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· What is disability equity actually?

· Is it all about jobs, or is it actually about skills development?

· How equitable are we really, when it comes to Employing people with disabilities (PWD’s)?

· What other criteria do we take into account when considering disability equity?

· Do we know enough about the realities of disability to make informed equity decisions?

If you have answered no or “I don’t know” to any of the above questions, please do read further for guidance or support on how to develop and adopt a sustainable disability equity strategy.

Q. What is disability equity actually?

A. It is the missing component of Employment equity, i.e. the addressing of 

imbalances existing in society where previously designated groups such as Race, Gender and Disability (amongst others) can be represented and supported in their advancement  towards equality in society.

Disability however, is often forgotten or misrepresented by role-players.

Q.
Is it all about jobs, or is it actually about skills development?

A.
No it is not. Jobs alone, particularly lower level jobs do not automatically inspire or ensure equity. Skills development goes to the heart of the matter. Empowerment is the goal, not just “bums on seats” and skills development can ensure empowerment better than jobs alone.

Q.
How equitable are we really, when it comes to Employing people with disabilities (PWD’s)?

A.
Most companies are not equitable at all when it comes to disability. For some reason many people think that a few lower level jobs is all that is required. However, like gender and race equity, employment levels are important as well. Also if one cannot show higher level equitable positions, then one has to show ways in which this can be achieved. Career planning, skills development programs and succession planning are examples of equitable practices.

Q. What other criteria do we take into account when considering disability equity?

A.
As should be the case for race and gender, disability too should be considered in a more holistic frame of reference. 

Three criteria should be considered:

· Employment. 

· Corporate Social Investment (CSI) 

· Procurement.

1. Employment:


The following need to be considered when employing PWD’s.

· Access, physical - Can PWD’s access the premises?

· Access attitudinal - Are our managers sufficiently aware and informed?

· Are we stereotypic in considering job opportunities for PWD’s?

· Are we inclusive of PWD’s when considering career planning, skills development and assessment?

2. Corporate Social Investment:

Does our CSI activity speak to our equity requirements? Does it support our equity activity? 

Do we look for the return on investment? E.g..bursaries, scholarships, learnerships etc.

3. Procurement:


How often do we ask, “can disability do this for us? i.e. how equitable is our procurement policy?

How can we link all three criteria in our EE strategy when considering disability equity?

Q. Do we know enough about the realities of disability to make informed equity decisions?

A. The answer is usually , “no”. Business Leaders in particular are blissful in their ignorance. 

If they hope to deliver and achieve on equity, let alone disability equity goals, they need to become informed as to the realities of disability in their personal lives, in society and in the commercial world. 

Failure to do this will only perpetuate the climate of ignorance and stereotyping that exists regarding Disability Consciousness as it stands today.

Unemployment of the 2 million adults with disabilities in South Africa, stands at over 95%. Skills development is still way below the targets set by the NQF and inaccessibility and unlawful discrimination are still a reality.

“What’s doing the disabling around here anyway,

Disabilities or Barriers?”
Finally , let us thus “ARM” ourselves sufficiently to deal with Disability Equity and move over to action:

Assess the Barriers?

Remove the Barriers?

Maintain a barrier free environment?
Where to go for a assistance on this matter :

· Visit the Department of Labour’ s Website : www.labour.gov.za to download the following useful documents:

1) Code of Practice : Key Aspects on the Employment of People with Disablities

2) Code of Practice on  Key Aspects of Disability in the Workplace.

3) Technical Assistance Guidelines on the Employment of People with Disablities.

· Alternatively, please feel free to contact a DOE (Disablity owned Enterprise) known as Disability Solutions, should you need further guidance on this aspect. 

Contact Persons Jeremy Opperman : 021-6833667 or Guy Davies : 021-872 1101

Enjoy your weekend
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Disability Solutions was established to address the needs associated with Disability at an individual, corporate and public level. 

Their Services include: 

· Internationally accredited Access Auditing

· Executive, management and staff Awareness and sensitisation workshops

· Disability Consultation, includes;

· Advisory service 

· Research, Procurement and resourcing.

· Assistance in employment of persons with Disabilities.

· Surveys and assessments. 

· Mentoring and support. 
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