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>> EMILY McDONALD: All right. Hello, everyone! Welcome to Disability:IN's exclusive webinar: Disability Inclusion in the EU: A Legal Analysis to Guide Corporate Responsibilities Under New EU Disability Inclusive Legislation. My name is Emily McDonald, Senior Director of Learning and Workforce Development at Disability:IN. Our panelists today are Frank Justice, Vice President Cash Strategy and Acceleration at Bayer; Giula Faedo, Sustainability Reporting Technical Manager at European Financial Reporting Advisory Group; Jill Houghton, President and CEO at Disability:IN; Dr. Julia Sitter, Partner at White & Case; and Ted Kennedy, Jr., CoChair of the Disability Equality Index, Past Chair of the American Association of People with Disabilities, and Partnership at Epstein Becker Green. 
Our moderator for today is Reid Jewett Smith, Director of Research and Policy at Disability:IN. Now, before I turn it over to our panel, for anyone who has dialed in or cannot see the screen, I will be running through a PowerPoint slide regarding housekeeping items. 
So, as an attendee, you are in viewonly mode, meaning you can watch the presentation and participate in the moderated Q&A. You cannot share audio or video. So, please feel free to submit your questions for our panel in the Q&A box any time during the conversation. They'll do their best to answer all questions, either throughout or at the end of the webinar. This webinar is being recorded, and the recording will be posted on the Disability:IN website when available. 
ASL and live captioning are both being provided during today's webinar. To start viewing the captioning, simply select the CC, or closed caption icon, in the meeting controls. Feel free to click and drag the closed captioning box to move its position in the meeting window. We will also post a StreamText link in the chat. Our ASL interpreter videos will be spotlighted for the duration of the webinar. Also feel free to pin the interpreters. If you need any assistance during the webinar, please feel free to reach out to me directly through the Q&A or via email at Emily.M@disabilityin.org. I'll now take down my housekeeping slides and hand it over to Jill! 
>> JILL HOUGHTON: Thank you so much to all those who are joining us today. Thank you, Emily. And thank you to our panelists. Today, we are kicking off Disability Employment Awareness Month. And what we like to say at Disability:IN is that today is really the first day where, like, we start that ripple effect, not just for the month of October, but for the 365 days a year. Because while we know that we've made a lot of progress around disability employment, we know that we have so much more work to do. And you're in for a treat. We are in for a treat today, as we dig into doing two things. We are going to examine the impact of the new European Union legislation on corporate disability inclusion. So, we are going to go deep into learning about the Corporate Sustainability Reporting Direct yoiv, the Corporate Sustainability Due Diligence Directive, and the European Accessibility Act. 
And we have the great honor to hear from a panel of experts that really cover the gamete, right? We have international regulator; we have attorneys, business leaders, board members, and disability advocates. So, before I turn it over to our moderator, I just want to give a special thanks to White & Case, which has been a partner, one of the world's preeminent global legal firms that has joined us on this journey, along with the Thomson Reuters Foundation, to really analyze these reporting standards as a part of the suite of the European Union legislation. And a special thanks to the European Financial Reporting Advisory Group. Boy, there's a lot of acronyms here! So, just really excited that we have Giula Faedo from the authoring body. 
So, now I get to turn it over to Reid Jewett Smith, who is our Director of Policy and Research at Disability:IN, and is going to be moderating today's webinar. 
>> REID JEWETT SMITH: Awesome. Thank you, everybody. So happy to have you all here. Good morning and thanks, again, for being part of our web in about the evolving corporate responsibilities in the European Union that impact companies around the world and their disability engagement and employment strategies. Today, we are here to learn more about these three key pieces of legislation: The Corporate Sustainability Reporting Directive, which we'll refer to as the CSRD throughout the hour; the Corporate Sustainability Due Diligence Directive, or CSDDD; and the European Accessibility Act, or EAA. When I'm done with these remarks, I will put them in the chat so everybody can see how we're using these acronyms. 
But the really important thing is that, together, they create a robust framework to increase disability inclusion in the European Union and beyond, since the principle of extraterritoriality belongs to all three. 
We will hear first from Giula Faedo, the Sustainability Reporting Technical Manager from the European Financial Reporting Advisory Group, or EFRAG. Gulla's an expert in the inclusion of disability in the social and business conduct standards in the new European Sustainability Reporting Standards, or ESRS. 
Then we have the pleasure of hearing from Dr. Julia Sitter, a partnership at White & Case, the law firm that worked with us to produce a legal analysis of the new legislative environments in the EU that bring these three pieces of legislation together. I want to reiterate what Jill said, we are so grateful to Dr. Sitter and, particularly, her colleague, Constantine Nuremberger, and the entire White & Case legal team for their leadership on disability inclusion. 
And then, it will be my pleasure to invite commentary from two discussants. We're joined by Ted Kennedy Jr., who is the CoChair of the Disability Equality Index and a partnership at Epstein Becker Green, as well as Frank Justus, a Disability:IN board member, also the VP of Cash Strategy at Bayer and the very proud global colead of Bayer's Enable Employee Resource Group. He's probably got on a Tshirt that tells you this. Oh, my God! I didn't even know that! That's perfect. So, that's great. So, we're excited. So, we're going to start out with two presentations, then shift gears to our discussions. We will be delighted to take questions throughout the session using the Q&A feature. Any questions that I can answer for you and direct you to resources, I will be happy to. And if time permits, we will turn back to you, our audience, at the top of the hour to dig in. 
So, thank you to everybody for being here. And now, I would love to hand it over to Giula Faedo for the EFRAG perspective to share your remarks on the ESRS. So, thank you. 
>> GIULIA FAEDO: Thank you, Reid! Good morning, everyone. So, I'm delighted to be here today. My name is Guilia. I had the pleasure to be in Dublin a couple of weeks ago, where I got to know in person the wonderful disability team. Very inspiring people who are dedicated with strong passion to promoting the full inclusion of people with disabilities. (?) the Chair of EFRAG Sustainability Reporting Board, asked me to send his apologies for not being able to attend today due to professional commitments. He also asked me to convey his greetings and express his enthusiasm for all your work and dedication to fostering the employment and inclusion of people with disabilities. 
EFRAG is the organization appointed by the European Commission to provide technical support, technical assistance, on the European Sustainability Reporting Standards, the socalled ESRS. So far, the first set of standards, we usually call Set 1 or Sector 6 standard, have been delivered and adopted by the Commission. They were published in the European official journal last December. 
The European Corporate Sustainability Report and Directive established a mandatory sustainability reporting regime for large companies in Europe. The Directive is very ambitious in terms of content and scope, because practically speaking, next year, there will be more than 45,000 companies publishing a sustainability report adopting the European Sustainability Reporting Standards. 
The Corporate Sustainability Reporting Directive and the European Standards' key objectives are to ensure transparency and accountability. And the goal is really helping pushing companies to play a leading role, an active role in the transition towards a more sustainable economy and a more inclusive economy. 
The Directive, and in particular, the European Standards, address the quality issue and the compatibility issue of sustainability information, by placing, as a matter of fact now, sustainability reporting and financial reporting on the same level. 
Sustainability reports will be subject to a mandatory audit. That's a big change compared to the previous directive, so reports will be audited starting with a limited assurance and then moving to a reasonable assurance, a stronger assurance. And therefore, the adoption of a common set of standards for within Europe and the assurance will translate into reliability, verifiable, comparable and digital information on the sustainability performances of companies. 
The standards, the ESRS cover a full range of environmental, social, and governance matters, focusing on social, where mainly disability is covered. So, the social standards are clustered into four stakeholder groups. We have workforce as one, workers in the value chain as two, affected communities as three, consumers and end users as four. And those four groups represent what we call the topic level. 
Then, for each topic, there are different subtopics, and then the subtopics are split into subsubtopics, so we have three layers. And the idea is that the list of topics, this map of topics, subtopics, and subsubtopics, will guide companies in the identification of their own sustainability matters, the crucial ones. Then, once the companies have identified their own sustainability issues, companies will have to report on them according to the ESRS requirements. 
So, for social, for example, again, we have four topics, on workforce, workers in the value chain, affected communities, consumers and end users. For the first two groups on workforce and workers in the value chain, as a subtopic, there's equal treatment and opportunities for all. And then, for this subtopic, there is employment and inclusion of persons with disabilities as subsubtopic, together with other subsubtopics. So, employment and inclusion of persons with disabilities is one of the subsubtopics for own workforce and workers in the value chain. 
For most of the topics, and I'm talking across environment, social, and governance, the European Sustainability Reporting Standards require companies to disclose on the policies, actions, and targets they put in place to manage the material sustainability matter. So, in case, for example, a company has identified a person with disability as a material topic, then the company has to describe policies, actions, and targets for making the workplace more accessible, more inclusive; actions to prevent any kind of barriers; processes for getting inputs from people with disabilities about employment challenges they face. 
Then, for some of the subtopics and subsubtopics, the ESRS also requires a matrix. So, ESRS, or S1 on workforce, there is a specific metric related to disability. I'm referring to the metric S1.12 that requires companies to disclose the percentage of its own employees with disability. In addition to that, the company may disclose the percentage of employees with disability with the breakdown by gender, so there's an optional breakdown by gender. 
Plus, also the socalled phasing option for this metric, meaning that a company can omit this information for first year of reporting. 
So, overall, we have policy actions and targets; we have a specific metric on disability; but then, disability is also tackled directly or intrektly within the ESRS, in other parts. I think it's important also to mention a specific requirement for own workforce, the S1.17 about incidents, complaints and severe human rights impacts and incidents, because that disclosure requires the company to disclose workrelated incidents of discrimination on the ground of gender, racial or ethnic origin, nationality, religion or belief, disability, age, or other relevant form of discrimination. So, disability is explicitly mentioned as a possible form of discrimination, and companies, again, have to report on them. 
Then, I think it's also important to mention a subsubtopic for the S4 stakeholder group, consumers and end users. And I'm referring to access to product and services is one of the subsubtopics, and therefore, here, we are talking about services and products accessible to people with disabilities. 
And then, just to mention, disabilities also address outside the social pillar, in governance, for example. Companies shall disclose the composition and the diversity of the members of their administrative, management, and supervisory bodies. The request, precisely, is by gender, but the disclosure says that the company can use other aspects of diversity they consider relevant, so disability could be one of these aspects. 
ESRS refers and includes the definition of person with disabilities provided by the United Nations Convention on the Rights of Persons with Disabilities, which emphasizes, in particular, the interaction between the individual with a health condition and the societal barrier they face. We know disability is not just about the impairment itself, but it's also about the societal barriers that limits participation, employment, and inclusion. 
We know that there are differences across EU member states in terms of definitions, in terms of practices. Then there are all the issues related to data protection, data privacy, and indeed, certain countries have expressed concerns related to the data collection across the social in general, but also related to disability. And that's why there's the caveat in the ESRS, in the metric, S1.12 that refers to legal restriction on the data collection. So, the company shall disclose the percentage of persons with disabilities among its employees subject to legal restriction on the collection of data. 
Again, we are facing similar issues with other social topics due to the lack of a common definition across European member states, but again, having multiple definitions. 
We know disability is an evolving concept. Terminology has been changing, and it will keep changing. It's a dynamic journey, and ESRS will be part of this journey because the ESRS will be revised every three years. 
I'm checking the time. I mean, I would be more than happy to keep talking. In terms of content, I hope I gave a quite clear picture of the ESRS, so I'm happy to give the floor to the other Julia. 
>> REID JEWETT SMITH: Wonderful. Thank you so much. That was an invaluable overview. And now, Dr. Sitter, I'd love to invite you to pick up there from our sort of deep dive into the ESRS to think about the broader ecosystem of how CSRD interacts with the Due Diligence Directive and the Accessibility Ability. So, thank you, Giula and onto you, Julia. 
>> JULIA SITTER: Thank you very much. I'm very honored to present today the results of our analysis on three key European Union directives, the CSRD, the CSDDD, and the EAA. Each directive has a distinct role in promoting corporate transparency, human rights, and accessibility. 
So, this is the report we prepared. It concludes that the three directives contain guidelines that encourage, and in some instances, mandate companies to disclose their actions and the impact of these actions on persons with disabilities. The structure of our report is as follows. So, we start with an overview of the three directives with an emphasis on when the three directives became effective; to whom the directives are applicable; and what the directives require companies to do. 
In the second chapter, we explain in more detail the impact of CSRD, CSDDD, and EAA. And in the third chapter, we answer the question of when companies need to start changing their behavior to fulfill the obligations of the three directives. 
Before I go into the details of our findings, you know I am a lawyer, and therefore, I have to point out the following: The report is no legal advice. So, if you need legal advice on the three directives, ask your legal department or your external counsel. 
And now, let's talk about the findings of our report. The obligations stipulated by the three directives address not only EU companies but many thirdcountry enterprises that do business in the EU. Whether your company is within the scope of one of these directives depends on the applicable threshold; for example, net turnover or number of employees, and needs to be assessed on a casebycase basis. 
This hopes to enhance corporate transparency by requiring companies to report on a wide range of sustainability topics, including the inclusion of persons with disabilities. This directive places a significant responsibility on companies to integrate and disclose disabilityrelated data in their sustainability reports. 
As you have just heard, the CSRD mandates the use of the European Sustainability Reporting Standards. These were issued as a delegated regulation, and are, therefore, directly applicable in every EU member state without the need for transposition. It consists of more than 280 pages and provide detailed guidelines on how companies should disclose information related to the sustainability practices, ensuring consistency and compatibility across the EU. 
So, here are the key obligations under the CSRD specific to disability inclusion. First, companies must disclose detailed information on how they include persons with disabilities in their workforce. This includes policies aimed at ensuring nondiscrimination and diversity. For instance, the company must report on its hiring practices, showing whether they have specific measures to encourage the employment of individuals with disabilities. 
Second, companies are required to collect and publicly report data, such as the percentage of their employees who have disabilities. This includes how well these employees are represented at different levels of the company, including leadership positions. 
Third, companies must ensure that their sustainability reports are accessible to persons with disabilities, which includes using formats that people with different types of disabilities can engage with. 
Fourth, companies must report on both the impact they have on sustainability matters, including disability inclusion, and how sustainability issues affect their financial performance. This double materiality principle ensures that disability inclusion is not only seen as a social responsibility, but also as a material risk or opportunity for the business. 
The transposition period of the CSRD expired in July of this year. However, currently, only a few EU member states have transposed the CSRD into their national laws. 
The next is the CSDDD. This directive mandates that companies identify, prevent, and mitigate adverse impacts on human rights and the environment throughout their supply chains. The direct impact of the CSDDD on the way companies interact with disability, however, the focus on human rights creates a framework that indirectly protects the rights of persons with disabilities. (?) 33 of the CSDDD mentions that companies should consider additional standards as part of the riskbased human rights and environmental due diligence referencing the Convention on the Rights of Persons with Disabilities. While there are some binding provisions, they assist in interpreting the Directive, Article 27 of the Convention on the Rights of Persons with Disabilities, which prohibits discrimination based on disability in all matters concerning employment and mandates equal opportunities and remuneration for work of equal value, may be particularly relevant. 
The CSDDD may indirectly influence corporate behavior in several ways, such as encouraging companies to consider accessibility standards in the operations and supply chains, potentially improving accessibility for persons with disabilities. 
Companies conducting due diligence may prioritize inclusive employment practices, including hiring, training, and accommodating employees with disabilities; thereby, creating more opportunities for individuals with disabilities to participate in the workforce. The directive's requirements for responsible sourcing and supply chain management could also indirectly benefit persons with disabilities by promoting fair labor practices and avoiding exploitive conditions that may disproportionately affect vulnerable groups, including workers with disabilities. 
The key obligations under the CSDDD include the following: First, companies are required to perform due diligence on their entire supply chain to identify and prevent human rights violations. This includes assessing risks to persons with disabilities and taking preventive measures. For example, companies must examine whether their suppliers comply with antidiscrimination laws, including those related to disability. 
Second, if any risks are identified, companies must develop and implement mitigation strategies to address the potential or actual adverse impacts. This could involve revising contracts with suppliers to ensure they meet the required human rights standards or providing training to business partners on how to ensure accessibility for persons with disabilities. 
Third, companies must continuously conduct risk assessments that include potential impacts on human rights, such as the mistreatment or exclusion of persons with disabilities within their operations or supply chains. This involves setting up internal processes to monitor risks and taking actions, when necessary, to protect vulnerable groups, including persons with disabilities. 
Fourth, inscope companies must publicly report their efforts and progress in ensuring human rights compliance, which can include the treatment of persons with disabilities. This transparency obligation ensures that companies are held accountable by stakeholders for their human rights and environmental impact. 
The CSDDD entered into force of July this year and may be transposed into national law in the next two years with a phased application beginning in 2027 and various deadlines extending up to 2029, depending on the company's size and turnover. 
The third directive that we examined was the EAA. The EAA focuses on enhancing the accessibility of products and services within the EU market. This directive established clear obligations for companies to ensure their products and services are usable by persons with disabilities; thereby, promoting an inclusive market. 
The key obligations under the EAA include the following: First, companies must ensure that their products and services meet specific accessibility standards. This includes making products usable for persons with disabilities, either by adapting the product itself or providing assistive technologies. For example, websites and eCommerce platforms must be designed to be navigable by individuals with visual impairments. 
Second, before placing a product on the market, manufacturers must carry out a conformity assessment to ensure that their products meet the required accessibility standards. This process involves producing technical documentation that shows how the product complies with accessibility requirements. 
Products that meet the accessibility criteria must be marked with a "CE" symbol, which is short for conformity European. And you may have already seen the CE sign on products, and this sign indicates that the product conforms to the required standards. This marking is essential for products to be sold in the EU and serves as guarantee of accessibility compliance. 
Fourth, once a product or service is on the market, companies are required to continuously monitor it to ensure it remains compliant with accessibility standards. If a product no longer meets the required accessibility standards, companies must take corrective actions, which may include withdrawing the product and cooperating with market surveillance authorities. 
The transposition period of the EAA elapsed already in June 2022. The new rules will apply to products and services placed on the EU market after June 28th, 2025. 
Together, the CSRD, the CSDDD, and EAA have an enhanced framework to protect persons with disabilities in the EU. While the directives impose a wide range of new obligations on companies, such as comprehensive reporting requirements  we have heard about that 280page ESRS  they also foster greater inclusion. By mandating transparency and accountability, these directives encourage companies to actively promote the inclusion of persons with disabilities in the workforce and society, ultimately creating a more equitable workplace. Thank you. 
>> REID JEWETT SMITH: Dr. Sitter, that was wonderful. Thank you so much. It's my pleasure to invite our discussants. Ted, I think we'll come to you first. And I would just love to invite you to share some of your thoughts on sort of the highlevel overview on the impact of this legislation, primarily from the U.S. perspective. And if you care to, I'd love to hear more about your thoughts on how this new dimensions of transparency might affect investor behavior and the way that they think about materiality, and maybe tie this a bit into the broader business case for disability inclusion. So, thank you so much. 
>> TED KENNEDY JR: Well, thank you, Reid. It's good to be here. It's good to be with all the panelists today. Hello, everyone. My name is Ted Kennedy Jr. I'm CoChair of the Disability Equality Index, Immediate Past Chair of the American Association of People with Disabilities, and Partnership at Epstein Becker Green. 
Just a couple of words of introduction. First of all, I commend the European Union for leading the world in creating this bold, new, legal framework that formally recognizes disability inclusion as a key component of corporate sustainability reporting. Business leaders know that disability inclusion isn't just a matter of ethical responsibility; they understand the unique value that people with disabilities bring to their organizations and why companies that hire people with disabilities are more profitable and sustainable across many different financial metrics. 
As CoChair of the Disability Equality Index, now working with over 250 Fortune 500 companies, many of whom have existing operations in the European Union, or are domiciled in the European Union, are already well on their way to meeting these new directives. And I want to continue to work with them and other companies around the world to achieve their inclusion goals and to raise this issue, as well, among shareholders and responsible investors who are seeking to understand this new core sustainability initiative. 
So, I think these new directives  CSRD, EAA, and CSDDD  have a tremendous impact on the business community, on investors, and yes, on individuals with disabilities. 
So, the first question is: Why is this so important for individuals with disabilities? Those of us who have been involved in the disability rights movement on a global scale have been working in legal, legislative capacities, organizing, making disability akin to human rights and civil rights across the world. We've realized that, in order to obtain and achieve full equality, we need to partner with companies who share our vision and goal for a more just and equitable society, and that is why nearly every single global disability rights organization is embracing this initiative to call on companies to measure and disclose their progress towards disability equality and inclusion. 
I believe that this initiative in the EU will have a tremendous impact on economic independence, independent living and equality and justice for people with disabilities in the EU, because for the first time, as the two Julias just elucidated, companies are going to be required to measure and report on such things as workforce participation of individuals with disabilities. 
And I think it's also important that now, leading institutional investors around the world  these are many of the largest pension plans, financial institutions  are also calling on corporations to benchmark and disclose the progress that they're making towards disability inclusion. So, I'm happy to say that many, many companies are already disclosing this information or already participating in the Disability Equality Index and can show what are the practical steps that companies can take in being a leading company on disability inclusion. So, I think it's going to have a major impact on individuals with disabilities who are able and willing to work. 
We grew up over the last 50 years, perhaps, with a changing attitude about individuals with disabilities. For many generations, people didn't really expect individuals with disabilities to go to work, to live independently, to get married, to live in their own apartment and drive their own car and live lives like their ordinary counterparts. Now, people understand that it is not someone's physical or mental condition that creates the disability; rather, it's created in outdated policies and practices and stereotypes by society at large, so we think that this new initiative is going to dramatically accelerate opportunities for people with disabilities to contribute to their respective societies and around the world. 
Just a couple of additional points. Obviously, I could go on and on about this topic. You know, I'd like to call attention to that White & Case, the Thomson Reuters Foundation and White & Case report that Julia just identified. It's a 50page howto guide for companies wondering how will the CSRD, EAA, and CSDDD impact their organizations. And I encourage everybody on this webinar to download that report and take a look at it, because I think it really offers some practical help in better understanding what the new requirements are going to be and how to do that. 
And also, what the implications are for U.S. companies. We know this is going to have a big impact on companies domiciled in the EU. But as we just learned from the two Julias, these, through these gated timelines, implementation timelines, these new rules are going to impact any company, no matter where they're domiciled, who does business in the EU  that means that nearly every major U.S. corporation will have to also abide by these new European directives. 
I think that this is going to have broad and wideranging impact on the global corporate marketplace. I think it's going to have, obviously, an important impact on disclosure, and also on corporate governance. 
We in the disability rights community and at Disability:IN have also believed that it's not just right to measure and benchmark and disclose workforce participation  that is the percentage of people with disabilities who are working at your company  but the EU initiatives call on companies to disclose this at the highest level. And yes, even at the corporate board level. And we believe that a diversity disclosure should also include individuals with disabilities in the corporate boardroom. 
So, I'm very excited to continue to work with Disability:IN and with our investor partners and with our corporate partners to continue to drive towards a more inclusive society for everybody, all people with disabilities in the United States and around the world, and I'm happy to be here as part of this discussion. Thank you so much. 
And I invite all the participants to reach out and contact Disability:IN to learn more about the ways in which your company can do more to accelerate disability inclusion across your enterprise. Thank you so much, Reid. 
>> REID JEWETT SMITH: Awesome. Thank you, Ted. And Frank, I think we'd love to invite sort of a similar perspective from you, kind of the highlevel reaction on the importance and the perceived impact, or predicted impact of this legislation, since you sit in the EU. And I would just love to, yeah, sort of share any of your thoughts on how this sort of extension beyond the workforce really matters and how you're seeing the implications for you and your peers in the corporate EU. Yeah, thank you. 
>> FRANKPETER JUSTUS: Thank you, Reid. Every time I listen to Ted, I go, like, oh, how am I supposed to follow him, right? So, let me try by starting, wishing everybody a happy DEAM  Disability Employment Awareness Month. My name is Frank. I work for Bayer. I'm a, as you said, Reid, I'm a proud sponsor, global lead of our Business Resource Group that we call ENABLE. Yes, I do wear the ENABLE Tshirt, Reid, so I'm wondering where the camera is that you have here in my home office. I'm equally also a proud board member of Disability:IN, and I was very happy to hear Jill's introduction calling out the ripple effect. Because frankly speaking, can you feel the tide turning a little bit, right? So, let me explain what I mean with that and answer your questions, Reid, maybe through multiple lenses. 
Ripple effect in a sense of, isn't it great that now we are focusing more and more also in the social and governmental part of, I know not everybody likes the expression, but of the ESG reporting, right? So, it goes beyond the very popular environmental aspect and really focuses also on the other elements. 
Isn't it also great to see, and how powerful it is, when countries come together and drive something collaboratively, as the EU has been doing here and is continuously doing here. The U.S., with their Americans with Disabilities Act, the ADA  we were jealous about this, right? This was and is awesome! And for us, it was really also lighthouse. And I'm so happy that we took this, also this effect that ADA triggered and rippled, and now delivered as EU, also this reporting guidelines structure that we're talking about. And we're equally also curious, and I'm happy to see how that is further going to ripple other regions. Ted, you've been alluding a little bit to this, these guidelines. While they're titled EU Reporting Guidelines, they're extraterritorial. 
I saw a couple of awesome questions already flowing through the chat, and please continue putting them out there. I think one question, if I skimmed through it correctly, was reading, how is this going to impact, for example, the United Kingdom, or any other region, right? So, doing business in Europe is how this is going to impact it, no matter where a company sits, under certain conditions. So, this is really great. 
Another ripple effect, so to say, is that, yes, obviously, it impacts employees and their own workforce, but it goes beyond this, right? Yes, through the employee and on workforce places aspects like selfidentification, accommodation policies, data privacy considerations all come up again, but this goes beyond, right? We are now looking at the whole value chain of a company  the elements impacting investors and interest for investors  Ted was alluding to it. Suppliers, when we look at code of conduct, as companies, and how we're displaying this. Customer centricity coming up here with product, so the whole value chain. 
And yes, you've heard many acronyms. I apologize, I'm going to add a little bit to that. I'm calling you from my home today, and usually, my family gets a little bit aggravated when I'm using those acronyms because they think I'm playing scrabble, right? I always use these acronyms when I don't know what to do at Scrabble. I put the letters on the board and say this is a regulation, a new regulation. But these are important acronyms to remember. 
The CSRD, with their ESRS implications. It's not just people with disabilities in there. There's an element touching, yes, the Own Workforce, but also the value chain workers, right? Again, the whole value chain is covered. The management and supervisory boards, equally also addressed with this. Consumer interactions. So, I also invite and encourage you to really look at the wonderful paper, White & Case, Disability:IN put together. I think the link was put in the chat for your reference. I really invite you to dive through it, because there, I think it's a total of 11 of these ESRS standards that are touched by the topic disability inclusion and accessibility. That's fantastic, right, and if t blew my mind when I saw that. 
Or, if I take the European Accessibility Act, the EAA, on really looking on how do we now provide products to the market and ensure that they have a conformity with accessibility requirements? Otherwise, this CE mark is not obtained, potentially, right? So, what is really also powerful for Europe and beyond is, these regulations, they do have teeth, right? They come with potential penalties on nonconformity. Yes, they differ from market to market in the European Union, but it has really teeth and is very, very, very powerful. 
And unfortunately, many times, compliance is the gate opener to these discussions in our corporations. But so be it, if this is what's needed. Now this topic of inclusion and, really, accessibility, again, can be driven at all our corporations across the whole value chain and supply chain channels that we have. It's really amazing. And are we working, also in my companies on this? Yes, we are! Are we done? No! Right? 
And probably, the answer to this question will always remain no. You heard Julia also saying, there's going to be regular revision on the ESRS, every three years I think was what I picked up, right? I see you nodding, so thank you for confirming. 
There is also an increase on security level, on the reviews of what we report as well. So, the bar is increasingly going up, so we need to stay on the tip of our toes to drive this fundamental, businesscritical topic forward. So, therefore, are we done? Probably the answer will consistently say no, but we do and approach this from a progress of perfection approach. Every day we try to get a little bit better. 
So, for everyone who's listening to this and goes a little bit like, oh, God, how do I start? We've all been there. We've all been there, and to some degree, still are. So what I really invite is, use the opportunities to connect with every single one of us. Use the paper that this wonderful panel is really promoting to you. Use the councils and the resources also that Disability:IN provides, where various aspects of this also throughout the value chain are being reviewed and discussed. 
Is it the CMO Coalition? Is it the Procure Access Coalition? Are those the regional councils? And I'm really, really excited and thrilled to see how this evolves, not only in the EU, but also beyond the EU. And again, reach out to every single one of us. 
Reid, I'm going to play it back to you, because I saw so many amazing questions in the chat, and maybe we want to address one or two out of that. 
>> REID JEWETT SMITH: Yeah. And I think you did a great job, Frank, of tackling sort of a question that I think a lot of these fall into, which is about the global dimensions of this legislation and how this has clear impacts for  I think it's sort of ballparked around 10,000 companies that are headquartered outside of the EU. So, I know a lot of those will be U.S.based multinationals, some that are in the UK; and then, of course, another cluster that we see already reporting under ESRS in East Asia. And so, I'd love to just ask each of you to comment, if you have anything to volunteer around the sort of intended or what you predict as the global impact of this legislation. I don't know if anybody has sort of thoughts to expand on, on what companies headquartered outside of the EU need to be looking into, in terms of scope and timing for when they need to begin factoring this into their double materiality analyses and reporting practices. Yeah, do you want to go? 
>> TED KENNEDY JR: Hi. It's Ted Kennedy again. And maybe, Reid, you can, you know, bring us up to speed on the number of U.S.based companies that we track who are already disclosing disability as a sustainability issue. So, I don't want the listeners to come away from this conversation thinking this is kind of, you know, people are being blindsided, somehow, by brandnew regulations talking about disability as a sustainability issue, because we know that many companies are already doing this. So, maybe I'll turn it to the moderator to maybe provide a little bit of background. 
>> REID JEWETT SMITH: Yeah, I mean, I think that's interesting. So, knowing that this legislation was going into effect, we set out to look at the sort of current practices around the disclosures, particularly the quantitative disclosures around the percentage of people with disabilities in the workforce. And so, we looked at that using the Fortune 500 list as sort of a proxy for understanding what leading companies were doing. 
Here in the U.S., we found that 65% of Fortune 500 companies are talking about disability as a facet or a dimension of their sustainability reporting, but more often than not, in the form of a qualitative disclosure around an accessible product innovation, an employee resource group, a hiring initiative, or something related to sort of outreach within the community. Only 10% of U.S. companies are in the habit of putting some transparency around this, by disclosing the quantitative dimension of disability. 
And for those that are, the median selfidentification rate is actually pretty high. It's at 6%, right? So, that actually outstrips what we see year over year globally in our Disability Equality Index. 
When we look at Europe, the picture, like you said, is not coming out of nowhere. So, European companies, more of them are reporting on disability. We saw over 72% of EUbased companies are already integrating disability into their sustainability reporting practices, with about 30% of them sharing selfidentified or officially recorded disability status. 
You know, there was a great question about that in the chat that I think a lot of people are asking about, which is pertaining to the definition of disability and how that's going to work when you have nationalized definitions. So, while we know there is the definition putting the emphasis on the individuals with impairments or social barriers, but that gets messier when you go to the many member states. And so, I wanted to see if anybody has a comment about the definition piece or about how companies collect this information, since it is not mandatory for an employee to disclose this. Frank, you want to jump in? 
>> FRANKPETER JUSTUS: Yeah, I was checking if I was on mute or not. 
>> REID JEWETT SMITH: No, you're not, perfect. 
>> FRANKPETER JUSTUS: I realize I am not. That's an amazing question. Yes, it is voluntarily to disclose the information. And that is also always the trigger why it's so crucial for my company and many others as well, to keep focusing on explaining what is actually the benefit of selfidentifying, right? So, that's why I also, in my initial speech, I referred to, how do we link it to also an accommodation policy? So, how do we ensure that it is clear, like, what is in for the employee on disclosing on doing that? How do we assure that this information is still then treated also confidential, in the sense also on how do we create the trust companywide, in regards of really developing the confidence, it is okay for me to disclose, in this sense. And that is an evergreen topic, right? Are we at the end of the journey? Again, no, and we probably never will be. So, we need to constantly also reiterate the topic in regards of how is information used; what is done with it afterwards in the process, who sees it, and with that, create also the trust. And we've experienced also in some countries where we've done this, sometimes it takes employees multiple years also to develop that trust, because it's the consistency of the message and the behavior that we displayed, to then also encourage people to do that. So, we really invest in this trustbuilding foundation. And then also out of that, to drive then a higher participation in selfidentification. We do that through communications, through examples, story telling. Us as a BRG also having confidential conversations, and many, many, many more activities. 
But the best that we all can do is, again, to fundamentally embed disability inclusion in every little step that we do. I often get the question, where should this be positioned within a company, right? And my answer is everywhere! Right? No matter if there's a central role for this or not, everybody needs to be really an evangelist on accessibility and disability inclusion, in whatever function you are in. And if you need help on that, that's where we as a BRG or anyone else can come in. So, I hope I answered your question, Reid. I could go on, on this, for hours. 
>> REID JEWETT SMITH: Yes, we all could! (Laughing) I want to sort of cluster the last set of questions into kind of one bucket, because I'm seeing a lot of questions about the sort of assessment process, whether that's the sort of conformity assessment for products and services, the risk assessments that you need to conduct throughout your supply chain and its workers and users, and then the double materiality assessment. 
So, I wondered if I might invite, perhaps, Giulia, to say a couple words about the double materiality assessment around disability. Then I think we'll have to schedule a separate set of webinars just about our assessments, friends. 
>> GIULIA FAEDO: Sure. So, the socalled double materiality is the basis of the sustainability reporting, not only for disability, but, again, it is the basis of the ESRS, and this is the (?) reporting because it is the analysis that a company has to apply to perform, in order to identify its own material topics, the relevant sustainability topics that because of the impacts the company has on this topic or because of the risk and opportunities a company is facing related to this topic, the companies decide those are our relevant topic. Double, because there are actual components. We have the impact materiality by which a company will identify its own external impact on the planet, on people, on society. Therefore, this perspective is inside towards the outside. And then, there is the financial materiality, outside in, because a company will identify risks and opportunities that are, again, coming from a specific topic. 
And I know probably a slide would  but when I was trying to clarify this topic, subtopic, subsubtopic level, in the ESRS, there is a list of these topics, disaggregated in a more Golan lar level, for environment, for social, and for guidance, that a company can use to perform this materiality assessment. 
And basically, I shouldn't say, but I mean, you could use as a checklist, you go through all the topics, the subtopics, and the subsubtopics, and a company will have to reflect, do I have impact on this topic? Is this topic producing some risks and opportunities in the shortmedium term to my company? Again, I say a checklist, yes, but obviously, it's possible that a company identifies additional topics that are not on the list. So, is there for a guidance. Yeah. 
>> REID JEWETT SMITH: Wonderful. Thank you. And I just want to say to all of our attendees that we will also circulate not just a recording of this webinar, but transcripts, because I know there was a lot of very technical information, in addition to any resources. So, Giulia, we can send out your technical implementation guides and a map to understand how the standards are mapped against one another. And with that, I want to thank all of our panelists. To the two Julia/Giulias, thank you for joining us from the European Union and giving us this perspective directly from the sort of regulatory authoring body, and then from your expert legal analysis of this. And again, thank you for your partnership in helping us bring all of these resources together. And then, frank and Ted, for your incredible perspectives from different sides of the Atlantic on why this is, in fact, this incredible sort of global step in the right direction for disability and transparency. And we will be so happy to circulate everything. And thank you for joining us today. And please, look to followup webinars and information from Disability:IN on how to help you through this incredibly complex reporting directive. So, thank you, everybody! 

(Session concluded at 12:03 p.m. ET) 
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