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ILO Global Business and Disability Network

Buenos Aires Meeting
20 September 2011

Summary Notes and Presentations
1. Background information and programme 

The Unión Industrial Argentina (UIA) hosted the fourth meeting of the ILO Global Business and Disability Network in Buenos Aires on Tuesday, 20 September 2011. The meeting consisted of a full day with a morning agenda including welcoming remarks by the host and two ILO officials, and technical presentations from the ILO, one disabled persons’ organizations and eight multinational companies. The afternoon agenda included presentations from three resource groups, five separate roundtable discussions, reports on the roundtable findings, and future steps of the Network and closing comments. English-Spanish simultaneous interpretation was provided by two interpreters at the meeting.  

For the 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, registration form, information on venue and possible accommodations, the Network’s progress and membership report, operational procedures and preliminary participant list. 

At the meeting, the ILO distributed the following materials: a list of links to resources related to disability, the Network’s operational procedures, the first edition of the Network’s newsletter and English and Spanish versions of Disability in the Workplace: Company Practices (ILO, 2010). Samples of the following publications were available for viewing: Managing disability in the workplace (ILO, 2002), 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-seven participants – 31 from 21 multinational companies, five from four employers’ organizations, three from three resource groups, and seven from the ILO – attended the meeting. 

For a complete list of participants, please see Annex 3. 

4. Welcome and introductions

Chair:
Mr Andrés Yurén, Senior Employers’ Specialist, Bureau for Employers’ Activities, ILO Santiago
· Mr Yurén welcomed everyone to the fourth meeting of the Network and thanked the UIA for being the host. As an employers’ specialist of the ILO, Mr. Yurén assists the capacity building of employers’ organizations to make them effective and strong actors of social dialogue. This involves working with the business agenda, which reflects the priorities of enterprises at the national and international level. The business agenda, however, does not always coincide with the ILO’s wish-list of priorities.  

· In preparation for the Network’s meeting, Mr Yurén had the opportunity to learn about a number of disability initiatives carried out by employers’ organizations and NGOs in Latin America. In particular, he spoke with CILSA – an Argentine NGO that provides vocational training for people with disabilities – and medical experts from the Chilean Safety Association focusing on the rehabilitation of injured workers. 

· Through this process, Mr Yurén discovered a compelling business case for hiring people with disabilities in the workplace. As employees, disabled persons are reliable and they have better attendance records, stay with employers for a longer period and have fewer accidents than non-disabled employees. From the consumer-side, they possess considerable purchasing power; this makes sense for employers to include people with disabilities in the business agenda. Organizations that are accessible are more appealing to all customers and stakeholders, and businesses that embrace diversity will be able to tap into resources of top talent, open new markets, improve operational efficiency, promote new ideas and problem solving methods and enhance consumer loyalty. 

· Through the Network, Mr. Yurén hoped for more employers’ organizations to strengthen the capacity of their members to address the issue of disability. He also gave special thanks to the representatives of the Confederação Nacional da Indústria, Brazil and SOFOFA, the Federation of Chilean Industry, for joining the meeting and recommended that all participants speak with them as both organizations have developed effective programmes for disabled persons. 
4.1 Opening speeches

Mr Daniel Funes de Rioja, Vice President, UIA and Executive Vice President, International Organisation of Employers (video)

· On behalf of the UIA and its executive committee, Mr Funes de Rioja welcomed the participants to Argentina. The meeting, which preceded the World Bank’s Global Partnership for Disability and Development annual meeting, would cover issues related to disability in the workplace from the perspective of multinational companies in Latin America.  

· The meeting was taking place at a moment of opportunity as the Argentina rebounds from an economic crisis. The opportunity should be used to increase productivity and enhance social cohesion. One of the most important elements of social cohesion is the integration of vulnerable groups in the community as well as the world of work. However, many countries face difficulties in collectively promoting development and social inclusion. Mr Funes de Rioja emphasized the importance of linking economic growth and competitiveness with people who are excluded in the labour market, in particular people with disabilities. 

· He concluded by wishing everyone a successful meeting. Although he would not able to attend in person, he assured that the meeting had the UIA’s full support. 

Mr Marcelo Castro Fox, Director, ILO Argentina

· Mr Castro Fox welcomed the participants on behalf of the ILO and provided an overview about the significant role businesses play within the overall work of the ILO. Contrary to the widespread belief that the ILO is an organization created by trade unions, it was formed by a number of enterprise representatives, who wanted to humanize the exploitative and unjust conditions of the workplace, i.e. the employers initiated the movement of humanizing labour conditions through the ILO. 

· He thanked Mr Daniel Funes de Rioja for being an active and well-respected employers’ representative in the region and concluded by emphasizing the importance of including people with disabilities in every aspect of the ILO’s work. 

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
· Attached is Ms Perry’s presentation. A brief summary of the presentation is described below. 
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· Ms Perry welcomed the participants to the meeting and thanked the UIA 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. UNESCO estimates that only 10 per cent of children with disabilities have access to education in developing countries. Sixty-six per cent of people with disabilities live below the poverty line and many work in the informal economy and make lower wages compared to non-disabled peers. Women with disabilities face two barriers and are ever more disadvantaged.

· 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 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 first three 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. And when companies experience the business case, they begin promoting the hiring of people with disabilities with respective employers’ organizations. The Network wants to organize that enthusiasm. 

· To emphasize the high safety records attained by people with disabilities, Ms Perry shared a recent experience of visiting a company that hires people with disabilities in Sri Lanka. For 20 years, not a single disabled employee has had a work-related accident. To further depict the business case of hiring people with disabilities, Ms Perry showed a video clip of 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. 

· Ms. Perry also presented the human rights case for hiring people with disabilities. She reviewed the implication of the ILO Convention concerning Vocational Rehabilitation and Employment (Disabled Persons), 1983 (C159), the ILO Code of Practice for Managing Disability in the Workplace, and the UN Convention on the Rights of Persons with Disabilities (UNCRPD). She further introduced the Network, its membership structure, goals, and activities. Recently, Microsoft, United States and Standard Bank, South Africa joined the Network. 

· To conclude, Ms Perry explained that Network members will have access to a number of resource groups on disability, including the International Disability Alliance (IDA). IDA’s regional representative followed with its presentation.  

4.4 The situation of people with disabilities in Latin America

Ms Regina Atalla, President, RIADIS, Brazil
· Attached is Ms Atalla’s presentation. A brief summary of the presentation is described below. 
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· Founded in 2002, RIADIS is organized in 18 countries in Latin America. Itis affiliated with 60 national organizations, addresses all types of disability and is a member of the IDA. Its mission is to promote and advocate for the rights of people with disabilities, eliminate discrimination and promote public policies related to disability. 

· In Latin America, approximately 80 to 90 per cent of disabled persons are unemployed, and those who work receive lower wage. She gave an example of Mexico where 14 per cent of people with disabilities work without pay and Brazil where 30 per cent receive less than minimum wage. While many countries have established quotas to hire disabled persons, vacancies remain unfilled. 

· The most significant employment barrier for disabled persons is their low level of education, which limits their opportunity to enter professional careers. In addition, the lack of workplaces, the lack of access to workplaces, limited training opportunities, myths around people with disabilities and the negative attitudes from businesses are serious factors that hinder employment. 

· RIADIS can assist the Network by referring its members to local disability specialists and disseminating the Network’s information. 
5. Company presentations

Part 1, Chair: 
Mr Henrik Moller, Senior Advisor, Bureau for Employers’ Activities, ILO
5.1 Serasa Experian
Mr Joao Ribas, Director of Diversity and Social Inclusion of People with Disabilities, Brazil
· Attached is Mr Ribas’ presentation. A brief summary of the presentation is described below. 
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· Mr Ribas underscored that the employment of disabled persons should not result from a legal enforcement. A company is a place where employees are expected to work and perform; it is not a charity. In Brazil, the following four features are required from all types of employees: performance, achievement of goals, results and delivery. If employees with disabilities do not possess these features, they will be dismissed and replaced by individuals that meet the standards. 

· It is clear that a twin track approach is necessary to increase the employability of people with disabilities. Firstly, companies must open their doors to people with disabilities. Secondly, disabled persons must qualify for the available work. 

· In general, non-disabled employees struggle communicating with disabled employees. It would be possible for disabled employees to work more efficiently if they were asked about their needs and abilities. A communication path must be established for everyone to work together. 

· To conclude, Mr Ribas mentioned that Buenos Aires does not seem like an accessible city for people in wheelchairs. He stressed the significance of having accessible infrastructure for people in wheelchairs so they can be a part of society and commute to work.

5.2 Dow
Mr Leonardo Feltrinelli, Dow Disability Employee Network, Argentina
· Attached is Mr Feltrinelli’s presentation. A brief summary of the presentation is described below. 
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· Mr Feltrinelli outlined Dow’s mission, business profile and awards received for its achievements related to the workplace and human resources. 

· Dow envisions being an employer of choice for people with disabilities. DEN, the company’s Disability Employee Network, allows people with and without disabilities to participate in programmes that enhance the awareness of disabled persons and facilitate an inclusive culture. Dow has similar employee networks for women and other diversity groups that promote camaraderie and teamwork. 

· Referring Mr Ribas’ comments, Mr Feltrinelli agreed that many of Argentina’s buildings are not accessible for people with disabilities. In this respect, Brazil has made more progress. However, to better accommodate employees with disabilities at Dow, the company will move into a fully accessible building late this year and continue to implement actions that enable an inclusive work environment. 

The discussions points below followed the presentations.

· A participant raised the issue of addressing principles of universal access and highlighted the importance of having schools, public spaces and the workplace accessible for people with disabilities. 
5.3 Arcor
Mr Marcelo Lesta, Corporate Head of Human Resources Development, Argentina

Ms Ms Mónica Camisasso, Head of Corporate Community Relations, Argentina
· Attached is Arcor’s presentation. A brief summary of the presentation is described below. 
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· Arcor has been the world’s largest producer of candies for the past 60 years. The company operates 40 industrial plants world-wide, employs over 20,000 people and reaches consumers in more than 120 countries. Last year, Arcor signed a sustainability policy, which places specific attention on human resources, energy, health and nutrition, and water conservation. 

· The integration of disabled persons at work is part of Arcor’s sustainability policy with respect to human resources. The company is currently working towards removing environmental barriers and building accessible workplaces. Last year, Arcor started a new project, the Inclusion of People with Disabilities (a.k.a Proyecto de Inclusion de Personas con Discapacidad), which aims to integrate disabled persons in the workplace and facilitate similar actions in companies or organizations that have direct or indirect linkages with Arcor. 

· Due to the Brazil’s law that requires at least 5 per cent of the workforce to be represented by people with disabilities for companies with more than 1,000 employees, the commitment to integrate disabled persons at Arcor Brazil started in 2000. Today, disabled employees at Arcor, who are mostly deaf or hard of hearing, carry out numerous tasks in plants all over Brazil. By the end of 2012, Arcor plans to increase the number of disabled employees from 70 to over 160. 

· Arcor’s procurement programme also aims to expand and diversify its supplier source to businesses that are owned by or that hire individuals with disabilities. At the moment, the company has established contracts with 11 suppliers that employ disabled persons. To create a more inclusive workplace, Arcor plans to carry out disability sensitization activities, training programmes for employees with disabilities, and expand recruitment and selection processes to ensure equal opportunity is provided to all applicants. 

5.4 Tata Consultancy Services (TCS)

Ms Cynthia Rubin, Head of Human Resources, Argentina, Colombia and Uruguay

· Attached is Ms Rubin’s presentation. A brief summary of the presentation is described below. 
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· After outlining TCS’ business profile, Ms Rubin described disability using the social model. Systematic barriers, negative attitudes and exclusion by society are the main factors that threaten the full inclusion of people with disabilities. 

· TCS established a programme called ‘Maitree’ to strengthen the bond between TCS employees and their families to make them feel a part of the TCS extended family. Maitree also engages in developmental projects and social initiatives that help underprivileged groups. One of its initiatives includes building an inclusive workplace for people with disabilities. For example, in Ecuador, TCS has hired 26 employees with disabilities to work in various departments. In Brazil, 20 disabled persons have undergone a training programme on JAVA to join the company as developers. TCS plans to replicate similar programmes in other regions of its operation. 

The questions and discussion points below followed the presentations.  

· A participant asked Arcor representatives to provide more information about the inclusive procurement programme. 

· The programme aims to support suppliers who hire economically vulnerable and socially excluded people. Initiated in 2008, the programme currently includes 11 suppliers of catering, cleaning, maintenance services, and other industries that employ disabled persons. 

· A participant clarified that in Brazil, a company with one hundred or more employees is required to fill between two to five per cent of its positions with employees with disabilities. 

Part 2, Chair: 
Mr Jorge Illingworth, Senior Employers’ Specialist, Bureau for Employers’ Activities, ILO Lima
5.5 Banco Itaú
Ms Silvia Calvani, Head of Human Resources, Argentina

· Attached is Ms Calvani’s presentation. A brief summary of the presentation is described below. 
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· To begin, Ms Calvani shared her experience of working in the field of human resources for the past 30 years. When she was an HR manager in McDonald’s, the company installed a new programme to hire people with Down syndrome. Upon reaching out to several foundations and learning about the abilities and needs of people with Down syndrome, she was convinced that they could successfully accomplish the daily demands of work and be as productive as non-disabled persons. To alleviate the concerns of families with Down syndrome individuals, Ms Calvani invited them to McDonald’s stores to demonstrate that people with Down syndrome could work alongside with non-disabled people. 

· At Banco Itaú, the commitment to diversity and inclusion is strong and materialized through a variety of initiatives focused on customers and employees with disabilities. In Argentina, the company partners with Fundación Discar to offer training for disabled persons who, upon completing the programme, are hired by the Bank. A four-hour training module is offered three times per week for beginners and five times per week for more advanced learners. After recruitment, Fundación Discar continues to monitor the progress made by disabled employees and provides support to ensure their success. 
· To create an inclusive working environment, all new recruits undergo a disability sensitization workshop. 
5.6 Libertad / Casino
Mr Guillermo Destefanis, Marketing Director, Argentina  

· Attached is Mr Destefanis’ presentation. A brief summary of the presentation is described below. 
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· Grupo Éxito, Libertad, and Grupo Pāo de Açúcar are the Latina American subsidiaries of the Casino Group headquartered in France. Based in Columbia, Grupo Éxito runs its sustainability programme across five pillars: development, decent employment, respect for the environment, nutrition and early childhood, and a responsible supply chain. In 2006, the company included a programme to support the employment of vulnerable groups, in particular, victims of violence, youth at risk and people with disabilties. 
· In collaboration with SENA, the National Learning Service Center, Grupo Éxito offers training and employment for disabled persons. Since the programme’s inception, 182 people with disabilities have benefited from the programme. 
· Coming from a marketing background, Mr Destefanis commented that customers, when selecting between brands for the same product, make their selection based on price as well as the company’s social commitment. Therefore, the Group’s commitment to provide decent employment opportunities for people with disabilities sends a strong and positive signal to its customers. 
· In Brazil, Grupo Pāo de Açúcar (GPA) runs the ‘GPA for All’ programme, which aims to ensure that at least 5 per cent of their workforce is composed of disabled persons. The programme offers disability awareness raising activities to store managers and the human resources team and also provides employees with disabilities with appropriate training. 
· In Argentina, Libertad established an internship programme for youth with disabilities, and by 2013, the company plans to hire 3 per cent of its total workforce as disabled persons.
· Mr Destefanis concluded his presentation by sharing a video clip on people with disabilities working at Libertad. 
5.7 PepsiCo
Ms Maria Eugenia Giro, Social Worker, Argentina 
· Ms Giro delivered her presentation without using PowerPoint slides. A brief description of her presentation is provided below. 

· Present in more than 200 countries, PepsiCo has built its corporate success around diversity and inclusion. In 2005, the company implemented a programme that aimed to ensure that its workforce is represented by the following groups:  women, people of diverse race and religion and minority groups, including people with disabilities. 

· To describe PepsiCo’s efforts to integrate disabled persons within the company, Ms Giro shared a video clip on the PepsiCo’s disability initiative, which started out by collaborating with Manpower. Manpower selects qualified candidates with disabilities and provides awareness raising workshops for PepsiCo employees. These workshops play a critical role since they enhance the awareness of disabled persons among key decision makers. Today, approximately 4.5 per cent of the company’s workforce is composed of disabled persons.

· Ms Giro concluded her presentation by inviting all participants to PepsiCo’s annual meeting on diversity and disability on Friday, 30 September. 

5.8 IBM

Ms Delfina Maria Daglio Benegas, Diversity Leader, Argentina

· Attached is Ms Daglio’s presentation. A brief summary of the presentation is described below. 
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· Founded in 1911, IBM is celebrating its 100th anniversary this year. Innovation is a key part of IBM’s business and workforce diversity is a significant component that delivers innovative solutions. IBM’s experience with diversity is divided into three stages: Diversity 1.0, Diversity 2.0 and Diversity 3.0. While Diversity 1.0 and 2.0 concentrated on compliance with laws and elimination of barriers, respectively, Diversity 3.0 emphasizes the global approach to creating an inclusive corporate culture. IBM’s diversity initiatives are supported by the company’s senior executives who participate in the Global Diversity Council and are led by regional and local diversity councils. 

· Ms Daglio outlined IBM’s involvement with disabled persons and shared the company’s disability objectives for 2011. In Latin America, it aims to increase the number of employees with disabilities to meet the legal quota in Brazil, Ecuador and Venezuela; form external partnerships that train candidates with disabilities on English and computer skills; and raise awareness internally to ensure an inclusive work environment. Additionally, in order to learn about non-visible disabilities among its employees and improve their working condition, IBM launched a confidential, self-identification campaign. 
6. Resource group presentations
Chair:
Mr Debra Perry, Senior Specialist in Disability Inclusion, Skills and Employability Department, ILO
6.1 Camara de Industrias de Guayaquil (CIG)

Mr Luis Alberto Salvador, Executive Vice President, Ecuador

· Attached is Mr Salvador’s presentation. A brief summary of the presentation is described below. 
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· In 2010, private and public employers with at least 20 employees were required to meet a 4 per cent disability employment quota. Although approximately 13.2 per cent of the Ecuador’s population has some type of disability, companies could not fulfill the quota because they were unable to find disabled persons with adequate level of education and skills. Companies based in rural areas found it particularly challenging to meet the quota due to the physically challenging nature of their available jobs. 
· To help companies meet the requirements of the new law, the CIG established a programme, free of charge, to train disabled persons in the necessary skills that would facilitate their employment. The success of the programme relies on the commitment from three parties: family members of disabled individuals, the individuals with disabilities and companies that hire disabled persons. Between February and August 2010, the programme has offered 20 hours of training on basic accounting, computer and microenterprise to 230 people with disabilities. 
· While the programme has helped people with disabilities find employment, most entrepreneurs in Ecuador hire disabled persons as a result of the mandatory quota and not the benefits that employees with disabilities bring to the workplace. In order to motivate companies to recruit more people with disabilities, it is critical to capture the added value and economic gain of hiring disabled persons. 
6.2 Ministry of Labour, Argentina
Ms Viviana Laura Diaz, Coordinator of Tele-working, Argentina
· Attached is Ms Diaz’s presentation. A brief summary of the presentation is described below. 
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· Teleworking is a work arrangement in which employees work at home or another site using information and communication technology. It has several advantages, including the savings of travel time, flexible working time management, savings in cost of infrastructure, and opportunity to provide work to people living in rural areas and vulnerable groups, including people with disabilities. Contrary to the general belief that teleworking is suitable for men who tend to be more technology-driven, more women have taken advantage of the system since it allows them to stay at home and take care of their families. Teleworking also works best for people who are able to self-manage their schedules. 
· The Ministry of Labour established a project called ‘PROPET’ to monitor the teleworking programmes run by private enterprises. Through PROPET, the Ministry aims to identify the challenges of teleworking in human resource management, improve and promote teleworking in the private sector and assess the impact of teleworking on enhancing employment opportunities. 
· The programme’s objective also includes providing equal work opportunities for people with disabilities and improving their living conditions. To achieve this goal, in 2008, the Ministry established a five-module training programme composed of basic computer skills – such as using the Internet and Windows Operating System and Microsoft Office applications – communication and interpersonal skills, time management and telecommuting. The programme’s success has been recognized by the Trust for the Americas, who has proposed the Ministry to share the programme with other American states. 
6.3 Global Partnership for Disability and Development (GPDD)
Ms Maria Reina, Executive Director, United States
· Ms Reina delivered her presentation without using PowerPoint slides. A brief description of her presentation follows. 

· The GPDD, operating with funding from Finland, Italy and Norway, is a global initiative and an activity of the World Bank that strengthens international cooperation to accelerate the integration of disability issues into mainstream social and economic development efforts. It is a multi-constituency alliance of disabled persons’ organizations, government ministries, bilateral and multilateral donors, UN agencies – including the ILO and UNESCO – NGOs, universities and other organizations committed to promoting the inclusion of people with disabilities. Ms Reina mentioned that the private sector is not represented in the GPDD and expressed interest in having a Network member on the GPDD’s board. The board takes on an advisory role in designing activities, holding meetings, creating awareness and facilitating the exchange of knowledge related to disability. From 21 to 23 September 2011, the GPDD would hold its third annual members’ conference in Buenos Aires, Palacio San Martin, where more than 300 people would gather to discuss the opportunities and challenges of programmes and activities related to the UNCRPD. 

· Ms Reina further shared her personal experience of being a person in a wheelchair and the impact of the UNCRPD on her life. She had the opportunity to visit Argentina after the country had ratified the Convention. During her visit, she went to a bank that was not accessible for wheelchair users. The bank manager asked if she had come with a family member who could assist her access the building. Knowing that Argentina had ratified the Convention, she was able to claim that she should have equal and independent access to the bank’s facilities.  

· Ms Reina shared a second story to illustrate the point that the rights of disabled persons are often ignored, even in countries where strong disability rights are present. For example Ms Reina and her friend, both wheelchair users, went to a restaurant where free peanuts were served at the bar in the United States. Unable to approach the bar with their wheelchairs, they ordered the peanuts from the table and to their surprise, they were charged for the peanuts. Being aware that the peanuts should be free, they demanded for a reduced check by claiming unequal access to the restaurant’s premises. To conclude, Ms Reina stressed that people with disabilities must constantly claim rights and equal treatment. 

The questions and discussion points below followed the presentations.  

· A participant commented that teleworking, when provided specifically for people with disabilities, would cause isolation. Companies could choose to offer teleworking for disabled persons to reduce costs related to reasonable accommodation. 

· Ms Diaz answered that the Ministry’s programme consisted of a mix between teleworking (once or twice a week) and on-site work.  This allowed disabled employees to achieve team work and be integrated within the company. Additionally, employees volunteered to participate in teleworking, i.e. they were not forced. 

· An ILO official raised the issue of occupational choice, a key ILO principle, which applied here. No one should be forced to take any job and choice should always exist. 

· A participant asked about Dow’s strategy to hire people with disabilities. 

· Mr Feltrinelli answered that Dow believed in the business case of hiring people with disabilities. Dow’s recent strategy involved having the population at Dow reflect the society’s at large. For instance, if women made up 30 per cent of society’s population, 30 per cent of Dow’s employees should be women. An equal strategy applied for disabled persons.  

· Mr Salvador urged all participating companies to promote the inclusion of disabled persons in Ecuador and promised to provide support from his end. 

7. 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 five groups to brainstorm the Network’s activities in the following areas: services, future projects or activities, funding, engagement with employers’ organizations and roles of resource groups on disability. Due to the early departure of several participants, 25 people remained for the roundtable discussions. Participants voluntarily joined a group that addressed an area of their interest. However, the ILO encouraged representatives of employers’ organizations and resource groups on disability to join the fourth and fifth group, respectively. The ILO distributed a four-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.  

7.1 Group 1: Services of the Network 
Group 1 explored how the Network could serve members’ needs and reported the following: 

· Private enterprises face the following challenges with respect to integrating people with disabilities in the workplace. (1) Cost vs. investment: In many companies, accommodating disabled persons is seen as an expense and not an investment due to the additional cost required to purchase specific software or make the building accessible; (2) Training: Identifying people with disabilities with appropriate skills and level of education is difficult. A vicious cycle is created because disabled persons do not have access to proper training, consequentially, they end up in low-paid jobs; and (3) Raising awareness: There is low awareness among companies and the government about the business case of hiring people with disabilities. 

· The Network can take the lead in connecting the main actors of employment: businesses, NGOs and the government. After creating awareness among the three players, employment policies should be developed for people with disabilities in order to end the vicious cycle.
7.2 Group 2: Future projects or activities 

Group 2 discussed the types of future projects or activities Network members could participate in. Group 2 reported the following: 
· The Network’s membership should include companies as well as NGOs, government and universities since these entities have the most extensive outreach to disabled persons. Collaborating with universities that have students with disabilities would help companies identify and source qualified disabled persons. In particular, it was noted that many universities have not established a curriculum that factors in people with disabilities, as a result, the future managers of national and multinational companies have no exposure related to diversity or disability prior to their job. With the help of the Network and the ILO, it would be possible to send out a stronger message to the academia to influence the curriculum and the way disability is perceived.  

· Since a majority of the Network’s members are leaders in the field of disability, the Network should disseminate the good practices and ideas to companies that lack the experience of integrating disabled persons. In the short-run, the Network could enhance awareness to these companies through testimonies of Network members that have successfully hired disabled persons.

The following comment was made.  

· An ILO official mentioned an example of a university in India, the Indian Institute of Management-Bangalore (IIM-B), which received funds from MphasiS, an IT company, to establish the Office of Disability Services (ODS). The ODS assesses students’ needs when entering the Institute, provides various accommodation in classrooms and other academic support. The Institute would be a good model of how companies and universities can collaborate with each other. 
7.3 Group 3: Funding
Group 3 explored funding possibilities for the Network. Group 3 reported the following: 

· The Network’s funding should be sourced through the members’ voluntary contributions and a subscription should not be imposed. Contributions can be made according the size of the company and the value received from being a member of the Network. 

· Additional funding can be obtained by approaching foundations or governments. 

The following comment was made.  

· A regional ILO representative explained how some local networks operate. For example, a national network established in Brazil on HIV/AIDS does not charge a subscription fee but companies contribute toward the cost of the network’s various activities. In Peru, a local network on HIV/AIDS organizes a monthly CEO breakfast, which is sponsored by one of the participating companies each time. These are alternative ways the Network could examine to carry out activities. 

7.4 Group 4: Engagement with employers’ organizations

Group 4 discussed how employers’ organizations could support and benefit from the Network. Group 4 reported the following: 

· In order for employers’ organizations to serve their members on disability issues, it is critical to share successful experiences of companies and associations, have disability-related data readily available, offer technical assistance to members, and provide a practical guideline to companies on how to create an inclusive workplace. 

· Employers’ organizations can assist their members by holding forums on topics related to disability with companies, NGOs and the government; organizing a multi-sectoral committee; and providing training programmes in collaboration with academia. 

· The Network can support employers’ organizations by sharing information, experiences, and current developments on the disability agenda, and also by sponsoring necessary research. 
7.5 Group 5: Role of resource groups on disability. 
Group 5 discussed how resource groups could support the Network. Group 5 reported the following: 

· The main obstacle faced by people with disabilities in finding employment is the lack of knowledge about disability from the employers’ side. Businesses, in general, associate disability with wheelchairs, which is not necessarily the case for many disabled persons. It is critical to narrow this knowledge gap by effectively communicating with and enhancing the awareness of disability issues among employers. 

· Resource groups on disability can assist the Network by disseminating its work at the international and national level. In particular, peak bodies of disabled persons’ organizations are linked with local networks and NGOs, which can be of reference to Network members who require support in specific countries. Resource groups can also help individual members by linking them with disability experts, universities, research groups and providing disability statistics. 

8. 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 
· 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 Latin America-based multinationals to join. In terms of future activities, the Network planned to assist the disability work in Ecuador and help create a national disability network in Brazil.  

· Ms Perry and Mr Moller thanked the UIA for hosting the meeting and thanked the participants for attending and contributing to the discussions. Additional acknowledgement was given to ILO colleagues from the region and Ms Jae-Hee Chang for their support and joint effort to organize the event. 
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I Encoherencia con los valores del Grupo, y bajo su lema « alimentar un mundo de diversidad », y de
acuerdo con el principio 6 del Pacto Mundial, el Groupe Casino y sus filiales estan fuertemente
comprometidas a favor de la integracién de las personas discapacitadas.

I EnFrancia, Casino France logré superar ese afio la barrera del 10% del total de su poblacién laboral
efectiva.

I Ladiscapacidad forma parte de la politica de Responsabilidad Social del grupo y es transversal a todas sus
entidades, quienes actlan permanentemente a favor de esto, sensibilizando, formando, y desarrollando
redes de cooperacion con instituciones especializadas.

I En 2010, mas de 900 personas fueron acogidas en el Grupo.
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Racionalizacion, reutilizacion y i
Empleador privado disposicién de recursos y residuos. Fundacién Exito. Mas de Proveedores de 117 municipios.

mas grande del pais Bolsa biodegradable y reutilizable ~ 28.000 nifios y 921 madres 92% nacionales
gestantes
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Procesos de inclusion para poblaciones vulnerables

Dentro del primer enfoque de esa politica de Responsabilidad social se desarrolla el Programa «Poblacion
Vulnerable» desde hace 2006, que beneficia a los desmovilizados y sus familias, las victimas de la violencia, los
desplazados, los discapacitados y los jovenes en alto riesgo.

Es un programa transversal a varias areas y negocios y con impacto en todo el territorio colombiano.

Dentro de ese programa, ofrecemos:

| Formacion para el empleo (principalmente en relacién con el SENA Servicio Nacional de Aprendizaje —
Formacion de un afio en la empresa).

I Oportunidades de inclusion social y laboral

I  Empleos dignos y salarios justos.
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Resultados

Mas de 500 beneficiarios del programa desde 2006, 182 personas discapacitadas.

Se calcula que el programa ha impactado a mas de 2.500 personas desde 2006, si contamos que cada empleado
cuenta con una familia que espera los ingresos econdmicos de quien cuenta con un empleo formal

Trabajando de la mano con diferentes instituciones, facilitamos el crecimiento individual, profesional y laboral a
muchas personas y sus familias a través de la generacion de un empleo digno que les permiten desarrollo y
bienestar integral.
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Dentro de su politica de responsabilidad social y de recursos humanos, en coherencia con su
adhesion al Pacto Mundial en 2001, el Grupo Pao de Agucar desarrolla cinco programas en

favor de la Diversidad. =g
\.

Dentro, el programa « GPA para todos » se dedica a las personas discapacitadas.
Programa desarrollado en relacion con instituciones especializadas (Ame/ Plura/ i. Social)

Insercién de los profesionales con Formacion de los profesionales
GPA para discapacidad Formacion de los colaboradores

Objetivo : 5% de los (como leader)

Todos : . : -
colaboradores Asistencia medical especifica

Acompanamiento de los colaboradores, managers, recursos humanos en los almacenes.
Sensibilizacidon de los directores de almacén.
Seguimiento especifico de la poblacion del programa .
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Desde
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reducimos
el consumo
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bolsas
plasticas.
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LIBERTAD EN ACCION : PENSEMOS JUNTOS ACTUEMOS JUNTOS

Conforme a los lineamientos del Groupe Casino y a la firma del pacto de la ONU,
Libertad S.A. desarrolla un programa integral de Responsabilidad Social
Empresaria que tiene como objetivo generar el desarrollo sustentable de las
comunidades donde opera la compaiia promoviendo las acciones realizadas y

futuras al nivel “Glocal”.
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| Programa de Jévenes con discapacidades

Objetivo: Fomentar el desarrollo humano a través de la
incorporacion laboral de personas con capacidades
especiales.

Libertad S.A. ha obtenido muy buenos logros con
estas pasantias:

= Alto grado de compromiso con la labor alcanzado
por los pasantes especiales lo que genera un mayor
grado de comparferismo y unidad en los sectores en
los que se desempenan.

= Objetivo 2013: 3% de los colaboradores

= En el medio local, Libertad S.A. es una de las pocas
empresas socialmente comprometidas en contratar
personas con diferentes capacidades especiales, y las
integra en distintas posiciones, para que se adapten
realmente en lo laboral y en lo social.
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» About Dow Globally

> About Dow in Latin America
> Employee Networks

> Disability Employee Network






To passionately inn_pv# what is
essential to human progress tg_y
providing sustainable solutions tc
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To be the most profitable and respected

science-driven chemical company in the
world
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Turn Feedstocks into Essential Products
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Mega Trends: The Focus of Our Market-Driven Strategy

HEALTH & NUTRITION

4 Agriculture Alternative Energy & F

Energy Production & E
Energy Storage

I
j

1 Electronics & Communications

Home & Personal Care

| Appliances






Dow in the world

Presence in 35 countries
50.000 Employees

188 Manufacturing Sites

Annual sales of
USS 53.7 billions






Serving customers in every country in Latin America

4.383 Employees

28 Manufacturing sites
15 Offices

14 Research centers / labs

Annual sales of 6.2 USS billions






People — Human Element

GREAT PLACE TO WORK
W BRAZIL'S MOST ADMIRED Brazil: Top rankings 15 times straight

| Dow was recognized as the most 28132 Chemical Company to Work for in

~ admired chemicql /petrochemice}l Mexico: 5% in 2010
—4 company in Brazil by Carta Capital Argentina: 9t in 2010

= Magazine Chile: 31st in 2010

emsor TOP COMPANY IN
| MEXICO

BEST EMPLOYER IN ARGENTINA N During '20<1:| 0, Dow vx;atﬁ
Dow was ranked 6" Best Employer in recognized amongst the

_ . %5 top 3 companies in
Argentina by Apertura M
rgentina by Apertura Magazine =8 \exico

LEADING COMPANY IN g m
MEXICO oo
Dow was ranked 7t in a Hay Mexico
Group survey about the -

leading companies in Mexico






DEN Vision and Mission

A global employer of choice for people impacted by

disabilities

Improve attraction, retention and
advancement of employees with disabilities

» Define and implement the following:
* Business disability D&l goals
- WFP disability sourcing strategy
« Accommodations strategy

* Disability-related training






DEN Latin America — Strategy

1. Establish a pipeline of professionals in each region
@ l.  Association networking (for HR, LTs and DEN members)
ll. Develop disability role mapping for all regions
Bl Edt View Favortes Took Help _ — - [
Adtvess 4 bt {den intranet. o, comyregister. bt 3 >
Disahbility Employae Matwark -
Register to the DEN Directory and Distribution List
Tharik you far paor misreat o DERD W irite 3y b o oo slartary padicipest drectony and cetatadion 3t by completing the. mgistmam fam beics
Particigess Oliectorg
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PUCnNTE Thi dreciory M e dlvwed o0 1 CEN wwl 5 T anyand siie Do wber 0, ot o only b nidsad Dy DEN. Madery amd e 318 admnimimesms
Disibritlan List
Thi paspesan of [IER dhateiiatinn NAE i@ 16 @ nabie e alinng 1 bd B il Erut DT el dih ki et Srihinin, s ol reanioes DEM dateliction Aeia mé shesd nals n e glahal
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S0 b oy detwiy ond clics (e muemi bution Yoo rriereason will be forweded {0 dhe TER Lraderw gy megeon . Fielc marked wire sm astoned * mr rosorsd
Regaration informatiomn:
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DEN Latin America — Strategy

2. Strengthen the network in Latin America Area
@ Employee recruitment for DEN presence in all Latin America sites
" Continued internal awareness activities (trainings, theaters,
presentations...)

ndrés Daly, nloomntc del ooupo do Senacios Gonorokes de s oficnas do Dow en Buenos
1, Fus sneocsmaddn onire vones posiulnogy T Tioenciowr o i Heoo 1 |
e ey |






DEN Latin America — Strategy

3.

Create accessibility and support culture

Training of target teams
Facility “assessments” and recommendations

13






Questions?

Thank you

14






Did you know? |
e

10% of the population in Latin America has some kind of disability (> 50 million people)
70% of the people with disabilities in Latin America are not employed
In Latin America, only 1 in 20 people with disability finish High School

75% of children with disabilities in Latin America have no access to education

<>

According to Inter-American Development Bank
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RIADIS

* Fundada en 2002 na Venezuela

* Presente en 18 paises da América Latina
» 60 organizaciones nacionales filiadas

» Inclue todas las dreas de discapacidad

* Hace parte de la Alianza Internacional de
Discapacidad - IDA
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Que hace la RIADIS

. Par"riciBo activamente de la negociacion de la CDPP
en ONU;

» adopta la CDPD como un foco central de la accién;

+ Actua en los foruns internacionales de DH - ( OEA

y ONU)

» Capacitacién de las organizaciones de PcD ( mil
lideres capacitados en 2 anos)

* Parte de la Alianza Internacional de Discapacidad

» Cooperacidn con la academia y con otras
organizaciones de DH






RIADIS

* Misidn - Promover e defender los derechos
de las personas con discapacidad y la
eliminacion de la discriminacion asociada a
a discapacidad en los paises de America
atinay El Caribe, a través del impulso de
noliticas publicas mcluyen’res y el apoyo a
0s movimientos asociativos, de los paises'y
de la region, teniendo como eje la unidad'y
el trabajo comun.






PcD e empleo en América

Latina

- Entre el 80% a 90% de PCD en América
Latina estdn desempleados:;

» Funciones mds devaluadas y salarios mds
bajos;

+ En México 14% de las personas trabajan
sin salario;

- En Brasil, el 30% recibe menos de un
salario minimo.
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PcD y empleo en América
Latina

» En Bolivia, casi el 40% trabaja por cuenta
propia o como trabajadores informales. En
Honduras, el porcentaje de Trabajo
informal alcanza el 73%.

* Muchos paises de la region adoptan
politicas de accidon afirmativa, conocidas
como cuotas de empleo, pero todavia hay
un gran nimero de vacantes no cubiertas.
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PCD - Causas del
desempleo

* bajo nivel de educacidn

» limitadas posibilidades de formacidn
profesional

» inaccesibilidad de los lugares de trabajo
+ falta de transporte accesible
+ actitudes negativas de los empresarios

4@‘
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Derecho al trabajo en la
CDPD - Art 27

* G) Emplear a personas con discapacidad en el
sector publico;

» H) Promover el empleo de personas con
discapacidad en el sector privado mediante
politicas y medidas pertinentes, que pueden incluir

programas de accion afirmativa, incentivos y otras
medidas;

» i) Velar por que se realicen ajustes razonables
para las personas con discapacidad en el lugar de
trabajo;






RIADIS ¢Como puede cooperar
en el drea de trabajo

» indicaciones de los proyectos de
afiliados que desarrollan inclusion
laboral;

» Indicacion de los especialistas en
accesibilidad

- Difundir la informacion de la Red
Global de inclusion de PCD de la OIT
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Muchas Gracias!
» Nada sobre nosotros, sin nosotros!

* Regina Atalla
 Presidenta de la RIADIS

» presidente.riadis@gmail.com
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Topics

Why employers hire people with disabilities---
from compliance to the business case

About the business case---employers
realizing the benefits of disability diversity

What businesses are doing---practices in the
workplace

What is the ILO doing---Standards and the ILO
Global Business and Disability Network





Disabled People: A significant group
World Disability Report (WHO & WB, 2011)

= Over a billion people, or about 15% of the world's population, live with
some form of disability

= 785 million persons with disabilities globally are of working age (15 — 59
years old)

= Rates of disability are increasing worldwide due to population ageing
and the global increase in chronic health conditions

= People with disabilities are the world’s largest minority and most people
will experience disability at some point in their lifetime

Data is often inaccurate or unavailable in developing countries.






People with disabilities are a diverse group

___Type | Onset

* Physical e Birth
*Limited mobility, strength, .
dexterity ¢ ChlldhOOd

» Sensory and Communication e Adulthood
Vision, hearing, speaking

* Intellectual

Learning (e.g., dyslexia)
Psycho-social (e.g., mental health

related)
Severity Visibility
* Severe * Observable
 Moderate STsibl
. Mild nvisible

While people with disabilities share common experiences of exclusion and
barriers, we cannot generalize. Women with disabilities’ situation is unique
because they face multiple forms of discrimination.






Decent Work Issues for People with Disabilities

Exclusion from Lower rates of labour force
education and training participation
UNESCO estimates only 10 per  In Hungary, only 12.8 per cent of
cent of children with disabled people are in the workforce

compared to 66.7 per cent for

disabilities attend school in nondisabled people (Eurostat 2002).

developing countries (2006).

In Korea, only 38.2 per cent of
Less than 3 per cent of disabled people are in the workforce

persons with disabilities in Viet compared to 61.9 per cent for
Nam have received skills nondisabled people (Korea MOL

training (2006). 2007).





Decent Work Issues (2)

Lower wages Informal economy and

poverty

In the US, persons with disabilities More likely to be in jobs in the

on average make $6,500 less _ _
annually than their non-disabled informal economy which lack

counterparts (Erikson et al. 2008) protection and benefits

In Korea average annual earning for : _ ..
I o R e More likely to be poor: In Bolivia,
compared to $28,800 for non- 66% of disabled persons are below

disabled persons (Korea MOL 2007).  the poverty line (INE Bolivia 2001)

Yet when people with disabilities do work they make excellent employees...the
business case for hiring.






Why do employers hire people
with disabilities?

Five basic reasons:

1.

s N

They must

Someone asked

To do the right thing
They are encouraged

It makes good business
sense





1. They must! Legislation and policies

Quota systems Antidiscrimination Laws

* Requires that a certain * Prohibit discrimination

percentage of
employees have
disabilities

Binding quotas usually
have a levy

Funds then used to
increase employability of
disabled persons or to
provide employer
incentives

based on disability

Usually call for
reasonable
accommodation

* Several countries seeing

an increase in number of
complaints





2. Someone asked!

A disabled person applies
An employee is disabled on the job
and wants to remain working
Specialized employment services personnel

— Use a marketing approach---employers are customers
— Individualized job matching based on employer need
— Specialized trained staff

— Disabled persons trained in self-placement

Regular employment services
Participation in job fair

Approached by a current employee to hire
someone with a disability





3. They should! Do the right thing---

Human rights

— |LO standards

— UNCRPD

— Ruggie Principles
Corporate social
responsibility
Economic reasons

— ILO study estimates the cost
of overall social exclusion of
people with disabilities is 3 to
7 per cent of GDP

Company policy

Public image

Certification programmes

— 1SO 2000-type

— Others

Codes of conduct

— Industry-based or others
Framework agreements

— with trade unions

United Nations Global
Compact





Marriott and NGO in Hong Kong

Partnership with Hong Chi Association
Housekeeping training at Hong Chi
On-the-job training at Marriott

Sell pottery products in hotel

Developed a bakery unit

Developed herb garden and sensory garden

Received two local awards and Marriott Award for
Community Service





4. They are encouraged

By government By peers or trade unions
e Tax incentives * Trade unions, workers organizations
_ o and others working in partnership
* On-the-job training funds ol s rEes

- Kanagawa Regional Council of
the Japanese Electrical,

Collaborative training

programmes Electronic and Information Union
e Income support e Other employers networks, such as
Chambers, ILO employers
* Awards and recognition organizations, or technical networks

- US Business Leadership Network

- Employers Network on Disability

Partnership programmes in Ceylon

- Employers Disability Network in
Australia

Technical supports





Government: CJ Telenix and KEPAD

C]J Telenix:

Builds work stations in home
Supervises using real-time video
Home offices 20 higher in costs
Return on investment realized in
productivity; employee satisfaction
Bi-monthly visits to office

Since 2009

Employed an additional 50
disabled persons

6.3% ot workforce (now in
various positions)

KEPAD:

Customized training
Recruitment and pre-
employment training
Consultation and subsidies
on accommodations, etc





EFC’s Employers’ Network on Disability

* First, hired a disabled person
* Survey of workers
e Established a database of job seekers
* Encouraging employers to hire
* Getting employers to share their successes stories with each other
* Holding awareness meetings
* Bringing employers and job
seekers together—job fairs
* Engaging employers on levels
other than hiring, such as training,
corporate giving and sponsorship
Engaged in training workers with visual impairments at their facility
Have been responsible for 100s of disabled persons getting jobs





PHD Chamber of Commerce in India

Identify a need to work in the area of
disability inclusion

Find partners, especially disabled
peoples’ organizations, government,
NGOs or trade unions

Research current practices of members

Hold initial awareness and scoping
meetings to determine interests of
members

Define a strategy---usually start with
awareness training of members

Move into practical activities, like job
fairs, working with partners to establish
databases of disabled applicants or
training and employment programmes

Job fair for disabled
becomes a hit in Delhi

PED BUREAU/PTI

NEW DELNI, JULY 20

I'T was a job fair with o Jdif

ference. The falr was exclu

sively for differently-abled
people who today turmed
up in large numbers to
attend the event which saw
the participation of the likes
of 18M, Tech Mahindra and
Infosys BPO,

Over, 350 differently-
abled  graduatos,  under
graduates and school pass
outs joined the day-long
ob falr organised by the

“Employment opportu-
nitles for the disabled are

extremely Himited.
Howover, through this falr,
I hope that my brother
would be able to find a job
that would enable him to

become Independent and
solf satinfied,” said Sonia
Hasijo, who was accampa-
nying her 24-yoar-old bear-
ing and speech impained
brother

The organisations who
wore looking to recrult peo-
plo with disabilities seemed
equally enthusiastic about
the offort and said disabled
were the "most  stable
employees” in any organi
sation who often possessed
“scaloble skills” that could

be accentuated through
proper tralning

‘We  are looking o
recruit as many people as
wa can today, mainly fresh.
ors. We have recuived sey-
oral resumes and we would
shortlist on the basis of an
interview," sald  Harkiran,
senior HR manager  with
1BM Global Process
Services, which was offer
ing o pay package of
215,000 per month

Inaugurating  the fair,
Social Justice  Minister
Mukul Wasnlk sald the
event will provide an excel
lent opportunity to physi
cally challonged to avall a
Job In the private sector

"It Iy also an occasion
for the corporate organi
zations to show thely com-
mitment towards social
inclusivenems by recruits
ing differently-abled peo
ple” e sald






5. It makes sense! The business case

In the United States, Walgreens set up
a fully accessible distribution centre
and hired many disabled employees,
including those with autism and
intellectual disabilities. The results---
production increased by 20 per cent
and the model is being copied at its
other centers.

Managing a diverse workforce,
including disabled workers, is a major
factor in efficiency, productivity and
overall success

When matched to jobs, people with
disabilities have:

- good productivity

- often better attendance rates
- excellent safety records

- exemplary job retention rates

People with disabilities are customers,
with large disposable incomes in some
countries

Hiring disabled workers can lead to
better public image for the company
and increased morale at the workplace





More about the business case:

What have companies and
researchers have found:

1. Good dependable
employees

2. Better job retention
3. Improved company image

4. Disabled people as a
market





Good, dependable, employees

Dupont Study (1958-1990)
Disabled workers performed
comparable to or better than
nondisabled peers with

regard to:

— Safety
— Attendance
— Job Performance






Better job retention

Marriott hiring through its

Tricon Restaurants, Australia programme Pathways to
Independence, US

* Hired 180 over 2 year * 6% turnover rate compared
period to 52% for overall workforce
* Retention rates 4.5 per cent www.askearn.com
higher

* 100 per cent safety record

* 85 per cent rated as equal
to or better than other
employees

Unlocking the Evidence, Employers’ Forum on
Disability, 2001





Company image...attracting
customers

National Survey of consumer Attitudes towards Companies that
Hire People with Disabilities (ournal of Vocational Rehabilitation, 2005)

— 92% view companies that hire people with disabilities
favourably

— 87% prefer to give business to companies that hire

— 57% of customers would switch brands because of a cause





Disabled people as customers:
Overlooked Market

Annual Disposable Income

Nearly 30% of American families have at least one family member
with a disability.

The disability market, which includes customers with disabilities
and their families represents a US $ One Trillion Dollar market
segment. (www.askearn.org)

In UK: £80 Billion/US $128 Billion (Disability Action.org)
In Canada: $25 Billion (Royal Bank of Canada, 2001)

Accessible tourism and the Conference business could be an

opportunity





What are the costs?

 Governments may provide subsidies to reduce costs of extra
training or reasonable accommodation.

 But often, there are no additional costs

The US Labor Department’s Job Accommodation Network,
reports that 56% of the accommodations made by businesses

cost absolutely nothing. When costs are incurred, they average
less than $600.

Marks and Spencer found that when accommodations are
required, two-thirds do not result in additional costs

* Benefits may outweight the cost of accommodation





What are companies doing to
become more disability diverse?

Some common areas of
practice and change related to:
1. Internal operations and
policies
2. Training, hiring and
retention practices

3. Partnerships, collaboration
and the supply chain

---Based mostly on Disability in the Workplace: Company Practices, ILO, 2010





What is the ILO doing?

Standards and the human rights case





ILO Convention 159

Vocational Rehabilitation and

, Implications for employers
Employment (Disabled Persons), 1983

Calls for governments to establish laws,

policies and implementation measures to May have lead to the adoption of laws
achieve equality of opportunity and and policies to promote:

treatment for all categories of disabled * Employment such as quota
persons and specifically to: systems, other affirmative action

*  Formulate a policy on vocational measures or laws

rehabilitation (career guidance, employment

services and job placement) * Specialized services including training

*  Promote employment in open labour market and job placement

* That promotes equal employment * Employer hiring incentives

opportunities in the open labour market » Special services to support employers

* Allows for the use of positive measures to « Employers should be consulted on all

promote equal opportunity (not to be measures related to policy and
considered discriminatory) : :
implementation

*  Consult with employers and worker and
disabled persons representatives





ILO Code of Practice

Managing Disability in the Implications
Workplace, 2002 For employers

* Voluntary code to provide
guidance to public and

private sector employers The Code provides specific guidance
o with regard to disabled employees
* Based on principles of and disability management, such as

equality of opportunity for  on:
and treatment of disabled
persons

Strategy development
Recruitment
* Based on the conviction Promotion

. Job retention
that employers benefit from And making adjustments and
the hiring of people with accommodations

disabilities





United Nations Convention on the Rights
of Persons with Disabilities (UNCRPD)

First international Human Rights Treaty of the 215t Century.
Adopted by the General Assembly in December 2006 and
entered into force May, 2008.

“To promote, protect and ensure the full and equal enjoyment of all human
rights and fundamental freedoms by all persons with disabilities and to
promote respect for their inherent dignity.”

The UNCRPD is promoting disability rights around the world and
changing legislation in many countries.






UNCRPD’s relevance to the employers

Article 5: Equality and
nondiscrimination

“States Parties shall prohibit all
discrimination on the basis of disability
and guarantee to persons with
disabilities equal and effective legal
protection against discrimination on all
grounds...”

“In order to promote equality and
eliminate discrimination, States Parties
shall take all appropriate steps to ensure
that reasonable accommodation is
provided...”

What is reasonable
accommodation?

“Reasonable accommodation means the
necessary and appropriate modification
and adjustments not imposing a
disproportionate or undue burden, where
needed in a particular case, to ensure
persons with disabilities the enjoyment or
exercise on an equal basis with others of
all human rights and fundamental
freedoms”





UNCRPD’s relevance to the employers

Article 27: Right to work and
employment

“Recognizes the right of persons with
disabilities to work, on an equal basis
with others...in work freely chosen...in a
work environment that is open, inclusive
and accessible...”

“State parties shall safequard and
promote the realization of the right to
work...by taking appropriate steps
including legislation, to...”

Employ persons with disabilities

Workplace laws and policies can be
expected to be reviewed and
revised to...(partial list)

* Prohibit discrimination

* Protect rights

* Promote employment in the
private sector through policies
and measures such as
affirmative action, incentives,
etc.

* Ensure that reasonable
accommodation is provided

* Promote job retention and
return to work programme

In the employment sector





The ILO Global Business and
Disability Network

— Promoting the human rights and business/CSR
case through multinationals and EOs/networks

— Encouraging business 2 business knowledge
sharing on a global level companies

— Reaching national companies and SMEs though
employers networks and organizations

— Providing technical assistance and brokering of
services





ILO Global Business and Disability

Network
* Employers’ organizations « Strengthening of employers
* Selected NGOs and DPOs organizations at country
* National and regional level
networks that address * Joint projects, activities and
disability issues tool development

* Link to ILO projects and
activities, as well as those of
governments and NGOs





Sharing good practices

 Example: Publication of 25
company profiles,

“Disability in the Workplace:

Company Practices”
— lllustrates works on disability
as they relate to
* Hiring and retention
* Products and services
e Corporate social
responsibility
* Next publication: Practices
of Employers’ Organizations

Strengthening EOs

Employers’ organizations
have greater access to small
and medium size companies
at the national level

Example: The ILO
collaborated with the
Employers’ Federation of
Ceylon in Sri Lanka to
conduct a study tour
involving several employers’
organizations in Asia





Developing joint products
and services

Link to ILO projects

. :  Example: Marks and Spencers’
To be determined by an works with its supply chain to

encourage integration of people

UpC(?mmg strategic planning with disabilities into the workforce-
session among the Network - Marks and Starts.
Steermg Committee members — Marks and Starts started the

programme in Bangladesh in 2006

— 222 people with disabilities had been
trained to work in 21 sourcing
factories

— The ILO Technical and Vocational
Education Training (TVET) Reform
pr(()ject provided technical assistance
and equipment to streamline and
upgrade the training of the NGO that
is a source of disabled workers for
the factories

— As aresult, the capacity to train and
to so more effectively has improved
wit';h trainees get a certificate and a
jo

Disabled female worker benefits from Marks and Starts





Organizational progress

Members and meetings Structure and communication

e 40 multinational company members

* 16 employers’ organizations * Formed a Steering Committee
* Other members: Representatives of which met for the first time in
disabled persons’ organizations and June 2011

resource networks . . .
e Established communications

* Held 3 inaugural planning meetings: strategy for Network

— Pari A Hotel : i
aris, sponsored by Accor Hotels Operational procedures in place

— New York, sponsored by USCIB

_  Website being developed
— Bangalore, sponsored by Wipro

S g Social media coming soon

— African and other regions * Strategic planning session

(February)  Additional publications
— Shanghai to cover northern Asia





Members: 40 Companies

Accor Hotels, France
Adecco, Switzerland
Allianz, Germany
American Express, USA
Carrefour, France
Casino, France

Cisco, USA

Credit Suisse, Asia
Dow Chemicals, USA
Delta Holding, Serbia
Ernst & Young, USA
H & M, Sweden

IBM, USA

Infosys, India

Khan Industries,

Bangladesh
KPMG, USA

Kyobo Life Insurance,
Korea

L'Oreal, France
Manpower, USA
Marks & Spencer, UK
Microsoft

MphasiS, India
Nokia, Finland
Novartis, Switzerland
Orange, France
PepsiCo, USA

Samsung Electro-
Mechanics, Korea

Serasa, Brazil

Standard Bank, South
Africa

Sodexo, France

Tata Consultancy, India
Telefonica, Spain
Telenor, Norway

Thomson Reuters,
Bangalore

Yum! Brands, USA
UBS, Asia

Volvo, Sweden
Walgreens, USA
Westpac, Australia
Wipro, India





Members: Employers’ Organizations

and Networks (16)

Australian Employers Network on
Disability

Bangladesh Employers' Federation
BusinessNZ, New Zealand

China Employers Federation

Employers’ Confederation of
Thailand

Employers’ Federation of India,
Mumbai

Employers’ Forum on Disability, UK
Mauritius Employers' Federation
Mongolian Employers' Federation
Namibian Employers' Federation

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

Chamber of Commerce and
Industry, New Delhi, India

The Employers' Federation of
Ceylon, Sri Lanka

US Business Leadership Nework,
us

US Council for International
Business, New York

Viet Nam Chamber of Commerce
and Industry

People with disabilities are represented by the International Disability

Alliance. Regional networks of resource NGOs and universities are also members.





Some achievements...

Members are taking action

PHD Chamber of Commerce held first job fair in Delhi and plans fairs in 14
states in Northern India

Bangladesh holding first first awareness seminar the end of July and plans to
build a network

Major multinational adopted a disability strategy based on company practices
in Disability in the Workplace

Accor working with ILO staff in Bangkok and DPO member, Disabled Peoples’
International, DPI

Dow helping other companies set up disabled employee networks

Microsoft received help from the Network members to assist disabled
employees in Bangalore

ILO holds webinar on Network with UN Global Compact
Study tour of employers’ organizations results in more plans
Database of laws and policies updated on ILO NATLEX database

More publications planned as well as additional meetings and webinars as per
plans of the steering committee
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Benefits of joining the Network

You will be in ‘good company’

Business 2 Business knowledge sharing

EO to EO knowledge sharing

Access to ILO institutional knowledge

Access to resources in your area through disabled peoples’
organizations, vocational service providers, universities and others
Stay up to date on current international

standards and changing national frameworks

Increased access to untapped talent

Opportunity to help craft the Network

Help in meeting HR diversity and CSR goals

through Network activities







_1380627824/2_Serasa Experian.pdf
Employability Program for
Persons with Disabilities

Serasai..i- Experian

We work so you can grow.






About Serasa Experian

Serasa Experian is the market leader in Latin America in information services
supporting companies in their decision-making processes. In Brazil, it means the
solution of all the stages of the business cycle, from prospection to collection,
offering the best tools to organizations. With deep knowledge of the Brazilian
market, it unites the strength and tradition of the name Serasa with the global
leadership of Experian. Created in 1968, it was united with the Experian
Company in 2007. It deals with 4 million enquiries per day, on-line/in real-time,
assisting 400 thousand direct and indirect clients in making the best decision in
any stage of the business cycle. It is the largest Certifying Agency in Brazil,
supplying all types of digital certificates and customized solutions in the use of
digital certification technology and of Electronic Invoices (NF-e), enabling safer,
faster and more profitable business deals.

Constantly focused on innovative solutions in information for credit, marketing
and business, Serasa Experian has been contributing towards transforming the
market of information solutions, with the continuous incorporation of the most
advanced resources of intelligence and technology.

www.serasaexperian.com.br
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About Experian Global

Experian is the leading global information services company, providing data and
analytical tools to clients in more than 90 countries. The company helps
businesses to manage credit risk, prevent fraud, target marketing offers and
automate decision making. Experian also helps individuals to check their credit
report and credit score and protect against identity theft.

Experian plc is listed on the London Stock Exchange (EXPN) and is a constituent
of the FTSE 100 index. Total revenue for the year ended March 31, 2009, was
$3.9 billion. Experian employs approximately 15,000 people in 40 countries and
has its corporate headquarters in Dublin, Ireland, with operational headquarters
in Nottingham, UK; Costa Mesa, California; and Sao Paulo, Brazil.

http://www.experianplc.com
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Corporate Citizenship Structure

l Managing Directory

Human Development
Directory

l Corporate Citizenship

1
Health Quality of Life DI'.‘,:;LS;E(Y)“& Knowledge
Promotion Management Man ag SRTat Management

Employability Program for

Persons with Disabilities
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Why Serasa Experian has created this Program?

Because companies don’t have only an economic function. They have
a social function as well.

Because persons with disabilities have always been excluded from
the labor market.

Because persons with disabilities can be as professional as persons
who don't have any disabilities.

Because companies must comply with the Brazilian legislation that
oblige them to employ persons with disabilities:

Up to 200 employees ................... 2%
From 201 to 500 ..........cooiiiiiiaa.l. 3%0
From 501 to 1.000 ...............c.o...l. 4%0
More than 1.001 .......................... 5%0
Serasa :i..:: Experian 5
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Why is this Program successful?

Because it counts on full support and commitment of Serasa
Experian Managing Director and the board.

Because it has its own budget.

Because it leaves out the paternalism, the prejudice and the stigma
of disability.

Because its focus is in accordance to the company’s mindset: all
employees must achieve goals and results. The Program proves
that training and employing persons with disabilities is not a
expense, it is an investment. Our methodology brings to the
employer the confidence to employ persons with disabilities.

Serasa:i. i Experian :
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Serasa Experian helps other companies
to train and employ persons with disabilities

The Program started in 2001 and quickly became a benchmark.

In 2008 Serasa Experian started inviting other companies to join
forces to train and employ persons with disabilities.

Serasa Experian has shared its methodology to train and qualify
persons with disabilities.

Over the past two years Serasa Experian and its partners — 30
companies — trained and employed 200 persons with disabilities.

For a period of four months this training prepares them
professionally and also enhances and enriches their professional
identities.

Serasa:i. i Experian 7
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Our partner companies
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Our partner companies — First half of 2011

terra pwcC
TDZZ__I_NIFREIRE &
»->
PROG=N ACCOIR
logos engenharia s.a. &

Serasa ..... Experlan

D |

B A

Red Bull Localiza

®





Institutional partnership

In 2008, Serasa Experian also established institutional partnership with the
Secretariat of State of the Rights of Persons with Disabilities in Sao Paulo,
whose mission is to ensure access for persons with disabilities in the State of

Sao Paulo to all goods, products and services in society

Secretaria de Estado dos Direitos
da Pessoa com Deficiéncia

President of Serasa Experian, Governor of the State of Sao
Paulo, and Secretary of State of the Secretariat of Persons
with Disabilities Rights.

10
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Employability Program for Persons with Disabilities
Methodology

Target

People with physical, hearing, visual and intellectual
disabilities (with Down syndrome) legally defined.

More than 16 years old.

High School Graduate or attending University. Exception
to persons with Down syndrome.

Professional potential: ease of Ilearning, minimum
computer knowledge, independence, autonomy and self-
esteem.

Serasa ..} Experian 11

Employability Program for Persons with Disabilities





Employability Program for Persons with Disabilities
Methodology

Process

e
-
-
e
e

Mentoring

Companies
Training — 4

~ days a week
raining Internship — 1
erasa Experian day a week

1 Month
\ Monthly
Meetings with

Mentors
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Employability Program for Persons with Disabilities

Methodology

Training content

Total Training Hours:
415 Hours

Serasa:i. i Experian

1° Module: Behavioral Skills

»  Professional Maturity

+ Emotional Balance

»  Analytical Reasoning

» Professional and Social Behavior
» Teamwork
» Negotiation
= Communication

2° Module: Internship and Technical Skills
- Internship in companies
- Microsoft Office Pack
« Portuguese Language
« Mathematics

= Administrative Routines

« Economics and Accounting

13
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Employability Program for Persons with Disabilities
Methodology

Resources

Every person with disability receive a grant-in-aid: US
350.

All computers are equipped with the Virtual Vision
software (screen reader for blind people). For people
with low vision, we have electronic magnifying glasses
and computer screen amplifier software.

Three interpreters of sign language are rotated
throughout the day so that all deaf people can have a
thorough understanding of the subject content.

Serasa ..} Experian 14
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Social Inclusion

Experian

Institutional Banner

This is the team
working in the Digital
Marketing area

@e is deaf

29
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Serasa Experian Employability Forum
for Persons with Disabilities

Aiming at encouraging society to promote effective Social Inclusion,
Serasa Experian has created the Serasa Experian Forum of
Employability for Persons with Disabilities. Every three months,
companies and civil society representatives, technicians and persons
with disabilities are invited to those meetings, whose goal is
experience interchange so that employability of the persons with
disabilities — and their consequent social inclusion — grows in Brazil.

For all forums we invite a professional that promotes inclusion of
disabled persons in companies, universities or government agencies to
give a keynote speech and have a discussion with the audience.

Once a year the guest speaker comes from abroad and brings his
international experience and share it with us.

In all its editions, the Forum has had more than 200 participants.

Serasa:i. i Experian z
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Management

Joao Ribas
Phone: 3> 11 2847-8998
Mobile: >>119991-3817

joao.ribas@br.experian.com
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Corporate Facts

= TCS was established in 1968 TCS Revenues in USD Millions
= FY 2011 revenue of USD 8.2

IR 9,000
billion 5 066
(up from USD 6.34 billion in FY 7,000
2010) 5,000
5,000
= Over 200.000 employees 4,000
= 1st Company in the world to be 22::

assessed at Level 5 for integrated ;40
enterprise-wide CMMI| and PCMM c mmmiER

= Global Presence - 145 offices in ‘98 '99 ‘00 ‘01 ‘02 ‘03 ‘04 ‘05 ‘06 ‘07 ‘08 ‘09 ‘10 ‘11
42 countries
= First and Largest
= Software R&D centre in India
= Software exporter in India

TATA CONSULTANCY SERVICES
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TCS Global

145 Offices in 42 countries

107 Solution Centres in 20 countries

12

Sales Office
- Solution Centres
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| Europe |
2 2
m UK & Ireland
8 |4 u [
" india |
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Social Inclusion / agenda

Kind of
Deficiencies

Conclusion

What are
we doing at
TCS?






Social Construction of Human Being

Human
Being

Man creates its reality culturally;
= Man plans, figure in mind its : '!
construction before turn it into H -
reality; 5
= Therefore, being a subjective n

aspect of every individual, we \
cannot make a moralistic analysis.

= Social issues must be
contextualized.

The society is the
reflection of

a pragmatic policy,
moralistic and
traditional.
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= One must differentiate
between what is considered
natural than is socially
constructed, as well as
conscious and decided
acting, than instinctive.

= Man's relationship with its
environment is
characterized by openness
to the world.
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History

= Those who where born disabled or were affected by
some difference had the nomadism as basic
characteristic. The care of their needs was totally
dependent of that nature could give them.

=  Someone that doesn't fit in the social standards
becomes a hindrance, a dead weight, a fact that leads
him to be relegated, abandoned, without causing the
characteristic guilt of our historic stage.

= The strongest survive.
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Historical - Examples

= Sparta

= Middle Age

TATA CONSULTANCY SERVICES
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Questioning

= |f the body is a machine...

* “Productive system: main goal - capital”
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Which are the deficiencies?

Physical disability

Mental disability

Visual disability

Hearing disability

Multiple disabilities
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= The lack of experience and reflection are the
foundations of the individual constitution.

= |f we don't experience and reflect, in keeping
with a tensed thinking, we need to defend
ourselves from that causes weirdness.

= The antidote to bias, therefore, lies in the
possibility of experience and the
opportunity to reflect on yourself.

TATA CONSULTANCY SERVICES
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Tips and Precautions

= Avoid making unkind |
comments \

I'|
= Try to understand the "-,

difficulties of other people |

= Good relationships are
related to fight bias

= Treat people with
disabilities naturally

= Don'tdisregard the
difficulty of people

TATA CONSULTANCY §

ERVICES |
Experience






Conclusion

Conclusion

- Inclusion is the DIlateral

process in which people and society
together try to set out problems,
deciding on solutions and really

care about the needs of all
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TCS Maitree

TCS-MAITREE
Together -Caring & Sharing
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Encouraging “Differently Abled” Associates @

M TREE

TogeiFer- Coring B Sherng

Initiatives carried out in Ecuador

*TCS Ecuador has employed 26 differently abled associates in
various departments across TCS. All of them are encouraged to
participate in different activities that strength their self
confidence.

*Participations at the Forum on the Differently Abled People’s
Day - They could share experiences with other people in their
same conditions but also receive positive messages that
everything is possible when we decide to overcome obstacles.
We were the only one Company participating at the Forum
and we receive a recognition by the local authorities.

*“Sensitization Programs” - to spread awareness among the TCS believes in encouraging the “spirits of arts

associates about our “differently abled” colleagues: We will among its associates. As a continuation of this
start on January with a series of Workshops with the leaders
as participants. As TCS we want to respect the law that
promotes the employment of differently abled people, but were released by our a couple of “differently
also we want to offer them a healthy, safe and a comfortable
working environment.

endeavour, we sponsored musical CDs that

abled” associates.
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Encouraging “Differently Abled” Associates

Pt TTRE

Toge¥er- Caring & Shierng

Initiatives carried out in BRAZIL

TCS had to make a move, innovate and invest in developing SOCIETY ..what was needed —To create
more employment opportunity. Twenty PCP (Physically Challenged People) were carefully identified and
undergone a complete five-month training program on JAVA so that they would be able to join TCS as
real, productive developers that would be part of project teams, with the same responsibilities as other
team members.

A huge effort for preparation of the TCS population, and especially project managers, was done and it is
still being done to ensure proper induction and absorption of the new tem is smoothly completed. A
second and third batch should start and the next few months.
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Encouraging “Differently Abled” Associates

Pt TTRE

Togeiter- Caring B Sharng

TCS received in the last two years the recognition of the commitment with the effective laboral inclusion of
differently abled people. It has been recognized as an inclusive leader at Company level by the American
States Organization, Inter American Development Bank (BID) and the Trust for the Americas Agency

TATA CONSULTANCY SERVICES
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Thank you!

Cynthia Rubin / cynthia.rubin@tcs.com

Copwright © 2011 Tora Conaultancy Services Lirnited






		Social Inclusion

		Corporate Facts

		TCS Global

		Social Inclusion  / agenda

		Social Construction of Human Being

		The disability

		History

		Historical - Examples

		Questioning

		Which are the deficiencies?

		Bias

		Tips and Precautions

		Conclusion

		What are we doing at TCS?

		TCS Maitree

		Encouraging “Differently Abled” Associates

		Encouraging “Differently Abled” Associates

		Encouraging “Differently Abled” Associates

		Thank you!




_1380627822/4_arcor.pdf
Compartiendo Momenitos Mdgicos






El Grupo Arcor hoy

Primer productor mundial de caramelos.

40 plantas industriales con la ultima tecnologia.

Bagley Latinoamérica (sociedad Arcor - Danone) es el principal
productor de galletitas de América Latina.

Adquisicién de La Campagnola en 2006, empresa lider en mermeladas,
salsas de tomate y conservas de pescado.

Desde 2005, produccion y comercializacion de helados, apoyados en la
fuerza de nuestras marcas y de la cadena de distribucion.

Integracion vertical: lider en la produccion de carton corrugado; cuarto
productor argentino de azucar; primer productor de alcohol etilico;

autoabastecimiento de leche, glucosa y fructosa.






Arcor en Cifras

2.600 niones

de délares en ventas

59 13

afos de trayectoria oficinas comerciales
distribuidas en América,
Europa, Asia y Africa

Cerca de

800.000 3 miones

puntos de venta en la regién de kilogramos de producto

elaborados diariamente

40 27

Més de

19.000

colaboradores

Més de

200

fanzamientos anuales de
producto

Mas de

12.000

plantas industriales: 29 en plantas industriales certificadas  PyMEs contratadas como

Argentina, 5 en Brasil, 4 en bajo la norma IS0 14001y 14 bajo  proveedores
Chile, 1 en Méxicoy 1en Perd |la OHSAS 180

Mas de

19 millones

pesos destinados a la Inversién

social

360 niones

de délares en exportaciones

Mas de

10 millones

de pesos en inversiones para el
control de impactos amblentales






Politica Sustentabilidad Arcor

El desarrollo econdmico debe estar en armania con el bienestar y la inclusion social, y con la valorizacion,
conservacion y defensa del medio ambiente. Por ello, nuestro compromiso esta basado en:

Establecer una gestion sustentable de fos " Apovary respetar [a proteccion de los
procesos, basada en un equilibrio entre las derechos humanos dentro de nuesira dmbito
dimensiones econdmicas, socialesy ambientales. de Influencla, asequrdndonos de no ser cmplices

an casos o8 vinlacones 3 estos derechos,
Promover el desarrollo integral de a3

comunidades donde actuanos y contribule con “+  Facllitar y patrocinar acciones y proyectos
el desarrollo sustentable de las regiones donde para |2 promocion de a2 sustentabilidad y del
Operamos desarrollo humano.

Compromisos Especificos

Aplicar las mejores practicas de conservacion
ambiental, minimizando y compensardo [os impactos
d= nuestras operaciones,

romever programas ce sensibilizacion y capatita-
cibn, duscando concientizar a cada miambro de nuestra
emprasa y a toda nuestra cadena de valor, como agentes
activosen la construccion dz una cultura corporativa
comprometida con sustentahilidad

Compromiso con [a eficiencla

é Compromiso con el uso | _ Compromiso con €l uso energéticay '@ minimizacidn
Lt") racional del agua racional del packaging de los impactos que contribuyen
al cambio climatico global
Compromisa con e respeto ] Compromiso con fa
m ¥ In proteccidn de lo: vida activa ¢ la
derechas humanas y laborales nutricidn saludakle

Construyendo un futuro para todos @






Nuestra Filosofia

VALORES —~

[ o

Integridad: asumimos una conducta honesta, transparente
coherente, austera y responsable.

Compromiso: concebimos una gestion basada en el progreso
continuo, estimulando la interaccidn, el esfuerzo y la contribucion
de toda nuestra gente hacia el logro de resultados.

Respeto: mantenemos una actitud prudente que nos orienta al
crecimiento con espiritu de autocritica y conciencia de nuestras
virtudes y debilidades.

Confianza: construimos relaciones basadas en la consideracién
personal y profesional brindando respaldo y seguridad a todos
aquellos con quienes nos vinculamos.

Liderazgo: sostenemos una visién de largo plazo que nos impulsa
a buscar formas innovadoras de competitividad, optimizando con
creatividad e ingenio los recursos que disponemos.

Maomentos Magicos






Compromiso de Inclusion de Personas
en situacion de discapacidad

GRUPO ARCOR

@

Momentos Magicos

Lic. Monica Camisasso / Lic. Marcelo Lesta






Premisas

L)

>

El Grupo Arcor, desde sus inicios comprendié que el progreso econdmico
estaba necesariamente asociado al desarrollo social.

Esta filosofia fue la guia de la empresa promoviendo una gestion basada en la
generacion de valor econdmico, social y ambiental.

En tal sentido, en su Politica de Sustentabilidad, se propone promover practicas

que contribuyan a la atencién de la diversidad en el ambito de actuacién de la
empresa.

Asimismo, como linea de accion prioritaria se define el Desarrollo de un
Proyecto de Inclusion de Personas con Discapacidad.

Generando espacios laborales inclusivos, entendiendo que las personas que
trabajan en el Grupo son claves para lograr el cumplimiento del presente
compromiso.

Maomentos Magicos






La Discapacidad (O.M.S.)

4 )
Las discapacidades, son entendidas como las restricciones en la actividad

de un individuo debido a cualquier deficiencia (objetivada); y las

minusvalias, se entienden como situaciones desventajosas, derivadas de
deficiencias o discapacidades, que limitan o impiden participar o

desempeiiar roles sociales en niveles considerados normales socializadas).

- J

Las cifras arrojan datos contundentes en relacién al colectivo de
poblaciéon que nos ocupa; que en el mundo suma un total de Mil Millones
de personas.

¥

Existen discapacidades diversas y objetivas, pero de ese total, el 50% son
prevenibles

OMS: Organizacion Mundial de la Salud

Maomentos Magicos






Un cambio de Paradigma

/La OMS esta liderando el cambio de un paradigma médico\
biologista hacia uno social constructivista.

Pone el eje de analisis en los factores ambientales, que se
constituyen en barreras o facilitadores para el desarrollo de la
\vida de un individuo. /

Maomentos Magicos






-
Experiencias Bagley . ,’i 0

El Proyecto responde al estimulo estratégico “Responsabilidad Social Empresaria”

establecido para la gestion de RRHH de Bagley Argentina SA correspondiente al
periodo 2005-2006.

A4 4

6ear espacios qh fPropiciar a

favorezcan el desarrollo transferencia de esta
técnico, autonomia filosofia y
laboral y crecimiento experiencia de
individual de personas trabajo a otras
con capacidades organizaciones que
diferentes, mediante su estén directa o
insercién en el ambito indirectamente

laboral privado. relacionadas con

J \nuestra empresa

Hoy la experiencia nos llevo a tener trabajadores desempenando sus
tareas con normalidad en la Planta de Galletas Salto

Momentos Mdgicos






Experiencias Brasil

El articulo 93 de la Ley 8213/91 determina que las empresas com 1000 o mas empleados,

deben tener un percentaje de sus vacantes (5%) cubiertas con personas rehabilitadas o

portadoras de deficiencia (discapacidad). y
~

Para Arcor Brasil de acuerdo a la ley mencionada y el decreto 3298/99 la cota de

Personas con Deficiencia a ser incluidas, debe ser 68 personas con deficienciay 98 por

parte de Bagley. )

Hoy la experiencia nos llevo a tener trabajadores, principalmente con
sordera, desempenando sus tareas con normalidad en distintas Plantas
que Arcor y Bagley tienen en Brasil.

Meta Arcor Brasil > 68 personas > Hoy 48 personas

Meta Bagley Brasil > 95 personas a Dic. 2012 - Hoy 17 personas

Momentos Mdgicos






PROCESO DE INCORPORACION DE PERSONAS EN SITUACION DE DISCAPACIDAD

(Criterios que se deben cumplir previamente)

Formacion

Relevamiento

Flujograma

¢RRHH esta
capacitado?

¢El Lider
esta

capacitado?

¢El Equipo
esta
capacitado?

Equipo
Habilitado

Chara de
Sensibilizacion
+ Capacitacion

Chara de
Sensibilizacion
+ Capacitacion

Chara de
Sensibilizacion
especifica

éExiste
relevamient Realizar

ode puesto Relevamiento

y planta?

éExiste

adecuacion Realizar
de puesto y adecuacion

planta?

N

Se cumple el mismo
flujograma definido
en el procedimiento
de Empleos.

Una consideracion:

Puesto
Habilitado

* Se debe profundizar
en la Descripcidon de
Puesto HAY el Item
“Contexto” para
incluir elementos
ambientales. (Entorno
- Contexto)

Proceso Habilitado

Momentos Mdgicos






C.I.LR. (Compras Inclusivas Responsables)

-

mercado competitivo”.

g

ARCOR impulsa desde su Gerencia de Compras un programa que
propone “ampliar y diversificar las fuentes de abastecimiento del
Grupo, favoreciendo la inclusion econémica de grupos que
gestionan una actividad productiva y se encuentran excluidos del

~

J

Maomentos Magicos






C.I.LR. (Compras Inclusivas Responsables)

Cuando se habla de Compra Inclusiva Responsable (CIR) se alude,
mas que a un concepto, a una practica o modo de accion
susceptible de ser desarrollado desde empresas que han
adoptado a la Responsabilidad Social Empresaria (RSE) como una
estrategia de gestion.

“ Impulsar el programa C.I.R. en todas las areas que toman decisiones
de compra,

“ Reflexionar y definir nuevos esquemas de trabajo en torno al programa
C.ILR.

+ Evaluar anualmente y de manera integral el impacto del programa..

" 'll'i i ll I'
Conceptos extraidos de la publicaciéon “Responsabilidad Social Empresaria e Inclusién Econdomica y Social. Guia de primeros

pasos”, elaborada en el marco del convenio IARSE/CIDEAL en el aiio 2007. .l
Momentos Magicos






Programa C.I.R. (Compras 2010 por regiones)

Centro/Norte
$293.089,71

Cuyo
$64.303,96






C.I.LR. (Compras Inclusivas Responsables)

Compra por Instituciones

11

®m Compra Inclusivas a otras entidades vulnerables
Compra Inclusivas entidades con discapacitados

Maomentos Magicos






Futuras Acciones

Sep-11 Oct-11 Nov-11 Dic-11 Ene-12 Feb-12 Mar-12 Abr-12 May-12

LINEAS DE ACCION ACTIVIDADES
12 3 41 2 3 412 3 412 3 4123 412 3 4123 412 3 41 2 3 4

1.1.-Disefio ydesarrollo de un pack de
contenidos para folleteria y otros
materiales de difusion

1.2.- Comunicacién del Plan de este
Programa a las bases (anunciando primer
Sensiblizacion actividad de relevamiento: mail e intranet)

1.3.- Implementacién de actividades
concretas de informacién ydifusién del
tema en plantas y edificios corporativos

2.1- Relevamiento ydiagndstico de
Accesibilidad de la Base. NO INCLUYE LOS
PUESTOS DE TRABAJO

2.2.- Disefio e implementacién de pequefias
adecuaciones en espacios de trabajo con el
criterio cero gasto o minimo gasto

Relevamiento y
eliminacién de

barreras - - -
2.3.- Detectarinversiones mayores a realizar
para concrectar la meta propuesta
(Implicard por parte de la planta el plan de
trabajo yel seguimiento de las
concreciones del mismo).
3.1.- Reclutamiento
3.2.- Seleccién

Empleos

3.3.- Incorporaciéon/induccién

4.1.- Disefio de sistema de informaciéon

Desarrollo de
sistema de
informacién

4.2.- Actualizacién permanente del sistema

4.3.- Evaluacién

Muamentos Magicos






Muchas gracias!!!
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Lineas de Accion (Sensibilizacion)

Lineas de Accion

Sensibilizacion: incluir en nuestros
procesos de comunicacion informacion

respecto al tema desde una perspectiva de

inclusion e igualdad de oportunidades.
Promover y darle mayor relevancia a las
practicas de inclusion y experiencias

realizadas en las distintas plantas del Grupo

para llevarlas progresivamente a ser

adoptadas en todas nuestras areas y niveles

Actividades

1.1.-Disefio y desarrollo de un pack de
contenidos para folleteria y otros
materiales de difusion

Metodologia

Videos testimoniales; Flyers; carteleras;
intranet; armado de materiales de
soporte conceptual y metodoldgico del
tema (espariol y portugués)

Alcance

Alcance todo el
Grupo

1.2.- Comunicacioén del Plan de este
Programa a las bases

Con el mail de comunicacion de inicio de
relevamiento de accesibilidad se
comunicara la intencion de implementar
el plan a partir de 2012: mail; intranet;
cartelera

Alcance todo el
Grupo

1.3.- Implementacion de actividades
concretas de informacién y difusion del
tema en plantas y edificios corporativos

Formacion con especialistas para
niveles gerenciales y jefaturas; desarrollo
de multiplicadores para la difusién del
tema; formacion en la linea; uso de
herramientas de comunicacién ya
existentes en el Grupo.

Alcance todo el
Grupo (gradual)

Maomentos Magicos






Lineas de Accion

Lineas de Accion

(Relevamiento)

Actividades

Metodologia

Relevamiento y eliminacion de barreras:
identificar que procesos, puestos y areas de la
empresa pueden ser facilmente acondicionados

con criterios de accesibilidad universal.

Organizar gradualmente nuestro entorno y

realizar adecuaciones necesarias.

2.1- Relevamiento y diagndstico de
Accesibilidad de la Base. NO INCLUYE LOS
PUESTOS DE TRABAJO

Aplicacidn de guia de relevamiento de
accesibilidad en Plantas, Centros de
Distribucién, Edificios Corporativos,
establecimientos rurales, oficinas
comerciales.

Alcance todo el Grupo

2.2.- Disefio e implementacion de
pequefias adecuaciones en espacios de
trabajo con el criterio cero gasto o minimo
gasto

Adecuacion de lay - out; limpieza de
espacios; aplicacion de metodologia 5 S;
eliminacién de obstdculos. No incluyen
modificaciones estructurales en el puesto
de trabajo.

Alcance todo el Grupo

2.3.- Detectar inversiones mayores a
realizar para concrectar la meta propuesta
(Implicara por parte de la planta el plan de
trabajo y el seguimiento de las
concreciones del mismo).

Disefio de plan de inversiones (de acuerdo a
gradualidad)

Alcance todo el Grupo
(gradual)

Maomentos Magicos






Lineas de Accion (Empleos)

Lineas de Accion

Actividades

Metodologia

Alcance

Empleos: adecuar y ampliar nuestras fuentes de
reclutamiento y metodologia de seleccién en
funcién de garantizar la incorporacién en
igualdad de oportunidades.

3.1.- Reclutamiento

Sitio web accesible; portales de empleo
accesibles; ampliacion de base de datos a
través de universidades, consultoras,
colegios de profesionales y organizaciones
que nucleen y/o trabajan con personas en
situacién de discapacidad.

Alcance todo el Grupo

3.2.- Seleccién

Entrenamiento/formacion del equipo de
empleo y lideres de la empresa para el
desarrollo de entrevistas. Revision de las
descripciones de puestos incluyendo en la
misma requisitos del puestoy
especificaciones técnicas de la posicién.
Definicién y formacién de responsables por
planta para la "validacion de condiciones de
puesto" equipo que deberd estar formado
por 1 representante de las siguientes areas
(rrhh, mahpi, gerencia médica).

Alcance todo el Grupo

3.3.- Incorporacién/induccién

Incorporacion de acuerdo a metodologia
descripta en flujograma de empleos.
Induccidén y formacion de jefes directos y
equipo de trabajo de la persona que se
incorpora (supone apoyo profesional
externo a la empresa para la formacién-
terapista ocupacional). Definicion de
procesos de re-ubicacién laboral bajo
parametros de inclusién por discapacidad.

Alcance todo el Grupo

Maomentos Magidos






Lineas de Accion (Sistemas)

Lineas de Accidn Actividades Metodologia

4.1.- Diseio de sistema de informacion Generacion de requerimiento al area Alcance todo el Grupo
especifica; disefio e implementacidn.

4.2.- Actualizacién permanente del Relevamiento y registro de: - Colaboradores |Alcance todo el Grupo
sistema gue adquirieron discapacidad en la
Compaiiia
- Colaboradores incorporados en situacién
Desarrollo de sistema de informacion: de discapacidad (base, tipo)
disponer de una base consolidada, completa y - Familiares directos en situacion de
actualizada sobre todos los aspectos y discapacidad
dimensiones que implica el programa - Estatus de relevamiento de plantas y

puestos para lograr el acceso universal
- Presupuesto asignado al Programa
- Gente entrenada en seleccién

4.3.- Evaluacion Generacion de indicadores de seguimiento e
informes de avances.

Momentos Mdgicos
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_1380627820/6_Banco Itau.pdf
Banco Itad Argentina

Itall constituye un conglomerado con un
valor de mercado que la sitda entre las
10 instituciones financieras mas
importantes del Mundo

(Medido en valor de mercado. Fuente: Bloomberg,
@ONices San Pablo - Brasil diciembre 2010)

Presencia mundial

Banco Itau Argentina S.A.





Banco Itau Argentina

VISION

“Ser el banco lider en
performance sustentable y en
satisfaccion de los clientes”

a Diversidad

Banco Itau Argentina S.A.





Programa de Empleo con Apoyo Itau

¢, Quée es el Empleo con Apoyo?

Consiste en un conjunto de servicios y acciones centradas en la
persona, fundamentalmente individualizadas, para que la persona con
discapacidad y con especiales dificultades pueda acceder, mantenerse
y promocionarse en una empresa ordinaria en el mercado de trabajo
abierto, con el apoyo de profesionales y otros tipos de apoyos.

7 FUNDACION

~/DISCAR

Banco Itau Argentina S.A.



http://www.google.es/imgres?imgurl=http://www.observatoriodeladiscapacidad.es/files/images/DISCAR.JPG&imgrefurl=http://www.observatoriodeladiscapacidad.es/eu/productos/banco-de-imagenes/imagen_del_logotipo_de_la_fundaci_n_discar&usg=__fkD3cO98KNq5lp3zSPAw29Z5wDg=&h=168&w=284&sz=13&hl=es&start=18&zoom=1&um=1&itbs=1&tbnid=eCVm4Tb3a2dCVM:&tbnh=67&tbnw=114&prev=/search%3Fq%3Ddiscar%26um%3D1%26hl%3Des%26sa%3DN%26rls%3Dcom.microsoft:es%26biw%3D1259%26bih%3D555%26tbm%3Disch&ei=wR63TZyHD8PYgQen4dxR



Apoyos

Previa, en Fundacioén
Discar.

Capacitacion

Taller previo de
concientizaciény
sensibilizacién con todo
el equipo.

Capacitacion

Al empleado

~ Jornada reducida

Comienzo: tres dias por
semana, 4 horas por dia.

Luego: todos los dias, 4
horas por dia.

Seguimiento

En forma conjunta con
Fundacion Discar.

Al equipo que lo recibe

Difusién

Difusion interna del
Programa.

,// (

Seguimiento

Seguimiento y apoyo al
Tutor de la persona con

discapacidad, brindados
por Fundacion Discar.

Banco Itau Argentina S.A.





Responsabilidad

Contagiamos a otras empresas a que prueben.

iEs posible!

cec

Club de Empresas

Comprometidas

Al Club lo forman varias empresas que estan
interesadas en la inclusion laboral de las
personas con discapacidad (hipoacusia,
discapacidad motriz, ceguera, etc.).

Banco Itau Argentina S.A.



http://www.clubempresascomprometidas.org/index.php?option=com_content&view=article&id=37&Itemid=1&56cdefde28d6d3b55462962a7a6db3cd=cd08002f142251569ce66449839d1db7
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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


Agenda 


Latin American Meeting: Buenos Aires

Host: Unión Industrial Argentina (UIA)

Tuesday, 20 September 2011


8:30

Registration


9:00

Welcome and Introduction  


Mr Daniel Funes de Rioja, President, UIA

Welcoming remarks (video) 




Mr Marcelo Castro Fox, Director, ILO Argentina 





Introduction on ILO’s work in general 

Mr Andrés Yurén, Senior Employers’ Specialist, ILO Santiago, Chile





Introduction to disability from the employers’ perspective  





Brief introduction of participants 


9:30

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





Ms Debra Perry, Senior Specialist in Disability Inclusion, ILO

9:50

Situation of people with disabilities in Latin America


Ms Regina Atalla, President, RIADIS

10:00

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




Moderator: Mr Henrik Moller, ILO

Serasa Experian, Mr Joao Ribas, Director of Diversity and Social Inclusion of People with Disabilities 

Dow Chemical, Mr Leonardo Feltrinelli, Dow Disability Employee Network 

Arcor, Mr Marcelo Lesta, Corporate Head of Human Resources Development and Ms Mónica Camisasso, Head of Corporate Community Relations

Tata Consultancy Services, Ms Cynthia Rubin, HR Head Argentina, Colombia and Uruguay




Discussion 


11:00

Coffee Break  

11:15

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




Moderator: Mr Jorge Illingworth, ILO

Banco Itaú, Ms Silvia Calvani, Head of Human Resources   


Libertad / Casino Group, Mr Guillermo Destefanis, Marketing Director 

PepsiCo, Ms Maria Eugenia Giro, Social Worker 

IBM, Ms Delfina Maria Daglio Benegas, Diversity Leader


Discussion 

12:30

Lunch

13:30

Resource Group Presentations (3 groups, 10 minutes each)




Moderator: Ms Debra Perry, ILO 

Camara de Industrias de Guayaquil (CIG), Mr Luis Alberto Salvador, Executive Vice President 


Ministry of Labour, Argentina, Ms Viviana Laura Diaz, Coordinator of Teleworking

Global Partnership on Disability and Development, Ms Maria Reina, Executive Director 

Discussion

14:45
Roundtable Instructions 




Chairs
:
Ms Debra Perry, ILO 






Mr Henrik Moller, ILO




Topics: 

(1) How the Network can serve companies in Latin America





(2) Ideas for joint project and activities





(3) Ideas for funding the Network






(4) How the Network can serve employers’ organizations






(5) What resource groups can offer to companies 






(6) Optional topic(s)

15:00

6 Parallel Roundtable Sessions

15:45

Coffee Break 


16:00

Roundtable Discussion findings

16:45

Future Steps of the Network 


17:00

Closing



La Red Global de Empresas y Discapacidad

Orden del día

Encuentro Latinoamericano: Buenos Aires


Anfitrión: Unión Industrial Argentina (UIA)


Martes, 20 de septiembre de 2011


8:30

Inscripción

9:00

Bienvenida e introducción  


Sr. Daniel Funes de Rioja, Presidente, UIA


Observaciones de bienvenida (video) 





Sr. Marcelo Castro Fox, Director, ILO Argentina 






Presentación sobre el trabajo de la OIT en general 


Sr. Andrés Yurén, Especialista principal en actividades con los empleadores, ILO Santiago, Chile






Presentación sobre las discapacidades desde el punto de vista de los empleadores  





Breve presentación de los participantes 


9:30

Presentación sobre las discapacidades en la OIT y sobre la Red Global de Empresas y Discapacidad





Sra. Debra Perry , Especialista principal en inclusión de discapacidades, ILO


9:50

Situación de la gente con discapacidades en Latinoamérica

Sra. Regina Atalla, Presidenta, RIADIS


10:00

Presentaciones de empresas, Parte I (4 compañías, 10 minutos cada una)   




Moderador: Sr. Henrik Moller, ILO


Serasa Experian, Sr. Joao Ribas, Director de diversidad e inclusión social de gente con discapacidades 


Dow Chemical, Sr. Leonardo Feltrinelli, Red Dow de empleados discapacitados 


Arcor, Sr. Marcelo Lesta, Director corporativo del desarrollo de los recursos humanos, y Ms Mónica Camisasso, Directora de relaciones comunitarias corporativas

Tata Consultancy Services, Sra. Cynthia Rubin, Directora de recursos humanos en Argentina, Colombia y Uruguay





Debate 


11:00

Pausa  


11:15

Presentaciones de empresas, Parte II (4 compañías, 10 minutos cada una)   




Moderador: Sr. Jorge Illingworth, ILO


Banco Itaú, Sra. Silvia Calvani, Directora de recursos humanos   


Libertad / Casino Group, Sr. Guillermo Destefanis, Director de marketing

PepsiCo, Sra.  María Eugenia Giro, Trabajadora social

IBM, Sra. Delfina María Daglio Benegas, Líder de diversidad 

Debate

12:30

Almuerzo

13:30

Presentaciones de los grupos de recursos (3 grupos, 10 minutos cada uno)



Moderador: Sra. Debra Perry, ILO 


Cámara de Industrias de Guayaquil (CIG), Sr. Luis Alberto Salvador, Vicepresidente ejecutivo

Ministerio de Trabajo, Argentina, Ms Viviana Laura Díaz

Asociación Mundial sobre Discapacidad y Desarrollo, Sra. María Reina, Directora ejecutiva

Debate

14:45
Instrucciones para la mesa redonda  




Moderadores:
Sra. Debra Perry, ILO 






Sr. Henrik Moller, ILO




Temas: 

(1) Cómo la Red puede ser útil para las empresas latinoamericanas





(2) Ideas para actividades y proyectos conjuntos





(3) Ideas para financiar la Red





(4) Cómo la Red puede ser útil para las organizaciones de empleadores 





(5) Qué pueden ofrecer los grupos de recursos a las empresas 






(6) Tema(s) opcional(es)

15:00

6 debates de mesa redonda paralelos  


15:45

Pausa

16:00

Conclusiones de los debates de mesa redonda 

16:45

Futuros pasos de la Red

17:00

Clausura 
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LEY REFORMATORIA AL CODIGO
DELTRABA)O

Registro Oficial No. 198 del 30 de enero de 2006

El empleador -publico o privado- que cuente con un minimo de 25
trabajadores, esta obligado a contratar personas con discapacidades, en un
numero equivalente a por lo menos 4% del total de los trabajadores.

En 2007 el nimero de personas que la empresa debia contratar equivalia al 1%
del total de trabajadores, en 2008 el 2%, en 2009 el 3% y a partir del 2010 el
4%

El empleador que irrespeta la norma es sancionado con una multa mensual

equivalente a diez remuneraciones basicas minimas unificadas del trabajador en
general (US$ 2640,00 cada mes).

Las instituciones publicas y privadas, estan obligadas a realizar las
adecuaciones respectivas que garanticen a las personas con discapacidad, un
ambiente de trabajo de productividad y permanencia.





DISTRIBUCION DE LAS PERSONAS CON
DISCAPACIDAD PORTIPO DE DEFICIENCIA

e Segun el Consejo Nacional de Discapacidades, del total
de la poblacion del Ecuador, el 13,2 % son personas con
algun tipo de discapacidad, esto es aproximadamente

1.600.000 personas:

> 592.000 personas con discapacidad por deficiencias fisicas

> 432.000 personas con discapacidad por deficiencias mentales
y psicologicas

> 363.000 personas con discapacidad por deficiencias visuales;

> 213.000 personas con discapacidad por deficiencias auditivas
y del lenguaje

e Fuente: CONADIS





PERSONAS CON DISCAPACIDAD

Segun el Instituto Nacional de Estadisticas y Censos, INEC, en el
Ecuador hay 816.156 personas con alguna discapacidad

Discapacidad

permanente por Casos Participacion
mas de un ano

Si 816.156 6%
No 12.54.6802 87%
No responde 1.120.541 8%
Total 14.483.499 100%

Fuente: INEC. Censo de Poblacion y Vivienda 2010





PCD: OTROS DATOS DEL CENSO
2010

* Personas con discapacidad: 816.156 (5,64% de
la poblacion)

* No trabajan: 521.595

e Trabajan: 268.097
> En relacion de dependencia: 161.364
> Por cuenta propia: 106.733

o Entre 20 y 65 anos de edad: 426.481
* No saben leer: 186.129

Fuente: INEC. Censo de Poblacion y Vivienda 2010





Censo 2010 PCD: Si no ha trabajado
(que hizo la semana pasada!’

Pregunta Personas
Busco trabajo por primera vez 10.610
Es Rentista 1.554
Es Jubilado o Pensionista 24.724
Es Estudiante 93.135
Realiza quehaceres del hogar 108.446
Le Impide su discapacidad 244.038
Otro 39.088
Total 521.595

Fuente: INEC. Censo de Poblacion y Vivienda 2010





Censo 2010 PCD: Nivel de instruccion al
que asiste o asistio

Pregunta Personas

Ninguno 150.648
Centro de Alfabetizacién 13.033
Preescolar 7.846
Primario 333.305
Secundario 119.337
Edu.Basica 44.309
Bachillerato 33.819
Ciclo Postbachillerato 4.743
Superior 51.050
Postgrado 4.064
Se Ignora 27.528
Total 789.682

Fuente: INEC. Censo de Poblacion y Vivienda 2010






OFERTA

Total de PCD que no
trabajan 521.595
Menos  Rentistas, Jubilados vy
pensionistas, impedidos por su
discapacidad

251.279
Menos personas que realizan
quehaceres en el hogar

142.833
Menos estudiantes 49 698

DEMANDA

A nivel
nacional # Personas* 4%
Ocupados 2.455.527 98.221
Subocupados 3.818.882 152.755
Total
6.274.409 250.976

*Incluye PCD





INCONVENIENTES PARA SELECCIONAR PCD

35.00%
30.00%
25.00%
20.00%
15.00%
10.00%

5.00%

0.00%

Tipo de Inconveniente

28.60% 28.30%

23.30%

17.40%

No sitema de Sin Carnet Mas Dem, Falta de
Apoyo Menos Ofert Preparacion

M Tipo de Inconveniente

Fuente: Ministerio de Relaciones Laborales. Primer Registro Nacional sobre
Inclusion Laboral de Personas con Discapacidad 2009





PROGRAMA PARA FACILITAR LA INSERCION
LABORAL DE PERSONAS CON DISCAPACIDAD

Obijetivos de programa:

 Proveer a las personas con discapacidad herramientas
concretas que faciliten su insercion laboral.

* Potenciar las aptitudes de las personas con discapacidad.
e Propiciar la inclusion con igualdad de oportunidades

e Ofrecer a las empresas afiliadas personal capacitado





Convenio con el Instituto para el Desarrollo
Integral de la Persona

e En diciembre de 2007 la Camara firmo con el Instituto para el Desarrollo
Integral de la Persona un convenio para ejecutar el “Programa de Inclusion
Laboral de Personas con Discapacidad” para realizar las siguientes
actividades:

e Definir individualmente con cada empresa los perfiles ocupacionales
requeridos

e Convocar y seleccionar a potenciales trabajadores con discapacidad segun
los cargos y perfiles idoneos que sean requeridos y acordados entre la
empresa y el Instituto.

» Especializar a la persona con discapacidad acerca del perfil ocupacional a
desempenar.

o Capacitar y sensibilizar al personal de las empresas en relacion a las
personas con discapacidad para que tengan una recta vision hacia ellos.

e Asesorar a la empresa solicitante en cuanto a la infraestructura necesaria
para que las personas con discapacidad a incluirse laboralmente puedan
insertarse adecuadamente en la empresa y con cero riesgo laboral.





CAMARA DE
O NDUSTRIAS

u DE GUAYAQUIL SERVICIO

DE INCLUSION LABORAL DE
PERSONAS CON DISCAPACIDAD —ILF

La Ley Reformatoria al Codigo de trabajo, expedida el 30 de enero del
2006, establece que el empleador, publico o privado esta obligado a contratar
trabajadores con discapacidad. En el afo 2008 el nimero de trabajadores
discapacitados que la empresa debe contratar (hasta el 30 de enero de cada ano),
equivale al 2% del total de trabajadores en el 2009 sera el 3%y a partir del 20106l 4%

Con la finalidad de contribuir con las empresas afiliadas, la Camara de Industrias
de Guayaquil ha disefiado el "Programa de Inclusion Laboral del Personas con
Discapadidad” cuyo objetivo es fadlitar Ia seleccion y contratacion de personas con
discapacidad, en funcion de los requerimientos de cada empresa.

La ejecucion de este programa esta a cargo del Instituto integral de Desarrollo
de la Persona que incluye las siguientes actividades:

+ Definir con cada empresa los cargos y perfiles ocupacionales
requeridos.

Convocar y seleccionar a potenciales trabajadores con

discapacidad segun los cargos y perfiles acordados entre
la empresa y el Instituto.

Capacitar a la persona con discapacidad acerca del perfil
ocupacional a2 desempenar.

Sensibilizar al personal de las empresas en relacion a las personas
con discapacidad para que tengan una adecuada vision hacia ellos.

* Asesorar a la empresa solicitante en cuanto a la
infraestructura necesaria para que las personas
con discapacidad puedan insertarse adecuadamente
en la empresa y con minimo riesgo laboral,

Para mayor nfonracdn sobve este programa comunicase con B
Econ. Marks Femands Rodrigues o teléfono 2880618 B 131 0 &
COneo clectronicD mrodgLe s Rog Oy o






PROGRAMA PARA FACILITAR LA INSERCION
LABORAL DE PERSONAS CON DISCAPACIDAD

e Publicacion de prensa -en febrero de 2009- convocando a personas con
discapacidad

o Elaboracion del perfil de competencia para definir la actividad que mejor podria
desempenar cada persona.

e Elaboracion de una base de datos puesta a disposicion de las empresas afiliadas
(32 personas seleccionadas)

» Convenio con el Servicio de Integracion Laboral de la Federacion Nacional de
personas con discapacidad

* Cursos de Capacitacion:

Computacion Basica — 20 horas
Contabilidad Basica - 20 horas

Formacion de Microempresarios - 20 horas

Desde Febrero hasta Agosto del 2010, se capacitaron230 personas.





Programa de Capacitacion

| CAMARA DE VKON P
= INDUSTRIAS J e
DE GUAYAQUI L per——r————

Gratuita para personas
con discapacidades Programas

‘ o Computacion
20 horas

Sistema Operativo - Windows XP e Word2007 e Excel 2007

e Contabilidad Basica
20 horas

‘ o Formacién de Microempresarios
20 horas

‘ » Programa General de Capacitacion CIG
Acceso libre a los seminarios y cursos mensuales de la Camara.

Fecha de Inicio: 8 da febrero de 2010 con Programas de Computacdn -

Hora: Do 08n00 & 11100 ' o ?{r;;{:llicr;do

Lugar: Cémar o Industrias de Guayaaul, Kennody Norte, Av. Frincscode. (Il oromes
Orofanay iguel H. Alcivar. Centro Empresarial Las Cémaras, 410, Piso, | *°  ewmesmss

Concurso: Disefio de Afiche para el Programa Cambia tu Actitud,
para las personas con discapacidades que trabajan en las
empresas afiliadas a la Camara de Industrias de Guayaquil.

[ | CAMARA DE :
~ . INDUSTRIAS Tol.: 2682618 Ext. 145

DE GUAYAQUIL www.industrias.ec





Promocion de un concurso de un Afiche entre personas
con discapacidad que trabajen en las empresas.

G CAMARADE RO ) y
- INDUSTRIAS Y (i arveiversn) (Wambia
g O - ‘_._. ] o fu actitud
BASES DEL CONCURSO
DE DISENO DEL AFICHE

“CAMBIA TU ACTITUD"

Para apoyar la insercién laboral
de personas con discapacidad

1+ Pueden participar persanas con discapacidad
que se encuentren laborando en alguna
empresa

2. Eldisefo debe reaizanse en Formato Adobe
Mustrator. La empresa poded ayudse o partics-
pante con el formato, o con el disena -

1 Debe ser Full coloe

4. Con suliciente resolucidn paea peoducie Ban-
ners y Miches

5. Eiclseno debe sor presentado on una boja A4
en un sobire sellado con of nambre del Partich-
pante, nusnero de telefono de domiclic y
ofiona, empeesa on la que trabaja y of nombee
su diserso

4 daeno sena entregado solo en Hsico,
6.

REGLAMENTO

~ INSCRIPCIONES DE LOS CONCURSANTES:
Del 8 de marzo hasta e 15 de abnl

2.- REVISION Y CALIFICACION DE LOS DISENOS
POR PARTE DEL JURADO CALIFICADOR
Desde el lunes 19 de abril hasts of madecoles
28 de abril del 2010

3.- ENTREGA DE RESULTADOS
Jueves 29 de abe¥l del 2010

»

- ENTREGA DE PREMIOS
Midrcoles 5 de mayo del 2010





PROGRAMA DE MEJORAMIENTO DE LA DE LA
PRODUCTIVIDADY ELAMBIENTE LABORAL DE LAS
PERSONAS CON DISCAPACIDAD EN LAS PYMES

ANOS,

‘CAMARA DI

INDUSTRIAS
DE GUAYAQUIL

Proyecto ejecutado por la Camara de Industrias de
Guayaquil con financiamiento de la Oficina Internacional del
Trabajo

Enero- Noviembre 201 |





OBJETIVOS

General:

Mejorar las competencias laborales de las
personas con discapacidades, facilitar su
adaptacion en el entorno laboral y propiciar su
desarrollo personal y el mejoramiento de su
productividad en las pymes.

Especificos:

Capacitar a personas con discapacidad en areas
especificas para mejorar sus competencias
laborales

Estimular un mejor ambiente de desarrollo para la
persona con discapacidad en el entorno laboral





ACTIVIDADES

Programacion de temas que sirvan para mejorar las
competencias laborales.

Capacitacion al personal de RR.HH. para que puedan
sensibilizar al personal de las empresas y que conozcan los
aspectos a cubrir en cuanto a infraestructura fisica para
facilitar la inclusion de las personas con discapacidad, o
para generar un adecuado ambiente de trabajo.

Realizacion de talleres de motivacion y formacion en
desarrollo humano de las personas con discapacidad para
mejorar su autoestima y desarrollo personal.

Encuestas de opinion y seguimiento para evaluar los
resultados del programa





ACTIVIDADES

Numero de|Numero de|Numero de
Temas seminarios [participantes|Horas
Computacion 9 213 206
Aspectos legales sobre personas con
Discapacidad para personal de RR.HH. 2 35 7
Atencion al cliente 2 68 24
Desarrollo Inclusivo de pers.con discap.Cémo
tratar cada discapac. Para personal de RR.HH. 1 27 3
Lenguaje de sefias para personal de RR.H. 2 37 24
Relaciones Humanas 1 22 10
Técnicas de Archivo 2 55 16
Total 19 457 290






Como tratar personas con discapacidad
(Seminario para Jefes de RR.HH)
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Seminario de Lenguaje por Senas (para jefes de RR.HH.)






Técnicas de Archivo (Seminario para PCD)






Atencion al cliente (Seminario para PCD)






Computacion Basica (Seminario para PCD)
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= A Very Brief Introduction to IBM’s Culture

= IBM’s Commitment to Diversity & Equal Opportunity

= Why we care about Diversity & Inclusion at IBM

= Diversity 3.0™ - Our Journey, Our Future, Our Evolution

= Senior Executive and Employee Partnership

= [BM’s Rich History in the Inclusion of PwDs

= PwD Global Council Achievements

= LA PwD Objectives for 2011

= LA Achievements PWD
= LA PwD Representation

= External Recognition
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IBM creates business value for clients and solves business problems through integrated solutions
that leverage information technology and deep knowledge of business processes. IBM solutions
typically create value by reducing a client’s operational costs or by enabling new capabilities that
generate revenue. These solutions draw from an industry-leading portfolio of consulting, delivery
and implementation services, enterprise software, systems and financing.

Our business model is built to support two principal goals: helping our clients succeed in delivering
business value by becoming more efficient and competitive through the use of business insight and
information technology solutions; and providing long-term value to our shareholders.

In support of these objectives, our business model has been developed over time through strategic
investments in services and technologies that have the best long-term growth and profitability
prospects based on the value they deliver to clients.

Inherent in the model is a commitment to employees and the communities in which we operate.
Since its founding in 1911, IBM has strived to do more than simply give back to society. To us,
corporate responsibility has always meant expanding the expectations of what companies can and
should do for society.

From its founding a century ago, IBM has been held together not by a new technology or business
model, but by a shared set of beliefs. IBM’s leaders were convinced that a strong company culture
and a commitment to good corporate citizenship would lead to success in both business and
society.
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IBM’s employees represent a talented and diverse workforce.
of this diversity is a business priority that is
fundamental to our competitive success.

Business activities such as hiring, training, compensation, promotions,
transfers, terminations, and IBM-sponsored social and recreational
activities are conducted without discrimination based on race, color,
religion, gender, gender identity or expression, sexual orientation,
national origin, or age.

For , IBM makes workplace
accommodations that comply with applicable law, and which IBM
determines are reasonable and needed for effective job performance.
In respecting and valuing diversity among our employees, and all those
with whom we do business, managers are expected to ensure a
working environment that is free of all forms of harassment.”

© 2011 IBM Corporation





Why we care about Diversity & Inclusion at IBM

innovation is a key part of IBM’s business — we have found that the most innovative
and creative teams are the most diverse ones.

\We look for the top talent — and to do so we need to look in
the widest talent pool, which means including everybody.

Mirroring the market place is a fundamental objective — our company
therefore needs to be as diverse, if not more diverse than our customer base,
so we can attract new business opportunities in all areas.

All employees should have the opportunity to perform at their best — meaning
that they must feel comfortable in their environment. This is done through
creating a diverse and inclusive workplace.

In short: Involvement, Inclusiveness and Opportunity
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Our Marketplace is Global

Meeting our Client’s Needs

Clients, Suppliers and strategic
Partners are increasingly global
and multi-cultural

IBM must be in a position to communicate and

market to a diverse internal and external population

Having the Best Skills

Clients have
diverse needs

IBM must reflect our diverse population in order to
be responsive to client needs and expectations.

Making Diversity an Advantage

IBM must attract and retain
top talent in the market

IBM must be the employer of choice to attract, develop

and retain key skills.

Competitive advantage is through
being a leader in innovation

IBM needs to have diverse perspectives

to enhance creativity and innovation.
Diversity is important to our growth

© 2011 IBM Corporation





Diversity 3.0 - Our Journey, Our Future, Our Evol

Diversity 1.0

Compliance with the law
Achievement of numeric goals
Liability avoidance

Auditability

IBM’s Basic Beliefs

Diversity 2.0

Elimination of barriers
Geographic constituencies
Local meritocracy
Awareness of differences
between constituencies

= Respectful/inclusive internal
environment

National/local culture basis
Flexible Work Options
Work/Life Balance

IBM’s Values

ution

.Busm
Partners
7 Q

Clients Suppliers

Diversity =
Innovation

& Growth )

orﬁmuni% Workforce

Diversity 3.0™

= Diversity 1.0 + 2.0 foundation

= Leveraging differences for
v Innovation
v Collaboration
v Client Success

= Cultural competency

= Global adaptability

Global & locally appropriate

constituencies

= Work/life Integration™

= Values based Employee
Experience

© 2011 IBM Corporation
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IBM hired its first disabled employee in 1914, only three years after its foundation. That’s
before the Americans with Disabilities Act (ADA) came into effect.

IBM conducted significant hiring and training programs for people with disabilities in the 1940s to
replace workers inducted into the military for World War Il. That’s before the U.S.
Rehabilitation Act of 1973.

IBM wants to attract and retain the best talent in the industry. Employing PwDs facilitates access to
the significant market of disabled consumers, their families, and friends.

This is a continued effort to make IBM a truly inclusive employer for all talent, including PwDs.

The inclusion of people with disability in our workforce is not a matter of philanthropy - it is a
and a

Hiring and retaining qualified people with disabilities is a . IBM does business in 175
countries, and 26 have legislation for people with disabilities. This is a strategic element to attract
people with disabilities and customers.

IBM has a whole organization reporting to the Research Division that focuses on people with
disabilities and the aging marketplace. They market what we create internally.

The costs for workstation and building accommodations are not incurred by the department
manager but borne by the whole organization.

9 © 2011 IBM Corporation





10

1995:
1997:
1999:
2000:

2002:

2003:
2004:

2005:

IBM launched eight task forces (US).
Established Diversity Network Groups.

Cost Recovery announced (US, Canada, Australia/New Zealand, France, Brazil).

IBM Worldwide Accessibility Centers.

Corporate Instruction 162 — integrate accessibility into products/service.
Becomes Global Task Force and holds first Global Leadership Conference.
Global Corporate Policy Letter include accommodations.

Accessibility Project Office.

Four teams to address 3 A’s:
v Attitude (Hiring)
v" Accessibility (Marketplace)
v~ Accommodations (Products/Buildings/Learning)

Announced eight new services (IGS) to accommodate people with disabilities.
Created Global Building Accessibility Guidelines.

Global EO Project Office to create global hiring strategy.
v' 26 countries with quotas or workforce representation/fines.

STEM Entry Point Technology Camps for students with disabilities (train the trainer).

Launched PwD Technical Leaders Forum.

2004/2006: Developed Help Wanted and Help is Here videos.

© 2011 IBM Corporation





Argentina - Law No. 22.431 (Comprehensive Protection System for the Disabled, 1981): Only public
companies are required to hire people with disabilities in a proportion of 4% of their total population.
- Law No. 24018 (Law on the Promotion of Employment, 1991): Quota is 0.5% but not being
enforced by government.

Brazil - Law No. 8213/91: Determines the PwD quota for public and private companies (5% of total
number of employees for companies over 100 employees). No fines have been paid so far. The
contribution to be paid for not employing 5% of PwD in the workforce is R$ 1.523,57 for every
missing headcount up to 5% and the maximum penalty is approximately USD 99K.

Ecuador: All private and public companies with 25 or more employees have the obligation to hire
disabled employees with a quota equal to 4% of the total workforce. In case of non compliance, the
employer will receive a penalty corresponding to ten basic monthly salaries. The law also considers
as PwD the dependents of employees. Government regards as disabled only the people who are
registered in a government institution named Conadis where very few qualified people are
registered, and most of the registered are non university/non college education, basically for clerical
positions.

Venezuela - Law for People with Disabilities No. 38, 598 (2007): Quota is 5% of total population or
equivalent contribution to specialized PwD organizations. The maximum contribution to be paid in
case not employing 5% of PwD in the workforce can get up to USD 15K per legal entity.
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Qualification, development and retention of PwD employees. Increase number of PwD employees

to meet legal representation quota in Brazil, Ecuador & Venezuela, and for better representation in
other countries.

Form external partnerships to train PwD candidates in the skills / knowledge required by IBM in
order to develop hiring pipeline.

Raise awareness internally to ensure inclusive work environment for PwD.
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LA PwD Initiatives 2011
| mitave [ oustifcaon |

Self Identification Campaign - Census Hesitancy to disclose disabilities which leads to incorrect report and failing to
prove and meet the legal quota.

PwD Inclusion Program Gather all IBM Brazil initiatives on PwD Inclusion, and develop and launch a
program, communicating it internally (manager trainings and booklets) and
externally (benchmarks and press interviews). It will include materials to distribute
to all LA managers.

Participation at Reatech and Perfilnet — Participating in job fairs could be an opportunity to collect Resumes, show IBM’s
Job Fairs interest to recruit PwDs and it is also another demonstration of our efforts to
comply with the Law. Reatech is a Brazilian fair of inclusion and rehabilitation
technologies; Perfilnet is a virtual job/hiring event in Venezuela where we held a
Diversity and Inclusion Campaign.

Awareness Trainings Workshops to raise awareness on the importance of the inclusion of PwDs.
Presentation of myths, daily barriers, actions and expectations when a PwD joins
the team. Testimonies from current employees with different disabilities. Training
to the Recruitment team with tips on how to prepare for and conduct an interview
with a person with disabilities. Workshops with managers & Executives.

Partnerships with Institutes, Universities Work with Recruiting and Educational Alliances to establish partnerships with
and Technical Schools Institutes to attract, map and qualify PwD professionals. Partnerships established
in Brazil: Impacta, Instituto Eldorado, Instituto Oportunidade Social (TOTVS),
Avape and AACD. Paralife in Mexico.
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Awareness & Sensitization Continue with awareness / sensibilization activities to eliminate discrimination, engage
people in Diversity matters and disseminate Equal Opportunities values. Promoting events
such as: Reverse Mentoring, Blind Lunch and Insights in Brazil and Blind Teather and
Dinner in the Dark in Mexico.

Quialification project with Qualify PwD professionals who due to social difficulties have lower levels of scholarship, in

External Institutes order to develop talents and meet the legal quota.

Employee Referral Bonus — Incentive award to a current employee who brings PwD candidates.

work with Recruiting team

PwD Recognition Month Promotion of PwD inclusion local activities and informative and celebratory communication.

Development Plan for High Raising the number of PwD in the workforce requires efforts to reduce attrition and develop

Potentials / Retention pipeline. Roundtable with some PwD employees in Brazil.
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Achievements

PwD Workshop in
Argentina: Led by
Fundacion Par

IBM Brazil participation in
Reatech: fair of inclusion and
rehabilitation technologies to attract

PwD employees

© 2011 IBM Corporation
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PwD Awareness
Workshops in
Argentina: For
the Regional
Recruitment team
and for Managers

16
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Almoco dos Sentidos in
Brazil: Aimed to show people
without disabilities the difficulties

experienced every day by
PwDs.

© 2011 IBM Corporation





LA: PwD hiring partners
Universidad Central de Venezuela
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Brazil: PwD Qualification Project
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External Recognition

The Diversitylnc Top 10
Great Place to Work

Companies for People With
Disabilities: IBM # 1 Y\
SMNTFXW Mejores w/
WS Empresas J
GREAT | MELHORES ij@} para Trabajar 2011
PLACE | pARA
TO TRABALHAR
WORK’| BrA:
GREAT

WMACINS América Latina
WY& MEJORES |

1O
OIS porc raboicr

Brazil: Recognized INSTITUTE
by AVAPE as a PERU

company that IBM Peru was the second best

supports the cause ava pe place to work in 2010 and 2011
of PwDs O melhor de cada oess0d

7t Place for Uruguay and Peru
(in the category Multinational
Companies)

IBM Uruguay was the best place
to work in 2010
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Modo de realizar el trabajo a distancia con el uso
de las TIC en el domicilio del trabajador o en
otro lugar ajeno al empleador.

Wivienda,
Haoted, ate.,

pii
( b - | Internet | ST
: . . y, -
L N -
\ ~______*-I'r SR _ -
N, 3 B 4 Servider






Aspectos positivos del Teletrabajo

AHORRO POR TIEMPO DE VIAIJE
(SE ESTIMA AL MENOS 8 DiAS AL ANO)

CONTINUIDAD DEL TRABAJO ANTE SITUACIONES §
DE EMERGENCIA (EJ: GRIPE A)

RAPIDA INCLUSION SOCIAL DE PERSONAS
VULNERADAS

MENOS INVERSION EN INFRAESTRUCTURA
EDILICIA, MAYOR INVERSION EN MANO DE OBRA

MANEJO FLEXIBLE DEL HORARIO LABORAL PARA
CONTAR CON TIEMPO PARA OTRAS ACTIVIDADES






Aspectos positivos del Teletrabajo

PERMITE EL DESARROLLO RURAL (ZONAS
AISLADAS)

GENERA UN CRECIMIENTO SALARIAL INDIRECTO
DEL 20% (POR AHORRO EN VIATICOS Y COMIDAS)

AUMENTO DE LA MOTIVACION (79%)
DISMUNICION DEL ESTRES (63%)

CREA MAS Y MEJOR TRABAJO DECENTE .











2004 } —

2007 j —=)

2008 |

2000 >

ARGENTINA

Estadisticas

320.000 OFICINAS EN INFORME VITTORIO
HOGARES DI MARTINO
INFORME CTT BASE

589.157 OFICINAS EN
HOGARES

E.P.H (INDEC) 1°
TRIMESTRE 2007

1.300.000 OFICINAS EN
HOGARES

1.600.000 OFICINAS EN
HOGARES

INFORME ENRIQUE
CARRIER






Proliferacion de trabajadores conectados

a través de las tic
ANO 2007

PENETRACION DEL TELETRABAJO:
5,86% DE LA POBLACION EMPLEADA

26,7% RESIDEN EN LA
CIUDAD AUTONOMA
DE BUENOS AIRES

<

14 / 24 afios (*)
25 / 44 arios

45 / 64 aios
65 anos y mas

Vardon
12,5%
48,3%
30,8%
8,4%

7

44,7% ALCANZO UN NIVEL
EDUCATIVO UNIVERSITARIO

COMPLETO
Mujer
8 9% INFORME CTT BASE
c1 6% E.P.H (INDEC) 1°
33’ 9o, TRIMESTRE 2007
yJ7/0
5,6%

(*) LA OIT CONSIDERA QUE UNA PERSONA ES ECONOMICAMENTE ACTIVA DESDE LOS 14 ANOS.











Objetivos

DENTIFICAR LOS DESAFIOS GENERADOS POR EL TELETRABAJO EN LA
GESTION DE LOS RECURSOS HUMANOS EN UNA ORGANIZACION.

.
(

MEJORAR Y DIFUNDIR LOS RESULTADOS DE LA APLICACION DEL
TELETRABAJO EN LAS RELACIONES LABORALES EN EL SECTOR PRIVADO.

~

\_
-

_/
\

PROMOVER LA IMPLEMENTACION DEL TELETRABAJO EN EL SECTOR
PRIVADO.

VAN

Y4

EVALUAR EL IMPACTO DEL TELETRABAJO EN LA CREACION Y
MANTENIMIENTO DEL TRABAJO DECENTE.






Nueva empresa al PROPET

En el marco del PROPET, Provincia Pagos firmo con el Ministerio
de Trabajo el convenio de participacion en el programa con el fin
de implementar el teletrabajo como modalidad laboral para la
insercion de personas con
discapacidad motriz a su staff.











CREAR PLATAFORMAS DE TELETRABAJO EN EL
SECTOR PUBLICO.

IMPLEMENTAR EL TELETRABAJO EN EL MINISTERIO | _
DE TRABAIJO. |

APLICAR LA EXPERIENCIA PUNTUALMENTE PARA
PERSONAS CON DISCAPACIDAD.

ADECUAR LA NORMATIVA DEL SECTOR A LAS
NUEVAS RELACIONES
LABORALES CREADAS POR LAS TIC.

MEJORAR LA EMPLEABILIDAD Y LOGRAR LA
INCLUSION SOCIO-LABORAL

DE TODOS LOS AGENTES DE LA
ADMINISTRACION PUBLICA.

Objetivos











Programa de teletrabajo para
personas con discapacidad

LO RELEVANTE ES ERRADICAR CUALQUIER DISCRIMINACION
LOGRANDO LA IGUALDAD DE OPORTUNIDADES

OTRAS
VENTAJAS

‘FTIT I'-1||r=-'a-

> Promueve la integracion Iaboral v social.
> Mejora las condiciones de vida y de trabajo.
> lgualdad efectiva de oportunidades.

> Permite el acceso a una comunicacion via textos.
> Ausencia o disminucion de los desplazamientos
ampliando las oportunidades de inclusion.






La discapacidad en numeros

Discapacidades mas frecuentes
Herramientas para el empleo 16%

42%

B No posee estudios

0,
13,6% secundarios completos W Motoras
7,4% 18% .
; , , M Visuales
~./Comenzé en algun -
momento algun tipo de « Auditivas
-, - 24%

formacion superior ° M Mentales

B Posee calificacion
profesional

79%

M Datos del INDEC indican que el 7.1% de la poblacion Argentina padece algun tipo
de discapacidad (2.176.123 personas) y que la problematica afecta a mas del 20% de los
hogares.

M A su vez, los datos revelan que el 75% de los argentinos que poseen alguna discapacidad
y se encuentran comprendidos dentro de la "edad laboral" (18 y 60 ainos) no tiene trabajo.






Proyecto 2008/09/10/11

Localidades donde se llevaran a cabo las
proximas capacitaciones

d T r r )
e Resistencia e Salta Capital e Zarate e Cordoba

e Barranqueras | Salvador Mazza Capital

e Fontana e General

e Vilellas Mosconi

| .LSE\I’_(a

En el afio 2008 y 2009 las capacitaciones se realizaron en CABA 'y
en el ano 2010 se realizé en Mendoza






Programa de teletrabajo para
personas con discapacidad

La capacitacion comprende cinco mddulos con una duracion total
de 96 horas que se distribuyen en 4 meses

Modulo 1: Médulo 2:
Informatica Basica
(nociones basicas del
Sistema Operativo Windows
y uso de internet.)

Se imparten contenidos ¥ Los contenidos se brindan bajo

referidos a Word, Excel la modalidad e-learning.
y PowerPoint.

¥ Se logra la interaccion del
participante.
Mddulo 3:

Comunicacion Modulo 4: # Herramientas informaticas de

: Gestion del tiempo avanzada.
interpersonal

¥ Las capacitaciones son
GRATUITAS.
Mddulo 5:

Teletrabajo






&g TR
RABAIC

T











Evaluacion del programa de
Capacitacion en teletrabajo
para personas con discapacidad

INVESTIGACION CONJUNTA ENTRE LA FUNDACION TRUST
FOR THE AMERICAS (COLOMBIA) Y LA COORDINACION DE TELETRABAJO DEPENDIENTE

DEL MINISTERIO DE TRABAJO DE LA ARGENTINA.

Objetivo General

@ DETECTAR LAS FORTALEZAS Y DEBILIDADES DEL PROGRAMA DE CAPACITACION
EN TELETRABAJO MEDIANTE LAS PERCEPCIONES QUE TIENEN LOS PRINCIPALES
ACTORES INTERVINIENTES, IDENTIFICANDO NUDOS PROBLEMATICOS Y
RECOMENDACIONES QUE PERMITAN MEJORARLDO.

Objetivos Especificos

f @CONOCER LAS EXPECTATIVAS Y LA VALORACION DEL PROGRAMA POR PARTE DE LOS \
ACTORES INTERVINIENTES.

@ CONOCER LAS PERCEPCIONES DE LOS ACTORES INTERVINIENTES SOBRE LA CAPACITACION.

@ COMPRENDER EL IMPACTO QUE PRODUCE EL PROGRAMA EN LA INSERCION LABORAL Y
\_ SOCIAL DE LOS BENEFICIARIOS )






Evaluacion del programa de
Capacitacion en teletrabajo
para personas con discapacidad

LA MAYOR VENTAJA DEL TELETRABAIJO ES EVITAR EL
DESPLAZAMIENTO, PRINCIPALMENTE PORQUE NO TODOS LOS
TRANSPORTES SE ENCUENTRAN HABILITADOS CON SUS RAMPAS DE
ACCESO CORRESPONDIENTES O PORQUE EN DETERMINADAS
ZONAS EXISTEN CIERTAS LIMITACIONES.






Resultados principales de la Investigacion:

METODOLOGIA ENRIQUECEDORA CON UNA VALORACION
POSITIVA DEL USO DE LAS TIC PARA EL ACCESO AL EMPLEO.

EL ESPACIO FUE ADECUADO Y COMODO, SIENDO ACCESIBLE PARA
LAS PERSONAS CON DISCAPACIDAD MOTRIZ, CONTANDO CON
RAMPAS DE ENTRADA Y BANOS APROPIADOS.

CONTENIDOS DE LA CAPACITACION ADECUADOS 100% A LAS
NECESIDADES DE LAS EMPRESAS Y AL MERCADO DE TRABAIJO.

CURSANTES CONVOCADOS POR LAS EMPRESAS, CONFORME A LA

CARTA AVAL SUSCRIPTA.

| & VARIOS DE LOS BENEFICIARIOS ENTREVISTADOS ASEGURAN QUE
% EL ESTAR EN CONTACTO CON PERSONAS CON DISCAPACIDAD TAL
#&: COMO ELLOS LES DA FUERZA'Y ESPERANZA PARA SEGUIR

» ¢ ADELANTE EN SUS VIDAS.











Incentivos econdmicos para empresas
que contraten
personas con discapacidad

&

(4w

_ Wy
. Si se contrata a TIEMPO COMPLETO $1500 | pyrante Y

—

* Si se contrata a TIEMPO PARCIAL S 750 12 meses

\ J
|

Compatible con los beneficios impositivos nacionales y provinciales

Nacionales: Deduccidn en el impuesto a las ganancias del 70% de las
contribuciones

v B —— Exencion del 50% de aportes patronales por 1 afio
s

2 A _ - Exencion del 25% de aportes patronales a partir del
T segundo afio

Provincia de Buenos Aires: Deduccion de los ingresos brutos del
equivalente al 50% de las contribuciones.
* Otras provincias regimenes especiales






Lineas de Accion
Buenas practicas en Teletrabajo

OBIJETIVO

|

SINERGIAR ACTIVIDADES CONJUNTAS CON LA RED GLOBAL DE
EMPRESAS MULTINACIONALES Y EL PROPET, A FIN DE LOGRAR LA
INCLUSION SOCIO-LABORAL DE PERSONAS CON DISCAPACIDAD

!

CON EL FIN DE :

* ALENTAR LAS OPORTUNIDADES DE EMPLEO DE PERSONAS CON DISCAPACIDAD Y
APOYARLAS PARA LA BUSQUEDA, OBTENCION Y MANTENIMIENTO DEL EMPLEO.

« PROMOVER EL EMPLEO DE PERSONAS CON DISCAPACIDAD EN EL SECTOR PUBLICO Y
PRIVADO MEDIANTE POLITICAS QUE INCLUYEN PROGRAMAS DE ACCION AFIRMATIVAS,
INCENTIVOS U OTRAS MEDIDAS.

* IGUALAR LAS CONDICIONES DE TRABAJO JUSTAS Y FAVORABLES, COMO TAMBIEN
OPORTUNIDADES Y REMUNERACIONES LABORALES.






Esquema win — win = todos ganan

R el
——— el

St TECNOLOGIA TS~
RECURSOS  ~

~
CAPACITACION/ \ HUMANOS S X
o 1 :

’ SECTOR T
e PUBLICO \ ’ \
y CTOR \
i PRIVADO \
\
' NORMATIVA || 4gmmm TELETRABAJO 0 INCLUSION |
\ SOCIAL ‘
\ /
\ /
‘ I \ ’
\ /
\ /
\ /
\ 7
N /
> N
~<_ CALIDAD DE VIDA DESEMPENO _ -~

-
~
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iMUCHAS GRACIAS!

DRA. VIVIANA LAURA DIAZ

Asesora del Sr. Ministro de Trabajo
Coordinadora de Teletrabajoy TIC

Ministerio de Trabajo, Empleo y Seguridad Social

Mail: coordinacionteletrabajo@trabajo.gob.ar
Web: www.trabajo.qob.ar/teletrabajo ! \\
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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

Discussion Note 

September 2011

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 employer 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 it 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 other 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 39 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 three inaugural planning meetings in Paris, New York, and Bangalore with sponsorship by Accor Hotels, US Council for International Business, and Wipro respectively. 

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

The following activities are in process and many will be carried out with input from the Steering Committee and interested members:


· Developing the public pages of a web site (currently awaiting transfer of URL, www.businessanddisability.org, which will be donated) and establishing social networking sites


· Producing a second publication to illustrate what employers’ organizations and networks are doing to promote the employment and inclusion of people with disabilities in work and society


· Seeking partners by distributing the Secretariat funding proposal.

Next Steps


The next steps of the Network are the following:


· Finalizing activities in progress (second publication, web site public pages, etc.)


· Holding a fourth meeting in Argentina in September 2011 to engage companies in Latin America and in South Africa in February 2012 to engage African businesses and employers

· 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


· 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 to organize such a network because of its workplace standards, role and expertise in promoting non-discrimination in the workplace, including of disabled persons; it’s 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: +41.22.799.7952

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

Web site coming soon!




ILO Global Business and Disability Network


Membership Report


Currently, 39 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


· Accor Hotels, France


· Adecco, Switzerland

· A.K. Khan, Bangladesh

· Allianz, Germany


· American Express, USA


· Carrefour, France


· Casino, France

· Ceva Logistics, the Netherlands

· Cisco, USA


· Credit Suisse, Asia


· Dow Chemicals, USA


· Delta Holding, Serbia


· Ernst & Young, USA


· H and M, Sweden


· IBM, USA


· Infosys, India


· KPMG, Netherlands

· Kyobo Life Insurance, Korea


· L’Oréal, France

· Mphasis, India


· Manpower, USA

· Microsoft, USA

· Nokia, Finland


· Novartis, Switzerland


· Orange, France


· PepsiCo, USA


· Samsung Electro-Mechanics, Korea


· Sodexo, France

· Standard Bank, South Africa 

· Tata Consultancy Services, India


· Thomson Reuters, Bangalore


· Telefonica, Spain


· Telenor, Norway


· UBS, Asia


· Yum! Brands, USA


· Volvo, Sweden


· Walgreens, USA


· Westpac, Australia 


· Wipro, India


Employers' Organizations and Networks 


· Australian Employers Network on Disability


· Bangladesh Employers' Federation 

· BusinessNZ, New Zealand

· Cámara de Comercio de Guayaquil, Equador 


· 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)


· 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. 

2
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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


Buenos Aires Meeting


Registration Form

Please complete and submit the form to businessanddisability@ilo.org or changj@ilo.org as soon as possible but no later than Friday, 2 September 2011. 

		Name

		     



		Company or Organization

		     



		Title

		     



		Telephone and Fax No.

		     



		Email

		     



		Address

		     



		Language (please check the language you are most comfortable working with) 

		English ____              Spanish _____           Portuguese ____ 





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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23 August 2011

Dear Sir/Madam, 


You are cordially invited to the Latin American meeting of the ILO Global Business and Disability Network to be held in Buenos Aires, Argentina on Tuesday, 20 September 2011. The meeting is the Network’s fourth such meeting, which follows the European, US and Asian-based meetings held in Paris, New York and Bangalore. The Buenos Aires meeting will be hosted by Unión Industrial Argentina (UIA) at their office which is centrally located in the heart of Buenos Aires on Av. De Mayo 1147/57 C.P. (C1085ABB). 


The meeting will bring together representatives of multinational companies, employers’ organizations and business networks, and selected disabled persons’ organizations and non-governmental organizations who are interested in the issue of disability in the workplace. The purpose of the meeting is to learn more about disability-related employment policies and practices in Latin America 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 prospective members. The meeting will be held in English with simultaneous interpretation into Spanish. 

Arrangements for travel and accommodation are to be covered by the participants or their sponsoring organizations. Information about the Network, draft agenda, meeting venue, accommodation options in Buenos Aires, and registration form are attached. A final agenda and participant list will be sent to you at a later date. 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 Buenos Aires. 


Sincerely,


[image: image4.emf]            [image: image5.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







23 de Agosto de 2011


Estimado(a) señor/a:


Le invitamos cordialmente a ser parte de la reunión latinoamericana de la Red Global de Empresas y Discapacidad de la OIT que tendrá lugar en Buenos Aires, Argentina, el martes 20 de septiembre de 2011. Esta será la cuarta edición de la reunión de la Red tras aquellas sostenidas en Paris, Nueva York y Bangalore para las regiones de Europa, Norteamérica y Asia, respectivamente. La Unión Industrial Argentina (UIA) será el anfitrión de la reunión de Buenos Aires en su céntrica sede ubicada en la Av. De Mayo 1147/57 C.P. (C1085ABB), en el corazón de la ciudad. 


La reunión reunirá representantes de empresas multinacionales, asociaciones de empleadores y redes empresariales, y organizaciones de personas con discapacidad selectas que hayan expresado interés en abordar el tema de la discapacidad en el lugar de trabajo. El propósito de la reunión es conocer más sobre políticas y prácticas laborales relacionadas con la discapacidad en Latinoamérica y en todo el mundo, y expandir la membrecía a la Red entre empresas multinacionales y asociaciones de empleadores de la región. La agenda se centrará en compartir la experiencia de empresas en paneles de grupos de interés y colectivos de la sociedad civil, y mesas de discusión sobre temas relacionados a la discapacidad y cómo la Red puede ser de mayor de valor para potenciales nuevos miembros. La reunión se realizará en inglés y contará con traducción simultánea al español.


Los gastos de transporte y alojamiento serán cubiertos por los participantes o entidades patrocinadoras. Se adjunta información adicional sobre la Red, agenda tentativa, sede del evento, opciones de alojamiento en Buenos Aires y formulario de inscripción. La agenda final y lista de participantes le será enviada en los próximos días. Si tuviese alguna necesidad específica con respecto a discapacidad, restricciones dietéticas u otros asuntos, por favor mencionarla al momento de llenar el formulario de inscripción.

Esperamos encontrarle en Buenos Aires.


Atentamente,


Debra Perry






Henrik Moller

[image: image2.emf]
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Especialista Principal en Discapacidad e Inclusión

Asesor Principal


Departamento de Competencias y Empleabilidad
Oficina de Actividades para los  Empleadores

		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 
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ILO Global Business and Disability Network
Buenos Aires meeting

20 September, 2011
Venue
1. Place and address of meeting
Unién Industrial Argentina (UIA)
Av. de Mayo 1147/57 C.P. (C1085ABB)
Buenos Aires, Argentina
Web site: http://www.uia.org.ar
Tel : +54.11.4124.2300
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2. Transportation

The UIA is located at the heart of Buenos Aires’ city centre. Transportation from the airport to the city
centre can be safely done by a “remise” or a prepaid taxi. Once you come out from the airport, you will
find several taxi companies that offer service at approximately USD 50. You may also choose to take
“Manuel Tienda Leon”, an airport shuttle bus that will take you to the city centre at approximately USD

14. The bus leaves from the airport every 30 minutes. For security reasons, we strongly advise not to
take any non-official taxis outside of the airport.



http://www.uia.org.ar/



Optional Accommodation during your stay in Buenos Aires

The following hotels are located in the city centre of Buenos Aires and in the proximity of the UIA. If you
wish to stay in one of the hotels listed below and receive preferential rates established between the ILO

Argentina office and the hotels, please make your reservations with the indicated focal points. In
addition, please send an email to Ms. Liliana Maceiras (ILO Argentina) at maceiras@oit.org.ar so she can

confirm your reservation with the hotel to ensure that you benefit from the preferential rates.
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Pestana Buenos Aires

Plaza Fuerza Web site: http://www.pestana.com

Q —31 Aera Argentina
= 7
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Caesar Park Silver Obelisco
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Please note that the hotels listed above with established ILO preferential ratings may not be available

due to other meetings that are happening in the area during the period of our meeting. You may wish to
look at www.lonelyplanet.com for additional hotels.




http://www.caesar-park.com/
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http://www.lonelyplanet.com/










Disability Resources for Employers and Businesses

ILO Global Business and Disability Network

Links to ILO documents or sites

· Disability in the Workplace: Company Practices, 2010

This report presents 25 contemporary case studies of company policies and practices related to disability, including hiring and retention, the development of products and services, and corporate social responsibility. It has recently been described by a major multinational corporation as a “goldmine of ideas” for developing its disability diversity strategy. 

http://www.ilo.org/public/english/dialogue/actemp/downloads/publications/working_paper_n3.pdf 



· Disability in the Workplace and the ILO Global Business and Disability Network Webinar Presentation, 2011

A 60 minute webinar was convened on 29 June 2011 by the ILO and the UN Global Compact Office to discuss the inclusion of people with disabilities in the workplace. It also introduced the ILO Global Business and Disability Network. 

http://www.ilo.org/wcmsp5/groups/public/@ed_emp/@emp_ent/@multi/documents/meetingdocument/wcms_159137.pdf	

· EmployAbility: A resource guide on disability for employers in Asia and the Pacific

Contains a collection of resources and examples of good practice to assist businesses and organizations wanting to benefit from the business case for recruiting, hiring and retaining people with disabilities as employees. 

http://www.ilo.org/wcmsp5/groups/public/@ed_emp/documents/publication/wcms_103320.pdf 



· Unlocking Potential: A multinational corporation roundtable on disability and employment, 2005

Proceedings of a meeting organized by the ILO in collaboration with UN Economic and Social Commission for Asia and the Pacific (ESCAP) and the Employment and Poverty Alleviation Task force of the Thematic Working Group on Disability Related Concerns for the Asia Pacific in 2005. 

http://www.ilo.org/wcmsp5/groups/public/@ed_emp/@ifp_skills/documents/meetingdocument/wcms_107854.pdf 



· Managing disability in the workplace: ILO code of practice, 2002

This code has been drawn up to guide employers to adopt a positive strategy in managing disability related issues in the workplace. It is intended to be read in the context of national conditions and to be applied in accordance with national law and practice. 

http://www.ilo.org/wcmsp5/groups/public/@ed_emp/documents/publication/wcms_103324.pdf 



Other language versions 

Spanish: 

http://www.ilo.org/wcmsp5/groups/public/---ed_emp/documents/publication/wcms_112521.pdf

French:

 http://www.ilo.org/wcmsp5/groups/public/---ed_emp/documents/publication/wcms_112520.pdf



· Public Private Partnership for Decent Work, 2009

This brochure explains how the ILO works with individual companies and foundations to tackle important global labour market issues, to support sustainable enterprises and entrepreneurs, to enhance value in supply chains, to promote social protection, and to resolve specific problems in the world of work. 

http://www.ilo.org/public/english/bureau/pardev/download/relations/ppp_en_low.pdf 



· Tripartite Declaration of Principles concerning MNEs and Social Policy, 2006

The principles laid down in this universal instrument offers guidelines to multinational enterprises, governments, and employers’ and workers’ organizations in such areas as employment, training, conditions of work and life, and industrial relations. 

http://www.ilo.org/wcmsp5/groups/public/@ed_emp/@emp_ent/@multi/documents/publication/wcms_094386.pdf 



Other language versions

Spanish: 

http://www.ilo.org/wcmsp5/groups/public/---ed_emp/---emp_ent/documents/publication/wcms_124924.pdf

French: 

http://www.ilo.org/wcmsp5/groups/public/---ed_emp/---emp_ent/documents/publication/wcms_124923.pdf



· ILO Vocational Rehabilitation and Employment (Disabled Persons) Convention (No. 159), 1983

http://www.ilo.org/ilolex/cgi-lex/convde.pl?C159 



Other language versions

Spanish: 

http://www.ilo.org/ilolex/cgi-lex/singles.pl?query=011983159@ref&chspec=01

French: 

http://www.ilo.org/ilolex/cgi-lex/singlef.pl?query=011983159@ref&chspec=01



· Equality at work: The continuing challenge – Global report under the follow-up to the ILO Declaration on Fundamental Principles and Rights at Work, 2011

Provides a global picture of job-related discrimination, citing both progress and failures in the struggle to fight discrimination ranging from tradition forms, such as sex, race or religion, to newer forms on age, sexual orientation, HIV/AIDS and disability. 

http://www.ilo.org/wcmsp5/groups/public/---ed_norm/---relconf/documents/meetingdocument/wcms_154779.pdf 



Other language versions

Spanish: 

http://www.ilo.org/wcmsp5/groups/public/---ed_norm/---relconf/documents/meetingdocument/wcms_154780.pdf

French:

http://www.ilo.org/wcmsp5/groups/public/---ed_norm/---relconf/documents/meetingdocument/wcms_154781.pdf



· ILO TV

The selection of videos shows how companies around the world put their disability-related policies and ideas into practice. 

http://www.youtube.com/ilotv#p/c/73A22D93B709417B  



· NATLEX

A database of national labour, social security and related human rights legislation maintained by the ILO’s International Labour Standard Department. 

http://www.ilo.org/dyn/natlex/natlex_browse.home 



· ILO Helpdesk for Business on International Labour Standards

The Helpdesk provides basic information on a wide range of labour topics, all derived from the ILO MNE Declaration. 

http://www.ilo.org/empent/areas/business-helpdesk/lang--en/index.htm 



Links to non-ILO documents or sites 

· UN Convention on the Rights of Persons with Disabilities, 2006

The Convention was adopted on 13 December 2006 and was open for signature on 30 March 2007. It is the first comprehensive human rights treaty of the 21st century and is the first human rights convention to be open for signature by regional integration organizations. 

http://www.un.org/disabilities/ 



· WHO/World Bank World report on Disability, 2011

This document reviews evidence about the situation of people with disabilities around the world. It contains specific chapters on health, rehabilitation, assistance and support, enabling environments, education and employment. The final chapter offers nine concrete recommendations for policy and practice, which if put in place, could lead to real improvements on the lives of people with disabilities. 

http://whqlibdoc.who.int/publications/2011/9789240685215_eng.pdf 



· Guiding Principles on Business and Human Rights: Implementing the United Nations ‘Protect, Respect and Remedy’ Framework, 2011

In March 2011, Special Representative John Ruggie published his final report to the UN Human Rights Council, which included Guiding Principles for the implementation of the UN “Protect, Respect and Remedy” Framework that he had proposed to the Council in 2008 and that the Council had unanimously approved. 

http://www.business-humanrights.org/media/documents/ruggie/ruggie-guiding-principles-21-mar-2011.pdf 



Note:   This list of resources was prepared by the ILO Global Business and Disability Network Secretariat. The Network is a public-private partnership of the ILO that involves multinational companies, employers’ organizations, employers’ networks on disability and international disabled persons ‘ organizations and networks of non-governmental organizations  that have an interest in promoting disability inclusion in the workplace.  A web site is in the process of development. 



In the meantime, for more information about the Network, please 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 Business and Disability Network, email: businessanddisability@ilo.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

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



 (
1
)

image1.emf




_1380627807.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.
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ILO Global Business and Disability Network


Buenos Aires Meeting 

20 September 2011

		Company/ Organization 

		Name

		Title

		Email

		Telephone

		Address



		Accenture

		Marisa Erkekdjian

		Corporate Citizenship Lead

		marisa.erkekdjian@accenture.com

		+54.11.4318.8678

		Av. Roque Saenz Pena 77- Piso 6, C1035AAC Buenos Aires, Argentina



		Accenture

		Melina Casabene

		

		melina.f.casabene@accenture.com 

		

		



		Accor

		Jacques Métadier

		Director Académie Accor LatAm e RH paises Hispano-americanos

		Jacques.metadier@accor.com.br

		+55.11.3818.6383

		Av. das Nacoes Unidas, 7815-10 andar Pinheiros, Sao Paulo, Brazil



		Arcor

		Mónica Camisasso

		Head of Corporate Community Relations

		mcamisasso@arcor.com

		+54.351.420.8264

		Bv Chacabuco 1160, Cordoba, Argentina



		Arcor

		Marcelo Lesta

		Corporate Head of Human Resources Development 

		mlesta@arcor.com

		+54.351.420.8355

		Bv Chacabuco 1160, Cordoba, Argentina



		Adecco

		Natalin Farabelli

		Politologa

		natalin.faravelli@adecco.com

		+54.11.4131.9969

		Carlos Pellegrini 855 1er. Piso


(C1009ABQ) Ciudad. Autonoma de Buenos Aires, Argentina



		Banco Galicia

		Teresa Villa Larroudet

		Junior Analyst

		terevillalarroudet@yahoo.com.ar

		+54.11.6329.4291

		Peron 430, 10 Piso, Buenos Aires, Argentina



		Banco Itaú

		Silvia Calvani

		Head of Human Resources

		silvia.calvani@itau.com.ar

		+54.11.4378.8400

		Emma de la Barra 353, Torre Norte, piso 2, Puerto Madero, CABA, Argentina



		Camara de Industrias de Guayaquil (CIG)

		Luis Alberto Salvador

		Executive Vice President

		lasalvador@industrias.ec

		+59.34.268.2681

		



		Cisco

		Sebastian Gilardi

		Customer Service Escalation Manager

		segilard@cisco.com

		+54.11.4341.0637

		Ing Butty 240, 17 Floor, Buenos Aires, Argentina



		Cisco

		Sergio Angel

		Business Development Manager, Latin America

		seangel@cisco.com

		+54.11.4341.0627

		Ing Butty 240, 17 Floor, Buenos Aires, Argentina



		Cisco

		Jorge Hedderwick

		Area Academy Manager

		jhedderw@cisco.com

		+54.11.4341.0138

		Ing Butty 240, 17 Floor, Buenos Aires, Argentina



		Cisco

		Tatiana Stariha

		HR Analyst 

		tstariha@cisco.com

		+54.11.4341.0607

		Ing Butty 240, 17 Floor, Buenos Aires, Argentina



		Confederação Nacional da Indústria, Brazil (CNI)

		Rossana Marques Salsano

		Policy and Industry Analyst

		rsalsano@cni.org.br

		+55.61.3317.9335

		SBN-Quadra 01, Bloco “B”, sala 604, Brasil CEP 70041-902



		Confederacion de Empresarios Privados de Bolivia (CEPB)

		Guido Alfonso Landa Duran

		Director de Programas y Proyectos

		glanda@cepb.org.bo

		+591.2.242.0999

		Calle Méndez Arcos No. 117 (Plaza Espana), La Paz, Bolivia



		Dow

		Maria Rosa Chappuis

		Responsible del area de Responsabilidad Social Empresaria

		mchappuis@dow.com

		+54.11.4319.0231

		Av. Madero 900-7th floor


Buenos Aires, Argentina 1106



		Dow

		Leonardo Feltrinelli

		Disability Employee Network Sponsor 

		LFeltrinelli@dow.com

		+54.11.4319.0270

		Av. Madero 900-7th floor


Buenos Aires, Argentina 1106



		Embraer

		Luciana Suzigan

		HR Manager

		lsuzigan@embraer.com.br

		+55.12.3927.6088

		Av. Brigadeiro Faria Lima, 2170 12227-901 Sao José dos Campos, SP, Brasil 



		Global Partnership on Disability and Development

		Maria Reina

		Executive Director 

		mreina@worldbank.org

		

		1818 H Street NW Washington DC, USA



		Grupo Los Grobo

		Andrea Mariela Grobocopatel

		Lic. En Economia

		andrea.grobocopatel@losgrobo.com

		+54.2395.45.9010

		Corrientes 119 8 piso, Buenos Aires, Argentina



		Hewlett Packard

		Maria Gioannini

		Coordinator of CSR, diversity and inclusion

		maria.gioannini@hp.com

		+54.15.3151.2288

		



		IBM

		Delfina Maria Daglio Benegas

		Diversity Leader-Southern South America Region

		daglio@ar.ibm.com

		+54.11.5070.5102

		Pje.Ing. Enriuqe Butty 275 19th floor, Buenos Aires, Argentina C1001AFA



		IBM

		Forencia Urban

		Latin America Recruiting Account Manager & PWD Recruiting Leader for Southern South America Region

		urbanflo@ar.ibm.com

		+54.11.5298.9668

		



		Libertad (Casino)

		Marcelo Fernandez

		Operation Director

		mfernandez@libertadsa.com.ar

		+54.351.474.7200

		Fray Luis Beltran y Cardenosa 5008 Cordoba, Argentina



		Libertad (Casino)

		Guillermo Destefanis

		Marketing Director

		gdestefanis@libertadsa.com.ar

		+54.351.474.7200

		Fray Luis Beltran y Cardenosa 5008 Cordoba, Argentina



		Libertad (Casino)

		Daniel Vallcaneras

		HR Manager 

		dvallcaneras@libertadsa.com.ar

		+54.351.474.7200

		Fray Luis Beltran y Cardenosa 5008 Cordoba, Argentina



		Manpower

		Alejandra Alonso

		Head of HR and Disability

		alejandra.alonso@manpower.com.ar 

		+54.11.5550.6644

		Maipu 942 piso 21 Capital Federal, Buenos Aires, Argentina



		Ministry of Labour

		Viviana Laura Diaz

		Coordinadora de Teletrabajo

		vdiaz@trabajo.gob.ar

		+54.11.4310.6305

		Ministerio de Trabajo, Empleo y Seguridad Social, Av. Alem 628 Piso 3 Buenos Aires, Argentina



		Nestlé

		Graciela Glassman

		CSR Coordinator

		Graciela.Glassman@AR.nestle.com

		+54.11.4329.8100 (ext. 1235)

		Avda Libertador 1885-Vicente lopez, Buenos Aires, Argentina



		Orange

		Alejandor Lopera

		Southern America Human Resources Manager

		alejandro.lopera@orange-ftgroup.com

		+571.524.0397

		Calle 100 No 8A, 55 Torre C, Of703, Ed W.T.C., Bogata, Columbia



		OSDE

		Alejandra Xanco

		Labour Relations Manager

		alejandra.xanco@osde.com.ar

		+54.11.5196.2006

		Alem 1050 piso 6 CABA, Buenos Aires, Argentina



		OSDE

		Marina Aubone

		Social Communication Manager

		marina.aubone@osde.com.ar

		+54.11.5196.2204

		Leandro N Alem 1050-piso 6, Buenos Aires, Argentina



		PepsiCo

		Maria Eugenia Giro

		Lic. Trabajo Social

		MariaEugenia.Giro@pepsico.com

		+54.15.5451.4920

		Cazadores de Coquimbo 2860 3 piso Munro VTE Lopez, Argentina



		PepsiCo

		José Manuel Valguarnera

		Médico

		Jose.Valguarnera@pepsico.com

		+54.15.5553.5000

		Cazadores de Coquimbo 2860 3 piso Munro VTE Lopez, Argentina



		Red Latinoamericana de Organizaciones No Gubernamentales de Personas con Discapacidad y sus Familias (RIADIS)

		Regina Maria Melo Atalla

		President

		presidente.riadis@gmail.com

		+55.71.3346.1322

		Rua Rodrigo Argolo, 507 apt 204, Rio Vermelho, Salvador, Bahia, Brasil 



		Serviço Nacional de Aprendizagem Industrial (SENAI), Brazil

		Loni Elisete Manica

		Industrial Development Specialist, Manager of National Inclusive Action Programme

		loni@dn.senai.br

		+61.3317.9706

		AOS 2 Bloco C apartamento 304, Brasil CEP 70660-023



		Experian Serasas

		Joao Ribas

		Diversity & Inclusion

		Joao.Ribas@br.experian.com

		+55.11.2847.8998

		



		SOFOFA

		Jorge Carrazco

		Chief of the Disabilities Committee

		jct@sofofa.cl

		+56.2.391.3152

		



		Tata Consultancy Services

		Cynthia Rubin

		HR Head Argentina, Columbia and Uruguay

		cynthia.rubin@tcs.com  

		+54.11.5091.6063

		Uspallata 3046-Capital Federal, Buenos Aires, Argentina



		Telecom

		Mariano Muñoz

		

		mmunoz@ta.telecom.com.ar

		

		



		Unión Industrial Argentina

		Maria Victoria Giullieti

		Coordinadora Depots de Politica, Social y Legislacion y Relaciones Parlamentarias

		victoriag@uia.org.ar

		+54.11.4124.2373

		





ILO Staff 

		Office 

		Name

		Title

		Email

		Telephone

		Address



		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



		Buenos Aires

		Marcelo Castro Fox

		Director 

		castrofox@oit.org.ar

		+54.11.4393.7076

		Av. Cordoba 950-pisos 13 y 14 (C1054AAV) Buenos Aires, Argentina



		Buenos Aires

		Evelyn Vezza

		Decent Work Country Programme Technical Support Officer

		vezza@oit.org.ar

		+54.11.4393.7076

		Av. Cordoba 950-pisos 13 y 14 (C1054AAV) Buenos Aires, Argentina



		Lima

		Jorge Illingworth

		Senior Employer Specialist

		Illingworth@oit.org.pe

		+511.615.0350

		



		Santiago

		Andrés Yurén

		Senior Employer Specialist

		yuren@oitchile.cl

		+562.580.5557
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of the ILO Global Business and Disability Network
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Welcome to the first edition of the ILO Global Business and Disability Network’s Newsline,
designed to keep you up-to-date with Network activities and disability news across the globe. If
you would like more in-depth information on any of the topics below, please contact
businessanddisability@ilo.org.

» Upcoming Network Events

The Union Industrial Argentina (UTA) to host the Network’s fourth meeting in Buenos
Aires on 20 September 2011

The UIA will host the Network’s Buenos Aires meeting on Tuesday, 20 September 2011. The
meeting is the Network’s fourth such meeting, which follows the European, US and Asian-Based
inaugural planning meetings held in Paris, New York and Bangalore.

The meeting will bring together representatives of multinational companies, employers’
organizations and business networks, and selected non-governmental and disabled persons’
organizations who are interested in the issue of disability in the workplace. The purpose of the
meeting is to learn more about disability-related employment policies and practices in Latin
America and around the world and to expand the Network’s membership to multinational
companies and employers’ networks in the region. The agenda includes sharing of company
experiences, panels of resource groups and roundtable discussions about issues related to
disability and how the Network can be of most value to prospective new members. The meeting
will be held in English with simultaneous interpretation into Spanish.



mailto:businessanddisability@ilo.org
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Welcome on board!

Two new members have
joined the Network this
month.

» A.K. Khan, Bangladesh is a
conglomerate that operates in
areas of textile,
telecommunication, deep sea
fishing, jute, community
based drinking water,
distribution and securities.
The group also operates the

A.K. Khan Foundation — a non [

profit organization that
receives 30 per cent of the
company’s profits — to engage
in philanthropic activities,
with an emphasis on
improving the lives of
vulnerable people. At the
moment, the Foundation is
building the A.K. Khan Centre
for Rehabilitation of the
Paralyzed in Chittagong,
Bangladesh.

= The Employers’
Confederation of Thailand
represents the interest of
private sector employers in
Thailand. The organization
facilitates negotiations and
promotes good relations
between employers and
workers and equips member
employers with the latest
information, knowledge and

» Past Events

Employers’ Organizations and Disability Inclusion: Study Tour
An activity of the ILO Global Business and Disability Network

IIi
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Above: Group picture of study tour participants

In collaboration with the Employers’ Federation of Ceylon (EFC) and
its Employers’ Network on Disability, the ILO Global Business and
Disability Network organized a study tour for selected employers’
organizations in Asia on 19-22 July 2011.

The study tour provided an opportunity for participants to increase
their knowledge about disability issues and the human rights and
business cases for hiring people with disabilities, identify methods of
promoting the inclusion of disabled persons in the workplace by
learning from the examples of the EFC and the Australian Network on
Disability, explore how employers’ organizations can benefit from the
ILO Global Business and Disability Network, and identify a specific
plan of action for implementing measures to promote the hiring of
people with disabilities.

Representatives of six employers’ organizations — Bangladesh

SRIERGR R At [Sieo @ Employers’ Federation, China Enterprise Confederation,

the economy.

(continued on next page)





Council of Indian Employers, Employers’ Federation of Ceylon, Employers’ Federation of India, and
the Vietnam Chamber of Commerce and Industry — attended the study tour and the representative of
the Australian Network on Disability participated as a resource person.

The study tour included site visits to four

national employers — Polytex Garments, Sampath
Bank, CEI Plastics Ltd, and I D Lanka — that have
successfully integrated people with disabilities in
the workplace. The visits provided participants
with  opportunities to determine barriers,
challenges and benefits of hiring disabled persons
and to better understand how to provide an
inclusive work environment for people with
disabilities by meeting with employers and
disabled employees.

Above: Disabled employees at Polytex Garments

The EFC also held its National Meeting on Decent

Work for People with Disabilities during the period of the study tour. Members of the EFC Employers’
Network on Disability as well as study tour participants discussed at length the constraints and
impediments in going forward to establish effective work programmes for employees with disabilities
in Sri Lanka and the lessons to be learned from employers’ organizations in other countries that have
successfully implemented such programmes for disabled persons.

As an outcome of the Sri Lanka study tour, participants agreed to prepare a specific plan of action to
promote disability inclusion in the workplace. The ILO will provide follow-up technical assistance to
help with the implementation of the plan.

The Network’s First Steering Committee Meeting

On 22 June, 2011 the Network held its first Steering Committee meeting in Geneva, Switzerland. The
half-day meeting brought together Network members who have volunteered to commit and
contribute towards the Network’s development and provide the ILO with immediate input in moving
activities forward.

Mr. John Carton, Dow Chemicals, chaired the session and was joined by Ms. Frédérique Poggi, Accor
Hotels; Ms. Mathilde Tabary, Carrefour; Mr. Matthieu Riche, Casino Group; and Ms. Maryanne
Diamond and Mr. Stefan Tromel Sturmer, International Disability Alliance in person. Mr. Bruce
Roch, Adecco; Ms. Meenu Bhambhani, MphasiS; Ms. Valerie Guertler-Doyle, Novartis; and Ms.
Ronnie Goldberg, US Council for International Business joined through videoconferencing.

The Steering Committee members reviewed and accepted the Network’s draft operational
procedures. They also discussed how each could engage in working groups for specific or immediate
activities, such as the Network’s web site development, creation of a disability laws database, a formal
launch, survey and baseline study to assess impact of Network activities on its members, funding and
membership services, strategic planning, and information materials.

The Steering Committee members are expected to meet twice per year to represent the voice of
Network members.






ILO-UN Global Compact Webinar

On 29 June 2011, the ILO’s Multinational Enterprises Programme and the UN Global Compact held a
60-minute webinar to discuss the inclusion of employees with disabilities in the workplace and to
introduce the ILO Global Business and Disability Network to members of the UN Global Compact.
Representatives of 42 private enterprises, research institutions and non-governmental organizations
participated in the webinar.

The presentation used during the webinar can be accessed from the link below.
http://www.ilo.org/wemsps/groups/public/ @ed emp/@emp ent/@multi/documents/meetingdoc
ument/wems 159137.pdf

The webinar also featured the ILO Tripartite declaration of principles concerning multinational
enterprises and social policy (MNE Declaration), which offer guidelines to MNEs, governments and
employers’ and workers’ organizations in areas of employment, training, conditions of work and life
and industrial relations. To view the MNE Declaration, please visit the link below:
http://www.ilo.org/wemsps/groups/public/ @ed _emp/@emp _ent/@multi/documents/publication
/wems  094386.pdf

= Member News

The PHD Chamber of Commerce Industry (PHDCCI) holds a Job Fair for Students with
Disabilities

The PHDCCT’s Task Force on Corporate Social |
Responsibility organized its first job fair for !
students with disabilities in New Delhi, India |
on 20 July 2011. The objective of the fair was |
to provide an opportunity for disabled |
students to find employment opportunities !
that best matched their ability and skills. It |
was also a platform for them to gather !
information about available employment, !
vocational training and self entrepreneurship. |

Mallikarjun Kharge, Union Minister for
Labour and Employment, Government of
India and Mukuk Wasnik, Union Minister for
Social Justice and Employment, Government
of India jointly inaugurated the job fair.

Above: Disabled students attending PHDCCI’s
job fair

(continued on next page)
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More than 20 companies, including members of the ILO Global Business and Disability Network
such as IBM and Infosys, and 260 students with disabilities attended the event. Of the participating
students, 12 were hired on the spot and 74 were short-listed.

Due to the success of the event, the PHDCCI plans to replicate the job fair in 10 other Indian States
and one Union Territory of their operations and publish a booklet that highlights the outcomes of
the event and describes statistics on disability.

L’Oréal Singapore Raises 37,000 SGD for People with Visual Impairments

On 25 June 2011, L’Oréal Singapore raised 37,000 SGD for the Singapore Association of the Visually
Handicapped and Lighthouse School to provide people with visual impairments with grooming skills,
which will allow them to better express themselves through beauty.

The money was raised by selling coupons to employees and trade partners for L’Oréal products. In
2011, L’Oréal has raised a 75,000 SGD in total from fund raising activities and hopes to achieve
100,000 SGD by the end of the year.

(source: www.channelnewsasia.com)

» Disability News

Legislation and Policy Updates: India

On June 2011, India’s government committee submitted a final draft of the nation’s new disability
legislation, “The Rights of Persons with Disabilities Bill 2011” to replace the country’s Persons with
Disabilities Act of 1995.

The Bill specifies for the first time, criminal sanction for acts of omission and commission against
disabled persons, bars discrimination on grounds of disability and proposes enhanced job quota for
disabled persons from 3 to 7 per cent in all establishments.

The new law is in accordance with the UN Convention on Rights of Persons with Disability, which
India ratified in 2007.

The final draft of the Bill can be viewed at:
http://www.cbrforum.in/docs/Final%20Bill%20Jun2010.pdf

= Network Activities

1. Formation of working groups

We are inviting members to join the Network’s working groups. Steering Committee members
have volunteered to participate in one or more areas of focus around the Network’s development,
and we would welcome you to contribute as well. The working groups are divided into the
following topics:
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(a) web site development (b) survey and baseline study, (c)
strategic planning, (d) funding, (e) disability law database
development, and (f) information resources, such as developing
a guidebook for employers on the UN Convention of the Rights
of Persons with Disability. If you are interested in being
involved in the Network’s immediate next steps, please write to
us at businessanddisability@ilo.org.

Write to us! 2. Disability work in Armenia

If you would like to share ILO staff is going on a mission to Armenia in November to
your company or explore how to follow up on working being done with public
organization’s news related employment services (PES) and to start initiatives to place
to disability with other disabled persons in regular employment. The ILO plans to use

write to us at employment.
businessanddisability @ilo.org .

We will in?lude your story in If your company has an office in Armenia that is interested in
the following newsletter. exploring how to work with an on the job training and
employment programme with the ILO and government
employment  services, please write to us at
businessanddisability@ilo.org.

Network members, please methods of job training, employer support and supported

= Featured Resources

Leading Practices on Disability Inclusion, US Business
Leadership Network, 2011

In collaboration with the US Chamber of Commerce, the US
Business Leadership Network (USBLN) published a booklet
featuring 20 corporate strategies that can be used by businesses
to create a more inclusive workplace, marketplace and supply
chain. It includes examples from four members of the ILO
Global Business and Disability Network: Ernst & Young,
Manpower, PepsiCo and Walgreens. The USBLN is also a
member of the Network.

http://www.usbln.org/pdf-

docs/Leading Practices on Disability Inclusion.pdf

Published: 16 August 2011
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ILO Business and Disability Network

Buenos Aires 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:  Services of the Network 



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 in your discussion about how you would like to benefit from being a member of the Network. 



· What are the challenges that you face in integrating people with disabilities? 



· How can the Network serve companies in Latin America? 



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



Group 2: Future projects or activities



As noted, the ILO held three inaugural planning meetings (Paris, New York and Bangalore). Most of the current companies and employers’ organizations/business networks committed to the Network are based in the US, Europe, and Asia. Please consider the following questions in your discussion about the future activities of the Network. 



· What are your suggestions for getting more sector and geographic diversity among participating companies and employer organizations?  How can existing companies and networks assist? 



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



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





Group 3: Funding 



The Network will require a permanent Secretariat to carry out its activities and to further develop.  To be fully effective, regional networks with a secretariat or technical assistance centre for business will be needed. Please consider the following questions or other issues you think are important related to funding the Secretariat and regional network activities. 



· What are the specific ideas you have for funding the Network Secretariat 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 Latin America who would be interested in funding such efforts?



Group 4: Employers’ Organizations/Networks on disability



Taking this opportunity of having four employers’ organizations present at the meeting, the Network would like the group to discuss the following questions. 



· What do traditional and existing employers’ organizations need to do to build their capacities to serve their members on disability issues? 



· How can your organization assist multinational companies work with disability issues?



· How could the Network benefit or assist your organization?



· As a national organization, how can you contribute to the overall work of the Network? 





Group 5: Resource groups on disability



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



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



· 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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La Red Global de Empresas y Discapacidad 

Buenos Aires Meeting

Instrucciones para las mesas redondas





Instrucciones para las mesas redondas:



5. Establecer un facilitador para cada uno de los grupos, quien será el encargado de orientar el debate y de asegurar que todos tienen la oportunidad de hablar.

6. Establecer un informador/cronometrador, quien será el encargado de controlar el tiempo, anotar conclusiones y rendir cuentas al grupo. 

7. Utilizar como guía las cuestiones de debate que se hallan a continuación, pero no dude en abordar otras cuestiones relacionadas con el tema.  

8. Preparar un corto (4 a 5 minutos) pero sucinto informe sobre las conclusiones que pueda ser enviado como contribución a las actas de las reuniones. El informe sobre las conclusiones clave de cada grupo debe ajustarse al tiempo disponible.



Grupo 1:  Servicios de la Red



La Red confía en asistir a sus miembros en la integración de la gente con discapacidades en el mundo del trabajo, mediante el intercambio de conocimientos, el desarrollo conjunto de productios y servicios, el refuerzo del trabajo llevado a cabo por parte de las organizaciones de empleadores y por parte de las redes de negocios, y a través asimismo de la vinculación de sus miembros con actividades de la OIT. Tengan por favor en consideración las siguientes preguntas en su debate sobre de qué manera querría beneficiarse en ser miembro de la Red:



· ¿Cuáles son los desafíos a los que se enfrentan a la hora de integrar a gente con discapacidades?



· ¿Cómo puede la Red ayudar a las empresas en Latinoamérica?



· ¿Cuáles son sus necesidades específicas (p.ej. en cuanto a información, asistencia técnica, socios, etc.) en términos de inclusión de gente con discapacidades en el lugar de trabajo?

Grupo 2: Proyectos futuros o actividades



Como se ha anotado, la OIT mantuvo tres reuniones inaugurales de planificación (en Paris, Nueva York y Bangalore). La mayor parte de empresas y de organizaciones empresariales/redes de negocios de hoy en día que se comprometieron con la Red tiene la sede central en los Estados Unidos, Europa y Asia. Tengan por favor en consideración las siguientes preguntas en su debate sobre futuras actividades de la Red:



· ¿Cuáles son sus sugerencias para incrementar la diversidad sectorial y geográfica entre las empresas y organizaciones de empleadores participantes? ¿Cómo podrían ayudar las empresas y redes ya existentes?



· ¿Cuáles creen que son sus actividades más importantes, en un futuro inmediato, para la Red?



· ¿Qué ideas a medio y largo plazo tienen para la Red?









Grupo 3: Financiación



La Red necesitará una Secretaría permanente para llevar a cabo sus actividades y para seguir desarrollándose. Para ser plenamente efectiva, se precisará asimismo que las redes regionales tengan o bien una secretaría o bien un centro de asistencia técnica. Tengan por favor en consideración las siguientes preguntas u otras cuestiones que crean importantes, relacionadas con la financiación de la Secretaría y de las actividades de las redes regionales. 



· ¿Qué ideas específicas tienen en cuanto a la financiación de la Secretaría de la Red y de sus actividades?



· Si se cobran cuotas de afiliación, ¿qué importe creen que sería el adecuado? ¿Podría darnos ejemplos de tales cuotas según su participación en otros grupos/redes de negocios?



· ¿Cree que deberían solicitarse costes de suscripción o desarrollo para actividades o servicios anhelados por la Red?



· ¿Qué donantes al desarrollo tradicionales en Latinoamérica podrían estar interesados en financiar tales esfuerzos?



Grupo 4: Organizaciones de empleadores/Redes sobre discapacidades



Con la oportunidad que le brinda el tener cuatro organizaciones de empleadores presentes en la reunión, la Red querría que los grupos debatieran sobre las siguientes cuestiones:



· ¿Qué deben hacer las organizaciones de empleadores tradicionales y ya existentes para fortalecer sus capacidades a la hora de asistir a sus miembros en cuanto a temas de discapacidad?



· ¿Cómo podría su organización ayudar a compañías multinacionales para que traten temas de discapacidad?



· ¿Cómo podría la Red beneficiar o ayudar a su organización?



· En tanto que organización nacional, ¿cómo pueden contribuir al trabajo global de la Red? 



Grupo 5: Grupos de recursos sobre discapacidades 



Con la oportunidad que le brinda el tener varios grupos de recursos presentes en la reunión, la Red querría que los grupos debatieran sobre las siguientes cuestiones:



· ¿Cuáles creen que son los mayores obstáculos a los que se enfrenta la gente con  discapacidades a la hora de encontrar un empleo? ¿Cómo podría la Red ayudar a superarlos?



· ¿En qué puede su organización contribuir al trabajo general de la Red?



· ¿Cómo podría su organización ayudar a empresas individuales (p.ej. evaluación de la accesibilidad, proporcionar a gente con discapacidades, cursos de sensibilización, etc.)¿
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