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1.

Introduction

In recent decades, the marginalization of many lgeafth disabilities in society
has been recognized as a human rights issue,ingslaltgely from barriers in the
social and physical environment, rather than frdva individual's inability to
participate. This transition from a social welfgverspective to a rights-based
approach, that is, to focus on improving accestacation and skills training, for
example, is being reflected in legislation all ottex world.

Regionally, the Declaration on Employment and Piyen Africa', 2004
commits African Union (AU) members to ensure equaportunities for disabled
persons by implementing the African Decade of Ds@lPersons and, to that end,
developing policies and national programmes thabda full participation of
persons with disabilities and their families in ishc political and economic
development. The Plan of Action for the implementatof the commitments
made in this Declaration prioritizes the targetargd empowering of vulnerable
groups such as persons with disabilities, througication, skills training and
entrepreneurship, among other recommended actions.

The move away from a social welfare or charity apph is reflected in ILO’s
Convention concerning Vocational Rehabilitation d@ployment of Disabled
Persons (No. 159) of 1983, now ratified by 78 cdaat Convention No. 159
requires member States to develop a national patieycerning vocational
rehabilitation and employment of persons with digsds based on the principles
of equality of opportunity and equal treatment, aodpromote community
involvement and mainstreaming where possible. SAfriba has not ratified ILO
Convention No. 159 in 1989, but has made prognesgeveloping rights-based
legislation concerning disabled persons with thepddn of the Persons with
Disabilities Act of 1996.

In addition, impetus for a rights-based approacti fuil inclusion of disabled

persons in society has gained momentum worldwiddé wie decision by the
United Nations (UN) General Assembly to developan¥&ntion to Protect and
Promote the Rights and Dignity of Persons with Diigizes. Representatives of
South Africa took part in the negotiations of thewnUN Convention on the
Rights of Persons with Disabilities, which was fatty adopted on 13 December
2006.

Given the emerging trend towards a rights-basedoagp to disability issues in
South Africa, and the support provided to this hg tAU Declaration in the
broader context of Africa, it is timely to examilegal provisions concerning the
training and employment of disabled persons and thglementation, and to
identify steps which may be needed to improve ojmities for disabled persons
seeking to acquire marketable skills, find a degamior set up a viable business.

! Declaration on Employment and Poverty in Africappized at the African Union 3rd Extraordinary Sessio
on Employment and Poverty Alleviation, Ouagadouddurkina Faso, Sept. 2004.



A workshop, ‘People with disabilities: Pathways decent work’, held 19—
21 September 2006 in Pretoria, South Africa, pregidan opportunity to
commence such a review. The workshop is linked vio 41LO technical
cooperation projects in South Africa. One of thgsejects, Promoting the
employability and employment of people with distdd through effective
legislation funded by the Government of Ireland, seeks tanptte training and
employment opportunities for disabled people bypsufing selected national
governments to enhance the effectiveness of egidaws and policies or to
develop new laws reflecting a rights-based approach

The second projecGtrategies for skills acquisition and work for pams with
disabilities in Southern Africafunded by the Government of Flanders, aims to
enhance skills acquisition by disabled personsdentifying effective strategies
to provide vocational skills and real work opporti@s to youth and adults with
disabilities by governments, Non-Governmental Oizgtions (NGOs), Disabled
Persons’ Organizations (DPOs) and Community-BasetiaBilitation (CBR)
programmes. An exploratory survey on skills acdiisi by people with
disabilities commissioned by the ILO was conductedSouth Africa by the
Human Sciences Research Council (HSRC), Disablegpl®eSouth Africa
(DPSA) and the Thabo Mbeki Development Trust forsdbied People
(TMDTPD), as part of this project. The findings thie survey were discussed
during the workshop.



2.

Overview

During the workshop, participants reviewed emplogtneand training-related
legislation, programmes and policies concerninglied people and identified
the necessary steps for improving the quality amglaict of their implementation.
The quality of skills training for persons with dislities in South Africa, along
with its relevance to market opportunities, wasoatBscussed. Examples of
effective strategies and methods for skills actjoisifor productive work were
examined, and ways to improve and increase skeN&ldpment opportunities for
persons with disabilities were discussed, includimgasures to make mainstream
vocational training programmes more inclusive. &whup action to be taken by
key stakeholders was suggested.

2.1 Themes

The workshop involved a combination of formal prea&ons, panel discussions
and working group sessions, with the aim of enaging a high level of
participation.

Thematic presentations

Two main themes were addressed in the formal ptasens ‘Training and
employment of people with disabilities: The role tdgislation and ‘Skills
acquisition for persons with disabilities in SoutheAfrica.’

Enabling disabled persons to find decent work: Wéaequired?

Training and employing people with disabilities: eThegal and policy
framework in South Africa — An overview.

Training and employing people with disabilities: ¥¥lare the issues?

Pointing the way forward: What can South Africarfedrom international
trends in legislation and policies for persons wiigabilities?

What skills are relevant in today’s world of work?

Strategies for skills acquisition and work for pars with disabilities — South
Africa survey findings.

Including disabled trainees in general vocatiordlication and training —
Services SETA.

Skills training in the Ikhwezi Lokusa project.

Recent developments in skills acquisition for pessavith disabilities in
Malawi.

Recent developments in skills acquisition for pessavith disabilities in
Zambia.

In addition to the formal presentations on thessribs, a disabled person told of
her experience in developing her skills and seelggent work.



2.2

2.3

Working groups

Working groups comprising representatives of Gonent, workers’
organizations, DPOs, NGOs, and training provideiscussed the following
guestions:

* Improving the impact of laws and policies concegnithe training and
employment of people with disabilities: What netalbe done? Who should
be involved? What are the first steps?

* Access to marketable skills by persons with digzst What policy
approach should be adopted? What strategies aneredd \Who should be
involved? What are the first steps?

Panel discussions

Panel discussions involving representatives of @Guowent, workers’
organizations, DPOs, representatives from other BlIG& well as training
providers, addressed the following questions:

* Implementing the laws and policies: What needstddne?
» Strategies for skills development in South Afrigéhat is the way forward?

Following the presentations by panellists, plerdisgussions took place to enable
participants to comment.

Participants

Forty-six participants took part in the workshoppnesenting the Office on the
Status of Disabled Persons in the Presidency (OSIb@)Department of Labour;
the Department of Education; three Sectoral Edacatiand Training Authorities
(SETAS); the Federation of Unions of South AfriddEDUSA), the National
Council of Trade Unions (NACTU); several South A& DPOs; the South
African Human Rights Commission (SAHRC), as welr@gresentatives of other
service providers. Four participants from Malawd &ambia, who had attended
the corresponding national workshops in their coestn May 2006, took part as
resource persons. While employer representative® wevited to attend the
workshop, none participated. There was an equalegdmalance, with 24 women
and 22 men attending. People with disabilities weqgresented by 23 persons
with physical, visual or hearing impairments and [®presentatives from
organizations advocating for the rights of persatith mental health issues and
organizations of and/or for parents of childrenhwittellectual disabilities.

Resource persons
The workshop was organized and conducted by ILO:

* Ms Barbara Murray, Senior Disability Specialist,ilBkand Employability
Department (EMP/SKILLS), ILO Geneva

* Ms Pia Korpinen, Associate Expert, Skills and Emplulity Department
(EMP/SKILLS), ILO Geneva



Ms Heather Labanya, Programme Assistant, Skills daaployability
Department (EMP/SKILLS), ILO Geneva

Ms Boshie Matlou, Progamme Officer, ILO Pretoria
Ms Carol Phillips, Programme Administration Seangtd O Pretoria

Additional resource persons were:

Ms Naomi Kamanaga, Centre Manager, Malawi Counair fthe
Handicapped (MACOHA)

Mr Chola Kafwabulula, Legal Expert, Disability tidtives Foundation
(DIF), Zambia

Mr Cretus Kapato, Vice Principal, National Vocat@b Rehabilitation
Centre (NRVC), Ndola, Zambia

Mr Montford Chazama, Chairperson, Federation ofabigy Organizations
of Malawi (FEDOMA)

2.4 Resource materials

The following documents were provided to particiggan hard copy or electronic
format:

ILO: Draft: Promoting the employability and employment of peoplth
disabilities through effective legislation (SoutheAfrica), South Africa
Country Profile,ILO/Irish Aid (Geneva, April 2006).

ILO: Employment of people with disabilities: A humarhtggapproach (East

and Southern Africa), Report of a Tripartite TeaatiConsultation, Addis

Ababa, 23-25 September 200%,.0/Development Cooperation Ireland
(Geneva, 2006).

ILO Draft Strategies for skills acquisition and work for peopwith
disabilities Thabo Mbeki Development Trust for Disabled Pepplisabled
People South Africa and Human Sciences Researchal¢Geneva, 2006).






3. Official opening
Opening speeches at the start of the workshop meade by:

e MsJudica Amri-Makhetha, Director, ILO Office for o&th Africa,
Botswana, Lesotho, Namibia and Swaziland

 Mr Mzolisi Ka Toni, Executive Director, Disabled ¢f#e South Africa
(DPSA)

« Mr Bennette Palime, Director, President’s Office the Status of Disabled
Persons (OSDP)

Ms Judica Amri-Makhetha, ILO Director and Representative for South
Africa, Botswana, Lesotho, Namibia and Swazilandyjelcomed members of the
high table and participants to the workshop andhaakedged the support of the
Governments of Ireland and Flanders to this worgshehich is taking place as
part of the ILO technical cooperation projects ioufh Africa concerning
legislation and skills acquisition.

Ms Amri-Makhetha said that the ILO’s commitmentgmmoting opportunities
for persons with disabilities in training and empteent dates back eighty years to
the early days of the Organization, a specializgghay of the UN, set up in 1919,
before the UN came into being. She pointed out thdiffers from other UN
agencies in that it is a tripartite organizatiamnjalving governments, as well as
our social partners — employers’ and workers’ orzgtions. In South Africa, ILO
works closely with tripartite partners includingaet Department of Labour,
Business Unity South Africa (BUSA), the FederatadinUnions of South Africa
(FEDUSA), the National Council of Trade Unions (NAQ) and the Council of
South African Trade Unions (COSATU). The involvermehthe social partners
ensures that issues affecting people at every leYedociety are brought to
attention — particularly in relation to the worltivaork.

The principles of equal opportunity, equal treattn@md non-discrimination are
embedded in the ILO’s Constitution and in all ILCliaities:

* rights at work and the adoption of internationabdar standards —
international treaties which are binding on the&tavhich ratify them;

* knowledge development - building knowledge on ggudctice in skills
development, employment, enterprise developmenialksecurity;

» advocacy, through conferences, seminars, workshlogghis one, training
programmes and policy advice; and

» technical advice and support through technical ecaton projects at the
national, sub-regional and regional levels.

The ILO is convinced that poverty anywhere is @ahto prosperity everywhere.
Without the inclusion of disabled women and memitiatives to reduce poverty,
inequality will continue and South African societll not prosper as it could.



The Organization recognizes South Africa’s effartscreating a society for all
through developing an enabling framework includitige South African

Constitution; the Integrated National Disability&egy; the Skills Development
Act; the Employment Equity Act (EEA); the Promotioof Equality and

Prevention of Unfair Discrimination Act; the Predatial Procurement
Framework Act; the Code of Good Practice on the IBgmpent of People with

Disabilities; and the Technical Assistance Guidsdiron the Employment of
People with Disabilities (TAG).

The AU Declaration on Employment and Poverty in iédradopted in
Ouagadougou, September 2004, commits AU membersensure equal
opportunities for disabled persons by implementthg African Decade of
Disabled Persons. This requires the developmentpalicies and national
programmes that favour full participation of persamith disabilities and their
families in social, political and economic develagrh

Although South Africa’s legislative framework supiso principles of equal
treatment and non-discrimination, barriers to is@an and equal opportunities
still exist. Disabled people can make a meaningéuitribution to society with
access to education, skills training and employntleat is suited to their skills,
interests and abilities. However, discrepanciesvéenh economic growth and job
growth, in addition to inherent difficulties facday people with disabilities,
constrain employment development. Today, many tkgalpeople have to
struggle to obtain access to training and jobsateh only achieve this with the
support of their communities and families. A greatmber of people with
disabilities do not have these opportunities, haveand thus do not realize their
potential. The Survey report to be discussed dutiregworkshop provides some
insight into how some disabled people in Southdsfithave accessed training and
employment.

South African policymakers and service providers @ow challenged to identify
means to ensure that the door to education, skiliming and employment
opportunities is open to all disabled persons. @llgbthe inclusion of disability
issues must be an integral element of the inteynatidevelopment agenda.

Mr Mzolisi Ka Toni, Disabled People South Africa (OPSA), commented that in
South Africa, and especially in Limpopo Provinckere is a long way to go
before decent work is achieved for people with liigges. In his view, the
equalization of opportunities for disabled peopid the advancement of a rights-
based approach are two important issues that rebeé tealt with. In order to
achieve these two important elements, alliancen@eeed between the disability
sector and Government. He pointed out that theseneasignificant support from
Government to facilitate the work of the African dae€e of Persons with
Disabilities in the region, saying that the onlyppart the African Decade
Secretariat receives comes from the Swedish antgsD&overnments. When the
Decade was initiated, South Africa chose to foau$oair priority areas:

» the policy and legislative framework;
* economic development;
» the provision of services; and



* building and empowering DPOs.

Mr Ka Toni suggested that if all disabled peoplgredd themselves with the
slogan“Nothing about us without us”a difference can be made.

The research on skills acquisition to be discusdaihg the workshop would
address one of South Africa’s identified priorityeas. Mr Ka Toni further
emphasized that as people with disabilities panmér key institutions such as
the Human Science Research Council (HSRC), thersectuld be able to report
in 2009 on such activities conducted with the IL&pport.

Mr Bennette Palime, President’s Office on the Statsi of Disabled Persons
(OSDP), said thatthe employment of people with disabilities is pitiprfor the
South African Government. The growing divide betwedeveloped and
developing economies and between the first andnskeeoonomies is the biggest
global challenge at present. People with disaedibften rely on the willingness
of governments to develop quotas for their emplayimealthough governments
have generally not followed through with this inagtice. Therefore, although
having developed the right legislation is importahe implementation is also a
key factor that must be examined.

Employers’ attitudes, inaccessibility of the worirenvironment, reasonable
accommodation and selection and recruitment pextare challenges faced by
disabled persons. Access to health and wellneggamronmes in the workplace and
accessible labour market policies are additionallehges faced, as well as the
major challenge of changing technology at work.

The inability of economies to create adequate dppdres for employment for

all, including disabled persons, is problematice Thrrent unemployment rate for
the total population in South Africa is approximgté0 per cent. This figure rises
significantly when looking specifically at the unployment rate of people with

disabilities.

Government’s key role is to create a legislatiafework that is flexible enough
to take people with disabilities into consideratianlabour market policies, and
also in respect of social integration. Capital &ehan resources to develop the
skills for people with disabilities in the workplanust be provided for by
government.

Quota systems and targets need to be reviewedlar to accommodate disabled
people at the workplace. The Government should @ksp a role in ensuring that
job retention obligations are adhered to and sHigelopment of disabled people
is realized.

In conclusion, Mr Palime made some recommendata@nsvhat is required to
facilitate the inclusion of disabled persons inrtireg and employment in society:

* An all-inclusive employment equity framework to ifaate access of people
with disabilities to employment;

» Clear occupational health and safety legislatioteraag to people with
disabilities (including the Basic Conditions of Eloyment Act and the



Labour Relations Act), and particularly ensuringtththis legislation is
disability-friendly.

Referring to the UN Convention on the Rights ofd@es with Disabilities, he
mentioned the article focusing on work and emplayhwehich refers to inclusion
and specifies how the workplace is to be made aiies The challenge for
governments now will be how to translate this psev into action. The
Convention’s main impact will be noted in reportingechanisms to the UN on
the employment of disabled people. The reportinigyfasrm a part of the regular
country reports to the UN and will involve closeromitoring on the

implementation of the Convention by member coustrie

In conclusion, Mr Palime urged that, although therld/ of work is constantly
changing, the recruitment and employment of dishlpleople must remain key
items on the agenda. With these remarks, Mr Palimelared the workshop
officially open.
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4. Thematic presentations

4.1 Training and employment of disabled persons — T he role of
legislation

Barbara Murray, Senior Disability Specialist, Skiland Employability
Department, ILO Geneva

Introducing the session, Ms Barbara Murray highkghthe significance of the
UN Convention on the Rights of People with Disdia@, which was not only
negotiated between governments as other convenbangalso involved up to 800
DPOs. The Convention, which is likely to be adoptag the UN General
Assembly later this year, will be binding upon ctigs once it is ratified. The
legally-binding instrument will be a major force imfluencing and changing the
way disability is viewed — with increasing emphasia a human rights
perspective. Since the Convention will be legaligding, Ms Murray noted its
importance in providing a framework for policy demment and implementation,
and in enabling people on the ground to benefit.

The ILO has completed a review of legislation inrfeen countries in Africa and
Asia and from this, Ms Murray noted that South édin legislation appeared to be
exemplary and a leading example of modern disgd@igislation. South Africa
also sets a leading example with regard to impléatiem, with disability matters
being coordinated at the highest level through Rhesident’s Office. From the
outside, this looks impressive, although it is cldaat gaps still exist between
targets set and what has been achieved. One omtst important gaps to
examine is the Government's employment target pe@ cent representation of
disabled workers in their workforce, a target whings not been met. The factors
contributing to this gap, as well as possible sohg and measures to close these
gaps, were questions which would be discussed abatéld during the workshop.

4.1.1 Enabling disabled people to find decent work - What is required?

Ms Heather Labanya, Programme Assistant, Skills aBchployability
Department, ILO (Geneva)

In order to enable people with disabilities to fiddcent work, the demand and
supply factors in the labour market need to bertakt account.

Supply side

In order to acquire decent work, people with dikids need to haveducation

In a knowledge-based society, this is a key ingnetdif disabled people are going
to have a competitive advantage. Secondigrketable skillsaare important, but
since many disabled people do not have the sanesses non-disabled persons
to basic education and thereafter skills trainiagquisition of such necessary
skills is challenging. Thirdlycore skillssuch as personal management skills (for
example, including confidence, initiative and pstesnce), team work skills, and
flexibility are “soft skills” that make all the difference in employment. Many

11



employers are looking for these skills and alserféxpect a candidate to have
had work experience. Many jobseekers with disaéslitfind themselves in a
“catch 22" situation, as work experience is not offered tonyn@eople with
disabilities.

How can laws address the supply factors?

Laws should provide for access to education, rele\skills training, career
guidance, employment services and information alloeitrights of people with
disabilities.

There are several ways in which laws can addressldantages faced by disabled
workers including, for example, through the promsdf adisability allowance A
disability allowance provides funds to meet non kmalated costs that facilitate
access to employment for people with disabiliti€ther examples include:
personal assistance schem@s have been introduced in the Nordic countries)
andtransport allowances

Demand side

On the demand side, employers should be willingetwuit disabled jobseekers,
yet are constrained in this by mistaken ideas summaptions they may have about
their work capacity. As a step in this directiompoyers may provide training or
work experience to disabled persons; retain andibimg to retrain employees

who acquire a disability in the workplace, wher@rapriate; provide advice to

training providers on what skills are needed in ldd@gour market; and provide

other supports as appropriate to promote disabé&dops in the labour market
(such as subcontracting work to businesses owngetyle with disabilities).

How can laws address the demand factors?

Anti-discriminatory laws, for example, prohibit efapers from discriminating
against people with disabilities and therefore sdosdiscourage employers from
discriminatory behaviour, providing for penaltiesthe case of failure to abide by
the law. Laws can also provide incentives to emgieywwho employ and/or train
people with disabilities. Further employer involvemh may be encouraged, for
example, by involving employers in giving advicettaining providers or other
key stakeholders on the skill requirements of #ur market.

Many of the obstacles faced in promoting the empleyt of persons with
disabilities have to do with the perceived costdéptations. Some of the ways
that laws can address such concerns is thoumkplace adaptation grantdor
example. These are funds provided to employers #Hwtve to facilitate
adaptations to the workstation or the workplacenetkke them more accessible to
disabled employee(s). Laws can also provide dquipment grants or loans
Employers may also receivenployment incentivesncouraging them to employ
disabled persons (for example, tax rebates), opoavidewage subsidies

12



4.1.2 The legal and policy framework in South Afric  a — An overview
Mr Bennette Palime, Director, Office on the Stato$ Disabled Persons (OSDP)

Employment Law in South African is based on the tBoifrican Constitution
(specifically Chapter 2, Section 9), and South &n jurisprudence, as well as
the Promotion of Equality and Prevention of Disgnation Act, the Skills
Development Act, the Basic Conditions of Employma&at, the Labour Relations
Act and the Public Service Act which measures ptotg all vulnerable groups
such as women, people with disabilities, youth emttren in labour exploitation.
The Public Service Act provides for affirmative iaot as well as protecting
vulnerable groups against discrimination.

Disability is defined under the Employment EquitgtAvithin the employment
context. The Act provides for inclusive measuresrable people with disabilities
to access the mainstream work environment. Workplxessibility (including
transport) or reasonable accommodation are includéds legislation. Under the
Act, due attention must be given to inclusion ireston and recruitment
interview procedures. In addition, South Africagi#ation encourages employers
to focus on the abilities rather than the disabilitf a given jobseeker or
employee.

The concept of undue hardship in the Act must bexemined, since many
companies have often opted to pay fines as opptseeimploying disabled
people. Equality courts are reviewing this problem.

Jurisprudence in South Africa is case law-basedtidimns taken in the courts
have shaped the disability legislation. Recent gasmcan be seen from two
cases:

» Equality Court, Port ElizabethA case was brought against the South
African Police Service about ensuring accessibiladgd transport for
employees with disabilities in the Police Serviaagl

* Magistrate Court, Pretoria:A magistrate in the Pretoria Magistrate Court
with muscular dystrophy which caused him to writewdy and use large
print (even when writing) brought a case against ¢ourt. The Equality
Court ruled that more time was to be given to tlaengff, the Magistrate, to
complete his cases in court and that this wouldachpn the number of
cases he would bring to judgment.

Although the South African approach to disabilitydaemployment is to have
accessible workplaces to enable employees withbilitses to reach their
workstations easily, it faces problems with theysimn of personal assistants.

The retention of workers with disabilities in thebtic service will be addressed
through theHealth and Wellness Programraad theJob Access Programméhe
Health and Wellness Programme is to be presentsdrior managers in Durban
shortly; and theJob Access Programmeill serve to open opportunities for
people with disabilities focusing on the requiretsenf each individual as
opposed to those of the public service.
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4.1.3 What are the issues?
Mzolisi Ka Toni, Executive Director, Disabled Pe@pSouth Africa (DPSA)

In South Africa, a question that looms is the fHwt it is a model country
equipped with all the right legislation concernipgople with disabilities, yet
society is not moving towards more effective wafysnplementing these laws.

Concerning definitions of disability, it has beegit oy many that a definition of
“disability” or a “person with a disability” is a pertinent issue to tackle in
equality in order to move forward in achieving elgydor disabled persons. The
negotiations surrounding the UN Convention focusggnificantly on the
definition of disability instead of other more psagy issues confronting disabled
people. However, people with disabilities have fmind these debates over
definitions helpful. In South Africa, a definitiarf “a person with a disability”is
found in theEmployment Equity Code of Good Practioefacilitate employers in
their application of the Code as applicable to pesswith disabilities.

Mr Ka Toni quoted Joshua Malinga of Zimbabwe, whaids“people with
disabilities have created an industry to benefitens such as social workers and
occupational therapists, for example, suggestirag thany aides do not work to
benefit people with disabilities but to ensure wiokthemselves.’Furthermore,
finding persons who will provide sufficient suppdd disabled persons is a
challenge requiring significant preparation andusttamot be done with haste. An
example of the difficulties is seen with the So@tiica Broadcast Corporation
(SABC) who endeavoured to make their programmessadigle to persons who
are deaf or have hearing impairments. SABC engaggdlanguage interpreters
but found that the sign language interpreters eyggl@ould not be understood by
the intended beneficiaries. SABC had not ensurestj@ate consultation with
stakeholders; persons within the deaf community whe knowledge and know-
how. This is a critical issue that must not be takghtly.

The social security policy in South Africa is a kegue to look at. For example,
many growing economies have transport and othewatces to facilitate the
access of people with disabilities to the workpladewever, in South Africa, as
in many other countries, people with disabilities deterred from entering into
the labour market for fear of losing the disabilijsant as well as because of the
difficulties faced in re-instituting the disabiligrant after leaving the system.

The reasoning for the provision of a disabilityrgraas been questioned, in other
words, whether the grant is being paid becausept#tson was disabled or

unemployed. A right message about the grant mustdaely communicated and

that is: that the grant is given to facilitate asc®f people with disabilities to

employment.

Many employers will not employ people with disat#s unless they are made
aware of successful examples. The disability sestogsponsible for ensuring the
provision of incentives that convince employerswant to employ disabled
people. For example, in Germany, a pilot model ncoeirage employers to
employ disabled persons is underway, with relatuecess. Under the scheme,
employers are required to hire disabled people eampiance with quota
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employment requirements or else pay a fine. Thedunom the fine are placed
into a fund and used to further employment acces¥oa opportunities for
disabled persons.

People with disabilities have often experiencedatsan in society in general, and
have not been given the opportunity to acquirertbeessary experience in the
world of work, nor the required skills.

DPOs in South Africa have been too lax and haveaper “sold out” in relation to
achievements and advances. Pressure on employkegoaarnment to take these
issues, raised seriously, and ensure joint progiessoplied strategically. An
“honest alliance” between professionals working in the field andibisd persons
must be attained instead of unfruitfiights” between the parties. Use of these
partnerships must be made, otherwise opportunitiébe lost.

It is unfortunate that the absolute minimum targsts for engaging disabled
persons in employment are not being met, as theldyment Equity reports
reveal. People with disabilities have an opporiunit be part of a designated
group. Race issues complicate the situation intSéditica. As a starting point,
race and disability issues married together aréroversial, given that historically
African, Coloured and Indian people with disab@igi have been more
marginalized than white disabled persons. Also, léwel of oppression differs
between racial groupings. With the complexity astissue, the disability sector
needs to mature and not focus on the disabilityigsowhose requirements are
more easily met.
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4.1.4 Pointing the way forward: What can South Afr  ica learn from
international trends in laws and policies for perso ns with
disabilities?

Barbara Murray, Senior Disability Specialist, Skilland Employability
Department, ILO Geneva

South Africa has put in place an exemplary systdmlaas and policies to
promote employment equity which is widely cited asmodel of modern
legislation. Problems have arisen when it comesn@ementing the laws and
policies, however, and people with disabilities dvawot benefited to the extent
they could or should. In this presentation, an wesv is given of the provisions
of the UN Convention on the Rights of Persons vidikabilities, finalized in
August 2006, before turning to key elements whibtloutd be considered in
improving the implementation of the laws, focusingparticular on the value of
consultation with social partners and DPOs, on wayshich employers can be
encouraged to be more involved and on new appreatbeemployment
promotion for disabled persons.

In planning laws and policies, and in developingviees and implementation
measures, policymakers need to bear in mind trailpeavith disabilities make up
a diverse group, and that this has implications tfog services and support
measures required to facilitate their full partadipn in society. Their

requirements will vary, depending on whether th@yena physical, sensory,
intellectual or mental health disability; on thedéof support they require; and on
whether they have had a disability from birth, dhdod or adulthood, a
consideration which will affect their pathway thgbu education, vocational
training and work; and on their gender. Gender aisies a huge difference in a
disabled person’s experience and prospects at gmplit. Women with

disabilities are often left out of the opporturstereated by disability legislation.

The shift in focus which is in evidence in laws galicies throughout the world
can be summarized as a shift from rehabilitatirsglolied persons to rehabilitation
of society; from charity to rights; from seekingjustment to the norm to the
acceptance of diversity in society; from exclusainpersons with disabilities to
inclusion, participation and citizenship. This sh# clearly reflected in the new
UN Convention on the Rights of Persons with Digaed, which is based on the
principles of:

* respect for inherent dignity, individual autonomy

* non-discrimination

» full and effective participation and inclusion incsety

» respect for difference; disability as part of hundarersity
* equality of opportunity

* accessibility

* equality between men and women

* respect for evolving capacity of children
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The Convention represents a major change — a newoagh to work and
employment for persons with disabilities - in tiiaecognizes the right of persons
with disabilities to work, on an equal basis withers. This includes the right to
the opportunity to gain a living by work freely cd®n or accepted in a labour
market and work environment that is open, inclusinel accessible to persons
with disabilities. It calls on States to open uppopunities in mainstream
workplaces, both in the public and private sectors. facilitate this, the
Convention promotes the access of disabled persorgeneral technical and
vocational guidance programmes, placement serviaed vocational and
continuing training, as well as vocational rehaailon, job retention and return-
to-work programmes. States are called on to prokiiscrimination on the basis
of disability in all forms of employment, in rectoient and continuance of
employment; to promote opportunities for careeraamdement in the labour
market; to provide assistance in finding, obtainingintaining and returning to
employment. The equal right of disabled persongusd and favourable work
conditions is protected.

The Convention also recognizes that for many deshlgersons in developing
countries, self employment or micro business mathbdirst option, and in some
cases, the only option. States are called on tmpt® such opportunities.

The right to exercise labour and trade union rightsromoted in the Convention.
States are also called on to ensure that people disabilities are not held in
slavery or servitude and are protected on an depsat with others from forced or
compulsory labour.

The Convention does not create new rights, bueragtaborates in detail on how
the right to work, guaranteed by the Universal Betion of Human Rights, can
be realized for people with disabilities (Articl8)2

The Convention recognizes that disability resuttsrf the interaction between
persons with impairments and attitudinal and emrmiental barriers that hinder
their full and effective participation in society @an equal basis with others. This
understanding is reflected in its definition of g@ms with disabilities

Persons with disabilities include those who hawvegiterm physical, mental,
intellectual or sensory impairments which, in iattion with various barriers
may hinder their full and effective participatiam society on an equal basis with
others.

Importance of consultation

Consultations are important, because laws thateageflviews of multiple

stakeholders are more effective than laws that aeflect the view of the

Government. During consultations, the Governmenebis from the widespread
expertise both within the country and from interoial organizations, such as the
ILO. In planning consultations on disability-spéciflegislation, it is very

important that the Government involve represengativof persons with

disabilities.

17



In the case of disability legislation, policymakersd drafters of legislation should
consult:

» DPOs

* Government Ministries

* employers’ organizations
* workers’ organizations

* service providers

» the general public

DPOs

DPOs are essential stakeholders in disability-edldaws and policies. Through
consultation with DPOs which are representative tloé diverse disability
community, laws and policies are more likely to qakgely identify the barriers
faced and make provision to dismantle these barr@d to support disabled
people in overcoming the disadvantages they facepldnning consultations,
allowance should be made for the fact that aboupe&Ocent of disabled people
live in rural regions, so that sharing materialnmihem and gauging their views
may require additional time. In all instances, mate must be provided in
accessible formats.

Relevant Government Ministries

In the past, disability issues were usually theoesibility of one government
ministry, but now, increasingly, a multisectoralpepach is adopted, with each
ministry catering to the requirements of disablexispns in areas within their
respective portfolios. It is particularly importatitat ministries responsible for
education, vocational training, employment, trams@md health be involved.
National coordinating committees have been estadydisin many countries to
encourage this process.

Employers’ organizations

Employers’ organizations play a pivotal role, siftce employers, rather than the
government, that create jobs. If drafters do nohsott with employers’
organizations, they risk imposing unrealistic oraceceptable rules in the
workplace and on hiring practices. Identifying amavolving employers’
organizations that are willing to promote opportasi for disabled people is
central to determining what legal provisions emplsywill accept. In some
countries, for instance, quota systems were puplate without consulting
employers’ organizations, so employers may not edhe the quotas or even be
aware that they exist.

Workers’ organizations

Workers’ organizations, likewise, are pivotal stadielers for any labour
legislation and should be consulted. Trade unicageha role not only in job
retention, but also in the active recruitment fathled workers. Trade unions are
often more than willing to look after the rights whion members who become
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disabled on the job, and are less enthusiastictateuhiring of new disabled
workers. Trade unions should work towards sensigjiziheir members on the
rights of and barriers faced by people with digabd, and they should set good
examples by hiring disabled people to work fordhens themselves.

Service providers

Service providers, such as training centres, mestdnsulted on new legislation
so they can prepare for the changing roles thatlagislation often calls for. For
instance, new legislation on inclusive training Ivgreatly affect the roles of
sheltered service providers, and they must be d¢easso they will know how to
proceed in the newly-integrated system. In Ausiraiind some European
countries, public funding for sheltered workshopmsswecently made conditional
on those workshops changing the way they operatésa a specified percentage
of sheltered workers, transferring, annually, te thpen labour market, with
supports if required. The challenge posed by thesamh that some services
introduced excellent innovations, such as suppategloyment, while for others
the challenge was overwhelming. A key issue in mgtowards full inclusion of
disabled persons is to find a way of tapping artdimeng the expertise which
exists in the special services.

General public

Lastly, the general public should be consulted,cwhincludes the families and
friends of people with disabilities. This is padiiarly important in rural areas
where the family and community networks are certyainaking full inclusion a
reality.

Greater involvement of employers

In South Africa, the need to encourage employersbdomore involved in
promoting employment opportunities for persons wdlisabilities is evident.
Some employers are involved, and examples of gaadtipe exist, but many
more jobs are required. A strategy is needed, ttvinoe more employers that
employing disabled persons makes good businesse,séms employees with
disabilities can make a valuable contribution.

Such a strategy should take into account the éifiteways in which employers
can support the promotion of employment opportasiti

Employers can play a direct role in recruiting jedlsers with disabilities; in

facilitating on-the-job training and supported eoywhent placement; in ensuring
that employees with disabilities participate inffstaaining and are considered
when there are opportunities for promotion; andetiaining workers who acquire
a disability while in employment and facilitatinigetr return to work, if they need
to take time off, after acquiring their disability.

Employers can also play an invaluable indirect mlemproving opportunities, by
providing advice to training centres on the typéslalls required in the labour
market; by advocating the disability business casd other employers; by
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issuing contracts to businesses of disabled perbgnaentoring small enterprises
of disabled persons and by undertaking other thuga which they identify.

The strategy should take into account the assump@md concerns which stop
employers from being supportive. Many employersuams that the Government
and NGOs have responsibility for disability issaesl that they themselves do not
have a role. They may assume that persons withitliges have limited working
capacity. They may be fearful that employing a hlisa worker might bring
problems, and that once employed, that person wbaiee legal rights which
would make it difficult to terminate the contract.

Other frequently-expressed fears are that emplodisgbled persons will cost
more; that additional supervision will be requirddat there will be a loss of
productivity to the company; and that expert addod technical services which
may be required are either not available or diffitu identify.

The strategy should seek to address the emplosegrisrements and expectations
when it comes to employing staff with disabiliti€uitable candidates need to be
referred. Information needs to be provided on #wal obligations; on financial
incentives and support services which are avaijabhel on the work-related
implications of different types of disability. Ade needs to be provided on
safety, accessibility and workplace adaptationsviée should also be available
for supervisors and co-workers. The strategy shimdhide an effective follow-
up service to support the employer and the disabiheployee, to ensure that any
problems which arise in the initial stages of thpa@ntment are quickly identified
and resolved.

In trying to involve more employers, the strategyld involve a range of
approaches. Employers could be approached indiNygdua discuss placement,
supported employment, on-job training and work fp@ssibilities. This might be
combined with a collective approach, reaching enygi® through high profile
events, job fairs, award ceremonies and otheratiigs in collaboration with
employers’ organizations. The media is a key aflythis part of the strategy,
enabling a wider public to be reached.

Rather than seeing employers dbe problem’ and seeking to get their
involvement through law enforcement, with the impos of fines, the strategy
could seek to build a partnership with employenswhich a quality service is
provided; employers provide advice in return amatiethrough experience that
employees with disabilities can be a valuable as8st employers gain in
confidence, more jobseekers with disabilities &ely to find jobs.

In seeking to make a difference in improving oppoities for disabled persons, it
may be necessary to review some of the approaphegrammes and services
used to date, to establish whether they shouldob&éried in the same form, or
whether a change is required. It may be necessarinttoduce some new
approaches and initiatives, such as the suppontgptbgment approach which has
shown to be effective in several countries andow becoming a part of public
policy. A proactive strategy to involve employessanother example.
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4.2

Partnerships and strategic alliances are centratredegies to bring about full
participation of disabled persons in society. Tlaiva involvement of all
Government Ministries, particularly those with respibility for education,
vocational training, employment, social securitgygrty reduction, development,
the built environment and communications. Consioltatvith the social partners
on laws, policies and implementation measures mérak and DPOs need to be
involved in this process. Skills training instituis and placement services are key
service providers which need to be part of the ndtwf partnerships. NGOs also
need to be involved, as in many places they aliedilgaps in public services
through the programmes they run. Families of desbbersons need to be
involved, along with the social workers and coulmsel who may be advising
them and their disabled family members. Universiaad research institutes can
play an important role in advancing the state obwedge and developing
innovations. The media is a crucial part of theaalte of partners, in challenging
stereotypes and mistaken assumptions concernirgpmewith disabilities and
highlighting the valuable role which disabled wormeamd men can play, if they
are given the opportunity.

Skills acquisition for persons with disabilitie s in Southern Africa

Barbara Murray, Senior Disability Specialist, Skilland Employability
Department, ILO Geneva

Ms Barbara Murray introduced participants to an Iit€rhnical cooperation
project, Strategies for skills acquisition and work for pans with disabilities in
Southern Africaundertaken in Malawi, South Africa, Swaziland &=inbia.The
project, funded by the Government of Flanders, aoranhance skills acquisition
among people with disabilities by identifying effiee strategies to provide
vocational skills and real work opportunities tauglo and adults with disabilities
through governments, NGOs, DPOs and CBR programrmas.exploratory
survey on people with disabilities and skills asifion was commissioned by the
ILO in all participating project countries. In SbutAfrica, the survey was
undertaken by three organizations: the Thabo Mi@évelopment Trust for
Disabled People (TMDTDP), Disabled People Southicafr(DPSA) and the
Human Sciences Research Council (HSRC). A repottefsurvey findings and
case studies featuring individuals with disabisitisvho benefited from the
Programmes identified were produdsdepresentation 4.2.2 belgw

4.2.1 What skills are relevant in today's world of ~ work?

Pia Korpinen, Associate Expert, Skills and Employkly Department, ILO
Geneva

Ms Pia Korpinen identifiedbasic educationtechnical skillsandcore skillsas the

main skills that are relevant in today's world obri¢ In order to find decent
work, people with and without disabilities must bBaecompetitive skills to

participate in the labour market. They must possessc education, vocational
skills and/or have the business expertise to bEn&iepreneur.
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In the globalized world, possessing skills has bezancreasingly important. In
the past, skills only referred to technical skild¢ certain professions. However,
today employers are looking for job applicants vaten have core skills.

What are core skills?

Core skills are non-technical general skills esaétd the functions of most jobs.

They are important in both less developed and ndeneeloped countries and
include:

» the ability to learn and to continue to learn;
* problem solving skills;

» teamwork skills (the ability to work, plan and madecisions with others and
to respect the thoughts and opinions of otherkergroup);

* communication skills (reading and writing, activsténing to learn and
understand);

» personal management skills: positive attitude agtthlsiour, self-esteem and
confidence, responsibility, flexibility and multglking, ability to meet
deadlines, a positive attitude towards change;

» other core skills may include punctuality.
Why are core skills so important?

Today’s world of work requires individuals who able to acquire, adapt, apply
and transfer their knowledge to different contextss well as respond
independently and creatively to the given environin&ssentially, core skills
help people to have the skills to get a job, kdegnd advance in their working
career. These are skills needed in most jobs amd the basis for successful
further study and development. Core skills impreveindividual’'s motivation,
progression, achievement and employability.

Where can core skills be acquired?

Core skills can be developed throughout a perskifie’'sand in multiple settings,
from work experience/life to education and training

In addition, many skills training centres are depelg and offering programmes
teaching core skills. Core skills can also be dgwedl through participation in
special programmes, on-the-job training, schogisrtsclubs and various youth or
other organizations. Team sports like football,ggample, could enable a person
to develop teamwork skills, discipline and motieatt skills necessary for jobs.

Vocational education and initial training shoulctdis more on core skills and
competencies that facilitate access to differepesyof jobs and develop further
potential for training. Each sector of educatios haole to play in helping people
to develop their core skills.

Training systems can impart core skills though tigpiag flexible courses and

courses that promote lifelong learning. In order tfr@ining systems to do this,
strong interaction is needed between training &rel real world of work -
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partnerships between government and enterprisadcsbe forged. In addition,
innovative experiences throughout the world hidftlithe significant impact of
joint action in training delivery, involving collabation with employers, and
sharing the cost of training.

4.2.2 Project findings — South Africa

Marguerite Schneider, Chief Research Manager, Hum&aiences Research
Council (HSRC)

Background

This exploratory study is part of a four-countrudst undertaken by the ILO in
Geneva, Switzerland, on vocational skills acqusitiand employment
experiences of people with disabilities.

The aims of the study were:

» to identify effective strategies for vocational IEkiacquisition by persons
with disabilities leading to productive work; and

 to promote training policies and effective methodf training and
employment services delivery for individuals withfferent types of
disabilities, particularly in mainstream traininggtitutions.

The specific questions asked included the following

* Are skills acquisition opportunities being accessawl by whom, and what
type of opportunities?

* Do these skills acquisition opportunities lead topyment in the open
labour market?

* What are the major barriers and facilitators tdskievelopment?
* What are the major barriers to employment?

* What overall effective strategies are identified the survey and case
studies?

Methodology
The methodology in South Africa included three comgnts:

* A survey of 318 people with disabilities, spreadoas people with four
different types of disabilities (hearing, visiorhysical and intellectual) and
who were either skilled and employed, skilled aneéraployed or unskilled
(employed or unemployed).

» A series of 21 individual case studies of peopléected from the
respondents on the survey.

* A series of four case studies of training instdns that represented different
approaches used in training of people with distdsli These training
institutions included a rural agricultural trainingntre, a rural coffin-making
business run by a disabled person who trains qibeple with disabilities,
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an urban training and employment centre, and aarunbainstream training
college.

The study was conducted in five provinces of Sothica - Western Cape,
Eastern Cape, North West, KwaZuluNatal and Gautding. 318 people with
disabilities interviewed in the survey were seldgberposively using a snowball
technique, word of mouth and through the reseaamts own contacts.

While not representative of the population as alejhihe study provides insight
into the process of skills development for peoplghwdisabilities, and its
effectiveness in enabling them to obtain work, dmghlights possible trends
which merit further research.

Results

The results should be interpreted with cautionh@sdample was purposive and
not representative of the South Africa populatiothwdisabilities. The trends
raised reflect the combination of findings from thervey and case studies of
individuals and training institutions. These trendsuld only be confirmed
through further research using a representativepkasurvey.

Formal skills

The more common skills formally acquired by peopleth disabilities

interviewed included: boiler making, carpentry, eiefy, woodwork, cleaning,
caring for disabled and older people, sewing andkicg, secretarial,
administration and general office skills, call aentskills, computer skills,
weaving, environmental health, leadership, coumgglland ministry, public
management, sign language instruction, hairdres€IB&, graphic designing and
photography.

Skills acquired informally

The more common informal skills acquired by peoplgh disabilities were

reported as being: life skills and counsellingsaahd crafts, sewing, cooking,
cleaning, communication, computer skills, working a business context (for
example, running a flea market stall), gardening @fanting, repairing cars,
radios and cell phones, community involvement aadig@pation, sports and
singing.

Barriers to skills acquisition

Important barriers to formal skills acquisition wereported as being lack of:
funds, information, awareness of providers andspar (frequently mentioned
by physically-impaired respondents).

When asked to comment in an open-ended questiore sespondents mentioned
the following additional barriers to skills acqtisn: lack of basic education and
poor quality education, lack of teacher availapjlifack of sign language

interpreters and being sick often and not being &bhttend.
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Facilitators for skills acquisition

The facilitators for skills acquisition were repexitas being: accessible buildings,
willingness to train on part of service providemslaccess to information.

When asked to comment in an open-ended questiome smentioned the
following additional facilitators to skills acquigin: self motivation(‘the will
within’), putting effort into learning, having a positiatitude, support from
family, smooth transition from school to skills itveg, training with other
disabled people and practical training.

Types of employment

The 139 people with disabilities, who indicatedttkizey were working, were
involved in a wide variety of jobs, ranging fromo#ie traditionally associated
with disabled people, such as switchboard operatorwork in information

technology and the media. Jobs included: switchtbagorerator, care worker,
shopkeeper, leatherworker, machine operator, sggmguage instructor, TV
presenter, director and script writer, actress, washing, camera controller,
administration, client service officer, developmenbrker, public relations,
housekeeping, clerical, IT, fundraiser and handyman

Ways of finding jobs

The respondents were asked how they had found ¢heient job. The role of

relatives or friends, and NGOs were mentioned nresjuently. This highlights

the importance of networks. Placement agenciesamssvering advertisements
were not reported as being used often for findingpleyment. Approaches also
mentioned included: goingloor to door’; doing voluntary work; being referred
by the school or service provider.

Barriers to finding work

The most frequently mentioned barriers to findingrkwvere: lack of jobs, lack of
awareness from employers and lack of skills trajnin

When asked to give further examples and explangsti@ome respondents
reported the following barriers: negative attitutiest see disabled workers as less
productive, and costs of reasonable accommodatidrassistive devices.

Facilitators to finding work

The most frequently mentioned facilitators to fimgliwork were reported as
being: good skills training (very high relative athers), job availability and
awareness of employers.

Further examples included: people helping to cotepépplication forms, self-
employment, good communication skills, good skilled a certificate, personal
factors such as a positive attitudthe will to go on in life and the urge to be
successful’or “probably my personality, outgoing personality andver stepped
back from a challenge”.
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Earnings

Respondents were asked if they thought that peoithedisabilities earn less than
their non-disabled peers, and, if they respondegitipely, to give reasons why
this occurs. The responses given were as follows:

* “...people take advantage of deaf people because dheyconsidered as
stupid”;
» lack of formal qualifications;

* having a Disability Grant and not wanting to be roWienit (employer
perspective), thus being paid a low wage;

» workers with disabilities are taken advantage ofeagployers don't think
they (the person with disabilities) understand whaing on;

» people with disabilities are desperate for emplayneand so take on
anything in order to achieve some financial indejesce;

» people with physical impairments are less mobilel dake longer to
complete tasks;

» few workers with disabilities reach the higher dohe of positions in the
workplace; and

» people with disabilities have less opportunitiestfaining and employment
and so have less opportunity to develop skills getdexperience and move
up the ladder.

Skills development and employment

Some of the respondents described the importancekité development and
employment in self realization and increasing tlseif-esteem.

* “Being part of skills development for me with ihgéetual disability has been
good; Opportunities have come my way and | liké’'mt. able to do things
better now and learn about myself and people araued

* The role of career guidance and planned progredston school to skills
training and employment was seen as crucial togosilccessfully employed.

The importance of training, information, physicatessibility, transport, assistive
devices and financial assistance were all highdidhih a consistent manner by all
survey respondents and case study participantplé®adath disabilities described
how a lack of training in how to apply for a jolmdaif and how to disclose their
disability made them feel ill-equipped to answewreatisements for positions.
Respondents reported that many employers were gingvigood reasonable
accommodation, but many were still lacking in @hosnain.

Some successful strategies highlighted by indivigeaple with disabilities in the
study were described as follows: use of distanceatbn to overcome physical
barriers to training, use of job coaches, providstgong support within the
workplace and Government policies which can be usedrgue the case for
promotion.
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Successful strategies used by the training ingiitstwere described as follows:

planning the training to work transition as a caliclactor in ensuring
successful employment for people with disabilities;

focusing on employment skills rather than only ehabilitation;

mitigating the dependency and lack of motivatiotbéoindependent in work
often created by government grants — a factorrikats further research to
understand and manage; and

having strong positive attitudes to the integratdrpeople with disabilities
within mainstream training. When impairment neegs dealt with as a fact
of life, without making a fuss about them, mainstngng of students in
further education and training is facilitated, aghlighted in the following
guote:“We don’t see any problems, we see it as an oppdstu- it is not a
threat to us. We see it as an opportunity wherd edas believes we can.”

General comments on strategies arising out of theys

The positive effect for both the worker with didalas and their workplace
colleagues of mainstream employment of people disiabilities is highly
significant in increasing self-esteem and changaigattitudes towards
disability.

Good planning of school to training to employmeansitions is crucial.

Accessing training is important and training pragnaes should ensure that
the venues and materials are accessible.

The role of a positive personal outlook was alsted@s being an important
factor in determining success in skills traininggaisition and finding
employment.

Attitudes of trainers and employers are also ctuoi@nsuring skills training
is made accessible and employment opportunitieeragdilable.

The acquisition of relevant skills and the avalii@piof good networking
opportunities seem to facilitate finding employment

Recommendations

A number of recommendations come out of the stundyuding:

the need for a good basic education to ensurewetwough with skills and
employment;

a clear career guidance plan for every child withsability to be developed
at school and information on wide career optiomijoled;

training must be flexible, accessible and shouleétmedividual impairment
needs;

trainers should be provided with support to takgaimment needs into
consideration without difficulty, and this will chge any negative attitudes
they may have,

employers should be supported to employ worker$ wisabilities, as a
strategy to change their attitudes to disabledgoess
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* People with disabilities should be supported irdifig and keeping jobs,
which will assist them in developing self-esteeny a

» the role of the Disability Grant in creating a dntive to finding
employment should be reviewed and researched furthe

4.2.3 Skills training and work — Individual story

Sandra Rina Tyler, Social Worker, Kwazulu-Natal (K8 Blind and Deaf
Society

| was born with Retinitis Pigmentosa. In 1975, ¢hegnosis was made that | was
blind and hard-of-hearing with the condition of @enital Leber Syndrome. In

this instance although | would lose all sight, ngating would remain static,

which it has. Hence | am deafblind. | would liken@ake sure you understand this
term. Deafblindness refers to a hearing and visosg in one and the same
individual. There are different categories depegdon the nature of the

combination experienced.

Services for the deafblind were started ten yegrs \ahen [EAFBLIND South

Africa was established. At present there is a natioffice with a National
Director and Development Co-ordinator. There isbhaactivity in at least seven
of the nine provinces. At present | am the Natio@tairperson of this
Organization.

But let’s turn to my career: the challenges andsaafyovercoming them. School
was started in Durban at the Lady of Fatima ConvBgtthe age of 11, | was
battling to read and went off to special educatibfirst attended the Prinshof
School for the Partially-Sighted and then the Paorichool for the Blind where |
matriculated in 1981. Thereafter, | obtained a B#ci8l Work degree from the
University of Natal Durban.

My social work career began by working with epileptand then blind and
partially-sighted individuals, for three years. adsvunable to continue practising
because of my hearing disability which made inwmmg difficult. | then
continued to work at NSB doing various kinds ofatefiitation work. In 1990, |
attended Optima College to complete a secretandrma and training in skills
development. Thereafter | worked at NSB teachingillér for about ten years.
Then came five years of self-employment, includipgblic education;
proofreading and some instruction in Braille. Aldipa in public speaking and a
Transcriber's Certificate were obtained during tiperiod. At present | am
working as a full-time social worker at the KZN i and Deaf Society with
deafblind individuals. It is due to the current heological advances and
introduction of interpreters as well as the rectgniof deafblindness as a unique
disability that | was able to make a come-back.

Some of the challenges | experienced throughoulidied isolation, rejection and
peer pressure, particularly at school. | was fatarto attend California School
for the Blind for a year in 1975, where the diaga@$ my disability was made. |
gained much practical experience there in mobditg skills of daily living. I left

school and entered university as a very shy, seicious young lady, but soon
learnt to speak up for myself and perform my owhblueducation. | must admit
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during school and university | enjoyed marvellougport, both moral and
financial, from my family. They were always thes fme. Lecturers and fellow
students provided much support, too.

With employment there seemed an overall failureemlizing and understanding
the full implications of my disability, even whenreceived full recognition. The
acceptance and understanding of the uniquenessagatbilities of the deafblind
by non-disabled individuals remains a challengenevemy present situation.
Deafblind people can work and are able to achievdeast some level of
independence. | cannot go everywhere with my gdiofg- but am able to walk
routes to and from the bus to work and other plathsre is the increasing myth
that deafblind individuals are retarded and mustfully dependent on others.
Sure we depend on interpreters to assist with camgation, but these
individuals certainly do not and are not availatderemain with us the whole
time.

It is through moral and financial support that v@édeen able to achieve. | have
realized my wish to impart the knowledge to othé&abled people that the
responsibility for successful living and employmées with us, and not with the
professionals who provide service delivery. Sureytlare there to help and
support, but the ultimate responsibility is oursatdition, | support the notion of
core skills in assisting disabled people not omysecure employment, but to
execute and maintain it successfully. A health{+sehfidence can go a long way
when it comes to employment. With appropriate suppobstacles can be
overcome; success can be attained. | firmly beligngg my disability should
never stand in the way of a full and meaningfuktsace where | am playing my
part and making my special contribution.

4.2.4 Including disabled trainees in general vocati  onal education and
training — Services SETA

Devilliers Rolihlahla, Disability Coordinator, Serges Sector Education
Training Authority (SETA)

The challenge for many disabled people is that gy up choosing training in
any course that comes their way out of desperalibis desperation is a result of
society being so inaccessible to disabled perdoamisane must choose anything
that comes since you do not know if an opportutatipe trained will come again.
Someone may have a degree but they have to tadarzelship to move forward
with their career. Other problems include the enmeguirements of disabled
people into the Learnership Programme. These den @abo high for disabled
people to meet and the disability sector has thpamesibility to lobby and ensure
that the South Africa Qualifications Authority (SAQ recognizes this and
accommodates disabled persons into the system lystimdy the entry
requirements. Access to technology is also an iggtdimits the type of training
disabled persons may undertake, particularly ifoheshe is in the rural areas.
Other important challenges include: accessibilityhe built environment, limited
funds, lack of assistive devices, no transport igiom or support, lack of
disability awareness on the part of service prawdd job access programmes,
lack of family support and even abuse. The dependapon and security of the
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disability grant not just by the individual with @isability but the family also
commonly leads individuals away from taking stepfutther their job prospects.

Services SETA is introducing a bridging course leetwvschool and learnerships
for students that have been out of school for g legriod and need refreshment to
facilitate their training though the learnership. addition, Services SETA is
carrying out a pilot project training people witlental health difficulties.

SETA has a disability advisory board with membdrsarious DPOs represented
on it along with other member companies. There mead for SETA to train in
skills gap identification, sensitization of disatyilissues from a human rights
perspective, as well as for unity between disabéddvocates in order to facilitate
the access of disabled persons to skills training.

Mr Rolihlahla highlighted that the Services SETAceeded the Government
disability target requiring 4 per cent of all SETinees to be persons with
disabilities by 2 per cent.

Disabled persons need to be treated as individudls choices and aspirations
like non-disabled people. Society, including disabpersons themselves, should
understand the functional abilities of disabledspes. A top-down approach is
needed — that is, buy-in from the leadership ofnizations — to support access to
skills training and decent employment of disabledspns.

Ivor Blumenthal, Chief Executive Officer, Servicesector Education Training
Authority (Services SETA)

Just under 800 persons have benefited from thedestrips offered by Services
SETA. In Mr Blumenthal’s view, however, the Natibn@kills Development
Strategy (NSDS) has completely failed the disgbitidmmunity. The efforts of
all sectors, including the Department of Labouwneéhall failed. Initiatives began
addressing concerns over the employment of disgidesbns from a supply side,
but not from a demand side. The disability seci@s been unable to convince
employers of the importance and benefit of invaljvpeople with disabilities.

In terms of the standards under the National Quoatibn Framework (NQF),
mechanisms to ensure non-discrimination of disaptample have not begun to be
utilized, neither have selection and recruitmeriteda for learnerships. Rather
than addressing substantial issues which leadgteehiachievement of meaningful
employment, Services SETAs have been chasing nemlagrd targets.
Unfortunately, the Services and other SETAs aréygaf this and have not been
held accountable.

Services SETA has failed people with cognitive oental disabilities by not
engaging them in programmes and activities. Othantries support persons with
intellectual disabilities through working closelyitiv them on tasks through
university or college, preparing them for the degimeaningful employment.
Though this is costly and can be labour intensBTAs cannot ignore people
with intellectual disabilities. Services SETA hasstituted thelnstrumental
Enrichment and Mediation Programmiavolving one-to-one coaching from an
early age through various stages in their careers.
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However, now that mistakes have been noted, m®rtant to learn from them.
A central body, accountable to the Minister of Lahontegrating Business Unity
South Africa (BUSA) and involving people with disi#iies, should be set up to
set targets and assess the achievement of théstarge

The South Africa Qualifications Authority (SAQA) eds to ensure that, in all
registered qualification categories, the specigeds of people with disabilities
are taken into account equitably.

Unfortunately, many disabled people are not ablsatiisfy the learnership entry
requirements for workplace application. Therefoine, requirements should either
be modified to take account of this or a simulatextking environment could be
created to demonstrate competence to undertakieaheership. This being said,
the main challenge does not lie in disabled persmgsaging in learnerships, but
in finding and staying in jobs thereatfter.

4.2.5 Training in the Ikhwezi Lokusa Project
Gabriel Riddle, Administrator, Ikhwezi Lokusa Praje

“lkhwezi Lokusa”, meaning“morning star” in Xhosa, is a training centre for
people with physical disabilities and/or mild inéetual disabilities. The project,
located 5 km outside Mthatha in the Eastern Capepgves disabled people for
the open labour market through offering formal amfdrmal skills training. The
Centre conducts physical, cognitive and socio-esbooassessments on all
potential students prior to admission.

Established on 23 Sept 1972, the lkhwezi LokusaaBR#tation and Sheltered
Employment Project was developed as a further iegftnaining centre for
students who had completed their education at lkhvi®kusa School and
required further training and assistance. In 2@d4ce the Project was looking to
become a more community-based centre, the Projest rgnamed Ikhwezi
Lokusa Rehabilitation and Development Society.

More than 64 trainees aged 18 years and abovecammanodated by Ikhwezi
Lokusa Rehabilitation and Development Society. Bueiety provides hostel
accommodation, and training is offered free of gealAdmittance of students is
strictly only one year post schooling, irrespectfevhether a student worked or
stayed at home during the year. An eight-monthmitngi programme is offered
with possible extension. Ordinarily, pre-training undertaken in January,
followed by training from March to October, andtlpgraduation. In cases where
people have not managed to complete their traimingear one, there is a
possibility of doing another one or two years. Alilgh the Society does not have
much statistical data available from its inceptmmadmissions and training, the
figures available indicate that the Centre has #dohat least 689 people between
1974 and 2006.
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Formal and informal training

Formal training was initiated in 2003. Ninety-thr@ersons received formal
training between 2003 and 2006; 98 persons recénfedmal training during the
same period.

» Traditional and non-traditional sewing training eséd by the Society is
accredited by the Walter Sisulu University of Teaology. Liturgical
garments made by the students are supplied toabiei Cape.

« The Walter Sisulu University of Technology accredihe Leatherwork
training offered and offers training in preparingather goods and shoe

repairs. The Society allows some graduates to andesioned work on-
site.

* In-formal craft training in beadwork, silk screegiand printing, is offered
and mostly undertaken by intellectually-disabledspas.

* Formal pottery training in throwing, sculpturingnghing, coiling, slabbing
and moulding is offered.

Other training programmes include:

* business skills training through the Walter Siduhiversity of Technology;
* single and group lessons in English, Mathematicsmausic;

e computer literacy training; and

* independent living (inter-dependent living).

Sustainability

The Society is facilitating trainees to be ableestmage in employment, to start
their own businesses, and to produce and markeitygpeoducts. However, in
the Eastern Cape, jobs were hard to find, hard depkand hard to create.
According to theAnalysis of Provincial Performance 2003 — NatiorgHills
Development Strategy Implementation Reptitere are 0.66 per cent disabled
persons in the Eastern Cape, of whom 0.09 perarenemployed; 26.3 per cent
disabled persons in the Eastern Cape have no scgpwlhile 7.5 per cent have
completed school.

Reasons for poverty

The Eastern Cape has a high poverty rate and sébthe onain reasons for this
include: alienation from the community; food insetyy crowded homes; usage
of basic forms of energy; lack of adequately-paeGure jobs; fragmentation of
the family; distortions/dynamics introduced by apaid which produced poverty
and perpetuated inequality; influx of people framnat to urban centres; and high

HIV/AIDS prevalence.
Reasons for unemployment of people with disabibtie

There are several reasons for the low employmetess réor disabled people,
including: low level of skills among people withsdbilities; lack of initiative by
the private/public sector; negative attitudes opkyers; special and mainstream
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schools offering low educational standards; fragieeand ineffective individual
efforts by the disability sector; loss of clothiteytile jobs, often carried out by
people with disabilities due to trade liberalizatend cheaper imports.

Disability in South Africa

Persons with disabilities in the Eastern Cape t¢omest17.39 per cent of the
country’s population of disabled persons. The Rroeihas 10.79 per cent of the
total number of special schools.

In South Africa, a person with a disability who ha&s education is 60 per cent
likely to be in the lowest income category, whigt per cent of persons without
disabilities are likely to end up in the lowest anee bracket. People with
disabilities are often confined to less-meaningiuployment, with little decision-

making and male-dominated authority.

Creating job opportunities

Ikhwezi encourages the creation of job opportusitibrough: skills training;
training in high-quality production; liaising witlgovernment departments;
engaging community projects; and encouraging tgrgducation.

Ikhwezi graduates’ employment record

Based on recent statistics on 125 lkhwezi gradudtare employed in their own
businesses at home; 25 are employed by the Govatnioikowing on-the-job
training at Ikhwezi; 15 are employed with proje¢t®e. Sibabalwe, Velaphi
Projects) and 30 went on to further education.

Community outreach

In terms of community outreach, the Society offarsassessment and referral
centre and job search assistance in the Eastera. Chp project also works in
partnership with Cheshire Homes and Sakhi Ngomswol#&h training project.

Ongoing programme objectives
Other programme objectives include:

* Prevention and community awarengg®grammes focusing on promoting
prevention, early identification and interventiohdisability to fight against
neglect and abuse.

* Poverty alleviationaddressing unemployment issues through offerirlg sk
training to disabled people.

» Capacity buildinghrough two main avenues:

= A computer literacy programme for disabled peoplghwinks to
government, the public sector and employment oppdrés.

= A business incubation, production and marketinggatofor aspiring
entrepreneurs with and without disabilities.
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4.2.6 Recent developments in skills acquisition for persons with
disabilities in Malawi

Ms Naomi Kamanga, Centre Manager, Malawi Councilrfthe Handicapped
(MACOHA) and Mr Montford Chazama, Chairperson, Fedion of Disability
Organizations of Malawi (FEDOMA)

Malawi has a population of 12 million people, ofieth 4.18 per cent or half a
million people have a disabilttyMalawi has launched a variety of initiatives to
facilitate skills acquisition for persons with digigties including the following:

Policy

The Policy on the Equalization of Opportunities ®ersons with Disabilities
launched on 8 July 2006 is a vital tool for maieatning of skills training for
disabled persons in public institutions and otlmaintng providers. It contains a
section focusing on economic empowerment and spaltyf calls for“increased
access to technical, vocational and entrepreneutialining for persons with
disabilities”. The strategies highlighted as a means for achgeis include:

* Promoting the development of a national programirection for vocational
guidance, training and rehabilitation of disabledspns.

* Facilitating adaptations to and provision of suppoechanisms to existing
vocational training colleges to make them moreusisle and responsive to
the needs of persons with disabilities.

* Facilitating the integration of national norms astendards for the training,
testing and certification of disabled persons th®National Trade Testing.

Introduction of new skills in training institutionsfor disabled persons

The Malawi Council for the Handicapped (MACOHA) asished by the
Handicapped Persons Act, 1971, is an institutiat tmplements Government
policies by providing rehabilitation programmes aservices and promoting
public interest for the empowerment and integratbpeople with disabilities in
order to achieve an inclusive society. MACOHA hasraduced courses in
financial accounting, information technology, s¢aral studies, refrigeration and
fabric painting.

Introduction of new skills in the CBR training progamme

Since there are limited training opportunities fisabled persons with low
education, upgrading courses in vocational trainimgfitutions through CBR

programmes is one of the solutions sought. The skis to be introduced

involve less theory and more practice. Cassavasahgking, bakery, chicken and
beef roasting, concreting, sign writing, paintingdadecoration are among the
skills introduced in the CBR training programme.

2 Federation of Disability Organizations of MalawEDOMA), University of MalawiSintef Report 2004
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Upgrading of trainers and trainees by TEVETA

Curricula under the CBET system are being develdpeensure acquisition of
basic skills in relevant skills to the trainee. dddition, the development of an
accredited system for both trainers and traine#isdrCBR is underway.

Inclusion of persons with disabilities in mainstreatechnical colleges (Soche
Technical College)

The physical environment of the technical collepas been rehabilitated and
made accessible to persons with various disalsiliti®r example, ramps and rails
have been installed and lecturers have been tramBdaille and sign language.
There is provision for 30 students to be trainedrgwear, and a total of 26
students are currently undergoing training.

Soche Technical College offers training in finahcaccounting, secretarial
studies, information technology, human resource agament, painting and
decoration, bricklaying, plumbing and tinsmith, mamtry and joinery, motor
vehicle mechanics, electric engineering. All skdi® accessible to persons with
disabilities depending on the nature of disability.

Some training equipment is in the process of baotpted to enable trainees who
are blind or visually impaired to use them (for rpde, computers).

Technical Cooperation — Norwegian Association fdret Disabled (NAD)

NAD has supported a CBR programme on improving vocatiskills among
persons with disabilities which is being implemehia Balaka, Machinga and
Blantyre districts. A total of 300 disabled persdra/e been trained under this
programme. NAD has also funded a project on pramgoticcess to technical
colleges for youth with disabilities, which is bgipiloted by Soche Technical
College, as well as the introduction of the newlslkand upgrading of existing
courses at MACOHA's vocational training colleges.

Promoting the employability and employment of disadb persons

The recently-launched policy also has an objeativémproving equal access to
open employment for persons with disabilitifsough the following strategies:

» facilitating the development and implementation &dgislation on
empowerment, equity to protect jobseekers and werkath disabilities
against unfair discrimination;

» promoting an inclusive work environment that accardates diversity;

* encouraging employers to provide necessary adaptivgoment to enable
men and women employees with disabilities to da fbbs efficiently; and

* promoting adaptation of work premises to guaraséde access for male and
female employees with disabilities.

In addition, with a view to promoting the employdli and employment of
disabled persons, the following initiatives havdaataken place:
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* advocacy on equal opportunities and treatment myidsrbased approach in
policies and programmes concerning the training@ngloyment of people
with disabilities through meetings with employersivil society and
stakeholders;

» employer awareness-raising workshops on the patsertf disabled people;

e support to media campaigns aiming to promote p@sithages of disabled
people at work and to overcome stereotypes anakastassumptions; and

* negotiations on paid placements for disabled pewpteder to accord them
with some experience and improve their opportumitte gain decent
employment.

Inclusive training in specialized institutions

Since the disability policy focuses on the inclusiof disabled persons into
mainstream society, special training centres fmalled persons have now
adopted an inclusive approach to training. Thening curricula for these

specialized centres have been revised to meetaastandards and are currently
waiting for approval from Malawi National Examinatis Board. The curricula

for the newly-introduced courses have been caitibe meeting national and
international standards (Pitman, PAEC, City andidauiACP).

At present, the enrolment ratio is two out of thireénees have a disability.
Mainstream technical colleges

An awareness programme, endorsed by the MinistBdatation and Vocational

Training, was conducted for principals of publichrical colleges. The course,
conducted at Soche Technical College, focused anthanake technical colleges
accessible to persons with disabilities. It is hbpgbat the recent move by
mainstream technical colleges to make their sesvésilable to disabled persons
should facilitate the access of more persons wéhahilities to marketable skills.

In addition, to facilitate access to training ogdpaities, trainees with low income
have been awarded scholarships to enable them desscskills training at
mainstream technical colleges.

4.2.7 Recent developments in skills acquisition fo r persons with
disabilities in Zambia

4.2.7.1  Mr Chola Kafwabulula, Legal Expert, Disaliy Initiatives
Foundation (DIF)

In Zambia, many people with disabilities seekingatmuire skills to better their
employment prospects are forced to undertake ceunsieof convenience and for
the sake of interest or ability. For example, thare many disabled lawyers in
Zambia because the Law School is on the ground,flmat sciences are on other
inaccessible floors. Another example is seen in lthe value-added skills
reserved for disabled persons. Though one may &av&). of 120, they will still
be trained in tailoring or tie and dye simply besmthey have a disability. Many
people with disabilities have been brainwashed thitoking that lower end skills
are reserved for them to the extent of even fighwith non-disabled persons to
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keep menial low value-added jobs reserved for thshipeople. For example,

when non-disabled persons are employed as switcthloperators, many disabled
persons have lobbied for non-disabled personstbdther jobs so that these jobs
are left for disabled persons.

People with disabilities need to be able to chombkat skills they want to attain
and not have these dictated by society on the lodiglse nature of the disability
they have. The ability (for example, 1.Q.) to urtdke the skills is key, but also
the built environment has to be accessible for grerswith disabilities to

participate equally in the training course.

Legislation that requires the built environmentb® accessible to persons with
disabilities and imposes heavy penalties for bresds an important enabling
factor that can facilitate skills acquisition fasabled persons.

Public awareness of disability issues, especiallysbvernment offices and for
law enforcement officers, is also essential. In Bensome law enforcers have
learnt basic sign language since the bill of rigddgs that anyone who is arrested
has the right to be communicated to in a languhgg tinderstand. In addition, in
terms of long-term and sustainable public awarendisability should be put on
the school curricula like HIV and AIDS and religiostudies.

4.2.7.2  Mr Cretus Kapato, Vice Principal, Nation&locational Rehabilitation
Centre (NRVC), Ndola, Zambia

Barriers to training and employment faced by disallipersons

Offensive cultural norms (for example, preferrimgetducate a non-disabled child
as opposed to the child with a disability in houwddk), perpetuation of the
medical model, unfriendly built environments arsocaissues that hamper the
training and employment of disabled persons. In Eamseveral hindrances for
disabled people to access training and employmengéwadent. For example, the
poor national economy and weak industrial base niganrepairing or accessing
equipment is problematic. Having a weak disabifitgvement also means that
advocacy suffers.

National Vocational Rehabilitation Centre (NRVC)

The NRVC in Ndola, Zambia, is a vocational trainiogntre for people with

disabilities established by the Ministry of Labauthe 1970s. NRVC is regulated
by the Technical Education, Vocational and Entrepueship Training Authority

(TEVETA) and the Exam Council of Zambia and has dapacity for 150

students.

Since NRVC was established 29 years ago, the Chasenever been reviewed.
Ministers have visited, but nothing has ever beened When issues are raised,
people suggest that we are beifegnotional” and “passionate” and should
separatéhaving a disability” from the“role of being a vice-principal”.This is a
challenge, to move things forward past these aher@ttitudes.

The Centre needs to be revamped to provide demavehdorogrammes. Reverse
mainstreaming should be a feature of the Centreyevh per cent of all positions
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are reserved for non-disabled persons. Althougk tleverse mainstreaming
approach has been attacked by the media, theyréalthat by excluding non-
disabled people, we are reinforcing the medical @hattitudes.

There is one college which trains teachers in ho¥atilitate training of disabled

persons. This has not been effective and needs todiked at. Advocacy is key
from a strong disability sector as is working tdgetto achieve the common goal
of employment and training of disabled persons.
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5. Drawing the strings together: Making a differenc e for people
with disabilities through laws and policies and pro grammes in
South Africa

During the workshop, in working group sessions goahel discussions,
participants debated steps that needed to be takemprove training and
employment opportunities for people with disalefti in South Africa. The
working groups included a cross-section of paréinig including government,
workers’ organizations and DPOs. At the three paistussions, Government,
workers’ organizations, DPOs and service provideree represented.

Working group sessions and panel discussions fdcuse the following
questions:

* What actions need to be taken in order improveitmgact of laws and
policies concerning the training and employmerpadple with disabilities?

* What policy approaches should be adopted in o@enhance the access to
marketable skills for persons with disabilities amdhat strategies are
required to achieve it?

Participants also prioritized steps to be taken idedtified various actors to be
involved to operationalize the priority actions.€elissues and recommendations
arising from these debates were presented at tia¢ $ession of the workshop.
These are summarized below.

Who should be involved in improving opportunities?

Participants were asked to identify the differectbes who need to be involved in
the process of improving training and employmemasfunities for persons with
disabilities in South Africa.

It was agreed that a multi-sectoral, holistic appltowas required if people with
disabilities are to be enabled to participate ihaspects of society. Thus, all
Government departments should be more involved &veldping and

implementing the laws and policies concerning desbpersons, under the
coordination of a strengthened Office on the StatfuBersons with Disabilities,
whose role in enforcing and monitoring the impletaéon of the law should be
reinforced. Other stakeholders whose involvememeigral include: educational
institutions, the Sector Education and Training bAwities, other training

providers, DPOs, employers and their organizatiand trade unions. Civil

society organizations can play an important rolethe provision of certain

services, such as on-the-job training and job-cioacim a supported employment
framework.

It was also agreed that collaborative partnershgis/een the stakeholders would
be beneficial in making progress on disability e&suThe involvement of
employers in such partnerships was seen as a latyr
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Implementing the laws and policies — What needs to be done?

Steps are required to improve the implementatiolaw$ concerning persons with
disabilities, which is currently problematic. Thesieould include the following
recommendations.

Reuvisit legislation

The relevant legislation, including the ConstitatiChapter 2, Section 9),
should be reviewed from a disability perspectivejoiving representatives
of disabled persons in this process. The introdaatif a range of incentives
such as tax rebates should be considered to emgmuompanies to employ
persons with disabilities; punitive measures shalkb be considered for
non-compliance with the provisions of the law.

Clear guidelines for applying the laws should beeflgped, giving advice on
reasonable accommodation, as well as the applicaifoincentives and
punitive measures.

Strengthen, monitor and evaluate implementation

The structures in place to implement the laws armalicies need
strengthening: the OSDP in particular should bensfthened to play a
stronger coordination and information disseminatimbe, with clearly-
defined functions, and to operate in a more tramspand accountable way.

Steps should be taken to ensure that all Departmarg more actively
involved, possibly through the introduction of tetg for government
officials in relation to implementation.

The work of different agencies should be betterdimated.

Persons with neurological, psychiatric and intellat disabilities who could
be said to experiencsecond tier of discrimination in the disability cer”
should be provided with more support in generathay are often forgotten
or ignored in various schemes.

People with disabilities should be included in aimsble livelihood
initiatives.

The implementation of the laws and policies shobkl monitored and
evaluated, by establishing a structure which inetudepresentatives of the
Departments of Education and Labour, the SETAs, ®Ba civil society
representatives.

Review disability grants

The operation of disability grants should be reedvby the Department of
Social Development (DOSD) in collaboration with thisability sector, to
ensure that these encourage the transition tarigaend the labour market,
rather than discouraging this through fears oféitirig the grant itself and
the related benefits (such as medical assistargc@ssistive devices) and the
right to re-register.

In this review, the appropriate purpose of disapilyrant, that is, as a
supplementary support income, rather than as ingeplacement, should be
reinforced.
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* Provision of disability grants while a disabled gmr is in employment
should be considered, to ensure disabled peoplaatreliscouraged from
gaining employment.

Improve access to credit

» Access tobusiness start up and development funding and tppbes
should be improved.

Raise awareness

* Awareness campaigns should be carried out to infdiffierent groups in
society about the laws, and break down stereotypesciety. Employers
and government officials in particular should begéted.

* Awareness creation schemes on disability issuesiidhoe developed at
primary, secondary and tertiary education instusgi

* An advocacy tool should be commissioned, in thenfaf a guide for
employers, government and the disability sector #wedwider community,
reflecting the business case for the inclusion isklidled persons in the
workforce.

* Issues surrounding employing personal assistamtslifabled people and
cost implications should be clearly explained way that employers see the
long-terms gains over short-term costs.

Disseminate information

* Information on laws, funding sources, training ogpoities and research
findings should be made widely available to pedplall areas, including
urban, peri-urban and rural areas.

» Information should be made available to disabledq@es about their rights
of recourse under the laws, and of the existen@agoélity courts.

* Access to information should be improved througkasiety of means —
electronically through the national accessibiligrtal, through newsletters of
trade unions, roadshows, media exposure, as welhrasigh educational
institutions and private-public partnerships.

Strategies for skills development in South Africa — What is the way forward?

Undertake a skills audit

» The OSDP, the Department of Labour and the Thabe@kviBrust will
undertake a skills audit of disabled persons tmtifle skills gaps and
develop a ten-year skills development plan.

» Existing SETA skills audits should be used to guide disability sector,
training and learning institutions, to ensure tinaining provided by primary,
secondary and tertiary level institutions corregspaiith market needs.

Improve relevance of skills training

* The private sector in collaboration with the SETgsyernment departments
and the disability sector should be key partnerskils development for
disabled persons.

41



A skills development committee will be establislecluding representatives
from the disability sector and other key stakehide

Agreements on skills development should be drawnvitip employers and
other stakeholders, with a view to building capadid meet employers
needs.

Employers, skills and the disability sectors shoble involved in the
designing and approval of learnerships.

Steps should be taken to ensure that all trainfogigers are accredited.

Make all skills training accessible

Skills programmes, learnerships, bridging and Idkills courses, and
vocational rehabilitation should be accessibleisallled persons, providing
them with training opportunities in multiple skills

Opportunities should be provided for disabled pesstm acquire core skills
so as to allow them to perform better in employment

More short courses should be financed by the NatiSkills Fund.

A review of entry criteria for learnerships shoblel undertaken, as these are
often at National Qualification Framework (NQF) éwv, and effectively
exclude persons with disabilities with lower levefssducation.

More tailored learnerships geared to persons wipFNevels 1, 2 and 3
should be developed, along with pre-learnershipggammes enabling
learners to progress into formal learnerships.

Incentives should be considered to encourage nurganies to engage in
on-the-job training and job coaching for people hwidisabilities. (for
example, Ireland’s successful job coaching projeespecially for people
with Down Syndrome).

Improve SETA interventions for disabled people

The impact of the SETAS’ interventions in termstloé number of disabled
persons trained who move on to meaningful employm&mould be
reviewed. In particular, improvements should be en&al the learnership
programme to facilitate that more learnership gedelsl with disabilities are
employed/accessing employment.

The SETA communications structures should be restiketecause disabled
persons’ representatives on SETA boards are noteictspearheading the
disability agenda.

More SETAs should work closely with disability sectand on training
programmes for disabled persons. For example, DBARSd HWSETA
have successful three joint programmes dealing wgiin language
interpretation and social auxiliary work, in whi€#EAFSA developed the
curriculum and HWSETA the training programmes. ddiion, DEAFSA
has also worked with the Forest Industries Edunadind Training Authority
(FIETA SETA) on forestry.

A conference to review the SETAs and their contrdyu to skKills
development for people with disabilities.
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Prepare teachers and training environment

Assessments measuring how disability-friendly iragninstitutions, tutors,
courses, admission staff and processes are sheulddie to ensure and,
where relevant, modified to ensure that they are-diecriminatory to
disabled persons.

SETAs should provide bursary funds to organizatitm$rain coaches and
mentors.

Skills Development Facilitators (SDFs) need gurkdi to assist them in
accessing assistive devices, provided for under MNeional Skills
Development Strategy (Principle 3).

Training to work transition

Coaches and mentors should be sensitized in hdactiitate persons with
different disabilities as they proceed to assistrthin advancing within the
labour market.

Workplace audits should be carried out to combatidra to participation
and develop strategies that convince employers’amuegtions of the
contributions disabled people can make to business.

General recommendations

Disability Movement

DPOs should work to build their organizational aapa aiming to speak
with one voice, through one body.

DPOs should be empowered to disseminate informadiaisabled persons.

DPOs should assess whether they have a role its slevelopment and
employment or whether they are to be welfare omgiuns.

DPOs should involve non-disabled people in ink@si within the disability
sector concerning advocacy, awareness raising, egesdnsitivity, and
sensitization of private sector employers.

DPO skills programmes aimed at strengthening DH®@sIld be co-funded
by National Skills Fund (NSF) so that DPOs are dbleffer preparatory
training for the world of work to their members.

Employers

The existingrecruitment on the minimum standards of potentadproach-
should be applied to people with disabilities. Téi®uld beunpacked’for
human resource practitioners as people with disiglsilare not ready-made
for positions in companies.

Industry charters should be developed to improve #mployment of
disabled persons, reflecting the ratings under Briead Based Black
Economic Empowerment codes.
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Trade unions

» Disabled people should be involved in the bargagniprocess with
employers on education and training, reasonable@nagwmdation, skills
development and sensitizing employers on the palesftdisabled people.

Media

* Media should promote positive images including ssstul examples of
disabled workers, employers, disabled people b&imiged, and generally
persons with disabilities in a variety of fora.

Health services

» Health services should change views that perpetatgite off” label on
people with disabilities and promote a view of disd people as capable of
working and contributing positively to society.

Transport

* The Department of Transport should look at how ¢thieve accessible
transport for people with disabilities immediatafy consultation with the
disability sector and other relevant stakeholdsmsce transport is a real
barrier preventing many disabled people from adogsdraining and
employment opportunities.

Follow-up after the workshop

* Recommendations from the workshop report shouldken forward though
a committee composed of the participants of thekalasp under the OSDP
lead.

44



6.

Closing

In her closing remarksCynthia Yinusa, Deputy Director, ILO Pretoria,
welcomed the recommendations of the workshop, iriqoéar the focus on
monitoring and evaluation, as well the conductiny ao skills audit. She
highlighted the importance of coordination and ipglitogether expertise in order
to facilitate the access of disabled persons tonitig and employment
opportunities, rather than operating in silenceuaing suspicion and generating
inefficiency. The lack of coherence between skilésrelopment and the labour
market was noted. Therefore, she emphasized thes Ikpport for this initiative
which should assist in informing how to better ®ilmkages between supply and
demand in the labour market in South Africa.

South Africa has been dealing with the issue ofexliting trainers and has set up
innovative mechanisms to address the skills gapthare is still much to do to

improve the quality of skills development, inclugithe accreditation of training

providers. The value of sharing good practiceshm drea of skills development
and exchange programmes to create opportunitiesrésss-country learning was
welcomed by Ms Yinusa.

Following the workshop deliberations, Ms Yinusadstiiat the ILO (both locally
and internationally) would be willing to work inader cooperation with the
OSDP, particularly to facilitate the developmentaofvorking relationship with
the private sector. The ILO has already been inamrwith the Chamber of
Commerce and Industry South Africa (CHAMSA) whishcurrently setting up a
disability. Employers are an important partner #mel ILO is enthusiastic about
facilitating and developing linkages between treadility and the private sector.

Since ILO Pretoria Office covers five countries {(8@ana, Lesotho, Namibia,
South Africa and Swaziland), Ms Yinusa emphasized while the Office gives

its support, it also has to respond to the needsttedr countries. Therefore, the
Office will only prioritize its response to needsat are clearly articulated by
partners and that also show the commitment ondhegrs’ part.

With these remarks, she thanked the participantbeairalf of the ILO for their
active involvement and wished them a safe homeyeanthey.
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Annex 2: Programme

ILO Tripartite National Workshop
People with Disabilities: Pathways to Decent Work
19-21 September 2006
Pretoria, South Africa

Tuesday, 19 September: Legislative and policy frameork

08:00 — 09:30  Registration
09:30-10:00 Opening session

Moderator: Barbara Murray, Senior Disability Sgadist, ILO
Geneva
Speakers: Judica Amri-Makhetha, Director, ILO Briat

Mzolisi Ka Toni, Disabled People South Africa
Bennette Palime, President’s Office on the Status o
Disabled Persons

10:00 - 10:30 Coffee/tea break

10:45 — 11:45 Training and employment of people with disabilities
- The role of legislation

Barbara Murray, ILO (Moderator)

Enabling disabled persons to find decent work — ¥i$heequired?

Heather Labanya, ILO Geneva

The legal and policy framework in South Africa

Bennette Palime, President’s Office on the Status o
Disabled Persons
What are the issues?

Mzolisi Ka Toni, Disabled People South Africa
Discussion
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11:45-13:00
13:00 - 14:00
14:00 — 15:30
15:30 - 16:00
16:00 - 17:30
18:30

Working Group 1:

Improving the impact of laws and policies concernig the training and
employment of people with disabilities: What need# be done?

Who should be involved? What are the first steps?

Lunch

Implementing the laws and policies — What needs toe done?
Feedback from Working Groups

Barbara Murray, ILO (Moderator)

Panel discussion: Niresh Singh, Commission for Exyrpent Equity,
Ministry of Labour;
Diphlowana Joseph Sehlabaka, Federation of Unions
of South Africa,;
Tumi Sengoara, South African Chamber of
Commerce;
Thulani Tshabalala, Thabo Mbeki Development
Trust for Disabled People.

Discussion

Coffee/tea break

Pointing the way forward: What can South Africa lean from
international trends in labour-related legislation for people with
disabilities?
Barbara Murray, ILO;
Zain Bulbulia, President’s Office on the Status of
Disabled Persons.

Discussion

Reception
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Wednesday, 20 September:  Skills development

09:00 - 09:15 Welcome and review of Day 1

Barbara Murray, ILO
Participant

09:15-09:30 Introduction to Day 2 Barbara Murray)

09:30 — 10:45 Skills acquisition for persons with disabilities inSouthern Africa
Introduction Pia Korpinen, ILO (Moderator)
Project findings — South Africa

Marguerite Schneider, Human Sciences Research
Council

Individual story — a disabled person speaks of heexperiencein acquiring
skills
Sandra Rina Tyler, Social Worker

Discussion
10:45-11:15 Coffeel/tea break

11:15-13:00 Effective skills training — Examples of good practie and innovation:
Building on experiences from South Africa and elsehere
Barbara Murray, ILO (Moderator)

Including disabled trainees in general vocati@talcation and training
Devilliers Rolihlahla, Services SETA

Training in a special programme
Gabriel Riddle, Ikhwezi Lokusa Project

Discussion
Skills training for people with disabilities in @dia:

Recent developments

Cretus Kapato, National Vocational
Rehabilitation Centre, Ndola;

Chola Kafwabulula, The Disability Initiatives
Foundation.
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13:00 — 14:30
14:30 — 15:30
15:30 — 16:00
16:00 — 17:30

Skills training for people with disabilities in Néavi:
Recent developments

Naomi Kamanga, Lilongwe Vocational Training
Centre;

Montfort Chazama, Federation of Disability
Organizations in Malawi.
Discussion

Lunch

Working Group 2:

Access to marketable skills by persons with disalies:

What are the issues to be tackled? What strategiese required?
Who should be involved? What are the first steps?

Coffee/tea break
Strategies for skills development in South Africa +eedback from

Working Groups
Barbara Murray, ILO (Moderator)

Panel discussion: Devilliers Rolihlahla, ServiSEsTA,;
Nimla Pillay, National Council of Trade Unions;
William Rowland, Thabo Mbeki Development
Trust for Disabled People.

Discussion
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Thursday, 21 September: The way forward

09:00 - 09:15 Welcome and review of Day 2

Barbara Murray, ILO
Participant

09:15-11:15 Making a difference for people with disabilities through laws, policies
and programmes in South Africa:
What are the priorities for action?

Panel discussion Zain Bulbulia, President’s Officethe Status of
Disabled Persons;
Niresh Singh, Commission for Employment
Equity, Ministry of Labour;
Joseph Sehlabaka, Federation of Unions of South
Africa Representative;
Devilliers Rolihlahla, Services SETA,
Mzolisi Ka Toni, Disabled People South Africa;
Joy Mehlomakhulu, South African Human
Rights Commission.

Discussion
11:15-11:45 Coffeel/tea break
11:45-12.30 The way forward? Summing up and closing

Cynthia Yinusa, Deputy Director, ILO Pretoria
12:30 - 14:00 Lunch
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