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Preface

The primary goal of the ILO is to achieve full amabductive employment and decent
work for all, including women and young people, @algwhich has now been widely
adopted by the international community. Working &ogls this goal is the fundamental aim
of the ILO.

In order to support member States and the socréhgra to reach the goal, the ILO
pursues a Decent Work Agenda which comprises faterrelated areas: Respect for
fundamental worker’s rights and international labstandards, employment promotion,
social protection and social dialogue. Explanatiohthis integrated approach and related
challenges are contained in a number of key doctsnanthose explaining and elaborating
the concept of decent wotkin the Employment Policy Convention, 1964 (No.)12and
in the Global Employment Agenda.

The Global Employment Agenda was developed by th® through tripartite
consensus of its Governing Body’s Economic and &oeblicy Committee. Since its
adoption in 2003 it has been further articulated emade more operational and today it
constitutes the basic framework through which th@ pursues the objective of placing
employment at the centre of economic and sociatipst

The Employment Sector is fully engaged in the impatation of the Global
Employment Agenda, and is doing so through a lasg@e of technical support and
capacity building activities, advisory services gulicy research. As part of its research
and publications programme, the Employment Sectomptes knowledge-generation
around key policy issues and topics conforming e tore elements of the Global
Employment Agenda. The Sector’'s publications cansisbooks, monographs, working
papers, employment reports and policy brfefs.

The Employment Working Papeggries is designed to disseminate the main firsding
of research initiatives undertaken by the varioepadtments and programmes of the
Sector. The working papers are intended to enceueaxghange of ideas and to stimulate
debate. The views expressed are those of the &sitteond do not necessarily represent
those of the ILO.

José Manuel Salazar-Xirinachs
Executive Director
Employment Sector

! See the successive Reports of the Director-Getethk International Labour Conferen&ecent
work (1999);Reducing the decent work deficit: A global challe(@2001a);Working out of poverty
(2003a).

% In 1964, ILO Members adopted Convention No. 122mployment policy which states that “With

a view to stimulating economic growth and developtneising levels of living, meeting manpower
requirements and overcoming unemployment and ung#oyment, each Member shall declare and
pursue, as a major goal, an active policy designedromote full, productive and freely chosen
employment”. To date, 97 member States have rdtifiss Convention.

$See http://www.ilo.org/gea. And in particuldmplementing the Global Employment Agenda:
Employment strategies in support of decent worksitn” documentILO, 2006a.

* See http://www.ilo.org/employment.






Foreword

Skills development is a central factor in enablpegpple with disabilities to take part
in the labour force. Those who have had the oppiytio acquire marketable skills have
demonstrated their potential to earn a living amdtgbute in the world of work. Yet access
to appropriate skills training is not availableatgignificant number of disabled women and
men for differing reasons. In many cases, inclugigbcies are not in place and training
programmes fail to encourage or accommodate thicipation of disabled persons. In
other cases, the training available to them is atettl or fails to make the appropriate links
to the workplace or self-employment. But the facthat most disabled persons, especially
those in developing countries, fail to get any ‘meal training at all. Most remain socially
excluded and in poverty. The result is a loss déptial, with implications for individuals
and for societies.

ILO standards on Human Resources Development (@oioveNo. 142, 1975, and
Recommendation No. 195, 2004) in addition to th® IConvention concerning the
Vocational Rehabilitation and Employment of Disableersons (No. 159), 1983, are of
particular relevance to promoting access of persqtis disabilities to skills development
and life-long learning, This theme is reflectedtie UN Convention on the Rights of
Persons with Disabilities, 2006, which requiresté&tdo ensure access of disabled persons
to vocational training, adult education and lifeolearning without discrimination, on
equal basis with others.

The ILO will increase its efforts to advocate ascés adequate skills development
opportunities for disabled persons, in the comirgarg, as part of the process of
implementing these international standards. To idea solid knowledge base for these
activities, a literature review of skills developmheinitiatives targeting persons with
disabilities was commissioned, focusing in paréculon the contribution of skills
development to enhancing the productivity of disdhbersons. It is hoped that the review
will contribute to opening opportunities for disatlpersons to acquire skills which will
lead them to obtaining and keeping decent work.

Tony Powers of Powers and Associates (Australiad tise author of this working
paper. The research was guided by Barbara Murexyip6Specialist on Disability, Jo-Ann
Bakker edited and prepared the manuscript for pattin. The research was conducted as
part of the preparation of the report for the Gah®iscussion on Skills for improved
productivity, employment growth and developmenthat 97th session of the International
Labour Conference (2008).

Christine Evans-Klock
Director
Skills and Employability Department
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1. Introduction

Overview

This working paper reviews the available evidenmenecting the employment and
economic status of disabled persons with theitsskihd productivity. It examines skills
development strategies and their effect on emplogméncome-generation and
productivity in both the formal and informal secoin developed and developing
countries. It also considers the impact of policexd practices designed to assist
disabled people to achieve their productivity ptgtnat work, including workplace
accommodations and teleworking. It includes a nundfeillustrative case studies. It
concludes with key policy messages which emerga tre literature review.

The diversity of disabled people and disabilities

Disabled people are not a homogeneous group. Uikpeaple, their identities,
personal situations and needs are shaped by aphuitlyi of factors including their
gender, age, personality, location, education,ieitigncolour, class, family, religion and
sexual orientation. Disability is simply anothemdinsion of human diversity. It is a
normal part of human experience and anyone in socmy experience disability at
some time in lifé.

Disabilities are themselves also diverse in natlitee main types include sensory
disabilities, such as visual and hearing impairsiemhysical disabilities, such as
mobility and orthopaedic impairments; intellectaigabilities, such as impairments in
learning, understanding and concentrating; and hmsacial disabilities, such as
impairments brought about by mood disorders, malida behaviours and mental
ilinesses.

For each of these disability types, there is a&avfgassociated, specific needs that
might need to be met to ensure that the produgtivitindividuals is maximized. For
example, people who are deaf or hard of hearindiimigquire their supervisors and co-
workers to use alternative communication methodsh @s sign language. People with
mobility impairments might need additional attentigiven to the physical layout and
accessibility of the workplace. People with intelleal disabilities might need job tasks
analyzed and broken down into a sequence of maify @mderstood steps. People with
psychosocial disabilities might need to take moeguient breaks if their concentration is
impaired.

The specific circumstances of disabilities alsoyvand can therefore affect
individuals’ development as potential workers ahdirt ability to be productive. For
example, disabilities can be present from birttberacquired later in life. In the latter
case, the individual might have had relatively fewmoblems in accessing skills
development opportunities and might already bebésteed in the workforce; but in the

® For example, the Australian Institute of Healtid aelfare (2006), has estimated that, on
average, men from that country can expect to lwarly 19 years of their lives with a disability
(and more than five years with a "severe or profjudisability) while women, living longer, can
expect to experience nearly 21 years of disabdityl over eight years of severe or profound
disability.



former case, the individual might have faced anfare challenging pathway and been
denied training and work opportunities.

Similarly, the different cultural and societal cirostances of people with
disabilities can greatly influence their skills é&pment and ability to engage in
productive economic activity. In some countriepie with disabilities do not generally
attend school — either because they are cloistavemly by their families or because
educational institutions refuse to accept themd-ame therefore denied the opportunity
to develop important employability skills such aasic literacy and numeracy (ILO,
2007b). Attitudes towards women also have an effackome countries, where women
are generally denied the opportunity to developatiooal skills, disabled women face
additional barriers. Similarly, other factors — s the disabled person’s race, ethnicity
or age — can create additional barriers in diffesaeieties.

Because of the diverse nature and circumstanceeaple with disabilities, they
have similarly diverse employment capabilities. iHgva disability does not in itself
provide a measure of a person’s potential as aavoBeople with the same disability are
as likely as anyone else to have differing skdlsijities and productive potential.

Despite the diversity and prevalence of disabilgyereotyping of people with
disabilities continues to inhibit both their jobaseh and their career progression. The US
National Council on Disability (2007) cites Colebad Varma (1999) to highlight the
effect and persistence of such stereotyping:

People do hold clear stereotypes about what tygedisabilities lead to poor
performance on a given job, and ... these sterestyre relied upon for certain
personnel decisions, even in the light of perforceaavidence that suggests that
these stereotypes are invalid.

When considering the issues associated with praviycand disabled people, it is
critical to avoid stereotyping and homogenizatiod & acknowledge the diverse nature
of disabilities and their differing impact on indiwals. The basic message is captured
succinctly in the title of a publication of the Awsian Human Rights and Equal
Opportunity Commission (2003) that marked the l&ryanniversary of the country’s
Disability Discrimination Act: Don’t judge what | can do by what you think | cafi't

Data availability

In assessing the impact of skills development exias on the employment and
productivity of disabled persons, data limitatioreed to be recognized. First, the data
that are available owlisability in generalmake international comparisons difficult.
Inconsistency in the definitions of disability adeg by different countries and
differences in data collection methods have ledatwvide variance in estimates of
disability prevalence making it very difficult to ake meaningful international
comparisons (Yeo, 2001). This is despite the dstabkent in 1990 by the United
Nations Statistics Division (UNSD) of the Disahés Statistics Database (DISTAT) and,
in 2001, the formation by the UN Statistical Comsios of the Washington Group to
develop disability measures suitable for censusebs reational surveys. In a working
paper on disability statistics methodologies, th® (2004) points out that “useful data
on the employment situation of this population gresi rarely available at the required
level of detail and periodicity.” Metts (2000) haisggested that "published estimates of
national, regional and global disabled populatians little more than speculation and
educated guesswork".



Second, high quality globalata on the skills andmployment statusf people with
disabilities are even scarcer. The ILO (2004) nthes “useful data on the employment
situation of this population group is rarely avhitaat the required level of detail and
periodicity; in a number of countries there arerently no data at all on employment
status in conjunction with disability.” Scott CanghbBrown (2000) points out that the
data collected tend to reflect a social welfareemation, while neglecting socio-
economic indicators of the situation of disabledspas such as their generation of
income. Similarly, Yeo and Moore (2003) note theklaf internationally comparable
statistical data on the incidence, trends andibigton of impairment and disability and
point out that the “medicalization” of disabilitgsues in many countries means that the
data that are available are oriented towards heatlkier than employment and economic
development. In the developing world, data on skdevelopment and employment
among the poor in general are lacking. As Benid€99) points out:

There is an extraordinary lack of good quality, goehensive data about the
provision of training to the poor and the outputslampacts of this training effort

which, in itself, amounts to an information cridiot surprisingly, therefore, most
attempts to review the global experience of trajrfior the poor are characterised

by sweeping, unsubstantiated observations, gesatadns and recommendations
and chronic anecdotalism, with most reports reayglithe same examples of
successful and unsuccessful interventions.

Although a clear and statistically detailed inteio@al picture of the skills,
employment and productivity of disabled people targs to remain elusive, it is
possible to use the data that are available teast Isketch an outline. The economic and
skill development opportunities available to disabpeople vary enormously between
the developed and developing world, but many of gbéicy and programme design
guestions being considered — such as mainstreaveirsyis specializing or open versus
sheltered employment settings — resonate globilyhis context, the quantitative and
gualitative data that we do have still need to lesaly considered. It should be noted,
however, that many of the reports and studies hlaae been published are based on
research that is now quite old — a fact that hgitik the need for a fresh look at many of
the issues outlined below.

Disabled people in the labour market — A snapshot

While disabled people experience a high degrealmdur market disadvantage in
both developed and developing countries, the nattihis disadvantage is different.
Using Organisation for Economic Co-operation andvdd@pment (OECD), United
States (Cornell University, 2005) and Australiarug¢falian Bureau of Statistics, 2006)
data, a number of general conclusions can be dedwnt disabled people in the labour
markets of developed countries compared with nealded people.

Disabled people:

often end up in passive assistance programmes asiclisability benefits or pensions
(even if they initially receive some form of voaatal skills training). Those that do
receive such benefits have very bleak employmergpacts; as Berglind Asgeirsdattir,
Deputy Secretary General of the OECD, put it in200tarting to receive disability
benefit generally means that you will never worlaiag We found this to be the case
even in those countries that make big efforts imtegrate persons with disabilities.”



have much lower labour force participation ratder-instance, in Europe 47.8 per cent
of all people with a disability participate in tleour force compared with 71.8 per cent
of people without a disability.

(women with disabilities) have a participation rdtet is significantly lower than that of
men — 40.7 per cent versus 55.7 (in Europe).

with “severe core activity limitation§'have very low participation rates — 33.7 per cent
for men and 26.8 per cent for women (in Australia).

are less likely to be employed full time — considgrall working age people, there was
a 40.3 percentage point gap in the employmentimatiee United States and a 28 point
gap in Australia.

are over-represented among the long-term unempl@yede than one year) - 32 per
cent of all disabled jobseekers are in this categmmpared with 23 per cent of
jobseekers without a disability (in Australia).

earn less when thegre employed full time — in 2005, in the United Statémere was a
US$6,000 gap in the median labour earnings of geejth and without disabilities who
worked full-time; in Australia, the median grossgmal income per week of people of
working age with a disability was AUD 255, compatedAUD 501 for those without a
disability.

are more likely to be living in poverty — in the ithd States in 2005, there was a 15.3
percentage point gap in the poverty rate betweetking age people with and without
disabilities;

are employed across all job and industry typesnailas percentage rates as the non-
disabled population (in Australia, see table 1).

achieve poorer employment and income level outcothas non-disabled after they
participate in vocational education and trainind={V in Australia (National Centre for
Vocational Education Research, 2000).

The situation of disabled people in developing ¢oes is of course very different —
they do not have the same level of income secastyhose in developed countries and
are therefore far more likely to be living in potyerUsing World Bank and Indian (Mitra
and Sambarmoorthi, 2006) data on the employmentemaotiomic status of disabled
people in developing countries, one can generalhclude the following:

Most disabled people live in developing countried the estimated 650 million people
with disabilities in the world, 80 per cent live developing countries (World Bank,
2005).

Using India as an example, the labour market ppatiion rate of working age disabled
persons is much lower than that of non-disabledques — 38.8 per cent compared with
64 per cent.

The patrticipation rate of disabled women is sigaifitly lower than that of disabled men
— 16.6 per cent compared with 52.6 per cent.

Disabled people are among the very poorest in #weldping world - 82 per cent of
disabled people in developing countries live betbe/poverty line (Hope, 2003); 20 per
cent of all people living on less than a dollarag dre disabled (World Bank, 2005).

® Core activities comprise self care, communicatiod mobility.



Table 1. Occupation type of people with disabilities, Australia, 2003, per cent

Occupation With Disability Without Disability
Managers and administrators 8.4 8.1
Professionals 18.4 19.2
Associate professionals 9.6 13.4
Tradespersons and related workers 11.9 12.8
Advanced clerical and service workers 4.4 4.0
Intermediate clerical, sales and service workers 16.3 171
Intermediate production and transport workers 10.6 7.7
Elementary clerical, sales and service workers 9.5 9.8
Labourers and related workers 10.9 7.9
Total 100 100
Industry With Disability Without Disability
Agriculture, forestry and fishing 53 3.6
Mining 14 0.9
Manufacturing 11.4 11.3
Electricity, gas and water supply 0.6 0.8
Construction 9.0 8.4
Wholesale trade 4.2 4.7
Retail trade 12.0 14.6
Accommodation, cafes and restaurants 3.8 53
Transport and storage 51 41
Communication services 14 1.9
Finance and insurance 23 3.9
Property and business services 10.4 12.1
Government, administration and defence 58 5.1
Education 8.7 71
Health and community services 10.7 9.6
Cultural and recreational services 2.3 24
Personal and other services 53 4.0
Total 100 100

Source: Australian Bureau of Statistics (ABS), 2004, 4430.0, p. 27.

= The productivity of family members who care foratited persons can also be affected,
through the time spent on care-giving and subsediesh employment and income
opportunities (see for example Meyers et al.,, 19%rticularly in developing
economies, this lost productivity makes familiesren@ulnerable to poverty, but, in
developed countries, such as the United Kingdomjdbue has also been recognized —
for example, the Work and Families Act 2006 esshigls the right for carers to request
flexible working arrangements (Employers’ Forummsability, 2008).



=  Employment in the formal economy is rare - for edidabled person employed in the
formal sector in developing countries, at least fine generating income in the informal
sector in their own enterprises (Harris, 1994)India, 21 per cent of disabled people
are self-employed while only 4.8 per cent are &dawaged employees.

= The situation is worse for disabled women - in maeyeloping countries they face
even greater barriers as socio-cultural attitudg®se restrictions on access to services
and individual aspirations.

= Disabled people are less likely to be engaged im@mic activity than the rest of the
population — frequently they are cloistered awayesort to begging, street trading or
performing arts to make a contribution to familgame (Licona, 2001).

= Like other poor people, disabled people have vienjitdd access to mainstream, public
vocational training institutions (Bennell, 1999).

Disabled people, productivity and employment

The productivity of disabled people is an importamtsideration in both developed
and developing economies. In OECD countries the® lteen considerable attention
paid to the human and fiscal consequences of tblesan of disabled people from the
labour market. The costs of disability benefits angport programmes as a percentage
of GDP have continued to rise and the OECD (20@3mates that, “measured as a
percentage of public social expenditure, the caftgisability benefit programmes
fluctuate around 11 per cent, and are almost 2@@@rin the high-spending countries”.
According to Metts (2000), the “global GDP lost aally due to disability is estimated
to be between US$1.37 and 1.94 trillion”.

If productivity in general measures how efficientgsources are used, then there is
a need to ensure that optimal use is made of didgidople as a labour market resource.
As was pointed out by the OECD in “Transformingadbdity into ability”, its 2003
review of work and income security policies forabked people:

Low employment rates of disabled people are alsgeasingly becoming an issue
for reasons of macro-economic efficiency, whichcncerned with making
progress in using grossly under-utilised human veses.

The ageing of the workforce in many developed cdemtalso means that an
increasing proportion of workforce will have agéated disabilities and the effective
recruitment and retention of disabled people wibrefore increasingly affect national
productivity. This is particularly the case in eoames experiencing skills and labour
shortages such as Australia, where the unemployraémtas of June 2007 was at a 32-
year low of 4.3 per cent. As Suzanne Colbert, CEMe® Australian Employers Network
on Disability put it (Hopkins, 2007): "About onetith of people over the age of 55 have
acquired some kind of disability throughout theworiing life, so we need to get smarter
for two reasons - one is attracting people fromehtre talent pool, and the other is to
retain our ageing workforce." In this respect, thiedency in some developed countries
to allow their disability benefits systems to fuoot as de facto early retirement
programmes (“providing a route for quasi-permanexit from the labour market” —
OECD, 2003) is both unsustainable and inefficient.

Increasing the employment levels of disabled peagde has an overall positive
impact on both the amount of goods and servicesettumomy can produce and the
demand for these goods and services. The AustrBliaductivity Commission’s (2004)
review of the Disability Discrimination Act refedeto a number of submissions that
supported this view; for example: “The enhancemehtthe economic and social



participation of people with disabilities contribstto both the supply and the demand
side of the economy. Greater participation of peoplith disabilities in training,
education and employment directly affects the petida capacity of the nation”
(Submission 172).

In developing countries, where disability benefistems are largely absent, the
emphasis is understandably placed on assistinpldég@eople to climb out of poverty.
The World Employment Report (ILO, 2005a) highligthie need to address productivity
improvement in conjunction with employment creationd poverty reduction:

The fundamental reason for addressing the thregesd$ogether is based on the
simple observation that a substantial share of po@ople in the world is already
at work: it is not the absence of economic activitgit is the source of their
poverty, but the less productive nature of thaivégt

What applies to the poor in general in developiogntries, also applies to disabled
people. Disabled people are now acknowledged tarbeng the poorest of the poor.
Former World Bank President James Wolfensohn (2@d2)this in the context of the
UN'’s Millennium Development Goals when he pointad that “more than 1.3 billion
people worldwide struggle to exist on less than U8%day, and the disabled in their
countries live at the bottom of the pile” and thatless disabled people are brought into
the development mainstream, it will be impossildectit poverty in half by 2015” (as
required by Millennium Development Goal 1).

While disabled people in developing countries famny of the same barriers as
those in more developed countries — such as lackcoéss to transport, education,
training, and essential services, low self-esteathlaw expectations arising from their
marginalized position and social condition — forraattor jobs in developing countries
are often more scarce and subject to intense cdtiopeEmployer preconceptions about
lower productivity levels of disabled persons -gfrently mistaken - are also a barrier.

Many disabled people in the developing world wook im the formal economy, but
in the informal economy where they use whateveouess are available to them to
derive an income. In this context, the World Emphtent Report (ILO, 2005a) highlights
the inadequacy of gauging labour market conditionsleveloping countries in terms
simply of “unemployment” and “employment” and pairdut that the best indicator is
“whether men and women earn enough from their workift themselves and their
families out of poverty”. Productivity — and, by pircation, skills development — are the
key: “it is through productivity that a materiahk exists between employment of any
sort and decent work”.

The frequently causal link between poverty and hiigp needs also to be
mentioned. As Yeo (2005) points out, “living in @ty increases the likelihood of
injury and impairment; the exclusion [from partiaifwn in the economy] of disability
leads to greater rates of poverty”. This viciouslei of poverty and disability is reflected
in a corresponding downward spiral in the prodctnapacity of individuals and
economies.

Although skills represent just one component ofipiaivity, in both developed and
developing countries there is a clear link betweslnancing the skills of disabled people
and their ability to either secure formal sectdisqwhere they exist) or increase their
income-generating capacity in the informal sector.the formal job market, low
productivity — or, at least, employer preconceiaf low productivity — makes it
difficult for disabled people to successfully cortgpdor jobs. Having a disability is
frequently viewed by employers as an immediateaigih lower productivity (Licona,



2001) — an example of what Phelps (1972) calleatitical discrimination”.In an open
labour market, acquiring and demonstrating skdlpotential employers is necessary if
disabled people are to send an effective “counggra$’ and to successfully compete for
and succeed in jobs. As Sianesi and Van Reenar2)23 it, “there is compelling
evidence that human capital increases productisitggesting that education [including
vocational education] really is productivity-enhange rather than just a device that
individuals use to signal their level of ability tiee employer.” Of course, the skills and
productivity of disabled jobseekers also need teffectively promoted to employers in
order to overcome ignorance or prejudice.

The data suggest that in the developing world,tés& of competing for formal
sector jobs is all the more difficult. In all coties, skill deficits are a major barrier even
when quota systems are in place to increase fase@br job opportunities for disabled
people. In Thailand, for example, between 1996 2988 over 9,000 designated disabled
job vacancies per year could not be filled by thiblle Employment Service because
gualified disabled applicants could not be found) 2003b). Anecdotal evidence exists
on the lack of relevant skills among jobseeker$disabilities in other countries but this
has not been systematically documented.

While it is still desirable to equip all disabledgple with the employability skills
and technical skills they need to compete for thebs, in developing countries more
can potentially benefit from skills development adnat increasing productivity and
earning power in small enterprises in the inforrmebnomy. The informal economy
employs a significant proportion of the non-agriatdl labour force in developing
countries and appropriate training can improvewoek and incomes of those earning
their livelihoods in it. Disabled people working fhe informal economy often have a
low level of education and have received little o training. As the ILO World
Employment Report (2005a) stated:

The problem is not the absence of work, but of ek is sufficiently productive
to yield a decent income. A focus on improving greductivity of the informal
economy ought to be a priority policy concern.

How best to develop these productivity-enhancinglsskvill be discussed in
Section 2. But it is first necessary to briefly smer some of the important forces that
are re-shaping the world of work and how these imigdlp or hinder the task of
unlocking the productive capacity of disabled peapl both developed and developing
economies.

Changing patterns in the world of work

The 2006 ILO Report, “Changing patterns in the @af work”, outlines the key
forces shaping labour markets in the twenty-fiesttary. Each of these forces also has
implications for disabled people (ILO, 2006b).

The development imperatiystemming from the urgent need to reduce poverty a
inequality within and among nations, also drivesglaould drive) action to support the
productive participation of disabled people in emoit activity. As disabled people are

" “The theory of statistical discrimination arguésit where it is difficult or expensive to gather
full information about an individual’s productivityt is in the employer’s interests to identify
‘cheap’ indicators of productivity that may be uselden choosing new employees.” (Australian
Productivity Commission, 2004.)



among the poorest of the world’'s poor, progressentucing the incidence of extreme
poverty cannot be satisfactorily made without atteg to their developmental needs.

Technological transformatignimparted by the diffusion of new means of
information processing and communications, is aéaged sword for disabled people.
As Barnes (1999) points out: “While new technologgregulation and more flexible
production techniques may prove enabling to sometlters they will almost certainly
mean worsening social isolation, and new and erdthriorms of exclusion.” Some
people with learning difficulties, for example, mstyuggle to cope with the accelerating
pace of technological change.

Intensified global competitionreates pressures to adapt workplaces and magch th
efficiency and quality of market leaders. As a leghe labour force has become more
fluid, workers often have more duties, job stresdncreasing and organizations are
frequently destabilized by mergers, downsizing,emgineering and outsourcing
(Szymanski, 2003). In this environment, it is iragigly necessary to argue “the
business case” for employing people with disabisitiAt the same time, in order to
succeed in this environment, many disabled peofleneed good support strategies in
place where, as Hall and Mirvis (1996, quoted iryranski, 2003) put it: “The
company’s commitment to the employee extends oalyghe current need for that
person’s skills and performance”.

Politics and policiesincluding greater reliance on markets and a reduole for
the State, also affect the situation of disabledppe While anti-discrimination
legislation and employment quotas can have a pesiffect on the employment of
disabled people, the overall trend is towards redutabour market regulation. At the
same time, there is a trend towards the “activatimfndisabled people in the labour
market, including the introduction of “welfare took” initiatives (OECD, 2003). The
impact of disability on government social welfarelgets in developed countries is very
high - on average, OECD countries spend at leasetas much on disability-related
programmes as they spend on unemployment programmes

Conversely, in some developing countries that mawee recently moved to market
economies, inappropriate disability legislationstdl in place that is a relic of earlier
political and economic circumstances and attitudedisability. For example, Viet Nam
still places mandatory restrictions on the numbiehaurs per day (seven) that can be
worked by disabled people — a policy that makesr teeployment in many jobs
problematic for employers.

2. Developing the skills and productivity of
disabled people

As mentioned earlier, the unavailability of datakem it very difficult to draw
reliable conclusions about the effectiveness of slkeivelopment strategies in elevating
the productivity of disabled people. In fact, eMen non-disabled people, there is a
surprising lack of such data on the broad econampact of vocational education and
training in developing countries. As Middleton €t(@993) pointed out in a study for the
World Bank, “no growth accounting studies have ssstully identified the contribution
of skills training” in developing countries and tepts to examine VET’s contribution
to economic growth have been unsuccessful”. Thi@idecause there is no contribution
— unlike general education, where outcomes can balyzed for reasonably
homogeneous groups, vocational education enconpassh a diversity of population



groups, economic and labour market circumstancegativery modes as to make such
global impact assessments and comparisons extreffigtyilt.

Bennell (1999), while noting that “...(VET) in its de variety of forms is largely
absent” in developing countries, acknowledges ‘fhad widely accepted that training is
an essential instrument of public policy, espegidir the most vulnerable groups in
society.” In terms of individual employment outcandérom skills development
initiatives, there is more evidence — with numeratigdies in developing countries
suggesting that “rates of return on all forms afrting can be substantial” (Middleton et

al., 1993).

The lessons from such studies are also helpful vamenconsiders the question of
what approaches to skills development for disalpedple work best. The mode of
training does not in its own right guarantee optieraployment or income-generation
outcomes for those undergoing training. No douletreéhare effective and ineffective
examples of skill development across the full ran§enterventions. Context is also
crucial. Training in the absence of relevant ecas@apportunity will not produce results
— even the best training is of little use if thesgportunities do not exist or are
inaccessible- and employers need to be involved in the devekog of curriculum for
skills development programmes. As Middleton et(&R93) point out, form is not as
important as function:

Overall, any mode of training for industrial andrmmercial occupations can be
cost-effective when the institution is well linkedemployers, adequately financed,
efficiently organized, and sufficiently autonomemsdijust the size and content of
courses to meet the quantitative and qualitativenafisions of employment

demand.

With these general lessons in mind, we will nowklab the different approaches to
developing the skills of disabled people and reviegvevidence for their effectiveness.

Approaches to skills development —
What works, where, and why?

Developing skills in training centres

The development of the vocational skills of disdbpeople has its origins in the
United States where arrangements were initiallyipyplace for veterans from World
War | and later for employees injured in the woekga — a development that “advanced
the conceptual framework of disability policy begodisability prevention and custodial
care, to include consideration of the quality oé tives of people with disabilities”
(Metts, 2000). Early vocational rehabilitation misdemphasized separate, dedicated
training facilities for disabled people and thesatmue to operate in both the developed
and developing world. Increasingly, however, pattdy in developed countries, there
has been a trend towards integrating disabled paopghe mainstream in the full range

of services.

8 Harriss-White (1996), in examining the trainingdi$abled people in India, describes situations
where “the rehabilitated individual is too skillémt the available employment opportunities in the

village”.
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The nature of training provided in both mainstreama specialist training centres
varies greatly. In developed countries, where sijgaited accreditation and qualification
frameworks are often in place, vocational educatemires are often actively encouraged
to meet the needs of disabled students in vocadtievéficate, diploma and advanced
diploma courses. In developing countries, the raamg quality of vocational education
opportunities are often questionable for non-disaldtudents — disabled students are
frequently excluded either because they cannotdaifioe training, because they do not
have the prerequisite level of educational attaimmer because facilities are
inaccessible. Bennell (1999) suggests that theoctgpaf these countries to meet the
needs of the poor (including disabled people)rgtéd — in fact, he indicates that “the
capacity of the state to support appropriate tngirappears to be declining in many
developing countries”. As a result, if disabled plean developing countries receive any
skills development at all in a training institutjahis usually through small-scale, local
projects, such as those run by Non-Governmentab@zgtions (NGOs).However,
these, as Bennell points out, “remain at the marginthe training system and lack the
resources to make a large-scale, sustained combmbu

How effective is institutional training for disabled
people?

The trend in many parts of the world appears toalway from programmes in
specialized institutions and towards integratiothwhainstream programmes delivered
to both disabled and non-disabled people — “Inglu$iocational Training”. As O’Reilly
(2007) points out, the trend is more advanced mescountries — while there are still
countries where training for disabled people stikes place in specialized segregated
institutions, there are others where “the majooityadults with disabilities receive their
training in mainstream programmes”.

While separate specialized programmes can playahrale for some people, such
as disabled people with high support requiremehts; are not suitable for many other
people with disabilities. It is argued that thesagpammes:

= segregate people with disabilities from the resamfiety, perpetuating isolation and low
community awareness;

= do not help people with disabilities integrate imainstream society;

» tend to “track” people with disabilities into stetgped training activities and
employment; and

= often do not provide necessary vocational skiltifteation or employability skills for
participation in the labour market.

These last points are particularly important ay tieectly affect the participation
of disabled people in mainstream jobs where thdir groductivity potential is more
likely to be realized. As O'Reilly (2007) pointstou

® There are some developing countries that haveieerted their training systems to service the
needs of the informal economy. Zambia has set uptypes of service: Centres for Informal
Sector Employment Promotion to provide informatimm business opportunities and to train in
business management skills and marketing; and netneurship Development Centres to link
informal enterprises with mainstream training itugions.
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In many of these specialized providers, both pudnid private, curricula tend to
relate to jobs traditionally thought appropriate rfadisabled persons. This
mismatch between training and the skill requireraaitthe labour market hinders
job placement possibilities and may well contribtienegative perceptions by
employers of the ability potential of many disahpedsons.

An inclusive vocational training approach, throughich people with disabilities
are integrated into general, “mainstream” vocatioskills training programmes and
institutions, may be more effective and sustainaipié may better integrate people with
disabilities into their communities.

Given the range of providers and economic contiextghich it is applied, general
conclusions about the effectiveness of institutiased skills development cannot be
confidently made. Different approaches include mibcess stories and failures. Below
are a number of case studies of training systerdspamjects that highlight a range of
positive and negative outcomes and some of théskeyes and questions that arise.

12



Case study 1 - Australia: Australian Vocational Education and Training (VET) System

Background: The Australian VET system is sophisticated, competency-based, well resourced,
driven by industry and supported by a range of generous financial incentives for employers
willing to employ its disabled graduates.

Approach: Enrolment in mainstream vocational certificate, diploma and advanced diploma
courses under the national qualification framework.

Data availability: Good — National Centre for Vocational Education Research (NCVER)
undertook a comprehensive study of all VET students reporting a disability in the sample year
(2000).

Details: The number of VET students reporting a disability in Australia increased from 47,300
in 1996 to 62,100 in 2000. As a proportion of the total VET population, the percentage of
students reporting a disability decreased from 5.1 per cent in 1996 to 4.5 per cent in 2000.

Effectiveness:

= Graduating from VET courses in 2000 did not appear to have much effect on
employment outcomes for those who reported a disability. 57.4 per cent of disabled
students were unemployed before the training, and 56.6 per cent were unemployed 6
months after the training. By comparison, in the case of non-disabled students, these
figures were 31.9 per cent and 24 per cent.

= Graduates reporting a disability, who did manage to secure employment, did not
achieve the same level of income as other graduates.

Discussion: The system’s apparent ineffectiveness as a means of unlocking the unused
productivity of disabled people was both surprising and disheartening. Part of the problem is
probably due to employer discrimination highlighting the need for an increased level of
employer education, promotion and workplace support. Better linkages between skills
development and high quality, specialized job placement services are also needed. Training
people is not in itself a guarantee of employment and enhanced productivity.

Action taken: The Bridging Pathways National Action Plan 2000-05 was introduced with the
aim of addressing the weaknesses identified. Specifically, the plan of action aimed to increase
access for persons with disabilities to vocational education and training; to improve their
successful participation and achievement in all fields of study and levels; and to achieve
outcomes in employment and lifelong learning that also increase their contribution to the
economic and social life of the community. Following recognition that people with a disability in
vocational education and training were continuing to experience lower levels of employment
before and after training, compared to the general result, a revised Bridging Pathways Blueprint
was introduced in 2004. This Blueprint pointed to progress being achieved but said “...despite
pockets of achievement, we are still struggling to see substantial employment outcomes”. Data
from the State of New South Wales illustrated a positive impact of the Blueprint, with an
increase in the percentage of persons with disabilities getting a job on completion of training
from 45 to 51 per cent, compared to 77 per cent of non-disabled graduates.

Source: Australian Productivity Commission, 2004; Australian National Training Authority,
2005, p. 19; ILO, 2006d.
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Case study 2 - India: Animators for Rural Multipurpose Development Society (ARMDS),
near Villupuram

Background: ARMDS was founded in 1985 by a group of students working as volunteers in
villages near Villupuram in southern India. A small NGO that operates with limited funds,
ARMDS focuses on the needs of socially-disadvantaged people, including those at the bottom
of India’s highly-stratified social system.

Approach: Training in a variety of local skills in demand in a community-based skills centre.
Courses are government-approved and lead to recognized certificates and are open to both
disabled and non-disabled people. Mainstream technical training institutions assist with course
content design.

Data availability: Supplied by the project.

Details: Courses are offered in: computer applications (over 6 months); tailoring including
stitching, cutting and embroidery (6 months); and typing (6 months for typing in Tamil and 12
for typing in Tamil and English). The courses are all government approved and lead to
recognized certificates. Teachers are all appropriately qualified, with Technical Training
Certificates (TTCs) or higher qualifications.

Effectiveness:

= Since the training programmes began in 2004, 83 disabled people have
received training. Of these, males and females are equally represented.
Seventy-seven had physical disabilities, while the remainder had hearing and
visual disabilities.

= ARMDS reports that approximately 40 per cent of graduates get jobs, 15 per
cent start their own businesses, 5 per cent start work in the family enterprise or
farm, and 2 per cent advance to further education and training.

Discussion: A small NGO targeting socially-disadvantaged people including those at the
bottom of India’s highly-stratified social system (the dalits or “untouchables”), ARMDS is an
example of a small-scale skills development initiative that targets local employment needs and
other economic opportunities. Importantly, training is only part of the service, with job
placement and regular follow-up also included.

Source: ILO, 2007b.
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Case study 3 - Singapore: BizLink

Background: BizLink was established in Singapore in 1986 to provide training, employment, job
placement and other job-related services to people with disabilities.

Approach: Job placement in the open employment market combined with training and
employment in its production workshop, which competes for contracts with mainstream
businesses.

Data availability: Supplied by the project.

Details: BizLink’s Business Development Division runs a production workshop that provides paid
work for disabled people who are not ready for open employment. A workshop instructor trains
workers in new tasks and assists in upgrading skills. In addition, the Business Development
Division runs a number of service-oriented businesses, such as a cleaning and housekeeping
service for which people receive training and on-the-job supervision.

BizLink’s placement services target both disabled people and employers. Staff consult with
employers and employees about job performance, the need for any workplace modifications and
aids, logistical concerns such as transport and any other issues affecting the placement. Job
coaches are also supplied to ensure that new employees have the skills and knowledge to
succeed in the job.

Effectiveness:
Resullts for the year 2007:

= Placements into open employment: 310 in 2007, compared to 190 in 2002;

= Employed in the Business Development Division: 105 in 2007, compared to 80 in
2002.

Discussion: BizLink demonstrates an innovative approach to harnessing the productivity of
disabled workers. Its production workshop and business services provide specialist support to the
organization’s disabled workforce, but they operate in the mainstream economy and the training
reflects this.

Source: BizLink, 2000; recent figures supplied by BizLink.

Developing and using skills in the enterprise —
Sheltered or open?

There has been a long history of developing aritinty the skills and productivity
of disabled people in enterprise-based settings.nfany years, the emphasis was on
“sheltered” employment — that is, segregating deshbpeople in an enterprise or
workshop that offered a protected environment gigedly for them; a place where they
could acquire and apply skills without the normedgsures of mainstream employment.
This form of employment imposed many constraintd lmits on individual disabled
workers, including their productive capacifyput this was considered to be in their best
interest. As Rosen (1993) put it, “it was assunted the workshop represented the limit
of the potential for the individual client so thainstraints imposed by the programme
itself were not assumed to be detrimental”.

19 Greenleigh Associates (1975), for example, poimtedthat sheltered workshops focus on low
challenge assembly work and often lack the modawistand equipment needed for productivity
in open employment.
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Increasingly, and particularly in developed cowsdyisheltered workshops have
fallen out of favour. As the OECD (1992) points,diie integration of disabled people
into mainstream education has increased the momefdu integration in other areas,
including training and employment:

Young people with disabilities are increasinglyegrated in the same classes and
structures as their peers without disabilitieswhiuld be a singularly short-sighted
view to educate all young people together and thetolerate their separation in
the labour market.

In this changing policy context, sheltered workshape increasingly viewed as an
old fashioned, segregationist approach. Moreovdic argue that they generally offer
poor (and sometimes exploitative) pay and verytdohiscope for learning new skills that
might enhance their productivity and income (TayRk001). O'Reilly (2007) points out
that, in many cases, sheltered workshop employeepad “less than the minimum
wage” sometimes receiving “pocket money’ in adulitito their normal disability
benefit”.

Instead, developed countries are looking to streseipat support the integration of
disabled people in open employment where, it iegaly believed, there is a far greater
potential for them to earn a decent income in daed sustainable job with a chance of
advancement, to build confidence and self-esteaht@generally realize their economic
and social potential. More importantly, disabledge themselves want employment in
the mainstream.

The open employment of disabled people is fadditahrough a range of strategies
including employer awareness raising and disabilgynployment promotional
campaigns, government subsidies, and assistangeal@ workplace modifications.
“Supported Employment”, in which disabled workeesgive a range of supports (such
as coaching and individual training and the pravisif equipment, assistive devices and
personal assistance allowances) in mainstream i®liscreasingly being advocated for
disabled workers who need it. The term “SupportegplByment” embraces a number of
job placement strategies including enclaves (wleemgroup of individuals work in a
special group within a host company), mobile wor&ws (which provide supervised
labour teams that offer contract services to a @anf customers) and individual
placements where one-to-one support is offeredh&o individual in the workplace
(O'Reilly, 2007).

On-the-Job (OTJ) training strategies for disabledgbe of various types are also
used effectively in many enterprises. OTJ provittaming for disabled people while
they are working. Often trainees are paid a reducaithing wage. Training can be
provided by an external organization or by the eyiplg company.

Enterprise-based training programmes can also teefrovide training geared to
the needs of employers. For example, the Brazdmonomic and financial analysis and
information firm Serasa runs an in-house, classrbased, employability programme
which aims to provide disabled people with the opptty to enhance their labour
market competitiveness through a six-month trainmigesProvided the person shows
potential and develops their skills, Serasa caglfifgrovide on-going employment to
graduates of the programme. Programme graduatescaile a recognized qualification
(see Case study 6).
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How effective is enterprise-based training for
disabled people?

It can be argued that sheltered employment prowilileesbled people with at least
some opportunity to be productive and to earn aornre. For some disabled people in
some labour markets, sheltered employment mighihédest chance they have of being
economically active. But the general picture of teHectiveness of sheltered
employment as a means of realizing the productitergial of disabled people is not
positive. Remploy (2007a), the disability employimeervice in the United Kingdom
that is currently closing many of its sheltered ketrops, argues that “even the most
severely disabled people should be supported inamstieam setting, any form or
amount of segregation will undermine a mainstregmapproach.” Kregel and Dean
(2002) quote Murphy and Rogan (1995) who concluidhed “the long term impact of
sheltered employment on the productivity and comitguntegration of individuals with
disabilities is very small”. Bellamy et al. (198pdint out that “sheltered employment
settings fail to provide individuals with meaningfwtcomes” and that “earnings are low
or inconsequential.” Referring to a number of stsdionducted in the 1990s - Thornton
and Lunt (1997), Samoy and Waterplas (1992, 19€0yncil of Europe (1993) -
O'Reilly (2007) points out that although “improvirtgansition to the regular labour
market is a stated policy goal of sheltered empkyththe reality is that “transition
rates range from under 1 per cent to about 5 p&r wéth most countries near the lower
end of the scale.”

A number of studies (for example, Metts, 2000; Ros&993) point out the
dilemmas faced by workshop managers in balanciagptbductivity requirements of the
enterprise and the developmental requirements efirttividual disabled worker. The
most skilled and productive disabled workers inltehed employment have the best
potential for open employment and the higher weagest better prospects that it offers;
but these same traits make them important to thareercial viability of the workshop —
they depend in part on their commercial income aad ill afford to lose their more
productive workers. This creates a disincentivpléee them in open employment where
their productivity might reach its full potential.

Cost effectiveness is another consideration. Reynplavell-established provider of
disability services in the United Kingdom, has mte decided to undertake a major
rationalization of its sheltered workshops/factsrielosing 43 (see Case study 4).
Instead, Remploy plan to quadruple the number obplee they place in open
employment each year from 5,000 to 20,000. As wsllimproving access to higher
quality and more productive jobs that are in kegpimith their disabled clients’
aspirations, Remploy (2007a) has calculated that:

For the average cost of employing one disabledgeia a Remploy factory for
one year, Remploy can currently successfully help people gain jobs with
mainstream employers.

There are a number of studies that indicate higidymtivity levels of disabled
people in open mainstream employment. This eviddrase been mounting for many
years and is now frequently cited to support thasibess case” for employing people
with disabilities (for example, Zadek and Scottieay 2001). It includes: the Du Pont
Surveys (1973, 1981, 1990 — for example, in perforoe of duties, 92 per cent were
average or above; employees with disabilities ateabsent any more than employees
without disabilities; workers with disabilities permed significantly higher than their
non-disabled counterparts in the area of safeltyd;Rehabilitation Institute of Chicago
(1976 — for example, “job performance was the samigetter than other workers”); the
National Organization on Disability (NOD) Harris r8ays (1995 — for example, 76 per
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cent of managers described the performance of ldidaliorkers as “pretty good” or
“excellent”).

Graffam et al. (2002), surveying the experiencAwdtralian employers of disabled
workers, found that employees with disability weaited lower than average employees
on productivity factors (speed and accuracy), bétien average employees on reliability
factors (attendance and sick leave) and employe@tenance factors (recruitment,
safety, insurance costs). The overall outcome foemployer is generally a reasonably
productive, reliable employee who costs marginiaiyg to maintain in the job.

In terms of the evidence for supported employm#dre is also a good bank of
evidence. The American Association of Intellectaad Developmental Disabilities
found that “individuals with disabilities particifiag in supported employment increased
their annual earnings 490 per cent” and “on averagerly earnings increased from
US$0.84 to 4.13". The same study estimates pukfpemditure efficiencies — the cost of
placing a disabled person in supported employmentU$$4,200 compared to the
US$7,400 cost of keeping that person in a day progre; the tax base is also increased
with some US$100 million in federal, state and ldeaes paid annually by supported
employment participants.

Hempleman (1996) tracked the employment outconmsygtention, and average
wages of 576 individuals in Washington State witlental health disabilities or
developmental disabilities two years after they madeived supported employment
services and entered into competitive employmdntound that 70 percent were still
employed after the first and second years. BecRO0&) reviewed 13 randomized
control trials and found that, in all 13, “SuppartEmployment had significantly better
competitive employment outcomes than controls” whikh mean across the studies being
60 per cent for supported employment compared 2dther cent for controls.
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Case study 4 - United Kingdom: Supported Employment: Remploy

Background: Remploy is a provider of specialist employment services for people with complex
disabilities or health conditions. It supports disabled people by placing them into mainstream
employment and providing jobs for them in its own factories. In operation for over 60 years,
Remploy has gradually shifted the emphasis of its services from sheltered employment to open
employment. In response to both demand from disabled people for mainstream work and
changes in the market and in government policy, Remploy has decided to accelerate this shift
towards open employment.

Approach: Restructuring of a major provider of disability employment services involving a
movement away from sheltered employment provided in the organization’s own factories to
placement of disabled people in open employment including in its own subsidiary businesses.

Data availability: Supplied by the organization.

Details: The restructure involves:

= opening up more specialist recruitment and support facilities around the United
Kingdom;

= closing 43 existing workshops;

* running its own sustainable businesses, where there is a demand for their
products and services (these include recycling, furniture, healthcare, office
services, packaging, textiles, toiletries and automotive businesses) and improve
their productivity;

Effectiveness:

= In 2006/07, Remploy helped over 5,000 disabled people achieve sustainable
employment with mainstream employers, an increase of 25 per cent over the
previous year.

= The planned restructure aims to quadruple these placements to 20,000 per year
by 2013.

Discussion: Strong labour markets and employer labour demand in many developed nations
make it increasingly difficult to justify the segregation of disabled people in sheltered
environments. Remploy’s decision recognizes both the cost efficiency of supporting its clients
in the open market and the client’'s own preference for these “normal” jobs.

Source: PricewaterhouseCoopers, 2006; Remploy, 2007b.

19




Case study 5 - Cambodia and Laos: Digital Divide Data (DDD)

Background: DDD was started in 2001 in Phnom Penh, Cambodia, with the central aim of
creating a stepping stone to well-paid employment for marginalized people, including
disabled people, orphans, and women who have been victims of trafficking. It is a company
with a social intent that is contracted by organizations mainly in the United States (academic
archives, library archives and company indexes) to digitalize their data.

Approach: A social enterprise established to create jobs and educational opportunities in
Cambodia and Laos by providing outsourced data services to local and international
business and public sector customers.

Data availability: Supplied by the project.

Details: Staff work on data entry and digitization projects for a half-day, then participate in a
subsidized education programme of their choice for the balance of the work day. DDD
provides health care, eye care and scholarships. Employees are paid in the range of US$65-
75 per month - this is below market levels in the Information Technology (IT) field; because
the firm wants to encourage them to move into other, higher-paid employment as soon as
they feel ready. Staff can earn performance related bonuses.

Effectiveness: The programme aims to prepare participants for employment in other
organizations. Twelve of its 100 staff have found other employment with another ten
programme participants having been promoted internally in what is a viable and competitive
business in its own right. Quite a number have moved to jobs as IT instructors, translators,
administrators, etc. in Cambodia at salaries of US$120-300 per month (the minimum wage in
Cambodia in 2007 was set at US$50 per month (Notification No. 745, Ministry of Labour and
Vocational Training, effective from 1 Jan. 2007).

Discussion: A “social enterprise” established by a group of North American volunteers, DDD
is an example of an enterprise-based training approach that injects new skills into local
labour markets and links the productive capacity of disabled people to new global markets.
The combination of paid work experience, health services and further education prepares
participants for higher-paying skilled work opportunities. The fact that the enterprise is based
on advanced technology sets it apart from traditional sheltered workshops that can focus on
very low skill assembly and packaging work.

Source: ILO, 2007b.
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Case study 6 - Brazil: On-the-job employability training provided by large private sector
company - Serasa

Background: Serasa is a leading Brazilian economic and financial analysis and information
company. With a presence in 115 strategic locations throughout Brazil, Serasa employs 2,400
staff. The company claims to have a very strong commitment to social responsibility.

Approach: As part of an overall commitment to providing employment opportunities for
disabled people, Serasa runs a 6-month, in-house traineeship programme for people with
physical, hearing, visual and intellectual disabilities.

Data availability: Supplied by the organization.

Details:
= ltis a programme of preparation and professional qualification for people with a
variety of disabilities provided at the company’s premises.
= The programme leads to a recognized qualification.
= |tis a permanent and continuous company programme.
= |t has its own budget which has increased by between 30 and 75 per cent every
year since 2002.
Effectiveness:

= Of Serasa’s 2,400 staff, 113 people have disabilities and all are graduates of the
programme. Programme graduates who are not employed with Serasa re-enter
the job market with a qualification and enhanced employability skills.

= In partnership with UN Volunteers, efforts are now being made to replicate the
Serasa model in other Brazilian companies.

= Serasa’s programme, and its emulation by other Brazilian businesses, has led to
the establishment of the Forum of Employability, a group of people from several
companies who meet quarterly to share their experience in the development of
employment programmes for people with disabilities.

Discussion: Serasa is an excellent example of an in-house, enterprise-based programme
developed and delivered by a large enterprise in line with industry skill needs.

Source: Serasa, unpublished report, 2007.

Developing skills for self-employment

As already mentioned, for the great majority ofatied people in the developing
world securing a job in the formal economy is ualijk Work in the informal sector
requires people to use whatever resources thaavaidable to them — including their
knowledge, skills, and savings — to scrape togedineincome for themselves and their
families. Even in industrialized nations, the natof production and employment in the
global economy is leading to increased use of mé&dremployment arrangements in
formal enterprises, making use of workers underleympent arrangements that are not
governed by labour contracts (Haan, unpublished pa@er):*

1 Bennell (1999) also notes that the “process dbtimalization of the formal sector’ is likely to
become more pervasive as the benefits of non-régulaxceed those from regulation.”
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In the context of the informal economy, productivimprovements for disabled
people will almost certainly result in increasepeérsonal income. While much attention
has been given to strategies that improve the aafethe poor in developing countries
to capital (such as the highly-successful GrameemnkBin Bangladesh), skills
development can also play an important role in poimg the productivity of enterprises.
Those who work in the informal economy, includirigngficant numbers of disabled
people, often have a low level of education ancehaeeived little or no training. They
have usually acquired their skills on their owntlmrough on-the-job training, such as
through informal apprenticeships. They typicallyedeboth technical skills, to improve
the quality and efficiency of their production, arehtrepreneurial and business
management skills to perceive and take advantagbusiness opportunities. This
includes, as Haan (unpublished ILO paper) points ou

Assessing self-employment opportunities, findifigrination on technologies and
equipment (including suppliers), accessing and rgarnacredit, negotiating with

traders and government officials, building up reas with customers, forming
and running self-help groups and producers’ assimms (including conflict

resolution), and lobbying and advocacy.

A variety of models have been used to develop tBkiks, ranging from targeted
short course training programmes to approaches kibdtl on traditional informal
apprenticeship programmes.

Many disabled people in developed countries alpore@aso self-employment and a
number of services have been introduced to adsésh t for example, in the United
States, The Abilities Fund (http://www.abilitiestiorg) assists individuals with
disabilities who are interested in business ownpras well as disability service
organizations.

How effective is training for self-employment?

Bennell (1999) reviewed much of the evidence thexlable of the effectiveness of
developing countries’ formal training systems imamcing the skills and productivity of
informal enterprises, and painted a fairly negapimgure (for example, he quotes Sanyal,
1996: “Training for the informal sector has not ey significant effects on the overall
productivity of enterprises”). In terms of traininiglivered by private training providers
and NGOs, he was unable to unearth any data.

Bennell also identifies low levels of demand foillskdevelopment among informal
businesses. He categorizes informal businesse®iag bither “survival businesses”,
where skill requirements are very low and for whithis “difficult to see how
conventional training services could significantigrease productivity and/or incomes”;
and “enterprises with growth potential”, for whiappropriate skills training could
enhance productivity, but whose proprietors arerofsceptical about the benefits of
training and are reluctant to engage in it.

Nevertheless, there are a number of individual ssEstories that illustrate, at least
in general terms, the productivity benefits of Iskilevelopment for disabled people
earning a livelihood in the informal economy:

The Alleviating Poverty through Peer Training (APRoject in Cambodia (see Case
study 7) connects disabled people wishing to $kemit own informal sector enterprise
with similar established businesses. From Octol§22o August 2007, 958 clients
received peer training or other types of trainibgsiness start-up and enhancement
services and financial assistance in the formahiing fees, special allowances used to
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cover training expenses, grants and loans. Of thek@er cent were women with
disabilities or affected by disability in the famil

The Developing Entrepreneurship among Women wittabilities (DEWD) project in
Ethiopia (see Case study 8) developed a strategypport women with disabilities and
women with disabled dependents to improve themdsed of living through training in
micro-enterprise skills, vocational skills trainirand accessing credit and business
development services. From 2001 to 2007, some 448an with disabilities, including
mothers of intellectually-disabled children and &gvof disabled war veterans, have
received training.

On a smaller scale, the “Improving business devatg services with disabled people
in Northern Uganda” project aimed to improve accassappropriate training and
support services that can enable disabled peo@etty mainstream employment, or to
start and grow their own small businesses. Like RBRRd DEWD, this project provided
training in existing enterprises. From 2001 to 20043 disabled people commenced
training, 60 completed, 22 found employment wittablshed enterprises and 16 started
their own enterprises.
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Case study 7 - Cambodia: Alleviating Poverty through Peer Training (APPT) project

Background: Disabled people in rural Cambodia face multiple barriers to developing
vocational skills. Local training centres are scarce and many disabled people have limited or no
access to transport or do not have the necessary basic education to succeed in the formal
vocational training sector. Building on a successful methodology called “Success Case
Replication” (SCR), the ILO initiated a simple, but effective strategy that used successful micro-
business operators or entrepreneurs as peer trainers to train and mentor disabled people in the
technical and management skills required to run similar micro-businesses.

Approach: Peer training of disabled people by village-based entrepreneurs with existing micro-
businesses with the objective of establishing their own businesses (where sufficient market
potential exists).

Data availability: Good — ILO monitoring and evaluation.

Details: Peer trainers (who have existing local businesses) agree to teach the business and
technical aspects of the skill or business in question and to share “trade secrets”. Trainer,
trainee and project field worker agree on the training and the associated fee, if any (some of
the peer trainers agreed to provide the training for free).

Field workers support the trainer and the trainee during the training period, address problems
and determine if the trainee is acquiring the skills needed for a successful business start-up.

Many trainers make themselves available for continued support and assistance. For example,
one woman takes her former trainee’s knitted items to a local market to sell to vendors.

Disabled people who graduate from the project themselves often train other disabled people.

The project offers grants and loans to trainees unable to secure credit through other channels.
Grants cover minimal funding needs while loans, offered for 12 months at 5 per cent interest,
usually assist those who need 200,000 riel (US$50) or more. A business plan is required.

Effectiveness:

= 750 clients (people with disabilities or those affected by disability in the family of
which 52 per cent were women) received peer training and 82 clients (of which
37 per cent were women) received other types of training.

= A total of 609 (of which 60 per cent were women) started their own micro-
businesses after having received training services. Another 126 clients (of which
35 per cent were women) enhanced their existing businesses by participating in
the project.

= Around 70 per cent of participants had a disability that affected their mobility
while 15 per cent had a visual disability.

Discussion: The SCR methodology adopted by the APPT project is a simple concept that
addresses the particular skills development needs of disabled people in rural localities in a
developing country. It capitalizes on the human resources found at the village level and cuts
through barriers of accessibility, attitudes and lack of services. Learning-by-doing is an
approach that suits people with certain types of disabilities and those with limited education.
The project replicates the skills and practices of businesses known to be succeeding in
markets, although careful planning is required to ensure that markets are not flooded by too
many businesses offering similar products or services.

Source: ILO, 2007b; APPT Project Final Evaluation, 2008.
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Case study 8 - Africa: Developing Entrepreneurship among Women with Disabilities
(DEWD) project

Background: In Africa, the equal rights of women and their equal participation in the social,
cultural, economic and political life have remained elusive. Women are still the main victims of
poverty, social prejudice, lack of access to health services and education. The Irish Aid/ILO
DEWD project aims to facilitate the access of women entrepreneurs with disabilities (WEWDs) to
mainstream women's entrepreneurship development (WED) activities in five sub-Saharan African
countries — Ethiopia, Kenya, Tanzania, Uganda and Zambia.

Approach: Supporting women with disabilities and women with disabled dependents in improving
their standard of living through training in micro-enterprise skills, vocational skills training as well
as access to credit and business development services. A key element of the strategy is the
involvement of the disabled persons’ organizations (DPOs) in carrying out project activities.

Disabled women entrepreneurs took part in the training programmes run for non-disabled women
funded through another project — Women’s Entrepreneurship Development and Gender Equality
(WEDGE). This included training on improving their entrepreneurial skills, product design, and
marketing and gaining access to markets through Trade Fairs and export business as well as
training of Business Development Service (BDS) providers. Women with disabilities also benefited
from the BDS provided under WEDGE.

Data availability: Good — ILO monitoring and evaluation.

Details: The strategy represents an innovative and flexible approach to technical cooperation by
the ILO in the field of disability. The approach is based on partnerships with local DPOs and
designed and implemented in close consultation with DPOs, training providers, micro-finance
institutions, and national and local government authorities.

Effectiveness:

= 443 women with disabilities — including mothers of intellectually-disabled children
and wives of disabled war veterans — have received training;

= 3096 received training in basic business skills and 47 in “Improve Your Business”
skills;

= Over 200 women with disabilities and women with disabled dependents received
loans to implement their business plans through the Gasha Micro Finance
Institution (MFI) in Addis Ababa and the Start-Up Capital Loan Scheme in Tigray
Region.

Discussion: The project aims both to strengthen existing enterprises of women with disabilities
and to encourage potential entrepreneurs to start up new businesses. Capacity building for DPOs
is also an important element including improving their skills in identifying and referring potential
participants, diversifying their funding sources and harnessing in-country experts.

Even though the integration of women with disabilities into programmes such as WEDGE is an
encouraging development, an ILO review of this approach (2008) has highlighted the fact that
people with certain disability types can continue to be excluded:

To date, the poor accessibility of buildings and materials has limited the range of women entrepreneurs with
disabilities who have participated in integrated WEDGE activities. This, together with prevailing attitudes about
certain types of disability, has resulted in a clear bias towards those, such as ambulant women with mobility
impairments, who need the least or most easily provided reasonable accommodations, whereas those who may
have greater support needs, such as women with mental health difficulties, have largely not been included to
date.

Source; Gilbert, 2007.
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Case study 9 - South Africa: Medunsa Organization for Disabled Entrepreneurs (MODE)

Background: Small communities can support only a limited number of people in skilled trades.
Providing vocational and entrepreneurial training in skills and business types that are surplus to
local demand is a common mistake. The MODE entrepreneurial training recognizes this and
the importance of entrepreneurial skills over technical manual skills. It accepts people onto its
courses based not simply on technical skills, but on whether they have the will and aptitude to
become successful entrepreneurs.

Approach: Entrepreneurial training courses for disabled people living in Soweto.

Data availability: Good — Survey and participant tracking.

Details: In order to qualify for the MODE enterprise development, applicants are tested in
literacy, numeracy, business knowledge, and business insight. They also have to commit
themselves to starting a business on completion of the 10-week course. Only 55 per cent of
applicants pass this test. Attendance on the course is backed by sponsorship (obtained by
MODE). The course is designed to build on existing knowledge among the participants, and to
share this knowledge between them.

Key components and hallmarks of the course are target setting, identification of support
networks, critical thinking, openness to other views, recognition that people have different ideas
of what constitutes success, problem solving, and creativity.

Effectiveness:

= Surveys have shown an outstanding survival rate for businesses established by
MODE graduates.

= The majority of businesses started after MODE training generate about R1500
(US$245) a month, which is twice the disability benefit in South Africa.

= Some grow to earn R3000 (US$490), with the potential for further expansion.

Discussion: The success of the MODE training can be ascribed to: commitment by trainees to
setting up a business; aptitude screening; the course focusing on life skills as well as business
skills; incremental learning built on existing knowledge and skills; close examination of each
trainee’s business idea throughout the course; thorough research by MODE among disabled
persons to understand their levels of skill and education; the opportunity for greatly enhanced
self-respect among disabled people; a holistic and empowering approach which builds on
people’s strengths.

Source: ILO, 2007b.

How else can the skills and productivity of disabled
people be increased?

Sometimes it is not a lack of skills that stopsabied people from being productive,
but physical and organizational barriers to usihgirt skills in the workplace. The
willingness of employers to make relatively minafjusstments to job design, work
station set-up or production processes, or to allvkers to use adaptive tools and
technology can significantly enhance productivity.

Workplace accessibility and flexible working
hours

Some countries have included in their disability poyment legislation a
requirement for employers, training providers arttieo service providers to make
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“reasonable accommodations” for disabled workeh& Americans with Disabilities Act
(1990) defined this as “any modification or adjustmto a job, an employment practice,
or the work environment that makes it possiblegfgualified individual with a disability
to enjoy equal employment opportunities”. Examphedude: adjusting work schedules
through job sharing, part-time work or flexible hguproviding assistive devices, such
as teletype writers or telephone amplifiers, tactitarkings on equipment, or special
computer equipment; or modifying the worksite t@ldie a person with a disability to
perform their job duties more effectively, such @arranged office furniture and
equipment or more accessible routes. Many accomtioodaare inexpensive and cannot
be argued to impose significant cost burdens onnbksses — for example, the UK
Employers’ Forum on Disability quotes research ly firm Marks and Spencer which
found that two-thirds of accommodations cost najhifn

Transport

Some disabled people face an even more fundambatekr to realizing their
productive potential — lack of transport can prévémrem simply getting to and from
work or vocational training institutions. For exdmpn some countries, public transport
systems are not well equipped to meet the needs, afapeople with mobility
impairments. Governments need to pursue the preigeeBnprovement of these systems
to meet the diverse needs of people with diffedésabilities.

Communication and information technology

The growth of the global knowledge economy and hbgreents in communication
and information technology also open new opporiesitor harnessing the productivity
of disabled people (the DDD project mentioned ears an example). The physical
place of production in the global economy has bextess important, a fact that opens
up “teleworking” opportunities for disabled peopléth mobility restrictions or other
circumstances that make a more individualized waykienvironment desirable.
Teleworking, also known as telecommuting, allowsallied people to work from home
for part or all of their working week. Not all didad people need or want to work in this
way, but the option is increasingly being recogdias a “reasonable accommodation” in
some circumstances (US Equal Opportunity Commis&i005).

Service integration

In terms of service delivery strategies, therel$® @n increasing emphasis being
placed on service integration to improve the emgbality and productivity of disabled
jobseekers. Various types of assistance are usuedigied, some related to a specific job,
some related to practical issues such as trangponorkplace accommodations and
some related to personal development, such asifgitbnfidence and self-esteem, or
working as part of a team. Access to a single pofntontact, such as a job coach or
mentor, can provide an effective means of cooridligasuch services (British-Irish
Council, 2006).

Union involvement

As well as employers, government agencies and DROgyr unions can also play
a role in promoting the employment of people withadilities and in facilitating the

12 http://www.employers-forum.co.uk/www/guests/inferidisability-online/employ/employ7.htm
[30 Apr. 2008].
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development of their skills. In Brazil, for exarmapla collective agreement has been
negotiated between the industrial parties in tharplaceutical industry which assists in
the implementation and monitoring of that countrgisota system and which ensures
that employers run training courses for people witabilities. In Japan, the Kanagawa
Regional Council of the Japanese Electrical, Bbeitr and Information Union (JEIU)
has established its own “Supported Employment @shtfor people with intellectual
disabilities. JEIU recognized that sheltered wodgshoften did not provide high-level
employment opportunities and that the skills taugihspecial schools and vocational
rehabilitation centres were frequently outdatedrvies delivered at these centres
include vocational assessment, guidance and cdingsekkills training, supported
employment and job placement and follow-up.

How effective are these measures?

Verkerke (2002) argues strongly that the provisidbmeasonable accommodations
increases productivity and efficiency in the labouarket: “Mandated accommodation
avoids scarring of the employee and the risk obeiler unemployment of persons who
could be employed productively.” The Australian Bament of Employment and
Workplace Relations (2007) reviewed the evidenchefcosts and benefits of providing
accommaodations for disabled people. It cites thdifigs of Cantor (1996) who reported
that for every dollar spent on cost, there were 205%f benefits in employing and
accommodating a person with disability; that almtsiper cent of companies reported a
saving of US$1 to 5,000, a third reported a sawh@y S$5,000 to 20,000 and another
25 per cent reported a saving of US$20,000 to 200,The review also cites statistics
from the US Job Accommodation Network (JAN; 199%jich suggests that the benefit
to cost ratio for making workplace adjustments rbayas high as 40:1. According to
JAN, employers reported productivity-related betsefiof providing workplace
accommodation included enabling retention or hiriga qualified employee (56 per
cent), eliminating the cost of training a new emel® (31 per cent), saving workers’
compensation and other insurance costs (38 pel) esnat increasing the individual
worker’s productivity (54 per cent).

Measuring the productivity gains from workplace @oenodations for disabled
people also needs to consider the costs of themsgeb. Deleire (2000) indicates that
51 per cent of accommodations made by employethanUnited States cost nothing,
while the median cost per accommodation was US$BR@er cent of accommodations
cost more than US$2,000, 4 per cent cost more Wi&$5,000 and 2 per cent cost more
than US$20,000. In Australia, the average cost ofkplace modifications funded
through the Australian Government’s Workplace Mimdifions Scheme between 1998
and 2002 was AUD 2,200. The net economic impagtsicering productivity gains in
the workplace and savings in recurrent governmeniefit payments is therefore very
likely to be positive.

The US State of South Carolina Office of Human Reses (OHR) quotes a
number of studies that have assessed the prodyctbénefits of teleworking.
Telecommuters typically work more efficiently witlooffice-related distractions and
interruptions. OHR indicates that companies findolelyees who telework are 10 to
30 per cent more productive. It cites: an AT&T spomed survey of Fortune 100
telemanagers in which 58 per cent reported incteaserker productivity; a pilot
programme run by the State of California which mieed productivity increases of 10 to
30 per cent; and an American Express survey whieasured a 20 per cent productivity
gain for its off-site call centre employees. (Thesaies refer to teleworking in general
but they could equally be applied to disabled teldwrs).
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The experience of the company CJ Telenix in theuBkp of Korea provides a
more specific example of the productivity benefitseleworking in the employment of
people with disabilities. In 2003, the companyiatéd a “work-at-home” system for its
customer service operators as a means of increapirgtional and corporate efficiency
and decided to include employees with disabilitethis new approach. The CJ Telenix
work-at-home stations introduced were identicahtmse in its main call centre, with the
same desk, partition, computer, LCD monitors, tégbed Internet and telephones.
Although the cost associated with setting up thesee offices was 20 per cent higher
than work stations in the centralized call cent@npany executives believe that the
return-on-investment is significant in terms of noyed productivity and customer and
employee satisfaction. The home workers visit thanntall centre twice a month to
maintain a relationship with co-workers and empiteyeiccording to the company’s
human resources manager, Sung Joo Kim, “We hawvihaway the stereotype that
disabled people are less productive; our case prigvdL O, 2007c).

“Joined up” service delivery strategies are beimtyogated in some countries
because they are considered to be more effectiviengmoving the employability of
disabled jobseekers. The British-lIrish Council @P0points out that “small
administrations may be more flexible and agile hiriit response to disabled people’s
individual needs, through ‘one-stop’ approachest dhat the “challenge for larger
administrations is to make it easier for disabledpgte to navigate the spectrum of
different services required to improve employayilifThe rationale for such “joined up”
approaches seems sound, but to date there doegenaippear to be any empirical
evidence to demonstrate their effectiveness.

29



Case study 10 - Developed Country: Fundacion ONCE - Use of new technology in the
employment of people with disabilities in Spain

Background: Recognizing that technological change was simultaneously eliminating and
creating jobs, Fundacion ONCE was established in 1988 with the aim of supporting the self-
employment of disabled people in new industries.

Approach: Training of disabled people in information and communication technologies
(ICT), promotion of these people into ICT-based jobs and promotion of accessibility.
Fundacion ONCE holds total or partial equity interests in a number of companies (the
Fundosa Group) - this gives it substantial scope to ensure the employment of disabled
people.

Data availability: Independent peer review as part of a European Employment Strategy (de
Cabo, 2003).

Details: The strategy has three key elements:

= training in new technologies and in the necessary interpersonal dimensions of
running a business;

= promotion of the employment of people with disabilities in positions relating to
the use of the new technologies;

= promotion of accessibility by means of social awareness, the elimination of
barriers that affect certain disabilities and overcoming technological access
problems.

Effectiveness:

= From 1997 to 1999, 933 people with disabilities were trained and 742 were
employed by companies in the Fundosa Group. Another 773 were employed
between 2000 and 2002.

= Employment included work in emergency telephone services, call centres,
telephone survey implementation, e-commerce, on-line health management,
electronic subscriptions and real-time telephone interpreting for people who
are deaf.

Discussion: The employment outcomes from the organization’s training activities are good —
its equity stake in the businesses allows it to closely link training content with operational
needs. Continuous technological change presents a challenge - “for people with disabilities,
as for us all, life-long learning is necessary.”

Source: de Cabo, 2003.
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3. Conclusion

In summary, the key policy messages to emerge thisnbackground paper are as
follows:

» Undertake more research on workforce skills and productivity issues associated
with people with disabilities. Much of the data used in this paper is now quite-el
some dates back to the early 1990s — and requpéating in the light of changing
labour markets, human resource management praeaticetechnological developments.

* |Include measures in poverty alleviation strategies to unlock the productivity
potential of disabled people by encouraging their development of employability,
vocational and entrepreneurship skills and their participation in economic activity.
As the ILO puts it: “An estimated 470 million ofetworld’s working age people are
disabled. These people have the potential to makelaable contribution in the
workforce, as employees, entrepreneurs or emplayeashers.*® In the words of the
World Bank: “With disabled people invisible in démement initiatives, hundreds of
thousands of people who see themselves as potantalilling contributors to family
and national economic activities are instead reéézhjgo the margins of society where
they are perceived as being a burden. The resultbea devastating, both to the
individual and to the economy?

= |Integrate productivity-enhancing skills development into development strategies.
Despite the difficulties involved in positioningagt training systems in developing
countries to better service the skill developmeseds of disabled people and the poor
in general, developing the skills of disabled peagthances their productivity and their
ability to earn a decent income. But, as Benned9@ put it: “Training on its own
cannot solve the fundamental underlying problertheflack of productive employment
opportunities... it must be linked to broader psses of economic and social change.”

= Consider the significant economic cost of not having disabled people productively
engaged in the economy. In both developed and developing countries, untiézation
of disabled people in the workforce has a signifiazegative effect on the productivity
of national economies. The costs in developed cmsnbf providing passive welfare
support are escalating as populations age andedaged disabilities rise.

= Encourage the mainstreaming of disabled people into training programmes and
open employment. Segregating people in sheltered work environmenesxpensive,
does not adequately develop skills for open empiyrand is increasingly at odds with
the aspirations of disabled people themselves @adommitment of countries to full
inclusion with equality.

= Adopt approaches to sKkills training that reflect this movement towards the
mainstream — such as training on-the-job in open employmestablishing supported
employment initiatives, and encouraging more dlggkriendly, mainstream training
centres.

13 http://www.ilo.org/public/english/employment/slsiltlisability/diswork.htm
14 World Bank Disability in Africa webpage:

http://www.ilo.org/dyn/declarissDECLARATIONWEB.DOWNDAD_ BLOB?Var_DocumentID
=6812 [30 Apr. 2008].
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Promote workplace accommodations and flexibility for disabled workers. These
can significantly enhance the productivity of disgbworkers and employers should be
actively encouraged to introduce such policies.il@nhyg, technological innovations can
open new work opportunities for some disabled pedfar example, teleworking) and
successful models need to be promoted and emulated.

Identify and remove the remaining regulatory barriers that restrict the open
employment and participation of disabled people in the economy. This is
particularly the case in some developing countries.

Undertake further research to overcome the continuing lack of quality data on the
economic situation of disabled people.
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