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The Disability Employment Center represents an innovative 
solution that aims at furthering and strengthening the overall 
employability of persons with disabilities, as well as to enhance 
their capacities for career advancement. The Center is a bridge 
between persons with disabilities interested in advancing their 
employability and the companies from the open labor market.

Through 5 programs, tailored in line with the individual 
needs of persons with disabilities and keeping in sight existing 
restrictions and obstacles that companies from the open labor 
market face in providing full and effective inclusion of these 
persons, the project is aimed at realization of the following 
results:

1. Established an innovative employment service for per-
sons with disabilities;

2. Strengthened capacities for employment and career 
advancement of persons with disabilities;

3. Strengthened business sector capacities regarding 
inclusion of persons with disabilities and increased corporate 
responsibility; and

4. Raised awareness for persons with disabilities as equal 
contributors in working processes as other employees.

DISABILITY 
EMPLOYMENT CENTER
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PREFACE

These guidelines are for coordinators, managers, supervisors, 
controllers and team leaders, for everyone responsible for anoth-
er person, a team, a work unit, a department and a company.
It is designed to help you:
• employ, keep at work and to manage employees with disabil-

ities;
• treat employees with disabilities just and same as other em-

ployees;
• become aware of the possible barriers persons with disabili-

ties face;
• understand the responsibilities as an employer of persons 

with disabilities;
• determine how things can be done in another way, keeping in 

mind the goal to fully encourage the potential of employees 
with disabilities;

• promote and encourage persons with disabilities in your or-
ganization;

• » be certain you are not breaking the law and discriminate 
against employees with disabilities and

• » find out where to turn for additional assistance and advice.
These guidelines are a good tool for employees with disabilities 
as well.
It can assist employees with disabilities in finding effective ways 
for overcoming potential barriers in the course of their employ-
ment as a result of their disabilities, as well as to establish com-
munication with their supervisors, controllers, bosses…

The non-discrimination principle is a stepping stone in laws 
regulating human rights and is a principle encompassed in all in-
ternational human rights agreements.

Discrimination on the ground of disability is defined in the 
Convention on the Rights of Persons with Disabilities as “any dis-
tinction, exclusion or restriction on the basis of disability which 
has the purpose or effect of impairing or nullifying the recognition, 
enjoyment or exercise, on an equal basis with others, of all human 
rights and fundamental freedoms in the political, economic, social, 
cultural, civil or any other field. It includes all forms of discrimina-
tion, including denial of reasonable accommodation”.

States must also stop discrimination in their laws, as systematic 
legislative discrimination, but also in practice, for example when 
facing discrimination in the work place.

In any case, states can discriminate in favor of persons with dis-
abilities when it is necessary to ensure equal opportunities of, both, 
persons with and without disabilities.

“Reasonable accommodation” means neces-
sary and appropriate modification and adjust-
ments not imposing a disproportionate or undue 
burden, where needed in a particular case, to en-
sure to persons with disabilities the enjoyment 
or exercise on an equal basis with others of all 
human rights and fundamental freedoms (Arti-
cle 2).

According to this principle, persons with dis-
abilities may adopt the attitude that the state, 
other state actors, as well as the private sector are 
obliged to undertake necessary steps in order to 
adapt to given situations, as long as those steps 
don’t pose disproportionate or undue burden.

In any case, the adjustments that an employ-
er must undertake are not unlimited – they can 
only be “reasonable”.

Because of that, disproportionally big expens-
es for remodeling the work place should not be 
temporary, especially if the company is a small 
one and where these adjustments will not be im-
plemented easily.

In search for justice through creation of sys-
temic legislation, Polio Plus in the past has initi-

ated a large number of legal systematic questions 
aimed at a more just society.

One of them is the Convention on the Rights 
of Persons with Disabilities – a new Bible for per-
sons with disabilities of the world, as a mirror for 
the actions all states must undertake and to en-
able full inclusion of the citizens with disabilities 
in society.

It is time to undertake concrete steps in im-
plementing this Convention, with the goal to 
build a systematic and legal approach in creation 
of a society in which persons with disabilities are 
able to participate as equal citizens.

For example, if an employee has an ac-
cident that results with physical disabili-
ty, regardless of whether he/she is at the 
workplace, and must use a wheelchair, 
then the employer is obliged to install 
ramps, make toilets accessible, clear the 
hallways and to make additional adjust-
ments and changes in order for the em-
ployee to continue to work as an active 
employee. Failure to implement such 
adjustments may result in a lawsuit for 
protection against discrimination filed by 
the employee before a court or another 
body.151
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INTRODUCTION
01

Attracting and retaining jobs of the work force is 
a key imperative for many organizations and for the 
business in general.

Every business risks failing if the work force is not 
understood as one of the most important of its moving 
parts.

Successful managers are those who know how to utilize skills and 
abilities of individuals in order to develop unique and productive teams 
that fulfill the business goals.

Great managers are those who proactively include workers with 
various social backgrounds and remove barriers that might hinder new 
employment and career advancement of any group.

Creating an inclusive and diverse work force furthers the feel for 
business.

Inclusion of workers from various social backgrounds confirms that 
your work force is a reflection of the community where your business 
operates, which encourages understanding and loyalty. Inclusion of 
persons with disabilities especially contributes to raising the morale at 
the work place and furthers the tolerance threshold. 

Employers have leant that employees with disabilities stay for longer 
periods of time at the same employer, have fewer absences from work 
and fewer accidents at the work place then employees without disabili-
ties(1).

In short, to employ persons with disabilities means to possess a 
knack for business.

As some of the most important challenges for each manager and 
coordinator are new employments, keeping at work of the existing 
employees, and management of the employees. By actively employing 
persons with disabilities will enable your organization to capitalize by 
the benefits persons with disabilities bring with themselves in the work-
place and in society. 

In the Republic of Macedonia the number of employees with disabil-
ities as opposed to employees without disabilities is very small. Namely, 
according to the State Statistical Office, the number of employed per-
sons with disabilities is 2.394(2).

Gathered data through the Analysis of the Experiences of persons 
with disabilities at their work places(3) has shown that 68% of the in-
terviewees consider that their supervisors treat them differently on 
account of their disability. From the total number of interviewees, 18% 
have said they are not working the job they were employed to do; 10% 
feel discriminated against; 22% feel they are not treated equally as other 

employees; 15% said that they are not paid nor legally employed; 
15% said that they are working overtime; 11% that there are no con-
dition nor equipment for work; while 9% said that they do not know, 
but feel that they are not like the others.

The term persons with disabilities is used to describe a broad 
spectrum of different people with various disorders that can, but not 
necessarily, affect how they undertake their obligations at the work-
place.

According to the Convention on the Rights of Persons with Dis-
abilities disability is a developing concept and represents a lack of 
communication between the person and the environment.

Persons with disabilities can work in all sectors of industry and in 
all positions.

There are a lot of persons with disabilities that have full and 
successful careers and contribute significantly in their work environ-
ments. Be as it may, a large percentage of willing and able persons 
with disabilities face a vast number of barriers in employment.

These guidelines will aide you in recognizing and perceiving bar-
riers that persons with disabilities face on their work places, in order 
for your organization or company to have benefit from the work 
skills and experiences of employees with disabilities.

Information in this publication will help coordinators and manag-
ers to efficiently work with the employees with disabilities through-
out the entire work cycle – from employment to leaving of the 
workplace.

  Graffam, J, Shinkfield, A, Smith, K, and Polzin, U, 2002, “Employer benefits and 
costs of employing person with a disability”, Jоurnal of Vocational Rehabilitation, 
vol.17, стр.251-263.

  State Statistical Office, number 2.4.11.16, 2011, page28-29.

  Analysis on Employment of Persons with Disabilities, Polio Plus, 2013 

8 9



BUSINESS 
BENEFITS

02
When organizations and companies implement their employ-

ment processes without barriers for persons with disabilities, 
then they can be certain that all potential candidates that pos-
sess the required skills, qualifications and experience will be able 
to apply for the post.

One of the benefits for the companies is 
that they broaden the scope of appropriate 
candidates seeking employment, thus making 
it easier for them to find the best applicant for 
the job.

There is a strong business and ethical rea-
son for employing persons with disabilities. 
Through becoming a manager that has inclu-
sive views in employing persons with disabil-
ities means that the company or organization 
can:

• Attract and keep the best candidates, 
chosen from a broader circle of appli-
cants;

• Keep employees with vast experience 
and knowledge even if they acquire a 
disability;

• Lower absences, sick leaves and medi-
cal treatments;

• Increase morel and productivity;

• Lower the number of accidents at the 
work place;

• Lower the risk of submitting a com-
plaint for protection against discrimi-
nation against the organization or the 
company. 

•  Employing persons with disabilities 
will help you understand you’re your 
customers and clients need, which in 
turn provides advantage vis-à-vis the 
competition. 

• A work force that better reflects the di-
versity of the broader society leads to 
greater loyalty and satisfaction by the 
consumers.

11



RIGHTS AND 
OBLIGATIONS

03
As a coordinator you are obligated to make sure that every 

person is treated justly and has equal opportunities, regardless 
of disability.

MACEDONIAN LEGAL FRAMEWORK

The Law on Prevention and Protection 
against Discrimination (LPPD) in Macedo-
nia was enacted in 2010. This law places the 
protection against discrimination on a broader 
basis. One of the grounds that it protects is on 
the ground of disability.

According to the LPPD, discrimination is 
any unjustified legal or factual, direct or indi-
rect distinction or unequal treatment or omis-
sion (exclusion, restriction or preference) with 
regard to individuals or groups based on dis-
criminatory grounds.

by discrimination on the ground of intellec-
tual and physical disability the LPPD under-
stands deliberate prevention or limited access 
to health care or reduction of rights to health 

care, regular medical treatment and medicines, 
funding for rehabilitation measures in accor-
dance with their needs, deprivation of the right 
to marry and build a family and other rights 
in the area of marriage and family relations, 
deprivation of the right to education, work and 
employment rights.

Discrimination against persons with dis-
abilities also exists when no action is taken 
to remove barriers or adapt infrastructure and 
space, use of publicly available resources or 
participation in public and social life.

PERsONs uNDER PROtECtION

Macedonian anti-discrimination legislation 
encompasses exclusively those persons that 
are directly affected by disability. 

Even though the CRPD is ratified, Mace-
donia is yet to develop a definition of who 
exactly constitutes persons with disabilities. 
A number of existing legal solutions offer var-
ious approaches and definitions.

In the Law on social Protection, a person 
with disability is a person with intellectual or 
physical disability.

 In the Labor Law, in the Article 6 Prohi-
bition against discrimination, alongside oth-
er grounds, discrimination on the ground of 
health condition i.e. disability is included.

In the Law on Employment of Persons with 
Disability which is a lex specialis to the Labor 
Law, persons with disabilities encompass:  

• persons with impaired vision;

• persons with impaired hearing;

13



Guidelines for company managers on how to approach persons with disabilities Guidelines for company managers on how to approach persons with disabilities 

• persons with voice, speech and language 
impairments; 

• persons with physical disability;

• persons with impairments in their intel-
lectual development and

• persons with combined impairments. 

Also, a person with disability is a worker 
that has acquired disability with residual or re-
duced work capacity.

Except from the persons with disabilities 
noted above, their parents, guardians, repre-
sentatives, accompaniers and assistants are not 
included nor defined in any law, including the 
LPPD.

but, that does not mean that they cannot 
file a complaint. On the contrary, if any of the 
above persons face discrimination, they may 
file a complaint to the CPD or the Ombudsman, 
as other citizens, on the ground of disability.

AREAs OF IMPLEMENtAtION

According to the LPPD, citizens are pro-
tected against discrimination in the following 
areas:

1. Work and work relations; 

2. Education, science and sport;

3. social security, including social protec-
tion, pension and disability insurance, health 
insurance and health protection; 

4. Judiciary and government; 

5. housing; 

6. Public information and media;

7. Access to goods and services; 

8. Membership and activity in syndicates, 
political parties, civil society organizations and 
foundations or other member based organiza-
tions; 

9. Culture and

10.  Other areas determined by law.

The LPPD establishes the term adaptation 
of infrastructure and services, which means to 
undertake adequate measures in any case in or-
der to enable a person with an intellectual and 
physical disability to have access, to partici-
pate and advance in the work processes, except 

if these measures do not impose disproportion-
ate burden for employers.

According to Article 7 of the Labor Law, the 
prohibition against discrimination by the em-
ployer encompasses:

1. The employment conditions, including 
the criteria and conditions for selection of a 
candidate for a certain job, in any branch or 
department, according to the National Classifi-
cation of Activities and of all levels of profes-
sional hierarchy 

2. Work advancement;

3. Access to all types and degrees of pro-
fessional training, requalification and qualifi-
cation; 

4. Work conditions and all labor rights, in-
cluding equality of wages;

5. Cancelation of employment agreements; 

6. Rights arising from membership and ac-
tive involvement in workers and employers 
associations or in any other professional orga-
nization, including the benefits that follow said 
membership. 

The Labor Laws does not mention reasonable accommodation.

According to Article 5 Para. 2 of the Law on Employment of Persons with 
Disabilities, the employer is obliged to create adequate work conditions, includ-
ing adaptation of the work place in line with the work place itself, the level of 
education and the level of disability of the persons to be employed.

The means for furthering the conditions for employment and work of per-
sons with disabilities, adaptation of the work place and purchase of equipment 
are provided by the Special Fund for Furthering the Conditions for Employ-
ment and Work of Persons with Disabilities (Article 6 of same Law).

harassment as a form of discrimination is foreseen with the LPPD, which is 
illegal and is considered as a form of discrimination.

LPPD is implemented by the Commission for Protection against Discrimina-
tion. Persons can submit complaints claiming discrimination or harassment in 
writing or by phone, in line with LPPD.

.

CONVENtION ON tHE RIGHts OF 
PERsONs WItH DIsBILItIEs

Macedonia ratified the Convention on the 
Rights of Persons with Disabilities and its Op-

tional Protocol in 2011.

Article 2 of the CRPD defines:

“Discrimination on the basis of disability” 
means any distinction, exclusion or restriction on 
the basis of disability which has the purpose or 
effect of impairing or nullifying the recognition, 
enjoyment or exercise, on an equal basis with oth-
ers, of all human rights and fundamental freedoms 
in the political, economic, social, cultural, civil or 
any other field. It includes all forms of discrimi-
nation, including denial of reasonable accommo-

dation.
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“Reasonable accommodation” means necessary and appropriate 
modification and adjustments not imposing a disproportionate or 
undue burden, where needed in a particular case, to ensure to per-
sons with disabilities the enjoyment or exercise on an equal basis 

with others of all human rights and fundamental freedoms.

In cases of employment this also understands physical changes 
of conditions, purchase or modification of equipment, provision of 
a reader or interpreter, adequate trainings or supervision and adap-
tation of assessment procedures, flexible work hours, or transferring 

work duties to another person

Basic (mandatory) requirements under the Convention on 
the Rights of Persons with Disabilities 

Under CRPD employers must provide equal opportunities for 
employment to all.

That means that if a person with disabilities can perform key 
activities or he/she fulfills the mandatory requirement for the work 
place, than he/she should have same opportunities to carry on the 
job as anybody else.

Mandatory are those requirements, tasks or skills that are neces-
sary for the work place in question. They are those tasks or skills 
that cannot be transferred, that represent a large portion of the job or 
cause significant consequences if they are not executed.
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For example, in the job description and the 
job advertisement it is most important to put 
the focus on what the job is, not the way on 
how it is to be executed.

Very often results can be achieved in a va-
riety of way, as illustrated in the following ex-
amples.

Professional service company advertises an 
opening for a business consultant

An ad focused on mandatory requirements 
might read:

“Ability to produce quality reports with 
short deadlines”.

An ad NOT focused on mandatory require-
ments might read:

“Ability to type 60 words per minute”.

The second is not a mandatory requirement 
because a blind or visually impaired person 
can use speech-recognition software in order to 
produce a quality report, and in the meantime 
not use a keyboard at all.

 
Insurance company advertises an opening 

for a national salesperson
An ad focused on mandatory requirements 

might read:
“Constant travel is required”.
An ad NOT focused on mandatory require-

ments might read:
“Required valid driver’s license”.
The second is not a mandatory requirement 

because a person with disabilities that does not 
drive can use public transport or taxi.

  
Production company advertises an opening 

for a warehouse employee
An ad focused on mandatory requirements 

might read:
“Ability to move big equipment”.

An ad NOT focused on mandatory require-
ments might read:

“It is required to lift heavy objects”.
The second is not a mandatory requirement 

because a person with disability can use adap-
tive equipment in order to move heavy objects, 
without actually physically touching them.

EQUAL 
OPPORTUNITIES

04
Remember that equal treatment of all is the goal. 

That doesn’t mean that persons should be treated iden-
tically always. Sometimes you will have to do things a 
little differently in order to be sure that all are treated 
justly.

EXAMPLE 1

EXAMPLE 2

EXAMPLE 3

  
Telecommunication company advertises an 

opening in the consumer support office
An ad focused on mandatory requirements 

might read:
“Constant communication with consumers”.
An ad NOT focused on mandatory require-

ments might read:
“Practice in phone communication”.
The second is not a mandatory requirement 

because a deaf or a mute person can use e-mails, 
messages or other means in order to effectively 
(efficiently) communicate.

DisCLOsing (PREsEnting) Dis-
ABILIty

The CRPD demands for the right of priva-
cy of everyone to be respected. Neglecting to 
protect confidential personal information re-
garding someone’s disability can be considered 
discrimination and can be the basis for initiating 
court proceedings.

The term “disclosing (revealing, present-
ing)” refers to the personal decision to discuss 
the concrete disability with another person or 
an institution.

There is no legal obligation for the possible 
or active employee to present his/hers disability, 
except if it is believed to influence the person’s 
abilities to execute the mandatory requirements 
for the work place and work safely.

In any case, if and when an employee choos-
es to tell you about his/hers disability, remem-
ber that you must respect the right to privacy.

As for persons with a visible disability no 
explanations are necessary. Persons without 
visible disabilities have bigger control in dis-
closing their disability.

If a candidate, a member of your team or a 
colleague, tells you about his/hers disability, it 
is very important for you to know the language 
and the ways on how to formulate the questions 
regarding reasonable adaptation of the work-
place, as well as while describing the work 
place.

If the candidate discloses the disability on 
the job interview, instead of asking:

• “Can you do this?”

You can ask:

• “Do you have any need of changes or 
accommodations regarding work, or ad-
ditional equipment we can provide in or-
der for you to execute the job or increase 
your productivity?”

APPROACH
A person with disability does not necessarily 

need to know which accommodations are most 
useful for executing work tasks nor which tools, 
equipment or technology should be available in 
order to facilitate their work.

EXAMPLE 4
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Assistance is welcome in order to assess 
which accommodations are most useful.

Remember that you need to obtain consent 
from the person with disability before you 
share any information regarding his/hers dis-
ability with other people or between depart-
ments in your organization (for example, with 
hR, IT sector, other coordinators), as well as 
with other organizations.

This might take the form of a simple one-
page document or any other form your compa-
ny practices. Check your company’s internal 
policies regarding personal data collection.

If the employee requests that you do not 
further disclose this information with anybody 
else you must respect the right to privacy.

WORK ENVIRONMENt 
AND PRACtICEs

To be aware of personal differences is the 
first step toward becoming confident in man-
aging and cooperating with employees or col-
leagues with disabilities.

sometimes it may be necessary to make 
certain adjustments in the work environment 
in order to provide the best opportunity for the 
person with disability to be successful at the 
work place.

Adaptation of the work environment or of 
the way how a job can be executed is called 
“reasonable accommodation”.

Reasonable accommodation can be simple 
as transferring the post of a person with motor 
impairments to a place nearer to an accessi-
ble toilet, or it can be application of special 
software if the person is blind or has impaired 
vision.

Implementation of reasonable adaptation 
will enable you to be more confident in hiring 
new employees, in keeping existing ones, as 
well as to support persons with disabilities in 
your organization.

As for internal policies that encompass this 
concept, discuss with human resources or oth-
er relevant departments on how to implement 
reasonable accommodation for the employee 
with disability.

FLEXIBLE WORK PLACEs

Developing flexible work places is an ex-
ample of reasonable accommodation from 
which all employees can benefit.

A flexible work place is a work place for 
which the managers or other team members 
can decide which working arrangements are 
most efficient.

The goal of flexible work places is to create 
a work environment where both, the organiza-
tion and employees will benefit.

Flexible work places can contribute to 
production increase, absences and worker re-
placements decrease, thus increasing the mo-
rale and loyalty between the employees.

This way companies can significantly de-
crease the need for worker replacement, thus 
decreasing costs. Through getting familiar 
promoting and practicing flexibility in work 
companies will be able to keep their employ-
ees for longer periods.

This practice does not have to be difficult, nor expensive – 
there is a host of free or cheap flexible working arrangements that 
can be adopted by companies.

By promoting and practicing flexible work places the benefits 
are more fold – not only for persons with disabilities, but also 
employees with family responsibilities and employees that take 
care of a person with disability in their home. Flexible work plac-
es offer an opportunity for your employees to better balance their 
working hours and private responsibilities and to increase their 
overall engagements. 

Here are examples of flexible work places:

• flexibility when arriving and leaving from work;

• flexible schedule;

• flexible ways on leaving the work place;

• half / shortened working hours;

• breaks and free days schedule;

• constant or temporary work from home;

• work sharing or

• prolonged work days and weeks.
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COMMUNICATION 
AND ETHICS

05Words can be very powerful and with a 
strong effect. When talking with a person with 
disability or with a person close to a person 
with disability it is important that you use 
adequate language and terminology.

Use encouraging language that focuses 
on the person, not on the disability or im-
pairment, for example “person in a wheel-
chair”, “person with impaired hearing”.

“Persons with disability” and “people 
with disability” are the most use expres-
sions. This is known as “the person first” 
and is widely in use throughout Europe, 
Australia and UsA.

There is no single term for persons 
with disabilities in Macedonia. Different 
laws, norming different interests and per-
spectives, use different terminology.

So, here we see terms such as “invalid 
persons”, “invalids”, “persons with spe-
cial education needs”, “persons with dis-
abilities”, “handicapped” etc.

but as persons with disabilities from 
Macedonia and throughout the world say 
– regardless of whatever term you use, 

place the person first. For example, in-
stead of disabled – say “person with dis-
ability”, instead of invalids – say “persons 
with invalidity…

If you are not certain about the wording 
you use do not be afraid to ask the person 
with disability. The person will generally 
appreciate your openness and can help 
you feel more comfortable. It is always 
easiest to describe people as they describe 
themselves, and if you have doubts – just 
ask.

As it is important to be aware of the 
appropriate ways for communication re-
garding disability, it is also important to 
be aware about the best ways how to sup-
port an employee with disability if he/she 
is facing a communication barrier as a re-
sult of disability.

• The term “blind” should be used about 
a person that is completely blind; other-
wise say “person with impaired sight” (a 
very low percentage of persons with im-
paired sight are actually blind).

• The term “deaf” should be used about a 
person that has no hearing at all. Other-
wise use the term “person with impaired 
hearing” or “person with hearing difficul-
ties”/

• When using a capital D for “Deaf” it is 
done to describe the Deaf community 
that uses sign language. Each country 
has its own sign language and in Mace-
donia that language is called Macedonian 
National sign Language. The Deaf com-
munity is considered a cultural and lin-
guistic minority, similar to ethnic com-
munities. 

LanGuaGe tIPs
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• Because not all persons with impaired hearing identify themselves 
with this community, the letter “d” in “deaf” is not capital when 
describing all deaf persons or the physical state of deafness.

• saying “disabled parking space” or “disabled toilet” means that the 
toilet or the parking is out of order. Instead use the terms “accessi-
ble parking space” or “accessible toilet”.

sOMe basIC advICe:

•	 Never describe people based solely on their disability, like “epilep-
tic” or “diabetic”. Instead, say “person with epilepsy” or “person 
with diabetes”.

•	 Stay away from plural nouns, such as “the disabled” or “the blind”. 
Use “persons with disabilities” or “persons with impaired sight”.

•	 Stay away from negative phrasing, such as “bound to a wheelchair” 
or “suffers from disability” or other derogative phrases, such as 
“not-quite-right”, “not normal” or “defective”.

•	 Stay away from patronizing phrases that imply persons with disabil-
ities are extremely brave, special and super-human, because they 
deal with their disability on a daily basis – they are merely living 
their lives.

•	 Don’t be ashamed to use general and every day phrases, such as “see 
you later” while talking to a blind person or a person with impaired 
sight, or the term “I have to run” to a person in a wheelchair.

•	 Always ask whether a person with disability needs your assistance 
before jumping and providing it.

•	 Be free and focus solely on the person and not on the disability – say 
sorry if you think that you have said something wrong, but do it in a 
cheerful manner that incites further communication.
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ACCESSIBILITY 
AND AVAILABILITY 

ADVICE

06In order for your object to be accessible you 
must have:

•	 A marked parking spot for persons with 
disabilities;

•	 Access to the object;

•	 Accessible toilet;

•	 Elevators alongside the existing stairs;

•	 Automatic door opening/closing;

•	 Highly adapted work units;

•	 Accessible elevator;

•	 Hand rails / hand holders (alongside 
stairs, on walls…);

•	 Adapted office furniture and equipment;

•	 Platforms where there are stairs of differ-
ent levels.

When making your premises, information, 
goods and services accessible and available for the 
employees and consumers with disabilities, then 
you make them more accessible and available for 
all.

some of the key areas in mind when discussing 
accessibility encompass the access to and in the 
building, the area where work is executed, the web 
site of your organization, the documents and events.

ACCEssIBILIty OF tHE OBjECt 
AND PREMIsEs 

Accessibility and availability of the ob-
jects is one of the key elements in the process 
of ensuring equal opportunities for persons 
with disabilities and their inclusion in the la-
bor market.

The accessibility of your object is not to 
be understood as an imperative for the per-
sons with disabilities – on the contrary, it is 
something very basic for all people.

Most often, when one speaks about acces-
sibility and availability the focus is put on the 
existence of a ramp.

The ramp is one of the elements that in-
crease the overall accessibility of the object, 
company, institution.

To have accessibility and functionality it 
is necessary to have additional adapted spac-
es on the inside that will enable effective and 
efficient execution of working duties for all 
of your employees, regardless of disability. 

WEB sItE ACCEssIBILIty

The web site of every company is the 
first impression for all potential employees 
in adopting the culture (habits) of the orga-
nization.

Enabling more people to have access to 
information fast and easy will contribute to 
building a company reputation as a vision-
ary, a responsible organization open for all, 
including persons with disabilities.

Persons with various kinds of disabilities 
will use your web site through different hard-
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In order to make your web site more accessible for persons 
with disabilities:

•	 Make	sure	that	all	pictures	have	separate	textual	descrip-
tion,	so	when	somebody	cannot	see	the	picture	will	be	able	
to	read	the	text;

•	 Check	whether	 the	colors	used	 in	designing	your	web	 site	
have	strong	contrast	and	stay	away	from	placing	text	on	top	
of	pictures;

•	 Use	headers	properly	according	to	their	order	(for	example	
“header	1”,	“header	2”	etc.).	Reading	software	will	read	the	
information	in	order,	so	if	you	put	“heading	1”	in	the	mid-
dle	of	the	page	than	that	will	be	the	first	thing	the	software	
reads;

•	 Make	sure	that	links	themselves	are	sufficient	and	don’t	use	
“read	more…”	or	“click	here”.	Reading	software	will	read	all	
available	links	and	if	they	say	“click	here”	the	information	
will	be	useless;

•	 It	 is	 important	 to	 think	about	e-mail	accessibility.	E-mail	
that	uses	complex	HTML	with	pictures	and	logos	embed-
ded	in	the	signature	can	cause	hardness	for	the	people	that	
use	reading	software.

ware and software. Try to foresee ways how people will “view” the 
information that you post online. 

ACCEssIBILIty tO DOCuMENts

When talking about accessibility of information another thing to 
address is the format of the documents that you make available to 
employees, consumers or other stakeholders.

Documents made in PDF (portable document format) are usually 
used on web sites and via e-mail because they are considered safe. 
PDFs can easily compress large documents into ones with relatively 
small size.

In any case, PDFs have a reputation of being inaccessible to read-
ing software. Even though accessibility has been improved in the 
newer versions of PDF software, most often its design causes prob-
lems, not the format itself.

If a document drafted in a word software (such as Microsoft 
Word) is transferred into PDF using a PDF convertor (such as Ado-
be Acrobat), it will generally be accessible because the reading soft-
ware is able to read the text.

PDF files that are scans from a written document are generally 
inaccessible, because they basically are photos of the original docu-
ments and cannot be seen partially (only text).

To be sure you are providing accessible information to people it 
is recommended that aside from PDF, you send the same document 
in DOC and RTF (rich text format).

ACCEssIBILIty OF EVENts

When planning an event, regardless of the outreach, you 
should be aware of any individual requirements of your audi-
ence. Taking into account audio/visual aspects of the event is as 
important as the physical appearance/scenography of the space.

It is also important for all speakers to have microphones 
and to talk clearly.

When sending event invitations, do not forget to ask the 
participants if they have any special requests regarding acces-
sibility which you can assist them with.

If sending any information to participants before the event 
be sure you are sending it in an accessible format. Remember 
that when sending a PDF document attach also its DOC and 
RTF versions.

For persons with physical disabilities ensure that:

•	 there is an accessible path to the event and a possibility for 
using public transport nearby;

•	 the entrances, elevators, ramps and pathways are wide 
enough;

•	 there is an accessible toilet for a person in a wheelchair;

•	 there is enough space between the tables for movement with a 
wheelchair;

•	 the refreshment tables/area is accessible for persons in wheel-
chairs.

For persons with impaired hearing ensure that:

•	 there is a Sign Language interpreter;

•	 live captioning is provided.

For persons with impaired sight ensure that:

•	 the entire written materials are available in alternative formats 
before the event (for example, in Braille, or printed in large 
font, or available in audio, or e-format);

•	 equal lighting of the entire area exists.
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ENGAGING 
NEW EMPLOYEES

07When hiring it is important to make sure the 
application process and the employment pro-
cedures are free of obstacles and barriers for 
each candidate with disability. This means 
that candidates with disabilities have equal 
chances to showcase themselves as the right 
choice for the work place.

DEsCRIPtION OF tHE WORK 
PLACE AND ADVERtIsEMENt

It is important that persons with disabilities 
are not excluded from the competition through 
the description of the work place. Include tasks 
and skills that are “mandatory requirements” 
for the work place, as well as the possible ob-
stacles in executing the tasks and ways on how 
they can be overcome.

Focus on what the work place aims to 
achieve, not on the way on how one should ex-
ecute the activities.

The candidate with disability should be left 
free to demonstrate how to execute activities 
from the work place in question if reasonable 
accommodation is provided.

See advice on how to make a barrier-free de-
scription for any work place.

jOB INtERVIEW

Before each interview it is recommended 
to ask the candidate whether there are specific 
requirements / need of assistance. If your or-
ganization outsources the testing procedures, 
it is important that their procedures are made 
accessible for persons with disabilities.

The outsourced commission should, too, 
ask the candidates whether they have any 
specific requirements for the testing, such as 
audio tests or large lettering on the written 
materials.

Interview specific requirement might in-
clude adjustments such as defining the time 
for the interview outside of rush hour or pro-
viding the interview materials in e-form

it may be necessary to be ready to:

• implement the interview at an acces-
sible location, on the ground floor, or 
on a premises without stairs or near 
an elevator;

• Provide translation on Macedo-
nian sign Language (the interpreter 
should be prepared ahead of time);

• Allow the candidate to conduct the 
interview with an assistant, family 
member or an aid;

• think about alternatives to the 
standard type of interview, such as 
phone interview.
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Совети за прашања на интервју за работа
...............................................................................
Наместо...
„... дали работата под притисок ќе влијае врз вашиот 
хендикеп...“
Прашајте...
„Ова работно место опфаќа голем обем на работа 
со мошне стриктни рокови. Кажете ни за некоја 
ситуација во која сте биле под силен притисок и како 
сте го запазиле бараниот рок...“
....................................................................................................
Наместо...
„...да ги опишувате задачите опфатени со работното 
место, прашувајќи го кандидатот што не би можел да 
исполни поради хендикепот...“
Прашајте...
„... дали му се потребни било какви прилагодувања за 
да ги исполни работните задачи, откако ќе ги наведете 
задолжителните барања/услови за работното место.“
.....................................................................................................
И, секогаш, одбегнувајте да прашате...
„Што Ви се случило – како се здобивте со хендикеп?“

Asking questions on the basis of above experiences could significantly 
increase your possibilities for a successful selection of the candidate for the 
task at hand. This type of an interview is called behavioral interview.

Behavioral interviewing enables candidates to use their existing vol-
untary or other work experiences, which provides valuable insight in the 
practical skills the candidate possesses for problem resolution, personal 
flexibility and determination.

Don’t forget when providing written materials to the candidate to make 
sure it is in accessible form; you might have to provide same material in 
alternative form

HOW WILL yOu KNOW IF A CANDIDAtE HAs A 
DIsABILIty?

Simply, you may not always now. Most disabilities are not visible.

According to the law, the candidate is not obliged to disclose disability, 
except if the disability affects his/hers ability to fulfill the work require-
ments, including work safety.

There are a lot of pro-et-contra arguments for disclosure, but remember 
that has to be the choice of the candidate.

A candidate may opt not to mention existing disability in the job appli-
cation because he/she considers it not to have any influence on the ability 
to execute required work, or maybe he/she is afraid of different treatment 
if disability is noted. It might be that the candidate has previous bad expe-
riences or maybe he/she was discriminated against.

If engaging new employees in the team has 
been done by removing as much as possible of 
the obstacles and barriers and if you have asked 
all candidates whether they need any reasonable 
accommodations, then the candidates themselves 
will be comfortable enough to disclose their dis-
ability.

DIsABILIty tRAINING

Disability trainings provide facts, research, 
communication advise and suggestions for ac-
commodation at the work place. 

They can help:

• The colleagues to be comfortable when 
communicating and working alongside a 
new employee with disability;

• The newly employed person with disabili-
ty to be supported by colleagues.

Polio Plus – Movement against Disability 
(www.polioplus.org.mk) provides disability train-
ings for all organizations, companies and institu-
tions throughout Macedonia.

PROGREss REPORt

If you are uncertain about any of the points, 
talk with your manager or the human resourc-
es department:

• I am comfortable with the language and 
terminology appropriate for advertising 
an opening and I do not discrimination 
against persons with disabilities;

• I understand the difference between man-
datory requirements and other require-
ments.

visit www.polioplus.org.mk or ask for more 
information on +389 2 2400 544.

If you have a human resources department at 
the company, discuss with them the possibility 
to organize training for you and your team.

INtEGRAtION PERIOD

An important step in recruitment is to sup-
port new employees to integrate in the team. 
An effective integration period means that the 
employee will be effective and integrated in 
work in a shorter period.

before your employees with disabilities 
begin working, check whether the entire pro-
cess of integration is accessible.

You may have to take into account the 
following:

• Is the work place accessible?
• Are there accessible meeting rooms?
• Is your IT department familiar with 
software and hardware that can be 
used by persons with disabilities?

If you use video or DVDs in training are 
they sign language friendly for persons with 
hearing impairments; or do they have audio 
descriptions for the employees with sight 
impairments? Alternatively, can you pro-
vide textual versions of the video and other 
materials?

 Are the co-workers aware of any reason-
able accommodations that need to be imple-
mented, such as e-mail information, face-
to-face discussions with the new employee 
in order to facilitate the process of mouth 
reading?

 Have you offered the possibility for the 
new employee to visit your office before the 
first day of work? This may help persons 
with disabilities by influencing overall so-
cial interaction, decreasing anxiety, increas-
ing self-confidence.
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Mostly when a person with disabilities begins working you 
will not have the need to acquaint other employees with the 
type of disability. Usually you will only need to explain that 
their new colleague has a disability and that there is a need of 
certain reasonable accommodation in order to fulfill the work 
tasks.

Remember that you can only disclose disability upon ob-
tained written permission by the employee with disability.

As a manager you are responsible to provide equipment and 
accommodations for the new employee in order to fulfill the 
work tasks. It may be possible that you need to occasionally 
check on the timing for procurement and installation of the 
equipment.

The newly employed person with disability may need train-
ing in order to utilize the reasonable accommodations, such as 
voice activated software or other types of assistive technolo-
gies. you should make sure that is organized ahead of time.

It is also desirable to consult with other team members on 
what can be done to make their jobs easier, not only for the 
employees with disabilities.

Remember:

•	 If	you	are	a	manager	and	a	candidate	or	an	
employee	discloses	disability	and	you	think	
that	someone	else	should	be	aware	of	that	
fact,	ask	for	permission	from	the	person.

•	 Explain	why	it	is	necessary	that	somebody	
else	knows	about	the	disability.	For	exam-
ple,	a	colleague	is	supposed	to	be	aware	
about	the	disability	if	he/she	is	supposed	
to	explain	why	a	certain	course	of	action	
has	been	undertaken	that	is	not	the	usual;	
employees	from	the	HR	department	are	
supposed	to	know	because	they	should	be	
involved	in	reasonable	accommodation.

•	 Ask	the	person	to	fill	a	form	with	which	he/
she	gives	consent	for	certain	named	indi-
viduals	to	be	aware	of	the	disability.

PROGREss REPORt

If you are uncertain about any of the points, talk with your 
manager or the human resources department:

• I am certain regarding the appropriateness of the job 
interview questions;

• I understand that the candidate has no obligation to dis-
close disability, except if that influences the work abil-
ity to work safely and to fulfill the work place require-
ments;

• I am aware of the adjustments that need to be imple-
mented in order for persons with disabilities to partici-
pate on equal basis as others;

• I am aware and now where to obtain a integration check-
list for the newly employed;

• I can see which processes are not accessible for persons 
with disabilities;

• I have a written consent (where possible) by the col-
league with disability for further disclosing disability to 
other colleagues (from the IT sector) in order to obtain 
reasonable accommodations.

Advise for the first day of work

............................................................................................................

Discuss work and the work place with the new employee, includ-
ing how they plan to conduct their new job and what kind of 
reasonable accommodations are needed

..........................................................................................................

Look through all agreed reasonable accommodation with the 
employee, as well as through the expected equipment and sched-
ule for delivery.

...........................................................................................................

Ask the employee to explain whether the reasonable accommo-
dations are functioning properly and note any potential en-
hancements that can be made.

............................................................................................................

Finally, as with all employees, make sure you have been clear in 
explaining what is expected of them and that they understand 
your work policies and policies.
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HEALTH AND 
SAFETY AT 

WORK

08
Effective policy and procedures for safety and pro-

tection at work are the safety net guaranteeing that 
risks have been foreseen and protection measures 
are set in order to minimize the damage risk. Reg-
ular trainings for employees on the procedures and 
measures for safety and health is essential. Safety 
and health is important for all employees regardless 
of disability.

When a worker with disability joins the 
team the first step is to be consulted regarding 
his/hers individual condition and the ability to 
follow safety and health regulation. This con-
sultation will help you establish which reason-
able accommodation is best, thus secure a safe 
and reliable work place for everybody.

It is important to look at procedures and 
proceedings regarding emergencies and evac-
uation and to think about any other help that 
could be necessary to the employee with dis-
ability in the case of an emergency.

This understands appropriate on-site equip-
ment and its usage, such as blinking alarms for 
persons with impaired hearing; an operational 

“buddy system” in order to ensure safety for 
all during an evacuation.

The employee with disability must have a 
say in all proceedings and arrangements re-
garding the evacuation procedure, together 
with the firefighter service and/or the team 
foreseen for such proceedings.

Opposite to common employee perception 
research shows that having employees with 
disabilities do not increase the health and safe-
ty risks. On the contrary, having them reduces 
the number of accidents at work and reduces 
the expenses for compensation, as opposed to 
the employees without disabilities(4).

you should balance your obligations re-
garding health and safety with the obligations 
under the Law on Prevention and Protection 
against Discrimination.
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LEARNING 
AND CAREER 

DEVELOPMENT

09
Promotion of continuous (lifetime) learning 

and career development for all team members 
equally is of great importance. Regular meet-
ings where work and career development is 
discussed would help you realize all training 
needs your employees have individually.

Think about how a team member with dis-
ability can benefit existing trainings, including 
both, internal and external programs.

It is important to understand the main goals 
of the trainings, as well as the individual com-
ponents and activities. Some activities in the 
trainings will not be appropriate for all.

Discuss with the employees with disabili-
ties about the level of benefit they gain from 
the training. If you determine some elements 
of the training to be inaccessible think about 
the ways on how to adapt or modify them. you 
may have to rely on your HR department or 
Development department in order to change 
some aspects of the training.

 BARRIER FREE tRAINING

Every training employees attend as part of 
their job engagements has to be accessible and 
barrier free for the employees with disabili-
ties. This encompasses courses implemented 
outside of the work place or that are imple-
mented by outside trainers.

With both, internal and external trainers 
you have to set all reasonable accommodation 
needed to be implemented, including:

• » Video tools or DVDs should have 
subtitles or transcript and audio de-
scriptions;

• » sign Language interpretation;

• Whether there is sound system on the 
premises and whether the trainer will 
use a microphone;

• Whether the presentation slides and 
other printed materials;

• Whether written information in acces-
sible format has been sent;

• Whether all materials used in the train-
ing are in accessible format;

• Whether accessibility of the rooms for 
persons with mobility impairments has 
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been determined, including the en-
trances, exits and toilets;

• Whether regular breaks are foreseen;

• Whether adaptive or assistive technol-
ogy (such as screen magnifiers, screen 
readers, sound amplifiers etc.) is avail-
able according to the requests, or will it 
be allowed for participants to use their 
own aids?

As a manager, it is a good idea to include 
employees with disabilities in all discussions 
related to determining of training topics and to 
dealing with anything that might result from 
them.

The employee with disabilities probably 
knows a lot more about the needs and can also 
assist the manager to develop capabilities for 
dealing with complex issues related to learn-
ing and career advancement.

The key to you, as a manager is to show 
you are aware of the issues, so the employee 
can feel confident about the possibilities the 
work place offers.

MANAGING EMPLOyEE PERFOR-
MANCE AND ADVANCEMENt

As a manager you aim at achieving highest 
engagement and gain from your team. To real-
ize that it is recommended to discuss with the 
team their engagements at regular meetings, 
to assess the engagement at the end of the trial 
period six or 12 months after employment.

You should ask every employee you man-
age whether there is something that would 
make their job easier, not just the employees 
that have disclosed disability.

This includes discussing every element of 
the work that provides difficulties for imple-
mentation to the employee with disability, as 
well as what changes can be made, for exam-
ple reasonable accommodation.

It is up to you to implement reasonable 
accommodation if an employee discloses dis-
ability, illness or injury that affects the ability 
to fulfill specific tasks.

Regardless of disability, think about rea-
sonable accommodation if they can help the 
employee to better execute the work tasks.

This kind of approach will help in:

• fulfilling your company’s obligations 
under the CRPD;

• encouraging your team to disclose 
disability, illness or injury that affects 
work;

• bringing out the best of your co-work-
ers by removing all obstacles that pre-
vent them to give their best

CAREER DEVELOPMENt

Developing a career development plan 
for your employees will enable them and the 
valuable skills they possess to remain in the 
organization.

Developing a career development plan can 
encompass such activities as setting goals, 
teambuilding sessions, networking, leader-
ship opportunities, as well as professional 
skills trainings.

Learning and career development (ad-
vancement and promotion at the work place) 
can include formal programs such as mentor-
ing and internship, or informal opportunities 
such as special work or operational groups.

For the employees with disabilities it is 
important to have equal opportunities to par-
ticipate in projects and operational groups 
as the other employees, in a way that it is a 
precondition for their further career develop-
ment

BARRIER FREE OVERVIEW OF 
WORK PERFORMANCE  

Overviewing work performance is essen-
tial for career development of the employ-
ee. It may be necessary for you to change 
the way how you conduct the overview in 
order to adequately assess the engagements 
of persons with disabilities.

In some cases you will have to discuss 
with your manager or with the hR depart-
ment for implementing reasonable accom-
modation in line with the overview, if the 
existing process puts someone at a less fa-
vorable position.

When conducting overview of work per-
formance of a person with disability you 
may need to think about: 

» Planning more time for the assessment 
before the meeting, in order to give enough 
time for the employee with disability to 
better prepare;

• Make sure the meeting takes place in 
an accessible premise;

• Arrange the presence of a sign Lan-
guage interpreter ahead of time;

• Allow the employee to be assisted;

• Make sure all written materials are 
in accessible format;

• Use formulations that are on plain 
everyday speech and are easy to un-
derstand.

If you trust the employer with disability 
to be in a less favorable position during the 
overview, it is recommended that you dis-
cuss with your manager or hR department 
in order to undertake reasonable accommo-
dation for the procedure.

PROBLEMs WItH WORK PERFOR-
MANCE

If the performance at work of the employ-
ee has not met the expectation for that work 
place, keep in mind that he/she might have 
chosen not to disclose disability.

• Examples of under-performance that 
may be due to disability:

• Constant tardiness;

• Insufficient or worsened relations with 
colleagues;

• Negative behavior;

• Insufficient oral and written communi-
cation;

• Failing to meet deadlines or oversee-
ing tasks;

• Irritability or discomfort;

• Frequent short-term absence due to 
sick leave;

• Long-term absence for sick leave;

• Complaints of fatigue or pain.
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DIsCIPLINARy AND APPEALs PROCEDuREs

It is very important that your organization’s disciplinary and ap-
peals procedures are accessible and available to employees with 
disabilities.

you may need to keep in mind the following:

• Disciplinary and appeal procedures and policies must be 
in an accessible form and made available to everyone;

• Any meeting or consultation about discipline should be 
done at an accessible place; 

• Sign Language interpreters, support/assist staff or family 
members should be present at each consultation.

MANAGING DIsABILIty RELAtED ILLNEssEs

It is important to be aware of your organization’s policy of 
registering disability-related illnesses. When an employee uses 
sick leave for a disability related reason, it is useful to note the 
reason in the employee’s dossier. Then you will be able to make 
sure that the employee’s sick leave history accurately reflects 
the reasons for each sick leave taken, which can be considered 
in future requirements that the employee makes due to illness.

For example:

.............................................................................................

» an employee who is often late for work may have a 
problem with getting up due to sleeping medication, 
or that medication makes him/her slow at getting up 
in the morning.

•	 Reasonable	accommodation	in	that	case	is	for	the	
employee	to	be	granted	a	more	flexible	working	
time.

...........................................................................................

» An employee who is thought to have a negative 
behavior and who always gives reasons why he cannot 
complete an assignment, may be in depression or feels 
exhausted and unprepared for cooperation

•	 Reasonable	accommodation	in	this	case	is	the	hold-
ing	of	more	frequent	meetings	with	his	manager	in	
order	to	agree	priorities,	deadlines	and	offer	more	
flexibility

...........................................................................................

» An irritated employee may feel pain caused by the work 
space/environment

•	 Reasonable accommodation in this case can refer to 
moving devices, furniture and equipment at the work-
place, which means changing the work chair, moving 
the computer or correcting the lighting in the room.

.........................................................................................................

Before reprimand the employee, ask if he/she understands 
that the work performance is unsatisfactory and is below or-
ganizational standards, and discuss the possible reasons for 
that.

Ask if something in the workspace makes it difficult to 
work, and then examine all possible ways to overcome it by 
applying reasonable accommodation.

For a detailed guidance on disciplinary and appeals 
procedures and procedures, refer to your organization’s 
internal policy.

Remember:

• It is important to be sure that the assessment of the 
work performance of an employee with disability will 
not be adversely affected as a result of reasonable ad-
justments made on the spot, for example, if an employ-
ee with disability has been granted a shorter or flexible 
work hours, he should not be judged as “inflexible”.

• To discipline a person with disability because of a 
disability (for example, less frequent presence or less 
fulfillment) is illegal, unless the process and actions 
undertaken are considered reasonable.

• Disciplinary measures in such circumstances should 
be undertaken only after all reasonable accommoda-
tion has been made to improve the regularity or perfor-
mance of the employee with disability. In such circum-
stances, it is recommended to resort to advice before 
any action is taken.
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If the employee is on sick leave for a longer period of time, it is 
important to stay in regular contact. A long period of sick leave can 
lead to a loss of self-esteem of the employee, which in turn can cause 
resistance to the employee returning to work.

Whenever you call, write a message, or meet someone who has 
been away from work for a long time due to sick leave: 

• Ask how he/she feels and what doctors say about recovery;

• Ask if you can make any changes to the way work is conducted 
so he/she can return to work earlier; 

• Discuss what is happening at work;

• Ask if he/she wants you to provide bulletins or meeting minutes 
to keep up to date.

This can help the employee feel less isolated and worried about 
returning to work. It may also remind him that he/she is an important 
part of the team.

When an employee returns from prolonged illness, it is important 
to talk as if you are talking to a new employee about all the things he/
she thinks are challenging because of disability or because of very 
long absence.

Ask if any accommodation would help, for example, additional 
insight or additional support while re-fitting. If you implement any 
accommodation, review those that are implemented on a regular basis.

For a more detailed guidance on disciplinary and appeals proceed-
ings/procedures, refer to your organization’s internal policy.

CAsE stuDy – MANAGING WORK PERFORMANCE/
INEFFICIENCy

Marija, a manager at a small graphic design company, was wor-
ried about one of her senior designers. In the last months, Isabella 
often came late to work with a very unconventional look. Maria also 
noted that Isabella was very sharp with her colleagues, did not par-
ticipate in the team’s exchange of ideas and that the level of her work 
declined considerably.

When Marija’s client complained about Isabella’s final design 
work, the manager was aware that she would have to talk seriously 
with Isabella because her behavior had already affected the entire 
company.

Marija has always had a great relationship with Isabella, and in-
vited her to go out somewhere for coffee. She then told Isabella that 
she noticed how much the level of her previous excellent work had 
fallen, and asked her what the problem was and could she somehow 
help her improve the performance.

Isabella reacted very emotionally, saying she no longer feels that 
she would be able to deal with the work and that she was trapped. 
She felt “minced” by work and she felt bad every morning when she 
thought about going to work. She said that even though the work she 
does means something, she is not able to provide more. She did not 

want to discuss it with her colleagues because she thought it would 
be understood as constant complaining. Marija asked her with whom 
of the colleagues she had spoken and suggested that she consult with 
an expert.

Marija decided to move several work activities to unload her job 
and promised her a meeting every Monday to help her organize her 
work and the order of priorities and tasks. she also asked her if there 
are certain days when she cannot work with the rest of the team, so 
that she can work from home if she really feels weak. she asked Is-
abella to regularly update her information on the course of her work 
and to report if she feels exhausted and out of control.

Over the next weeks and months, Isabella began to go to a counsel-
or regularly and learned several strategies she could practice herself 
to be able to cope with work. The standards of her work improved 
again and she began to communicate more freely with colleagues. 
Regular meetings with Marija continued every Monday, and since 
they were effective, Mary decided to start practicing such meetings 
with the other employees.

With constant conversation and application of minor adjustments, 
Marija managed to keep a valuable worker in her company and was 
spared of requesting and training a new employee.
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JOB LEAVE/
TERMINATION

10•	 The employee can leave the team for 
various reasons:

•	 » internal promotion;

•	 » New employment in another organiza-
tion;

•	 » Quit;

•	 » End of the contract;

•	 » Firing;

•	 » Pension;

•	 » Medical treatment;

•	 » Employment termination.

It is important to always keep in mind the internal policies and procedures of 
your organization that relate to termination of employment.

Discussing when leaving a job can be an effective way to determine if the 
employee leaves the job for reasons that relate to his disability, for example, that 
reasonable accommodation had no effect.

Sometimes it is necessary to undertake adjustments to the procedure for leav-
ing the workplace, including providing information about the procedure in an 
alternative form, or in changing the manner and content of the asked questions.

As with any employee, it is sometimes necessary to abolish the workplace of 
the employee with disability

Discharging an employee because of disability is discrimination and is 
illegal.

Release on a reason related to one’s disability, for example sick leave or work 
failure, may be legal, provided that the actions taken and the procedures applied 
are considered reasonable.

In such circumstances, advice should be sought before any action is taken.

Remember:
Discharging	a	disabled	worker	for	a	rea-

son	related	to	disability	is	the	last	choice	and	
should	be	done	after	asking	for	advice	from	
your	organization’s	HR	department	or	the	
Commission	for	Protection	against	Dis-
crimination	and	the	Union	of	Persons	with	
Disability.	
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ADDITIONAL 
INFORMATION

11
REASoNAblE AccoMModAtioN 

ExAMPlES

..................................................................

For persons with motor impairments 
(including impaired movement skills):

•	 ramps;

•	 scooters;

•	 elevators	alongside	stairs;

•	 automatic	door	opening;

•	 highly-adapted	work	units;

•	 vehicle	modifications;

•	 accessible	toilet;

•	 accessible	elevator;

•	 handrails	(alongside	stairs,	on	
walls…);

•	 accessible	computer	keyboards,	mice	
etc.;

•	 adapted	office	furniture	or	equip-
ment;

•	 speech	recognition	and	speech-to-
text	software

..................................................................

REAsONABLE ACCOMMODA-
tION

The Law on Prevention and Protection 
against Discrimination and the Convention 
on the Rights of Persons with Disabilities 
include a “positive obligation” for em-
ployers to implement reasonable accom-
modation to jobs or work arrangements if 
it is necessity for a disabled worker to do 
his job.

Some organizations (for example, Polio 
Plus or the Union of Persons with Disabil-
ity) can help you in making reasonable ac-
commodation for employees with disabil-
ities. 

Most reasonable accommodation can 
be financed by the Special Fund for em-
ployment of persons with disabilities.

the most commonly reasonable ad-
justments are:

• » Approval to the employee with 
disability to have little flexibility 
in his working hours, for example, 
part-time or flexibility when com-
ing and going;

• » Transferring the employee with 
disability to another office, shop or 
place closer to his home or on the 
ground floor, or at working from 
home;

• » Moving the office furniture, ex-
panding the entrance or providing 
a ramp so that a wheelchair user 
or one who uses a walking aid can 
safely and comfortably reach the 
workplace;
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For persons with impaired hearing:

•	 hearing	loops;
•	 vibrating	or	visual	alarms;
•	 teleprompters;	
•	 SMS	messaging;
•	 capital	and	printed	letters;
•	 Sign	Language	interpreter;
•	 videophones;
•	 subtitling.
....................................................................

For persons with impaired sight:

•	 Screen	enlargement	(for	example,	
Zoomtext)	or	screen	reader	software	
(for	example,	Jaws);

•	 Magnification	software	and	mobile	
phone	for	visually	impaired	people;

•	 Machines	and	printers	on	Braille;

•	 Magnifiers	for	reading	printed	matterial	
of	video	surveillance;

•	 Indicators	for	tactile	surface	on	the	
ground;

•	 Contrasting	surfaces	and	ashtrays;

•	 Braille	or	tactile	maps.

For persons with psychological impairments 
(depression, schizophrenia...):

•	 Flexible	working	arrangements	(for	exam-
ple,	working	from	home,	part-time	work,	
adjustment	of	start	and	finish	hours...);

•	 Longer	or	more	frequent	breaks;
•	 Providing	a	separated	room	or	a	separate	

office	to	reduce	noise/distraction;
•	 Division	of	activities	from	large	projects	

into	smaller	tasks;
•	 List	of	tasks	and	checklist;
•	 Regular	meetings	with	supervisors.
......................................................................

For persons with combined disabilities and 
learning difficulties (dyslexia):

•	 Assisting	memory	and	planning;

•	 Task	cards;

•	 List	of	duties	and	checklist;

•	 Screen	reader	software	(for	example,	
Jaws);

•	 Speech-to-text;

•	 Providing	verbal	instructions.

• Redistribution of certain minor 
tasks (for example, optional tasks), 
which the person with disabilities 
hardly performs, to another mem-
ber of the team;

• Approving periods during working 
hours for person’s rehabilitation, 
treatment or assessment (for exam-
ple, agreed sessions for physiother-
apy or psychotherapy);

• Providing additional training, men-
toring, supervision and support;

• Purchase or modification of equip-
ment (for example, voice activation 
software - for a visually impaired 
person or a phone with a sound en-
hancer - for hearing impaired peo-
ple, or a tape recorder for those who 
have difficulty in taking notes);

• Change of tests and questions for 
job interview in order to enable 
people with disabilities to show 
that they are able to do the appro-
priate job;

• Providing Sign Language interpret-
ers for hearing impaired persons or 
readers who will read to a visually 
impaired person or someone with a 
learning disability;

• Changing disciplinary and appeal-
ing procedures and procedures.

ADDItIONAL INFORMAtION

There are many other types of adjust-
ments that are considered as reasonable 
accommodation for the employee with 
disability.

Sometimes a combination of several 
accommodations will be required.

Most of the adjustments are not expen-
sive, and for many of them money is not 
necessary.

The funds for financing, i.e. covering 
the costs for reasonable accommodation, 
are made available to qualified employers 
through the special Fund for Employment 
of Persons with Disabilities.

Most people with disabilities do not 
need accommodation at all, and those who 

have such a need generally will want to 
tell you about the type of accommodation 
that would have an effect in their case.

HOW WILL I KNOW WHAt Is 
REAsONABLE WHEN MAKING 

ACCOMMODAtION?
• What is understood by reasonable ac-

commodation will depend on the facts 
and circumstances on a case-by-case 
basis.

• According to LPPD, an accommoda-
tion is considered reasonable unless it 
causes “unreasonable damage” to the 
employer or organization.

• Unreasonable damage or expense may 
be in terms of significant financial 
costs, extension of an existing facility 
that is not possible under law or other 
prohibitions, or adjustment that will 
put other employees in a subordinate 
or “less privileged” position. 

• There are a number of factors that 
need to be considered when assessing 
whether the adjustment is reasonable 
or not:

• » The effect of the accommodation is 

to help the persons with disabilities to 
perform his/her work assignments;

• » Practicality of adjustment;

• » Financial or other adjustment costs;

• » Scope of financial resources of the 
organization and other sources of fi-
nance;

• » The extent of the caused disorders;

• » The scope of financial or other assis-
tance for implementation of accom-
modation;

• » The nature of your activities (busi-
ness) and the size of the organization.
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For persons with combined disabilities and long-term chroni-
cle diseases (diabetes, multiplex sclerosis, constant fatigue syn-
drome…):

•	 Strong	coolers	(in	the	air);

•	 Air	conditioners;

•	 Work	units	with	temperature/heat	adjustment;

•	 Modifications	of	the	building;

•	 Changes	in	lighting	(for	example,	increasing	natural	light-
ing,	discarding	fluorescent	lighting	...);

•	 Flexible	work	contracts	(for	example,	work	from	home,	
part-time	work	...).

development planning may be necessary for people with degen-
erative disorders (for example, parking lots, ramps, elevators, 
toilets modifications ...).

...................................................................................

Remember:

Reasonable accommodation is often considered as 
an additional cost for inclusion of persons with dis-
abilities, but it is forgotten that such accommodation 
that are supposedly only required by persons with dis-
abilities are useful elements for all employees in the 
company or institution. 

 

eCOnOMIC ChaMber Of MaCedOnIa

The Economic Chamber of Macedonia, as the oldest and most numerous business association with a 95-year tradition of work, is a representa-
tive and advocate for the interests of businesses. As a socially responsible institution, the Chamber coordinates the Project Disability Employ-
ment Center, under the IPA 4 component for human resources development 2007-2013 in the Republic of Macedonia. Through the project 
activities, the Economic Chamber of Macedonia, in cooperation with Polio Plus, as a project partner, provide preparation for employment 
of persons with disabilities, with a main focus on requalification, training and strengthening of capacities, as well as on the opportunities for 
career advancement and providing an integrated approach to the labor market. 

POLIO PLus - MOveMent aGaInst dIsabILItY

Polio Plus is a leader, active creator and bearer of essential change toward building the world as a society where all persons with disabilities 
participate fully, as equal citizens.
Polio Plus relies on individual values; as a flexible, resilient and sustainable organization; through utilization of the processes and mechanisms 
of indirect democracy; and in cooperation with other stakeholders; promotes and imposes the equal opportunities approach, which provides 
participation of persons with disabilities in mainstream society.
Polio Plus is a civic organization of persons with and without disabilities that works on substantial connections and full realization of the basic 
human rights and fundamental freedoms of persons with disabilities.
Our mission is to strengthen the self-confidence of persons with disabilities and to create a society with equal opportunities for all.
Polio Plus does not travel alone. We fulfill our mission together with other stakeholders in society.
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