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Introduction

A new era of opportunity for persons with disai®kt is heralded with the entry into
force of the United Nations Convention on the Rsgbf Persons with Disabilities

(CRPD) in May 2008. This Convention requires Stavesiove away from an approach
that caters to people with disabilities in sepafatdities towards an inclusive approach
that opens doors to training opportunities in gahemrining centres and employment
opportunities in the open labour market alongsioie-gisabled people.

People with intellectual disabilities are entitkedgain from the provisions of the CRPD
as well as people with other kinds of disabiliti&et, they are frequently not well
placed to benefit from this changed emphasis orfusian. In many developing
countries, in particular, they are often deprivéthe opportunity to attend school or to
acquire relevant vocational skills. This leavesrlet a disadvantage when it comes to
seeking jobs. While this is frequently the castermational experience shows that with
the right training, support in acquiring skills ithe workplace, and the right
opportunities, they can become valued employees.

Many countries of Africa have already declared thmammitment to the goal of
inclusion of persons with disabilities through fiatition of the CRPD, while others
have signed it with a view to ratification. Manyvieaalso ratified ILO conventions,
committing themselves to the goals of equal oppartuand non-discrimination. In
light of these commitments, the time was ripe toveme a sub-regional conference
People with Intellectual Disabilities: Opening Pathys to Training and Employment
in the African Regionto address the question of how training and enmpéoyt
opportunities can be effectively opened up for pesswith intellectual disabilities,
through action by governments, employers, tradensiand civil society.

Organized by the International Labour Organizat{ticO) with funding from the
Government of Ireland, the objectives of the coeriee were to examine experiences
from African countries and the world at large incabonal training, preparation for
work and employment of persons with intellectualsatbilities; explore policy
frameworks that seem most conducive to promotirgnimg and employment
opportunities for this group; identify steps thaght be taken and measures that might
be adopted by governments, social partners antisoeiety to promote the economic
and social inclusion of people with intellectuakahilities; and foster linkages and
networks between agencies participating in the exemice with a view to establishing
lasting collaborative networks.

The conference was attended by 80 participants fre@ncountries in Africa (Ethiopia,
Kenya, Malawi, Tanzania, Uganda and Zambia) anduhiged Kingdom, along with
ILO project staff from China, Thailand and Viet NarRarticipants represented
government, employers’ organizations, trade uniahsabled persons’ organizations
(DPOs), and parents groups, while several of theicgzants were people with
intellectual disabilities. The gender balance waghs8y skewed, with 35 women taking
part compared to 45 men.

During the conference, participants discussed ttieegements and shortcomings of
policies, laws, programmes and services in thespeetive countries. People with
intellectual disabilities made testimonies of thexperience in attempting to access
education, training and employment, and describbdtwork meant to them. Ideas
were exchanged, experiences shared and discusemhplace about measures taken,



or to be taken, at national and international le@emprove the quality of life of people
with intellectual disabilities and their familiesd all levels of society to increase
participation in their communities.

This report contains the presentations made anesgiwm overview of the discussions
that took place and a summary of the recommendation action. The Lusaka
Declaration, adopted in the concluding sessiotectsf these recommendations in full.
The background papeRromoting training and employment opportunities feople
with intellectual disabilities. International expence prepared by Professor Trevor
Parmenter for the conference is contained in Arthex

Programme

The conference involved a combination of formalspreations, panel discussion and
working group sessions aimed to encourage a higlel lef participation (see
Programme, Annex 1).

Thematic presentations
» Achievements and challenges in vocational trairind employment of persons with
intellectual disabilities: What works and what doéesvork in different regions.

» Overview of country experience in several countiethe East and Southern African
region and in the United Kingdom.

* What lessons can be learned from experience inAdsa?

* International experience in promoting opportunities people with intellectual
disabilities: What is required from government,iabpartners and civil society?

» Attitudes and stereotypes as barrier to inclusi@wverview.

Working groups

Participants took part actively in the two workiggoup sessions, during which the
following questions were discussed:

 What contributions can government, employers, trad@ns, non-governmental
organizations (NGOs) and international organizaiand networks make to improve
the employment opportunities for people with irgetbial disabilities?

* How can stereotypes and attitudes be changed?

Resource persons
* Ms Barbara Murray, Senior Disability SpecialistjlSkand Employability Department
(EMP/SKILLS), ILO Geneva

* Ms Pia Korpinen, Regional Technical Officer on idi&y, ILO/Irish Aid Partnership
Programme, Addis Ababa, Ethiopia

* Ms Emanuela Pozzan, Sub-Regional Coordinator oaliity, ILO/Irish Aid
Partnership Programme, Bangkok, Thailand

* Mr George Mubita, National Programme Coordinat@mbia, ILO/Irish Aid
Partnership Programme, Lusaka, Zambia

» Mr Berhan Ayenew, Finance Officer, ILO/Irish Aid gership Programme, Addis
Ababa, Ethiopia

» Professor Trevor Parmenter, University of Sydnaystfalia
* Ms Eve Watts, Consultant, Uganda.



3.1

Resource materials

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

* Promoting training and employment opportunitieshwior people with intellectual
disabilities: International experienceProfessor Trevor Parmenter, University of
Sydney (Feb. 2010)

e ILO Fact sheets produced under the ILO/Irish Aidtiship Programme on the
Inclusion of People with Disabilities in Ethiopi&enya, Tanzania, Uganda and
Zambia, Oct. 2009

* Fact sheets on two ILO-Irish Aid projects:

* Promoting the Employability and Employment of Peoplith Disabilities
through Effective Legislation (PEPDEL)uly 2009

* Promoting Decent Work for People with Disabilitiesrough Disability
Inclusion Support Service (INCLUDB)ly 2009

Official opening

The Honourable Michael Kaingu, Minister for ComntynDevelopment and Social
Services, Zambia, who expressed his support forthieene of the event, officially
opened the conference. Further opening speeches made by Mr Gerry Finnegan,
ILO Representative for Malawi, Mozambique and Zam#imbassador Tony Cotter,
Embassy of Ireland, Zambia, and Mr Quincy Mwiya/f-@&lvocate, supported by
Mr James Mung’omba, Co-Facilitator.

Honourable Michael Kaingu, Minister for Community Development and Social
Services, Zambia

Minister Kaingu welcomed everyone, stating thatvéts an honour that Zambia had
been selected by the ILO to host this importantfe@mce. He was pleased to
participate in such a worthwhile event as a semepresentative of the Zambian
government and also as a father of a young manamitimtellectual disability. He went
on to give an overview of the situation regardiegsons with disabilities in Zambia.

Legal and policy situation in Zambia

Disability issues have been on the political agemd@ambia for many years. The
Constitution states that “every person in Zambia haen and shall continue to be
entitled to the fundamental rights and freedomghefindividual.” The Constitution is

now under review and consultations are taking pladéh disabled persons’

organizations to make it more receptive to thetagli persons with disabilities.

The Persons with Disabilities Actl996, prohibits discrimination on the grounds of
disability. This legislation has recently been esved and a draft Act to replace it is

currently under consideration. Many other laws heseently been reviewed from a

disability perspective with the support of the lla@d proposals for amendments have
been made.

Policy development is also continuing to ensuré thsability concerns are taken into
account. Zambia’'s National Policy on Disability ainat integrating people with
disabilities in the mainstream of society.

The national employment and labour market policye(NIP) adopted in 2005,
provides a major focus for pro-employment servisteategies, and focuses on special



interest groups including people with disabiliti€¥iscussions are underway on the
development of an action plan to address disabdgyes within this policy.

A disability policy concerning the vocational traig of persons with disabilities was
adopted in 2007 and a national action plan on sietuvocational training is currently
being developed by the Ministry of Science Techggland Vocational Training, with
support from the ILO.

The 1996 National Policy on Education recognizes rilght to education “for each
individual” and that, “regardless of personal cir@tances or capacity” this inclusive
approach aims to ensure equality of educationabxppity for children with special
needs and ensure children with disabilities haysodpnities of accessing mainstream
education. However, there is explicit exclusion éildren with severe impairments
who will continue to be catered for in segregateecsal schools.

International law

Zambia ratified the CRPD in January 2010, signalimg Government’s intention to
further strengthen the inclusive approach to dlgghssues in all aspects of society.
This comes in addition to the Government’s ratifima of ILO Convention No. 111

concerning Discrimination in Employment and Occugpat(1979), and Convention

No. 159 concerning Vocational Rehabilitation andptoyment of Disabled Persons
(1983). In addition to the ongoing review of lawsdapolicies, these commitments
reflect the Government’s concern to promote eqglodunities for its citizens with

disabilities and to unlock their potential.

People with intellectual disabilities in Zambia

A needs assessment of the current situation obperwith a disability conducted in
2002-2003 by the Zambia Federation of the Disafd&d-OD) found that there is little
awareness of the rights, needs and aspirationsrebps with disabilities, who are still
victims of stigma. This statement also applies @ogte with intellectual disabilities.
According to a study carried out in 1987, this gronakes up approximately 3.6 per
cent of the Zambian population.

Children with intellectual disabilities benefit mome extent from special education
provided. Several projects have beearried out in recent years to promote
opportunities for this group of Zambians, with saggrom the Government of Finland

and other donors. These include a project thatdtmereate an employment model for
persons with intellectual disabilities, suitable @ambia, and another that aims to
increase opportunities for women and girls witlelleictual disabilities to participate in

social life, to improve their employment opportigst through peer support, co-op
society activities, material in simple language poblic awareness campaigns.

Zambia has a dynamic group of DPOs which are actitd international donor
programmes and liaise with the government and otleeision-makers to represent
their members constructively and ensure that asfoon intellectual disability is
maintained.

Finally, the Ministry of Community Development aBdcial Services is responsible for
formulating policy for people with disabilities. @government is acutely aware that
meaningful achievement of its goal of full part@ifpn of persons with disabilities will
be achieved when governments, DPOs and people initlectual disabilities
successfully work together to generate a change.



3.2  Mr Gerry Finnegan, ILO Representative for Malawi, Mozambique and Zambia

Mr Finnegan said it was a great pleasure for himvébcome participants from five
countries of Africa, three countries of Asia, Aaditt and the United Kingdom. He
expressed a particular welcome to participants watéllectual disabilities who would
be making an important contribution, by speakingmbfat work means to them, and
expressing how important it is for their dignity have a job. He then welcomed the
Irish Ambassador, Mr Cotter, recently arrived inn#aa, to the first ILO event in
which he had the opportunity to participate. Thaswgignificant, since it was thanks to
the support of Irish Aid that the ILO has been dabléocus on disability at work, and to
open up decent work opportunities for persons vdikabilities in the countries
represented, to the extent that it has in recesutsyd he conference was taking place as
part of the ILO/Irish Aid Partnership Programme,iebhaims to contribute to the
realization ofDecent Work for AJlin selected countries in Africa and to some exten
Asia, by working to improve employment opporturstitor people with disabilities,
among other initiatives.

With the entry into force in 2008 of the UN Conventon the Rights of Persons with
Disabilities, whole societies are changing the wawhich people with disabilities are
catered to in laws, policies, programmes and sesvidMoving from an approach that
segregated disabled people from the rest of sqcietjuding education, vocational
training and employment, steps are now underwaptm access to the mainstream, to
general services and to the open labour marketyBme stands to gain from this new
approach, as people with disabilities are enaldetakte their place as citizens on an
equal basis with others and make their contributemtheir communities and the wider
society in which they live.

Many African countries have already declared thmammitment to the goal of
inclusion of persons with disabilities through signand some ratifying the CRPD.
This is a positive move that will provide the regjte legal framework for governments,
people with disabilities, DPOs and employers.

People with intellectual disabilities are entitlexd benefit from the provisions of the
CRPD as well as people with other kinds of distibgi Yet, they are frequently not
well placed to gain from this changed emphasis ratusion. In Africa, where the
intellectually disabled make up an estimated 10%anillion people, opening the doors
of opportunity will mean improved quality of lifeoh only for the individuals

themselves but also for their families and the desaommunity.

The main hurdle for people with intellectual diddieis is the inaccurate stereotypes,
mistaken assumptions and protective, at times negattitudes. As a consequence,
people with intellectual disabilities miss out goportunities of education, training and
full participation.

Research and experience in other countries shaatswith the right training, supports
in the workplace and targeted opportunities, peepth intellectual disabilities make
valued contributions in the workplace. Joint-actlmon governments, employers, trade
unions and civil society is needed to open the sladropportunity that will bring
people with intellectual disabilities in from thearngins of society.

Referring to the short vidéavhich had been shown at the start of the offiodning
ceremony, Mr Finnegan concluded by saying that &e very taken by the message it

! Decent Work for People with Disabilities — Count Us In! ILO 2009



3.3

3.4

gives: that if people with disabilities worked wbp suited to their interests, skills and
abilities, they could make excellent employees. sttessed that, while the ILO has
actively promoted equal opportunities for persotith wisabilities for many years, this

is the first occasion on which the focus has beéewea specifically on people with

intellectual disabilities. It was also historic bringing together representatives of
governments, employers, trade unions and NGOsstuss the evidence He called on
participants, including employers, trade union espntatives and NGOs to reflect on
the evidence presented to them, and make recommtn@mglor follow-up action.

Mr Quincy Mwiya, Vice-Secretary General, ZACALD

My name is Quincy Mwiya, a self-advocate. | am vetgased to be invited to this
important conference. In Zambia, people with imellal disability are highly
marginalized. This is common to many African coig®r In the past, meetings of this
nature have never involved the participation ofsparwith intellectual disabilities.
Involvement of persons with intellectual disabdgiis critical — we also know what our
needs are and we have feelings like anybody else.

| am Vice-Secretary General of the Zambia Assammabf Children and Adults with
Learning Disabilities (ZACALD) and elected to thedd of Inclusion Africa and the
Council of Inclusion International, as well as kgpim committee member of
International Disability Alliance.

In 2005, an organization from Norway called the Wegian Association for Persons
with Developmental Disabilities (NFU), organizedelf-advocacy workshop and | was
one of the participants invited to attend. Front tharkshop and with support from my
co-facilitator, James Mung’'omba, | have worked vérgrd in facilitating similar
workshops in several parts of Africa. | have had dpportunity to empower fellow
self-advocates in 12 countries.

As the result of my commitment, and support froralusion International, NFU and
UN-DESA, | was nominated to attend two Ad-Hoc Cortted meetings in New York
on the UN Convention on the Rights of Persons \Wmitbabilities. | had a chance of
attending even the last Ad-Hoc Committee meetingmtine document we are calling
UN Convention on the Rights of Persons with Diggbivas finalized. We thank our
Zambian Government for ratification of the UN CRRIDd request that it speedily
deposits the Declaration so that the rest of thedxaan know its stand on the CRPD.

What | expect from this conference? Let's hopeedheill be a document that can be
used elsewhere to promote opportunities for peopi intellectual disabilities.
Together, we can have a positive impact on thes lofgoersons with disabilities.

Following Mr Mwiya’s speech, Mr James Mung’'omba eddhat people always tell
people with intellectual disabilities that they alew, but given time, they can learn.
He asked that, as they present at the conferenog|gtake this into account.

Ambassador Tony Cotter, Embassy of Ireland, Zambia

The Ambassador thanked ILO for the opportunitytterad the opening conference and
acknowledged the dedicated and hard work thatdt dane in the region for people
with disabilities. He also acknowledged the impottale played by the ILO Director,
Mr Finnegan, in contributing to the region’s suscas this area through the long-
standing, positive and successful relationship betwthe ILO and Irish Aid over many
years that has been of significant mutual advantage

Poverty in Sub-Saharan Africa is difficult, and whembined with disability it creates
an increased challenging dimension for the indigldDisabled people typically lack



access to the health and education, clean watesamthtion, have poor housing and
many live in over-crowded, unsanitary and unsaéasir

Overall in Africa, there are between 10 and 15 iomll people with intellectual
disabilities. According to the World Health Orgaatibn, between 960,000 to 1 million
women and men in Zambia, approaching 7 to 10 pet ckthe population, have a
disability.

Irish Aid (l1A) is firmly committed to addressing sdibility. This is done across all
programmes where a focus is placed on the pooneisthedse most in need of service
provision. 1A works with the Ministry of Educatiaon special needs education and on
bursaries. In Zambia, IA supports the National Paogne of Social Protection in
partnership with other cooperating partners, inicigdhe ILO. This programme targets
the poorest 10 per cent of households; often theedaouseholds attempting to cope
with issues pertaining to disability.

IA support extends to civil society organizatiohsittare taking forward community
approaches to support individuals and communitied have been rendered more
vulnerable through disability. In this context al$eland, and Irish Aid particularly,
values the partnership it has had with the ILO &siB801. Support for the inclusion of
people with disabilities in the workplace formsental component of the partnership
programme.

The ILO and Irish Aid partnership supports the usebn of people with disabilities in
employment by working on two levels. Firstly, theogramme creates a positive
environment for the employment of people with disiadés through support for
effective disability-sensitive polices and legiglat Secondly, the programme provides
practical support and advice on inclusion of peopith disabilities in the workplace,
including access to small enterprise developmetivities, vocational training and
micro-finance.

Ongoing ILO work is particularly important to ensum disability perspective is
embedded in policy and programming. The ILO focosbailding long-term capacity
and creating a positive policy environment will fneknsure sustainability of its
interventions in the years ahead.

Promoting the economic and social inclusion of peopith disabilities is crucial.
Barriers within society promote exclusion, stigmation and discrimination against
disabled persons. Inclusion requires the removayf barriers that prevent persons
with disabilities from becoming full and active mieens of society with access to good
education, good healthcare, good housing and emm@oi opportunities. This is why
Ireland and Irish Aid are particularly pleased wport this very important conference.



Thematic presentations

Achievements and challenges in vocational training and employment
of persons with intellectual disabilities: What works and what doesn’t
work in different regions.

Trevor Parmenter, University of Sydney

Professor Parmenter opened his presentation biypgstiiat it was necessary to turn
disability policy ‘upside down’ because the futwkproviding necessary support for
people with disabilities within Africa rests largeh the hands of Africans and their
families. A key to the success would be a persantred approach, therefore placing
people with disabilities at the centre of all pglroaking.

Whilst international and domestic legislation isi@al, the laws in themselves will not
be sufficient. It is essential to develop skill lding as well as evidence-based research
to provide the necessary statistics to justifyithplementation of legislation pertaining
to people with disabilities.

Success will be achieved at all levels of sociehewit is accepted thgeople with
intellectual disabilities can learn. While it may take a little longer, through good
teaching methods great success can be achievsshdtessary to commence training at
the point where the learner is, that is, from thmwn stage of understanding and
progress task training in small and simple steps.

This method was proven to be successful by Dr Maad who, in the 1970s,
demonstrated that people with intellectual disabgi could eventually undertake
complex tasks if the teaching methods were stagdgeogressive.

Professor Parmenter showed a number of video ttiygaighout his presentation. The
first of these was of Dr Gold showing that peopli¢ghvan intellectual disability with
quite high support needs were capable of learnomgpiex assembly tasks. The training
was basically non-verbal with the use of physicaingpts. Through his research, Dr
Gold was able to demonstrate that the people dlauseng his "Try Another Way"
technique were able to reach high standards ofopednce, without errors. The
underlying psychology was that workers were beagpht to learn how to learn with
basic decision-making skills — it was the experent learning that counted, rather
than the tasks which were not relevant. Dr Gold leased that competence was its
own reward/reinforcement for people learning nesksa

Professor Parmenter went on to say that a furtbertd successful inclusion of people
with intellectual disabilities in mainstream soygiés the need to providesal jobsin
open employment. This can be achieved when thessape supports are in place and
attitudinal change takes place within the commumvtyich would acknowledge the
rights of people with disabilities to make choicéscluding having independent
relationships and marrying.

People with intellectual disabilities who partidipain paid employment may find
themselves as the ‘bread-winners’ for their fargjliechich is positive as it increases
their status within their family and community.

The main obstacle for people with intellectual tikaes is the negative attitudes the
community, family and potential employers. Thattie view that any imperfection in
intellect can almost be seen as sub-human. Thigssie®m the high value placed upon
intellect in all societies.



Previously. the stigma attached to having an etélial disability was so great that
many were viewed in the same light as criminals atiter people of low moral
standing. Hence they were institutionalized or rneeated for the protection of society.

How do we combat this societal ignorance?

Professor Parmenter reiterated the need to changeta attitudes and behaviours
towards people with intellectual disabilities, ssg the importance of demonstrating
competencies obtained from good education, the teepdblicize success stories and -
in accordance with the CRPD — to emphasize thatbdity is a natural part of human

diversity.

A step towards achieving a change would be to ahdahg way in which we assess
people, that is, assess people’s ‘support needshantheir level of intelligence. The
support needs assessments identify the individudids regarding health, everyday
living, job, social, leisure, recreation and spigit needs. This person-centred approach
is individually oriented and focuses upon the peadiaation of the individual's quality

of life. Considerations in the person-centred apgpino are social inclusion, self-
determination, personal development, rights, irgespnal relationships, emotional,
physical and material well being. Other considerai are the necessary disability-
related supports, family interaction as well asgitsl, material and emotional well
being.

What works in employment?

Professor Parmenter stated that greatest successtdagration of people with
intellectual disabilities is achieved when the #ion planning is started in early
secondary schooling and includes some work expezid¢o enable them to make a
choice about what they enjoy doing and experientast of the world of work. This
individual plan should be made with the supportfahilies, peers and mentors and
involve potential employers.

People with intellectual disabilities have greataccess in work outcomes when they
participate in supported employment (SE). This suppay be provided by a Job

Coach who would assess the needs, strengths arests of the individual, assist in

the identification of suitable work, help with thapplication process and provide
ongoing on the job support.

Job selection would ideally be on the basis ofifigda job that fits the individual,
rather than trying to fit the individual to the jobhis change in emphasis is callémb
Matching Alternatively, where a job exists and the dutkes slightly amended to fit
the skills of the individual or accommodating thiemt, this is calledlob CarvingBoth
strategies have successful application in placmsupporting people with intellectual
disabilities in open employment.

Longevity of employment is achieved when the Joladboreduces support and passes
responsibility to a fellow employee or work mentso, that the role of the Job Coach
diminishes and is only relevant if needed. Resedrad demonstrated the critical
importance of social skills to successful employmaumcomes. Here, the Job Coach
can play an important role in helping the employéth a disability to discriminate the
settings in which certain behaviours are acceptdiie following case study is a good
example.



Bill, who has a moderate level of support needs, got a job in a
factory where his liberal use of bad language would not be noticed, as
the work culture made this acceptable. What no-one had told Bill was
that his liberalism didn’'t extend to the Boss, who was told to **** off
by Bill when asked to move some boxes out of the gangway. Luckily
the Boss saw the funny side of this. When the difference was
explained to Bill he understood and never made the same mistake.
(Leach, 2002)

Whilst a variety of supported employment models ased around the world, the
essential characteristic is that it involves ‘plaitain and support’ in integrated settings
in the community, rather than ‘train and then place

The second video shown focused on ‘Community Worgtidds’, a transition
programme in Australia directed to people with aderate level of support needs. The
programme was designed to provide a variety of wexgeriences for people upon
leaving school in order for them to be matchedotusjthey both liked and did well at.
Up to two years might pass in the programme bedgsermanent placement was made.
All training was "on the job" and permanent placams&as in open employment, with
wages based upon productivity.

In supported employment (SE), the job must be endbmmunity, real wagesust be
paid and the person with the disability must ree@agoing support.

The following examples of SE models each have waryevels of endorsement from
researchers and practitioners.

Supported Job Model

The ‘supported job’ employment model involves aaf@ and train’ approach, rather
than the practice in rehabilitation facilities whehe model is ‘train and then place’.
Therefore, to provide employment, a job is requeiethe outset of the service, and not
just at its completion.

The ‘place, train and support’ model for SE usuailyolves Job Coaches working with
the potential employee to identify interests anidlsskThis is followed by job seeking,
matching and placement. The employer might alsertm®uraged to make adaptations
— otherwise known as accommodations - to a spegoifian order to match it with the
abilities and skills of the employee with an ineeliual disability. In many cases, the
Job Coach might learn to do the job first, in oriesubsequently teach the employee
with the disability. In other circumstances, thepémger might prefer for a regular staff
member to teach the skill. This person may subsgbjubecome a ‘mentor’ to the
person with the disability, become part of the tmal support for the person, within
the workplace.

Irrespective of who does the initial training, r@sd# consistently shows that ongoing
‘natural’ supports are leading to greater sustalitvalof the job placements than
external supports. However, while natural suppeauts proving to be a promising
method of increasing the integration and suppogpeafple with intellectual disabilities
in the workplace, a combination of Job Coaching aatliral supports may be needed,
tailored to individual circumstances and needs.

The third video emphasized the importance of theQoach, the focus being upon ‘on-
the-job training’ which demonstrated that the kepexcts of the Coach's role were to
assess the things that might be holding the wottkack and individual needs/strengths
through specific work trials rather than standaedizests, to build confidence through
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success, strengthen the workers’ interests andajeweeir goals whilst continuing to
assess environments which foster success.

Enclave Model

In this approach, a group of people with disaleiitare trained and supervised amongst
workers who do not have a disability. A key elem@nmtthis model is the payment
method that is based upon productivity. There isl@enate support in the literature for
this model.

Mobile Crew

This model involves a combination of service andibess. It may consist of a crew of
people with and without a disability who performngee jobs in the community.
Examples include gardening, rubbish collecting disgposal, car washing and window
cleaning. Once again the terms of payment are based productivity, although there
is evidence that this model may provide greaterodppities for community
participation than the Enclave model.

Benchwork Model

Initially developed for persons requiring very higdlupport as an employment
alternative to day activity programmes, this madedimilar to a factory where people
with and without disabilities can work together assembly type jobs. Work is
comparable to sheltered employment, but it is gdlyewithin small businesses located
within a normal community business setting providiaccess to neighbouring
community facilities during lunch and other breaks.

Self-Directed Employment or Micro-enterprise

Evidence demonstrates that this model, involvirggaktablishment of a small business,
is more successful in low- to middle-income cowtrihan high-income countries. This
could be attributed to existence of the social arelf systems available in more
developed countries that make this model less fgetthere.

Social Firms

Social Firms are a type of social enterprise, gaheestablished to trade for a social or
environmental purpose. All profits are re-invesbeatk into the company to help them
achieve this purpose. This model is common in Eemopcountries.

Community Economic Development (CED)

CED is a community-based and community-directedt¢ss that combines social and
economic development in a ‘bottom-up’ fashion. Spobjects may offer an alternative
approach to providing support for people with diktds and may be an option for

regional area of a country to consider.

What doesn’t work for people with intellectual disabilities seeking to achieve
inclusive employment?

Evidence demonstrates that not all persons withbdises require the rehabilitation
model, which is pre-train for a job and then plawehe role; better results may be
achieved with the ‘place, train and support’ model.
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4.2

4.2.1

Likewise, placement in a sheltered workshop to Enabmeone to become “ready” for
integrated employment is not a pathway supportedrdsgarch. In fact, the more
capable workers are usually not encouraged to ldee/eheltered workshops.

The most effective programmes are those that peowitgoing support, particularly
with people with intellectual disabilities.

The final video demonstrated the experience of eyipl) a person with intellectual
disabilities from an employer’s perspective. Thenew of Harris Farm Markets
described how he was prompted to help a niece wdm Down’s Syndrome by
providing her with a job opportunity, which led tbe company employing a large
number of people with an intellectual disability@ss its network of fruit and vegetable
shops in Sydney, Australia. He found that the athges of hiring people with
intellectual disabilities were that they are logald demonstrated perseverance on the
job, they developed positive relationships withtoo®ers, and they had the ability to do
different tasks whilst always showing great prideheir work. A manager commented
that he would like to have more employees withsame work ethic, stating that it was
good for business - the company did not see it@smdtable commitment.

Conclusion

In conclusion, best practice results for peoplehwiitellectual disabilities can be
achieved when a person-centred approach is usaty #@ansition planning is
undertaken in secondary schools; work experienadeésture of the school curriculum;
on-going workplace support is provided, involvirgrilies who need to be available
and committed to fill in the gaps; and other ndtstgports are used as in-roads into
the workplace.

What works in Zambia: Country experience

The role of the Zambian Agency for Persons with Disabilities (ZAPD).
Mr Imutonge Muyoba, on behalf of Dr Charles Mwape, Director General, ZAPD

On behalf of Dr Charles Mwape, Mr Muyoba extendedvarm welcome to all
participants and encouraged their hard work anitfdideliberations.

The Zambian government has developed the natiomis rmpolicy document called
Vision-2030, reflecting the collective understargjimspirations and determination of
the Zambian people to be a prosperous middle-inamatien by 2030.

Within the context of the Vision-2030 and the FiNational Development Plan 2006-
2010, it is articulated that the responsible Mnyigor domestic and international work
on disability is the Ministry of Community and SakcBervices who have developed a
National Policy on Disability, implemented through the ZAPD, a parastatal of thi
Ministry.

ZAPD'’s vision is that by 2030, people with disaligs enjoy equal opportunities which
are generally available in society and are necgdsarthe fundamental elements of
living and development. Its mission is to attainl fparticipation, equality and
empowerment of persons with disabilities duringpten period 2006-2010.

ZAPD recognizes the need to educate people withbdises and the community. Its

objectives are to provide equal access to educatioluding community initiatives and

equity education provision at all levels; providgacity building for parents, teachers,
health workers, learners, planners and communitja@e on issues of disability;

support and promote adult education; and improteracy levels for persons with

disabilities.
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The strategies to fulfil these objectives are topsut long-term educational
programmes aimed to improve living standards os@es with disabilities, conduct
outreach programmes to sensitize the community,mpte programmes for
equalization and the integration of persons witabilities into mainstream society and
provide human and financial resources to orgarmati promoting research on
disabilities.

The results of this are that people with disaleditcontinue to be integrated into the
National Technical and Vocational Education Train8ystem (TEVET) and that there

is effective enforcement of mandatory standardsérastructure that take into account
disability needs regarding accessibility of the gibgl environment. It also promotes

the use of sign language in public institutionsykvplaces and television and ensures
transcription of important national documents sashthe Constitution of Zambia into

Braille. All these initiatives contribute to greateclusion for people with disabilities.

ZAPD recognizes the importance of other Ministragsl the need to have a broader
institutional framework to maximize the work beingndertaken. Therefore, it has

entered into institutional arrangements with theotes Ministries, NGOs and private

sector to clearly articulate their roles in theibiaal Policy on Disability.

The Ministry of Education and the Ministry of Sooen Technology and Vocational
Training are responsible for the integration of gdeawith disabilities into the education
system through free education and skills developmecluding special needs
education, early childhood development, basic kighool and tertiary level for persons
with disabilities to develop their full human poteh and dignity and worthy. All
learning institutions can access literature in Brai

The Ministry of Health provides that persons witlsatdbilities have access to quality
medical services at no charge and the Ministry mfaffce and National Planning
allocates financial resources for persons with lig&s, including tax incentives to
organizations and individuals employing person$ wisabilities.

As well as the government co-ordination and polppmotion work, ZAPD also
manages a number of practical programmes aimeeloglig with disabilities such as:

» 17 farms and production centres-throughout the pnoginces in Zambia to provide
skills and employment to persons with disabilities;

» Sponsorship of persons with disabilities who haeerbaccepted in colleges and
universities in Zambia; 70 per cent being women;

» Resettlement of the disabled to enable the disatulelave a guaranteed access to
serviced land;

* Household food security and income from agricultioe the improvement in their
livelihood; and

* Rehabilitation programmes and skills training amtkepreneurship development for
sustainable household income generation

Finally, ZAPD is committed to domesticate the CRHMis will involve amendments
to key pieces of legislation such as the Constitubf Zambia and the Persons with
Disabilities Act - CAP 65 of the Laws of Zambia.

4.2.2 What difference does ZAEPD make?
Ms Agness Phiri, Project Manager

The Zambia Association on Employment of Person#$ \liisabilities (ZAEPD) is a
parent-based organization, officially registere@@®1. The purpose of the organization
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is to find and create jobs for skilled persons vdibabilities and, as a result, improve
the living standard of persons with disabilitiesl dneir families in Zambia.

ZAEPD’s goals are to place and integrate graduatepaid employment, as this
facilitates self-determination and participation tlre mainstream of society. As an
alternative to paid employment it has also devedopmall business firms as pilot
projects for clients who are not successful in ot employment opportunities.

The discrimination faced by people with intelledtdesabilities by employers and the
community is significant and it is a challenge tedk down the misconceptions. In
general, even skilled individuals with an intelleit disability face considerable
competition with non-disabled persons in their skafor the limited number of
available jobs.

ZAEPD success is a result of its adherence tooits galues of transparency, honesty,
commitment, respect for human dignity and abilityshare information and skills.

ZAEPD collaborates with the Finnish Association dmtellectual Development
Disabilities (FAIDD), which financially assists arslipports a number of successful
capacity-building and employment programmes basedivie provinces - Lusaka,
Central, Copperbelt, Luapula and Southern.

Continued support has come as a result of previessarch undertaken by FAIDD,

which assessed unemployment and poverty levelpanided the evidence-based data
to design future programmes. The data emphasizad tthditional sectors such as
agriculture, hospitality and manufacturing were enseceptive to employment for

persons with intellectual disabilities.

As a result of the research, ZAEPD has invested piggery, block marketing, bee

keeping, fish farming and poultry initiatives inetlabove provinces. These initiatives
employ both persons with disabilities and non-dsaépersons. Each project provides a
positive example of what effective vocational tmagh and on-the-job support can

provide to people with disabilities. This helps rise the awareness and sensitize
others to the importance of diversity in the woeqa.

Additionally, ZAEPD has established resource centkse to communities in the
named five provinces where they undertake entrgship programmes in areas such
as: home management, knitting, tailoring for thedupiction of pillows, bed sheets,
bedspreads, school uniforms and other practicalymts.

A further programme funded by the FAIDD is theclusion Programme which
provides peer support for girls and women with llatdual disabilities and was
conceived as a result of the obvious absence Isf gd women in vocational training
courses and employment population. The programrdeeases the negative attitudes
and practices that hinder girls and women from s&iog education, training and
employment through public awareness campaigns.aif been supported by the
Government as it is consistent with GovernmentarhBia National Gender Policy.

The success of the ZAEPD model and approach isdbasehe ‘on-the-job’ training
and support provided to its employees. Thus fad, @aduates are working in various
companies. Its sustainability is attributed to ¢massroots approach to the design and
implementation of all its activities, which are tured through common objectives and
a shared understanding, through social acts dftédimn, participation and negotiation.
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4.2.3 What work means to me.
Mr Quincy Mwiya, Advocate, African Network for Developmental Disabilities (ANDD)

| am very pleased to have been invited to atterslithportant conference and would
like to thank the organizers, especially for imgtipersons with intellectual disabilities,
such as me, among other participants.

| am 34 years old. | live in Livingstone at 1060fi& Street with my parents, a Tourist
Capital Town of Zambia. During my childhood, my @ats came to notice that | was
not keeping up with my fellow childhood friends. ¥fhl got enrolled in grade one, it
became even obvious to both my parents and thédeathat | was a person with an
intellectual disability. Since my parents wantedtmée in school, it was recommended
that | be taken to a special school. | spent séyeas in a special unit. Later in my
life, I was lucky to have attended a skills tragiat Livingstone Trades where |
graduated with a certificate in catering.

| have worked for Sun Hotel in Livingstone and ZAERestaurant as a Manager. | am
currently not in any gainful employment, but aclvénvolved in voluntary self-
advocacy work internationally. | am a committee rbenof the International Disability
Alliance, a council member of Inclusion Internatna board member of Inclusion
Africa and Vice General Secretary of the Zambiao&gsion of Children and Adults
with Learning Disabilities.

What does work mean to me? Work means everythingdcand my fellow persons
with intellectual disabilities. Without work, weeamarginalized; we remain perpetual
beggars for almost everything we need. The commumiks at us as:

* persons who do not need to be respected

e persons who have no right to make a choice

* persons who have no rights for participation in pamity activities
» persons who do not have rights to be independent.

As persons with intellectual disabilities, we als®ed to go to school, acquire skills
training that will enable us to get paying jobelianyone else. We do not need to
continue staying at home doing nothing, botheringgarents for life. We can do many
productive things in our lives, in the community ®iere are different reasons | need
employment. | get respect — if | am not workingfate a double disability. | get
independence. | am able to choose where | stayentbdake my wife. | have choice. It
Is evident that, if persons with intellectual digi¢éies are also accorded the chance to
participate in the labour market, issues of respeattioice, participation and
independence would naturally fall into place.

It is important that people with intellectual didéles get access to training that will
lead to paying jobs. In Zambia, people with intetlel disabilities are trained in
weaving and leatherwork, but | don’'t see any congsam Zambia making shoes. If |
am working, | can choose what training to take; we things are now, | can’'t even
contribute.

In the UN CRPD, Article 27 on Work and Employmemb\ypdes for persons with
disabilities, including persons with intellectuakabilities, to have access to general
technical and vocational guidance programmes, placé services and vocational and
continued training. The States Parties, includimgnBia, must embrace persons with
disabilities in vocational and technical programns®l continuing education. We
consider this as a starting point if persons witiellectual disabilities are to have rights
to work and employment.
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4.3

4.3.1

Thank you so much for listening to my presentation.
What works in Ethiopia: Country experience

The role of Government in promoting employment opportunities for persons with
disabilities.
Mr Abebe Gebremedihin, Ministry of Labour and Social Affairs

The Federal Democratic Republic of Ethiopia hagpupation of 73.9 million and it is
estimated that there is approximately 805,000 pewith disabilities, and 58,000 with
intellectual disabilities.

While Ethiopia has signed the CRPD, it has notgitied it. Nevertheless, it continues
to make progress on issues relating to disabilitpugh a number of government
initiatives, including the development of a NatibRé&n for People with Disabilities.

The Ethiopian Government's framework for peoplehwittellectual disabilities does
not make specific reference to this group, asedrences are generic to people with
disabilities more broadly. While there is no expliexclusion of people with
intellectual disabilities, the reality is that exsion does occur.

Ethiopian legal framework

Ethiopia has a Proclamation called the Right to Byment of Persons with Disability

Proclamation No. 568/2008. It defines an individueghose equal employment

opportunity is reduced as a result of their physicental or sensory impairments and
protects their rights from social, economic anduwal discrimination.

The working rights of Ethiopian people with disaiek is also protected in a number of
Declarations. For example, 101/1994 is focused ymmsitive discrimination. It states
that there must be vacancies reserved for peoyle disabilities and that only people
with disabilities may apply. The Federal Civil Sams Proclamation 515/2007
precludes discrimination on any grounds in the joukérvice and further states 3 per
cent of all government employed must be personk witdisability and the Labour
Proclamation 37/2003 ensures payment benefitsjadpmdadigations for injured workers
including people with disabilities.

Finally, all education programmes, including voeatl, are focused upon inclusion
and make considerations for people with disabditigvithin the National Plan of
Action for Rehabilitation, which has nine progranané includes one focused upon
Vocational Rehabilitation and Employment for peoplth disabilities.

4.3.2 Employer experience in employing persons with disabilities.

Mr Girma Ayalew, Director, Ethiopian Employers Federation (EEF)

The EEF was founded in 1963. It was dissolved leydbcialist military government,
however, after 13 years and re-established in 1997.

Membership represents a broad range of sectoraudimg/ industry, transport,
construction, hotels and banks that between themage approximately 50,000
employees and companies worth about 1 billion USD.

EEF has been promotinlanaging disability in the workplagean ILO Code of
Practice since May 2003 to promote and assist gmy#at of persons with disabilities.
The overall objective of the programme is to prognand assist the employment
opportunities of people with disabilities and cesatvareness so that employers could
provide equal opportunities to all. It emphasizZes need to look at developing skills
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for people with disabilities within their workplageand to enlighten employers that
there are a lot of people with disabilities who dsnrole models in their respective
work place and communities.

EEF recognizes that public awareness campaignstodeel reinforced regularly and it
is organizing workshops to create awareness andlgge the ILO code of practice.
Networking with different partners and stakeholdéss crucial for achieving its

objectives and the Ministry of Labour and Sociafaits (MOLSA), Confederation of

Ethiopian Trade Unions, Disabled Persons OrgamaatiDPOs), ILO and different
government agencies and NGOs all collaborate rdgutadiscuss issues pertaining to
people with disabilities and employment.

In partnership with MOLSA, EEF is working towardsiplementing Proclamation
568/2008Right to Employment of Persons with Disability Rancation particularly
the development of directives that ensure the erfoent of the Proclamation.

Another initiative, the ILODecent Work Country ProgramniPWCP) for Ethiopia is
an effort to strengthen and systematize the cotiparabetween the Ethiopian
government and ILO. This has also been endorsedigndd by the EEF. It contains a
wide range of strategic interventions includingegy butcome which states:

EFF are part of th®romoting the Employability and Employment of People
with Disability through Effective Legislation (PEPDEL) project which is ILO-
Irish Aid initiative. This involves membership admet Project Advisory Committee
and participation on a tripartite basis for a NadilbAction Plan to improve the
implementation of laws and policies concerning Eogpbility and Employment
of people with disabilities.

Finally, EEF is participating in developing a pléor the pilot testing of supported
employment and other innovations in the employntérdisabled workers in selected
companies. It recognizes that inclusion of peopté wtellectual disabilities cannot be
left to governments only but need a concerted eéibparties.

4.3.3 What difference does ENAID make?
Ms Tsige Amberbir, General Manager

The Ethiopian National Association on IntellectuBlisabilities (ENAID) was
established in 1994, to promote the rights of ehitdand youth with intellectual
disabilities and support vocational training anllatglitation for adults with intellectual
disabilities.

The vision of the organization is to see childraed gouth with intellectual disabilities
reach their fullest potential and have equal secioromic, political and cultural rights
as other human beings. Its mission is to advoch#t children and youth with
intellectual disability are of equal value and haspecial rights according to UN
Conventions.

ENAID provides a number of services to people vntiellectual disabilities, including

a successful functioning vocational training cendgremall business finance programme
and medical services for clients. It also cond@dfsctive advocacy programmes and
lobbies government.

There are 120 youth with intellectual disabilitigho undertake vocational training in
weaving, knitting, carpet making and bamboo work farniture. The students

represent 20 youths with intellectual disabilitigen male and ten female) who are
successfully trained on the job to work at the @znt
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4.3.4

ENAID’s focus on skills training enables clientsthvintellectual disabilities to learn

the requisite skills to enable them to be prodectivtheir jobs and independent in their
lives, thereby demonstrating that those with ietdlial disability can be trained if

provided with the opportunity and appropriate tiregnmethods are used.

Other community courses such as computer traimagpaiblic awareness on HIV/Aids
are offered to all members and their families.

Accurate data about clients, stakeholders andimgisuccess is kept and shared with
local and international researchers. This enabMAIB to network with other DPOs
and collaborate; sharing best practices and gengranovative ideas.

ENAID also provides money to start up business west for people with disabilities
and their families. This has been made possibleutir the funding and training
provided by the International Labour OrganizatidbhQ) and has led to 40 female
parents successfully establishing small busingssaseas such as food preparation and
clothes production.

Physiotherapy and speech therapy are providedhitdren with intellectual disability
who have associated disabilities.

Issues faced by ENIAD are lack of funds to fulfieir plans to:

» expand and establish vocational centres in otlygoms;

» focus on establishing equal opportunities for thapleyment of persons with
Intellectual Disabilities throughout Ethiopia;

» establish a credit association for cooperation angnprove the sale of the products
made in the Vocational Centre.

ENAID recognizes that finance is only one issuemlist also enforce the laws and
policies referring to persons with intellectual abgities to equalize opportunities for
them; establish strong and effective governancd, iattiate policy and planning for

employment and in partnership with governmentstifeumore, donor and international
agencies must develop an intellectual disabiligitinive and design CRPD-compliant,
monitoring and reporting framework.

What work means to me.
Mr Benyam Fikru (Presentation make on his behalf by Ms Tsige Amberbir)

My name is Benyam. | was born in 1973. | am thestidhild in my family and | have
one little brother. Even though my mom says sherttagroblems when | was born, she
told me | was a fat baby at birth. When | was bdrecause | was too fat, | couldn’t
move till | was two. My mom didn’t realize that &td some problems. She thought that
| am like other kids. | used to have fever condyarso mom took me to the hospital
and one day the nurse told my mom that | have sellectual disability. My mom
didn’t want to accept this.

When | was four, mom sent me to kindergarten likg ather child but it wasn’t long
till the school director found out | had some pesbht. She called my mom and told her
that the school is not appropriate for me. Front tiagy, | stopped going to school for
three or four years. After those years, my motlearth there is a school for kids like me
which is called Mekane Eyesus (M.E.). | startechgdo this school at the age of 7. |
learned many things at school like identifying teglish and Amharic alphabetical
letters and making simple handicrafts. My mom wasyvhappy because of my
constant improvement. | started to read magazindsnawspapers at home. | always
read in my spare time.
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4.4

4.4.1

I am known in the compound for dancing and musit akso | have good interaction
with my family, relatives and neighbours. | am kmow my neighbourhood as a
respectful, loving and friendly person.

Even though my house is small and | don’t have ghaoom to practice my interests
such as sport and music, | know every famous iaternal soccer club and players by
name.

I help my mom by cleaning the house, washing tlshet and also take care of my
personal hygiene by myself. Additionally, when It gaoney by any means, for
example getting money from my mom and other pe@slea gift and as a pocket
money, | always save it in my saving-box at homd plan to open a bank account
soon. My mom always told me that | know how to samd manage money better than
my brother. Generally because | didn’t stay at h@meé joined ENAID and M.E., my

life has changed and | can do anything like anyioffersons. | don’t have words to
express what | feel about ENAID.

After | came to ENAID there have been many chanigesny life. | have good
interaction with others, | use the toilet by mysél¢ontrol myself and | also developed
many handicraft skills like traditional weaving, leraidery, printing, and tapestry
/carpet making. Recently | successfully completethputer training and training on
HIV/AIDS from our Association.

What does work mean to me? | graduated in weavinthe ENAID Vocational
Training Centre. At this time, | worked and proddicaultural cloth. Work made me
independent like other people. | feel so confidayself that | would be able to work
and live my life like any other man.

| can work, but | can’t get a job opportunity in ¥@nment or in any non-government
organization. Legislation on employment in Ethigmaecifically about persons with
intellectual disabilities is very important. In mgpinion, a quota programme is
necessary.

| hope that | can get a job one day.
What works in Uganda: Country experience

The role of government in promoting employment opportunities for persons with
disabilities.

Mr Ilahi Mansoor, Assistant Commissioner Technical Education, Ministry of
Education and Sports, Uganda

Uganda has approximately four million people livingh disabilities. The government
actively supports civil society groups with a digigpfocus.

Uganda has requisite disability legislation to @sdrdiscrimination and focuses upon a
rights-based model in all its programme developm&ntexample of positive work by
the government is the representation of five pesseith disabilities in the Parliament.
Selection and approval of these members is asudt i@srecommendations from the
main DPO, the National Union of Disabled Persont&Jghnda (NUDIPU) after they
have been ruled eligible for Parliament by the t#led Commission. People with
disabilities are also employed throughout varioogegnment departments.

The Ugandan National Council on Disabilities représ government and various
stakeholder groups. It plays a significant roleaitracting finance and influencing
policy. Examples of changes it has brought aboatamnendments and considerations
afforded at the National Examinations Board whias hmplemented a number of
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accommodations for those sitting school, tertiarg professional examinations. Verbal
examinations have been introduced, assistanceaidable in writing of exams, and
both Braille and sign language interpretation igilable.

Further, the Department of Education and Sportsrhade special considerations to
assist people with disabilities in curriculum designd has implemented affirmative
action in the recruitment of students to certaimrses. Accommodations have been
made with respect to enrolment and assessmenhd hld/or deaf students are not
barred because they cannot pass what could bedeénmenal’ education modules.

Uganda legal framework

There is a plethora of legislation that precludssrémination on any ground — which

includes people with intellectual disabilities.dddition, there are laws that require the
government to take action if discrimination is @nded. Specifically, the Employment
Act actively encourages employment of people witkabllities and the Ugandan

government offers a tax exemption to employers whloy a certain number of

disabled persons.

The current legislative framework is evidenced in:

e The Constitution

» Persons with Disabilities Act 2006
« National Council for Disabilities Act
e The Employment Act

Public enlightenment

The Government of Uganda recognizes that the maalysion to employing people
with intellectual disabilities is the fear of empéys and negative community attitudes.
The employers are anxious about how they will ‘ngariathe individual, whereas
mobility corrections, such as putting in ramps, aeen to be more manageable.
Employer’s fears can be overcome through publicramess campaigns.

Education and vocational training

A successful employment programme, whether govenhroe civil society managed,
must focus upon tailoring vocational training te tmployment market.

Early intervention with parents in assisting theonidentify their child’s likes and
dislikes and further encourage and develop thallsstowards that role will make a
significant difference in the life of the child ard family.

In Uganda, the majority of children with intelleatudisabilities live in rural areas and
the families keep them at home. Some have never &e®lled in government schools
and institutions. Therefore, their future employitisrcompromised.

Additionally, there are very few teachers who arffigently skilled to teach children

with special needs and schools will often need ghpport of the families because
children with intellectual disabilities have a host problems that can only be
ameliorated by constant support. More importanrents often lack the knowledge
on the appropriate care for their children.

Governments should not ignore the families of peapith disabilities and must assist
wherever possible in supporting these familieds ltecognized that when a child is
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born with a disability, particularly intellectuahere is usually a marriage breakdown.
This is not beneficial to society as a whole, asially places a higher burden upon the
mother who is left to raise and support the faraityher own.

The Government of Uganda acknowledges that it nugstelop more vocational
training centres to meet particular special needpéople with intellectual disabilities.
Importantly, we need to see the valid contributpmople with intellectual disabilities
can make if given the right opportunities. It sltbnbt be seen as a sickness, but rather
as diversity.

4.4.2 Employer experience in employing persons with disabilities in Uganda.
Mr Stephen Jjingo, Federation of Ugandan Employers (FUE)

The FUE was founded in 1958 and registered as asodiion in 1960. It is a
voluntary membership organization established anly bwned by the membership
representing its membership on social and economuisiness and finance issues at
government and operational levels.

Its vision is to be the lead Employers’ AssociationAfrica and its mission is to
enhance Members’ competitiveness through policyoedsy, promotion of Best
Human Resource Practices and provision of BusiDesglopment Services.

Uganda legal framework for people with disabilities and employment
The Constitution of Uganda Chapter IV, Section Bbstates that:

‘Persons with disabilities have a right to respaatl human dignity and the State
and society shall take appropriate measures tor@ribat they realize their full
mental and physical potential’.

The Employment AcPart 11 on General Principles Section 6 sub-se@igpells out
that:

Discrimination in employment shall be unlawful &od the purposes of this Act

Discrimination includes any distinction, exclusion preference made on the basis of
race, colour, sex, religion, political opinion, ioaial extraction or social origin, the HIV
status or disability which has the effect of nyilifig or impairing the treatment of a
person in employment or occupation, or of prevenéin employee from obtaining any
benefit under a contract of service.

The People with Disabilities A¢t2006 provides comprehensive legal protection for
people with disabilities, in accordance with Artigl32 and 35 of the Constitution, and
makes provisions for the elimination of all fornfsdiscrimination against people with
disabilities towards equalization of opportuniteesd for related matters. Other relevant
laws are:

» Workers’ Compensation Act 2000

» Occupational Safety & Health Act.

e Labour Disputes Act

* The Labour Unions Act.

* NSSF Act

FUE and people with disabilities

FUE started implementing disability programmes amtpership with the ILO in 2002.
The intervention was firstly raised awareness arsprity members to ensure that
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employers observed the ILO’€ode of Practice onManaging Disability in the
Workplace. Four employers’ regional workshops were organiz&diring these
workshops, recommendations were made and, as la 182007 FUE customized this
ILO Code to the Ugandan situation.

FUE bargains for placement of people with disab#itamong its membership. Most
recently, 12 persons with physical disabilities eveecruited for ENHAS (Entebbe
Handling Services Ltd. (Entebbe Airport); six peoplith visual impairments were
employed by a flower firm and four disabled peopkere employed at the main post
office. FUE has been part of the policy formulatpmocess, for example, the Disability
Policy and the People with Disabilities Act 2006.

FUE has undertaken a campaign to sensitize itstitagscy on the provisions of the
national legislation and the ILO’€ode of Practice on Managing Disability in the
Workplace whilst also actively participating in policy foutation processes.

Constraints

FUE believes that it could be a more effective adte for people with intellectual
disabilities if it had more financial resources autess to a data base of people with
disabilities, thereby enabling it to recommend wndlials to its members.

4.4.3 What difference does UPACLED make?
Ms Monica Barenzi, Chairperson.

Uganda Parents of Children with Learning Disal@sit{UPACLED) was founded by a
group of parents in Entebbe Town at the beginnifgl@38. From its humble
beginnings, UPACLED now boasts 19 branches spneadll ithe regions of Uganda.
Currently the membership stands at over 5,000 par€n average, each family has
one child with intellectual disability, althoughette are examples of families who have
as many as four.

Its vision is for the dignity of children with intectual disabilities and their family in
Uganda; its mission is to advocate for the inclasaf children with intellectual
disabilities in all aspects of life.

UPACLED builds the capacity of parents to enabkartho relate effectively with, and
confidently challenge policy, legislature and seegi that have a direct bearing on the
welfare of children with intellectual disabilitiend their families.

It recognizes that empowering parents is not amtelvet involves process thinking and
participation of parents with intellectual disatids in the capacity building. The
process begins when parents come together and tteargroblems and experiences,
among themselves, family members and the commuRiitg.aim is to strengthen their
communication skills so that they can become chaagents for people with

intellectual disabilities at large.

Education for children with intellectual disabilities
Employment for people with intellectual disabilgiean only be achieved when they
have had the opportunity to receive basic education

Uganda has a comprehensive programme of UniversabB/ Education (UPE) based
on Article 30 of the Constitution, under which péirsons have a right to education.

Uganda is also signatory to the UN Millenium Deystent Goals (MDG) which states
that by 2015, children everywhere, boys and girleeaare expected to complete a full
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course of primary schooling. Unfortunately, theséqy objectives are out of reach for
people with intellectual disabilities and havdditpractical application.

The problem is especially acute in rural areas w/iigere are no government schools to
cater for children with disabilities. As a resuftissues linked to poverty, access to
private schools for these children is out of reémhpoor families. This is combined
with the long distances children have to travetdach these schools and the limited
transport options available to the families.

The majority of the children with intellectual diskties stay at home and have no
access to training. The few who are admitted inegoment-aided schools face a lot of
challenges, such as lack of ramps for those whommelchairs and working frames,
dirty toilets, which is a problem particularly fthose who crawl, as well as high or
very short desks, to mention but a few.

Moreover, there are very few trained teachers wdno effectively teach children with
intellectual disabilities. Where they exist and dugxe of the policy of Inclusive
Education, the number of pupils in the class is Q. The teacher/pupil ratio
overburdens the teacher such that they are unabigvé individual attention to the
needs of each child, let alone one with intellelctiisabilities. There is therefore a need,
to train more special needs teachers and equip thigmthe knowledge and skills to
teach learners with intellectual disabilities.

Children with intellectual disabilities have a hadtproblems. Policy makers, service
providers and ordinary people need to be enligliteabout what children with
intellectual disabilities and their families haveperienced from the time the children
are born and may continue to experience througtheirt lives.

Poverty and limited government funds are not thlg &actors preventing a child with
an intellectual disability from participating indlusive Education. Some parents find
having children with intellectual disabilities acg& embarrassment and confine them
indoors, thereby denying them access to educathextra-curricula activities and
limiting their access to information essentialteit daily living and self reliance.

Both parents of children with intellectual disatoéls and their children are affected by
outdated and impractical cultural beliefs in AfriGocieties continue to hold negative
attitudes towards children with intellectual diddigis and their families. Ridiculous
ideas that disability is contagious and a bad orerist, therefore children with
disabilities continue to suffer stigmatizing andatiminatory references.

Raising and caring for children with disabilitiess in most cases, the sole responsibility
of women. Husbands avoid responsibility and carfog their children through
desertion of their families and divorcing and sefiag from women who are often
blamed for giving birth to children with disabié8. The end result is that most children
with intellectual disabilities will come from brokehomes, without the love and
guidance of a father figure.

Ideally, vocational training would be the answemassisting many of the children with

intellectual disabilities who do have the ability tise their hands to learn skills and
become productively employed and live independeetss] However, the requirement
of passing formal tests and exams as the basiadonssion to training institutions

must be put aside to allow persons with intellelatiisabilities to take up the training.

UPACLED, in conjunction with Danish Scouts Asso@at organized a course for ten
girls and ten boys with intellectual disabilitiet & vocational training centre. The
youths had all dropped out of school. The purpdsén® course was to train them in
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daily living skills with the aim of developing threintellectual, practical and social
potentials towards independent living.

An independent consultant evaluated the coursestated that:

* Youths with intellectual disabilities are capablelearning and acquiring vocational
skills. However, they had to be given more timeufdle the usual time) to complete
the same syllabus followed by trainees with othsalllities;

* The instructor at the training centre acquired talaal knowledge and experience in
teaching and handling persons with intellectuahbiigties; and

» The model for training persons with intellectuadabilities was effective and could be
replicated in other settings.

UPACLED believes that building upon existing pragraes and experiences will
increase the opportunities for more youths witkllattual disabilities to be admitted to
vocational training centres under government spahgo. Since the learning capacities
of the youths with intellectual disabilities varydely, there should be flexibility in the
curriculum design and all training should be comided on areas where success is
guaranteed.

Finally, it is important to remember that it is reofavour but a right for children with
intellectual disabilities to attend school and rear

4.4.4 What work means to me.

4.5

4.5.1

Anne Mary Kanyange (read by Ms Jackie Ikoro)

Anne Mary was born on 11 September 1983 into seléaqily of brothers and sisters.
She is the youngest in her immediate family, ana has many nieces and nephews.

Work for her in the UPACLED office involves greaimer colleague, then cleaning,
sweeping, serving tea/water/refreshments to stafhbers and visitors. Anne Mary can
photocopy, count and arrange papers, newslettersnagazines as well as shop for the
provisions for the office with her work mentor, Hec

Anne Mary expressed happiness and dedication congeher work as it gave her a
purpose throughout the week and an opportunity @arwice clothes. She relies on
supports from her family and the community to getvork and home again, and never
misses a day due to sickness.

Her ambition is to continue to work in the UPACLBiiice and to participate in more
dance and drama activities to fulfil her passioemtertaining.

What works in Tanzania: Country experience

The role of the government in promoting employment opportunities for persons with
disabilities.
Ms Mpaji Ali Maalim, Head of Inclusive Education, Ministry of Education, Zanzibar

The Government of Zanzibar has signed the CRPChasdaken the following steps to
bring it in to domestic law and practice:

» Creation of the policy of people with disabilitiess developed in 2004 and the laws
in 2006

» Established a National Council of People with Dikids, where the chairman and the
secretary are people with disabilities

» Established government Department under the Chigiskér's Office to deal with
disability mandate, where the Director has disghbili

» People with disabilities are appointed to the Baexént of Zanzibar
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* Introduce Inclusive Education policy in the Depatrhof Education in collaboration
with interested partners

 Employment of teachers with disabilities within tiinistry of Education and
Vocational Training

* Inclusive Education policy is in the process ofrigedeveloped to ensure effective
implementation of Inclusive Education

Whilst other labour laws do not directly refer tegple with intellectual disabilities, the
Employment Act does address the needs and concoérpgople with disabilities.
Section 88(1) states that all persons have an emmlto employment. The legislation
includes a clause preventing discrimination basgonugrounds of disability, whilst
also imposing responsibility on the employer to ;makcommodation for the employee
with disabilities and stating that an alternativesigion must be found for a disabled
employee if they are no longer able to carry o@ thrmer job - without loss of
remuneration.

The Government of Zanzibar has enacted the Disabfict No. 9 of 2006 in
accordance with the CRPD. However, there has b#lndctivity to publicize or start
planning initiatives to promote the legislation dmader policies of employment of
people with disabilities in Zanzibar as a result iohdequate resources, lack of
consultation with disabled persons and accuratéc batormation and materials for
people with disabilities and their families suchima$Braille notation, large print and
sign language interpretation for deaf people.

People with disabilities continue to experiencecdmsination in Zanzibar as they are
presently not visible within the community and acg seen to have skills or opinions to
benefit the society. This was evident in the corabf the Disability Act where little
consultation with the disabled community was uradesh prior to its enactment.

Recommendations for government

The government and disability community must call@be and consult on issues as
they relate to people with disabilities and thamflies. What is more, requisite laws
and policy’s pertaining to people with disabilitigsould be implemented.

It is necessary to translate all essential govenmtmeformation into appropriate
language, Braille and large print, which wouldumnntimprove activity and relevance of
the Council of People with Disabilities. More coetaly, this would enable them to
effectively lead in mobilizing government, develogmh partners and civil society
organizations for resources and advocacy.

Civil society and DPO’s should commence lobbying foper cent of the national
budget to be allocated to address the needs ofil@&oth disabilities, which includes
targeting training and employment programmes fappe with disabilities in general
and those with intellectual disabilities in partaou

4.5.2 Employer experience of employing someone with intellectual disabilities in Tanzania.
Mr David Msangi, Tanzanian Employers’ Association

The Tanzanian Employers’ Association has a stroambership in Tanzania, although
70 per cent of its membership is based in the aadiar es Salaam. Its role is to
represent its members in all aspects of businessda@ment, including issues of labour
and employment and the issues of poverty, disadganand discrimination within the
labour market.
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In Tanzania, the largest employer of people witkalilities is the government.
However, there is little evidence of them employrepple with intellectual disabilities.
This is as a result of the lack of public awarersssut the advantages of employing
people with intellectual disabilities and furthegithe rights that people with disabilities
should be able to enjoy in employment as a resulieoCRPD.

The Tanzanian Employers’ Association welcomes thygodunity to work closer with
the government and disability groups to promote d¢neployment of people with
intellectual disabilities throughout Tanzania.

4.5.3 What difference does ZAPDD make?
Mr Ahmaad Kassim Haji, Director

The Zanzibar Association for People with DeveloptakDisabilities (ZAPDD) is an
NGO established in 1999 by parents of children wigrelopmental disabilities for the
purpose of promoting the welfare of people withalepmental disabilities in Zanzibar.

The establishment of this organization occurred rwitiee parents realized problems
facing people with developmental disabilities, utihg lack of education, segregation
in different aspects of life, harassment, defanmatiabuse and other forms of
mistreatment. The focus of the Association’s atiigiis on advocacy and lobbying for
the rights of people with developmental disabiditie

ZAPDD'’s vision is to create a society for ALL thatinformed, inspired and responsive
to the rights, inclusion and needs of people wilielopmental disabilities. Its mission
is to lobby and advocate for the empowerment ofemigr and people with
developmental disabilities and to create an engldmvironment of an inclusive society
in Zanzibar.

ZAPDD obijectives are to:
» Initiate and protect the policies and the consatutfor the needs of the people with
developmental disabilities;

» Cooperate with the government and other stakehelidlepreparations and operations
of the policies that will involve the issues of thmeople with developmental
disabilities;

» Protect the rights of the people with developmendaabilities that includes,
education, employment, protection, health and wejlfa

» Take reasonable measures to mobilize our peoplehtr rights and other issues
which involve the people with developmental disiéibi;

* Motivate the parents and the people with developatatfisabilities to understand and
protect their rights; and

» Establish the network with other local and foreigatitutions in order to exchange
information and experience for the betterment o fheople with developmental
disabilities.

To enable successful implementation ZAPDD engages i

* Advocacy and lobbying

* Awareness creation

* Mobilization and empowerment
* Networking
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ZAPDD projects

ZAPDD Development Project is an internal projecrt&d in 1998 that continues to
raise awareness, improve networking through riglaised training, advocate and lobby
government, promote health awareness on HIV/AID& igs effects on persons with
developmental disabilities and their parents, aodtrioute to the empowerment of
youth with developmental disabilities and netwogkiZ APDD has expanded this
training to 58 branches within all districts of Zévar.

Thelnclusive Education and Youth Development Pragcindertaken in collaboration
with Ministry of Education and Vocational Trainimg Zanzibar. The project is focused
on Inclusive Education in Zanzibar with a goal narease the involvement of youth
with disabilities in different sectors of life. dlso aims at increasing the membership in
ZAPDD by recruiting youth with developmental diddlas as full members of the
Association.

The main activities of Inclusive Education inclutie following:

» Training of teachers on the needs of children diglabilities;

* Procurements of teaching/learning materials, adyi@guipments such as Braille
machines, tricycles, glasses;

» Transcribing text books in to Braille;

* Advocacy meetings and public awareness, advocapgrents, community members,
local leaders, and others through TV, radio andtimgs

* Monitoring and follow up visits to inclusive scheoto see how teaching/learning
processes are implemented,;

» Assessment of children with special heeds undemtalgea multi-disciplinary team of
professionals; and

» Establishment and education of School Inclusivedatdan Committees on Inclusive
Education related matters

Challenges

 Community members are not yet fully sensitized antbt of work is needed in
promoting inclusive society in Zanzibar;

 Some of the parents for the children with develomiaedisabilities are not active
enough to advocate for the rights of their children

* Medications for the children with epilepsy are molequately available in the rural
communities;

» Infrastructure of some schools is not conducivddarners with special needs;
» Shortage of qualified teachers;

» Shortage of adequate teaching/learning materials;

» Lack of proper training set up after completioritedir formal schools; and

» Government institutions are not fully aware of thelusive issues and people with
developmental disabilities do not enjoy their rigght

The following are some of ZAPDD’s achievements:

» ZAPDD has 58 branches that are in all districtZahzibar through which members
and community at large are receiving training oe tights for the people with
developmental disabilities;
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4.5.4

* An Inclusive Education programme has been introduoe86 schools in Zanzibar and
a total of 3,883 students (2003 male and 1,880 l@nweith special education needs
have been enrolled in pre-primary, primary and sdaoy schools;

* About 2,255 teachers (753 male and 1,502 femate) finclusive Education schools
have been provided with training to improve théitls on various subjects related to
Inclusive Education;

» ZAPDD membership has increased from 1,200 in 200about 1998 in 2009. This is
a clear indication that more community members ts@eoming aware of ZAPDD
interventions and are ready to join the programme;

» ZAPDD has demonstrated the best ways to collaberdkegovernment institutions in
its programme implementation. Ministry of Educatiand Vocational Training in
Zanzibar through its strong relationship with theénigtry of Health and Social
Welfare;

* ZAPDD has a strong relationship with all other Digal Persons’ Organizations and
civil societies in Zanzibar;

e ZAPDD is striving to build and strengthen collalt@a and networking with
international organizations that are working fore thights of the people with
developmental disabilities (Inclusion Internatignaktlusion Africa, NFU, East Africa
network of People with Developmental Disabilitieslanany others); and

 ZAPDD has started well to lobby government minestrio review their policies to
accommodate people with intellectual disabilitielated issues. Ministry of Education
and Vocational Training in Zanzibar is engagedraftihg Inclusive Education policy.

Building of an inclusive society needs sustainddrefrom all of us in the world. All
government institutions, NGOs, development partraard civil society movements
must work together to look for the better waysrplement Inclusive Education that
will ensure all children are given education acawgdto their abilities. We need to
harmonize our laws and policies to ensure thdtalk rights to be given jobs according
to their capacity.

What work means to me.
Mr Rajab Abeid Simba (read by Mr Ahmaad Kassim Haji)

Rajab Bakar Simba was born in 1971 in a small gdlaof Mbweni in Zanzibar,
Tanzania. He is the eleventh child of twelve. Hithér died of malaria in 1974, leaving
his mother to raise him. She died in 2001 and lsesirece been living with his brothers
and sisters.

Rajab suffered a fever at the age of three thaiteskin his left leg, left foot and brain
being affected. At the age of seven, he attendemmkiesamaki Primary School but
after three months in school he was asked to lbacause of his disability. He did not
continue with any formal education after this.

In 2004, Rajab became a member of the Zanzibar odessan for the People with
Developmental Disabilities (ZAPDD). He says thah#s helped him to develop life
skills and have a better appreciation of his humgims. He believes if there had been
an Inclusive Education policy when he was growimgituwould have enhanced his
opportunities for a better standard of living.

Currently, Rajad works within the ZAPDD office amglsupported by Madam Ayesi

who is the Office Caretaker. His tasks include wieg the office and the outside yard,
photocopying and filing, although he does have mtiasual jobs, such as gardening
and cleaning, outside ZAPDD employment.
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4.6

4.7

4.7.1

A permanent job would enable Rajab to plan a lititzre in his life and get married and
have a family. He believes that the support of Z&EPas changed his life in a positive
and meaningful way.

What lessons can be learned from experience in East Africa?
Trevor Parmenter University of Sydney

Professor Parmenter emphasized the need for Afroccamtries to domesticate the
CRPD and develop more inclusive approaches forlpasith intellectual disabilities.

It is necessary to move towards a ‘rights-basedieho
Obstacles to this change in focus would be:

a) Lack of political will

b) Collection and management of accurate data totassimplementing the inclusive
policies

c) Lack of educational support including levels foropke with disabilities, early
intervention methods and policy

d) Requirement to change the focus of learning fosqes with intellectual disabilities
to include adult learning

e) Re-educating educators to acquaint them with neweldpments in the social,
economic, political and technological sectors

f) Effective sharing of information between all statdelers, parents and employers
and organizations dealing with persons with inttllal disabilities in order to avoid
stereotypes, for example, that they are lazy, camtk properly, incapable of
learning.

There is a need to change the approach of vocéti@maing from ‘train then place’ to
‘on the job’ training. This is because job demandange and if we wait to train then
place, people with intellectual disabilities mayt be able to favourably compete in the
job sector. Supported employment or ‘on-the-jokdirtng has proven the most
effective for people with intellectual disabilitiagd it normalizes the experience.

It is necessary to promote positive examples ofiexements for people with
intellectual disabilities, this will sensitize anballenge the stigma and general negative
attitudes held by society about people with intdllal disabilities. Additionally, there
is a need for public representation of all formgpefsons with disabilities at all levels
of society, whether the disabilities are mild ovaadced.

Professor Parmenter emphasized the importanceedbthily and that it is crucial for
them to also receive support, which, in turn, assikeir children to live more
independent and productive lives.

Finally, effective monitoring and constant evalaatiof programmes will ensure that
needs are being met and targets achieved, whitstidding the necessary evidence-
based assessment methods and data to ensuretthratgtogrammes can be designed
and targeted appropriately.

What works in the United Kingdom: Country experience

What work means to me.
Jacqueline Minchin

Jacqueline Minchin introduced herself as a 33 ydérwho works part-time as a
clerical assistant at Penglais secondary schoébarystwyth for the past 10 years. She
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4.7.2

lives in a flat in Aberystwyth and occasionallyitssher mum and dad at weekends.
She went on to show a video of herself at workandchool.

The video shows Jacqueline arriving at work eamlyhe morning. She hangs up her
coat and takes off her hat and gloves before grgéiter fellow workers. She then starts
her mail duties - opening envelopes, date stamjgtigrs, putting mail in respective
pigeon holes and delivering messages throughoutstheol, including to the head
teacher and sometimes to teachers in their class.00

Her supervisor tells her about particular thingattheed to be done each day, in
addition to her usual tasks. She often has to addrevelopes, looking up addresses on
the computer.

Her favorite time of the day is when she goes tokwo the canteen. She has great fun
with her co-workers there, and socializes with theutside of work hours. She is in
charge of preparing take-away orders, takes payfoettiese and gives change.

She enjoys her work immensely and loves chattimyfootball and other events with
her friends on the staff. She has her own workie@nd keeps it clean and tidy. One
of her colleagues says that the work Jac doegyildyhvalued and helps the school to
operate smoothly.

When the video was over, Jacqueline said that sisekeen to return to work after the
conference and was not going to go sightseeing!

In addition to work, Jacqueline participates in @mnier of leisure activities which
include supporting Liverpool Football Club and swimg. She swam for Wales in
Special Olympics Regional competitions and lastobet was chosen for the Great
Britain team at the Special Olympics European SwimgnChampionships where she
won Gold, Silver and Bronze medals for 50m BackstrdlOOm Freestyle and 50m
Medley relay.

What it takes to translate the promise of law into practice. Dr Ann Minchin, Parent
and Activist

Introducing herself, Ann Minchin said that workegtremely important to Jacqueline,
adding that it gives her self esteem, a senseiafjdoworthwhile job and having a role
in society. Her job provides her with the opportyrnido socialize, and gives a structure
to her day as well as independence from the family.

Showing a photo of the family of four children at@arly age, and a more recent photo,
Dr Minchin asked what it took for Jacqueline to getvhere she is today? One of the
most important ingredients was the family’s accepgaof who she is, and the way in
which she was included in every aspect of famfly. [The family have encouraged her
to experience life and take decisions for hergaibviding her with the confidence,
positive attitude and a ‘can-do’ approach thatse

Starting her education in a special school, latentwned with a mainstream nursery,
Jacqueline continued on to primary level, once ggasmbining this with mainstream

primary school, until she started to attend maaastr primary school full-time. She

then went on to mainstream secondary school ansh&d her formal education at a
further education college. The opportunity of anadion cannot be underestimated in
providing Jacqueline with skills and confidencevark in open employment.
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Government policy

The policy background to Jacqueline’s time at sthwas shaped by the Warnock
Report of 1978 that proposed that children witheliettual disabilities should be
integrated where possible into mainstream educalibis report was instrumental in
forming the Inclusive Education policy adopted Ilhe tgovernments of the United
Kingdom in 1981.

Several factors combined to make the Warnock repork in practice. An important
element was the ‘parent power exercised by paremntshildren with intellectual
disabilities, who insisted that their children hdke opportunities to attend mainstream
schools. This, combined with early interventionvess which arranged education
support, as well as the Portage scheme that pradeome-visiting service for pre-
school children with specific support requiremeatsy a positive attitude on the part of
primary school staff, contributed to the impleméotaof the report. It was not all easy
going, however. Financial considerations in therfaf the additional costs of inclusive
education, as well as the resistance of teacher®pposition by some parents of non-
disabled school pupils were factors working againstsuccess of Warnock that had to
be dealt with.

Even though it took a lot of effort to get this jogl to work in practice, Jacqueline
gained in confidence through mainstream educatod, with the opportunity to mix
with other pupils, learned social skills and becammeich more independent.
Mainstream pupils also benefitted, developing thawareness of people with
intellectual disabilities and becoming more acaepti

When it came to the time for Jacqueline to movenfimrimary to secondary school, a
new set of problems arose in making inclusion wetkw would support be provided?
Which courses were relevant? And how would shanfitOnce again, it was through
the support of her family and extra academic eftdrhome, that it was possible to
overcome these challenges.

When she completed her secondary education amaryeetucation options were being

discussed, ‘parent power came into play againpwercome the resistance faced in
securing her a place at the Further Education gelldat she attended. There, she
gained in maturity and developed skills for empleyin She had the opportunity of

work experience during her course, though severablpms arose that required

attention. It was important to prepare the workéoat the workplace she was going to,
and to ensure that she was not isolated, Othetegmsbarose from the fact that she did
not have a mentor, and was not familiar with thglaage used.

In getting a job for Jacqueline, the expectatidnsen parents, the support of the careers
service and REMPLOY, the job placement service gersons with disabilities all
played a role. It was also important to find an BEper with a positive attitude.
Jacqueline has successfully kept her job becaweshasha cheerful attitude, is willing to
learn and to follow instructions. Her employer atsmtributed by having a positive
attitude to her working in the school, providingnteging and support when this was
required, and by understanding her limitations.

There are government programmes in the UK that pterand encourage employers to
employ people with disabilities. They seek to oweeme the factors precluding
employment, such as productivity. The scheme thatjul participates in supports her
productivity being directly linked to her incomehat is, if she works at 60 per cent of
workload, employer will pay for the 60 per cent dhd government will pay for the 40
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per cent. Mutual benefit and success for emplogad employees can be achieved
when the employer has a positive attitude and gdes/mentoring and support.

In conclusion, based on Jacqueline’s case studseraepoints emerge. First, it is

important that preparation for inclusion shouldtstés early as possible. When it comes
to attending mainstream schools, this is whereeplapower’ comes into play — parents
can exert their influence in many ways, by worktagether, including in approaching

the school management and through raising the gseuth candidates for local and

national elections. Acceptance by the wider socistyalso central. Second, it is

essential that young people with intellectual dis#ds have access to further training

and skills development. And finally, when it comtesemployment, a positive attitude

from both the employer and the employee are central

4.7.3 What difference a representative organization can make?
Ms Lucinda Marsden, UK Down’s Syndrome Association

Ms Marsden opened her presentation by statingthieaDown’s Syndrome Association
(DSA) seeks to make a difference in practice thholegding by example. It does this
by employing three of its members with Down’s Syde in its national office. DSA
also involves its members in delivering trainindgieTstrategy behind this thinking is
that ‘no-one else can educate other people aboat Vifle is like for people with
Down’s Syndrome’ and that it is always the membeh® have the most impact in
changing the way that other people think about Dew@yndrome.

DSA has an effect on legislation related to workapgortunities for its members by
responding to government requests for submissiodgaking part in consultations. It
responds to consultations about members throughewtommunity. It has been most
effective in raising public awareness about thel&rdworkforce represented by people
with Down’s Syndrome and the valuable assets thaple with Down’s Syndrome can
bring to the workforce.

DSA also seeks to educate and train potential eyepdo about the benefits of
employing people with intellectual disabilities, darto share information with

government and other NGOs to ensure that it reaafi@sany people and affects policy
as much as possible.

From 2006 to 2008, DSA ran a national employmemhp=Egn, aiming to promote
positive images and highlighting the achievements @pacity of people with Down’s
Syndrome. The basis of the campaign was a serigegiers throughout Britain. An
effective poster was a close-up picture of a yoorag named Paul with writing across
his face which says ‘you’'ve now been looking at|Ranger than any employer ever
has’. It featured on billboards in the London Umgteund and bus shelters and was also
placed twice in a national newspaper. This wa®vedld up by a direct mailing to over
1,000 UK companies, encouraging them to think alibair own attitudes towards
employing people with Down’s Syndrome.

To inform the campaign, a survey was carried ouvaifking age DSA members with
Down’s Syndrome to find out about their employmerperiences. The survey found
that 49 per cent of respondents (307 total) wetemany kind of employment either
paid or unpaid. Reasons for this included the laickaid work opportunities, limited
work placements or opportunities for voluntary woiks well as lack of work
opportunities through day services or other formhsupport services. When asked
about their dream job, members mentioned working tafé, an office, and a charity
shop. The results were highlighted in the campadyming Down’s Syndrome
Awareness week.
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People with Down’s Syndrome face several key bexrie work. One of these is the

lack of vocational training opportunities when tHegve school and start college. Most
additional support for learning courses focus cacléng people life skills such as

budgeting and shopping. In addition, many adultthvidown’s Syndrome become

perpetual students moving to a different coursé gaar as this makes up part of their
weekly timetable.

Another barrier arises from the difficulty they leain understanding the concept of
work, as it is an abstract idea to them. It iskeil they do the normal ‘pocket money’
jobs that other young people undertake while atilschool or college such as doing
paper rounds, babysitting or working as a shopstsdi This is further aggravated by a
lack of work experience opportunities. Those thatavailable last for about one week,
not long enough for a young person with Down’s Sgntk to learn the routine of the
job, let alone become familiar enough with it tooknwhether or not it may be
something they would want to do on a permanensbasi

Travelling to work can present enormous difficidtieas even some of DSA’s very
independent young members express a reluctanaawvel alone for fear of bullying
and harassment. A final barrier is difficulty sopgrsons with Down’s Syndrome face
in fitting into the 9-5 working day. More flexibleork arrangements, including part-
time work and reduced working hours would help oware this barrier.

The poster campaign also highlighted the barriersvdrk arising from the views of
employers. Some had simply never considered emmogomeone with Down’s

Syndrome. In other cases, fear and ignorance dbowh’s Syndrome were the factors
at play, with many employers having no experienicthe world of learning disability

and holding all the widespread misconceptions ablo@tlimitations of people with

intellectual disabilities. Some employers consiéenploying people with Down’s

Syndrome but had no understanding of how to go taboing this, with requisite

supports. Employers often do not know how to suppeople with Down’s Syndrome
to learn the job and become proficient workers,ace reluctant to take on-going
responsibility for them as workers. Many employdisught they would be left to

manage the employee on their own, unaware of whlt h physical and financial -
they might be entitled to from government and DSA.

The campaign was a huge success and the DSA leelphs flooded with calls from
small and larger businesses offering work oppotiesito people with Down’s
Syndrome. A bottleneck emerged, though, in that DSAot an employment agency.
Inquiries made to existing specialist employmenterejes and projects were
unsuccessful as all these agencies were operdtint) eapacity and, therefore, unable
to take additional job-seekers and employers omdodéis provided DSA with strong
evidence to call for the establishment of a natideworganization which would find
employment for persons with intellectual disalektji support people into the workplace
and provide ongoing support to employers. DSA cu@s to promote this concept and
hopes this will be achieved soon.

At present, DSA is developing a training prograntmée launched in April 2010. The
theme of this campaign is to encourage employersir® someone with Down’s
Syndrome because of their potential contributiord aot simply to meet legal
requirements. The training is targeted at potemimployers and will include training
about Down’s Syndrome, specific learning stylep@bple with Down’s Syndrome and
how to apply this knowledge in the workplace. Thaning will include information

about how to make the recruitment process accessiiluding exploring alternative
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methods in interviews and developing a workabletremh which the person with
Down’s Syndrome can understand.

DSA will encourage employers to the Association'sual timetable tool, designed to
provide people with Down’s Syndrome with easy-tagreand pictorial information
about their duties and responsibilities at work.

Another area of development is a DSA pilot projeaih GlaxoSmith Kline (GSK),
which will offer a staff member the opportunity e seconded to DSA in July 2010.
This person will learn about DSA campaigns and baltrained in how to work with
people with Down’s Syndrome and support them in woekplace. Following this,
three people with Down’s Syndrome (to be increaseden) will commence a six-
month work experience placement at GSK in Octol#r the support from the GSK-
seconded worker. A key interest for DSA will betést whether these individuals have
increased employability as a result of having wdri@ a large company.

Future plans include the development of a Pathwaysse for young adults with
Down’s Syndrome to complement the existing trainivith employers; establishing a
network of employers who are currently employingme with Down’s Syndrome that
will offer support and information to new employenscluding a forum for discussion
about difficulties and strategies; and, from 20&&tension of the pilot project with
GSK into a full programme with a dedicated projeairker. DSA will continue to
explore opportunities for joint work and collabaoat with other agencies. In this way,
good practice can be shared and a contribution n@ddanging the face of future
employment opportunities for people with intelledtadisabilities. In addition, it will
continue to publish information and campaign fopeayment opportunities.

International experience in promoting opportunities for people
with intellectual disabilities: What is required from government,
social partners and civil society?

Professor Trevor Parmenter, University of Sydney

As an introduction to the first working group sessiof the conference, Professor
Parmenter started out by stating that the most®ffe way to promote opportunities
for people with intellectual disabilities was byaclging public attitudes. This could be
achieved by demonstrating positive examples of esg;dhe most effective illustration
being through employment. Research has shown lteambst successful employment
model for people with intellectual disabilitiestiee Supported Employment model. It is
important to make these culturally relevant in tttagiplication, however.

Previous emphasis on levels of 1Q for people wittellectual disabilities does not

provide an accurate measure of their productivitys more effective to look at their

capacity in terms of levels of support in basieng/skills, general education, interests
in the arts and music, which can be spearheaddaehpndividuals themselves.

The characteristics of a successful Supported Eynat model are a commitment to
a strong value base, enactment of a legislative,baléocation of start-up funds to

sponsor pilot projects, evaluation of pilots, cbbaation with local and international

research centres, publicizing results. It is esakettt develop a strategic plan to expand
successful models, initiate effective quality cotgr to ensure outcomes and
sustainability and establish national and regioBSabported Employment support
organizations ensuring that there are strong hikis similar international bodies.
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Commitment to strong value base

The principle of normalization first articulated the 1960s and practically applied in
Sweden forms one of the bases for the currentnatemal laws and best practice
initiatives. It is focused upon providing a norrpaktern of life to those with intellectual
disabilities.

This principle inspired the UN Resolution 2856 (XKVDeclaration on the Rights of
Mentally Retarded Persongl971) - The mentally retarded person has a right to
economic security and to a decent standard of diviRle has a right to perform
productive work or to engage in any other meanihgéecupation to the fullest possible
extent of his capabilities.

Professor Parmenter showed a video that demorgtBémgt Nirje, defining his
principle of normalization; that is, ‘providing tlsame patterns of life for people with a
disability as for people without a disability’. #mphasizes the importance of the
rhythm of the day, the week, the month, the year the life cycle as a basis for the
principle.

In this video, Dr Nirjie spoke about the importanak relationships stating that is

should be acknowledged that we live in a world wb tsexes and people with

intellectual disabilities were also entitled to &#lke freedoms associated with intimate
relationships. He stated that other areas of lilestmalso be normalized, such as
economic and accommodation and that respect way &lature in this principle. The

clip concluded with Dr Nirje recounting how Sweditiated a conference in 1967

concerning legal aspects and the rights of peofiteam intellectual disability.

Legal Paradigm Shift

When it comes to the action required by governmadntsrnational conventions and
declarations have led to enactment of a strongsliEgie base, which provides the
current framework and legal basis for people wittellectual disabilities and their
support needs as demonstrated by the CRPD.

UN Convention of the Rights of Persons with Disabilities (CRPD)

Persons with disabilities have equal rights to work and gain a living. Countries are to
prohibit discrimination in job-related matters, promote self-employment, entrepreneurship and
starting one’s own business, employ persons with disabilities in the public sector, promote
their employment in the private sector, and ensure that they are provided with reasonable
accommodation at work. (Article 27)

The Convention marks a ‘paradigm shift’ in attitadend approaches to persons with
disabilities, emphasizing a more inclusive approheksed upon a ‘rights’ approach
which means that effectively persons with disak#itare not viewed as "objects" of
charity, medical treatment and social protecti@ther as "subjects” with rights, who
are capable of claiming those rights and makingst®ts for their lives based on their
free and informed consent as well as being actigmbers of society.

The CRPD provides universal recognition to the tygof persons with disabilities and
specifically articulates the change in focus in ICOnvention Nos. 111 and 159.

35



ILO Convention Discrimination (Employment and Occupation) Convention, (No. 111)
1958

Each Member for which this Convention is in force undertakes to declare and pursue a
national policy designed to promote, by methods appropriate to national conditions and
practice, equality of opportunity and treatment in respect of employment and occupation, with
a view to eliminating any discrimination in respect thereof. (Article 2)

ILO Convention Vocational Rehabilitation and Employment (Disabled Persons)
(No. 159), 1983

Each Member shall, in accordance with national conditions, practice and possibilities,
formulate, implement and periodically review a national policy on vocational rehabilitation and
employment of disabled persons. (Article 2)

The said policy shall aim at ensuring that appropriate vocational rehabilitation measures
are made available to all categories of disabled persons, and at promoting employment
opportunities for disabled persons in the open labour market. (Article 3)

Enactment of a Legislative Base

Examples of jurisdictions that have successfulgnpoted the inclusion for people with
intellectual disabilities are:

» Australia - Disability Services Act - 1986
* United Kingdom - Valuing People — 2001

* United States - The Developmental Disabilities sisgice and Bill of Rights Act -
1984

Valuing People Now - 2009

Valuing People says that people with learning difficulties have tbame rights as
everyone else. A report callédLife Like Any Other showed that people with learning
difficulties do not have their human rights respéctwhilstValuing People Now wants
to make sure that people do have their human rigis{gected.

The second video was Shamima's story which denairdtthe UK initiativevaluing
People Now. It explained how an agency supports a person \waithintellectual
disability secure a valuable job in an office.

Prior to Shamima being referred to the support egeher future looked bleak. She
was at home feeling bored and depressed. The agapbyred the types of things she
liked doing and this led to her obtaining a respaasjob in an office. This UK
initiative is especially targeting Supported Empiewnt options for people with an
intellectual disability who have been traditiona#lycluded from the labour market. It
demonstrates the need for direct action at a govenh policy level, otherwise these
people will continue to languish in lives devoidgefality and respect.

This example showed the importance of seeing lanspalicies as living documents to
be amended and improved upon as new research astdphlectice changes and
enhances the position of people with intellectusdblilities within society.
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Governments must collaborate with relevant staldsgrsl regarding employment for
people with intellectual disabilities; identify birs precluding participation and
implement programmes that facilitate integrated legmpent. This analysis would form
the basis of a national policy on integrated emplent for this population. This policy
should be set in the framework of a comprehensawe toncerning persons with
disabilities.

Other government actions

Funding should be provided for pilot programmestdst the model of Supported
Employment. This has been the starting point innt@es which have embarked on
successful Supported Employment initiatives. Psdesarmenter suggested that pilot
projects should also be carried out involving skécted employment, social
enterprises and community economic developmentsdhmlot projects should be
evaluated with the support of local research cenirecollaboration with international
research bodies. Where possible, national and magatabases should be created to
compare outcomes. This would strengthen credibditgl provide confidence in the
evidenced-based research its finding. Agreed measirsuccess and the establishment
of quality assurance standards should be based agloavement of outcomes. Such a
system helps to ensure sustainability.

Finally, it is essential that the results and sas@e publicized and emphasis be placed
upon both the economic and quality of life outcom#&#$iere possible, community and
political support should be garnered and a strat@igan should be developed for
expansion of the programme, including specific ofyes, timelines and expected
outcomes.

Attitudes and stereotypes as barrier to inclusion - Overview

Introducing a working group session on the topicMéiking societies more inclusive
through raised awareness: How can stereotypes ttubes be changed?”, Barbara
Murray said that a major barrier to the inclusidrpersons with intellectual disabilities
arises from the mistaken assumptions and stereotiiplel by society, and lack of
awareness of their capacity to contribute. The URPO recognizes this in Article 8
concerning Awareness-Raising. Unlike other articldsat may be introduced
progressively, over time, States Parties to the [TRR required to adopt immediate,
effective and appropriate measures:

(a)to raise awareness throughout society, inctydirthe family level, regarding
persons with disabilities, and to foster respecthe rights and dignity of
persons with disabilities;

(b)to combat stereotypes, prejudices and harnmadtjzes relating to persons with
disabilities, including those based on sex and iagal] areas of life;

(c)to promote awareness of the capabilities amdrigutions of persons with
disabilities.

Measures to this end include:

» Initiating and maintaining effective public awareae&ampaigns designed:
- to nurture receptiveness to the rights of persattsdisabilities;
- to promote positive perceptions and greater s@wimreness towards persons
with disabilities;
- to promote recognition of the skills, merits aadilities of persons with
disabilities, and of their contributions to the Wplace and the labour market;
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7.1

* Fostering at all levels of the education systeroluiting in all children from an early
age, an attitude of respect for the rights of pessweith disabilities;

* Encouraging all organs of the media to portray @esswith disabilities in a manner
consistent with the purpose of the present Coneenti

* Promoting awareness-training programmes regardergops with disabilities and
their rights.

Experience has shown that an effective way of @mremg negative views is through
direct examples of success and achievement. Astridition of this was provided by the
photographic exhibition displayed on the wallstté tonference room, showing people
with intellectual disabilities at work in differesettings, smiling, and involved in their
everyday lives. The positive images emphasized therking capacity capability and
ability to contribute.

The challenges of changing existing negative akif) negative attitudes towards
people with intellectual disabilities, stemming rfrothe widespread misconceptions
about their skills, merits, abilities and capaseitieequire that government and advocates
forge partnerships with the media to develop pcattampaigns to achieve the goal of
inclusion. Efforts should be made to portray peopitlh disabilities across the whole
range of programmes broadcast, including situatmmedies and television dramas as
well as documentaries.

Working groups

During two working group sessions, participantcdssed and made recommendations
on the following topics:

* What steps are required on the part of governnseial partners and civil society in
countries of East Africa? What contributions catetinational networks make?

* How can stereotypes and attitudes be changed?

What steps are required on the part of government, social partners
and civil society in countries of East Africa? What contributions can
international networks make?

Participants divided into groups to analyze thesaf governments, social partners and
civil society, as well as international networksgromoting the inclusion of persons
with intellectual disabilities in training and emginent, and to make recommendations
for their involvement in this process. Conclusiansl recommendations were presented
and discussed in a plenary session, on complefidreavorking group tasks.

All participants agreed that meaningful inclusion people with intellectual disabilities
could only be achieved when all stakeholders wevelved in developing policy and
implementing change.

Governments

The groups addressing government responsibilitieged that international and
domestic law was known but there was little evidermd its practical application.
Where laws existed, there were few (if any) exaspdé anyone relying on or
publically testing the law. Reasons for this wetentified as poverty, lack of interest,
prejudice and publicity.
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They stated that governments must ratify the CRRiDdmesticate it into national law

and policy. This will require some countries to makhanges to the existing

government structure of their disability work, bstablishing new agencies to manage
disability-related and monitor the laws which woudd focused upon inclusion and

employment.

There is a need for early intervention for peopinwntellectual disabilities through the
government education and health systems as welfoassing upon vocational
development for adults, with accredited qualifioas to enable progress through a
career path. Greater financial and policy investneme made by governments to train
teachers and support staff with skills to teachHdcan with intellectual disabilities
within an Inclusive Education approach and asssemts to participate in the education
process, enabling them to have additional suppdti®me.

This work cannot be successfully achieved withoahugne partnership with key
stakeholders, as they will all have a part to phagensitizing the community about the
law, rights, responsibilities and opportunities e community and persons with
intellectual disabilities.

Employers

The group addressing the role of employers in ecihgrthe inclusion of people with
intellectual disabilities in employment started @igcussing the need to break down
barriers and promote better understanding in tbader community and the workplace
about the advantages of working with this groupe Hnoup acknowledged fear and
ignorance had precluded employers from employingplee with disabilities.
Nonetheless, the group felt these would only effett be overcome if necessary
supports were put in place by the governments &PQ<9

One such support strategy would be the introductidnSupported Employment
programmes, which would enable both the employed amployer to link
appropriately and ensure all needs were met. Howdvewould be essential to
disseminate necessary information and promote ipghatxamples of success in the
workplace, therefore improving the image of peopi¢h intellectual disabilities at
work and assisting in breaking down the barrierfurther step for employers would be
to take part in the review and design of necespaligy about employment and social
responsibility as it relates to persons with dibaés more broadly and people with
intellectual disabilities specifically.

Trade Unions

Participants agreed that trade unions have a pyimeponsibility to their existing and
potential membership that includes people withlietéual disabilities. Therefore they
should have accurate data on its members withlestakl disabilities and assist them
to define a career path. They should target wodgdao promote the employment of
their potential members with intellectual disa@t, emphasizing the benefits of good
governance and corporate responsibility. They shpublicize the issues that prevent
people with intellectual disabilities finding empioent and develop strategies to
address these issues in the broader communitys sppgomote an understanding of the
benefits of an inclusive and diverse society. Aateirecord keeping and publicizing
success stories of its members with intellectuashloilities would make important
contributions to this
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7.2

Non government organizations (NGOs)

The group acknowledged that, within Africa, motigat for the establishment of
NGOs, particularly within the disability sector, isually as a result of personal
experience and that many parents’ organizationse wke strongest advocates for
children with intellectual disabilities as a resoiltdirect need for improved services and
support.

The role of NGOs should be to maintain statisticgl aindertake evidence-based
research to substantiate the need and importanemplioying people with intellectual
disabilities. Accurate data and effective dissemmmawould increase public awareness
and highlight the potential of people with intetigal disabilities in training and
employment.

Countries that have National Councils of Peoplenvidisabilities have had greater
success in focusing issues, lobbying for change atichcting government and
international funding. It is important for NGOs strengthen local networks, coalitions
and alliances, and to enhance coordination witlonak and regional bodies. In this
way, their work will be more effective and theirssainability ensured.

International organizations and networks

The group agreed that international organizatiach @s the ILO have a responsibility
and capacity to train and inform local organizasioand governments on the
international standards to be met pertaining taldigy and employment.

The main assistance should be through financial lagitical support which would
facilitate domestic programmes. The programmes Idhaddress training for the
organizations and clients and be culturally seressiéind appropriate.

International organizations have skills in netwadki information sharing, arranging
study visits in both directions and collaboration broader global issues. Local
organizations can take advantage of these skillsdwocacy and policy development
and monitoring and evaluation.

It was recognized that sometimes it can be moréuuse lobby an issue from an
international perspective and international and e&tm organizations should
collaborate to identify those opportunities.

Making societies more inclusive through raised awareness.
How can stereotypes and attitudes be changed?

In a second working group session, participantarsded into groups to discuss the
following questions:

* What messages should be contained in public awssessnpaigns concerning people
with intellectual disabilities?

* How should States go about encouraging the mediartoay persons with intellectual
disabilities in a positive manner?

* How should States go about promoting awarenessngaisrogrammes regarding
persons with intellectual disabilities and theghtis?

Findings were later presented in a plenary sesanoha general discussion took place
regarding the experiences of the media from a disalperspective within their
respective countries and elsewhere.
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One group emphasized the need to promote positiages and emphasize examples of
success in both working and family life of peoplghwntellectual disabilities. Pictures
and stories that showed a sad individual, livingpaverty and looking dejected only
reinforced and substantiated the negative sterest@xperienced by disabled people
presently.

Another group stated that governments should legistrain and educate the media and
the public about the benefits of diversity withiocgty, which includes people with
intellectual disabilities. This group felt that thgovernment should provide tax
incentives to private media agencies who undertpaoklic awareness campaigns
favouring people with disabilities, whilst also anag government media agency’s had
a consistent and ongoing public awareness progratmate had been designed in
partnership with the disability community. All caagns should demonstrate positive
images and achievements of people with intellectiisdbilities. Government should
also train media professionals about the benefftsworking with people with
intellectual disabilities and include them in maonainstream and popular programmes.
In addition, it should sponsor the intellectualatigity community to make its own
films, drama and music to bring their own messagéheir situation, particularly in
rural areas.

The last group felt that the first steps to improlve image of people with intellectual
disabilities in the community should be through thstablishment of a National
Disability Council which represented all MinistrjedDPOs, NGOs, employer
associations, trade unions and people with intelsadisabilities. This formal entity
would be a useful tool to progress policy and etiangprogrammes concerning people
with disabilities. The Disability Council memberkasild first be educated about the
issues faced by people with intellectual disaleditand their families and then develop
policies to improve the situation within their owlepartments. This would lead to the
imposition of a minimum quota for the employment péople with intellectual
disabilities within each department, whilst alsoswmg that there are positive
awareness campaigns throughout the workplace in adempt to minimize
discrimination and prejudice. Through the estalptisht of a database of people with
intellectual disabilities, the government wouldritee able to target families for support
and assistance. Finally, government must organid&at@onal Day for persons with
intellectual disabilities and actively participatethe UN International Day of Persons
with Disabilities.

The participants collectively believe that all $&atshould ratify and domesticate the
CRPD and take active steps to develop public avessenampaigns to combat negative
stereotypes and promote the importance of divessithin society. This would be
successfully achieved when both State and privadianagencies participate and that
popular media programmes, such as soap operas amgksninvolve people with
intellectual disabilities. These publicity campaigahould highlight to the broader
community that people with disabilities are parsotiety, which in turn will influence
the policy decisions made by the respective govenisa There must be a concerted
effort to differentiate between peoples with irgetual disability and those with mental
illness, as failure to do so may be the root caafsenisconceptions on the part of
employers. Participants cited the following as ¢opaxamples of campaigns:

Ethiopia: Public dramas, documentary films, advertisembate helped to break
down barriers in the community and enhance the entdigpeople with
intellectual disabilities, often bringing them irttee public eye for the first
time.
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Kenya: A recent media campaign on inclusion of peoplénwitellectual
disabilities which was successful, focused upontppesexamples and
pictures. A recent fund-raising walk to sensitize tommunity on issues
faced by people with intellectual disabilities ahdir family. The campaign
attracted a lot of attention and improved awareness

Malawi:  Media has helped to raise awareness on peophedgabilities, although
people with intellectual disabilities have beeresited.

Uganda: Rural programmes are articulated in local langsag ensure the messages
reach everyone. The creative use of self-advocaaiso a cardinal facet. In
addition, using youth groups and inclusive spanthsas football,
organizing drama groups to include persons witblliectual disabilities,
and ensuring that the content of the message isy@dvobile phones
could be a useful way of transmitting positive texssages very widely.

Zanzibar: Public meetings and media campaigns through ragkbTV to ensure
inclusion of persons with intellectual disabilitimsmainstream education
which has raised awareness and helped to charsgente extent the
behaviour of large sectors of communities.

Finally, the participants agreed that having a pnemt public personality as patron or
spokesperson assisted tremendously and providedessery influence with
government, media and international donors.

Workshop Declaration

Building on the discussions and recommendationth@fworking groups, participants
adopted a Declaration — to be called the ‘Lusakelddation - People with Intellectual
Disabilities: Achieving Full Participation in Traimg and Employment’, that proposes
steps to be taken by governments, social partneiksl society agencies and
international organizations to bring about meanihgmprovement in the lives of

people with intellectual disabilities and their fiéies. This Declaration is included as an
insert in this report and should serve as an adwoiml to move this agenda forward.

Closing Ceremony

The conference closed on Thursday, 11 March 20$0Brendan Rogers, Director
General of Irish Aid and Deputy Secretary Geneffath® Department of Foreign
Affairs, Government of Ireland.

Mr Rogers stated that the partnership betweenli®eand Irish Aid is a logical blend

that positively enhances both organizations. Reggrdhe work on promoting

opportunities for persons with disabilities, cadrieut in the framework of this

Partnership Programme, he noted that the attitdg®rienced in Africa are not
dissimilar to those in Ireland a few years past.réfglls an incident when his father
approached a family house in rural Ireland as altre$ running out of petrol and upon
entering the house he heard screams and noisesthi@mpstairs room. On inquiring
about the noise, he was told it was their childhwittellectual disabilities who was
hidden upstairs out of sight from the public.

Since then, as a result of a more inclusive atitadd adherence to international law,
Ireland has a progressive view towards people wtellectual disabilities, but it is
important to note that all countries must move tigiothe stage of denial.
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In selected countries of East and Southern Aftiza,Partnership Programme works to
promote decent work for women and men with all sypedisabilities through National

Tripartite-Plus Programme Advisory Groups. The @ctg underway advocate a
disability perspective in legislation and policyndapromote equal opportunities for
personswith disabilities in vocational training and gerneemployment services.

Tripartite-plus consultation in these projectswabdor the participation of NGOs which

are often well placed to address the needs andeommoof disabled persons and
represent them where required.

People with intellectual disabilities want an ogpaity to be included in a range of life
experiences in the same way as the non-disabledmeior people with other types of
disability. For the vast majority of people withtietiectual disabilities, the opportunity
to engage in work in the general community has lmksmed to them. Yet experience
shows that many can successfully perform a widgeaf jobs and can be dependable
workers, given the appropriate training and suppé&frk not only helpdo provide
them and their families with the means to meetrthasic necessities, but also allows
them dignity and self-respect.

In closing the workshop., Mr Rogers congratulatkd participants in adopting the
‘Lusaka Declaration’ and encouraged all particigaot do their upmost to ensure that
the recommendations of the Declaration were brotmtibe attention of and acted on
by Governments, social partners and the wider socie
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Annex 1. Programme

Tuesday 9 March

08:30 —09:30

09:30 — 10:00
10: 00 — 10:30
10:30 — 10:50
10:50 — 11:40
11:40 - 12:30
12:30 -13:45

Registration
Official Opening and Welcome

Mr Gerry Finnegan, Director, ILO Lusaka Office aRepresentative for
Malawi, Mozambique and Zambia

Mr Quincy Mwiya, African Network for Developmenasabilities (ANDD)
and Zambia Association for Children and Adults vigarning Disabilities
(ZACALD)

Ambassador Tony Cotter, Embassy of Ireland, Zambia

Hon. Michael Kaingu, Minister for Community Develognt and Social
Services, Government of Zambia

Coffee/Tea Break

Setting the Context, and I ntroductions
Ms Barbara Murray, Senior Disability Specialist, ILO

Achievements and challenges in vocational traimind employment of
persons with intellectual disabilities: What woedd what doesn’t work in
different regions(Moderator B. Murray)

Professor Trevor Parmenter, University of Sydney
Discussion

What works in Zambia: Country experience
(Moderator Ms Pia Korpinen, Regional Technical Officer on Disability, ILO/Irish
Aid Partnership Programme)

The role of the Zambia Agency for Persons with Dildzes
Dr Charles Mwape, Director General, ZAPD

What work means to mé&lr Quincy Mwiya, ANDD and ZACALD

What difference does ZAEPD makig Agness Phiri, Zambia Association for
the Employment of Persons with Disabilities

Lunch
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13:45 - 14:30

14:30 - 15:15

15:15-15:30
15:30 - 16:15

16:15-17:30

18:00 - 20:00

What works in Ethiopia: Country experience
(Moderator Ms Emanuela Pozzan, Sub-Regional Coatdimon Disability,
ILO/Irish Aid Partnership Programme)

The role of Government in promoting employment opyndties for persons
with disabilities - Ethiopia
Mr Abebe Gebremedihin, Ministry of Labour and Sbaiffairs

Employer experience in employing persons with digegs in Ethiopia
Mr Girma Ayalew, Director, Ethiopian Employers' Fegdtion

What work means to m&ir Benyam Fikru, Addis Ababa

What difference does ENAID mak&®s Tsige Amberbir, Ethiopian National
Association on Intellectual Disabilities (ENAID)

What works in Uganda: Country experience
(Moderator P. Korpinen)

The role of Government in promoting employment opyndties for persons
with disabilities — Uganda

Mr llahi Mansoor, Assistant Commissioner Technleducation, Ministry of
Education and Sports

Employer experience in employing persons with digegs in Uganda
Mr Stephen Jjingo, Federation of Uganda Employers

What work means to m&ls Anne Mary Kanyange, Kampala, Uganda Parents
of Children with Learning Disabilities (UPACLED)

What difference does UPACLED makit® Monica Barenzi, UPACLED
Coffee Tea Break

What works in Tanzania: Country experience
(Moderator E. Pozzan)

The role of Government in promoting employment opjodties for persons
with disabilities - Tanzania
Ms Mpaji Ali Maalim, Ministry of Education, Zanziba

Employer experience in employing persons with digegs in Tanzania
Mr David Msangi, Association of Tanzania Employers

What work means to mé&ir Rajab Abeid Simba, Zanzibar Association for
People with Developmental Disabilities (ZAPDD)

What difference does ZAPDD mak®®? Ahmad Kassim Haji, ZAPDD

What lessons can be learned from experience in East Africa? Commentary
and General Discussion
(Moderator Prof. Trevor Parmenter)

Reception

45



Wednesday 10 March

09:00 — 09:15
09:15-10:30
10:30 - 10:45
10:45 - 11:15
11:15-11:20
11:20 - 12:30
12:30 — 13:00
13:00 -14:00
14:00 - 15:00
15:00 - 17:30
Evening

Review of Day(Moderator B. Murray)

What works in the United Kingdom — Country Experience.
(Moderator B. Murray)

- What work means to me — video and commentary
Ms Jacqueline Minchin, Wales

- What it takes to translate the promise of law jprtactice
Dr Ann Minchin, parent and activist, Wales

- What difference can a representative organizatiake®
Ms Lucinda Marsden, UK Down’s Syndrome Association

General Discussion
Coffee/Tea Break

International experiencein promoting opportunitiesfor peoplewith
intellectual disabilities: What isrequired from gover nment, social
partnersand civil society.

(Moderator P. Korpinen)

Prof. Trevor Parmenter

Introduction to Working Groups: What steps are nexglion the part of
government, social partners and civil society iarddes of East Africa? What
contributions can international networks make?

(Moderator P. Korpinen)

Working Groups
Feedback and plenary discussion of working grougiusions
Lunch

What role can be played by employers and workers?
Moderator B. Murray

Viewing of documentaries
Panel discussion — worker and employer represgatati
General Discussion
Sitevisits
Informal discussion of possible netwotksnning arrangements
Discussion of draft declaration, incorporating wogkgroup recommendations

46



Thursday 11 March

09:00 — 09:30
09:30 — 10:00
10:00 — 10:10
10:15-10:30
10:30 -11:30
11:30 - 12:00
12.00 -12.30
12:30

12:30 - 13:30

Review of Day(®loderator P. Korpinen)

Attitudes and Stereotypes as barrier to inclusion — Overview
B. Murray, ILO

Introduction to Working Groups: How can stereotypes and attitudes be
changed?
E. Pozzan

Coffee/Tea Break
Working Groups: How can stereotypes and attitudes be changed?
Recommendations of working groups and plenary discussion

Workshop conclusions and declaration - General Discussion
B. Murray

Closing Remarks
Mr Brendan Rogers, Director General, Irish Aid
Mr Gerry Finnegan, ILO

Lunch

A photo exhibition and videos were displayed durihg seminar
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Forward

This document was commissioned as a backgroundr pi@pethe sub-regional
conference ‘People with Intellectual Disabilitie®Opening Pathways to Training and
Employment in the African Region’, to take placeLusaka, Zambia 9 — 11 March,
with funding from the Government of Ireland. Thenaof the paper is to inform
conference participants, including government, @yg and trade union
representatives, persons with disabilities, diggbddvocates and service providers
from countries in Africa. The following issues wile addressed:

* an overview of what is meant by ‘intellectual disigyg;

» experiences in Africa and internationally, in vaoaal training and employment for
persons with intellectual disability, describindeetive training techniques and
highlighting examples of good practice and succggaftcomes;

» policy frameworks that seem conducive to promotraging and employment
opportunities for this group;

e an analysis of lessons learned; and

* tentative suggestions about steps that might lentakd measures that might be
adopted by governments, social partners and @viksy to promote the economic
and social inclusion of people with intellectuadalbility.

The paper will be revised following the conferemaencorporate further information

gathered, and published as part of the conferezpert; as well as forming the basis
of a more extensive publication on the topic to grepared by the author in

collaboration with the ILO. It should not be citetthout ILO permission.

The paper and the sub-regional conference aregbdttO’s activities to promote
equal employment opportunities for persons withaligies, in line with the
provisions of ILO’s international labour standamsd in particular the Convention
concerning the Vocational Rehabilitation and Empient (Disabled Persons) No.
159 of 1983. They are also intended as a contabuty national preparations for the
implementation of the UN Convention on the Right$ersons with Disabilities that
entered into force in 2008.
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Executive Summary

In recent years, people with intellectual disaigdithave demonstrated their ability to
learn and to be valued employees, provided thegivecthe appropriate training and
work in jobs suited to their skills and interestgith supports as required. These
opportunities have significantly improved their fiyaof life. Yet, in many countries
around the world, their employment rates are lowdé&pread misconceptions remain
of their capacity to learn, to work and to taketpar society, leaving many to be
excluded from education, training, employment anddciety more generally.

In the current context where the vision of greateflusion for persons with disabilities

in general is held out by the UN Convention on Rights of Persons with Disabilities

(CRPD), more attention needs to be paid by poligkens, service providers and
disability advocates to the topic of employment &@ihing opportunities for persons

with intellectual disabilities. Its provisions onovk and employment require states to
recognize the right of persons with disabilitieswtork on an equal basis with others.
This includes their right to the opportunity to ma living by work freely chosen or

accepted in a labour market and work environmest is open, inclusive and

accessible.

Measures to open employment opportunities for ghtsip of persons with disabilities
in line with the CRPD and ILO Convention No. 15%dauild on extensive experience
in recent decades in developing new approachesatoirtg and employment. The
review of international experience carried outttis paper highlights good practice in
supporting people with intellectual disabilities integrated employment settings.
Evidence clearly points to better outcomes for eygés with intellectual disabilities,
when they work in integrated settings, with appiatersupports.

Pointers for Governments

The international review highlighted important stepat governments should take to
promote employment opportunities in integratedirsgst for persons with intellectual
disabilities.

Situation analysis

As a first step, governments should collaboratehwitlevant stakeholders in
undertaking an analysis of the current employmgunason of persons with intellectual
disabilities in urban and rural areas of the coumdridentify barriers and factors that
facilitate integrated employment.

National employment policy

The situation analysis should form the basis fanaéional policy on the integrated
employment of people with intellectual disabilitidis should be set in the framework
of a comprehensive law concerning persons withbdiias.

Implementation strategy

An implementation strategy should be agreed to giffect to this policy, specifying
time frame for the achievement of the goals setndu and financial resources to be
allocated, and the relevant responsibilities ofegoment and non government agencies
(NGOs).
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Inter-agency coordination

Governments should mainstream disability into b tvork of all departments and
support programs. Policies should have mechanisimdace for the coordination of
disability services across different jurisdictioss as to produce better outcomes for
people with disabilities and their families. Of peumlar importance is the dissemination
and availability of information about disabilityguort services.

Monitoring

A system of data collection should be set up toktgarogress in the attainment of the
goals set, and enable adjustments to the progranmmelace, to deal with problems
encountered, and to build on successes achieved.

Pointers for Practitioners

For the successful achievement of the goals of aiggd employment model, the
following points are critical.

Value System

It is of critical importance that the value systanderpinning it be well established and
shared by all involved, - namely, a commitment he principles of equity and of
equality of opportunity for persons with intelleatulisabilities; and the understanding
that the barriers they face arise from the intgrjpletween the person’s impairment and
the environment, rather than their impairment alone

Sound person-focused planning

Long term success is also influenced by soundaingtianning which must start in the
transition years at the secondary school level ladperson-focused’, involving all
stakeholders, including families. Emphasis needsbéo placed upon the person’s
strengths, interests and the support system tleatsn® be provided to achieve personal
goals. The importance of matching the person’sepesices, wherever possible, to the
job placement cannot be stressed too strongly.

School-to-work transition

A well-planned transition process from school iseoof the better indicators of
successful employment outcomes, especially if vexperience is a feature.

Social skills

Job-related social skills are important to sucagssitcomes in integrated settings.

Positive attitudes and expectations

The cultivation of positive attitudes concerninge thitimate satisfactory employment
outcomes for people with intellectual disabilitieave to be addressed at the family,
employer, co-worker and general community levelsicc8ss stories of positive

employment outcomes are one of the best ways toirooa: potential employers that
people with intellectual disabilities can be loyabductive workers, and to dismantle
mistaken stereotypes and assumptions about theciba@ad roles of people with

intellectual disabilities in society.
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Career planning

Career planning is also important, as many workegsteents generally start with entry
level jobs. There is a danger that the person nesemmove onto more challenging
tasks.

Specific sKills training

For people with higher cognitive skills, some taegespecific skills training prior to
employment placement may be effective. In someunistances, however, the ‘self-
fulfilling’ prophecy that the person is not ‘readigr open employment may operate.
This is the situation in many sheltered workshopgen people are seldom seen as
“ready” for alternative options. It is also quesible as to whether a sheltered
placement is necessary before graduating to opgtogment for performance in the
sheltered environment is not always a good prediztgerformance in the integrated
setting.

Pointers for Employers

Workplace culture

The workplace culture is an important factor in thgmate success of this model. It is
critical for the leadership of the firm or compaybe supportive of the employment of
people with intellectual disabilities. It is sugtg larger organizations may be better
suited, because there is a range of jobs that eapelformed. Smaller organizations
sometime have less flexibility and often requireptoyiees who are multi-skilled. Co-
worker support needs to be engaged to replacedidesppport system in the long term.

Job Coaches

Well-skilled support staff, in the form of Job Cbas are required to facilitate job
matching and support in the initial stages of tie jThis requires careful planning to
ensure the disabled worker is not over-protecteth@initial stages or alternatively,
discriminated against. In some cases, the emplayght prefer for a regular staff
member to teach the skill. This person may subsgbjubecome a ‘mentor’ to the
person with the disability. Irrespective of who dothe initial training, research
consistently shows that ongoing ‘natural’ suppdtitsit is, training by someone within
the company) lead to greater sustainability ofjtieplacements than external supports.
However, while natural supports are proving to lpgamnising method of increasing the
integration and support of people with intellectul$abilities in the workplace, a
combination of Job Coaching and natural supportg Ineaneeded, tailored to individual
circumstances and needs.

Concluding remarks

In conclusion, the paper recognizes that good jeslicdlo not always lead to good
outcomes, especially in the short term. In redrgsshe inequalities faced by people
with intellectual disabilities in employment, it stube appreciated that historically these
people were not considered able to work in competiemployment. The prevailing

view was that they needed care and protection gimouwt their lives. The paradigm shift

brings immense challenges, but there is sufficevilence to support the fact that
people with intellectual disabilities can work ieal jobs with appropriate supports.
What is required is a commitment to find innovativays to ensure this goal will be

achieved.
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Introduction

The rights of persons with disabilities have beemmnew attention with the entry into
force of the United Nations Convention on the Rigbf Persons with Disabilities
(CRPD) in May 2008. The provisions of the CRPD alga dramatic shift in
international policy terms. In relation to trainiagd employment, for example, States
are called on to provide opportunities for disabj@etsons alongside non-disabled
persons.

People with intellectual disabilities are entitlem benefit from the provisions of the
CRPD as well as people with other kinds of distibgi Yet, they are frequently not
well placed to gain from this changed emphasis mtusion. In many developing
countries, in particular, they are often excludednmf school and deprived of
opportunities to acquire relevant vocational skalisll, presenting further disadvantages
when it comes to seeking jobs. Yet, experience amyrcountries shows that, with the
right training, supports in the workplace as regdiand the right opportunities, they can
make valued contributions in the workplace.

Many countries of Africa have already declaredirtttommitment to the goal of
inclusion of persons with disabilities through fiatition of the CRPD or have signed it
with a view to ratification. The time has now cotoebegin addressing the question of
how training and employment opportunities can ectfzely opened up for person
with intellectual disabilities who number some 1Q5-million people in Africa. Joint-
action is required by governments, employers, ttadens and civil society.

1. People with intellectual disabilities

People with intellectual disabilities would likeetlopportunity to take part in a range of
life experiences, like any other non-disabled perso persons with people with other
types of disability. Yet, they face difficulties idoing so, in one of more of the
following areas:

e learning

e communication (receptive and expressive languagisal and non-verbal)

» social skills

» academic skills

» vocational skills

* independent living.

What is an intellectual
disability?
In particular, they may face barriers arising fro Intellectual disability is

P ’ y y 9 Ij{%haraeterised by significant

negative attitudes and mistaken assumptions in |th&iotions both in
community at large. intellectual functioning and

Research has shown that intellectual disabilityosa | In @daptive behavior as
unitary, but a multi-faceted phenomenon. Peoplé wi€XPressed in conceptual,
an intellectual disability often have muItipIaSEFI:I'sl _I"’_‘st f’jfgggﬁ?t" adaptivs
secondary impairments, including complex phySi(’agrilgiﬁatels béforel %e 18
and mental health problems. They may experience '
problems of agility, mobility, speech and language>halock et al2010
and emotional problems including anger control,

anxiety and depression. They are also more likelgxperience loneliness through lack
of friends.

A1%4

=

IQ testing

The situation of children with disabilities, andpesially those with intellectual
disabilities, was a challenge to the concept ofensial education in the early twentieth
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century. Tests were originally devised to assedidreln who needed special attention,

but these were later used to deny groups of chldeeess to schooling, because they
were deemed to be ‘ineducable’. They were also tsednish many people considered

a ‘danger’ to society to large institutions.

Early psychological tests involved a number of gday problems of life requiring
processes of reasoning. The tasks were arrangadascending order of difficulty, with
age level assigned to each task, giving rise to d¢becept of mental age and
subsequently, the intelligence quotient (1Q). Téasoning tasks were related very much
to the context of the school curriculum.

Over the last 90 years the American Association |Of shift away from IQ bands to
Intellectual and Developmental Disabilities (AAIDDRS | the sypport needs’ approach
published manuals which have defined and classiﬂie’gelps people with intellectual
intellectual disability. Earlier editions classti¢he level

of intellectual disability in terms of bands of I€vels -
mild, moderate, severe and profound).

disabilities to take part in their
communities.

Over time, it was found that rigid stereotypes @nimg the behaviours and needs of
persons within a specific IQ band fail to predin¢ heeds of an individual. In addition,
this approach does not fit comfortably with theigband rights models of disability
where environmental factors must be taken into idenation — the understanding of
disability that now prevails.

Support needs framework Disability terminology

The definition of intellectual disability based on
IQ levels has been gradually replaced by the
concept of levels of intensities of support with an intellectual disability
required by a person to function satisfactorily in have been named and
the community. Rather than addressing a categorized in  recen
person’s particular cognitive impairment, this decades, with implication

There have been many
changes in the way people

D~

approach assumes that it may be more effective for the way in which_thei
to make an accommodation to the person’s
environment by the provision of a support that
lessens the impact of the impairment. These
supports are linked to difficulties faced by a
persons with intellectual impairment in the areas
mentioned above.

This development represented a significant shift
in the way intellectual disability was
conceptualized. It was no longer seen as an
absolute trait of the individual alone. The
definition and the reformulated accompanying
classification system of supports acknowledged
that the disability resulted from the interaction
of the person with his/her environment.
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identity is defined. Terms
formerly used such as idiot,
imbecile, feebleminded,
mentally subnormal, moron,
mentally  deficient  and
retard, are now seen as
highly offensive, demeaning
and stigmatizing, although at
the time of their use thgy
were acceptable terms in the
scientific literature.

Nowadays, terms such as
person with a learning
disability, learning difficulty
or developmental difficulty
are used as well as person
with intellectual disability.




This development was also consistent with the emgrgtrength of the social as
opposed to the medical model of disability. Whihe tmedical model focuses on the
person’s impairment and steps to reduce or rentugethe social model recognizes that
barriers to a person’s participation in normal camity activities are not solely
determined by a person’s impairment but arise imlmoation with elements of the
environment. For instance, in the case of a penstith intellectual disabilities,
community attitudes are generally the biggest batrri

Relevance to training and employment programmes

In the planning and delivery of educational andatmnal programs for people with an
intellectual disabilities, the support needs apgphno#o classification has significant
benefits in contrast to the earlier practice ofssiication based upon 1Q levels (i.e.
mild, moderate, severe and profound).

First, it calls for a personal and individualizggpeoach to service delivery which meets
the individual support needs of that person.

Secondly, in line with the social and rights modelsdisability where environmental
factors must be taken into consideration, it seteksnake accommodations to the
person’s environment through the provision of supploat lessens the impact of the
impairment. Support needs assessment instrumemnth whsess a person’s needs across
a range of everyday life domains, including hea#tte now available (Arnold et al,
2009).

Learning and working capacity With appropriate training,

. . o ] and supports, in jobs
People with intellectual disabilities have the poi to

learn, but their learning is highly dependent upgbae and abilities. people with
quality of the teaching they receive. The persop’s ’,p p
learning will often take longer and require systig "te/lectual disabilities can
teaching methods, including breaking down the niedter Perform jobs up to high
to be learned into smaller steps than would beirediy | /evels of complexity.
average learners. Frequent revision is requireentble
the learner to master the skills.

suited to their interests

Marc Gold, through his ground breaking applied aese in the early 1970s,
demonstrated that people with quite high cognitstgport needs could learn to
complete quite complex tasks (Gold, 1972, and 19ZBked to the research findings
on learning capacity, it has become apparent thtt thie appropriate training, and
supports, people with intellectual disabilities saork in real jobs up to high levels of
complexity.

Experience has shown that teaching and traininglditake place in practical situations

as far as possible. Support staff should also kEreathat making modifications to the

person’s environment may be an alternative way $sisa them to handle the

requirements of a job. Therefore, support stafuthbe encouraged to target both their
learning needs and adjustments to the workplacadthtion to a good knowledge of

work practices, support staff require training he tbasic teaching procedures and
principles used by special educators.
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Areas of functioning important to employment in i people with intellectual
disabilities that may need specific supports inetud

e literacy and numeracy

e comprehension of instructions and information
« interpreting non-verbal language

e short-term and long-term memory

e attention span and concentration

e motivation

e problem solving and decision-making skills

e making choices

« time telling/management and organization

« ability to travel and/or live independently

e appropriate behaviours and social skills

e grooming and self care

¢ The degree of difficulty will vary from person tenson.

Employment options

Despite a more enlightened approach to the neegsrsbns with a disability generally,
fostered by human rights initiatives and the agpion of research and technological
findings, their participation in the open labourrked is considerably lower than that of
the general population. Disappointingly, the siwmatfor those with intellectual
disabilities is even worse. Evidence indicates tin@spective of the culture or the
economic circumstances of a country, the employms&hiation of those with
intellectual disabilities are equally depressingstJas they are denied education, they
have been denied access to jobs. This depressiteggadtaffairs has come about largely
through ignorance and superstition.

In Canada, for example, a survey reported by thea@ian Association for Community
Living in 2006 (CACL, 2006) revealed that peoplethwidisabilities continue to
experience some of the lowest rates of employmentanada, a situation common
across the world. The survey found that people diglabilities who are working: work
only half as many weeks per year as people who alohave a disability; are
unemployed longer, and spend three times as lotggdeuthe labour force. People with
intellectual disabilities were found to experiereseen lower rates of employment with
only 27 per cent being employed at the time ofdtevey and 40 per cent had never
worked. In terms of income nearly 50 per cent age with intellectual disabilities had
incomes below the Statistics Canada low incomeoffuta widely used measure of
poverty.

In countries of the European Union, the unemployimate for people with intellectual

disabilities was found to approach almost 100 jeet.cThe vast majority who do work
are found in sheltered workshops and those witlh lEgpport needs are generally
directed to day activity centres.
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2.1

2.2

Sheltered workshops

For those children who lived at home an
who were denied access to public schog
because of their intellectual limitations
family and charitable groups establishe
special schools. Not surprisingly, once the

groups established sheltered workshops a
day activity centres, often with governmen

children reached late adolescence, these sa‘me

financial support. Sheltered workshops wer&
essentially segregated facilities established

“The first reported formal employment
Iﬁrograms for this population in hig
income countries, were those conducted
Wvithin the large institutions established
in the western world in the first half of
twentieth century. The ‘inmates’
re employed in both indoor and
utdoor jobs, many of which contributed
the economic structure of the facility.
\For instance, many ‘inmates’ were

for persons considered unable or unlikely o]

obtain or retain a job in the open labou

lemployed in the facility’s laundry or i
Small  farming  activities  whic
Contributed to the facility’s food supply.

market. The majority of those employed have
tended to have an intellectual disability.

Basic training or occupational therapy is usuallgvided. The workshops engage in
productive work to cover some of their costs. Woskare often paid a training

allowance in addition to their disability pensicemd very minimal or no wages —
sometimes in the form of a bonus if production éésgare met. Up to recently, contracts
of employment were not issued and the provisiongeasferal employment legislation

did not apply. In many countries they were desdils rehabilitation and training

facilities, but very few workers ever graduatedhe general employment market, even
when financial incentives were offered.

Thanks to the research carried out by Marc Gold;ambination with the realization
that that a real job in the community gives peapkdrong sense of identity, it came to
be recognized that segregated settings send a geetsspeople with disabilities, and to
the population at large, that they are differemnfrthe rest of societyand that
alternatives were needed to allow them to haveséime conditions of life as everyone
else.

Supported Employment

In the early 1970s, developments in the USA, intipalar, led to the emergence of
alternatives to sheltered workshops and day agtoentres as the major employment
facility for people with intellectual disabilities.

Several of these are still relevant to the preg
day international context. First, the impact of t
principle of normalization led to thg
deinstitutionalization movement which called fq
people with a disability to live in norma
community settings. Second, a number of proje
in the 1970s across the USA demonstrated
employment potential of people with &
intellectual disability. A third factor was th
increasing dissatisfaction with the then prevailngjor model of adult services, namely
sheltered workshops. This lead researchers wonkitigpeople with very high support
needs to develop four alternative ‘supported empkayt pathways: thisupported jobs’
model; theenclavemodel, themobile crewmodel and thdenchworkmodel. Each of
these models specifically targeted people withlleteual disabilities who had high
support needs.

The normalization principle
means making available to all
people with disabilities people

patterns of life and conditions

of everyday living which are as
close as possible to the regular
circumstances and ways of life
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2.21

Together, these influences led to the establishroe
gn Employment_ Imfug_twe fqr Persons wif job must be in the community
evelopmental Disabilities which promoted th o wages must be paid and
concept of supported employment (SE) to busin| the person with the disability
leaders, community groups, and journals, and | must receive ongoing support
enactment of two public laws that provided | (Wehman, 2003)
mandate for the national development of SE: T
Developmental Disabilities Assistance and Bill a§iRs Act of 1984 (P.L. 98-527) and
the Rehabilitation Amendments of 1986 (P.L. 99-506)

Supported Employment was defined in US legislasisn

In supported employment, the

... competitive work in integrated settings for indivals:

(a) with severe handicaps for whom competitive @yplent has not traditionally
occurred, or

(b) for individuals for whom competitive employmehnas been interrupted as a
result of severe disability; and who, because efrthandicap, need ongoing
support services to perform such wortthe Rehabilitation Amendments of 1986
(P.L. 99-506)

. involving paid work, integrated work environments, and ongoisupports.
Developmental Disabilities Assistance and Bill @jiféss Act of 1984.

In essence, SE is for people with disabilities wieed on-going support to work in

competitive open employment. Most of the studiesctvinave addressed outcomes for
supported employees have made comparisons betweesn® segregated programs,
including sheltered workshops and day centresaotofs such as wages and quality of
life. SE programs by their very definition give pé®with intellectual disabilities access

to real wages. Especially in programs for persoith Wgh support needs, these are
adjusted according to the person’s productivity anairata amounts are paid. A high
rate of part-time jobs is also reported in SE paogg. Overall, however, people in SE
programs earn significantly more than those emplogesegregated programs.

Supported job model

This ‘supported job’ employment model involves dage and train’ approach, rather
than the practice in rehabilitation facilities whdhe model is ‘train and then place’.
Therefore, to provide employment, a job is requisethe outset of the service, and not
just at its completion.

The ‘place, train and support’ model for SE usuailyolves Job Coaches working with
the potential employee to identify interests andlsskThis is followed by job seeking,
matching and placement. The employer might alsermuraged to make adaptations
(i.e., accommodations) to a specific job in ordentatch it with the abilities and skills
of the employee with an intellectual disability.rrany cases, the Job Coach might learn
to do the job first, in order to subsequently tettud employee with the disability. In
other circumstances, the employer might preferafoegular staff member to teach the
skill. This person may subsequently become a ‘nretadhe person with the disability,
become part of the ‘natural’ support for the perseithin the workplace.

Irrespective of who does the initial training, rasdn consistently shows that ongoing
‘natural’ supports are leading to greater sustalityabof the job placements than
external supports. However, while natural supp@ms proving to be a promising
method of increasing the integration and suppogeafple with intellectual disabilities
in the workplace, a combination of Job Coaching aatliral supports may be needed,
tailored to individual circumstances and needs.
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2.2.2 Enclave model

This consists of a group of people with disab#itiwho are trained and supervised
among workers who do not have a disability; usuaillyan industrial or commercial
environment. In its original design the workers &v&o be paid at a level commensurate
to the workers without a disability, often adjustad their relative productivity. As the
model was taken up by sheltered workshops, moendftan not, the contract for the
enclave was between the company and the shelteddhop management. This meant
that wages for the person with a disability congithio paid at the sheltered workshop
rates. This model does provide opportunities foererctions between the persons with a
disability and the regular workers in the company.

Ongoing support is provided to the enclave workerswuch the same way as the Job
Coach does in SE. In some cases companies haveMieg to take on the Job Coach
role along the principle of natural supports ddsenliabove. There is a danger that there
may be little opportunity for work and social irdetions. For instance, in some cases
the enclave group may not share the common faslitf the company, such as lunch
rooms. Limited research found some positive gaorspeople in the program. They
used regular transport to get to work; they grdgiuacame productive enough to go
onto regular award wages; there were increasedasttens on work-related and social
tasks; and the program was cost-effective for &xpdyer as welfare and support costs
decreased substantially.

2.2.3 Mobile crew model

This model is a combination of service and businéissiay consist of a crew of five
people with disabilities working from a van rathtban a building, performing service
jobs in community settings. Examples include lawtiting, window cleaning, and
general ground maintenance. In its original conoepta Mobile Crew is set up as a
small, single-purpose business, rather than asx@mson of a large organization. As
with the Enclave Model, sheltered employment sexwvibave expanded to include this
as another option to their services.

Again, it is more common in these circumstancegherworkers to remain dependent
upon the sheltered workshop for their wages andlitons. The model does give
increased opportunities for community participateomd interaction with people in the
general community, possibly more so than the ErechMuwedel. The full time presence of
the Crew supervisor is generally required to marthe Crew’s performance.

2.2.4 Benchwork Model

This model was developed in the early 1970s bySiecialized Training Prograat the
University of Oregon, USA, as an alternative to dayivity programs to provide long-
term employment to people previously denied actesay vocational services. This
model operates as a small single-purpose, notffafitpcommercial operation. The
model requires a number of highly qualified staddflled in instructional technology
with no more than 1:5 staff-to-worker ratio. Altlgiudesigned for people with very
high support needs who would not normally be emgdioyn a sheltered workshop
because of their supposed low productivity, the ddgrork Model shares many
characteristics and constraints with traditionagél&ted workshops. It initially also
depended heavily upon contracts from the electsomdustry, many of which have
disappeared as this industry has become more atgdntdowever, in its early phases
this model provided opportunities for its workers liave opportunities for greater
community participation. The size of the business Wmited to 20 workers and they
were located in close proximity to stores, restaigiaand other community avenues that
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2.3

2.4

can provide opportunities for integration and m#pation into the regular community
activities during lunch breaks and before and afterk. The model was initially
faithfully replicated in five states of the USA amdAustralia. The costs of operating the
facilities was no more than those in the day dsticentres, but employees received
wages based upon their productivity for the firstet in their lives. Follow-up studies
also showed that opportunities for community pgréitton were realized.

Self-directed employment

Business considerations for persons w _
intellectual disabilities are little different fron Self-directed employment has
those for persons who do not have a disabil| P€en defined as income

In the case of the former, it is usual for somed gggglr:t'{]ogawsci’éﬁi\%’?:ﬁ gésga:gfc
to perform duties not dlss_:lmllar to the role of| | ove a'prime decision-making’
job coach. Sometimes this is a family memb| (e in the kind of work that is
The following five major steps have been fou

- _ _ done, how time is allocated,
to be wuseful in setting up a busines
i) developing a business plan; ii) obtaining t
required skills; iii) securing start-up capital) i\

what kinds of investment in time

an money should be made, and
how to allocate revenue

generated.
(Neufeldt and Albright, 1998:6)

implementing the business plan; and
expanding the business. Again, the ski
necessary to support self-employment will
very similar to those for SE, and may include
task analysis of the jobs, skills training and dngoprovision of support. It is also
possible for the support worker to initiate congaeith natural supports such as unpaid
volunteers and mentors who have experience aspeatreurs who can act as an
ongoing resource.

This model has also been described as a Micro jger a small business created
around one person. The main strengths of the mbmtepeople with intellectual
disabilities are as follows:

it respects the capacity and the assets of peaghamellectual disabilities, focuses
on people’s interests and strengths, and can be fiexible than mainstream
employment and working conditions;

it pursues equality by opening up the self-emplogector of the labour market,
where people with an intellectual disability are represented,;

micro-enterprises reflect aspects of governmenkthg on increasing employment
for disadvantaged groups, and that services shmmutteveloped to meet individual
needs;

for some a small business is a way of gaining irefnmm a hobby or an interest and
that person-centred planning, direct payments adididualized budgets are ways to
help the person get supports and funding;

micro-enterprises are another way of people witéllectual disabilities moving from
being a client to being a citizen. (Beyer & Robins®009: 65-66).

A review of over 120 self-employment projects asré®v, middle and high income
countries, found thatere was considerably more experience in low todfeithcome
countries in supporting entrepreneurship for peoplth disabilities, than in high
income countries (Neufeldt and Albright1998).

Social Firms

Social Firms are one type of social enterpriseialiyt developed in the European
context. Sociaknterprises are businesses which trade for a social or enwigrial
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purpose, and their profits are reinvested backtimocompany to help them achieve this
purpose. The specific social purpose of Social Eiimto create jobs for people who
find it hardest to get them.

The criteria used to assess whether a businessSscial Firm can be found in the
Values-Based Checklist. These criteria are basedndrthree core values that Social
Firms will subscribe to within their businesses:tegprise, employment and
empowerment There are several examples of sheltered workshstablishing small
businesses which are labeled as ‘social enterfiriseshis case, the majority of the
workers are people with a disability with few opjpmities to engage in regular work-
related or social-related activities within the geat community.

Community Economic Development (CED)

There are many and varied definitions of Commugitpnomic Development, but the
following one captures the essential charactesistic

CED is a community-based and community-directedc@ss that explicitly
combines social and economic development and estdid towards fostering the
economic, social, ecological and cultural well-lgeaf communities and regions.
As such it recognizes, affirms and supports allghsl and unpaid activity that
contributes to the realization of this well-beilGED has emerged as an
alternative to conventional approaches to econateielopment. It is founded
on the belief that problems facing communities employment, poverty, job
loss, environmental degradation, economic instgbiknd loss of community
control - need to be addressed in a holistic amticgzatory way.

(Simon Fraser University Community Economic Develpm Centre
http://www.sfu.ca/cscd/gateway/sharing/principlésih

CED projects may provide an alternative approacprawiding support to people with

disabilities. In the highly urbanized communitieshigh income countries policies and
services are generally managed in a top-down faslaod controlled by large

government bureaucracies, increasingly delivereautih also large bureaucratized not-
for-profit organizations. In order to overcome lpens to the employment of people with
disabilities, connections must be made with exgstgroups of people in order to

overcome prejudice and discrimination.

Relevance of international models to Africa

One of the difficulties in transferring a conceqarh high to low income countries is the
radically different support systems that have besed in high income countries. Most
of these countries have provided direct welfarechiemto people with a disability, and

in many cases their families. In the USA, and otteamtries which were responsible for
the initiation of integrated employment, governnselmave provided financial resources
for systems change, by establishing and evaluaiiog projects. Financial inducements
have also been offered to employers to take on@yaplwith a disability.

The presence of welfare benefits has also beesiacdntive leading to only marginal,
if any, diminution of numbers of people with intdtual disabilities in segregated
employment settings. There is of course a neea tmalance, so that equitable support
arrangements are provided. One of the most sigmificcorrelates of intellectual
disabilities, even in high income countries is pbye

In some countries self-employment models and sdams have been avenues for
increasing the financial rewards to people withaage of disabilities. Community
Economic Development approaches may be particulaigvant in countries with a
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high rural population and those where the infore@nomy is the major employment
avenue, and where formal support provisions fopjegewith disabilities are almost non-
existent. The clear message is that once thereasnaitment to the essential principles
of integrated employment, there may be alternagiséhways to the achievement of
satisfactory outcomes.

3. Supported Employment in Africa

A literature search revealed four SE projects imtBdAfrica and one in Zambia, for
people with intellectual and related disabilities.

1. Durban and Coastal Mental Health

The SE Programme is targeted at empowering indalgdwith mental health disorders
to develop the socio-emotional capacity and voaoalicskill necessary for finding
employment in the open labour market. The Programffees a range of strategies that
facilitate economic empowerment and self sufficieritalso helps to foster a change in
attitude within the corporate sector. It seeks hange the thinking of employers and
society with each successful placement and to agem range of opportunities for
employment for people with mental health disorders.
(http://www.changemakers.com/en-us/node/58425).

2. The Living Link

The Living Link, a non-profit organization, was faded in Johannesburg, South Africa,
in 2000. It supports the inclusion of people witkeilectual disabilities into society and

facilitates their transition from school to work itedependent living. Students at the
Living Link complete an Adult Integration Progranma&d at integrating them into

society and in the community. The program is Ikéls based and focuses on practical
components of daily living that are essential. Aeudents have graduated from the
program, The Living Link assists to place their nbens into suitable positions in the
open labour market and supports both the membetta@mployer in a way that is

mutually beneficial.

The Living Link Placement Services Department seekplace their graduates into
integrated open labour market employment by implemg the Supported
Employment model. Adults are placed in ordinary kirng environments, doing regular
work where salaries and benefits are realistic egftect work performance. The
following services are provided:

e Job market screening

< Job site observations/job analyses

e Job sampling

« Recommendations on job restructuring

« Data base prospective employees with intellectonpbirments

e Job matching and placement

« Job coaching/on-site training and support

« Employer and co-worker sensitization and training.

Traditionally graduates are placed into entry-lgy@sitions that are fairly repetitive and
provide a certain degree of structure. Graduates baen placed in a variety of work
environments including:

e Hospitals

* Offices

* Warehouses
* Factories
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Schools

Gardens/outdoor environments
Hotels

Kitchens.

This organization is seeking to make a transitioomf a protective (sheltered)
employment model to one where people with intellactisabilities can access real jobs
in open competitive employment. It has describad #s the ‘Workshop Transition
Programme’. This Programme also addresses the eempwmt of people with
disabilities working within protective workshopstgh//www.thelivinglink.co.za/).

3. The Ntiro Project for Supported and Inclusive Employment

The Ntiro Project for Supported and Inclusive Enypient, founded in 2000 in the
Tschwane South District of the Guateng provincegets the multiple barriers that
persons with intellectual disabilities face in #ireas of education and work. It seeks to
address in a holistic way the many overlapping gdsuof exclusion- from poverty and
disease to problems of language and curriculunvaelee.

Of particular significance, is the Ntiro Projecesnphasis on changing attitudes and
building integrated community-based support. Itegivstrong focus to providing
information and skills to district officials, NGCGsd community organizations, and to
building partnerships among them. The inclusive ehotdas proved extremely
successful, serving to progressively replace osggregationist models throughout the
district.

The project gives concrete expression to the newiviof Inclusive Education in South
Africa and to the call for more inter-sectoral apgrhes.

(seehttp://www.inclusionflagship.net/Inclusion_1 06.pdf

4. Astra Centre

This centres located at the foot of Table Mountain within @ffluent suburban/central
business district. The project provides sheltereghleyment to 60 Jewish men and
women with varying degrees of intellectual disdia and psychiatric illnesses.

The main aim is to develop the potential of peapir disabilities through meaningful
employment. Astra develops and provides individigali programmes and services by
utilizing an interdisciplinary approach based omvida principles and values. Astra
focuses on individual strengths needs, abilitiserests and desires. In addition to the
provision of sheltered employment, the project pies opportunities for supported
employment in the open labour market.

(see http://www.jewishshelteredemployment.org.za/)

5. Supported Employment in Zambia

The Finnish Association on Intellectual and Deveieptal Disabilities (FAIDD) in
association with the Zambia Association on Employnfer Persons with Disabilities
(ZAEPD) supported a project to create an employnmendel suited for Zambia. The
project, which concluded at the end of 2005, alsoed to increase knowledge and
understanding of disabilities through public anddragelations and education. In 2006
FAIDD also started a development cooperation ptojec Zambia to increase
opportunities for women and girls with intellectudibabilities to participate in social
life, to improve their employment opportunities dhgh peer support, co-op society
activities, plain language material and public sem&ss campaigns.
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A study of experiences of vocational training amdp®yment for people with an
intellectual disability in Zambia revealed both oppnities and challenges of using a
supported employment model in Zambia (Koistinen&0Through this approach more
than a hundred graduates had been placed in the epwloyment market and
community projects.

Factors affecting their job opportunities includedrsonal characteristics of the job
applicant, location, gender, vocational trainingrse, and the level of support available.
Following an analysis of data from different stadielers relevant to vocational training
and employment, recommendations were given forptaening of vocational training
and employment for persons with an intellectuahlblitty.

Commentary on initiatives required in Africa

The employment examples presented, although smallinber, represent an emerging
potential which can be built upon with replicaticared modifications, where required by
local conditions. Given the nature of the Africabntinent and its history, there are
opportunities for ‘grass roots’ initiatives follomg a ’bottom-up’ approach at

community levels to development.

A recent commentary on the situation of people wvdibabilities in Uganda (Moiza,
2008) highlighted limitations in addressing issaesfronted by people with intellectual
disabilities and those providing services to thisug, that are relevant to many other
countries also. The limitations include:

* missing data on intellectual disabilities both ational and district levels;

» limited resource personnel to deliver services sagchpecial needs educators to teach
in inclusive settings;

» limited resources to meet the special needs obpserith intellectual disabilities;

» inability to meet demand for services. Limitationservices causes demand-driven
service delivery, which is impossible for personthvntellectual disabilities;

» scarcity of NGO involvement in programs for thi®gp, as their programs are result
oriented and time bound, and this field is congddyy some to be a ‘no- comfort’
zone;

» donor directed programs at times have limited cayey target population and time
frames; and

* limited employment opportunities.

Proposals were then made for how provisions fosgres with intellectual disabilities
might be better organized:

» establish data base at the district level, inclgdire type, level and location;

e build the capacity of Community Development Off&eand local leaders (Councillors
for persons with disabilities);

« Community-Based Rehabilitation (CBR) volunteersiude issues for persons with
intellectual disabilities in CBR activities;

e conduct participatory planning strategy to devedqmoject to address issues around
intellectual disability;

* raise awareness on issues on intellectual disabiiit the community;

» advocate for Skills Training Centre for persondwuttellectual disabilities; and

» train persons with intellectual disabilities in doyable skills.

It is interesting that many of the above proposailght be appropriate for any country,
irrespective of its income status, because peopteé wtellectual disabilities are
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uniformly discriminated against in the provision efmployment support services
internationally.

4.  Supported employment - lessons learned

Research evidence has pointed to the conditiongreztjfor SE to result in or predict
successful employment outcomes in integrated gettiior people with intellectual
disabilities. It is recognized that almost all bétresearch has been conducted in high
income countries. Hence, not all the findings may dpplicable to low income
countries.

An important point emerging from research is thebgde with intellectual disabilities

have the potential to contribute to society andthe economy if they have the
opportunity to work. The ‘burden of disease’ meityahas portrayed them as a
mendicant population solely in the need of care notection. Cost-benefit analyses of
SE have reported clear gains to both the individnal the taxpayer.

Employment has been shown to impact upon the gqualit life of people with
intellectual disabilities. This is an importanttiacin the possible reduction of emotional
disorders in this population, where the prevaleotcenental health problems is much
higher than that in the general population.

In terms of quality of life and life satisfactiostudies generally report that those in SE
programs had a higher rating than those unemplayedn alternative disability
programs. An Australian study found that thoseperoemployment had a significantly
higher quality of life than those in sheltered wairéps or who were unemployed. A
Spanish study found no differences in quality & between those in SE and those in
sheltered workshops. However, there was a diréatisaship between how typical the
employment setting is and quality of life of thaseSE programs. There was also a
negative relationship between the intensity of ewk support and quality of life,
suggesting that such support should be used whgrabsolutely necessary.

In general, however, it applies in every settingtthwith appropriate instructional
technology and support, people with intellectuadadilities can learn, despite their
cognitive impairments, and that good teaching andeavironment which fosters a
motivation to learn will consistently produce exegt results.

General pointers

Some of the lessons learned apply to all stakehgldehether they be governments,
service providers, employers, trade unions of dlisaladvocates.

Cultural factors

There is a need to understand how disability, atellectual disability in particular, is
perceived in a particular environment, as this witipact upon the translation of
research into policy decisions. If this is not chgaarticulated there will be a clash
between policy and its implementation. Policiegrfolated in one country may need
modifications before being embraced by another tgwor locality.
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Sound values base and commitment to people with intellectual disabilities

Programs where all the stakeholders including gowent, employers, service
providers and families were committed to the ppfes of equity and equality of
opportunity for people with intellectual disabiis led to successful and sustainable
integrated employment outcomes.

The move from a medical to a social, rights baselicy recognizes the interplay
between the person’s impairment and the environmé&he concepts of activity
limitations and barriers to participation should ibeorporated into policies (WHO,
2001).

Needs assessment and characteristics of people with intellectual disabilities

A comprehensive needs assessment of the persomtgtiectual disabilities has shown
to be important, not only for the purposes of empient, but also for other life
activities, including community living and leisuaetivities. It has been shown that work
cannot be dealt with in isolation from other lilgigities.

Person-centred planning

Person-centred planning, because it puts the pevgbnthe disability at the centre of
the decision making processes, takes into accbernpeérson’s wishes and desires In the
employment area, strong motivation has been showreta significant predictor of a
satisfactory outcome. Whilst more work remains ¢odone on assessing the impact of
person-centred planning upon client outcomes amdfaetion, research to date has
shown promising results. Allocating financial sugpi the individual in conjunction
with person-centered planning provides the persiim avdisability greater opportunity
to exercise self-determination and freedom of ahoic

Pointers for governments

Legal framework: necessary but not sufficient

An enabling and supportive legal framework is eBakrbut not sufficient in itself to
bring about improved employment opportunities. Example, research has found that
the presence of anti-discrimination laws, in itsdlies not seem to encourage effective
employment outcomes in many cases for people witiléctual disabilities.

Employment policies

A clearly written policy on employment for peopléthvdisabilities which articulates the
underlying values and sets out specific goals sendear message which has greater
opportunity to be implemented. Policies must salisgc goals which can be achieved.
Policies which are complemented by implementattosiesgies and mandatory standards
of performance are more likely to achieve policylgoPolicies which have meaningful
input from people with disability, their familiesxé advocates help to build a spirit of
partnership.

Policies should meaningfully incorporate principlefisArticles 27 and 28 of the UN
Convention on the Rights of Persons with Disab#it{2006) and Optional Protocol;
and those contained in the International Labour a@ation (ILO) Convention
Concerning Discrimination in Respect of Employmemd Occupation, 1958, (No.111
as well as the ILGConvention concerning Vocational Rehabilitatiordadamployment
(Disabled Persons), 1983, (No. 159hey should also indicate how these principles
will be applied and evaluated.

Annex 2 - 17



Provision of support staff

Research indicates the policies which supportedgtbeith and nurturing of dedicated

support staff with a variety of skills and competes provided the human resources
necessary to support people with disabilities d&dr families. Support agencies which

addressed support needs in a holistic manner ahibetter employment outcomes
which tended to more sustainable.

Interagency coordination

Governments have tended to develop a ‘silo’ apgrdacservice delivery with each
government department protective of its own ressar&Some countries have set up
special departments of disability, but this cantewe the isolation of people with
disabilities from mainstream society. An alternatiapproach is to encourage
government and development agencies to mainstremability into all support
programs along the lines of the principle of unsatidesign.

Government policies which had mechanisms in placghe coordination of disability
services across different jurisdictions and mimestrproduced better outcomes for
people with disabilities and their families. Of pemlar importance is the dissemination
and availability of information about disabilitygoort services.

Need for adequate population information

Good policies are based on good information. Thera dearth of data on the actual
incidence and prevalence of intellectual disabilitghe countries in the region. Current
data are incomplete and possibly unreliable. Howegstimates based on the South
African studies may be a guide. The use of typgmatlemiological methodologies may
not be entirely relevant given that disability is@turally specific phenomenon. What
counts as a disability in an urban context mayb®oseen as such in a rural community.

Systems change initiatives

Countries which have made a commitment to policgngje have applied resources to
effect a systems change. Investment in system ehgmgjects, such as pilot SE
programs, has assisted in the development of nedelsolf the use of these resources
is not carefully monitored, however, the system ralyback to former practices once
the additional resources are expended. Thus, drusial that these projects explore
sustainability beyond the life of the pilot.

Research policy

Countries which developed and supported strateggabdity research policies on

employment and related issues were able to benait the input of university research

centres. Without such input the initiatives on $Ethe USA would not have been
achieved. Basic and applied research which wastaldemonstrate the educability of
people with intellectual disabilities helped to ks myths and stereotypes which had
been built up over centuries.

Outcomes

Many countries, driven by the need to trim disépibudgets, have called for a greater
accountability for the resources expended. Incnghgi outcome measures are being
applied to assess the benefits of expendituresigabitity programs. However, policy
developers have a duty to clearly articulate ougmot simply to justify expenditures,
but equally important, as a responsibility to tleeple being supported.
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Pointers for educators and trainers

Transition from school

One of the keys to a successful transition prodem® school to work is for the
secondary school to implement a transition polingredients of which should be the
development of individual transition plans (ITPg) éach student early in the secondary
school years. Gradually agencies such as employmentiders and post school
education providers need to be involved in the mplag in a coordinated way. This
approach has been found to help produce betterogmpeht outcomes.

Early acquisition of job-related skills

The acquisition of job-related skills is a procesgsich should begin long before a
student with intellectual disabilities leaves sdhdmwards the end of schooling part
time work experience has been shown to be a magborf predicting later employment
success.

Importance of social behaviour

In terms of the sustainability of integrated emph@nt, there is overwhelming evidence
that people with intellectual disabilities tendase jobs, not because of their inability to
perform the job tasks, but because of negativeabd&haviours. While people with
disabilities can be generally well accepted by suipers and co-workers in integrated
employment settings, such acceptance was contingaom people with disabilities
‘blending in’ or *fitting in’ and not drawing attéion to themselves.

Appropriate placement

The fit between the person and his/her environneent central importance. It may be
more effective to find the right environment, ratliean trying to change a particular
social behaviour. This principle is especially valet for people with intellectual

disabilities and high support needs.

Support to employees

A US study found several factors which can be muwérd as ‘good practices’ in
human supports (Rogan et al. (2000).

« Individuals should be able to choose the kind bftjtey enter,

* Work should allow individuals to obtain independefiom paid support.

e Supports should be tailored to each person’s needs.

e ‘getting to know the person well’ is the key to sessful workplace support,

» the possibility that a person may not be readywork should be accepted when
appropriate, and

e existing contacts and other natural supports shioeldsed as inroads into the
workplace.

Support to families

Another role for the job coach is to support to ifeee who may initially have negative
attitudes to their son/daughter working in a regwark environment, because of fears
they may be victimized. Parents of children withdigability are frequently over-
protective. For others, cultural factors may enagerthem to persist in hiding their
child with a disability because of negative comntyprejudices.
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Support to workplaces

To assist potential employers to be more acceptihgpeople with an intellectual

disability as genuine workers, and to counter tegative views often rooted in the
stereotypical attitudes of the general communihgere is a need for intervention
strategies at three levels: the individual co-waldugpervisor, the work group, and the
whole organization.

Pointers for employers

Role of employer attitudes

United States studies have shown that employersalbfsizes have favourable
experiences in employing people with intellectuaadilities and value the training
done by SE service providers (Olsan et al, 200Ecofmodations frequently made
include extra supervision time, providing flexitlleurs and using the services of a job
coach. These accommodations were perceived to trenorhal cost to the company. In
terms of human resource management, employees imghectual disabilities were
viewed as costing companies the same or less thplogees without a disability.

However, negative employer attitudes can be onéh@fmost serious threats to the
success of a SE program. Negative views on theepdraf intellectual disability and
mistaken assumptions about the working capacityeaiple with intellectual disability
are deep seated and prevail in most countries.

In a survey of 360 employers of persons with digés, a Hong Kong study found that
four major factors influenced decisions to emplaople with a disability: a) the
personality of the worker, particularly whethereanotional problem was present; b) the
person’s ability to do the job; c) the availabiliwy low-level jobs; and d) the person’s
productivity as a worker (Tse, 1993, 1994).

Another study reported that the existence of pedicon employing persons with a
disability; previous contacts with a person witldigability and level of the disability
were associated with more favourable attitudes {fsatial. 2004).

Previous positive experience with a person withsalllity that is job- related is one of
the most reliable factors in predicting employdesiourable attitudes to people with
intellectual disabilities (Rimmerman, 1998). Thisgggests the importance of working
closely with employers to ensure their satisfactioith the employment outcome
Hence, advertising ‘success stories’ involving theployment of people with a
disability has been found to be an important sfpat®esearch has shown that contrary
to the negative stereotypes portrayed throughastbty; persons with an intellectual
disability can be loyal, trustworthy and diligenbsikers who seldom fail to turn up for
work (Ward et al, 1978).

Support on the job

As mentioned earlier, the ‘place, train and supporddel of SE usually involves job
coaches working with the potential employee to ifigimterests and skills, followed by
job seeking, matching and placement, though in scases, the employer allocates a
staff member to provide instruction. Irrespective veho does the initial training,
research consistently shows that ongoing ‘natusabports — that is, training by
someone within the company - lead to greater suadity of the job placements than
external supports through job-coaches. Howeverlewtatural supports are proving to
be a promising method of increasing the integratéomd support of people with
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intellectual disabilities in the workplace, a comdtion of job coaching and natural
supports may be needed, tailored to individualurirstances and needs.

Workplace culture

A congenial workplace culture has been found teriiecal for the successful placement
and maintenance of people with intellectual disaed in integrated work
environments. Four key characteristics of a supmorand interactive work setting
include, a) multiple context relationships, fortargce including opportunities to mix
with co-workers after work has finished for the day specific social opportunities,
including designated lunch/break rooms where everyis welcome; ¢) personal and
team building management style, where managerd huskense of teamwork and take a
personal interest in employees, and schedule warkna workers’ personal strengths
and needs.; and d) interdependent job designs,hwimay include ‘cross training’
employees on several different tasks.

This workplace culture also has the opportunitgreate career pathways for supported
workers, who in many cases, do not progress begomy level jobs. Such a culture
also helps the development of strong relationsbgtsveen workers with and without
disabilities. These relationships are often charadd by the presence of humour and
informality which ultimately assist the processefs jab retention. Good practice
suggestions for increasing the social interactidnsopported employees include
strategies such as: targeting social skills insimag communication instruction,
problem-solving and co-worker assistance.

Moving forward

Various countries have clear policies concerningpleyment for people with
disabilities in general, which affirm the goal adnsmunity integration and support for
individual choice. Despite this, however, thisiesw has highlighted the reality that the
vast majority of people with intellectual disabég still do not have access to integrated
employment; and in many cases no access to meahdwy activities.

The following suggestions are relevant to countpessently attempting to revise old
policies and, develop new policies which will gons way in addressing the
inequalities experienced by people with intellettdigabilities. Applicable at either a
national or regional level, they may provide a Wiagwvard in improving opportunities
for people with intellectual disabilities to wonk fair and just conditions.

National level

Conduct a systems analysis of current situations

In collaboration with all stakeholders, includinghsols, in the field of people with
intellectual disabilities conduct surveys, condidgtameetings and individual
interviews to determine the current status of emrplent for this population.

Analyse barriers and facilitators to the achieveinoéimtegrated employment for this
population, across the various geographical aretseaountry in order to tap the
experiences in urban and rural communities.

A documentation of current models of employmentdibrer disability groups would
inform this process.
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Develop goals and objectives for the way forward

Using the same consultative processes, with thet iofpall relevant stakeholders,
develop a set of goals and objectives to guidenipdementation of SE initiatives for
people with intellectual disabilities.

A variety of models may need to be explored gitrenparticular circumstances of
local communities.

A statement of the underlying value system whichiihformed this process needs to
be agreed upon.

Develop a national policy on integrated employment for people with intellectual

disabilities

Responsible government departments, in consultatitmrelevant stakeholders, will
develop a clear written policy articulating its was and the corresponding goals and
objectives of integrated employment services fapbe with intellectual disabilities
which flow from these values.

The recent initiativeyaluing Employment Novby the UK government could be a
guide to the process.

Elements of the Community Economic Development (CEDdel is worthy of
investigation, as are aspects of the social enserppproach.

Develop a national implementation strategy

Establish a timeline for the achievement of gaalgether with resource allocations.
The strategy should indicate relevant respongdsliof government and non
government agencies, including human resources.

The strategy may include the setting up of a smathber of pilot programs, together
with evaluation processes, in order to initiatgystams change process.

Identify potential leaders in government and thegwnity to champion the systems
change process.

Development of an effective data collection system designed to track progress

The system may be developed to provide informatiopeople supported (inputs);
details of the various program models (processksgils of wages earned, days
worked, level of community integration, and skdlshieved (outputs); and measures
of satisfaction and quality of life of the emploggeutcomes).

This system also allows for program modificatiookofving feedback, and the
identification of environmental barriers and faeaors.

Develop coalitions with university research centidational universities should be
encouraged to collaborate on issues such as pradgaetlopment and evaluation, and
staff training.

Liaisons with universities in other countries whitdve a track record in research
into employment of people with intellectual diséi®k are an additional possibility.
The basic aim is to develop local research capadiigh can help to maintain the
ongoing sustainability of programmes.

Communicate the results of programs

To assist the process of community attitude chapgstive results of pilot projects
should be disseminated widely through all availabéslia.

The involvement of community leaders acting as hepemns’ would assist this
process. Success stories can stimulate furtheesses.
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Regional level

Develop a Regional Association of Supported Employment

6.

To assist in the sharing of information and techhassistance, consideration may be
given to the establishment of a regional suppayapization modelled along the lines
of the European Union for Supported Employment (EJ&ee p.30).

Links with the EUSE and similar national assooiasi for supported employment
would give access to training materials and oteenrical assistance.

Such an organization could organise workshops aitinig programs at regional
and/or national levels.

In conclusion

Despite enormous challenges, including extreme nywend difficulties faced from
attitudinal and policy perspectives in the proumsad support to persons with disabilities
in general, and those with intellectual disabisitia particular, there are some positive
trends. Of special significance is that the majyoat countries have subscribed to the
various contemporary human rights principles retato people with disabilities. What
remains is the need for a genuine commitment tarergthese principles are not only
incorporated into national disability policies, bthey are put into practice and
monitored to the best level possible in terms of tocio-economic conditions
prevailing.

For the vast majority of people with intellectuaabilities, the opportunity to engage in
real work in the general community has been dethed for reasons explored above.
The first step in bringing about change in thisiagiton is a genuine commitment and
belief that change is desirable and there is aigencommitment to effect change.
African countries, along with the many of the wodduntries, have ratified the UN
Convention on the Rights of Persons with DisabditiArticle 27 of the Convention
states:

States Parties recognize the right of persons avibilities to work, on an equal basis
with others; this includes the right to the oppoityito gain a living by work freely
chosen or accepted in a labour market and work@mwient that is open, inclusive
and accessible to persons with disabilities. Statetes shall safeguard and promote
the realization of the right to work.

This statement provides a compelling reason, thengxplore how a country with
limited resources might embark upon a program sisasne of its most disadvantaged
groups in its society to become engaged in wohlat ts open, inclusive and accessible’.
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Appendix 1.
Supported Employment - International experience

This section examines features of SE which have begorted in high income countries
and analyses factors which seem to support theessftd implementation of SE
models.

USA

A strong factor in the take up of SE in the USA waes existence of a strong legal and
political base. A major study of the more succdsStl programs (Mills, 2006:3) found
that seven factors explained impressive integrategloyment outcomes:

1. The existence of strong, clear and unambiguous d&atelopmental disabilities
agency policies, rules and programmatic requiremenénded to support a clearly
articulated agency preference for, and commitmznntegrated employment for
people with developmental disabilities;

2. Use of funding incentives to encourage the expansiontegrated employment
opportunities and/or funding disincentives to disege the use of facility-based
employment and non-work services;

3. Liberal definition for the kinds of employment angements which qualify for SE

funding;

Adequate state agency staffing dedicated to empoym

Investment in on-going training and technical dasice;

Commitment to supporting organizational change apfanility-based (sheltered)

providers, and

7. Use of a comprehensive data tracking system focosedtegrated employment
outcomes.

o0 bs

Research in the USA has paid particular attentofat¢tors which facilitate the growth

of SE programs in an effort to correct the imbatamath facility-based models of

employment. Program size appears to play a rokhentype and range of day and/or
employment services offered. A national surveyetdfabilitation agencies reported that
smaller agencies, providing support to 50 or leseeviound to be more likely to provide
integrated employment exclusively than larger oizgtions.

Australia

The development of employment services for peopth disabilities in Australia has
followed a similar pattern to that of the USA, esply the presence of a strong
legislative base for disability support services.

In order to stimulate the development of paid emplent in integrated settings the
Australian Government sponsored several open em@ay pilot projects, a number of
which concentrated on supporting people with higippert needs. One of these,
Jobsupport has continued since its inception in 1986 anddumseved one of the best
records in the country for supporting people witellectual disabilities and high
support needs (sdwtp://jobsupport.org.au/main/

There has been no reduction in the numbers of pewph a disability employed in

segregated settings. In fact the Commonwealth Govent, despite earlier attempts to
limit funds to this area of employment, has giveaywo the strong lobby groups,
including parents and service organizations by @toog segregated options a viable
employment alternative.
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However, many sheltered workshops (known as AuatrdDisability Enterprises) are
expanding into SE options in addition to the tradial segregated model. Government
policies which emphasize immediate outcomes frosaldlity employment services
have directly affected support for people with liegtual disabilities who generally
require a little longer to adjust to the demand®pén employment. Hence there are
signs of ‘creaming’ the easier to place clients.

Canada

Canadian SE programs are funded by the federalrgonent under the Opportunities
Fund, some Labour Market Development Agreements layndorovincial/territorial
governments, or by cost-sharing with the federalegoment. In 2000, the SE model
was fairly well established in the four provincdd\Nmva Scotia, Ontario, Manitoba and
Alberta (Neufeldt et al. 2000).

Factors such as disincentives to employment arisorg income and disability support
programs, lack of information about job availalilitinadequate training and
comparatively low education levels, lack of acdassitransportation, and employer
discrimination were limitations to being recruiieto SE programs.

New Zealand

In the early 1990s a small group of people who lheeh pioneering SE in New Zealand
set up the Association for Supported Employment Nmaland (ASENZ). Over the
past few years, ASENZ have developed and refinedféHowing principles of SE.
These are now accepted as the core principlesranckatral to all aspects of SE in New
Zealand.

Open Employment: The employment and inclusion of people with diggbih the
mainstream workforce.

Wages and Benefits: The provision of the same wages and related camditdf
employment that are the expected norm in any nraiast workplace.

Placement First: Direct access to the labour market through a pegols/person match
and without prolonged "getting ready" activitiesti@ining.

Inclusiveness. No exclusions or screening from supported employrpsogrammes on
the basis of perceived "severity" of disability.

Individualised and Ongoing Support: Support services and strategies that are not time
limited, are tailored to the individuals needs, amakimise job retention.

Choicesand Career Development: Services and outcomes based on the preferences and
aspirations of the individual and a commitmentingang pursuit of careers.

The Association has given significant attentiortreoning and development for people
who work in SE. For details of the strategic relaship the Association has developed
with a training provider to develop and deliver tferate and Diploma level training to
build the capacity and capability of SE (sk#&p://www.asenz.org.nz/index.html

United Kingdom

SE in the UK had its early beginnings around 12&mut the same time pilot programs
were being sponsored in Australia UK Beyer et E)90).

Two important UK Government initiatives provide aetul framework in which to
examine the penetration of SE in improving the difmlity of people with an intellectual
disability. The first is théisability Discrimination AcfUKDDA) which was passed in
1995. The UKDDA defines a person with a disabiéisysomeone who has a physical or
mental impairment that has a substantial and lengrtadverse effect on his or her
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ability to carry out normal day-to-day activiti@dhe Act seeks to prevent discrimination
on the grounds of disability in employment and otreas.

The second important initiative was the releas€001 of Valuing people: A New
Strategy for Learning Disability for the 21Century which identified significant
difficulties in the coordination and delivery ofrgiees to people with an intellectual
disability in the UK. WhileValuing Peoplehas been seen as an important government
statement to assist in changing community and gwwent attitudes and supports to
people with intellectual disabilities, the poliaycludes no specific objectives that will
assist in evaluating its success.

In recognition of the slow progress being madedhieving objectives in employment
for people with an intellectual disability, the U&overnment has recently released
Valuing Employment Now- Real Jobs for People wiharhing Disabilities This is a
strategy which sets out an ambitious goal to irszeadically the number of people
with intellectual disabilities in employment by Z02The strategy will focus on people
with moderate and severe intellectual disabilitiezause they have benefited least from
previous initiatives. The strategy specifies thatwork’ it means real jobs in the open
labour market that are paid the prevailing wageseti-employment.

The British Association for Supported EmploymenA8E) provides a mechanism for
SE agencies to share information. (Se&://www.base-uk.org/links/index.h)m

Singapore

Singapore is a small island state with a populatibabout 4 million. Educational and
employment services for the majority of people wititellectual disabilities are
provided by two large voluntary agencies; The Asgam for Persons with Special
Needs (APSN) which conducts schools and employmsemntices for those with ‘mild’
intellectual disabilities; and the Movement for tméellectually Disabled of Singapore
(MINDS) which conducts schools, employment serviagsy activity programs and
residential living for those in the ‘moderate’ teevere’ range. Both organizations
conduct traditional sheltered workshops and progrianown as ‘social enterprises’.

The Singapore Government is encouraging all diggbidrganizations providing
employment services to conduct community-basedrprog. To this end both, APSN
and MINDS have made efforts to place people in caitipe, open employment. In the
case of APSN a special program is being condudtedexof its senior schools to assist
students to make the transition from school diyeictio paid work in the community, a
feature of which is extended work experience pla#s In the case of MINDS the
open employment program is an adjunct to the steelterorkshop program. People are
selected to make the transition from the segregseééithg to community-based jobs on
the basis of their interests and performance irstigtered environment.

An example of a social enterprise is a car waskewtrwhich works in a regular
community setting, but the employees are paid leyviklfare organization rather than
earning wages directly from the business. Anoth@mnle of a social enterprise is a
‘thrift shop’ which sells re-cycled clothing. Thenployees who work there do not
receive wages generated by the business. In soses taese enterprises are located in
regular community settings, but they do project elfave rather than a regular
commercial image.

Netherlands

The situation for people with intellectual disatés in the Netherlands is not dissimilar
to other countries with a history of welfare proers for persons with disabilities.
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Likewise, the Netherlands’ extensive legal and qpoliframework establishes an
approach that supports active independent livind access to employment for this
population.

In the Netherlands, in addition to special secopdahools, there are two options for
students with intellectual disabilities within theainstream system- the ‘supported
learning route’ and the ‘practical education’ routée former is more appropriate to

students who will graduate with a diploma, providleely receive special needs support.
The prevocational practical education route is dtrdents with higher support needs
who would not qualify for a diploma even with adoiital support. The evidence

suggests that the placement results of the prelooedtpractical schools are more

encouraging, reflecting a 60 per cent placemeret irabpen employment, in sheltered
employment, or in continuing education.

There is evidence that insufficient time is devotedexploring what students are
interested in doing. This conclusion is consisteith research which has shown the
relationship betweera person’s motivation towards work and satisfactogen
employment outcomes. The principles of person-eenfplanning, together with a
personalized assessment of support needs, would toelensure that a person’s
preferences would be seen as one of the mostatriactors leading to an effective
employment outcome. The increasing move in manyicms to provide individualized
funding has also increased the development of detdfrmination of people with
disabilities, leading to better and more sustama&phployment outcomes.

Finland

The situation of SE in Finland is instructive tcetQuestion of the sustainability of
efforts to increase the participation of peoplehwittellectual disabilities in the regular
labour market. With Finland’s entry into the EurapdJnion (EU) in 1995, it was able
to access the Community Initiative Programs of B¢ Social Fund (ESF) to start
several pilot projects on SE for people with irdetual disabilities.

Regular surveys of the state of SE in Finland Heaen conducted since 1998 (Saloviita
& Pirttimaa, 2007). In the latest survey (2003)tloé 93 responding organizations, 22
had workers in SE. In 1999 there were 21 such azgtans and in 2001, there were 19.
Thus, while it appeared the number of organizatimesiding SE remained stable, there
were many changes. Some agencies have ceasedipgoSt and new ones entered the
field, but the scale of activity was very small.

Of the organizations, 17 employed only one or twmspns in SE. The organization with
the highest number employed in SE was one whicpatgd people with mental health
problems. Most of the organizations were sheltaveckshops providing employment
for people with intellectual disabilities and otlmearginal groups.

Since the introduction of SE programs in 1995, nareanthan 100 people had been
supported. Clear changes in the composition ofptheple being supported changed
markedly during the period 2001-2003. There wasagomnincrease in the proportion of
people with mental illness and a similar decreaséhe proportion of those with an
intellectual disability being supported. It was clhuiled that the original concept of SE
had been distorted.

Maintaining the fidelity of the new paradigm hasbe significant challenge in most
countries, and the experience so starkly revealetie Finnish study is not unique. It
clearly indicates that there are differing moradlifcal and economic value systems
operating when the question of how best to suppeople with intellectual disabilities
is considered, in contrast to other marginalizexligs in a society.
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Other European Countries

Across the other European countries which have bemritored, only a relatively small
number of students with an intellectual disabilaye in mainstream schools; the
majority being in special schools, and many aralljpexcluded from education. The
quality of education in the special school settihgs been found to be variable, with
insufficient attention being given to the socialllsknecessary to live in the regular
community.

At the transition level from school to post schagltions there is little evidence of
adequate planning and opportunities for preparatanemployment. Nor are there
opportunities for access to ongoing adult educaposgrams, with the exception of
Sweden, which is noted for its life-long adult ealien programs for people with
intellectual disabilities.

The unemployment rate for people with intellectdeiabilities was found to approach
almost 100 per cent. The vast majority who do wemé found in sheltered workshops
and those with high support needs are generallgctid to day activity centres.
However, there was evidence of attempts to incréss@articipation of people with an
intellectual disability in SE.

For example, the European Union of Supported Enmpéayt (EUSE), established in
1993, and now with 19 national associations for BEa driving force to increase

employment opportunities for their clients. EUSEh@octs regular conferences and
training workshops across Europe. It has recemttgived support from the Leonardo
Partnership to develop a European Supported Emm@oyhoolkit which is planned to

be completed in mid 2010. (Sédtp://www.euse.org). It is also about to launch a
comprehensive research project which will inforra trther development of SE across
Europe.

A comparative analysis of employment services faspns with intellectual disabilities
in Australia, Finland and Sweden emphasized thessity for education and training as
a key factor in improving the participation of péowvith an intellectual disability into
the regular labour force.

In order to increase the expansion of those goodetsothat do exist, the reports
highlighted the need for Government and Europeapat, if they are to become the
rule rather than the exception. To increase thkcegfpn of good models at the national
and international levels will require strong goveent support. A severe impediment to
the development of strong policy in this area ig fimited availability of data,
particularly data disaggregated by individual typie disabilities. This has posed a
barrier in analyzing the actual situation for pesvith intellectual disabilities.

One of the critical features to be recognized wéweamining the impact of SE on the
lives of people with an intellectual disability @ountries such as Canada, Australia,
New Zealand , the UK and parts of Europe, is ting loistory of welfare support those
countries have provided to people with a disabilltye SE model challenges the very
core of the welfare model, and it is not surprigingt many of the negative attitudes and
in-built disincentives inherent in the welfare gysthave, to some extent, impeded its
growth as a strong alternative to segregated empay options.

Annex 2 - 28



References

Beyer, S.; Robinson, C. 200Q.review of research literature on supported emplegt: A
report for the cross-government learning disabigétyployment strategy teatrondon:
Cabinet Office. Retrieved 12/15/09 from
(http://www.cabinetoffice.gov.uk/media/217094/sugpdr employment_lit_review.pdf

Canadian Association for Community Living (CACLPG6. The employment and
employability of Canadians with intellectual disiti®s. Submission to the Canadian
House of Commons Standing Committee on Human RespBocial Development and
the Status of Persons with Disabiliti@®ronto: CACL

(Department of Health, 2001).

Gold, M.W. 1972. “Stimulus factors in skill trairgrof the retarded on a complex assembly
task: Acquisition, transfer and retention”American Journal on Mental Deficiency,
Vol. 76, pp. 517-526.

Gold, M.W. 1975. “Vocational training” in J. Wort{ed.)Mental retardation and
developmental disabilities. An annual revieval. 7 (pp. 254-264). New York:
Brunner/Mazel.

Koistenen, Mari. 2008Jnderstanding experiences of vocational training @amployment
for persons with learning disabilities in Zambiaedsons for the future. Helsinki:
FAIDD. Studies of Finnish Association on Intellectual &elelopmental Disabilities
2/2008
http://kehitysvammaliitto.fi/fileadmin/tiedostot/mt/pdf/tutkimusjulkaisut/mari_koistin
en_esite_a4.pdf.

Mills, L.A. 2006.Revitalizing integrated employment: A study ofaratiide best practices
for increasing integrated employment outcomes anpaagple with developmental
disabilities Madison: Wisconsin Department of Health and Far@grvices/Pathways
to Independence.

Moiza Moses, Tororo District Local Government. 20D&ability and Human Rights: The
Current provisions for disability in Uganda
(http://www.gtid.net/bestpractice/BP2008(Uganda)).pdf

Neufeldt, A.; Albright, A. 1998Disability and self-directed employment. Business
development model®ntario: Captus Press.

Neufeldt, A., Sandys, J., Fuchs, P., and Loga@0BP0. “Economic integration and
disability: A baseline benefits and costs studgudported and self-directed
employment initiatives in Canada” international Journal of Practical Approaches to
Disability, Vol. 23, pp. 24-36.

Nirje, B. 1982.The basis and logic of the normalisation princigiéxth International
Congress of IASSMD, Toronto.

Olson, D.; Cioffi, A.; Yovanoff, P.; and Mank, DO@Q1. “Employers’ perceptions of
employees with mental retardation”Journal of Vocational RehabilitatioN,ol. 16,
pp. 125-133.

Rimmerman, A. 1998. “Factors relating to attitudéssraeli corporate executives toward
the employability of persions with intellectual alslity” in Journal of Intellectual &
Developmental Disabilityyol. 23, pp. 245-254.

Annex 2 - 29



Rogan, P.; Banks, B.; Howard, M. 2000."Workplacpmrts in practice: As little as
possible, as much as necessaryFatus on Autism and Other Developmental
Disabilities,Vol. 15, pp. 2-11.

Saloviita, T.; Pirttimaa, R. 2007. “Surveying supped employment in Finland: A follow-
up” in Journal of Policy and Practice in Intellectual Disisities, Vol. 4, pp. 229-234.

Schalock, R.L.; Borthwick-Duffy, S.A.; Bradley, V;Buntinx, W.H.E.; Coulter, D.l.;
Craig, E.M.; et al. 2010ntellectual disability. Definition, classificatiomnd systems of
support.Washington, DC: AAIDD.

Smith, K.; Wilson, C.; Webber, L.; Graffam, J. 200@mployment and mental retardation:
Achieving successful employment” in L. Masters @éd (ed.)nternational Review of
Research in Mental Retardation, Vol., 2. 261-289.

Tse, J. W. 1993. “Employers’ attitudes toward emgplg people with a mental handicap” in
International Journal of Rehabilitation Resear&fgl. 16, pp. 72-76.

Tse, J. W. 1994. “Employers’ expectations and eatédu of the job performance of
employees with intellectual disability” ihustralia and New Zealand Journal of
Developmental Disabilities, Vol. 1pp. 139-147.

United Kingdom:

Disability Discrimination Ac{UKDDA). 1995
direct.gov.uk/en/DisabledPeopleDisabilityRights/DG_4001068

Department of Health. 200¥aluing people: A new strategy for learning disail
for the 2% century.Retrieved 12/15/09 frorhttp://www.archive.official-
documents.co.uk/document/cm50/5086/5086.htm

Department of Health. 2008aluing employment now- real jobs for people with
learning disabilitiesRetrieved 12/15/09 from
http://www.cabinetoffice.gov.uk/media/217091/detiweplan.pdf

United States:

The Rehabilitation Amendments of 1986 (P.L. 99-506)
disability.law.uiowa.edu/csadp_docs/APPENDIX 2 ARR.

Developmental Disabilities Assistance and Bill s Act of 1984
www.mnddc.org/council/ddet.html

Ward, J.; Parmenter, T.RRiches, V.; Hauritz, M. 1978. “Adjustment to wok follow-up
of mildly handicapped adolescents who have underg@ming in a Work Preparation
Centre” inNational Rehabilitation Diges®(3/4).

Wehman, P.; Revell, W.G.; Brooke, V. 2003. “Comipe&ti employment: Has it become
“first choice” yet?” inJournal of Policy Studies, Vol. 1gp. 163- 173.

World Health Organization (WHO). 200thternational Classification of Functioning,
Disability and Health Geneva

Annex 2 - 30



Ethiopia

Mr Amha Berhe Fisseha Ministry of Labour and Social Affairs, Kazanzchis = Addis Ababa amhhb@yahoo.com
Senior Expert Street, P.O. Box 23539, Addis Ababa, Ethiopia.
Tel: 251 0911166381; Fax: 251 5518396/252-
5501220
Mr Abebe Gebremedihin Ministry of Labour and Social Affairs (MoLSA), Addis Ababa abebeg.medihin@yahoo.com
P.O. Box 2056, Addis Ababa, Ethiopia.
Ms Yeshewaget Kibret Federation of Ethiopian National Association of = Addis Ababa efpd@ethionet.et
Board Member of an Persons with Disabilities (FENAPD), P.O Box
Executive Committee 18430, Addis Ababa, Ethiopia. Tel +251 911 44
97 66; Fax: +251 11 15574 81
Mr Benyam Fikru Ethiopian National Association on Intellectual Addis Ababa tsige_sole@yahoo.com
Disabilities (ENAID), P.O. Box 14457, Addis
Ababa, Ethiopia
Ms Tsige Amberbir Ethiopian National Association on Intellectual Addis Ababa tsige_sole@yahoo.com

General Manager

Disabilities (ENAID), P.O. Box 14457, Addis
Ababa, Ethiopia
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Ethiopia

Mr Girma Ayalew
Director

Ethiopian Employers Federation, Ethio-Chinese Addis Ababa
Friendship St, Medina Tower,3mI Floor, P.O. Box
2536, Addis Ababa, Ethiopia. Tel:
+251114670581

eef@ethionet.et

Ms Zemi Yenus

Joy Center for Children with Autism and Related | Addis Ababa
Developmental Disorders, Nifas Silk, Lafto
SubCity, Kabele 10 House # 887, P.O. Box 1695
Code 1110, Addis Ababa, Ethiopia

zemiyenus@yahoo.com
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United Republic of Tanzania

Ms Mpaji Ali Maalim Ministry of Education and Vocational Training— | Zanzibar spned@zanlink.com
Head of Inclusive (Zanzibar), Shangani Street, P.O. Box 394,
Education Unit Zanzibar, Tanzania 00255 Tel: 024 2234546/777

437569
Mr Ahmad Kassim HAJI Zanzibar Association for People with Zanzibar zapdd@zanlink.com
National Coordinator Developmental Disabilities (ZAPDD), Migombani

Street, P.O. Box 4539, Zanzibar, Tanzania.
Mr Rajab Baker Simba Zanzibar Association for People with Zanzibar zapdd@zanlink.com

Developmental Disabilities (ZAPDD), Migombani
Street, P.O. Box 4539, Zanzibar, Tanzania.

Mr David Msangi
Marketing Representative

National Qil, Kurasini Street, P.O. Box 70048,
Dar-Es-Salaam, Tanzania. Tel: 255 0754 650030;
Fax: 022 2851249/67

Dar-Es-Salaam

natoil@raha.com

Mr Ranjiv Kapur

VIDEO TAPING SERVICES

Dar-Es-Salaam

Mr Eric Francis Anthony
Fernandes

VIDEO TAPING SERVICES

Dar-Es-Salaam

Annex 3 - 33




Uganda

Mr llahi Mansoor Ministry of Education - Department of Technical = Kampala imansoor999@gmail.com
Assistant Commissioner Education — Uganda Ministry of Education and
Technical Education Sports, Parliament Avenue, P.O. Box 7063,
Kampala, Uganda
Mr Onen Negris Ministry of Education - Special Needs Kampala onnegirs@yahoo.com
Principal Education Officer, | Department — Uganda, Parliament Avenue, P.O.
Special Needs Education Box 7562, Kampala, Uganda. Tel: 256 414
(in charge of intellectual 230631/ 256 772 446553
disability)
Mr Moses Isabirye Uganda Parents of Children with Learning Entebbe zikumos@yahoo.com
Zikulabe Disabilities (UPACLED), P.O. Box 191, Entebbe,
Secretary Uganda. Tel: 256 772469833/ 256 414320374
Ms Monica Barenzi Uganda Parents of Children with Learning Entebbe monicabarenzie@yahoo.com
Chairperson Disabilities (UPACLED), P.O. Box 191/245,
Entebbe, Uganda. Tel: + 256 414 320374/ +256
772 504790
Ms Anne Mary Kanyange | Uganda Parents of Children with Learning Kampala

Disabilities(UPACLED) - Person with Intellectual
Disability (Down’s Syndrome)
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Uganda

Ms Jackie IKORO Anne Kanyange's Personal Assistant Kampala

Ms Asamo Hellen Grace National Union on Disabled Persons of Uganda Kampala admin@nudipu.org.ug

Deputy Director/ Head of (NUDIPU), Plot 530, Butoko — Kisaasi Road, P.O. ‘ _

Programmes Box 8567, Kampala, Uganda. Tel. 256 info@nudipu.org.ug;
414540179; 256 414540178 cc: asamohg@yahoo.com

Mr Apollo Fred Mugudi National Union on Disabled Persons of Uganda Kampala asamohg@yahoo.com

Personal Assistant for (NUDIPU), Plot 530, Butoko — Kisaasi Road, P.O.

Ms Asamo Hellen Grace Box 8567, Kampala, Uganda.

Mr Stephen Jlingo Federation of Ugandan Employers (FUE), Plot 60 | Kampala fue@infocom.co.ug/lavets

Director Marketing, Public | Veron House, Ntinda Road, P.O. Box 3820, 2002@yahoo.com

Relations & Membership Kampala, Uganda. Tel: 7729565/ 392777410/1;

Development Fax: 414 286290

Mr Peter Christopher National Organization of Trade Unions (NOTU), Kampala notu@infocom.co.ug

Werikhe Ntinda Street, P.O. Box 2150, Kampala, Uganda.

Secretary General

Tel. 256-414-256295/ 288592; Fax: 256-414-
259833
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Malawi

Mr Hanneck Mdoka Parents of Disabled Children Association of Blantyre enockmithi@yahoo.com;
Malawi (PODCAM), P. O. Box 80103, Maselema, hmdoka@mail.com
BLANTYRE 8, Malawi

Ms Mirriam Faith Parents of Disabled Children Association of Blantyre mirriefaith@gmail.com

Namanja Malawi (PODCAM), P. O. Box 80103, Maselema,
BLANTYRE 8, Malawi

Ms Mary Khuluso Person with Intellectual Disability Blantyre mirriefaith@gmail.com
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Kenya

Ms Fatma Wangare Kenyan Association for the Intellectually Nairobi wnfatma2007@yahoo.com
Ochieng Handicapped (KAIH). Also Coordinator for the
General Secretary Associations of People with Developmental
Disabilities in East Africa (Kenya, Uganda,
Tanzania Mainland and Zanzibar), Moi Drive,
P.O. Box 6098, 00200 Nairobi, Kenya. Tel.
2540203004850/ 0722926918/ 254 020
Ms Damaris Muthoni Kenya association dealing with persons with Nairobi Joycekanyi25@yahoo.com
Gitau intellectual disability - Nairobi, Githega Road,
Person with Intellectual P.O. Box 587, KI AMBU 00900, Kenya. Tel: 254
Disability 718 321942
Ms Edah Wangechi Maina  Inaugural Vice President & Rapporteur to Nairobi edah@ksmh.org
Committee of Experts on the UN CRPD,
Chairperson of PRA Committee to the NCPWD &
Chief Executive Officer of KSMH (Kenya Society
for the Mentally Handicapped). Waiyaki Way,
Katebe Orthopaedic Compound, P.O. Box 48751
— 00100, Nairobi, Kenya. Tel. 254 445 8053/4;
Fax 254 445 2838
Mr David Wanjama Personal assistant to Edah Wangechi Maina Nairobi edah@ksmh.org
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Kenya

Mr Kibaya Imaana Laibuta National Council for Persons with Disabilities, Nairobi laibuta@ikjurists.com
Laibuta & Associates, Advocates Suite No. 1 KP
Flats, Milimani Road, P.O. Box 6455, Nairobi,
00300, Kenya. Fax: 254 20 2726974

Ms Patience Chome Personal Assistant to Kibaya Imaana Laibuta Nairobi

Zimbabwe
Ms Lillian Mariga Association for Parents with Developmental Harare nfu@africaonline.co.zw
Regional Disabilities, 2-51° Avenue, Haig Park, Harare,
Advisor/Consultant Zimbabwe. Tel: 263-4-306253; Mobile:
011209843
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Resource Persons

Ms Carol Boys UK Down’s Syndrome Association (DSA),
Langdon Down Centre, 2A Langdon Park,
Teddington, GB-TW11 9PS MIDDLESEX

Ms Jacqueline Minchin Ty Cornel Street, 23 Tregerddan, GB-SY24 5AU UK Jacqueline@minchinf.fsnet.co.uk
ABERYSTWYTH (Wales). Tel. +44 1970 820 469;
Fax +44 1970 625 830

Employee with an
intellectual disability

Dr Ann Minchin River Mead, Penrhyncoch, GB-SY23 3EQ UK ann@minchinf.fsnet.co.uk
o ABERYSTWYTH (Wales). Tel. +44 1970 820 469;

Parent and Disability Fax: +44 1970 625830; Mobile: +44 7790

Activist 720002

Mr Trevor Parmenter University of Sydney, SYDNEY NSW 2006, Australia trevorp@med.usyd.edu.au

Australia
Ms Eve Watts Shaw Trust Enquiries, Fox Talbot House, Kampala wattseve@gmail.com
Programme Manager Greenways Business Park, Bellinger Close,

Chippenham, GB-SN 15 1BN WILTSHIRE
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ILO Staff

Barbara Murray Senior Disability Specialist Geneva murray@ilo.org

Pia Korpinen RTO East Africa Addis Ababa korpinen@ilo.org

George Mubita NPC Zambia Lusaka mubita@ilo.org

Fantahun Melles NPC Ethiopia Addis Ababa fantahun@ilo.org

Emanuella Pozzan RTO Asia Bangkok pozzan@ilo.org

Pham Thi Cam Ly NPC Viet Nam Hanoi camly@ilo.org

Liu Chunxiu NPC China Beijing liuchunxiu@ilo.org

Berhan Ayenew Regional FAA Addis Ababa ayenew@ilo.org
e e ™

Zambia

Mr Bestone Mboozi Ministry of Community Development and Social | Lusaka bestonem@yahoo.com

Senior Social Welfare Services, Private Bag W252, Sadzu Road, Lusaka,

Officer Zambia. Tel: +260 211 235343/ 0977410191,

Fax: +260 211 235343

Annex 3 - 40



Zambia

Mr Venus Seti MLSS — Ministry of Persons and Social Security, Lusaka venuseti@yahoo.com
Independence Ave., P.O. Box 32186, Lusaka,
Zambia. Tel: +26 0 211 22 31 54; Fax: +26 0 211

Assistant Labour
Commissioner

228467
Ms Precious Lisulo MSTVT - Ministry of Science, Technology and Lusaka sskaulule@mstvt.gov.zm
) ] Vocational Training, P.O. Box 50464, Lusaka,
Senior TEVET Officer Zambia
Mrs Micah Mutuna Ministry of Health, Nationalist Road, P/B RW 1X, | Lusaka Micamutuna@yahoo.co.uk
Simpamba Lusaka, Zambia. Cell: +260 955881730
Senior Physiotherapist
Ms Agness Masiye Phiri Zambia Association for Employment for Persons | Lusaka famr@zamnet.zm

with Disabilities (ZAEPD), Haile Selassie, P/B RW
16X, Lusaka, Zambia. Tel: 4260 211 254757; Fax:
+260 211254757; Mobile: +260 977804101

Project Manager

Mr Henry Chanda ADD - Action on Disability and Development — Lusaka Henry.Chanda@addzap.zm
_ _ Zambia Programme, Plot 1 Leopards Hill Rd,

Executive Director P.O. Box 35114, Lusaka, Zambia hencha3@yahoo.com

Mr Justine Bbakali ADD - Action on Disability and Development — Lusaka Justine@addzap.org.zm

] Zambia Programme, Plot 1 Leopards Hill Rd, o
Development Officer P.O. Box 35114, Lusaka, Zambia bbakalijudtine@yahoo.com
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Administration and

Road, P.O. Box 522KRW, Lusaka, Zambia. Tel:
+260 211 256408/ 0968467100; Fax: +260 211

Zambia

Ms Mwenya Kapasa Zambia Federation of Employers (ZFE), P.O. Box | Lusaka zfe@zamnet.zm
31941, Electra House, Cairo Road, Lusaka,
Zambia 10101

Mr Harrington Chibanda Zambia Federation of Employers (ZFE), P.O. Box | Lusaka zfe@zamnet.zm
31941, Electra House, Cairo Road, Lusaka,
Zambia 10101

Ms Olga Mwanza Silimi ZCTU - Zambia Congress of Trade Unions, P.O. Lusaka zctu@microlink.zm

_ _ Box 31146, Buluwe Road, Lusaka, Zambia. Tel:

Acting Director, Gender 211 266680

Ms Mikala Mukongolwa Sacred Heart Sisters, P.O. Box 320080, Lusaka Mukongolwa@yahoo.com
Woodlands, Lusaka, Zambia.

Dr Charles Mwape Zambian Agency for Persons with Disabilities Lusaka

‘ (zAPD), Plot No 488/7B, Box 50073, Leopard Hill
Director General Road, Lusaka, Zambia
Ms Serah Brotherton DIF - Disability Initiatives Foundation, Jacaranda | Lusaka brethertonsarah@yahoo.com
_ _ Road, UTH Area, P.O. Box 522KRW, Lusaka,

Project Coordinator Zambia. Tel: +260 211 256408/ 0968467100;
Fax: +260 211 256408

Mr Francis Masimbi DIF — Disability Initiatives Foundation, Jacaranda | Lusaka diffoundation@yahoo.com
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Zambia

Finance Officer

256408

Country Director

Norwegian Association of Disabled (NAD) and
the Norwegian Association for Persons with
Development Disabilities (NFU), c/o Norwegian
Church Aid, No. 10 Knanchibaya Road, Off Addis
Ababa Drive Rhodes Park, P.O. Box 30703,
Lusaka, Zambia. Tel:+260 955901965/ +260
211256509

Mr Waliuya Wamundila ZAFOD - Zambia Federation of the Disabled, Lusaka info@zafod.org.zm
_ _ Magoye Street, P.O. Box 35295, Lusaka, Zambia. _ _
Human Rights Project Tel: 294087 simulungafelix@yahoo.com
Manager
Mr John Mukopola ZAFOD - Zambia Federation of the Disabled, Lusaka info@zafod.org.zm
Magoye Street, P.O. Box 35295, Lusaka, Zambia.
Board Member Tel: 294087
Mr Aggrey Mwanawina Parents Partnership for Children with Special Lusaka mwanawinaa@yahoo.com
_ _ Needs (PPACSN), Plot No. 22/8533 Garden Site

Vice Chairperson 3, Lusaka, Zambia. Tel: 0977509269
Ms Lutunti Mazyopa Mental Health Association of Zambia, Great East | Lusaka infomhaz@yahoo.com

_ ) ) Rd, Chainama Hills College Hospital E’'Ward, P.O.
Acting Executive Director | g, 50509, Lusaka. Tel: +260211282880
Mr Alick Nyirenda Opportunity Zambia (Joint Programme of the Lusaka opportunityzambia@yahoo.co

m
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Zambia
Ms Carol Mulyezhi Zambia Federation of Employers (ZFE), P.O. Box | Lusaka zfe@zamnet.zm
31941, Electra House, Cairo Road, LUSAKA,
Zambia 10101
Mr Ernest Chanda The Post Newspaper, Butchibufumi Road, Lusaka ernestc@post.co.zm
Private Bag E352, Rhodespark, 10101 Lusaka
Mr Imutongo Muyoba Zambia Agency for People with Disabilities Lusaka muyobai@yahoo.com
Admin & Finance (zAPD), Plot No 488/7B, Box 50073, Leopard Hill
Road, Lusaka, Zambia
Mr Felix Mutale Represented ZAPD - Zambia Agency for People Lusaka -
with Disabilities (ZAPD), Plot No 488/7B, Box
50073, Leopard Hill Road, Lusaka, Zambia
Mr Chanda Musonda Hot FM Radio, Lusaka Lusaka Chaz2027 muso@yahoo.com
Hamwela Chisuwo UNZA School of Law Lusaka -
Layeni Rodney Phiri UNZA School of Law Lusaka -
Mauyaneyi Marebesa UNZA School of Law Lusaka -
Kalela Mwenya UNZA School of Law Lusaka -
Florence Kafwimbi UNZA School of Law Lusaka -
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Acting Principal

Centre, Luanshya Dual Carriage Way, P.O. Box
420100, Ndola, Zambia. Tel: +260 211681252/
680458/ 0977835738; Fax: +260 211615884

Zambia
Mrs. Roseline Chitambala | Ministry of Community Development and Social | Kabwe rchitambala@yahoo.com
o ) Services Zambia. Kabwe Road P.O. Box 81778,
Provincial Social Kabwe, Zambia. Tel: 260 977257841; Fax: 260
Welfare Officer 211 235343
Mr James Mung’omba ZACALD - Zambia Association for Children and Kabwe Mungojam2000@yahoo.com
B Adults with Learning Disabilities, Uganda Street,
Co-facilitator of persons | p 5 gy 81498, Kabwe, Zambia. Tel. +260 215
with intellectual disability 223235; +260 215 223235
for Quincy Mwiya
Ms Barbara Phiri ZACALD — Zambia Association for Children and Kabwe barphi83 @yahoo.com
] ) Adults with Learning Disabilities, P.O. Box
Executive Director 80965, Kabwe, Zambia. Tel: +260 211 05
223161/ 0977849530
Mr Charles Mwansa Ndola Community Based Rehabilitation (CBR), Ndola Mwansac2009@yahoo.com
Broadway Street, P.O. Box 70244, Ndola, )
Programme Manager Zambia. Tel: +260 21 2 621533; Fax: + 260 21 1 cbrproj@yahoo.com
615884/620630
Mr Peter Kamwale NVRC - National Vocational Rehabilitation Ndola nvrcndola@yahoo.com
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Zambia
Ms Chubo Kanyama NVRC - National Vocational Rehabilitation Ndola nvrcndola@yahoo.com
Witola Centre, Luanshya Dual Carriage Way, P.O. Box

420100, Ndola, Zambia. Tel : +260 211681252

Acting Head of /680458/ 0977835738; Fax: +260 211615884

Department -
Rehabilitation

Mr Quincy Mwiya ZACALD - Zambia Association for Children and Livingstone Mungjam2000@yahoo.com
Adults with Learning Disabilities, Kafue Street,
P.O. Box 1060 Livingstone, Zambia. +260 215
Secretary 223235; +260 215 223235

Self Advocate/Vice General

Mr Benjamin Maguya Community Alliance for Disabilities Chipata chipatacbr@gmail.com
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