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Introduction - Different times, new challenges

The global need for the ILO’s technical expertise increases continually. Events and developments, such as the recent worldwide economic crisis, further challenge our ingenuity, financial and human resources and capacity to respond effectively to decent work demands. ILO approaches often require adjustment to reflect new perspectives and challenges. The issue of disability is one such example.
The ILO has been a leader in promoting the rights of disabled people related to training and employment opportunities and in providing technical inputs and interventions to implement those rights. Its approach has primarily been one that involved disability specialists working on disability specific projects and activities. The F/REHAB (disability) department, which was part of the ILO structure for decades, exemplifies that disability dedicated approach. It was highly effective. 
However, in recent years the disability movement has grown and the rights-based approach strengthened. Awareness about the situation of disabled persons is increasing, including with regard to lack of access to skills training, disproportionate under-representation in the workforce and the resulting costs of such exclusion to national economies. When employed, disabled persons are often in vulnerable informal economy work, earn less than non-disabled peers and may lack the necessary supports to do their jobs effectively. In developing countries, most disabled persons live in rural areas, further compounding the challenges to decent work they face. 

The ILO has begun a transition toward the gradual inclusion of disability into its knowledge development, advocacy and technical cooperation activities. This is evidenced by some of the activities noted in the attachment and many projects which have had some level of addressing the needs of disabled persons. However, with 2008 marking the 25th Anniversary of the ILO Convention concerning Vocational Rehabilitation and Employment (Disabled Persons), No. 159 (1983) and the coming into force of the United Nations Convention on the Rights of Persons with Disabilities, it has been a time to review, reflect and revise the ILO approach to disability. As a result, the Employment Sector is taking disability inclusion to a new level of engagement, marking a renewed commitment to the issue of disability mainstreaming first promoted as far back as 1955, when the ILO introduced its first disability Recommendation. It is time to pursue disability inclusion in a more intentional, strategic and effective manner.
Background - Disability and Decent Work

While comprehensive international and comparable national data related to disability are lacking, the following labour market and related information from various countries and groups of countries illustrates the situation of people with disabilities. 
Disability Incidence

People with disabilities are not an insignificant group. Ten per cent of the world’s population or 650 million people have disabilities according to UN estimates and 470 million of them are of working age. In the United States, almost 15 per cent of the population older than 5 years old and 12.8 per cent of the working age population (21 to 64) are disabled (Erickson et al. 2008). In New Zealand, 17 per cent of the total population is disabled as is 12 per cent of the working age (15 and over) population (Statistics New Zealand 2007). Developing countries’ figures can be significantly lower (if they exist at all), due to under-reporting of disability, lack of rigorous statistical analyses or poor medical care which results in fewer people surviving the causes or conditions that result in disability. For example, Indonesia and Malaysia report only a 1 per cent disability rate (UNESCAP 2006).
Labour Force Participation 

While many disabled persons have overcome significant barriers to finding work, their overall workforce participation and employment rates are significantly lower than those of non-disabled persons. Consider the example of the European Union where 55 per cent of disabled persons are in the workforce compared to 73.4 per cent of non-disabled persons (Eurostat 2002). The disparities among specific countries of different economic levels are great, however. In Hungary, which has the overall lowest workforce participation rates among the EU countries, the rate for disabled persons is 12.8 per cent as compared to 66.7 per cent for non-disabled persons (ibid). In Korea (Korea MOL 2007), 38.2 per cent of disabled persons participate in the workforce as compared to 61.9 per cent of non-disabled persons. Turning to the Americas, in Paraguay, 18.5 per cent of disabled people participate as compared to 59.8 per cent of non-disabled (DGEEC 2002) and in Chile, only 29 per cent of disabled persons participate as compared to 57 per cent of the total population (INE Chile 2000). 
Disabled women face greater barriers to labour force participation and employment. In EU countries, disabled women participate in the labour force at a rate of 49 per cent and disabled men at 61 per cent as compared to their non-disabled peers who participate at rates of 64 per cent (women) and 89 per cent (men) (Eurostat 2002). In the United States, the employment-to-population ratio is 33.4 per cent for disabled women and 40.7 per cent for disabled men as compared to 73.1 and 86.6 per cent for their non-disabled counterparts (Bjelland et al. 2008). The Korean employment-to-population ratio is 20.2 per cent for disabled women and 43.5 per cent for disabled men (Korea MOL 2007), while the figures are 49.2 and 71.1 per cent for non-disabled women and men, respectively (Korean Statistical Information Services 2008). 
Wages

When people with disabilities do work they are more likely to earn lower wages or garner smaller incomes, especially women with disabilities. Figures from the United States show that the median annual income of disabled persons who work full-time is US$ 34,200 as compared to US$ 40,700 for their non-disabled counterparts (Erickson et al. 2008). In Korea, disabled persons annually earn an average of US$ 18,888 as compared to US$ 28,800 for non-disabled persons (Korea MOL 2007).  
Education

Education is crucial to future participation in training and employment or self-employment. Yet, it is estimated that one in three of the world’s 77 million children who do not attend school regularly have disabilities (World Vision International 2007). UNESCO estimates that only 10 per cent of children with disabilities attend school in developing countries (UNESCO 2006). In the United States, disabled persons are twice as likely to drop out of high school as their non-disabled peers (Steinmetz 2006). In Chile, disabled persons have an average of only 6.4 years of education whereas the entire population averages 10 years (INE Chile 2000).

Vocational Training

The figures, especially comparative data, for enrolment in vocational training and higher education are more difficult to come by, but in 2000 Australia found that 11.8 per cent of the total working age population enrolled in its Training and Formal Education System as compared to only 3.3 per cent of working age disabled persons (ILO 2006). Viet Nam reports that less than 3 per cent of persons with disabilities have received skills training (Viet Nam presentation at ILO Korea Fellowship training, 2006). Similarly, Sri Lanka estimated that about 3.3 per cent of disabled persons have received such training (Sri Lankan country team presentation at ILO Korea Partnership Study Tour, 2008).  
Poverty and Microenterprise Development

Considering these figures, it is not surprising that disabled persons are among the poorest of the poor with the UN estimating that in developing countries 80 per cent of disabled persons live in poverty. In Bolivia, the poverty rate for disabled persons is 66 per cent (INE Bolivia 2001) and in the United States, 24.7 per cent of disabled persons of working age live below the poverty line as compared to 9 per cent for non-disabled persons (Erickson et al. 2008). 

Most disabled persons in developing countries live in rural areas; in fact, an estimated 80 per cent according to UN estimates. Rural areas pose particular challenges to accessing training and work opportunities especially for disabled persons. Many work in precarious employment or have established microenterprises or started income-generating activities in the informal economy or the agricultural sector, since these may be the most realistic options for earning money or contributing to family livelihoods. These options often require access to business development services and credit. Credit access is a particular barrier for disabled persons, especially the most poor, least educated or those who lack transport. This lack of credit access has been documented in ILO TC projects related to disability and small enterprise development. Also, Handicap International (HI), a major NGO serving disabled persons, conducted research among microfinance institutions (MFIs) and found that the rate of disabled borrowers ranged from only 0 to 0.5 per cent of the total served. However, when MFIs did loan money to disabled persons, 70 per cent did so under the same conditions as for other clients and disabled clients were rated among the MFIs’ best customers (HI 2006).  

General Barriers

These figures tell a story that is well known among people with disabilities and those who serve or advocate for them. Whether disabled persons live in the most industrialized countries of the world or in the least developed, they face similar patterns of reduced socio-economic participation and the similar barriers to decent work. In the United States, disabled persons cite discrimination and transportation as the major reasons for not being employed. These same issues prevent disabled persons from accessing credit in Africa or securing services to increase their employability in Fiji. 
Cost of Exclusion

From a global economic perspective, the cost of disability exclusion is great. A World Bank commissioned study found it to be between US$ 1.37 and US$ 1.94 trillion or an average annual global GDP loss per disabled person of US$ 2,486 to $8,226 (Metts 2000). A draft ILO working paper, using an advanced calculation of the method used in the World Bank study estimated the costs of exclusion in several Asian and African countries. The costs to the national GDP were found to be 3 per cent for Viet Nam, 5 per cent for Ethiopia and 7 per cent for South Africa (Buckup forthcoming). In OECD countries (OECD 2008) the cost of disability benefits alone is 1.23 per cent of overall GDP and according to the International Social Security Administration (ISSA 2008) many OECD countries spend twice as much on disability as on unemployment. 
While many disabled persons are unable to work and need social protection, the OECD reports that 45.1 per cent of economically-inactive persons with permanent disabilities in the United Kingdom stated that they wanted to work (OECD 2007). In the United States, a survey of disabled persons found that two out of three disabled persons who were not working preferred to be employed (NOD 2000). Many face what has been termed the “benefits trap”, a term used to describe the situation where forgoing benefits for what is often low-paying work can jeopardize long-term income or even health care. 
Business Case

People with disabilities who are not working represent an under-utilized human resource. Increasingly, companies are realizing the business case benefits for hiring disabled persons such as increased productivity, better attendance, and increases in overall employee morale and team work. Numerous company examples, many with specific data support the business case. Another motivator for hiring disabled persons is corporate social responsibility and company image. A survey in the United States found that 92 per cent of respondents were more positive about a company that hired disabled persons and 87 per cent were more likely to give their business to such companies (Siperstein et al. 2006). 

Another business reason for hiring disabled persons is to better attract them and their families as customers. The aggregate consumer spending of disabled persons in the United States is estimated to be US$ 1 trillion (DiversityJobs.com 2007). In the United Kingdom, the annual spending power of disabled persons amounts to GBP 80 billion (about US$ 1.2 billion) (Suter et al. 2007).
Conclusions of data 
The case is clear that when included, disabled persons contribute to the economic development of their countries, as employees, entrepreneurs and consumers. Too often, however, they are excluded from the very activities - such as education and training - and denied access to services such as transport, which provide a path to decent work. 
The ILO’s focus on inclusive job-rich growth strategies must include dimensions to reach out to this segment of the population that is too often involved in precarious employment and subsistence income-generating activities, making them particularly vulnerable to economic downturns and the negative aspects of globalization. At the same time, ignoring the disability perspective denies countries the full benefit of the contributions of disabled persons and businesses the full development of market opportunities. 
What is disability inclusion? 

Broadly speaking, disability inclusion refers to promoting and ensuring the participation of people with disabilities in education, training and employment and all aspects of society AND providing the necessary supports and reasonable accommodations so that they can fully participate. Disability inclusion is more than just inviting disabled persons to the table; it is assuring that they can get to the table, that the barriers to participation are removed. Such barriers are physical (such as architectural and transport), information and communication (such as training formats and information dissemination methods), policy and legal (lack of laws and policies or their implementation); institutional (such as lack of capacity), and attitudinal (such as negative attitudes and stereotypes). 
The ILO adheres to the social model of disability. According to the model, the disadvantages disabled persons face result from the interaction of social barriers with the person’s impairment. Ensuring rights, removing barriers and including disabled persons in the full spectrum of society will reduce such disadvantages. In the area of employment and training, this will mean making vocational training and employment systems and centres inclusive of disabled persons by assuring they can access such services, that staff is trained to meet their needs and that specific services and supports are provided so that they can fully and equitably participate. In employment, their rights to non-discrimination and equal treatment and equal opportunities must be protected through national policies and the programmes that implement them. 
From the ILO perspective, disability inclusion means that we must ensure that the disability perspective and disabled persons are part of all ILO activities in the Sector, from the planning and design phase to implementation and assessment of activities and services, including research, advocacy and the development of tools and products. 
Policy underpinnings and partners - The ILO, the UN family and beyond
The ILO Declaration on Social Justice for a Fair Globalization, put forth at the 97th Session of the International Labour Conference in June 2008, reaffirms the ILO’s social justice values and the challenges to achieving decent work for all within the present context of globalization. It declares that “full and productive employment and decent work should be at the centre of economic and social policies…” However, as already noted, disabled persons are too often left out of such policies. In times of accelerating change and increasing inequalities, they are even more likely to be in jeopardy or out of work completely. The justification that “even non-disabled people are not working” is often offered when the inordinate poverty and low labour market participation rates of disabled persons are cited, as if this is a viable rationale for their marginalized position. Often however, such data is nonexistent because disabled persons were not included in labour force participation or other socioeconomic data surveys in the first place, giving the message, “If you are not counted, you do not count.” 

The Declaration affirms, however, that everyone counts and no one should be left behind: “Gender equality and non-discrimination must be considered to be cross-cutting issues…” The Disability Initiative calls for a similar cross-cutting approach to disability. 
The inclusion of disabled persons is enshrined in the ILO’s mandate for equal treatment and equal opportunity for disabled persons which forms the basis of ILO Convention No. 159, the ILO Code of Practice on Managing Disability in the Workplace and many other ILO Conventions and Recommendations. The mandate is fully aligned with the Global Employment Agenda (GEA), especially the pillars of improving the productivity and opportunities of the working poor, ending discrimination in the labour market and increasing employability and adaptability of the labour force. The underlying principle of ending labour market discrimination on any grounds is particularly relevant to disabled persons who have faced discrimination repeatedly in their quest for decent work and in accessing services and opportunities, such as skills training, which contribute to decent work and increased productivity. 

The ILO disability mandate has been given renewed strength and promotional opportunities with the coming into force of the UN Convention on the Rights of Persons with Disabilities and the recognition of disabled persons’ employment and training needs in many Decent Work Country Programmes. 
The ILO is looked to as a leader in disability based on its mandate, high profile activities and exemplary policy on employment of people with disabilities. As the impact of the new UN Convention is felt within the One UN System and at country level, the requests for ILO technical disability expertise are expected to increase. The UNDP has made disability a priority and many UN agencies are modelling their internal policies and field interventions related to disabled persons in line with ILO approaches. Some UN country teams are starting to review UN Development Assistance Frameworks to ensure that they address disability issues. 
Many ILO donors have already adopted disability policies, with 14 out of 24 of ILO’s major donors having a disability or disability inclusion policy in place. Donors such as AusAID have made disability a central feature of its overseas development assistance. At the country level, Governments are legislating anti-discrimination or affirmative action measures related to disability. Many require assistance in implementing them. Disability groups are becoming powerful advocates at international and national levels under the rallying cry of “Nothing About Us Without Us”. Their voices are being heard among ILO constituents. 
As noted, many employers and multinational companies are moving beyond perceiving disability as a corporate social responsibility to recognizing the business case for hiring and retaining disabled workers. And trade unions, especially in more developed countries, are engaging in campaigns and training initiatives to foster rights and reasonable accommodation for workers with disabilities. 

Clearly, disability inclusion is a concept that must be further implemented within the ILO to maintain our relevancy on the issue and to respond to our constituents. It is fully aligned with our work to implement the Declaration on Social Justice for a Fair Globalization and will contribute to the continued implementation of the GEA, the realization of the poverty reduction target of the Millennium Development Goals and the full achievement of decent work for all.  
Purpose of the Disability Inclusion Initiative 

The intent of the Disability Inclusion Initiative is to build on the ILO’s success toward the inclusion and mainstreaming of disability. The Initiative is being lead by the Employment Sector, at first in Headquarters. It will gradually be introduced to the field during 2009 and 2010. Specifically, the Initiative aims to: 
· increase the ability and confidence of staff to address disability issues;

· foster and achieve the inclusion of the disability perspective and disabled workers in all aspects of the Sector’s work; 

· encourage and support a similar inclusion throughout the Organization. 

The intent of the Disability Inclusion Initiative is simply this: Disability will become an integral part of all aspects of the work of the Sector and disabled persons and the disability perspective will be included in its major means of action - knowledge development, advocacy and technical assistance. Sector staff will become disability champions to foster disability inclusion in the field, within other Sectors of the ILO, among our social partners and other stakeholders and throughout the UN family.
The way forward - On twin tracks

The years of social exclusion, ignorance, discrimination and marginalization that disabled people have experienced cannot be simply erased by words and good intentions - no matter how powerful they may be. The international community recognizes this challenge and has adopted what has become known as the twin-track approach to disability inclusion. 
This means that in some cases, disability-specific programmes or initiatives are needed. For example, the ILO/Irish Aid Partnership Programme funds projects specific to disabled persons with a goal of improving legislation inclusive of and effecting disabled persons and their rights. Many countries have initiated hiring quotas and other affirmative action initiatives to target disabled persons. Some service programmes, such as teaching Braille or sign language, are necessary for persons who are blind or Deaf. These types of disability-specific activities are Track 1. For the ILO this means that the Disability Team continues its dedicated attention to disability issues in many ways. 
Track 2 refers to ensuring that disabled persons are included in services and activities of international and national authorities. It involves mainstreaming the disability perspective and the meaningful inclusion of disabled persons among target populations. Until full inclusion and equal opportunity and treatment become a reality, the twin-track approach is necessary. This means that the Disability Team will continue and notch up its efforts to support Sector staff to be more disability inclusive.
Getting started

The ILO Declaration on Social Justice for a Fair Globalization calls for capacity-building, greater knowledge sharing and understanding of synergies, non-traditional external partnerships and “coordinated use of its means of action” to meet the objectives of a fair globalization and the ILO’s social justice mandate. The Disability Inclusion Initiative actions are reflective of these recommended strategies. 
The Disability Team

The Disability Team within the Skills and Employability Department has been directed to provide immediate disability inclusion support and services to move the Disability Initiative forward. These supports include:

· establish and maintain a Disability Hotline and knowledge-sharing platform to provide expert responses, information and tools for questions and technical activities related to disability;
· provide coaching on how to include disability within knowledge development, advocacy and technical cooperation activities;

· disseminate information about disability issues and new developments, including about training, capacity building and funding opportunities;
· review and provide guidance in the development of proposals, documents, tools and products;
· develop networks of partner organizations, expert consultants, trained volunteers and interested interns to respond to requests for expert or human resource inputs to disability activities that go beyond the delivery capacity of the Disability Team. 
Through our means of action 
Some general ways to achieve the objectives of the Disability Inclusion Initiative is for colleagues across the Sector to: 
· evaluate the current process of including people with disabilities in activities and projects; 
· identify needs for support, tools and assistance to include disabled persons and notify the Disability Team of the types of assistance needed or anticipated;
· share experiences or special skills related to disability and successes or lessons learned in disability inclusion. 

The following is a list of initial practical steps to take related to the ILO’s means of action:
For knowledge development and research:

· whenever possible, include disabled persons as a group worthy of specific attention. When this is not possible, provide an explanation of why it is not possible and what is necessary to remedy the situation. Failing to mention disabled persons at all keeps them “invisible” and people who are not acknowledged do not count in terms of policy, programme and service decisions; 
· include the disability perspective in technical papers, manuals, reports, and so forth. Again, if not included, provide reasons and suggest remedies; 
· include pictures, illustrations or references to disabled persons in manuals, brochures, books, posters and public relations activities as a matter of course. Represent disabled persons in case studies as the integral and diverse members of the ILO stakeholder group that they are, rather than as token representatives. 

With regard to advocacy, disabled persons are covered by all ILO standards without exception, though certainly some are of more relevance than others - such as those related to non-discrimination, human resource development, equal pay, and so forth.
For advocacy: 
· include disabled persons in advocacy and policy development efforts, especially those related to areas where they are most marginalized, discriminated against, or not recognized as a group warranting specific consideration;
· note in particular how disability can intersect with other attributes such as, gender, ethnicity, HIV/AIDS status to create multiple disadvantage,
· actively advocate for the equal treatment and equal opportunity of disabled persons;
· note the particular circumstances that people with disabilities may encounter (for example, a lack of access to education and training, social isolation) that can lead to vulnerabilities, and pay particular attention to the issue of discrimination and the need for reasonable accommodation. 
In technical cooperation projects and activities, the following guidelines should be considered: 
· review donor policies on disability;
· consult and include people with disabilities or their representative groups when planning projects, establishing advisory committees, designing interventions, and so forth;
· include people with disabilities in project documents as beneficiaries and plan for the necessary reasonable accommodations that may be required so they can participate meaningfully, such as for specialized human resources, additional funds for assistive devices or related equipment and for producing materials available in alternative formats;
· define disability and plan for methods to gather desegregated disability data. 
Roll Out Strategy
Although no disability inclusion roadmap exists, the Sector will learn by doing, initially by working at the Headquarters level and then gradually introducing disability inclusion through field staff. 

In addition to providing the immediate supports described above, the Disability Team will undertake the following activities to implement the Initiative throughout 2009/10: 
· forming an internal disability working group, supplemented by an external advisory group of experts and representatives of disabled people’s organizations;
· establishing baseline data and benchmarks of progress;
· conducting disability awareness and capacity building activities;
· working with the International Training Centre in Turin to develop training programmes related to disability specifically and to include the disability perspective in general training activities;
· tracking requests made to the Disability Hotline and determining the impact of the service to inform future developments;
· determining support needs and refining methods for meeting them;
· identifying and disseminating examples of good practice and lessons learned in disability inclusion;
· developing tools and guidance to address support needs within the ILO.
Many of the activities noted will require long-term and continued work that will extend over several biennia. However, the work will begin now using available resources. A longer-term strategy will be developed as the Initiative unfolds and will include more substantive analysis of the issues, baseline data, progress achieved and specific direction for future action.
We hope we can count you in.
For more information, contact the Disability Team on the Disability Hotline: + (41-22) 799.61.92 or visit: www.ilo.org/employment/disability
Attachment: 
Examples of disability inclusion, past and underway
ILO Women’s Entrepreneurship Development (WED) Strategy
An inclusive approach to WED, tested and demonstrated in a TC project under the ILO-Irish Aid Partnership Programme, has met with widespread acceptance in the participating countries of East Africa. The approach is now reflected in the ILO strategy of Promoting Women’s Entrepreneurship Development, endorsed by the ILO Governing Body in March 2008 and is about to be implemented in the framework of Decent Work Country Programmes in many countries. 
ITC at Turin
The Turin Centre has offered a programme on labour market and disability for several years. In March 2008, through a collaborative effort between the ILO and Turin, a Disability Equality Training Programme was field-tested with ILO, Turin and other UN agency staff and managers as participants. Turin and the ILO are now collaborating to develop an online training course on disability. Selected Turin courses will also gradually become inclusive of disability modules, with the advanced Participatory Labour Law Drafting course as a first success. 

STAT
The Bureau of Statistics, along with the Disability Team, has prepared a compendium of national methodologies used to collect data on persons with disabilities, and published guidelines on improving the collection of statistical information on their employment. 
CRISIS
The draft Crisis Manual on Vocational Training and Employment Options for Ex-Combatants has a chapter devoted to disabled ex-combatants. In collaboration with Crisis, the Disability Team and WHO disability experts will prepare a contribution to a special section on disability to the Integrated Disarmament, Demobilization and Reintegration Standards, published by the Interagency Working Group on Disarmament, Demobilization and Reintegration. A joint project and other collaborations are being explored. 
Skills and Employability, Enterprise and others
The Disability Team is providing expert sourcing and technical review to the Know About Business (KAB) training package. The Training for Rural Economic Employment (TREE) manual, soon to be published, includes a disability module.  Using resources from the Irish Aid Partnership Programme’s INCLUDE project, resources are available to provide technical and financial assistance to include the disability perspective in other tools as well. SIYB projects in China and Viet Nam have included disabled persons with the former project producing a manual on including disabled persons in SIYB.
INCLUDE and WEDGE
As a follow up to initial ILO/Irish Aid Partnership Programme projects, the INCLUDE project, within the Disability Programme, will foster the capacity of country-level organizations to provide technical advisory services regarding the inclusion of persons with disabilities in mainstream policies, programmes and services, including programmes run by WEDGE. 
Asia Pacific Regional Office
Working in collaboration with the SKILLS AP Programme, the ILO is developing a partnership with Australian Business Volunteers and Australia’s National Disability Services to fund a programme of expert volunteers and consultants to provide technical inputs on disability inclusion. Volunteers and consultants can be trained using Turin’s online disability course. The region’s ILO Korea Partnership Programme has a strong disability component and is currently conducting research on inclusive vocational training practices in the region. 

Project examples
Several field-based projects are inclusive of disabled persons. Examples are the Skills projects in Burkina Faso and Niger, with the latter including a 15 per cent target for the participation rate of people with disabilities. Community Based Training/TREE-related activities in Pakistan and the Philippines targeted disabled persons among their participants. The Tsunami, Integrated Support for Small Enterprises and Informal Economy projects in the Asia Pacific region included disability components and the Factory Improvement Programme added an elective training module on disability to its package that was later adopted by major multinational companies in the region. Lessons learned and good practice examples from these and other projects will be captured to advise future inclusion efforts.
Social partner examples
Many examples of disability inclusion exist from among the social partners. An ILO information sheet and a video called From Rights to Reality illustrate action that has been taken by many workers’ organizations to address the rights and needs of workers with disabilities and disabled persons in general. Several employers’ organizations have also done commendable work. For example, the Employers’ Network on Disability, an activity of the Employers’ Federation of Ceylon in Sri Lanka partners with Government and local NGOs and disabled persons’ organizations to promote the training and hiring of disabled persons by engaging in such activities as awareness training for employers, media campaigns, sponsoring and encouraging on-the-job training and hiring and organizing job fairs for disabled persons. 
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