HIV/AIDS Workplace Policy – Development Alternatives, Inc.

ALL LOCATIONS AND CLASSIFICATIONS OF EMPLOYEES (A,B,C,D,E,F)

Development Alternatives, Inc. (DAI), recognizes that HIV (Human Immunodeficiency Virus) or AIDS (Acquired Immune Deficiency Syndrome), the most serious stage of disease progression resulting from HIV infection, pose significant and delicate issues for the workplace. Accordingly, DAI has established the following guidelines and principles to serve as the basis for handling employee situations and concerns related to HIV infection and AIDS.  These guidelines apply to all DAI employee classifications as noted above as well as DAI job applicants and job seekers.  

1. DAI does not tolerate any distinction, exclusion, or preference made on the basis of real or perceived HIV status that affects the equality of opportunity and treatment in employment, training, job security or any other conditions of employment. 

2. DAI is committed to maintaining a safe and healthy work environment for all employees. This commitment stands on the recognition that HIV is not transmitted through any casual contact. 

3. DAI will treat HIV infection and AIDS the same as other illnesses in terms of all employee policies and benefits, including health and life insurance, disability benefits and leaves of absence.  

4. DAI’s HIV/AIDS workplace policy is compliant with United States federal, state, and local laws.  This is inclusive of the employment laws that impact HIV such as the Americans with Disabilities Act, Family Medical Leave Act, COBRA and HIPPA legislation.   Further information on the above legislation can be obtained from a representative of the Office of Human Resources. 

5. In accordance with the law,  DAI will provide reasonable accommodations for employees and applicants with disabilities who are qualified to perform the essential functions of their positions. This applies to employees and applicants living with HIV infection and AIDS. Generally, disabled employees have the responsibility to request an accommodation. It is the policy of DAI to respond to the changing health status of employees by making reasonable accommodations. Employees may continue to work as long as they are able to perform their duties safely and in accordance with performance standards.  Individuals are encouraged to contact their direct supervisor or a representative of the Office of Human Resources for assistance in making reasonable accommodations.

6. Coworker concerns will be handled in an educational fashion. Supervisors and managers are encouraged to contact the Office of Human Resources for assistance in providing employees with information and assistance.  Recognizing the need for all employees to be accurately informed about HIV infection and AIDS, DAI will make educational materials available for those who request information.

7. Coworkers are expected to continue working relationships with any employee who has HIV infection or AIDS. Coworkers who refuse to work with, withhold services from, harass or otherwise discriminate against an employee with HIV infection or AIDS will be subject to the same disciplinary procedures that apply to other policy violations. 

8. Information about an employee’s medical condition is private and must be treated in a confidential manner. In most cases, only mangers directly involved in providing a reasonable accommodation or arranging benefits may need to know an employee’s diagnosis. Others who may acquire such information, even if obtained personally from the individual, should respect the confidentiality of the medical information. 

DAI encourages its worldwide projects and subsidiaries, especially those located in regions that are more susceptible to HIV/AIDS, to develop and implement staff education strategies and policies in accordance with home office guidelines and host country labor laws. DAI recognizes that these workplace guidelines may be amended in order to comply with the employment laws of the host country of overseas based locations.

If you have questions about this policy, its interpretation, or the information upon which it is based, please contact the President/Chief Executive Officer (CEO) or a representative of the Office of Human Resources.

