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CSR and Persons with Disabilities as 

Stakeholders 

The legally-binding quota for the employment of 

persons with disabilities was revised upward to 

2.0% in April this year, and now covers businesses 

employing 50 people or more. The payment of 

failure to meet the quota will be broadened to cover 

companies with 101 workers or more by 2015. 

Furthermore, the expected revision to the Law for 

Employment Promotion of Persons with Disabilities 

in 2018 will make it mandatory to hire persons with 

mental disorder. While these changes have made 

businesses more interested in employing persons 

with disabilities, the ratio of employees with 

disabilities vis-à-vis the entire workforce in a 

business has still remained low. As of June 1, 2012, 

the ratio stands at 1.69%, and only 46.8% or less 

than one half of all the companies in Japan have met 

the quota.  

Despite recent increase in the number of companies 

that regard the employment of persons with 

disabilities as important part of their CSR 

(Corporate Social Responsibility), the survey by the 

National Institute of Vocational Rehabilitation in 

2010 on 500 businesses that employed 101 or more 

people (responded by 21.3% of the questioned 

entities) shows that 72.4% of the respondents did 

"not consider the employment of persons with 

disabilities to be part of their CSR".   

These results make me believe that it is important to 

promote quality employment for persons with 

disabilities rather than hiring them merely to meet 

the quota. This, I further believe, makes it necessary 

to regard the employment of persons with 

disabilities as continual and substantial CSR 

activities by corporate entities. This is because, as 

the above survey results indicate, employment of 

persons with disabilities will not benefit both such 

people and businesses unless they are hired on 

continual basis. Thus, this type of employment must 

mean something more than mere compliance or 

social contribution to ensure businesses continue 

hiring them as part of their commercial activities. I 

believe that it is essential for both businesses and 

persons with disabilities to regard those people as 

"as employees as stakeholders" capable of 

contributing actively to employers and to society 

rather than as "weaker members of society". The 

ISO 26000 standards on social responsibility, which 

I will detail later, define the stakeholder as 

"individual or group that has an interest in any 

decision or activity of an organization."  

While this sounds obvious, the "employees as 

stakeholders" have the following characteristics: 

persons with disabilities, as opposed to corporations, 

provide opportunities for organizations to 

accommodate disabilities. Secondly, employees with 

disabilities must deal with other stakeholders in a 

responsible manner. Therefore, each employee with 

disability, as part of the organization, must have a 

sense of mission to contribute to society through his 

or her own work. Furthermore, businesses as part of 

society should work on employing persons with 

disabilities with the recognition that anybody could 

have disability in their own lives. The author feels 

this acutely as a worker with disability.  

Then, how can we realize this? It seems that the key 

words are "accommodation of persons with 

disabilities" and the "use of ISO 26000". 

 

Persons with Disabilities as Stakeholders 
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Convention on the Rights of Persons with 

Disabilities & reasonable accommodation

（accommodation of disabilities） 

The Japanese Government is at present getting ready 

to ratify the Convention on the Rights of Persons 

with Disabilities, which was adopted at the 

December-2006 UN general assembly (and went 

into effect in May, 2008). Once ratified, the 

convention will require relevant national 

employment laws to be enacted including the 

revision of the Law for Employment Promotion of 

Persons with Disabilities. Article One of the 

Convention says that "The purpose of the present 

Convention is to promote, protect and ensure the full 

and equal enjoyment of all human rights and 

fundamental freedoms by all persons with 

disabilities, and to promote respect for their inherent 

dignity" (Article 1). The convention is characterized 

by the concept of "reasonable accommodation," 

which means "necessary and appropriate 

modification and adjustments not imposing a 

disproportionate or undue burden, where needed in a 

particular case, to ensure to persons with disabilities 

the enjoyment or exercise on an equal basis with 

others of all human rights and fundamental 

freedoms" (Article 2). It further defines the denial of 

reasonable accommodation as "discrimination 

against disabilities". 

Article 27 on labor and employment intends to 

ensure and promote the realization of rights to work, 

and prohibit discrimination on the basis of disability, 

saying that "work environment that is open, 

inclusive, and accessible to persons with disabilities. 

Item 1-(i) calls on ensuring that reasonable 

accommodation is provided to persons with 

disabilities in the workplace. This is closely linked 

with item 1-(a), which prohibits discrimination on 

the basis of disability with regard to all matters 

concerning all forms of employment, including 

conditions of recruitment, hiring and employment, 

continuance of employment, career advancement 

and safe and healthy working conditions.  

This accommodation of disabilities, when realized, 

will help create society where one can work even 

with disabilities. It will, in turn, improve the quality 

of employment with or without disabilities.  

Each company, therefore, will have to practice 

reasonable accommodation in order for the Japanese 

Government to ratify the convention and implement 

its philosophy. At the same time, support in terms of 

policy and system must be provided to cover issues 

that businesses alone cannot address, to ensure that 

unbalanced or excessive burden will not be imposed. 

What is more important is for businesses to practice 

accommodation of persons with disabilities 

voluntarily. Specifics of accommodation of 

disabilities vary according to the nature of 

disabilities, and so do the conditions of disabilities 

from one person to another even within the same 

disability category. Accommodation of disabilities 

could be variable by occupations and industries as 

well as the work environment where persons with 

disabilities work. Thus, I believe that businesses will 

have to utilize ISO 26000 as a guideline in the future. 

This seems to be relevant to sheltered employment 

as well. 

 

Use of ISO 26000 for employment of persons 

with disabilities 

ISO26000: 2010 (Guidance on social responsibility: 

to be called "the standard"), issued by ISO 

(International Organization for Standardization) 

serves as a guidance for all kinds of organizations 

including businesses to fulfill their social 

responsibility. With no internationally accepted 

common definition of CSR in existence and multiple 

CSR standards and initiatives available, this 

standard has worked to offer the common definition, 

and demonstrated one direction for organizational 

social responsibility. Unlike conventional 

management ISO standards (such as ISO9000 and 

ISO14000) that require third party certification, this 

particular standard is distinct in that it is guidance. It 

uses the terminology "social responsibility (SR) 

rather than CSR as it covers all kinds of 

organizations. I would add that Japan converted it 

into JIS Z 26000 as of March 21, 2012.  

The standard defines social responsibility as 

"responsibility of an organization for the impacts of 

its decisions and activities on society and the 

environment, through transparent and ethical 

behaviour that  
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-contributes to sustainable development, including 

health and the welfare of society; 

-takes into account the expectation of stakeholders; 

-is in compliance with applicable law and consistent 

with international norms of behaviour; and  

-is integrated throughout the organization and 

practised in its relationships. 

 

The standard cites as guidance to follow in 

practicing social responsibility "the seven principles 

of social responsibility, which include; 

1)  accountability,  

2)  transparency,  

3)  ethical behavior,  

4) respect for stakeholder interests,  

5) respect for the rule of law,  

6) respect for international norms of behavior, and 

7) respect for human rights. 

It further says that through stakeholder engagement, 

("activity undertaken to create opportunities for 

dialogue between an organization and one or more 

of its stakeholders, with the aim of providing an 

informed basis for the organization's decisions"), the 

organization should confirm to stakeholders that it 

ought to consider, mutual impacts and expectations. 

It goes on to say that the organization should 

address the following the seven core subjects, which 

are "Organizational governance", "Human rights", 

"Labour practices", "The environment", "Fair 

operating practices", "Consumer issues", 

"Community involvement and development". (See 

fig. 1) 

 

Fig1: The seven core subjects 

All organizations including businesses are now 

required to practice social responsibility according 

to the above guidance. There has been increasing 

number of Japanese companies that publicize their 

CSR and sustainability reports by reviewing and 

assessing their activities in line with the standard 

and the seven core subjects.  

The most outstanding contribution by the standard 

to the employment of persons with disabilities, one 

of the important issues that the standard addresses, 

is that it shows how businesses can and should 

employ persons with disabilities voluntarily and 

continuously. More specifically, the guidance 

suggests that 1) accommodation of individual and 

specific disabilities should be realized through 

stakeholder engagement and through the dialogue 

between the business and stakeholders including 

employees with disabilities, and that 2) "social 

responsibility" should be integrated into businesses, 

or the mechanism that allows the practice of 

consistent employment of persons with disabilities 

to be built within the business by accumulating 

efforts specified as 1). 

What constitutes the essential basis for such 

development is mutual trust between the two parties 

and readiness to explore solutions to issues.   

*Those who are interested in greater details are 

kindly invited to read the following articles and (co-

authored) books by the author of the above article. 
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