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The Equal Opportunities Commission (EOC) has published the Code of Practice on Employment under the Disability Discrimination
Ordinance (2011), passed by the Legislative Council in June 2011. This Easy Read Guide is a complementary reading to the Code.
Please visit the EOC website or contact the EOC for the full version of the Code.




- - e —— ——— ~

- = - e e~ e _— e ————
= et e e ———r = =3

% P — e rh - NG SRR Bk A ST RS VR R - CRIRIBURIRAI) RRBEZER - WRERED A
AR BRI ERMEARS -

Almost every one of us may be permanently or temporarily disabled at some point in life. The
Disability Discrimination Ordinance (DDO) has defined disability broadly to cover most illnesses and
impairments a person may encounter.
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Determination of unjustifiable hardship involves
consideration of:
e The reasonableness of any accommodation sought;
e The benefit or detriment likely to affect the person
:f?;:g;?ﬁ?at?::g?'::;dation refer§ to with a disability and other people: -
an employment pracgiléztment;omob, e The effect on the person Withl a Qisablllty if
environment that makes ’it %ro;s?blwork accommodation could not be provided:

=IO e The financial circumstances of the employer and

an individual with a disabili j
ity to idl |
T opportunit{/ | enjoy expenditure required for providing accommodation.
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The DDQ protects persons with disabilities
fromldlscrimination and harassment when
applying for a job and in employment. It is
unlawful for an employer to discriminate.a job

applicant/an employee on the gr
nt/an e ound of
person’s disability unless: ’ i
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* The person, because of his/her disability, is

unable to perform the inherent i
et requirements

* Provision of accommodation
ovisio would cause
'\ unjustifiable hardship to the employer.
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See Chapter 5: Inherent Requirement, Reasonable Accommodation and Unjustifiable Hardship
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In recruitment and in employment, it is unlawful for an employer to dlgcr|m|nate
a job applicant/employee with a disability on the ground of his/her disability.

RBEE Workplace lssues
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See Chapter 2: Application of the DDO in Employment
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y a tough call whether to disclose a disabili
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people don’t want to lose out on an employmyent

* A person has the right to choose not to disclose his/her disability;

* But sometimes the emplo i
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B See Chapter 6: Managing Recruitment
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What is he up to?

Is he going to do
something to me?
Should | let him know more

about my illness?
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The DDO does not prohibit questions/information request about a
person’s disability. However, medical information is private and

personal. It should be obtained on a need-to-know basis, always
and only for the consideration of the following:

e Whether the person’s disability makes him/her unable to perform
the inherent requirements of the jobs

e What would be the reasonable accommodation to assist the
performance of those requirements without causing unjustifiable
hardship.
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BIEREBME ?
She's been off sick for
quite a while... Should |
try to find out more
about her condition? Is
she going to think that
I'm harassing her?
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As in recruitment, employer | .
disability does not affect consideration for promotion, transfer and

dismissal, unless the disability m ‘
requirement of the job and provision of accommodation.
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She's my best pick!
_..but she’s got
a disability...
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e When an employee’s disability keeps the person from

coming to work, reasonable accommodation (e.g. granting
of sick leave) should be considered;

e Employees have the responsibility to provide their employer
with adequate information in order for provision of

accommodation to be considered.
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See Chapter 8: Managing Promotion, Transfer and Dismissal
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See Chapter 7: Managing Disability Related Workplace Absence



Who is liable for discrimination?
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Employees, irrespective of their positions
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How can the EOC help?
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Lodging a Complaint

A complaint should be lodged with the EOC within 12 months of the
occurrence of the incident. The EOC would conduct an investigation
and endeavour to settle the complaints by way of conciliation. If a
case is not settled, the complainant can apply for legal assistance
from the EOC. Alternatively, the complainant may apply for legal aid
from the Legal Aid Department or institute own legal action.
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See Chapter 12: Equal Opportunities Commission
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*All characters bear no implication to any particular disability, gender or race.

2722222 LLL]

FTHBEeRRY

Equal Opportunities Commission

&= bt Address 41 16
16/F., 41 Heung Yip Road,Wong Chuk Hang,
Hong Kong

@ & Enquiries 2511 8211

= EE Fax 2511 8142

= FE Email eoc@eoc.org.hk

( -
e ik Website www.eoc.org.hk
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