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1. Foreword

The Employment Equity Act, No. 55, 199&onstitutes one of the key legislative and
policy interventions within the ethos of South Afis new constitution to give effect to
the provisions relating to removal of policies whiesult in inequalities in the country.
Specific emphasis is placed to ensure equity,itte to equal protection and benefit of the
law, inter alia, by people with disabilities.

Although many barriers such as widespread ignordeee and stereotypes have caused
people with disabilities to be unfairly discrimiedtagainst in society and in employment,
South Africa can take pride in its efforts to forate policies to protect the rights of
people with disabilities.

Unfair discrimination against people with disal@s is perpetuated in many ways,
including the following:



* Unfounded assumptions about the abilities and padace of job applicants and
employees with disabilities;

* Advertising and interviewing arrangements whicheitexclude people with
disabilities or limit their opportunities to protleemselves;

* Using selection tests which discriminate unfairly;

» Inaccessible workplaces; and

Inappropriate training for people with disabilities

The Code of Good Practice on the Employment of Rewjth Disabilities is thus part of a
broader equality agenda for people with disabdit@ have their rights recognised in the
labour market where they experience high levelsneimployment and often remaining in
low status jobs or earn lower than average remtinara

This is particularly important since disabilityasatural part of the human experience and
in no way diminishes the rights of individuals teldng and contribute to the labour
market. When opportunities and reasonable accomtiooda provided, people with
disabilities can contribute valuable skills anditibs to every workplace, and contribute to

the economy of our society.
[Clause 1 amended by GN 1064/2002]

Aims

2.1 The Employment Equity Act, No. 55 of 1998 pais people with disabilities against
unfair discrimination in the workplace and direetaployers to implement
affirmative action measures to redress discrimamati

2.2 The Code is a guide for employers and emplgeegromoting equal opportunities
and fair treatment for people with disabilitiesraguired by the Employment Equity
Act (the Act).

2.3 The Code is intended to help employers andamaps understand their rights and
obligations, promote certainty and reduce disptgesasure that people with
disabilities can enjoy and exercise their righta/atk.

2.4 The Code is intended to help create awaresfdbg contributions people with
disabilities can make and to encourage employeifdltouse the skills of such
persons.

Status of code

3.1 The Code is not an authoritative summary efiétiv, nor does it create additional
rights and obligations. Failure to observe the Caaoles not, by itself, render a person
liable in any proceedings. Nevertheless when thets@nd tribunals interpret and
apply the Employment Equity Act, they must consitler

3.2 The Code should be read in conjunction witteotelevant Codes of Good Practice
issued by the Minister of Labour.



3.3 The Code is intentionally general becauseygwerson and situation is unique and
departures from the guidelines in this code majpbtfied in appropriate
circumstances.

3.4 Employers, employees and their organizatibosilsl use the Code to develop,
implement and refine disability equity policies gsrdgrammes to suit the needs of
their own workplaces.

Legal framework

The Code is issued in terms of section 54(1)(ahefEmployment Equity Act, No. 55,

1998 and is based on the Constitutional prindipdé no one may unfairly discriminate

against a person on the grounds of disability.

Definition of people with disabilitiess

5.1 Definition of persons with disabilities undethe Act
The scope of protection for people with disabititie employment focuses on the
effect of a disability on the person in relatiorthe working environment, and not on
the diagnosis or the impairment.

People are considered as persons with disabiitressatisfy all the criteria in the
definition:

() bhaving a physical or mental impairment;
(i) which is long term or recurring; and

(iif) which substantially limits their prospeat$ entry into, or advancement in
employment.

5.1.1 Impairment

(i)  Animpairment may either be physical orntad or a combination of
both.

(i) ‘Physical’ impairment means a partial otabloss of a bodily function or
part of the body. It includes sensory impairmenishsas being deaf,
hearing impaired, or visually impaired.

(i) ‘Mental’ impairment means a clinically regnized condition or iliness
that affects a person’s thought processes, judgoresrhotions.

5.1.2 Long-term or recurring

(i) ‘Long-term’ means the impairment has lasbeds likely to persist for at
least twelve months.

(i) ‘Recurring impairment’ is one that is liketo happen again and to be
substantially limiting (see below). It includes@nstant chronic
condition, even if its effects on a person flucéuat



(i) ‘Progressive conditions’ are those that bikely to develop or change or
recur. People living with progressive conditionslimesses are
considered as people with disabilities once theaimpent starts to be
substantially limiting. Progressive or recurringhddgions which have no
overt symptoms or which do not substantially limperson are not
disabilities.

5.1.3 Substantially limiting

() Animpairment is substantially limiting iy its nature, duration or
effects, it substantially limits the person’s dlilio perform the essential
functions of the job for which they are being caesed.

(i) Some impairments are so easily controllzmtyected or lessened, that
they have no limiting effects. For example, a pensthio wears
spectacles or contact lenses does not have altisahiess even with
spectacles or contact lenses the person’s visisalstantially impaired.

(i) An assessment to determine whether theceffef an impairment are
substantially limiting, must consider if medicadatment or other devices
would control or correct the impairment so thatitverse effects are
prevented or removed.

(iv) For reasons of public policy certain comalits or impairments may not
be considered disabilities. These include but atdimited to -

(@) sexual behaviour disorders that are agairdgigpolicy;

(b) self-imposed body adornments such as tattodsady piercing;

(c) compulsive gambling, tendency to steal ortligtes;

(d) disorders that affect a person’s mental orsptay state if they are
caused by current use of illegal drugs or alcohaless the affected

person is participating in a recognized programirteeatment;

(e) normal deviations in height, weight and sttengnd conventional
physical and mental characteristics and commoropatiy traits.

(v) An assessment may be done by a suitably deehiderson if there is

uncertainty as to whether an impairment may betaabally limiting.
[Sub-item (f) renumbered to point (v) by GN 10642D

! Section 1 of the Act defines people with disaigiitas “people who have a long-term or recurringsjaal

or mental impairment, which substantially limitgithprospects of entry into, or advancement in, lesnpent”.
6. Reasonable accommodatiérior people with disabilities
6.1 Employers should reasonably accommodate theésnaf people with disabilities.

The aim of the accommodation is to reduce the impiihe impairment of the
person’s capacity to fulfil the essential functi@is job.



6.2

6.3

6.4

6.5

6.6

6.7

6.8

6.9

Employers should adopt the most cost-effectieans that is consistent with
effectively removing the barriers to perform thbe,jand to enjoy equal access to the
benefits and opportunities of employment.

Reasonable accommodation requirement appliagplicants and employees with
disabilities who are suitably qualified for the jabd may be required -

(i)  during the recruitment and selection pes&s;

(i)  in the working environment;

(i) in the way work is usually done, evaluatmad rewarded; and

(iv) in the benefits and privileges of employrhen

The obligation to make reasonable accommaudatiay arise when an applicant or
employee voluntarily discloses a disability relatedommodation need or when
such a need is reasonably self-evident to the graplo

Employers must also accommodate employees whenor the work environment
changes or impairment varies which affects the eygad’s ability to perform the

essential functions of the job.

The employer should consult the employee whéye reasonable and practical,
technical experts to establish appropriate mechante accommodate the employee.

The particular accommodation will depend anitidividual, the degree and nature
of impairment and its effect on the person, as albn the job and the working
environment.

Reasonable accommodation may be temporargrargment, depending on the
nature and extent of the disability.

Reasonable accommodation include but notdifrtiv -
() adapting existing facilities to make thewtessible;

(i) adapting existing equipment or acquirirganequipment including computer
hardware and software;

(i) re-organizing workstations;

(iv) changing training and assessment matesiadssystems;

(v) restructuring jobs so that non-essentiatfions are re-assigned;
(vi) adjusting working time and leave; and

(vii) providing specialized supervision, trainiagd support in the workplace.



6.10 An employer may evaluate work performancersgghe same standards as other
employees but the nature of the disability may megan employer to adapt the way
performance is measured.

6.11 The employer need not accommodate a quaifpdicant or an employee with a
disability if this would impose an unjustifiablerdahip on the business of the

employer.

6.12 ‘Unjustifiable hardship’ is action that recgs significant or considerable difficulty
or expense. This involves considering, amongstrdtiiegs, the effectiveness of the
accommodation and the extent to which it wouldmesly disrupt the operation of

the business.

6.13 An accommodation that imposes an unjustdi&lalrdship for one employer at a
specific time may not be so for another or forshee employer at a different time.

2 Section 1 of the Act defines reasonable accomtimdas “any modification or adjustment to a jokd@r
the working environment that will enable a persamf a designated group to have reasonable access to
participate or advance in employment”.

7. Recruitment and section
7.1 Recruitment
7.1.1 When employers recruit they should -
() identify the inherent requirements of thecant position;
(i) describe clearly the necessary skills aagabilities required for the job;

(i) set reasonable criteria for selection,fprably in writing, for job
applicants for such vacant positions.

7.1.2 The ‘inherent requirements of the job’ d&r@se requirements the employer
stipulates as necessary for a person to be apddimtbe job, and are
necessary in order to enable an employee to pettoerassential functions of

the job.

7.1.3 Application forms should focus on identifyian applicant’s ability to perform
the inherent requirements of the job.

7.1.4 Advertisements should be accessible to pematth disabilities and, where
reasonable and practical, circulated to organinattbat represent the interests

of people with disabilities.

7.1.5 Advertisements or notices should includé@aht detail about the inherent
requirements of the job so that potential applisavith disabilities can make
an informed decision.

7.1.6 Employers may not include criteria thatr@oenecessary to perform the
essential functions of the job because selectisedan non-essential
functions may unfairly exclude people with disaigk.



7.2

7.3

7.4

7.1.7 On request, and if reasonable in the cirtamees notices and advertisements
should be provided in a format appropriate to pegseith disabilities, such as
large print, Braille, or audiotape.

Selection

7.2.1 Subject to reasonable accommodation, em@®y®uld apply the same
criteria to test the ability of people with disaldds as are applied to other
applicants.

7.2.2 The purpose of the selection process isgess whether or not an applicant is
suitably qualifief This may require a two-stage process if an aaptibas a
disability:

(i) Determining whether an applicant is suiadualified;

(i) Determining whether a ‘suitably qualifiegplicants’ needs any
accommodation to be able to perform the essenimations of the job.

7.2.3 When assessing if an applicant is suitabglified, an employer may not
request information about actual or perceived disafrom a previous
employer or third party unless with the written sent of the applicant.

7.2.4 Employers should monittreir criteria for selection. If these criteria deto
exclude people with disabilities, they should baeeed to ensure that they do
not unfairly discriminate against persons with disaes.

Interviews

7.3.1 Selection interviews should be objective anbliased. Interviewers should
avoid assumptions about people with disabilities.

7.3.2 If an applicant has disclosed a disabilithas a self-evident disability, the
employer must focus on the applicant’s qualificasidor the work rather than
any actual or presumed disability but may enqune @ssess if the applicant
would, but for the disability, be suitably qualiie

7.3.3 Interviewers should ask applicants referoeith 7.3.2 above, to indicate how
they would perform essential functions and if acomdation is required.

7.3.4 If the employer knows in advance that aniappt has a disability, or if the
applicant has a self-evident disability, the emploshould if necessary, make
reasonable accommodation during the interview.

Conditional Job Offers

7.4.1 If an applicant with a disability is suitalgjyalified, an employer may make a
job offer conditional on medical or functional tegtto determine an
applicant’s actual or potential ability to perfothe essential functions of a
specific job.



7.4.2 The testing must comply with the statutogquiseements and should determine
if the applicant is able to perform the essentiaktions of the job, with or
without reasonable accommodation.

7.4.3 An employer may test applicants with diséibgifor a specific job and not
require all other applicants to undergo testing.

7.4.4 A conditional job offer may only be made tegerson at a time, not to all
applicants with disabilities that may have apphedthe job.

7.4.5 The employer may withdraw the job offer i tiesting shows that -
(i)  Accommodation requirements would creatpistifiable hardship; or

(i) There is an objective justification thalates to the inherent requirements
of the job; or

(i) There is an objective justification thalates to health and safety.
7.5 Terms and Conditions of Employment
7.5.1 An employer may not -
(@ employ people with disabilities or,

(b) retain employees who become disabled, onftagsirableterms and
conditions than employees doing the same work;efasons connected
with the disability.

7.5.2 No person may harass an employee on thedmiudisability. Such
harassment may include teasing, ridicule and oifferremarks. Any alleged
harassment should be handled by the employernmstef the guidelines
contained in the Code of Good Practice on the Hagdif Sexual Harassment
Cases published in terms of the Labour Relatiorts 2995.

3 The Act provides for ‘suitably qualified persan’sub sections 20(3), 20(4), and 20(5):

Sub section 20 (3) For purposes of this Act, agrersay be suitably qualified for a job as a resfiliny one of, or
any combination of that person’s — (a) formal digations; (b) prior learning; (c) relevant exjgnce, or (d)
capacity to acquire, within a reasonable time athidity to do the job. Subsection 20(4) When deiamg whether
a person is suitably qualified for a job, an emplomust — (a) review all the factors listed insediion (3); and
(b) determine whether that person has the abdityat the job in terms of any one of, or any comtiameof those
factors. Subsection 20(5) In making a determimatinder subsection (4), an employer may not ugfairl
discriminate against a person solely on the growfidsat person’s lack of relevant experience.

8. Medicaf and psychological testing and other similar assesents?

8.1 Medical Testing

8.1.1 Tests must comply with sections 7 and 8 @Employment Equity Act, No.
55 1998. They must be relevant and appropriateedind of work for which
the applicant or employee is being tested.



8.2

8.3

8.4

8.1.2 Employers should establish that tests daunfatirly exclude and are not biased
in how or when they are applied, assessed or iretgh.

8.1.3 Tests to establish the health of an applicaetmployee should be
distinguished from tests that assess the abilipetdborm essential job
functions or duties.

8.1.4Testingto determine the health status of an employee dhbelefore only be
carried out after an employer has establishedthiggperson is in fact
competent to perform the essential job functiondutres and after a job offer
has been made. The same applies to medical téstiagmission to
membership of an employee benefit scheme.

8.1.5 An employer who requires a person to undargomedical, psychological
testing and other similar assessments must beao#is of the test.

Testing after lllness or Injury

8.2.1 If an employee has been ill or injutedd it appears that the employee is not
able to perform the job, the employer may requieedmployee to agree to a
functional determination of disability.

8.2.2 Such medical or other appropriate tests Sealised to -

(@) determine if the employee can safely perfdrenjob or

(b) to identify reasonable accommodation requicedhe employee.
Health Screening and Safety

8.3.1 Employers are required to provide and mairdasafe and healthy working
environment.

8.3.2 An employer should not employ a person ifaimployer can demonstrate that
a person with a disability would represent an datak to him or her or other
people, which could not be eliminated or reduceajyylicable reasonable
accommodation.

8.3.3 An employer may withdraw a conditional jolleof or need not retain an
employee with a disability in the same positioranfobjective assessment
shows that the work would expose the employeelmretto substantial health
risk. This would only apply where there is no resdze accommodation to
mitigate the risk.

Pre-benefit Medical Examinations
8.4.1 Employees may be required to submit to médixamination or tests before

becoming members of employee benefit schemes thatffered within the
employment relationship.



8.4.2 The purpose of these examinations is to asspsrson’s suitability for
membership of a benefit scheme and is not relegamiperson’s capability to
perform the inherent requirements of the job.

8.4.3 Therefore an employer may not refuse to redrain, promote or otherwise
prejudice any person only because that persondes tlefused membership of
a benefit schenfe

4 Section 7 of the Act provides that: 7(1) Mediesdting of an employee is prohibited, unless -ggjslation

permits or requires the testing; or (b) it is jfiable in the light of medical facts, employmennddions, social
policy, the fair distribution of employee benefitsthe inherent requirements of a job. Section TEiting of an
employee to determine that employee’s HIV statygahibited unless such testing is determined tjutfiable by
the Labour Court in terms of section 50(4) of #.

° Section 8 of the Act provides: Psychological tegtind other similar assessments of an employee are
prohibited unless the test or assessment being-usgdhas been scientifically shown to be valid agliable; (b)
can be applied fairly toward employees; and (¢joisbiased against any employee or group.

6 See also sections 10 and 11 of the ‘Code of Gyadtice: Dismissal’ published under section 208hef
Labour Relations Act 66 of 1995 for provisions tiglg to “Incapacity: Il health and injury” and aigssal.

! See also section 15 on benefits.

9. Placement
9.1 Placement involves the orientation and intti@ining of a new employee.

9.2 Orientation and initial training should be @essible, responsive to and able to
reasonably accommodate the needs of employees aveodisabilities.

9.3 Subject to reasonable accommodation, new g@gdowith disabilities and other
employees who do not have disabilities must baddeaqually.

9.4 An employer must make an effort to includeadikty sensitisation in the
orientation/induction and other relevant trainimggrammes of their organisations.

10. Training and career advancement

10.1 Employees with disabilities should be coregulh order to ensure input specific to
their career advancement.

10.2 Facilities and materials for training, worganisation and recreation should be
accessible to employees with disabilities.

10.3 Systems and practices to evaluate work paence should clearly identify and
fairly measure and reward performance of the egdduanctions of the job. Work
that falls outside the essential functions of e ghould not be evaluated.

11. Retaining people with disabilities
11.1 Employees who become disabled during emplaysteuld, where reasonable be
re-integrated into work. Employers should seek ioimmze the impact of the

disability on employees.

11.2 If an employee becomes disabled, the empklyauld consult the employee to
assess if the disability can be reasonably accomatedd



12.

13.

14.

11.3 If an employee becomes disabled, the empkiyauld maintain contact with the
employee and where reasonable encourage early+tetuvork. This may require
vocational rehabilitation, transitional work progmaes and where appropriate,
temporary or permanent flexible working time.

11.4 If an employee is frequently absent from wiorkreasons of illness or injury, the
employer should consult the employee to assehs ifdason for absence is a
disability that requires reasonable accommodation.

11.5 If reasonable, employers should explore dssipility of offering alternative work,
reduced work or flexible work placement, so thapkapees are not compelled or
encouraged to terminate their employment.

Termination of employment

12.1 If the employer is unable to retain the empdoin employment in terms of
paragraph 11 above, then the employer may termihatemployment relationship.

12.2 When employees who have disabilities are idsed for operational requirements,
the employer should ensure that any selectionrixitesed do not either directly or
indirectly unfairly discriminate against people vdisabilities.

12.3 Employers who provide disability benefits @ldoensure that employees are
appropriately advised before they apply for thedbésm available and before
resigning from employment because of a medical itiomd

Workers’ compensation

13.1 Employers should assist employees whoseiliigavose from a work related
iliness or accident, to receive the relevant stayutompensation, including
compensation from the Compensation Fund and thenplogyment Insurance Fund.

Confidentiality and disclosure of disability
14.1 Confidentiality

14.1.1 Subject to section& @nd 18 of the Employment Equity Agtemployers,
including health and medical services personney, omdy gather private
information relating to employees if it is necegdarachieve a legitimate
purpose, with the written consent of the person.

14.1.2 Employers must protect the confidentialityhe information that has been
disclosed and must take care to keep records \@diterinformation relating to
the disability of applicants and employees confidg@and must be kept
separate from general personnel records.

14.1.3 When an employer no longer requires thisrmétion, it must be destroyed.
14.1.4 Subject to paragraph 14.2.7, employers roagisclose any information

relating to a person’s disability without the weittconsent of the employee
concerned unless legally required.



14.2 Disclosure
[Heading substituted by GN 1064/2002]

14.2.1 People with disabilities are entitled togkéeeir disability status confidential.
But if the employer is not aware of the disabibtythe need to be
accommodated, the employer is not obliged to peitidThis does not absolve
an employer from their responsibility not to disesimate unfairly, directly or
indirectly against job applicants.

14.2.2 A person with a disability may disclose tliksability at any time, even if
there is no immediate need for reasonable accomtmnada

14.2.3 If the disability is not self-evident the @oyer may require the employee to
disclose sufficient information to confirm the difldly or the accommodation
needs.

14.2.4 If on reasonable grounds the employer doebelieve that the employee is
disabled, or that the employee requires accomnmuatie employer is
entitled to request the employee to be testedternidne the employee’s
ability or disability, at the expense of the em@ny

14.2.5 As information about disability may be teicah employers should ensure
that a competent person interprets the information.

14.2.6 If an employer requires further informattbrs must be relevant to a specific
job and its essential functions.

14.2.7 An employer may not reveal the fact of apleyee’s disability, unless this is
required for the health or safety of the persomhe disability or other
persons.

14.2.8 The employer may, after consulting the pergith the disability, advise
relevant staff that the employee requires accomtrmua

8 Section 7 of the Act provides that “(1) Medicadtteg of an employee is prohibited, unless - (gjslation

permits or requires the testing; or (b) it is jfiable in the light of medical facts, employmennddions, social
policy, the fair distribution of employee benefiisthe inherent requirements of a job. 7(2) Testihgn employee
to determine that employee’s HIV status is prokithitinless such testing is determined to be just#iby the
Labour Court in terms of Section 50(4) of this Act.
° Section 18 of the Act provides that “(1) When aigeated employer engages in consultation in tefms
this Chapter that employer must disclose to thesalimg parties all relevant information that vallow all those
parties to consult effectively, and 18(2) Unless #hct provides otherwise, the provisions of settl® of the
Labour Relations Act, with the changes requireattytext, apply to disclosure of information.”

[Footnote 9 amended by GN 1064/2002]

15.  Employee benefitd
15.1 An employer who provides or arranges for pational insurance or other benefit
plans directly or through a separate benefit schenfiend, must ensure that they do

not unfairly discriminate, either directly or indatly against people with disabilities.

15.2 Employees with disabilities may not be refusembership of a benefit scheme only
because they have a disability.



15.2.1 To increase job security for employees wdnehdisabilities and to reduce the
costs of benefit schemes, designated employerddshuestigate and, if
reasonable, offer benefit schemes that reasonabbmanodate persons with
disabilities. These include -

(i) vocational rehabilitation, training and teamary income replacement
benefits for employees who, because of ilinesgjary, cannot work for
an extended period, and

(i) financial compensation for employees whadogse of a disability are
able to continue to work but at lower levels of plagn they enjoyed
before becoming disabled.

10 Benefits in this Code refer to benefits such amfr benefits, medical benefits, group disabilggw@ance
benefits, retirement schemes and life assuranaseh

16. Employment equity planning in respect of peopl with disabilities™

16.1 The Code of Good Practice for the Preparatioplementation and Monitoring of
Employment Equity Plans provides guidelines to eyg@is and employees. This
Code spells out additional measures to ensurgtwile with disabilities who are
suitably qualified for a job can enjoy equal oppaities and are equitably
represented in the workforce.

16.2 When designated employers are consultingrmg of section 16 of the Employment
Equity Act, 1998 they should use the opportunitheémghten the awareness of their
employees of the value and importance of recruing retaining the employees
who have disabilities.

16.3 When an employer facilitates the establisliraéa consultative forurm terms of
section 16(1) (a) and (b) of the A¢f the employer should take specific steps to
promote the representation of employees with diffedisabilities in the forum.

16.4 If people with disabilities are under-repreed in all occupational levels and
categories in the workplace, the employer could segdance from organisations
that represent people with disabilities or relevexyerts, for example in vocational
rehabilitation and occupational therapy.

16.5 When designated employers are compiling therkplace profile in terms of
Section 19 of the Act, employees with disabilities]uding people with non-visible
disabilities, may choose to either:

()  not disclose their disability status; or
(i)  disclose their disability openly to th&@mployer; or
(i) disclose their disability in a confidentiay which assures confidentiality of

their identity and their impairment and any disigpilelated accommodation

that may be requested and/or required.
[Clause 16.5 amended by GN 1064/2002]



16.6 The workplace profile should include any emgpks who are not in active
employment; for example employees who are receitotgj or partial income
replacement benefits while recovering from illnesslisability.

16.7 When designated employers are setting tarietg should aim to recruit and
promote and retain people with disabilities abaltupational categories and levels,
as people with disabilities are often employedin ktatus work and tend to be
promoted less often than employees without didadsli

16.8 If employees with disabilities are concemgan particular occupational categories
and levels, the employer should consider if ittecia for selection or performance
standards could be adapted to facilitate employethsdisabilities being employed
in different categories and levels.

16.9 Employers should regularly evaluate the retesthip between employees and the
working environment, and where necessary provigeggpiate programmes to
prevent injury, illness and disability and prombealth and safety at work.

11

Plans.
12

See also Code of Good Practice on the Prepardtmulementation and Monitoring of Employment Equity

Section 16 (1) states that “A designated employeast take reasonable steps to consult and attempt

reach agreement on the matters referred to inoset# - (a) with a representative trade union regméng members
at the workplace and its employees or represee@tiominated by them; or (b) if no representatiadd union
represents members at the workplace, with its eyegl® or representatives nominated by them.

17.

Education and awareness

17.1 The Department of Labour should ensure thgies of this code are available and
accessible, particularly to persons with disaleiti

17.2 Employers and employer organizations shawtlide the Code in their orientation,
education and training programmes of employees.

17.3 Trade unions should include the Code in tbaircation and training programmes of
shop stewards and employees.



