Torori

		Senior Manager- Talent Engagement & Development

		george.mogambi@wipro.com 

		

		



		Woolworths

		Zinzi Mgolodela

		Head of Black Economic Empowerment Transformation

		zinzimgolodela@woolworths.co.za

		+27.21.407.2032

		93 Long Market Street, Cape Town



		Woolworths

		Chantal Butler

		Head of Organisational Development and Effectiveness

		chantalbutler@woolworths.co.za

		+27.21.407.6021

		PO Box, Cape Town 8000





ILO Staff 


		Office 

		Name

		Title

		Email

		Telephone

		Address



		Geneva

		Deborah France-Massin

		Director

		france@ilo.org

		+41.22.799.6784

		4 route de Morillons, CH-1211 Geneva 22, Switzerland



		Geneva

		Debra Perry

		Senior Specialist in Disability Inclusion

		perry@ilo.org

		+41.22.799.6258

		4 route de Morillons, CH-1211 Geneva 22, Switzerland



		Geneva

		Henrik Moller

		Senior Advisor

		moller@ilo.org

		+41.22.799.7952

		4 route de Morillons, CH-1211 Geneva 22, Switzerland



		Geneva

		Jae-Hee Chang

		Project Technical Officer

		changj@ilo.org

		+41.22.799.8238

		4 route de Morillons, CH-1211 Geneva 22, Switzerland



		Pretoria

		Vic Van Vurren

		Director 

		vanvuuren@ilo.org

		+27.12.818.8000

		20 Hotel St, Persequor park, Lynnwood, Pretoria s
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ILO Business and Disability Network

Johannesburg Meeting 

Roundtable Instructions





Roundtable instructions:

1. Identify a facilitator for each small group to guide the discussion and ensure that everyone gets a chance to speak. 

2. Identify a reporter and time keeper who will keep track of the time, record findings and report back to the group.

3. Use the discussion questions which follow as a guide, but feel free to address other issues that relate to the topic.

4. Prepare a brief (4 to 5 minute) but succinct report of findings that can be submitted as a contribution to the meeting proceedings. Report on the key group findings to fit the time available.

Group 1:  Obstacles faced by companies in hiring people with disabilities



The Network hopes to assist its members integrate people with disabilities in the workplace through knowledge sharing, developing joint products and services, strengthening the work of employers’ organizations and business networks, and linking members to ILO activities. Please consider the following questions to identify the main challenges you faced when hiring people with disabilities and discuss how the Network can assist you overcome these obstacles. 

· What are the challenges you face when hiring and integrating people with disabilities? 

· What are your specific needs (e.g. for information, technical assistance, partners, etc.) in terms of including people with disabilities in the workplace? 

· How can the Network serve companies in Africa?

Group 2: Obstacles faced by people with disabilities in accessing employment



In order to facilitate greater hiring of disabled persons, it is critical to understand the challenges faced by people with disabilities when accessing employment. Please consider the following questions in your discussions about the barriers faced by disabled persons during the recruitment and retention process. 

· What do you see as the major obstacles faced by people with disabilities in finding employment? How could the Network help overcome this?

[bookmark: _GoBack]Group 3: Ideas for projects and activities for the Network in Africa 

Please consider the following questions in your discussion about ideas for projects and activities of the Network in Africa.  

· What do you consider to be the most important immediate future activities for the Network in Africa?

· What medium term and long term ideas do you have for the Network?





Group 4: Ideas for funding a network in Africa

For the Network to be fully effective, regional networks or technical assistance centre for business will be needed. Please consider the following questions or other issues you think are important related to funding a network in Africa.

· What are the specific ideas you have for funding a regional network and activities?

· If membership fees are charged, what amount would be appropriate? Can you provide examples for such fees based on your participation in other such business groups/networks?

· Do you think subscription or development costs should be requested for activities or services that are desired by the Network?

· What are some traditional development donors in Africa who would be interested in funding such efforts?

Group 5: Linking with other partners 



Taking this opportunity of having several resource groups present at the meeting, the Network would like the group to discuss the following questions. 



· How can your organization contribute to the overall work of the Network?

· How could your organization assist individual companies (e.g. accessibility assessment, sourcing people with disabilities, awareness raising training, etc.)? 
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ANNEX I:   Receipt of funding by the ILO

This Annex regulates the receipt of voluntary contributions by the ILO.

1. CONTRIBUTION:

1.1
[Insert name of company] will provide a contribution to the ILO Global Business and Disability Network of [insert currency and amount], which will be deposited by [insert date] into the following account:


Union de Banques Suisses (UBS) S.A.


Case Postale 2600


CH-1211 GENEVA, SWITZERLAND


Swift Address: UBSWCHZH80A

IBAN No.: 
[NB different for Euros and Dollars]

Reference:
[Insert TC Code]


1.2
The ILO will maintain a separate account expressed in U.S. Dollars for the contribution of members of the ILO Global Business and Disability Network showing all income and expenditures. Contributions paid and expenditures incurred in currency other than U.S. Dollars will be converted into U.S. Dollars at the United Nations operational rate of exchange on the date of the transaction.


1.3
Any interest derived from the contribution will be accounted for separately and will be disposed of by the ILO for the ILO Global Business and Disability Network.

1.4
The contribution will be used exclusively to cover the direct costs of the ILO Global Business and Disability Network and support costs which are calculated at the rate of 13 per cent of direct costs.

2. ADMINISTRATION OF THE CONTRIBUTION:

2.1
Any activities carried out by the ILO under this Agreement will be implemented in accordance with ILO regulations, rules and procedures and will be subject exclusively to the internal and external auditing procedures provided for in the financial regulations, rules and directives of ILO. 

2.2
Goods or services will be purchased by the ILO for the activities of the ILO Global Business and Disability Network in accordance with ILO regulations, rules, directives and procedures.

2.3
Unless otherwise provided in this Agreement, any contributions from [insert name of company] to the ILO, in cash or in kind, are provided without any charge to the ILO. The ILO will not be responsible for any fees, costs or expenses related to or incurred by [insert name of company], nor will the ILO incur any liabilities, in excess of any financing that it may have received from [insert name of company] for carrying out a certain activity.

2.4
The ILO will not pre-finance activities of the ILO Global Business and Disability Network. If the contribution is not received in a timely manner, any planned activities may be reduced or suspended by the ILO with immediate effect.

3. REPORTS:

3.1
The ILO will publish on the restricted membership web pages of the ILO Global Business and Disability Network no later than 31 May each year, a financial statement showing the funds received and expended during the previous calendar year. This statement will consist of an extract from the ILO's accounts, as submitted for audit to the external auditor whose certificate will appear in the ILO's annual financial report.


3.2
At the same time, the ILO will publish a consolidated report on the results obtained during the previous calendar year.

3.3
Evaluation of the activities of the ILO Global Business and Disability Network will be conducted in accordance with the evaluation policy of the ILO.


4. TERMINATION:

4.1
In case the Agreement is terminated by the [insert name of company] in accordance with the provisions of the Agreement, the ILO shall not be obliged to repay any funds irrevocably committed in good faith by the ILO to third parties before the date of notice of such termination.
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ILO Global Business and Disability Network

Operational Procedures



Introduction

The ILO Global Business and Disability Network is a voluntary group of representatives from business, industry, and employers’ organizations and business networks and selected non-governmental and disabled peoples’ organizations. It has a primary purpose of facilitating disability diversity in the workforce from the perspective of the business and human rights cases. With the ratification of the UN Convention on the Rights of Persons with Disabilities in many countries, laws and policies related to nondiscrimination and employment of disabled persons will be changing. At the same time, many companies are learning the strategic advantage of a diverse workforce that is inclusive of disabled people. ILO standards, disability experience and global reach can assist companies and other groups from both business and human rights perspectives as they seek to initiate or innovate their current practices related to disability in the workplace.

The Network works with the ILO and through it, other UN agencies, governmental, non-governmental, disabled peoples’, educational, and private voluntary organizations and the business community to share knowledge and information and engage in activities of mutual benefit related to disability and business.

The ILO believes that by participating in such a network and the knowledge sharing and activities it will facilitate, companies can benefit from improved productivity, reduced turnover, safer and better workplaces and increased customer and community brand loyalty. Employers’ organizations will increase their capacity to address their member needs related to diversity, corporate social responsibility, legal adherence and human resources. 

These operational procedures are the basic governing document for the Network, which is an informal body of members. Designed to be flexible and general initially, it is expected that the procedures will change and become more formal and detailed as the Network develops.

ARTICLE I: Name

The group will be known as the ILO Global Business and Disability Network, henceforth referred to as the Network.

ARTICLE II: Purpose and Objectives

1. Purpose

The purpose of the Network is to increase disability diversity among member workforces through knowledge sharing, joint action, improving technical skills of members and their networks or staff, and through corporate social activities or engaging in ILO or other UN activities, as well as to assist companies adapt products and services to the needs of disabled persons.

2. Objectives and Activities

The following list of objectives suggests the focus of Network activities, but is not intended to be exhaustive:

Organizing a network of business persons representative of companies and employers’ organizations from diverse geographic and sectoral areas that are committed to the work of the Network and to the issue of disability in the workplace as articulated in ILO and UN international standards.

Sharing knowledge and identifying good practices among companies and employers’ organizations related to hiring and retention of disabled persons, development of products and services, CSR and related areas of business operation.

Developing joint products and services for companies to facilitate hiring of disabled persons and adherence to international and national labour standards related to disability and the inclusion of disability issues into corporate policies and CSR programmes. 

Strengthening the work of employers' organizations and other representative business networks who work with companies at the national level, and building their technical expertise on disability issues.

Establishing linkages and partnerships among companies, non-governmental organizations, governments, employers' organizations and other representative business networks, ILO and other entities to facilitate the Network objectives, especially at national and local levels. 

ARTICLE III: Membership and Conditions

3. Types 

Members from several categories will be considered:

Business Members---

Multinational companies, or in some cases, a national company with international interests, that adheres to, or desires to improve its knowledge and performance related to disability inclusion in the workplace according to international and national principles (e.g., as articulated in the ILO Code of Practice for Managing Disability in the Workplace and appropriate national laws), can join the Network.

Employers’ organizations/Business Networks

Employers' organizations and other representative business networks can join the Network.

Resource Members---

Non-governmental and disabled peoples’ representatives, universities, private sector think tanks and networks of disability and employment service providers who serve as resources to the Network can be invited to join the network, with  care taken to ensure that the Network retains its business and employer focus. Commercial entities whose primary business is to market its services to the Network members should not be accepted as members. 

4. Approval

There is no official approval for members of the Network; however members should agree to work towards the principles in the UNCRPD and the ILO Code of Practice for Managing Disability in the Workplace. If any member wishes to engage in a formal partnership with the ILO (e.g., become involved in a donation or exchange of human, financial or other resources), the partnership will be subject to the ILO Public Private Partnership (PPP) procedures and approvals (http://www.ilo.org/public/english/bureau/pardev/development/ppp.htm). As noted, the ILO will at all times seek to maintain a proper balance between business and resource members to maintain the Network’s focus. 

5. Commitment of Members

Members will complete a membership application and agree to share information and contribute to Network activities at the level they find appropriate. They can join or resign at any time. While in the Network, however, it is expected that members will contribute and participate. 

6. Dues and Funding

There are currently no membership dues, however, contribution to activities will be guided by the ILO PPP procedures and some services may require a subscription fee, or a membership fee as the Network develops. All members are expected to cover their own expenses to participate in activities or meetings of the Network, either online or in person. 

7. Use of Logos

Members agree not to use the ILO logo for any purpose without written permission, nor can the ILO use the logo of any member without permission. 

8. Publicity

Members agree to allow the ILO to use their names as members in its internal and external reporting activities related to the Network and to summarize Network activities to its constituents and members. The members may also note their participation in the Network and its activities however, they should not indicate that such membership indicates any endorsement by the ILO.

ARTICLE IV: Administrative Structures

9. Secretariat

The ILO will manage the Secretariat and the activities of the Network with support of the Steering Committee and ad hoc groups that may develop around specific topics or needs.  The Secretariat will be responsible for maintaining all Network documents, preparing and distributing the agendas and announcements, and handling other duties such as communication and coordination with the ILO on matters related to the Network. 



Initially, the Secretariat will be centralized but it is hoped that as the Network develops, regional Secretariats will be formed.







10. Steering Committee

The Steering Committee will consist of a subset of members and represent the entire membership for purposes of guiding the development of the Network and providing immediate input to the ILO in moving activities forward. Membership will be voluntary and initially a commitment to participate will be for 1.5 years for purposes of continuity of service during the crucial developmental phase. Thereafter, the Steering Committee can make recommendations for the time commitment suggested. 

Initially, the Steering Committee will be involved in providing advice and assisting with the following:

· Planning the official launch of the Network

· Developing a strategic plan of action for the next 2 to 3 years

· Assisting with securing funds for a permanent Secretariat

· Establishing membership development plan, draft agreement and recruitment strategy to include consideration and types of membership fees

· Assisting in attracting additional members

· Providing advice on specific development issues, such the web site content and design, communication plan, etc. 

· Deciding on membership and governance procedures for the Steering Committee. 

The Steering Committee should be composed of at least 8 and up to 20 members, with at least one employers’ organization or business groups/networks and one disabled person represented. As the Steering Committee increases to 20 members, the employers’ organization/networks should be represented at the level of at least 10 percent, as should the disabled persons organizations, with the companies representing the remainder of the Steering Committee members. If deemed appropriate by the Steering Committee, in collaboration with the ILO, additional resource members can be added (e.g., university, NGO network, etc.) but should not exceed another 10 per cent of the members. 

The Steering Committee will meet in person twice per year, initially. Videoconferencing or teleconferencing for smaller tasks groups are anticipated as needed.  Members are expected to fund their participation in meetings.  

Members of the initial Steering Committee will be based on the interest of companies to participate and the agreement of the Secretariat. The Secretariat will identify representative employers’ organizations and resource members.  

The Steering Committee will establish its own governance procedures however, the Steering Committee Chair will be a representative of business.







ARTICLE V: Meetings



Initially, there will be no set meetings of the Network. However, periodic events, virtual or in person, will be held - and often on a regional basis. These will be communicated to all the Network members. 

ARTICLE VI: Subcommittees

11. Formation

Subcommittees can be formed on an ad hoc basis to address specific activities or needs of the Network. 



12. Structures and Meetings

Subcommittees will decide on their own governance and meeting schedules according to their purpose and needs.



ARTICLE VII: Amendments

The Steering Committee, in collaboration with the Secretariat, and with input from the Network members through meetings, surveys or other input mechanisms, will revise and formalize the operational procedures as the Network develops. 



Revised 8 April 2011
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George Mogambi Torori


george.mogambi@wipro.com 


Passport no. A102498; Nationality: Kenya

16 February 2012

Dear George Mogambi Torori, 


You are cordially invited to the African regional meeting of the ILO Global Business and Disability Network to be held in Johannesburg, South Africa on Thursday, 23 February 2012. The meeting is the Network’s fifth such meeting, which follows the European, US, Asian, and Latin American-based meetings. The Johannesburg meeting will be hosted by Standard Bank at their headquarters in 5 Simmonds Street, Gauteng, Johannesburg. 

The event will bring together representatives of multinational companies, employers’ organizations and business networks, and disabled persons’ organizations who are interested in the issue of disability in the workplace. The purpose of the meeting is to address and exchange disability-related employment policies and practices in Africa and around the world, and to expand the Network’s membership to multinational companies and employers’ networks from the region. The agenda includes sharing of company experiences, a panel of resource groups and roundtable discussions about issues related to disability and how the Network can be of most value to current and prospective members. 

Arrangements for travel and accommodation are to be covered by the participants or their sponsoring organizations. Information about the Network, draft agenda, registration form and venue details are attached. A final agenda and participant list will be sent to you shortly. If you have any specific needs related to disability, diet or other matters, be sure to let us know when you complete the registration form.  


We look forward to meeting you in Johannesburg. 


Sincerely,


[image: image2.emf]            [image: image3.png]\ =4

International Labour Office
Bureau international du Travall
Oficina Internacional del Trabajo






		Debra Perry

		Henrik Moller



		Senior Specialist in Disability Inclusion

		Senior Advisor



		Skills and Employability Department

		Bureau for Employers’ Activities





		4, route des Morillons, CH-1211 Genève 22 (Switzerland)



		          Téléphone: +41 22 799 8238  Fac-similé: +41 22 799 6310  

E-mail: businessanddisability@ilo.org

Web site : www.businessanddisability.org  
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Welcome to the Disability Inclusion Knowledge Sharing Platform
by Debra Perry — last modified Jan 25, 2010 03153 &1

The Disability Inclusion Knowledge Sharing Platform is under a constant state of development. There is already
information to share under some of the subject areas; we are still adding to others.

You will find information in various forms and types including articles, publications, tools, sample laws and policies,
case studies, surveys, checklists and information sheets, Power Point presentations and others. The Disability Team
hopes this information will assist you in including the disability issue and disabled persons in your work at the ILO.
The Platform also has the capacity for discussion groups or Forums on any topic of interest. One on inclusive
vocational training is currently in progress. Sign up on the pop-up form on the right menu if you would like to
participate.

1f you have ideas about forums or information to post, please write to Debra Perry at perry@ilo.org. If you need
specific request for technical assistance, please call the Disability Hotline at 41.22.799.6192 or write to
DISABILITYHOTLINEilo.org.
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ILO Global Business and Disability Network


Johannesburg Meeting

23 February 2012

Registration Form

Please complete and submit the form to businessanddisability@ilo.org or changj@ilo.org as soon as possible but no later than Wednesday 15 February 2012. 

		Name

		     



		Company or Organization

		     



		Title

		     



		Telephone and Fax No.

		     



		Email

		     



		Address

		     





If you are coming by car, please provide your car license plate number and the make of your car: 


_____________________________________________________________________________________


So that we can meet your needs, please advise us if you:

		 FORMCHECKBOX 


		Are a wheelchair user



		 FORMCHECKBOX 


		Are Deaf and require an accommodation 



		 FORMCHECKBOX 


		Are blind or visually impaired and require an alternative format 





Please note your specific needs related to disability, diet or other matters: 
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Welcome to the Disability Inclusion Knowledge Sharing Platform
by Debra Perry — last modified Jan 25, 2010 03153 &1

The Disability Inclusion Knowledge Sharing Platform is under a constant state of development. There is already
information to share under some of the subject areas; we are still adding to others.

You will find information in various forms and types including articles, publications, tools, sample laws and policies,
case studies, surveys, checklists and information sheets, Power Point presentations and others. The Disability Team
hopes this information will assist you in including the disability issue and disabled persons in your work at the ILO.
The Platform also has the capacity for discussion groups or Forums on any topic of interest. One on inclusive
vocational training is currently in progress. Sign up on the pop-up form on the right menu if you would like to
participate.

1f you have ideas about forums or information to post, please write to Debra Perry at perry@ilo.org. If you need
specific request for technical assistance, please call the Disability Hotline at 41.22.799.6192 or write to
DISABILITYHOTLINEilo.org.
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ILO Global Business and Disability Network


Johannesburg meeting

Host: Standard Bank

Venue: 5 Simmonds Street, Gauteng, Johannesburg

Thursday, 23 February 2012

8:30

Registration


9:00

Welcome and Introduction  


Rachel Osikoya, Group Head of Employee Insights and Inclusion, Standard Bank

Welcoming remarks

Deborah France-Massin, Director, Bureau for Employers’ Activities, ILO 





Introduction to disability from the employers’ perspective  





Moosa Salie, General Secretary, International Disability Alliance






Welcoming remarks on behalf of disabled persons’ organizations


Vic Van Vuuren, Director, ILO Pretoria





Introduction on ILO’s work in general 




Brief introduction of participants 


9:30

Introduction to disability at the ILO and the ILO Global Business and Disability Network 





Debra Perry, Senior Specialist in Disability Inclusion, ILO


10:00

Company Presentations, Part I (4 companies, 10 minutes each)   




Moderator: Henrik Moller, ILO

Microsoft , Themba Mdlalose, Community Affairs Manager

Standard Bank, Rachel Osikoya, Group Head of Employee Insights and Inclusion

Sasol, Rose Nkosi, General Manager Global Diversity & RSA Transformation Centre of Excellence 

Ceva Logistics, Leon Bruwer, Ocean Product and Century Accounts Manager and Member of the Diversity and Inclusion Council South Africa 

Discussion 


11:00

Coffee Break


11:15

Company Presentations, Part II (4 companies, 10 minutes each)




Moderator: Deborah France-Massin, ILO

MTN, Elsie Manamela, Senior Manager of Employment Equity / Transformation 

Adecco, Julie Peronnet, Sales Consultant and Jan Robbertse, General Manager 

Shoprite, Moga Pillay, Training Manager 

Edcon, Kashmil Rambarran, Group Wellness Manager

Discussion 

12:15

Lunch

13:30

Resource Group Presentations (4 groups, 10 minutes each)




Moderator: Debra Perry, ILO 

International Disability Alliance, Moosa Salie, Chair of World Network of Users and Survivors of Psychiatry 

Secretariat of the Africa Decade of Persons with Disabilities, Kudakwashe Dube, Chief Executive Officer 

South Africa National Council for the Blind, Jace Nair, National Executive Director 

South African Employers 4 Disability (SAE4D), Jerry Gule, Chairman of SAE4D and General Manager HR & Transformation of TOTAL South Africa 

Discussion

14:30

Overview of Steering Committee meetings and survey results





Jae-Hee Chang, Project Technical Officer, ILO 

14:45

Roundtable Instructions 




Chairs
:
Debra Perry, ILO 






Henrik Moller, ILO




Topics: 

(1) Obstacles faced by companies in hiring people with disabilities 






(2) Obstacles faced by people with disabilities in accessing employment 





(3) Ideas for projects and activities for the Network in Africa






(4) Ideas for funding a network in Africa 






(5) Linking with other partners 






(6) Optional topic 


15:00

Parallel Roundtable Session

15:45

Coffee Break 


16:00

Roundtable Discussion findings

16:45

Future Steps of the Network 


17:00

Closing


