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1. Foreword

Welcome to our Inclusive
Employment Toolbox!

We hope this toolbox inspires you to reflect on and take
action against the existing barriers that continue to hinder the
full economic participation of persons with disabilities - this
toolbox should not only inform you, but also spark new
partnerships, ideas and a deeper commitment to promoting

inclusive employment.

When we look at the current standards of vocational
training, as well as employment promotion in international
development cooperation, a clear gap emerges: persons
with disabilities do not receive the same quality of
education, training and placement support as persons
without disabilities. Although persons with disabilities are
granted an often-little differentiated support, the right

to decent work is only vaguely pursued. What is missing
is a coordinated inclusive approach that begins in schools,
engages the community of persons with disabilities and
extends in the workplace with wide-ranging support.

With this in mind, we looked at the Integrated Approach
to Employment Promotion (IAEP) and assessed its
suitability and potential to foster inclusive vocational

training and employment. Implementation examples

have shown us that this approach is already being used

to some extent to achieve employment for persons with
disabilities. However, for meaningful change, development
cooperation must systematically address this goal of
getting persons with disabilities into employment. The
Sustainable Development Goals (SDGs), especially SDG 8
“Decent Work and Economic Growth”, cannot be achieved
if 15% of the world’s population is left behind.

For us, the team, it was a pleasure to develop this toolbox.
We received a lot of support, high-quality data, practical
insights and evidence from our partner countries - much
of it from our GIZ projects. The shared practices from
colleagues and their partners, many of them organisations
of persons with disabilities (OPDs), were very valuable.

A consultation workshop, followed by extensive review
and revisions, helped us in shaping the content in an
actionable way.

This toolbox is the result of a collaborative effort - the
“golden path” that works for achieving the inclusion of
persons with disabilities. It is designed to equip GIZ staff
members with basic knowledge on how they can contribute
to an inclusive labour market that empowers persons

with disabilities and aligns with international standards
and human-rights-based approaches. We are convinced
that inclusion is not just a goal - it is a process that
requires commitment, collaboration, and continuous

learning.

We would like to thank everyone who supported us by
providing facts, approaches, strategies, best practices,
experiences, contacts, feedback, and corrections.

m Note: This toolbox draws on the extensive
knowledge gained from various projects commis-

sioned by the German Federal Ministry for
Economic Cooperation and Development (BMZ)
and implemented by GIZ. Please note that any
project referred to as a ‘GIZ project’ in this toolbox
is supported and financed by the BMZ.
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1.1 Introduction to the toolbox

What is this document about?

This toolbox provides a practical introduction to approaches
for inclusive employment promotion. It aims to equip you
with the necessary knowledge and tools to plan and
implement measures that effectively support the inclusion
of persons with disabilities in the labour market. In doing
so, it systematises extensive implementation experience and
lessons learned of GIZ and its implementing partners. The
toolbox offers conceptually grounded, tried and tested
knowledge on what may work in different areas of interven-
tions and serves as a tool for translating good practices into
replicable approaches. It outlines specific intervention areas
(building blocks) that focus on key aspects of the employ-
ment ecosystem, providing guidance for both inclusion

and non-inclusion experts, with the aim of enhancing the
effectiveness and efficiency of project planning and

implementation.

For whom is the toolbox?

The toolbox is designed for project planners, implementers,
evaluators, and decision-makers involved in inclusive
employment promotion within German and international
development cooperation. It is particularly relevant for
those working in sectors such as vocational training, private
sector development and labour market policy who seek to

integrate the inclusion of persons with disabilities more
effectively into their projects. The module provides practical
guidance, tools and strategies to address barriers to
employment for persons with disabilities, involving
organisations of persons with disabilities in line with the
principle “nothing about us without us.” It is suitable for
both newcomers to the topic as well as experienced
practitioners looking to deepen their understanding of
inclusive and intersectional approaches in employment

promotion.

Why inclusive employment
promotion?

Persons with disabilities and other marginalised groups
often face systemic barriers that prevent them from
accessing fair and equitable employment opportunities.

In many contexts, structural inequalities reinforce cycles of
exclusion, limiting access to education, skill development
and decent work. Inclusive employment promotion aims
to break this cycle, in which limited opportunities lead to
poverty and social exclusion, which in turn further reduce

access to employment and inclusion.

Intersecting forms of discrimination - such as gender,
disability, age, religion or ethnicity - can compound these
barriers, increasing the risk of poverty, violence, and

exploitation. For instance, women with disabilities may
face heightened risks of sexual harassment and and
gender-based violence, while individuals with intellectual
or psycho-social disabilities often encounter stigmatisation
that limits their access to stable work.

The objective of inclusive employment promotion is to
create equal and fair opportunities in the labour market,
ensuring that all individuals can access decent work and
participate fully in economic life.

This toolbox is based on a human rights-based approach
and in line with the framework that underscores Germany’s
international obligation and political commitment to ensure
that employment promotion is inclusive, rights-based, and
sustainable.

Inclusive employment promotion is guided by several
strategic frameworks of German development cooperation:

- The UN Convention on the Rights of Persons with
Disabilities (CRPD), ratified by 191 states, with Article 24
on the right to education, Article 27 on the right to work
and employment, and Article 32, which commits to
inclusive international cooperation.->

- The 2030 Agenda for Sustainable Development with
Goal 4 on inclusive and equitable quality education,
Goal 8 on full and productive employment and decent
work for all and its core principle “Leave No One Behind.”
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- Germany’s Feminist Development Policy (2023), which
promotes equal participation and rights across all
genders to realize the potential of all, including persons
with disabilities.

- The OECD-DAC Marker for Inclusion and Empowerment,
which became binding in January 2024, and provides the
condition for accountability for inclusive programming
in international development cooperation and can
unlock potential for all projects.

- The Human Rights Strategy for German Development
Policy (2023), which requires a binding commitment
to human rights - including the rights of persons with
disabilities - in all development activities.

- The “Amman-Berlin Declaration of the Global Disability
Summit 2025”, drafted by Germany, Jordan, and the
International Disability Alliance (IDA) and signed by 100
governments and organizations by the end of May 2025,
sets clear targets for development cooperation on the
inclusion of persons with disabilities.

What is the Integrated Approach to
Inclusive Employment Promotion?

The toolbox addresses the complexity and multiple
dimensions of the labour market. It combines targeted
measures in key areas of labour supply, labour demand,
and in the matching between labour supply and demand.
This approach is based on the Integrated Approach to
Employment Promotion (IAEP) framework by German
Development Cooperation, which was developed to
increase the employment impact of projects.

The IAEP framework involves a coordinated approach
across the following areas:

e Labour Supply: Enhancing employability through
targeted skill development, vocational training, and
lifelong learning opportunities.

e Matching between labour demand and supply:
Bridging the gap through job placement services, career
counselling, and labour market information systems.

e Labour Demand: Promoting sustainable job creation
through private sector development, SME support,
and investment in employment-intensive sectors.

While the IAEP framework provides the overall structure,
this document specifically focuses on addressing barriers
that hinder persons with disabilities from accessing and
thriving in the labour market. This approach ensures that
each of the IAEP components incorporates strategies,
tools and measures tailored to the needs of persons with
disabilities.

By aligning disability inclusion measures with each
component of the IAEP framework, the approach not
only addresses structural barriers but also ensures

that persons with disabilities can fully participate in and
benefit from employment promotion initiatives.
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How is the document structured?

This structure is based on the BMZ Integrated Approach
to Employment Promotion (IAEP), which is visualised

as a house. The middle part of the house structure

focuses on three areas: improving the Supply of Labour
(e.g. through education and training), increasing the
Demand for Labour (e.g. creating jobs), and improving

the Matching of labour supply and demand. The roof
represents the Framework Conditions, covering education,
labour market, and social policies. Each of these areas
include different smaller building blocks, such as technical
and vocational education and training (TVET), career
guidance, and inclusive work environment, that represent
targeted fields of intervention. The base level of the house
symbolises the foundation of disability inclusion and
outlines core principles of inclusion, which apply across

all areas of intervention.

Each of the building blocks (i.e. areas of intervention) is
structured in a similar way to make navigation easy.
They start by outlining the rationale for inclusion in that
area, followed by key challenges, concrete approaches
and tools, and practical examples from the field.

Here’s what you will find in the different parts of the
toolbox:

- Integrated Approach: Learn how GIZ’s employment
promotion model is adapted to focus on the inclusion
of persons with disabilities and how the different parts
of the employment ecosystem are connected.

- Legal and Policy Frameworks: Explore how inclusive
educational, labour market, and social policies can
provide the foundation for change.

- Supply of Labour: Discover approaches to make
education, vocational training, and entrepreneurship
more accessible to persons with disabilities.

- Matching: See how inclusive career counselling,
supported employment, and mentorship can help to
connect job seekers with the right opportunities.

-> Demand for Labour: Learn how to work with employers
to create inclusive workplaces, promote inclusive

start-ups, and improve access to finance and services.

- Foundation - Principles of Inclusion: Understand the
cross-cutting principles that guide all interventions, such

as accessibility, self-determination, and equal participation.

-> Deep Dives: Take a closer look at inclusive approaches in

specific sectors such as the textile/garment industry and
the IT/digital skills field.
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Integrated Approach to Inclusive Employment Promotion

Each section can be read on its own,
so feel free to jump to the topics
most relevant for you!

Inclusive educational policy

Legal and Policy Frameworks

Inclusive labour market policy

Inclusive social policy

Supply of Labour Matching Demand for Labour

Inclusive education systems Inclusive career guidance
Inclusive TVET systems SRR employment
and mentorship

Inclusive re- and upskilling

Inclusive entrepreneurship training

Pillar 1

Pillar 2

Pillar 3

Foundation - Principles | What does inclusion require?

Accessibility
and reasonable

accomodation

Full and equal Self determination Non-discrimination
participation and involvement and equal
of self representing opportunities
bodies (OPDs)

Gender
equality and

intersectionality
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How to use the interactive document?

This interactive document is designed for flexible use. You
can click on each building block, allowing you to access
specific topics based on your interests and needs without
having to go through the entire document.

—— 1
[ ] [ ]

Each section provides concrete guidance, tools, and

examples to support the inclusion of persons with
disabilities in employment promotion efforts. If you are
new to the topic or need a refresher on key concepts, start
with the foundation, which offers essential information
on disability inclusion and the underlying principles of
inclusive employment promotion. This structure ensures

that you can navigate the content in the order that best
supports your work and learning objectives.

Throughout the toolbox, real-world examples and
actionable recommendations illustrate how to address
discrimination that occurs when multiple factors — such

as disability, gender, ethnicity, and age - overlap and
reinforce one another and hinder gender equality in
employment promotion efforts. While the toolbox
presents a comprehensive set of strategies, it is important
to acknowledge that learners and practitioners may not
always have the resources to implement all recommendations
at once.

What matters is taking the first step, because every small
action toward inclusion and gender equality counts.
Users should feel encouraged, not overwhelmed, and see
the toolbox as a guide to gradual, meaningful change.

Throughout the toolbox, suggested measures and
activities are accompanied by indicative cost symbols to
provide a general sense of the required investment.
These symbols are not tied to fixed budget lines but serve
as a practical orientation for planning purposes.

@ Denotes low-cost activities, such as aware-
ness sessions, small-scale adjustments, or
printed materials.

©®

Indicates moderate investment, for example
in training, infrastructure improvements, or

consultancy services.

@@@ Represents higher-cost interventions, such as
establishing permanent structures, long-
term financial support mechanisms, or
nationwide campaigns.

Actual costs will vary depending on the country context,
scale of implementation, and local market prices.

The estimates are intended to support initial decision-
making and budgeting discussions, especially when
integrating inclusive employment into broader development
programming.
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How to navigate?

See always
where you are!

Pr——————

Navigate between
the main chapters.

oo e S = e -e 2.GIZ’s integrated approach to inclusive employment promotion > 2.1. Roof: Legal and policy frameworks

Navigate between

the sub chapters.

2.1.3 Inclusive social policy

A Key challenge

Social policies are concerned with the well-being of a
population facing demographic, economic, social political
and cultural changes over time. They address issues of
social protection and social inclusion and should ideally

identify and reduce persistent inequalities and minimise
risks for all, including health, economic and environmental
risks. The social protection needs of persons with

disabilities are addressed in several human rights instruments

such as the United Nations Convention on the Rights
of Persons with Disabilities (CRPD), the 2030 Agenda for
Sustainable Development and its principle of Leaving
No One Behind o the ILO Social Protection Floors
Recommendation (No. 202).

Article 28 of the CRPD states that social protection and
adequate standard of living for persons with disabilities
includes essential aspects such as food, housing, clothing
and clean water. The CRPD also states that persons with

disabilities should have access to social protection and

poverty reduction programmes by the state and that

persons living in poverty need to be supported through

financial means, education, training and counselling. On

this basis, several countries have adopted inclusive social
policy schemes considering the needs of persons with
disabilities.

1 Legal &Policy [ 22 Supplyof Labnur] [ 23 Matching] [ 24 Demandifor Labour)| [|25 Principles of Inclusion ]

However, the mere existence of policies does not auto-
matically translate into concrete actions on the ground.
Where formal protection systems are lacking, persons

with disabilities rely inantly on ity support

Goal 1:

¥
‘Z?} Goals and potential measures/activities

systems provided by family, friends, NGOs, faith-based
organisations, etc. Heavily depending on these s a risk
because they can be unstable, limited, or inconsistent in
providing support. A key challenge in improving social
protection of persons with disabilities is changing
attitudes from viewing disability inclusion as a charitable
act to recognising it as a human rights obligation. This
transformation of attitudes often requires time.

In addition, social protection programmes and formal
community support systems lack resources, particularly
funding, to provide adequate support. Many programmes
also fail to account for the heterogeneity of disabilities
and the different needs of and barriers for persons with
disabilities. This is accompanied by a lack of data and
research on the needs and barriers to social protection of
persons with disabilities. Furthermore, persistent stereo-
types, discrimination and stigmatisation continue to
hinder the accessibility of social protection systems and
programmes for persons with disabilities. The inclusion
of persons with disabilities is a challenge but also an
opportunity for society as a whole and this should be
reflected in social policies.

and effective inclusive measures for

the social ion of persons with disabilities are

and

- Provide advisory services to governments and state

ministries to support the translation of social protection
policy schemes into concrete actions. Examples are social
and health insurance, housing programmes, cash transfer
schemes, disability pension and grants, residence care
services etc.

Costs: (£) ()

Good Practice Activity: In India, the Indira Gandhi
National Disability Pension (IGNDP) Project, part of the
National Social Assistance Programme, provides a
monthly pension to persons with disabiliies living at or
below the poverty line.

> Ensure broad i inthe

of national social protection schemes and programmes
by including social partners, civil society organisations
(especially OPDs), development partners and promote
their meaningful and effective participation in the

and monitoring process of

concrete policy measures and actions, e.g. by compensating
their consultancy work.

Costs: ©) @O ®)

Go back to the table of contents.

The house icon
brings you back to
the overview (p. 7).

It also shows you in
which layer of the
framework you are.

The cursor indicates
interactive content and
links with a hand symbol.
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1.2 Introduction to basics on disability inclusion

International treaties and models
of disability

The United Nations Convention on the Rights of Persons
with Disabilities (CRPD) calls for “full and effective
participation and inclusion in society” (Article 3c, CRPD).
This declares that inclusion is a fundamental human

right and must be a guiding principle in international
cooperation. Inclusion is only possible when disability is
understood as the result of societal barriers rather than
as an individual limitation. The CRPD defines persons
with disabilities as “those who have long-term physical,
mental, intellectual or sensory impairments which, in
interaction with various barriers, may hinder their full and
effective participation in society on an equal basis with
others” (Article 1, CRPD).

Different models of disability have shaped policies and
public perceptions in the past. The Charity Model viewed
persons with disabilities as dependent and in need of help,
reinforcing their social inferiority. The Medical Model, still
dominant in many areas, defines disability primarily as a
medical condition and assumes that the solution lies in
treating or “fixing” the individual rather than adapting
society. Nowadays, the Human Rights-Based Model is the
prevailing model of disability used in humanitarian and

development work, which is shifting the focus from
individual impairments and “a problem” caused by
functional limitations of one person to the way societies
and environments create obstacles. Instead of seeing
disability as a personal deficiency, this approach recognises
that exclusion arises from inaccessible infrastructure,
discriminatory policies, and limiting attitudes. The
human-rights based approach, which results from the
CRPD, widens previous models by recognising that

“all people are active subjects with legal claims and that
persons with disabilities need to participate in all spheres
of society on an equal basis with their non-disabled
peers”. This toolbox aligns with the CRPD and strongly
promotes a human-rights based approach to promoting

inclusive employment for and with persons with disabilities.

Basics for creating inclusive
environments
Adopting a human-rights based approach to disability

and implementing the CRPD requires certain basics for
creating inclusive environments:

Closing the data gap: In order to create inclusive environ-
ments, data collection plays a crucial role. Without
accurate, disaggregated and high-quality disability data,

10

barriers remain invisible, making it difficult to develop
policies and interventions that effectively address the
needs of persons with disabilities. Reliable data helps
identify gaps in education, employment, access to public
services and participation in general, allowing for targeted
interventions. Helpful survey tools in this regard are the
Washington Group Questions created by the Washington
Group on Disability Statistics. The Washington Group
questions are internationally recognised survey tools
developed to collect data on persons with disabilities in

a consistent and comparable way across countries.
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Examine persistent barriers to inclusion: Next to
collecting data, it is necessary to examine the barriers that
persons with disabilities face in different areas of life in
more detail. These barriers include attitudinal, physical,
and institutional obstacles. Attitudinal barriers include
negative stereotypes, stigma, biases and discrimination
that limit opportunities in education, employment, and
social life. Many of these misconceptions stem from a lack
of exposure to persons with disabilities in professional
or leadership roles. It also means that persons with
disabilities are seen as a problem rather than a valuable
and productive part of society. Physical barriers arise
from inaccessible infrastructure, such as public buildings
without ramps, transport systems that are not wheel-
chair-accessible, or digital platforms that do not provide
alternative formats for people with visual or hearing
impairments. These barriers make it impossible for
persons with disabilities to navigate their surroundings
independently. Institutional barriers, on the other
hand, exist within policies and regulations that fail to
accommodate diverse needs. These include rigid hiring
practices, lack of inclusive education systems, and an

absence of reasonable accommodation in workplaces.

Guaranteeing accessibility: Beyond removing barriers,
accessibility is a key factor in creating inclusive environments.
There are four main areas where accessibility needs to be

improved: physical spaces, information and communication,

institutional policies, and economic opportunities.
Physical accessibility refers to ensuring that workplaces,
transport, and public infrastructure are designed in a
way that enables persons with disabilities to use them
independently. This includes applying the principle of
Universal Design, which promotes the development of
environments, products, and services that are usable by
all people, to the greatest extent possible, without the
need for adaptation. Information and communication
accessibility requires the use of inclusive formats, such
as sign language interpretation, captioning, and screen
readers, to ensure that everyone has equal access to
information. Institutional accessibility focuses on
removing administrative and policy-related obstacles,
such as inaccessible education and employment systems.
Economic accessibility is equally crucial, as it ensures that
persons with disabilities have access to scholarships, fair
wages, funding opportunities, and assistive technologies.

Continuous awareness raising: Creating truly inclusive
environments demands a shift in mindset, proactive
adaptation, and ongoing awareness-raising. Proactivity
means recognising that inclusion does not happen
automatically but requires deliberate efforts. This includes
actively engaging organisations of persons with disabilities
(OPDs), allocating resources, and embedding inclusive
practices at every stage of project design. Adaptation is

equally important. Employers, policymakers, and service
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providers must be flexible in their approaches, ensuring
that recruitment processes, workplace structures, and
public services are accessible to all. Raising awareness is
crucial in making inclusion a reality. It involves recognising
that persons with disabilities are a diverse group with
different needs, shaped by factors such as gender, socio-
economic status, and cultural background. For example,
women with disabilities often face additional discrimination
at the intersection of gender and disability, requiring
specific interventions to ensure their full participation.

It is not only those directly affected by barriers who need
to be aware of them - those who design and implement
policies must also be sensitised to the realities of exclusion.
This includes training employees, ensuring accessibility in
workplaces, and developing clear emergency procedures
that take different needs into account. By promoting an
inclusive mindset and taking concrete action, barriers

can be dismantled, and accessibility can be integrated into

everyday practices.


https://universaldesign.ie/
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The “Twin-Track Approach”: Ensuring the full participation
of persons with disabilities in any intervention contributing
to more inclusive environments is crucial. The so-called
twin-track approach is a strategy that combines the two
complementary actions of mainstreaming disability
across all policies, programmes and services with targeted
interventions that directly address the specific barriers and
needs faced by persons with disabilities. By integrating both
general inclusion and focused support, the twin-track
approach guarantees that no decision is made without
the participation of persons with disabilities and promotes
equality, equity and helps build more inclusive societies.
The twin-track approach can be expanded by a third
action (the “triple-track approach”) that focuses on
strengthening policy dialogue, advocacy and system-wide
capacity to ensure that inclusion is a lasting, institutionalised

commitment.

This toolbox explores these basics for creating inclusive

environments in more detail in the five core principles that

form the foundation for inclusive employment promotion
for and with people with disabilities. These principles are:

e Accessibility and reasonable accommodation

o Self-determination and involvement of
self-representing bodies

e Gender equality and intersectionality
e Full and equal participation

e Non-discrimination and equal opportunities

2 Key sources

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

UN Flagship Report on Disability and Development

ILO guidelines on promoting decent work for persons

with disabilities: Managing disability in the workplace:
ILO code of practice | International Labour Organization

GIZ Handbook on Employment Promotion in
Development Cooperation
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https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-with-disabilities.html
https://www.un.org/development/desa/disabilities/convention-on-the-rights-of-persons-with-disabilities.html
https://www.un.org/development/desa/disabilities/publication-disability-sdgs.html
https://www.ilo.org/publications/managing-disability-workplace-ilo-code-practice
https://www.ilo.org/publications/managing-disability-workplace-ilo-code-practice
https://gizonline.sharepoint.com/sites/group_1501/Shared Documents/Forms/AllItems.aspx?viewid=5031e1c1%2Df65e%2D40b9%2Db827%2D0c623816e51a&as=json&id=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion%2F2022%5FGIZ%5FFull%20and%20Productive%20Employment%2Epdf&parent=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion
https://gizonline.sharepoint.com/sites/group_1501/Shared Documents/Forms/AllItems.aspx?viewid=5031e1c1%2Df65e%2D40b9%2Db827%2D0c623816e51a&as=json&id=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion%2F2022%5FGIZ%5FFull%20and%20Productive%20Employment%2Epdf&parent=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion
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11 Golden Rules

A series of easy-to-implement rules are presented below

to provide additional guidance on understanding the

needs of persons with disabilities and ensuring their full

participation in institutions or businesses. In combination

with the aforementioned basics for creating inclusive

environments, these “11 Golden Rules” can help break

down barriers:

1.

Make persons with disabilities feel welcome: Your
open nature makes any mistake that was made with
a good intention forgivable!

Challenge preconceptions: Treat persons with
disabilities as individuals. Do not prejudge or portray
them as victims, incompetent, or in need of charity.
Dismantle your misconceptions and meet them at an
equal level!

Disability is not a medical condition - it is about the
environment: Don’t label persons with disabilities

as sick. Disability is a social phenomenon that you can
change through your contribution!

Recognise diversity: Persons with disabilities are
diverse and belong to different gender, age, culture,
ethnicity and socio-economic backgrounds. Listen
first and take an interest in their lived experiences!

Avoid a “one-size-fits-all” approach: Depending on
their type and level of disability, persons with
disabilities have different specific needs. Ask them
what disability means for them and provide individual
assistance!

Learn from real-life stories: There is a big chance that
you don’t know anybody with a disability who earns
their own income. But personal stories are the best
way to bring messages across. Organise a meeting with
a person or organisation of persons with disabilities

and learn from them.

Move beyond theory - focus on practice: Theoretical
inclusion rhetoric is not enough. Practical solutions are
needed. Persons with disabilities are the best experts
to help you shape the practice.
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11.

Access for all does not mean that everyone can do
everything: Inclusion ensures that persons with
disabilities are not excluded from the beginning and
that they are given a fair chance with good support
to achieve their goals.

Recognise different abilities: Everyone has unique
strengths. Embracing diversity opens the way for
persons to contribute meaningfully.

Small initiatives can drive big change: Inclusive
interventions are often initiated by committed
individuals. A small, motivated group can already

create a more inclusive society.

Support empowerment and self-confidence: Persons
with disabilities may experience challenges that affect
their self-esteem and limit their career expectations.
It is crucial that they find allies and supporters who
believe in their potential and help create pathways for
their success.
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2. GIZ’s integrated approach
to inclusive employment
promotion

In this toolbox, the IAEP is specifically applied to promote the
employment of persons with disabilities through inclusive and targeted
interventions.

It aims to create sustainable employment opportunities

for persons with disabilities through an inclusive strategy that takes
into account both the supply and demand sides of the labour market
and ensures effective matching between them, with legal and policy
frameworks serving as the overarching structure and ‘roof’ for these
three ‘pillars’.
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2.1. Roof: Legal and policy frameworks

Creating an inclusive society for persons with disabilities begins with strong, coherent legal and policy frameworks that guarantee equal rights and participation. The UN Convention on the

Rights of Persons with Disabilities (CRPD) obliges state parties to ensure that persons with disabilities can access education, employment, and social protection on an equal basis with others.

However, in many countries, national policies fall short of these commitments - not due to a lack of intention, but often due to limited awareness, weak enforcement mechanisms, fragmented

responsibilities, and the absence of meaningful participation by organisations of persons with disabilities (OPDs). Inclusion is frequently seen as an optional add-on rather than a legal obligation.

This chapter highlights how inclusive educational, labour
market and social policies can translate the CRPD into national
action. It outlines key challenges such as discriminatory laws,
policy-practice gaps, and under-resourced institutions, while
showcasing practical entry points for reform. In doing so, it
underlines that legal and policy reform is not only a human
rights imperative but a powerful lever for poverty reduction
and social justice. Inclusion doesn’t happen by accident - it
requires deliberate policies, continuous monitoring, and the
active involvement of persons with disabilities in shaping the
systems that affect their lives.

2.1.1 Inclusive educational policy

A Key challenge

In many countries, the educational needs of persons with
disabilities are neglected. Education policies should ensure
equal access, participation and success in education for all,
including persons with disabilities. However, existing
education policies often do not or insufficiently address the
inclusion of persons with disabilities in education systems.

By 2020, only 68 % of countries had established a national
framework with a definition of inclusive education, leaving
many educational institutions without a common under-
standing of inclusive education. In consequence, school
curricula are not adapted, inclusive teaching materials are
lacking, assistive devices are not available, and teachers
are not prepared or trained to ensure and provide inclusive
education that meets the needs of a diverse range of
students.

¥ ’'4
:'ﬁ « Goals and potential measures/activities
A 2 L3

Goal 1:

Laws and policies are developed and implemented
to ensure equal access to affordable and quality
education for all.

- Support key policy actors, i.e. Ministries of Education,
in the development of inclusive policies, strategies, and
action and implementation plans for high-quality
inclusive education that puts persons with disabilities
in the centre, using an intersectional approach.

Costs: (€)(©)

15

Good Practice Activity: As part of the PROMISE project,
GIZ supported the Jordanian Ministry of Education in the
development and implementation of a three-year action

plan to foster inclusive education in the country.

- Establish an expert committee with a diverse range of
experts from politics, academics, OPDs, private sector etc.
to facilitate consultation processes with OPDs and all
stakeholders in the education sector in the development
of an education policy and/or an action plan for inclusive
education.

Costs: (£)

- Establish a steering committee consisting of experts from
politics and academics that monitors, reports and advises
on the implementation of an inclusive education policy
and/or an inclusive action plan on education.

Costs: ©)(©)
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Good Practice Activity: As part of the PROMISE project,
GIZ supported the establishment of an expert committee
that oversaw the implementation process of the
three-year action plan for inclusive education.

Goal 2:
Policy actors are aware of the need for inclusive
education.

- Initiate regular awareness-raising events that sensitize
relevant policy makers for the importance and benefits
of implementing and funding inclusive education.

Costs: (£)

- Enable capacity building of government staff in the
education sector through regular training to ensure that
new developments and trends in inclusive education
are reflected in policy measures.

Costs: (£) (%)

% Target groups

Ministries, other government entities, civil society
organisations, bilateral and multilateral agencies

% Relevant stakeholders/potential partners

Ministries of Education, school authorities, UNICEF,
universities, churches, civil society organisations (incl. OPDs)

2.1 Legal & Policy [ 2.2 Supply of Labour] [ 2.3 Matching ] [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

@ Key enabling factors

e Multi-sectoral and multi-level approach that involves all
relevant institutions and stakeholders, incl. OPDs, actors
from the school environment (school leadership, teachers,
learners, parents)

e Committed and willing political and school leadership

e Systematic monitoring and evaluation

e National standards for inclusion of persons
with disabilities

o Accessibility of learning environment, availability of
assistive devices and reasonable accommodation

o Sufficient funding and resources for inclusive education
initiatives

e Data-driven approaches to measure and improve

inclusiveness in education

@ Guiding questions

1. Does the current national education framework, incl.
laws, policy strategies, implementation plan, curricula etc.
guarantee and legally anchor the right to education for
all, including persons with disabilities and their diverse
needs? Does it take into account intersectional perspec-
tives on disability, including “invisible” disabilities such as

mental impairments and chronic illnesses?
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2. Does it outline concrete measures to make the school
environment accessible for persons with disabilities?

3. Do national standards for inclusion and inclusive
education exist?

4. Is sufficient and sustainable funding allocated for
the implementation of policies to ensure inclusive,
high-quality education?

5. Is a multi-sectoral approach being adopted that takes
those values into account and incorporates the perspec-
tives and expertise of OPDs as well as key stakeholders
from the school environment, including school leader-
ship, teachers, learners, partners (e.g. churches) and
parents?

g"’ Additional publications/tools
UNESCO (2024): The Salamanca Statement anniversary:
30 years of progress?

UNESCO (2024): Every learner matters and matters
equally. Making education inclusive.

UNESCO (2017): A Guide for ensuring inclusion and equity
in education.

UNICEF (2021): Seen, Counted, Included: Using data to
shed light on the well-being of children with disabilities.



https://unesdoc.unesco.org/ark:/48223/pf0000390459
https://unesdoc.unesco.org/ark:/48223/pf0000390459
https://unesdoc.unesco.org/ark:/48223/pf0000388991 
https://unesdoc.unesco.org/ark:/48223/pf0000388991 
https://unesdoc.unesco.org/ark:/48223/pf0000248254
https://unesdoc.unesco.org/ark:/48223/pf0000248254
https://data.unicef.org/resources/children-with-disabilities-report-2021/ 
https://data.unicef.org/resources/children-with-disabilities-report-2021/ 
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p PROJECT EXAMPLE: Promoting Quality in Inclusive Education in Jordan (PROMISE)

The project “Promoting Quality in Inclusive Education in Jordan” (PROMISE) supports the Jordanian Ministry of Education in developing an inclusive education policy that pays particular

attention to children with disabilities. Although significant progress has been made at the policy level, with the Jordanian government ratifying important human rights conventions in the

education sector (such as the CRPD), and publishing its 10-year strategy for inclusive education in 2020), public schools need long-term and sustainable support to make the vision of a truly

inclusive education system for all a reality.

Activities implemented

e Joint development and implementation of a three-year
action plan with the Ministry of Education and the
establishment of a steering committee to monitor the
implementation.

e PROMISE is supporting the Ministry of Education to
conduct various community-based events and a nation-
wide campaign on inclusive education that addresses
negative beliefs and stereotypes about children with
disabilities and inclusive education. This awareness raising
further strengthens the three-year action plan in the
education sector and manifests inclusive education as
an integral part of Jordan’s education sector.

e The Ministry of Education has published “The 10-Year
Strategy for Inclusive Education” based on Jordan’s Law
on the “Rights of Persons with Disabilities” (Art. 18).

e In 2022 the Ministry of Education has issued the “Jordan
Declaration on Inclusion and Diversity in Education”.

Steps for implementation

e Build a trust-based and reliable partnership with the
relevant Ministry of Education in the country.

e Assess the current status of inclusive education in the
country and evaluate existing policies, laws, regulations,
action plans etc. on education.

e Support the development, implementation and monitor-
ing of a concrete action plan for inclusive education.

e Raise awareness among policy makers and communities
of the importance of inclusive and high-quality education.

-

Further good practice examples

e European Union (2019): Promoting inclusive education in
Greece - addressing challenges in legislation and
educational policy and practice: The EU Commission
supported the Greek Ministry of Education and Religious
Affairs to implement a new law on inclusive education
through the Structural Reform Support Programme.

The project aimed to promote a shift in practices and

approaches and as part of the project, mainstream
schoolteachers were empowered to respond to the
diverse needs of all learners.

GIZ Jordan: Early Childhood Education for Jordanian
and Syrian Children in Jordan - ECE (HEROES). Support-
ing the Ministry of Education in expanding access and
addressing learning losses through the Readiness
Programme.

GIZ Viet Nam: Programme Reform of TVET in Viet Nam
I1I. Policy advice on approaches to mainstream
inclusion across policies; consultative workshops;
capacity development of policy makers.

GIZ Western Balkans: Social Rights for Vulnerable
Groups (SoRi). Providing expertise and resources to
facilitate national multisectoral policy formulation;
coordinating inputs from various line ministries and
national-level agencies and ensuring participation
and inputs from OPDs.
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2.1.2 Inclusive labour market policy

A Key challenge

A labour market policy or National Employment Policy “is a
public policy approach that aims at achieving full, productive
and freely chosen employment” (ILO, 2021). As an umbrella
for a wide range of economic, social and labour market
policies, it can significantly improve access to the labour
market for persons with disabilities if it is well designed.

However, in many countries national labour market policies
either do not exist at all or when they do, they predominantly
focus on employment rates rather than on aspects of equity,
fairness and accessibility aimed at the inclusion of persons
with disabilities. Consequently, these policies often fail to
address the specific needs of these persons adequately,
such as access to reasonable accommodation, skills training
and tailored job placement services. In some countries,
persistent stigma and bias, along with certain policy
provisions - e.g. linking disability benefits to unemployment
- may contribute to the perception that persons with
disabilities are unfit for work and thereby discouraging

their participation in the formal labour market. Therefore,
persons with disabilities tend to work predominantly in

the informal labour market - if they can find work at all.
While a quota system could potentially improve persons
with disabilities’ access to the formal labour market, in
some cases, it results in low-paid government jobs with
limited career progression.

2.1 Legal & Policy [ 2.2 Supply of Labour] [ 2.3 Matching ] [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

In addition to that, the legal frameworks that should
protect persons with disabilities against discrimination are
often weak and there is a significant gap between policy
and practice due to inconsistent enforcement of inclusive
labour market measures. These weak frameworks are
frequently linked to a lack of disability-disaggregated data,
which prevents labour market databases from offering
meaningful insights into the barriers and opportunities
related to employment access for persons with disabilities -
insights that could otherwise support effective policymaking.
Furthermore, OPDs and disability networks are often not
involved in the policy-making process at all, or only in ways
that are not meaningful or effective.

N ¥ 4
> 'ﬁ « Goals and potential measures/activities
A 2 L3

Goal 1:

Meaningful and effective inclusive national labour
market policies are developed, implemented and
monitored.

- Promote a pragmatic approach by reviewing and
promoting the adjustment of already existing national
labour market policies with emphasis on disability
inclusion in line with the CRPD.

Costs: (€)(©)
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Good Practice Activity: In India, the Rights of Persons
with Disabilities Act 2016 realises the country’s commit-
ment to the CRPD and guarantees persons with disabili-
ties access to equal employment opportunities. The law
requires all public and private institutions to formulate
and publish an Equal Opportunities policy.

- Support the design of concrete national policy measures
to improve the inclusion of persons with disabilities in the
labour market, including measures in the areas of active
labour market policies (e.g. wage subsidies, workplace
assistance, inclusion agreements, integration companies)
and passive labour market policies (e.g. disability
pensions, compensation for disadvantages, severely
disabled person’s pass).

- Ensure that laws strictly prohibit discrimination against
persons with disabilities in employment and establish
feedback and complaint mechanisms to oversee compli-
ance with these laws. Impose consequences in case of
non-compliance.

Costs: (€)(©)

Good Practice Activity: In Germany, Article 3 of the
German Basic Law and the General Equal Treatment Act
prohibit employers to discriminate against persons with
disabilities.
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- Provide advice to government stakeholders and policy
makers on regulatory market policies, including on how to
implement a national compensatory levy and employment
quota system with the aim of motivating employers to
hire disabled people and improving their access to the
formal labour market.

Good Practice Activity: In Germany, private and public-
sector companies with a minimum of 20 employees are
obliged to give at least 5 percent of jobs to persons with
disabilities.

- Ensure broad stakeholder involvement in the development
of a national inclusive labour market policy, involving
social partners, civil society organisations, development
partners. Promote the meaningful and effective participa-
tion of OPDs and disability networks in the policy
development, implementation and monitoring processes,

e.g. by compensating their consultancy work.

Costs: (€)(©)(®)

Good Practice Activity: The South African National
Economic Development and Labour Council (NEDLAC)
brings together business, labour, government and civil
society and addresses the National Disability Policy in its
‘Development Chamber’ working group.

- Advocate for the improvement of labour market data on
persons with disabilities in order to guide the development
of inclusive labour market policies and employment

2.1 Legal & Policy [ 2.2 Supply of Labour] [ 2.3 Matching ] [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

strategies as well as labour market analysis. Make sure
the data collection process is in line with the Washington

Group questions.

Costs: (€)(©)

Good Practice Activity: The ILO Department of
Statistics (ILOSTAT) has introduced the Disability Labour
Market Indicators (DLMI) database to collect labour
market data on persons with disabilities.

- Support the establishment of a monitoring committee
that oversees the implementation of the CRPD regarding
inclusive labour market policies.

Costs: (£)(©)(©)

Good Practice Activity: GIZ Togo is a member of the
Monitoring Committee on the implementation of the
CRPD in Togo and is the contact point for international

partners.

Goal 2:
Policy makers are sensitised to the need for inclusive
labour market policies and act accordingly.

- Initiate awareness-raising events to sensitise policy
makers about the rights and abilities of persons with
disabilities and the importance and economic benefits
of implementing and funding inclusive labour market
policies.

Costs: (£)(©)(®)
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- Support capacity building for relevant policy makers
through regular training to address ongoing policy gaps in
the employment of persons with disabilities. Ensure that
new developments in the labour market, such as
digitalisation and climate change, are incorporated into
inclusive labour market policies.

Costs: ©)(©)(©)

% Target groups

Various national ministries, incl. the Ministry of Labour,
other government entities, the lead ministry for the
implementation of the CRPD, local governments, bilateral
and multilateral agencies, labour market researchers, job
centres, public employment services.

& Relevant stakeholders/potential partners

Private sector/business partners, trade unions, civil society
organisations including OPDs, disability networks, develop-

ment partners.
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@ Key enabling factors

e Commitment from the political leadership, including a
lead agency that has the authority and resources to lead
and coordinate the policy processes

e Clear institutional anchoring of policies

o Multistakeholder participation and inputs, especially
from OPDs

e Evidence-based policymaking that uses disaggregated
labour market data

e Strong database and constant research and analysis of
gaps and opportunities for labour market inclusion of
persons with disabilities

e Secured and consistent funding for the policy
development, implementation and monitoring process

e Improve the attitude of the employability of persons
with disabilities

e Compliance with and implementation of the CRPD

@ Guiding questions

1. Is an inclusive labour market policy in place that
considers the labour market integration of persons
with disabilities and is it in line with the CRPD?

2. Does a legal framework exist that protects persons with
disabilities against discrimination, e.g. in the labour

market? Are there any regular reports that investigate the

current status of disability protection in the country?

2.1 Legal & Policy [ 2.2 Supply of Labour] [ 2.3 Matching ] [2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

3. Are the inclusive labour market policies meaningful and
effective, i.e. are the policies constantly enforced and
improved by a government agency that has influence and
authority?

4. Is sufficient and consistent funding provided to develop,
implement and monitor inclusive labour market policies?

5. Are OPDs and disability networks involved in the policy
development processes in a meaningful and effective way?

6. Are inclusive labour market policies frequently monitored
and evaluated?

7. Does a national database exist, that collects and assesses
disability-disaggregated data with regard to labour
market integration?

E‘Z’ Additional publications/tools

ILO (2012): Guide for the formulation of national employ-
ment policies.

ILO (2015): Inclusion of people with disabilities in national
employment policies.

ILO, OECD (2018): Labour market inclusion of people with
disabilities.
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Youth Association of the Blind (YAB) (2023), Amer Makarem:

Involvement and Participation of Organizations of Persons
with Disabilities.

European Commission (2021): Promoting Employment and

Decent Work in Development Cooperation. Tools and
Methods Series.



https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_emp/@emp_policy/documents/publication/wcms_188048.pdf
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_emp/@emp_policy/documents/publication/wcms_188048.pdf
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_emp/@ifp_skills/documents/publication/wcms_407646.pdf 
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_emp/@ifp_skills/documents/publication/wcms_407646.pdf 
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@dgreports/@inst/documents/publication/wcms_646041.pdf 
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@dgreports/@inst/documents/publication/wcms_646041.pdf 
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/%40arabstates/%40ro-beirut/documents/publication/wcms_887242.pdf
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/%40arabstates/%40ro-beirut/documents/publication/wcms_887242.pdf
https://op.europa.eu/en/publication-detail/-/publication/6fe47a6a-c8cc-11eb-84ce-01aa75ed71a1/language-en. 
https://op.europa.eu/en/publication-detail/-/publication/6fe47a6a-c8cc-11eb-84ce-01aa75ed71a1/language-en. 
https://op.europa.eu/en/publication-detail/-/publication/6fe47a6a-c8cc-11eb-84ce-01aa75ed71a1/language-en. 
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through Legislation (PROPEL)

2.1 Legal & Policy [ 2.2 Supply of Labour] [ 2.3 Matching ] [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

PROJECT EXAMPLE: Promoting Rights and Opportunities for People with Disabilities in Employment

The ILO-Irish Aid Partnership Programme project on “Promoting Rights and Opportunities for People with Disabilities in Employment through Legislation” (PROPEL) supports

the Indonesian Government in addressing gaps in policies and practices related to employment and employability of persons with disabilities.

Activities implemented

e PROPEL organised workshops with policy makers and
other key stakeholders from employer and worker
organisations at the national and provincial level to
identify and review persisting policy gaps. The project
provided technical inputs on the draft of a new disability
law to eradicate discrimination against persons
with disabilities at high-level events involving various
influential policy actors.

e Policy makers and other key stakeholders have developed
an action plan to address persisting gaps in policy and
legislation related to employment and employability.

e Indonesia’s disability legislation is improved and will
provide the foundation for future policy and legislation
developments on skills training and employment
opportunities for persons with disabilities.

Steps for implementation

o Assess the current state of labour market policies in
terms of inclusivity and consideration of persons with
disabilities drawing on available data and research.

o Identify and review persisting gaps and challenges of
national labour market policies in collaboration with
government institutions and OPDs.

e Raise awareness among relevant policy makers for the
importance of implementing and constantly monitoring
inclusive national labour market policies through a
multi-stakeholder approach.

e Support the development, implementation and monitoring

of a concrete action plan for inclusive labour market policies.

o Build capacities of government institutions to implement

and monitor inclusive labour market policies.
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Further good practice examples

e ILO: The project “Promoting the Employability and
Employment of People with Disabilities through Effective
Legislation” (PEPDEL) focused on reviewing and
reforming national employment laws and policies in
collaboration with governments and OPDs.

e GIZ Indonesia: The “Social Protection Programme” (SPP)
provided policy counselling for the promotion and
enforcement of disability inclusive laws. The outcome was
the new disability law No.8/2016, a National Action Plan
for Human Rights and a handbook that provides relevant
ministries with guidelines on disability-inclusive budgeting.

e GIZ Togo: The “Promoting Vocational Training and Youth
Employment” project included, among other measures,
policy counselling with regard to Togo’s implementation
of the CRPD. GIZ Togo is therefore a member of the
national Monitoring Committee.

e GIZ Rwanda: The Promotion of Economy and Employ-
ment “Eco-Emploi” project supported the National
Council of Persons with Disabilities in developing a
Disability Management Information System to identify
barriers and facilitate labour market integration.
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2.1.3 Inclusive social policy

A Key challenge

Social policies are concerned with the well-being of a
population facing demographic, economic, social political
and cultural changes over time. They address issues of
social protection and social inclusion and should ideally
identify and reduce persistent inequalities and minimise
risks for all, including health, economic and environmental
risks. The social protection needs of persons with
disabilities are addressed in several human rights instruments
such as the United Nations Convention on the Rights

of Persons with Disabilities (CRPD), the 2030 Agenda for
Sustainable Development and its principle of Leaving

No One Behind or the ILO Social Protection Floors
Recommendation (No. 202).

Article 28 of the CRPD states that social protection and
adequate standard of living for persons with disabilities
includes essential aspects such as food, housing, clothing
and clean water. The CRPD also states that persons with
disabilities should have access to social protection and
poverty reduction programmes by the state and that
persons living in poverty need to be supported through
financial means, education, training and counselling. On
this basis, several countries have adopted inclusive social
policy schemes considering the needs of persons with
disabilities.
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However, the mere existence of policies does not auto-
matically translate into concrete actions on the ground.
Where formal protection systems are lacking, persons
with disabilities rely predominantly on community support
systems provided by family, friends, NGOs, faith-based
organisations, etc. Heavily depending on these is a risk
because they can be unstable, limited, or inconsistent in
providing support. A key challenge in improving social
protection of persons with disabilities is changing
attitudes from viewing disability inclusion as a charitable
act to recognising it as a human rights obligation. This
transformation of attitudes often requires time.

In addition, social protection programmes and formal
community support systems lack resources, particularly
funding, to provide adequate support. Many programmes
also fail to account for the heterogeneity of disabilities
and the different needs of and barriers for persons with
disabilities. This is accompanied by a lack of data and
research on the needs and barriers to social protection of
persons with disabilities. Furthermore, persistent stereo-
types, discrimination and stigmatisation continue to
hinder the accessibility of social protection systems and
programmes for persons with disabilities. The inclusion
of persons with disabilities is a challenge but also an
opportunity for society as a whole and this should be
reflected in social policies.
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Goal 1:

Meaningful and effective inclusive measures for
the social protection of persons with disabilities are
developed, implemented and monitored.

- Provide advisory services to governments and state
ministries to support the translation of social protection
policy schemes into concrete actions. Examples are social
and health insurance, housing programmes, cash transfer
schemes, disability pension and grants, residence care

services etc.
Costs: (£)(©)

Good Practice Activity: In India, the Indira Gandhi
National Disability Pension (IGNDP) Project, part of the
National Social Assistance Programme, provides a
monthly pension to persons with disabilities living at or
below the poverty line.

- Ensure broad stakeholder involvement in the development
of national social protection schemes and programmes
by including social partners, civil society organisations
(especially OPDs), development partners and promote
their meaningful and effective participation in the
development, implementation and monitoring process of
concrete policy measures and actions, e.g. by compensating
their consultancy work.

Costs: €)(©)(®)
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- Support the establishment of a Monitoring Committee
that oversees the implementation of the CRPD in relation
to inclusive social policies/social protection programmes.

Costs: (£)(©)(©)

Good Practice Activity: GIZ Togo is a member of the
Monitoring Committee of the implementation of the
CRPD in Togo and is the focal contact for international
partners.

Goal 2:

At governance level, the disability-inclusive compe-
tences of relevant policy makers, service providers,
and networks in the area of social protection are
strengthened.

- Initiate awareness-raising events to sensitise policy
makers, social protection service providers, and networks
on the national and local level about the right to social
protection and adequate living for persons with disabilities.

Costs: @@@

- Support capacity development for relevant policy makers,
social protection service providers and networks through

regular training to address current policy and service gaps.

Costs: ©)(©)(®)

Good Practice Activity: As part of the “Employment
Injury Protection Scheme for Workers in the Textile and
Leather Industries” (EIPS) GIZ supported 100 factories in
the adoption of Rehabilitation and Return to Work
(RTW) programmes.

2.1 Legal & Policy [ 2.2 Supply of Labour] [ 2.3 Matching ] [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

Goal 3:
The availability of data on the social protection
needs of persons with disabilities is improved.

- Support the integration of disability-specific indicators
into national databases as well as into social protection
programmes and projects. The indicators should also
consider intersectional factors such as age and gender.

Costs: (£)(©)

Good Practice Activity: The GIZ Social Protection
Project in Indonesia assesses newly developed instru-
ments for the employment promotion of persons with
disabilities in a separate module objective.

- Support governments in the establishment of a national
disability registry, enabling data to be linked to various
sectors, including social protection.

Costs: (£) ()

- Design and implement digital tools such as a mobile
application to simplify and enhance data collection on
the ground.

Good Practice Activity: The Disability Data Application

(DDA) of the Cambodian Disabled People’s Organisation

(CDPO) enables local OPDs to collect and share
information on the needs of persons with disabilities

living in their communities.
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% Target groups

Various national ministries (most importantly the ones
responsible for the implementation of the CRPD), other
government entities, bilateral and multilateral agencies.

% Relevant stakeholders/potential partners

Private sector/business partners, civil society organisations
including OPDs, churches, community leaders, development
partners, local authorities, and social services.

@ Key enabling factors

e Strong political commitment, including a designated lead
agency with the authority and resources to lead and
coordinate the policy process and the development of
national social protection programmes for persons with
disabilities

e Clear institutional anchoring of the policy and national
social protection programmes

e Multistakeholder participation and inputs, with active
involvement of OPDs and the community level

e Strong databases and ongoing research to identify gaps
and opportunities in inclusion and social protection of
persons with disabilities
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e Sustainable and consistent funding for the development, 6. Are OPDs and relevant community support actors involved
implementation and monitoring of policy measures in the design and implementation of concrete social
and social protection programmes such as social and protection measures in a meaningful and effective way?

health insurance, housing programmes, cash transfer 7. Is data available and regularly updated on the needs and

rogrammes, disability pension and grants, residence N b . .
prog yp & priorities of persons with disabilities with regard to social
care services, etc. .

protection?

e Attitude change towards disability inclusion and social
protection as a human right @” Additional publications/tools

* Compliance with and implementation of the CRPD GIZ (2021): Ensuring social protection for persons with

disabilities matters.

@ Guiding questions

1. Is there an inclusive social policy in place that considers

Center for inclusive policy - Resources on ‘Inclusive

Social Protection’.
the social protection of persons with disabilities in line
with human rights instruments such as the CRPD? ILO; IDA; UN PRPD (2022): Social Protection for the

Inclusion of People with Disabilities.
2. Does a legal framework exist that protects persons with

disabilities against discrimination? ILO (2022): Estimating the Extra Costs for Disability for

. . i i g .
3. Is the policy process, from development and implemen- Social Protection Programs

tation to monitoring and evaluation, transparent? Washington Group on Disability Statistics

4. Is the inclusive social policy meaningful and effective,
i.e.is the policy constantly enforced and improved by a
government agency with influence and authority? Does
the policy translate into concrete actions on the ground?

5. Is there sufficient and constant funding provided to
develop, implement and monitor an inclusive social policy
and social protection programme?
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https://socialprotection.org/sites/default/files/publications_files/210323_GIZ_DisabilityinclusiveSocialProtection.pdf
https://socialprotection.org/sites/default/files/publications_files/210323_GIZ_DisabilityinclusiveSocialProtection.pdf
https://inclusive-policy.org/inclusive/
https://inclusive-policy.org/inclusive/
https://www.social-protection.org/gimi/Media.action?id=18790 
https://www.social-protection.org/gimi/Media.action?id=18790 
https://www.social-protection.org/gimi/ShowRessource.action?id=57850%20
https://www.social-protection.org/gimi/ShowRessource.action?id=57850%20
https://www.washingtongroup-disability.com/ 
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SO PROJECT EXAMPLE: Public Works Programme (PWP)

Together with the Dedza District Council and in partnership with the Malawi Council for the Handicapped (MACOHA), GIZ supported the implementation of a pilot of the Public Works

Programme (PWP) that included persons with disabilities. In its previous state, the programme targeted extremely poor households, which include persons with disabilities, which do

have labour capacity but are excluded due to stereotypes regarding their work capacity. Awareness-raising and the close collaboration with persons with disabilities were key to make the

programme disability inclusive.

Activities implemented

o Disability awareness and sensitisation of Village
Development Committees (VDCs).
o Disability training for extension workers and awareness

raising for persons with disabilities and their families.

e Integration of messages about disability inclusion in the
guidelines for the extension workers and the database.

o Significant increase of the number of persons with
disabilities in the first and second work cycle of the pilot
of the Public Works Programme (PWP).

Steps for implementation

o Assess the current state of social policies and social
protection programmes in terms of inclusivity and
consideration of persons with disabilities, by drawing
on available data and research.

o Identify and review persisting gaps and challenges of

national social policies and social protection programmes

in collaboration with government institutions, OPDs, civil
society organisations and other relevant actors from
community support systems.

Raise awareness among relevant policy actors and service
providers for the importance of implementation and
constant monitoring of inclusive social policies and social
protection programmes in a multi-stakeholder process.

Support the development, implementation and monitor-
ing of concrete measures for social protection on the
ground, e.g. social and health insurance, housing
programmes, cash transfer programmes, disability
pension and grants, residence care services.

Build capacities of government institutions to implement
and monitor inclusive labour market policies.
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Further good practice examples

e Multi country: The programme “Towards inclusive social
protection to advance the rights of persons with disabili-
ties” (2019-2022) financed from UNPRPD, the ILO,
UNICEF, IDA and other partners strengthened evidence,
built capacities and engaged with OPDs for this endeav-
our. Information on the evidence, communication
materials and training courses are available on Global
Online Consultation on the Guidance Note on Inclusive
Social Protection Systems | socialprotection.org.

e GIZ Indonesia: The “Social Protection Programme” (SPP)
provided policy counselling for the promotion and
enforcement of disability inclusive laws. The outcome was
the new disability law No.8/2016, a National Action Plan
for Human Rights and a handbook that provided relevant
ministries with guidelines on disability-inclusive budgeting.

e GIZ Cambodia: The Social Health Protection (SHP)
project supports the Cambodian Ministry of Planning in
the development and adaptation of a questionnaire to
improve the access of persons with disabilities to free
health care.
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a+
2.2 Pillar 1: Supply of labour

In general terms, Supply of Labour refers to the hours worked by employees in return for a wage or salary. The willingness and ability of employees to work depends on factors

such as wage levels, working conditions, government policies and education and skill levels. According to the Integrated Approach to Employment Promotion (IAEP) by German

Development Cooperation, supply of labour means “improving employability” through (vocational) education, training and qualifications. “Employability” is defined in the IAEP as

“an individual’s capacity to acquire, assimilate, and apply technical, social, and methodological skills in a goal-oriented, responsible way toward gaining or keeping employment

in an environment of change”.

In theory, these definitions of supply of labour and
employability include persons with disabilities. However,
the participation of persons with disabilities in the labour
force, and with this their employability, is predominantly
constrained by a number of barriers, such as the lack of
inclusive policies, physical and structural barriers,
discrimination and, above all, the limited access to
education and skill development. Therefore, and in

line with the IAEP, this building block examines four
components of supply of labour:

An inclusive education system is essential to break the
vicious cycle of disability and poverty and should focus on
a person’s entire learning journey — from basic education
to transition projects to the labour market. This system is
based on education policies that do not only mention
inclusion but make it an integral part by also recognising
the diversity of disabilities. A truly inclusive education
system implements a multi-level approach that includes
all relevant stakeholders from government institutions to

organisations of persons with disabilities (OPDs) and
other civil society organisations (CSOs), and eradicates
infrastructural, institutional, social and financial barriers.

Inclusive Technical and Vocational Education and
Training (TVET) System provides persons with disabilities
with the skills they need to increase their employability
and access the formal labour market. Inclusive TVET can
also enhance the confidence and self-esteem of persons
with disabilities and increase their participation in the
community, leading to better and more social cohesion.
To achieve this, discrimination and common stereotypes
about the abilities of persons with disabilities need to be
dismantled, accessible TVET must become a default
component and financial barriers must be minimised.

Inclusive re- and up-skilling gives persons with
disabilities the opportunity to build on existing skills
(up-skilling) or to acquire new skills (re-skilling) that meet
the demands of the labour market. Strong partnerships
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between public and private sector actors when developing
training programmes that outline clear career paths, offer
support services and introduce exams/certifications to
institutionalise the skills acquired are crucial.

Inclusive Entrepreneurship Training encourages and
enables persons with disabilities to realise their business
ideas and, more importantly, equips them with the skills
and know-how needed to take the first steps towards
entrepreneurship. For this to happen, persons with
disabilities need to be taken seriously as potential
entrepreneurs and seen as an opportunity for society

as a whole. At the same time, training opportunities need
to be designed using real and successful business cases
that include alternative business models adapted to the
different needs of persons with disabilities.
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2.2.1 Inclusive education systems

A Key challenge

The principle of ‘Leaving No One Behind’ applies to all
levels of education and is a fundamental right of every
individual. However, persons with disabilities are still at a
significant disadvantage when it comes to accessing and
transitioning between levels of education, which has
long-term consequences. Lack of basic education often
marks the beginning of a lifelong cycle of exclusion.
Inclusive education is key to breaking the vicious cycle
of disability and poverty. Globally, 1 in 10 children has a
disability — nearly 240 million children in total. Compared
to their peers, they are 49 % more likely to have never
attended school and 47 % more likely to drop out of
primary school (UNICEF 2021). However, inclusion is

not simply about placing persons with disabilities in
mainstream schools without addressing their needs and
creating conditions in which all children can learn. To
ensure inclusion, educational systems should focus on the
entire learning journey, including structured transitions
from school to e.g. technical and vocational education
and training (TVET), recognition of prior learning and the
provision of preparatory programmes, and ensuring

that persons with disabilities gain the skills necessary

for employment and independence. Yet, various barriers
hinder progress:

[ 2.1 Legal & Policy ] 2.2 Supply of Labour [ 2.3 Matching ] [ 2.4 Demand for Labour ] [ 2.5 Principles of Inclusion ]

Infrastructural barriers: Many schools lack accessible
buildings, suitable sanitation and safe transportation,
particularly in rural areas. Some children with disabilities
are only accommodated in segregated facilities, limiting

true inclusion.

Institutional barriers: Basic education often fails to equip
learners with disabilities with essential skills (e.g. work
readiness skills or entrepreneurial skills), leaving them
unprepared for further education (e.g. TVET) or employment.
The lack of structured pathways between school and e.g.
TVET means many young persons with disabilities struggle
to transition successfully. Recognition of prior learning is
often lacking, preventing learners from receiving credit for
skills acquired informally or through experience. Additionally,
pre-educational activities that prepare learners with
disabilities for TVET courses are often insufficient or
entirely absent, making it difficult for them to meet entry
requirements.

Social barriers: Prejudice and stigma discourage efforts
to remove educational barriers, reinforcing negative
perceptions and increasing dropout rates. Children with
disabilities often lack the ambition to pursue a career, as
their environment suggests that they will be unable to work
in the future. Realities vary across different geographical
regions, with multiple intersecting disadvantages, such

as disability, gender, poverty, ethnicity and displacement,
leading to persistent educational and social exclusion.
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Financial barriers: Poverty restricts access to education,
as families struggle to afford school fees, transportation,
assistive devices and necessary learning materials.
Additionally, there is often a lack of information on or
access to social security measures.

N ¥ 4
*ﬂ‘ﬁ: Goals and potential measures/activities
¢

Goal 1:
Schools and other educational institutions are
accessible for children with all kinds of disabilities.

-> Improve the accessibility of school buildings through the
usage of the universal design for inclusive planning of
school buildings which considers accessible access to
classrooms, sanitation facilities and emergency exits.

Costs: (£)(©)

Good Practice Activity: In collaboration with a local
OPD, the ILEPS project in Jordan improved school
accessibility for children with walking disabilities, and
has a particular focus on accessible sanitation facilities.

- Provide assistive devices such as specialised chairs and
tables, screen readers, voice recognition software or sign
language interpretation.

Costs: (€)
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Good Practice Activity: GIZ Pakistan has improved the
learning experience for children with visual and hearing
impairments in government schools by ensuring the
provision of assistive devices such as glasses and hearing
aids, enabling greater participation in the classroom.

- Ensure inclusive learning materials by prioritising the
accessibility for students with different needs, e.g. provide
textbooks in larger fonts, make learning materials digitally
accessible etc.

Costs: (£)

Good Practice Activity: GIZ Pakistan encouraged
improved seating arrangements in classrooms, such as
reducing the distance to the door, which has had a
positive effect on children with walking disabilities.

Goal 2:
The quality of education is improved so that students
with disabilities can join the labour market later on.

-> Design inclusive education curricula that incorporate
prior learning, work readiness skills, promote entrepre-
neurial skills, and offer professional and career guidance
for learners with disabilities.

Costs: ()

- Collaborate with School Management Committees (SMCs),
Parent Teacher Associations (PTAs), VET and TVET schools
as well as OPDs in the design of inclusive school curricula
that incorporate work readiness skills.

Costs: (€)
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- Establish a council between education institutions and
private sector actors that exchanges and advises on
inclusive school curricula which include work readiness
skills.

Costs: (€)

- Organise internship opportunities for learners with
disabilities through public and private sector partnerships.

Costs: (€)

Good Practice Activity: In South Africa, the project
‘Employment Promotion for Women for the Green
Transformation in Africa’ (WE4D) cooperates with the
South African Supplier Diversity Council (SASDC). SASDC
has rolled out an internship programme, linking persons
with disabilities with their member companies. These
companies are sensitised on disability inclusion and on
how to provide a work environment conducive for
persons with disabilities.

- Implement extra-curricular literacy trainings to support
access to TVET for learners with disabilities.

Costs: (€)

- Collect data on students with disabilities to address their
education needs more thoroughly by making use of
databases such as The Washington Group on Disability

Statistics (WG).

Costs: (©)
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Good Practice Activity: The WE4D project uses a
standardised questionnaire for students that includes the
Washington Group questions on disability. The WE4D
project has also developed a disability guide to support
its monitoring and evaluation staff in integrating
disability into data collection and management.

Goal 3:
The capacity of school and teaching staff, parents and
communities for inclusive education is strengthened.

- Design and offer regular trainings and support measures
such as community of practice for teaching staff on
inclusive educational methods, curricula and learning
materials.

Costs: (£)

Good Practice Activity: The PROMISE project strength-
ened existing training opportunities by collaborating with
partners (incl. Ministry of Education) to provide teachers
with practical strategies on how to include students with
diverse needs and ensure teachers feel supported.
Training alone ist not enough, establishing communities
of practice are crucial.

- Design and offer regular counselling for parents to
support the learning and career aspirations of their
children and disseminate information on future career
prospects that acknowledges gender biases.

Costs: (£)



https://www.washingtongroup-disability.com/
https://www.washingtongroup-disability.com/
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Good Practice Activity: The Parent-Teacher Cooperation
Programme initiated by the GIZ PROMISE project in
Jordan promoted the teaching skills of parents in close
cooperation with teachers to improve the learning
outcomes of students with disabilities during the
COVID-19 pandemic. The programme conducted a needs
assessment and established a parent-teacher communi-
cation platform and working group to support inclusive
learning at home.

- Organise awareness-raising campaigns, workshops,
podcasts, theatre activities and other events at community
level in collaboration with OPDs to provide information
about the importance of inclusive education.

Costs: (€)

Good Practice Activity: As part of a campaign for
better education in Kosovo, more than 200 schools
competed to present their ideas and projects for a more

inclusive school culture.

Goal 4:

Financial barriers to inclusive education for persons
with disabilities are minimised through targeted
financial support.

- Establish national funding and scholarship programmes
that provide financial support to learners with disabilities,
including funding for school fees, inclusive learning
material, assistive devices, transportation etc.

Costs: (£)(©)
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- Work with TVET schools and their networks to offer
young people with disabilities internships and a stipend
to participate in training.

Costs: (£)(©)

- Provide information on social security benefits to
students with disabilities and their families and consider
an integrated approach to education, social security and
health.

Costs: (£)

&S Target groups

(Public) schools and other educational/teaching facilities
such as VET and TVET schools, school management
committees, teachers, career counsellors, parents-teach-
er-associations, OPDs.

% Relevant stakeholders/potential partners

Ministries of Education, school authorities, accreditation
bodies, UNICEF, universities, civil society organisations,
churches, private sector actors, community organisations.

@ Key enabling factors

e Multi-level and cross-sectoral approach that involves all
relevant institutions and stakeholders

e Committed school management

e Supportive parents and communities
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Committed private sector actors

National standards on inclusive education

Policies and frameworks for recognition of prior learning

Early investment in inclusive pre-educational programs

Accessible career guidance and mentoring support

Available disaggregated (intersectional) data on students
with disabilities

@ Guiding questions

1. Are public schools accessible to all learners, i.e. is
reasonable accommodation provided for learners
with disabilities? Are assistive devices accessible and
affordable? Are inclusive curricula, teaching methods,
learning materials provided?

2. Are learners with disabilities included in the mainstream
education system or are segregated facilities established?

3. Do public schools have the funding, staff and capacities

to provide high-quality inclusive education?

4. Is education for learners with disabilities linked to the

acquisition of work readiness skills?

5. Is the transition from basic education to VET and TVET
education for learners with disabilities part of the

curriculum?
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6. Are partnerships established between educational @ Additional publications/tools

institutions and private sector actors that focus on the
Save the Children (2022): Inclusive Education Resources

and Toolkit.

future employability of learners with disabilities?

7. Do learners with disabilities have the opportunity to gain
practical work experience, e.g. through internships? UNESCO International Bureau of Education (IBE) (2022):
Reaching out to all Learners: A Resource Pack for

8. Do funds/scholarships exist for learners with disabilities ) ) . .
Supporting Inclusion and Equity in Education.

who have limited financial means?

UNICEF (2021): Seen, Counted, Included: Using data to
shed light on the well-being of children with disabilities.



https://resourcecentre.savethechildren.net/document/inclusive-education-resources-and-toolkit
https://resourcecentre.savethechildren.net/document/inclusive-education-resources-and-toolkit
https://www.ibe.unesco.org/en/node/103?hub=41
https://www.ibe.unesco.org/en/node/103?hub=41
https://data.unicef.org/resources/children-with-disabilities-report-2021/ 
https://data.unicef.org/resources/children-with-disabilities-report-2021/ 
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p PROJECT EXAMPLE: Promoting Quality in Inclusive Education in Jordan (PROMISE)

The project Promoting Quality in Inclusive Education in Jordan (PROMISE), duration 2019-2026, supports the capacity building at school and community levels towards a more inclusive

education system. Target group of the project are pupils from kindergarten to 10th grade in public schools in Jordan. Particular attention is paid to children with disabilities. Many public schools

in Jordan are struggling to effectively implement inclusive education, with only 150 public schools accessible to children with disabilities in the 2016/17 school year. As a result, approximately

two-thirds of children with disabilities in Jordan do not receive an education. Children facing intersectional discrimination, such as those with refugee backgrounds, are particularly at risk.

Key barriers to inclusive education include a lack of knowledge and skills in its implementation, as well as insufficiently trained teaching staff working in overcrowded classrooms.

Activities implemented

e At the regional level, the project works with public
schools, offering daily support, such as improving
teaching methods, organising creative project weeks, and
hosting events for parents on inclusion.

o Additionally, the project focuses on capacity building
for school authorities, teachers, parents, and children.

e In close collaboration with partners, it implements hybrid
learning formats and face-to-face training sessions,
aiming to equip teaching staff with the necessary skills
to support each child’s individual learning journey.

e Various schools were supported in the development of
framework programmes that address needs and challenges
in the long term.

e Upscaling of activities and mutual learning was promoted
at various schools in different regions.

e Capacity development sessions were implemented with
the support of UNESCO in various schools.

Steps for implementation

Develop a classification of “disability” that supports
future cost management.

Engage with the Ministry of Education, as well as other
stakeholders, such as NGOs and UNESCO, that collabo-
rate with disability-inclusive schools.

Assess the current status: Conduct a baseline assessment
of existing inclusive education practices in schools,
focusing on accessibility, teaching methods, and teacher
capacity.

Support schools in making physical spaces accessible

to children with disabilities.

Design capacity-development sessions for school
authorities, teachers, and parents, addressing inclusive
teaching strategies and specialised support for children
with disabilities.

Promote hybrid learning formats: Provide both in-person
and online training for teachers.

Work with schools to develop and integrate curricula that
consider the needs of all students.
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e Organise workshops and parent-teacher events to raise
awareness about inclusive education.

e Regularly assess the impact of interventions, gather
feedback from schools, and adjust strategies to ensure

continuous improvement.

e Create networks between schools to share experiences,
challenges, and successes.

Further good practice examples
e Kenya: IT Bridge Academy

o Ghana: Foster Disability Inclusion with AmaliTech in
Ghana.

e Pakistan: Health screenings and better sanitation for

more inclusive schooling. Success stories from GIZ
Pakistan.

e Uganda: Inclusion at the Ikwera Negri School in Apac,

Northern Uganda.



https://inklusion-leben.org/wp-content/uploads/IT-Bridge-Academy-Kenya-Briefing-Note.pdf
https://www.giz.de/de/downloads/giz2020-en-becoming%20-a-disability-inclusive-employer-in-the-it-sector.pdf and https://inklusion-leben.org/wp-content/uploads/Fostering-Inclusion-in-Ghanian-IT-Companies-Lessons-Learnt.pdf
https://www.giz.de/de/downloads/giz2020-en-becoming%20-a-disability-inclusive-employer-in-the-it-sector.pdf and https://inklusion-leben.org/wp-content/uploads/Fostering-Inclusion-in-Ghanian-IT-Companies-Lessons-Learnt.pdf
https://www.giz.de/en/downloads/giz2023-en-success-stories-health-screenings.pdf 
https://www.giz.de/en/downloads/giz2023-en-success-stories-health-screenings.pdf 
https://www.giz.de/en/downloads/giz2023-en-success-stories-health-screenings.pdf 
https://akzente.giz.de/en/inclusion-uganda-school 
https://akzente.giz.de/en/inclusion-uganda-school 
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2.2.2 Inclusive TVET systems

A Key Challenge

Access to quality Technical and Vocational Education and
Training (TVET) is crucial in equipping persons with
disabilities with relevant skills needed to participate in
the labour market. However, numerous barriers prevent
equal access to education and training for persons with
disabilities. These include infrastructural barriers related
to the physical inaccessibility of many training venues
for persons with reduced mobility, as well as the lack

of inclusive training materials and teaching methods
that take into account different learning needs and
preferences, for example for persons with hearing or visual
impairments. In addition, access to TVET is hindered

by socio-cultural barriers, such as negative stereotypes
that underestimate the abilities of persons with disabili-
ties. These stereotypes are also intertwined with gender
stereotypes, resulting in a double discrimination and
exclusion of women and girls with disabilities from
technical TVET programmes. Furthermore, disability is
often directly linked to poverty, and financial barriers
affect participation in TVET programmes. Many persons
with disabilities work in informal jobs with poor working
conditions and limited career prospects due to restricted

opportunities in the formal labour market. Thus, participa-

tion fees or costs for transportation, assistive devices
and learning materials further impede access to TVET for
persons with disabilities.

[ 2.1 Legal & Policy ] 2.2 Supply of Labour [ 2.3 Matching ] [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

N ¥ "4
> ﬁ\: Goals and potential measures/activities
r

Goal 1:

Infrastructural inclusivity, i.e. infrastructure that
ensures the inclusion of all people regardless of their
mobility abilities, and accessible TVET education are
guaranteed.

- Design inclusive TVET programmes in collaboration with
OPDs and stakeholders from the public and private sector
to ensure that training programmes meet the diverse
needs of persons with disabilities and the demands of the
labour market.

Costs: (€)(©)

Good Practice Activity: The “Skills Development for
Economic Transformation (SD4T)” project in Rwanda
involves persons with disabilities in the process of TVET

curriculum development.

- Ensure the accessibility of TVET training venues through
universal design that considers ramps, elevators, door
width, accessible sanitary facilities, variant lighting etc.

Costs: (€)(©)(©)

- Provide assistive technology at the training venue such as
screen-readers, ergonomic keyboards etc.

Costs: (€)(©)

- Offer TVET learning opportunities in different formats,
e.g. in-person, online and hybrid to meet the different
learning needs and preferences of persons with disabilities.

Costs: (£)(©)
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- Ensure the digital accessibility of TVET learning materials
and integrate digital competencies and methodologies in
the training course.

Costs: (€)

Good Practice Activity: The GIZ project, “Reform of
TVET in Viet Nam”, has developed a digital accessibility
toolkit containing step-by-step guidance on improving
the accessibility of digital content.

- Create checklists and toolkits that include the most
important steps towards more inclusive TVET program-
ming, e.g. physical accessibility, assistive devices,
accessible digital learning materials etc.

Costs: (£)

Good Practice Activity: The “Promotion of Economy and
Employment Eco-Emploi” project in Rwanda developed a
disability inclusion checklist for TVET training measures.

- Conduct studies on barriers for persons with disabilities
in the TVET sector, to create up-to-date data on which
current and future improvements and adaptations for
greater accessibility can be based.

Costs: (£)(©)

Good Practice Activity: The “Promotion of Technical and
Vocational Education and Training (ProTVET) III” project
in Namibia conducted a study on the barriers to TVET for
persons with disabilities.
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- Train staff and management of TVET institutions on
disability inclusion.

Costs: (£)

Good Practice Activity: The GIZ project “Reform of
TVET in Viet Nam” provided organisational advice and
consultancy services to TVET colleges to develop
inclusion strategies and training programmes for
inclusive teaching.

Goal 2:
Awareness of inclusive TVET opportunities is
increased and negative stereotypes are dismantled.

- Develop an awareness campaign in partnership with
OPDs, and public and private sector institutions to
change perceptions about the capabilities of persons
with disabilities and encourage families and communities
to support their participation in TVET programmes.

Costs: (£) ()

- Develop mentorship programmes for guiding and
counselling individuals on how to support persons with
disabilities in TVET education.

Costs: (£) ()

- Raise awareness among persons with disabilities for TVET
opportunities by disseminating information using
different channels, e.g. podcasts, social media, advice
given at career centres, open days at TVET institutions etc.

Costs: ()

[ 2.1 Legal & Policy ] 2.2 Supply of Labour [ 2.3 Matching ] [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

- Communicate good practices to the public and promote
role models who advocate for disability inclusion using
different channels, e.g. podcasts, social media, open days
at TVET institutions etc.

Costs: (£)

Goal 3:
The attitudes of TVET staff towards disability
inclusion have changed. Their skills and capacities in

offering inclusive learning formats are strengthened.

- Support the development and implementation of
a training series on disability inclusion in TVET for
educational and management staff.

Costs: €)(©)

- Create straightforward handouts and guidelines for TVET
staff that explain the design of inclusive learning formats,
e.g. disability guidelines and checklists for inclusive TVET
based on the Washington Group Questions on Disability.

Costs: (£)

Goal 4:

Financial barriers to TVET participation for persons
with disabilities are minimised through targeted
financial support.

- Provide targeted scholarships or grants for persons
with disabilities to cover tuition, transportation, assistive
devices, personal assistants, learning materials etc.

Costs: (£)(©)
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Good Practice Activity: The project “Reform of TVET in
Viet Nam” developed a scholarship scheme to improve
the access to TVET for youth with disabilities.

- Provide constant and continuous funding for entrepre-
neurship trainings for persons with disabilities through
public-private partnerships.

Costs: (£)(©)
Goal 5:

Persons with disabilities successfully finish TVET
education and feel respected and safe. Create work
environments where employers approve their
abilities.

- Raise awareness of graduates with disabilities as future
employees among private sector actors, e.g. initiate an
awareness campaign targeting private sector actors,
invite them to open days at TVET institutions, develop
exchange/discussion formats etc.

Costs: () (©)

- Match TVET institutions with private sector actors to
jointly develop career prospects for graduates with
disabilities, e.g. by offering internships or trainee positions
with the prospect of permanent employment.

Costs: (£) ()
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8@ Target groups

Trainees with disabilities, TVET trainers, TVET training

centres (management and staff), communities

% Relevant stakeholders/potential partners

Political partners/sectoral ministries such as Ministries of

Education and Labour, private sector actors/corporations,

universities/colleges, OPDs, churches

@ Key enabling factors

Strong policy and legal framework for inclusive education

Committed and supportive governmental partners such
as the Ministry of Education

Accessible infrastructure/reasonable accommodation and
technology

Strong partnerships between public sector/government
institutions, corporations, OPDs, communities

Sufficient and constant financial support

Inclusion of formal (e.g. TVET courses provided at
vocational schools, training centres, technical colleges
etc.) and informal TVET systems (e.g. self-directed online
training, on-the-job training, apprenticeships etc.)

[ 2.1 Legal & Policy ] 2.2 Supply of Labour [ 2.3 Matching ] [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

@ Guiding questions

1. Were OPDs consulted in the design of the content and

forms of implementation of TVET programmes?

2. Are all training materials available in accessible formats

such as screen-reader-friendly text?

3. Are multiple learning formats (remote, in-person, hybrid)

offered to accommodate different disabilities and
learning preferences?

4. Are assistive devices, e.g. screen readers, speech-to-text

software, ergonomic keyboards, provided during training?

5. Are physical training venues fully accessible, with ramps,

elevators, accessible sanitary facilities etc.?

6. Are trainers and mentors educated in disability awareness

and inclusive teaching methods?

7. Are the costs of assistive devices, reasonable accommo-

dation, transportation, or personal support services
considered and covered when needed?

8. Is constant funding secured for TVET programmes

through partnerships with government institutions and/
or private sector corporations?
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@ Additional publications/tools

UNESCO (2025): Inclusion in TVET: a practical guide for
formal. non-formal and informal TVET institutions.

GIZ (2022): Inclusion in Technical and Vocational
Education and Training and Employment Promotion.

GIZ (2021): Designing TVET for Job Creation. In: GIZ,
Full and Productive Employment and Decent Work for_
all. Handbook on Employment Promotion in Develop-
ment Cooperation

GIZ (2019): Disability-inclusive Employment Promotion:

Lessons Learned from Five GIZ Projects.

GIZ (2018): Including Persons with Disabilities in
Employment Promotion. Chapter 3: Translating Disability
Inclusion Into Employment Promotion Practice:
Methodical Framework



https://unesdoc.unesco.org/ark:/48223/pf0000393633
https://unesdoc.unesco.org/ark:/48223/pf0000393633
https://www.giz.de/expertise/downloads/giz2022-en-inclusion-in-technical-and-vocational-education-and-training-and-employment-promotion.pdf
https://www.giz.de/expertise/downloads/giz2022-en-inclusion-in-technical-and-vocational-education-and-training-and-employment-promotion.pdf
https://gizonline.sharepoint.com/sites/group_1501/Shared%20Documents/Forms/AllItems.aspx?viewid=5031e1c1%2Df65e%2D40b9%2Db827%2D0c623816e51a&as=json&id=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion%2F2022%5FGIZ%5FFull%20and%20Productive%20Employment%2Epdf&parent=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion
https://gizonline.sharepoint.com/sites/group_1501/Shared%20Documents/Forms/AllItems.aspx?viewid=5031e1c1%2Df65e%2D40b9%2Db827%2D0c623816e51a&as=json&id=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion%2F2022%5FGIZ%5FFull%20and%20Productive%20Employment%2Epdf&parent=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion
https://gizonline.sharepoint.com/sites/group_1501/Shared%20Documents/Forms/AllItems.aspx?viewid=5031e1c1%2Df65e%2D40b9%2Db827%2D0c623816e51a&as=json&id=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion%2F2022%5FGIZ%5FFull%20and%20Productive%20Employment%2Epdf&parent=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion
https://gizonline.sharepoint.com/sites/group_1501/Shared%20Documents/Forms/AllItems.aspx?viewid=5031e1c1%2Df65e%2D40b9%2Db827%2D0c623816e51a&as=json&id=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion%2F2022%5FGIZ%5FFull%20and%20Productive%20Employment%2Epdf&parent=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion
https://www.giz.de/de/downloads/05_Disability-inclusive%20Employment%20Promotion.pdf 
https://www.giz.de/de/downloads/05_Disability-inclusive%20Employment%20Promotion.pdf 
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2.2.3 Inclusive re- and up-skilling

A Key challenges

‘Up-skilling’ (building on existing skills) and ‘re-skilling’
(acquiring new ones) offer significant opportunities to
improve the inclusion of persons with disabilities in the
future labour market. The rapid pace of technological
change makes such efforts particularly relevant. Persons
with disabilities are disproportionately likely to drop out of
educational systems prematurely and face unemployment
or precarious work in the informal sector, often with little
or no social security or opportunities for advancement.
Access to up- and re-skilling opportunities can play a
crucial role in breaking this vicious circle, paving the

way for increased employment and better prospects for
persons with disabilities. However, to enhance the career
growth and job security of persons with disabilities,

it is essential that these opportunities are inclusive by
eliminating biases in training selection processes and
aligning with their career development needs.

¥ ’'4
:‘ﬁ: Goals and potential measures/activities
¢

a

Goal 1:

Life-long learning and skills development for
persons with disabilities is ensured through fairly
distributed learning opportunities that also enable
persons with disabilities to participate.

[ 2.1 Legal & Policy ] 2.2 Supply of Labour [ 2.3 Matching ] [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

-> Develop an accessible and flexible off- and online training
programme with assistive technology for persons with
different disabilities, which incorporates future-focused
skills to enhance employability.

Costs: @

Good Practice Activity: AmaliTech is offering inclusive
digital trainings on Data Science and provides further
disability support for trainings through, for example, sign
language interpreters. GetINNOtized provided extra
study support for persons with disabilities, i.e. through
the preparation of summary meeting notes for trainees

with visual and hearing impairments.

- Connect persons with disabilities with career guidance
and combine technical skills training with soft skill and
entrepreneurship development to ensure that they have
the latest knowledge on how to generate income.

Costs: €)

Good Practice Activity: The Azubi Africa education &
employment programme by GetINNOtized trains young
talents with a focus on market relevant technologies and
functions as a connector between young talents with
disabilities from academia and the job market.

- Establish a platform for knowledge sharing and good
practices on the importance of disability inclusion for
the future of work, including opportunities for up- and
re-skilling for persons with disabilities.

Costs: (£)(©)
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Good Practice Activity: The project “Inclusion of Youths
with Disabilities on Africa Skills Portal for Youth
Employment and Entrepreneurship (ASPYEE)“ has
published a knowledge inventory, making curated briefs,
toolkits, reports etc. available online.

Goal 2:
Partnerships with public and private sector actors
are established.

- Collaborate with public and private sector actors to
design tailor-made inclusive training programmes/
curricula that meet their demands.

Costs: (€)

Good Practice Activity: The IT Bridge Academy Kenya
has successfully collaborated with NGO and private
sector partners in the development of curricula that
match the demands of the Kenyan labour market with
the IT skills taught to trainees with disabilities.

- Provide exams and certificates that are recognised by
public and private sector employers alike to improve the
employability of persons with disabilities.

Costs: (£)(©)

Good Practice Activity: The IT Bridge Academy Kenya
has made use of CISCO systems to equip trainees with
disabilities with highly recognised industry certificates.
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Goal 3:

The self-confidence of persons with disabilities
regarding their own capabilities and skills is
increased.

- Support the development of work experience
opportunities for persons with disabilities such as
trainee/internship programmes.

Costs: €)(©)

Good Practice Activity: The IT Bridge Academy Kenya
links graduates with disabilities to selected private sector
companies that offer three-to-six-months internships to

gain work experience.

- Integrate a mentorship programme with mentors and
coaches that accompany the skill building process of
persons with disabilities, provide regular feedback and
encourage trainees to grow.

Costs: (£)(©)

Good Practice Activity: As part of the IT Bridge Academy
project, Accenture and CISCO are offering a mentoring
programme for trainees with disabilities to provide
further career guidance and strengthen their career
prospects in the technology industry.

323 Target groups

Public authorities, private sector companies (esp. private
training providers, HR teams and managers), civil society,
employees with disabilities

[ 2.1 Legal & Policy ] 2.2 Supply of Labour [ 2.3 Matching ] [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

% Relevant stakeholders/potential partners

OPDs, civil society organizations, academia and other
educational institutions

@ Key enabling factors:

e Exchange of knowledge, good practices and general
collaboration of key stakeholders, including public
authorities, private sector private sector actors, civil
society organisations, OPDs, trade unions, academia
and other educational institutions

e Free-of-charge national and regional up- and re-skilling
programmes focusing on persons with disabilities

e National and international recognised exams and
certifications

o Visibility and awareness of the potential of persons with
disabilities as human resources in new employment
concepts, e.g. through increased flexible and remote
work in the creative gig economy or entrepreneurial/
self-employment sector

e Leadership commitment to inclusive re- and up-skilling
and the fostering of inclusive lifelong learning

e Clear career pathways and support mechanisms for skill
development for persons with disabilities

@ Guiding questions:

1. Which skills are currently in demand in the labour market
and which skills are expected to be highly sought after in
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the future? How can persons with disabilities be best
supported in acquiring these skills?

2. What partnerships with public and private sector actors
exist and could be established to design training pro-
grammes that meet the needs of the labour market?

3. What strategies can be used to increase the self-confi-
dence of persons with disabilities, including mentoring
and work experience opportunities like internships or
trainee programmes?

4. How can knowledge exchange and collaboration between
key stakeholders be facilitated to ensure the success of
re- and up-skilling initiatives for persons with disabilities?

5. Which incentives or support systems can help to encourage
participation in re- and up-skilling programmes?

& Additional publications/tools

ILO (2019): Making the future of work inclusive of people

with disabilities.

World Economic Forum (2022): What is the future of
work for persons with disabilities?

Enable Academy (n.d.): Jobs done by persons with
disability.

Sightsavers: IT Bridge Academy



https://www.ilo.org/publications/making-future-work-inclusive-people-disabilities
https://www.ilo.org/publications/making-future-work-inclusive-people-disabilities
https://www.weforum.org/stories/2022/05/future-of-work-persons-with-disabilities/
https://www.weforum.org/stories/2022/05/future-of-work-persons-with-disabilities/
https://www.enableacademy.org/resources/jobs-done-by-persons-with-disability/
https://www.enableacademy.org/resources/jobs-done-by-persons-with-disability/
https://www.sightsavers.org/programmes/it-bridge-academy/
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p PROJECT EXAMPLE 1: IT Bridge Acacemy

The IT Bridge Academy in Nairobi, Kenya, specialises in enhancing the IT skills of young persons with disabilities, equipping them with employable skills in the IT sector. The project has a
special focus on women, recognising the persistent gender gap in the technology sector. The IT Bridge Academy is a collaborative effort between public and private sector stakeholders.

Activities implemented w

e The Academy prepares trainees with disabilities for the e Since 2021, 90 % of all Academy participants, half of
CISCO Certified Network Associate (CCNA) and CISCO them women with disabilities, have successfully passed
Certified Technician (CCT) exams. It collaborates with the exams.

OPDs to support an inclusive recruitment process and .
PP P e A number of students have completed six-months

repare trainees with disabilities on access technolo . . . .
prep &y internships at selected private sector companies. Others

bete e ORI Rl pre D SETE: are further supported through mentorship programmes.

e The training curriculum combines technological skill

o Asignificant growth of self-confidence among trainees
with soft skill development and mentoring programmes . . -

regarding their skills and capabilities was observed.
to increase the employability of young persons with
disabilities at the end of the nine-months training * In 2022, the IT Bridge Academy Kenya was among the

programme. winners of the CISCO “Be the Bridge” award.

e The Academy links trainees to private sector employers to
gain work experience through a six-months internship
programme.
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p PROJECT EXAMPLE 2: Skill Development for youth with deafblindness in Bangladesh

In Bangladesh, youth with deafblindness have long faced daunting challenges like limited access to education, skill development, and employment. Social stigma, rooted in a lack of

awareness about deafblindness, has kept many isolated and dependent on their families, with little hope of economic independence.

To address these challenges, the Centre for Disability in Development (CDD) with support from Sense International, implemented a comprehensive skill development project across three

districts. The initiative aimed to empower youth with deafblindness (aged 14 to 35) by providing tailored pre-training, accessible vocational apprenticeships, and active caregiver involve-

ment. Through a community-based, inclusive apprenticeship model, learners received four months of pre-training focused on daily living, mobility, and communication skills, followed by

six months of hands-on vocational training under skilled Master Craft Persons (MCPs). Workplace accessibility audits and community sensitisation sessions ensured safe and inclusive

environments for both learners and caregivers. Many youths with deafblindness have transitioned from social isolation to active community participation. They have developed practical

skills, improved their independence, and gained the confidence to earn a livelihood.

Activities implemented

Identification and Assessment: Survey conducted to
identify youth with deafblindness and assess their
education, support needs, and vocational interests. In this
process Deafblind Field Educators (DFEs) in collaboration
with local OPDs identified potential learners with
deafblindness for the skill development training.

Recruitment and Training of Deafblind Field Educators
(DFEs) and OPDs/self-help groups: DFEs provided
home-based support, prepared learners for training,
and assisted Master Craft Persons (MCPs) in adapting
communication and teaching methods.

Pre-Training Phase (4 months): Learners received training
on daily living activities, communication, mobility, and

soft skills to prepare for vocational training.

Safeguarding Training: Safeguarding sessions were
conducted for MCPs, Technical Trainers, and support staff
during the pre-training period to ensure a safe, respectful,
and protective learning environment.

Orientation for Families and Caregivers: Caregivers were
engaged through awareness sessions and training to
support learners throughout the training and beyond.

Trade Selection and Workplace Matching: Trades were
selected based on learners’ interests, accessibility,
caregiver support, and local market demand.

Workplace Accessibility Audits and Adaptations:
Workplaces were assessed and modified to ensure safety,
accessibility, and comfort for learners with deafblindness.

Vocational Apprenticeship (6 months): Practical,
hands-on training provided at the workplace by trained
MCPs, supported by Peer Leaders and Technical Trainers.
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Provision of Allowances and Assistive Devices: Monthly
stipends provided to learners and caregivers; assistive
devices such as hearing aids and white canes were
distributed.

Community and Employer Sensitisation: Awareness
sessions held with market committees, employers, and
community members to promote inclusion and reduce
stigma.

Employment Support and Entrepreneurship: Post-train-
ing, some learners were employed by MCPs, while others

started small businesses with support from caregivers and
local resource mobilisation.

Follow-Up and Mentoring: DFEs and project staff
continued to provide guidance and support to learners to
ensure sustained inclusion and employment outcomes.
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o Individualised, Home-Based Pre-Skill Training Support:
Providing tailored pre-training support, including ADL
skills, communication through sign language, and the
use of assistive devices, helped to build the learners’
confidence and independence before entering vocational
training.

e Community Sensitisation for Inclusive Training Access:
Local awareness meetings conducted by Deafblind Field
Educators (DFEs) successfully reduced stigma, fostering
community acceptance. This enabled learners to access
training directly from Master Craft Persons (MCPs) in an
inclusive and supportive environment.

e Linking Skills to Income Generation and Self-Reliance:
By aligning learners’ personal interests with market-rele-
vant skills, the project enabled participants to secure
employment and start home-based work. This approach
allowed them to generate their own income and make

meaningful contributions to their families’ income.

e Family Members’ Involvement: Actively involving
caregivers throughout the training process proved
essential. Caregivers not only supported learners during

the apprenticeship but also co-managed income-generat-

ing activities afterward. This joint effort boosted the

[ 2.1 Legal & Policy ] 2.2 Supply of Labour [ 2.3 Matching ] [ 2.4 Demand for Labour ] [ 2.5 Principles of Inclusion ]

learners’ confidence and created sustainable livelihoods,
demonstrating the value of family involvement in skill
development programmes.

Skill Development Project for Youth with Deafblindness
Shows Positive Impact: The skill development project for
youth with deafblindness, which is categorised as a severe
and complex disability, achieved strong outcomes. Out

of 27 learners, 18 secured employments, earning between
200-400 BDT per day. Additionally, eight participants
launched their own businesses with support from
caregivers, earning between 500-1000 BDT per day. Three
learners continued their training with additional support.

Steps for implementation

Identify (digital) skills gaps among persons with disabili-
ties that align with labour market needs through market
research.

Combine practical/technological skills with soft skills and
the development of entrepreneurship skills when

designing a training curriculum.

Link training opportunities for persons with disabilities
to nationally and/or internationally recognised industry
certifications to increase employability.
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p PROJECT EXAMPLE 2: Skill Development for youth with deafblindness in Bangladesh (continued)

e Foster relationships with private sector actors to match
training contents with first work experiences in the form
of internships or trainee programmes.

e Apply a train-the-trainers and mentorship approach to
increase disability inclusion in skill development training
programmes through further assistance and support for
trainees with disabilities.

Further good practice examples
o Skills Initiative for Africa (SIFA)
e EnAble India

o “Inclusion of Youths with Disabilities on Africa Skills
Portal for Youth Employment and Entrepreneurship

(ASPYEE)”

e UNESCO (2023): STEP empowers people with
disabilities through skills training.

e GIZ Iraq: ICT - Prospects for a modern youth in Iraq.

e GIZ Kyrgyzstan: Promotion of employment and
vocational qualification.

e GIZ Ghana: Fostering Disability Inclusion in Ghanian
IT Companies (AmaliTech and GetINNOtized).



https://skillsafrica.org/
https://www.enableindia.org/
 https://aspyee.org/
 https://aspyee.org/
 https://aspyee.org/
https://www.unesco.org/en/articles/step-empowers-people-disabilities-through-skills-training
https://www.unesco.org/en/articles/step-empowers-people-disabilities-through-skills-training
https://www.giz.de/en/worldwide/83225.html
https://www.giz.de/en/worldwide/15301.html
https://www.giz.de/en/worldwide/15301.html
https://inklusion-leben.org/wp-content/uploads/Fostering-Inclusion-in-Ghanian-IT-Companies-Lessons-Learnt.pdf
https://inklusion-leben.org/wp-content/uploads/Fostering-Inclusion-in-Ghanian-IT-Companies-Lessons-Learnt.pdf
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2.2.4 Inclusive entrepreneurship
training

A Key challenge

Strategic entrepreneurship training is a crucial first step in
building a business, as it provides the skills and know-how
needed to become a successful entrepreneur. However,
entrepreneurship training is often not included in school
curricula or in the curricula of TVET institutions. The
trainings that do exist rarely consider persons with
disabilities and their diverse needs as their target group
and when they do, there is a general misconception of
how to design trainings for entrepreneurs with disabilities.
This misconception is illustrated by the lack of under-
standing of a truly inclusive training approach that
considers persons with disabilities as potential entrepre-
neurs and therefore trains them based on real business
cases. Another challenge is the lack of accessibility in
course materials and delivery methods, as many training
programmes fail to provide inclusive learning materials
and assistive devices. Additionally, inaccessible training
venues prevent in-person participation for participants
with physical disabilities. Another challenge is the
shortage of trainers with disability awareness, resulting in
content that does not address the needs of entrepreneurs
with disabilities. For example, many trainers may not be
familiar with alternative business models that accommo-
date flexible work schedules or adaptive communication
methods. High costs and funding gaps further limit access,
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as providing sign language interpreters, personal assistants,
or specialised learning materials requires additional
financial resources that many organisations lack. Finally,
the digital divide and technological barriers disproportion-
ately impact entrepreneurs with disabilities, especially
those in rural areas or with lower incomes, who may lack
high-speed internet, adaptive devices, or digital skills to
participate in virtual training.

N ¥ "4
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Goal 1:

The awareness for the need and potential of entre-
preneurship trainings for persons with disabilities is
raised.

- Design inclusive and accessible entrepreneurship
trainings in a collaborative process between government
institutions, private sector associations, financial
institutions, career/job centres and OPDs.

Costs: €)(©)

Good Practice Activity: “The Employment Promotion for
Women for the Green Transformation in Africa” (WE4D)
project collaborates with various stakeholders, including
the private sector, to jointly design and implement
inclusive entrepreneurship training programmes.

- Promote entrepreneurship trainings for persons with
disabilities with an intersectional approach (including the

needs of women with disabilities) in a nation-wide
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campaign and provide information through national
career/job centres.

Costs: ) (©)

- Provide constant and continuous funding for entrepre-
neurship trainings for persons with disabilities through
public-private partnerships.

Costs: (€)(©)

- Partner with business incubators and accelerators to
create pathways from training to business launch and
continuous support for businesses owned by persons
with disabilities.

Costs: (£)

Goal 2:
The accessibility of entrepreneurship training and
mentoring programmes is improved.

- Include inclusive entrepreneurship training as a standard
training module in school curricula and in the curricula of
TVET institutions.

Costs: (£)

- Develop and enforce accessibility standards/guidelines
for all entrepreneurship training materials, incl.
screen-reader compatibility, closed captions, audio
formats and Braille formats (font for persons with visual
impairments), etc. and promote the availability of these

training materials.

Costs: (£)(©)
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Good Practice Activity: The Economic Inclusion of
Refugees and Host Communities (ECOREF) project in
Rwanda collaborated with the audio tool specialist
VIAMO on the development and dissemination of

15 interactive audio lessons for its Work Readiness
program which enabled refugees who were going
through a one-year long lockdown in the camps during
the COVID-19 pandemic to participate in the program.
This audio tool is also recommended for persons with
disabilities in work readiness trainings although it was
not particularly targeting that group.

- Provide diverse learning formats, e.g., remote, in-person,
and hybrid options to accommodate different disabilities.

Costs: (£)(©)

- Train entrepreneurship educators and mentors on
disability inclusion, ensuring they understand different
accessibility needs and adaptive business models.

Costs: (£)(©)

Good Practice Activity: In Togo, a train-the-trainer
approach was implemented to ensure the development
of accessible and inclusive training contents and
materials as part of the GIZ project promoting vocational
training and youth employment in Togo.
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Goal 3:

Training venues are accessible and equipped with

reasonable accommodation for participants with

disabilities.

- Ensure the universal design of training venues by
providing ramps, railings, elevators, variant lighting,
accessible sanitary facilities, etc.

Costs: (€) ()

- Develop and enforce remote training opportunities
such as online trainings, local and mobile workshops,
etc. to accommodate aspiring entrepreneurs with
diverse disabilities and those living in rural areas.

Costs: (€)

- Provide sign language interpretation and reasonable
accommodation (assistive devices) at the training venue
such as screen-readers, ergonomic keyboards etc.

Costs: (€)(©)

- Offer financial support in form of grants or subsidies to
training centres and entrepreneurs with disabilities to
purchase assistive devices and hire personal assistants.

Costs: (€)(©)

- Establish safe spaces and reasonable accommodation as
well as care taking facilities at training centres that target
young mothers, including women with disabilities.

Costs: (€)(©)
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Good Practice Activity: The Economic Inclusion of
Refugees and Host Communities (ECOREF) project in
Rwand provided care-giving during short-term training
measures for young mothers, including mothers with
disabilities, which allowed them to go through the four
to six months’ long training. The support included
care-givers as well as infant supplementary food items
and hygiene articles in a separate wing provided by the
TVET schools.

% Target groups

(Aspiring) entrepreneurs/business owners with disabilities,
business educators and trainers, training institutions,
entrepreneurship hubs

ﬁ Relevant stakeholders/potential partners

OPDs, public sector/governments institutions, financial
institutions, corporations, educational institutions,
churches, business incubators and accelerators

@ Key enabling factors

e Mutual understanding of an inclusive training approach
for persons with disabilities

e Partnerships between public and private sector actors
and OPDs
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e Secured and dedicated funding for accessible
entrepreneurship education

e Enhanced online access through internet expansion
to rural areas

o Accessible infrastructure/universal design/reasonable
accommodation

e Inclusive education policies that address building
entrepreneurship skills of persons with disabilities

e Strong mentorship and support structures to guide
entrepreneurs beyond training

@ Guiding questions

1. Have OPDs been consulted in the design of entrepre-
neurship training content and forms of implementation?

2. Are all training materials available in accessible formats
such as screen-reader-friendly text?

3. Are diverse learning formats (remote, in-person, hybrid)
offered to accommodate different disabilities and
learning preferences?

4. Are assistive devices, e.g., sign language interpretations,
screen readers, speech-to-text software, ergonomic
keyboards, provided or supported during training?

[ 2.1 Legal & Policy ] 2.2 Supply of Labour [ 2.3 Matching ] [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

10.

Are physical training venues fully accessible, with ramps,
elevators, adjusted lightings, accessible sanitary facilities

etc.?

Are trainers and mentors trained in disability awareness

and inclusive teaching methods?

Are disabled entrepreneurs involved as mentors,

speakers, or trainers in the training programme?

Are the costs of transportation or personal support
services considered and covered when needed?

Is constant funding secured for entrepreneurship
training through partnerships with government
institutions and/or private sector corporations?

Are aspiring entrepreneurs with disabilities aware of
accessible training opportunities, for example through
information provided by career/job centres?
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@”’ Additional publications/tools

European Commission; Fundacién Prevent et al.: Guide for
Training Methodology and Materials for Entrepreneur-
ship. The Ecosystem to Forster Entrepreneurship in
People with Disability.

Employer Assistance and Resource Network on Disability
(n.d.): Small Business Toolkit.

Job Accommodation Network (JAN)

Habib, Ahsan; Cooney, Thomas M. (2024): Entrepreneur-

ship training for people with disabilities: A path to
emancipation. International Journal of Entrepreneurship.

BMZ (n.d.): Creating training opportunities and jobs for
oung people.

GIZ (2019): Disability-inclusive Employment Promotion:
Lessons Learned from five GIZ Projects.


https://ec.europa.eu/programmes/erasmus-plus/project-result-content/bf7311c8-a372-4535-ad7b-bd192d6d2284/GUIDE%20FOR%20TRAINING%20METHODOLOGY%20AND%20MATERIALS%20FOR%20ENTREPRENEURSHIP.%20THE%20ECOSYSTEM%20TO%20FOSTER%20ENTREPRENEURSHIP%20IN%20PEOPLE%20WITH%20DISABILITIES.pdf
https://ec.europa.eu/programmes/erasmus-plus/project-result-content/bf7311c8-a372-4535-ad7b-bd192d6d2284/GUIDE%20FOR%20TRAINING%20METHODOLOGY%20AND%20MATERIALS%20FOR%20ENTREPRENEURSHIP.%20THE%20ECOSYSTEM%20TO%20FOSTER%20ENTREPRENEURSHIP%20IN%20PEOPLE%20WITH%20DISABILITIES.pdf
https://ec.europa.eu/programmes/erasmus-plus/project-result-content/bf7311c8-a372-4535-ad7b-bd192d6d2284/GUIDE%20FOR%20TRAINING%20METHODOLOGY%20AND%20MATERIALS%20FOR%20ENTREPRENEURSHIP.%20THE%20ECOSYSTEM%20TO%20FOSTER%20ENTREPRENEURSHIP%20IN%20PEOPLE%20WITH%20DISABILITIES.pdf
https://ec.europa.eu/programmes/erasmus-plus/project-result-content/bf7311c8-a372-4535-ad7b-bd192d6d2284/GUIDE%20FOR%20TRAINING%20METHODOLOGY%20AND%20MATERIALS%20FOR%20ENTREPRENEURSHIP.%20THE%20ECOSYSTEM%20TO%20FOSTER%20ENTREPRENEURSHIP%20IN%20PEOPLE%20WITH%20DISABILITIES.pdf
https://askearn.org/page/small-business-toolkit 
https://askjan.org/topics/Entrepreneurship.cfm
https://www.abacademies.org/articles/entrepreneurship-training-for-people-with-disabilities-a-path-to-emancipation-17136.html 
https://www.abacademies.org/articles/entrepreneurship-training-for-people-with-disabilities-a-path-to-emancipation-17136.html 
https://www.abacademies.org/articles/entrepreneurship-training-for-people-with-disabilities-a-path-to-emancipation-17136.html 
https://www.bmz.de/en/countries/togo/core-area-training-and-sustainable-growth-for-decent-jobs-55916
https://www.bmz.de/en/countries/togo/core-area-training-and-sustainable-growth-for-decent-jobs-55916
https://www.giz.de/de/downloads/05_Disability-inclusive%20Employment%20Promotion.pdf 
https://www.giz.de/de/downloads/05_Disability-inclusive%20Employment%20Promotion.pdf 
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p PROJECT EXAMPLE: Promoting employment for women and vulnerable groups in Togo (ProEmploi+ Togo)

The GIZ project “Promoting employment for women and vulnerable groups in Togo” (ProEmploi+ Togo), contributes to an inclusive labour market in Togo by providing policy advice and

improving vocational training to strengthen the employability and entrepreneurial skills of persons with disabilities. In addition to improving the policy framework and education to make

the labour market more inclusive, the project empowers intermediary organisations, particularly local OPDs, that represent the interests of persons with disabilities, ensuring their involve-

ment in all relevant decision-making processes related to an inclusive labour market in Togo.

Activities implemented

e Design and implementation of short-term technical trainings
for persons with disabilities which prioritise the accessibility
of training contents through reasonable accommodation
and assistance such as sign language interpretation.

e Implementation of inclusive entrepreneurial training for
persons with disabilities using the training programme
FoDA (“Formation et Développement des Affaires”).

e Provision of support and advisory to the draft and
adoption of a new law on the social protection of persons
with disabilities in Togo.

e Various inclusive training formats were carried out in
collaboration with the National Directorate of Vocational
Training and Apprenticeship (DFPA) (“la Direction de la
formation professionnelle et de I'apprentissage”) and
different CSOs. These trainings, directed at persons with
disabilities, focused on conveying entrepreneurship, as
well as soft and life skills, to participants. Together with
the CSOs involved, a target quota was set in advance to

determine how many persons with disabilities should be
reached by the training courses.

e A methodological training guide for integrating gender
and disability was developed using the FoDA training
programme and disseminated among training centres

and trained facilitators.

Steps for implementation

e Design inclusive entrepreneurship trainings in close
collaboration with local OPDs who have contact to
aspiring entrepreneurs with disabilities and knowledge
on their needs.

e Implement a train-the-trainer approach to ensure the
autonomous design and constant development of

accessible and inclusive training materials.

e Secure funding for inclusive entrepreneurship trainings
through public-private partnerships.

e Educate entrepreneurship trainers on disability inclusion,
incl. on diverse teaching methods and learning preferences.

e Ensure the accessibility of training materials and physical
training venues and offer multiple training formats, i.e.,

in-person and digital training opportunities.
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Further good practice examples

e ILO Bangladesh (with financial support from GIZ):
Improving Social Inclusion through Skills Development
Project training young people with disabilities in
entrepreneurship with the ILO Start and Improve Your
Business (SYIB) global training materials.

e GIZ Sub-Saharan Africa: Employment promotion for
women for the green transformation in Africa (WE4D).
Under the Ugandan government’s Women Entrepreneur-
ship Programme (WEEG-UWEP), women benefit from
business development services to improve their business
capacities and access to markets. In partnership with See
Ability First International (SAFI), WE4D Tanzania
launched the project “Inclusive Jobs for Persons with
Disabilities”. Producer groups, comprised of persons with
disabilities, are established and enabled to set up their
own small crafts businesses. This will be achieved through
support with product development, practical and
entrepreneurial training, and creating market linkages.
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According to the Integrated Approach to Employment Promotion (IAEP) by German Development Cooperation, Matching services refer to “information, guidance and placement through
approaches of (active) labour market policy” that coordinate the supply and demand side of labour. These services play a crucial role in creating equitable employment pathways, particularly

when the goal is the inclusion of marginalised groups, e.g. persons with disabilities. Their access to the labour market is often hindered by systemic barriers, discrimination, and a lack of tailored

support. Matching refers to the process of connecting jobseekers with suitable employment opportunities based on their skills, interests, and potential, while also supporting employers in

identifying and integrating diverse talent. This chapter explores two key components of inclusive matching: career guidance and supported employment with mentorship.

Inclusive career guidance ensures that jobseekers receive
tailored support, career education, and relevant labour
market information through accessible counselling services
and digital tools. By integrating accessible career platforms
and collaborating with self-representing bodies, such as
organisations of persons with disabilities (OPDs), career
services can help individuals navigate their employment
options more effectively.

Supported employment and mentorship further bridge the
gap between training and the labour market by providing
hands-on experience through internships, apprenticeships,

and mentorship programmes. This is complemented by
digital matching platforms, which enhance transparency and
accessibility in job placement. When designed inclusively -
featuring assistive technologies, alternative application
formats, and employer awareness measures - these
platforms can revolutionise job matching for marginalised
jobseekers. In the context of inclusion of persons with
disabilities, matching is not just about aligning labour
market supply and demand, it is about dismantling barriers,
ensuring equal access to employment opportunities, and
fostering workplaces where all individuals can thrive.
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2.3.1 Inclusive career guidance

A Key challenge

The need for career counselling is frequently not seen

for people with disabilities, because they are often not
associated with the labour market. Furthermore, limited
accessibility to career guidance services remains a signifi-
cant barrier for persons with disabilities, affecting their
ability to make informed career choices and access
employment opportunities. This is reflected in the lack

of tailored counselling approaches, inaccessible digital
platforms, and insufficient outreach efforts. Contributing
factors include a general lack of awareness among career
advisors about disability-inclusive guidance, biases in career
recommendations and misconceptions about the costs
and complexity of providing reasonable accommodations.
Additionally, the lack of visible role models with disabilities
in diverse professions limits aspirations and reinforces
stereotypes about restricted career options. Many persons
with disabilities also have limited exposure to diverse
career pathways and lack access to relevant labour market
information, making it difficult to align career choices with
emerging employment opportunities. Also, career guidance
programmes often fail to address workplace and transpor-
tation accessibility challenges and employer biases,
limiting realistic employment pathways for persons with
disabilities. While digitalisation offers new opportunities,

it also deepens inequalities when platforms are not
designed with assistive technologies in mind.
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N ¥ "4
*z‘ﬁ: Goals and potential measures/activities
1

Goal 1:
Career guidance services are accessible to persons
with disabilities.

- Adapt career counselling centres as a whole - including
the physical infrastructure and overall capacity - as well
as online platforms and career guidance services on social
media to be fully accessible, including sign language
interpretation, screen reader compatibility, and easy-to-
read materials.

Costs:(€) (©)

-> Train career advisors on the rights of persons with
disabilities, disability-inclusive approaches and assistive
technologies (e.g. screen readers, speech-to-text
software, and alternative input devices).

Costs: (€)

- Develop outreach programmes to engage persons with
disabilities, including partnerships with organisations of
persons with disabilities (OPDs), community networks
as well as private sector companies, to jointly identify,
support and accompany suitable jobs for persons with
disabilities.

Costs: (£)
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Good Practice Activity: The EPSI project in Iraq
integrates career guidance into vocational training
programmes. It ensures that job seekers from marginal-
ised groups, including persons with disabilities, receive
support in navigating the labour market.

Goal 2:
Career guidance is tailored to the needs of persons
with disabilities.

- Raise awareness about the importance of career guidance
for persons with disabilities, challenging misconceptions
that they are not suited for employment. Especially
within families this is important, as these are often
overprotective and reluctant to send family members
with disabilities to training courses and later into the
labour market.

Costs: (€)

- Develop individualised career guidance approaches that
consider different types of disabilities, workplace
accommodations, and career aspirations and support
persons with disabilities in making informed decisions
based on their strengths, interests and opportunities.

Costs: (£)(©)



https://www.giz.de/de/downloads/giz2020-en-becoming%20-a-disability-inclusive-employer-in-the-it-sector.pdf
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- Develop inclusive career information materials that

provide clear insights into job profiles, workplace
accessibility, and rights for persons with disabilities,
including guidance on navigating workplace accessibility.

Costs: (£)

- Showcase role models with disabilities in diverse

professions to highlight a wide range of career possibili-
ties and raise awareness of non-traditional career paths
and emerging job sectors.

Costs: (£)

- Integrate unbiased skills assessments and career planning

tools suitable for persons with disabilities, ensuring
usability through assistive technologies.

Costs:(£) ()

Good Practice Activity: The EPSI project in Iraq
provides internships and career exploration opportuni-
ties following vocational training. This allows partici-
pants to gain hands-on experience and interact with
employers, thereby ensuring that career guidance is
linked to real employment pathways.

Goal 3:
Career education is integrated into learning
environments to develop career choice competencies.

-> Embed and adapt career-oriented content into existing

curricula at schools, vocational training centres, and
higher education institutions to ensure that persons with
disabilities develop career planning skills early.
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Costs: ©)(©)

- Adapt existing structured career education programmes
to include workplace visits, guest lectures from profes-
sionals with disabilities, and exposure to a wide range of

career pathways.

Costs: (£)

- Ensure that trained career advisors who visit schools and
teachers, who often take on the role of careers advisors,
receive training on delivering disability-inclusive career
education, incorporating accessible career planning tools

and unbiased career assessments.
Costs: (€)(©)

Good Practice Activity: The EPSI project in Iraq trains
teachers at vocational training and career development
centres to apply new, labour market-relevant curricula.

This helps persons with disabilities and other marginalised

groups align their career choices with market demands.

Goal 4:
Private sector actors are sensitised for inclusive
career guidance services and actively involved.

-> Train recruiters and HR management staff from private
sector companies to develop inclusive career guidance
materials that are accessible for persons with varying
disabilities, including, e.g., brochures or web content
that convey information in large font, audio description,

easy language etc.

Costs: (£)
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- Establish or strengthen already existing partnerships

between TVET schools, career guidance centres and
private sector companies through regular exchange and
training formats on inclusive career guidance and
education that meets the needs of persons with disabili-
ties and labour market demands, e.g. invite cooperate
volunteers and/or HR staff to provide workshops at TVET
institutions on CV writing, job interviews etc.

Costs: €) (©)

- Adapt existing career guidance programmes run by

private sectors companies, TVET schools, and career
guidance centres to make them more inclusive. Specific
areas to adapt could be e.g. internship or apprenticeship
programmes.

Costs: ©)©)(®)

% Target groups

e Career advisors and employment counsellors in public

and private career guidance services who provide direct
support to jobseekers with disabilities.

Educational institutions and vocational training centres
that offer career guidance and need to ensure accessibility
for students with disabilities.

Policymakers and labour market authorities who are
responsible for designing inclusive career guidance
frameworks and ensuring compliance with disability
rights regulations.
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@3 Relevant stakeholders/potential partners

OPDs, educational institutions and vocational training

centres, public employment services and career counselling

providers, technology developers and accessibility experts.

@ Key enabling factors

Universal Design for career services: Career guidance
materials, platforms and counselling services that

are universally accessible and benefit all (i.e. through
appropriate language)

Technological accessibility: Integration of assistive
technologies in both physical and online career guidance
services to facilitate more access, especially in form of apps

Training and capacity building: Career advisors and
counsellors are equipped with the skills and knowledge
to provide inclusive, rights-based and tailored guidance
for persons with disabilities. Early career exploration
programmes and guidance initiatives to expand aware-
ness of diverse career opportunities and pathways.

@ Guiding questions

1

How accessible are existing career guidance services?
What barriers do persons with disabilities face in
accessing them?
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. Are career advisors trained on the rights and needs of
persons with disabilities? If not, which aspects should be
covered (e.g., inclusive communication, reasonable
accommodations, use of assistive technologies, and legal
frameworks on employment rights for persons with
disabilities)?

. What biases exist in career guidance approaches/career
recommendations and how can they be solved? What
training and capacity building measures are needed to
equip career advisors with the skills to provide disability-

inclusive guidance?

. Are digital career guidance platforms accessible for

persons with disabilities? If not, what measures are
needed to improve accessibility (e.g., screen reader
compatibility, alternative text for images, keyboard
navigation, easy-to-read language and sign language
interpretation)?

. What kind of partnerships with OPDs, vocational training
centres, public centres and employers can help align
career guidance with real employment opportunities?

. How can the impact of inclusive career guidance services

be monitored and evaluated to ensure continuous
improvement?
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g"’ Additional publication/tools

GIZ (2018): Including persons with disabilities in
employment promotion.

Career Planning Toolkit: A Facilitator’s Guide to
Supporting Youth with Disabilities

GIZ (2021): Improving Employment Perspectives for
Persons with Disabilities



https://www.giz.de/de/downloads/giz2018-en-including-persons-with-disabilities-in-employment-promotion.pdf
https://www.giz.de/de/downloads/giz2018-en-including-persons-with-disabilities-in-employment-promotion.pdf
https://centerontransition.org/publications/download.cfm?id=170
https://centerontransition.org/publications/download.cfm?id=170
https://gizonline.sharepoint.com/sites/group_1501/Shared%20Documents/Forms/AllItems.aspx?viewid=5031e1c1%2Df65e%2D40b9%2Db827%2D0c623816e51a&as=json&id=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion%2F2022%5FGIZ%5FFull%20and%20Productive%20Employment%2Epdf&parent=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion
https://gizonline.sharepoint.com/sites/group_1501/Shared%20Documents/Forms/AllItems.aspx?viewid=5031e1c1%2Df65e%2D40b9%2Db827%2D0c623816e51a&as=json&id=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion%2F2022%5FGIZ%5FFull%20and%20Productive%20Employment%2Epdf&parent=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion
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p PROJECT EXAMPLE: Employment Prospects for Socio-Economic Integration (EPSI)

In Irag, many young people, particularly refugees, internally displaced persons (IDPs), and marginalised communities face significant barriers to employment. These barriers include limited
access to vocational training, exclusion from the labour market, and a lack of career guidance services tailored to their specific needs. Women and persons with disabilities remain underrepre-
sented in the workforce. To address the need for inclusive employment policies and skills development, the Employment Prospects for Socio-Economic Integration (EPSI) project initiated its
activities in 2023. GIZ implements the project in cooperation with the Ministry of Planning and the Ministry of Labour and Social Affairs (MoLSA). The project aims to enhance employment

opportunities for marginalised groups, including persons with disabilities, through career counselling, vocational training, and business development initiatives.

Activities implemented e Through its annual Inclusive Employment Platform, led e Enhanced collaboration between career counsellors,
it ST e inisepetios ceraar G itbines s Bulslic by MoLSA KRG, EPSI gathers private sector, government, employers, and vocational training centres, ensuring that
international, and civil society stakeholders to advocate career guidance aligns with labour market demands.

Employment Centre training programmes, ensuring that . ) y o ]
job seekers receive structured support in identifying T e T Vo) i NS0 s, e iy

e e autiod e it 51 2nd) rieresis, Caray persons with disabilities, in labour market policies. Steps for implementation

development centres train teachers and counsellors to * At least ten percent of participants in all activities are e Raise awareness about the importance of career guidance
align guidance with labour market needs, enabling persons with disabilities. for persons with disabilities, challenging misconceptions
informed employment decisions. m that they are not suited for employment.

e To enhance career exploration, the project provides at

o Assess the accessibility of existing career guidance

least two-months internships for vocational training e Improved access to career guidance and training for services, identifying physical, digital, and informational
graduates, offering hands-on industry experience. refugees, IDPs, and marginalised communities, helping barriers for persons with disabilities.
» Italso strengthens market linkages through job matching them navigate employment opportunities. i .
- . . e Develop and implement training programmes for career
activities that connect job seekers with employers, small e Over 1,100 participants have completed business

advisors on disability-inclusive counselling methodologies,

businesses, and industry professionals. management training, equipping them with skills for assistive technologies, and legal frameworks (e.g., training

e Recognising entrepreneurial pathways, EPSI supports self-employment and career advancement. on inclusive communication, on technologies such as screen
business owners with coaching, mentorship, management . " . isability ri
o o & ) P ) g e Hands-on career exploration facilitated through intern- readers or on local disability rights laws).
training, and financial grants to establish sustainable . . . - .
ships, allowing vocational training graduates to gain e Ensure career guidance materials, platforms, and

enterprises.

industry experience. assessments are available in accessible formats, such

e EPSI develops trainers with disabilities through Training | e PR
of Trainers programmes, expanding inclusive teaching compatit;le el sl '
capacity in vocational centres. '
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p PROJECT EXAMPLE: Employment Prospects for Socio-Economic Integration (EPSI) (continued)

e Integrate individualised career counselling approaches , N [ )

that consider different types of disabilities, workplace Further good practice examples e Kenya: The IT Bridge Academy trains people with

accommodations, and personal career aspirations. disabilities in network technology and cyber security,

e GIZ Ghana: As part of the EU-Germany-Ghana Joint

Establish partnerships with organisations of persons with
disabilities (OPDs), vocational training centres, and
employers to ensure alignment between career guidance
and labour market opportunities.

Provide targeted outreach and awareness campaigns to
increase participation of persons with disabilities in career
counselling services.

Implement continuous monitoring and evaluation
mechanisms to assess the effectiveness of inclusive
career guidance and adapt services based on feedback.

Action on Jobs, Migration, and Development and Support
to the Private and Financial Sector (PFS) project, GIZ
held a career guidance session directed at persons with
disabilities titled “Breaking Barriers, Building Futures:
Empowering Abilities for Inclusive Careers”.

GIZ Ghana: GIZ is piloting a mobile career counselling
initiative for persons with disabilities in collaboration
with the Ministry of Employment and Labour Relations.
In these counselling sessions, persons with disabilities
will be supported in CV writing and informed about
employment opportunities.
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combining technical skills training with career counselling
and job placement as part of a nine-month training
course and a three- to six-month internship with private
employers.
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2.3.2 Supported employment and
mentorship

A Key challenge

Ensuring access to supported employment and mentorship
for persons with disabilities presents several challenges.
Many employers lack awareness of the benefits of an
inclusive workforce and may be reluctant to provide
accommodations for mentorship, internships, or job-shad-
owing opportunities. Additionally, career transition
programmes are often not designed with accessibility in
mind, making it difficult for persons with disabilities to
gain practical work experience. The absence of structured
mentorship programmes means that many individuals do
not receive the guidance they need to navigate workplace

expectations, career development and workplace accommo-

dations. Digital barriers further limit access to remote
mentorship or virtual internships, when online platforms are
not designed for participation of persons with disabilities and
lack accessibility features. Moreover, the lack of cooperation
between training institutions, employers, employment
placement agencies, and organisations of persons with
disabilities (OPDs) results in missed opportunities for
strategic, inclusive work-based learning. Finally, many
companies do not offer long-term employment pathways
after internships or learnerships, preventing persons with
disabilities from securing sustainable careers.

[ 2.1 Legal & Policy ] [ 2.2 Supply of Labour] 2.3 Matching [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

N ¥ "4
:@: Goals and potential measures/activities
1

Goal 1:

Expand accessible mentorship, internships, appren-
ticeships and job-shadowing opportunities tailored
to the needs of persons with disabilities.

- Develop mentorship and job-shadowing programmes
with companies, ensuring that workplace mentors are
trained in disability inclusion.

Costs: £)(©)

Good Practice Activity: The Social Inclusion of Disad-
vantaged Groups in the Western Balkans (SoRi III)
project has developed a social mentoring approach to
guide the development of mentorship and job-shadowing
programmes for persons with disabilities by employers.

- Adapt internship and apprenticeship programmes to
provide reasonable accommodations, such as flexible
working arrangements, assistive technologies and
accessible training materials.

Costs: (€) ()

- Strengthen peer support networks and business networks
advocating for persons with disabilities to foster profes-
sional growth and community engagement.

Costs: (£)
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Good Practice Activity: AmaliTech in Ghana established
inclusive mentorship practices, ensuring persons with
disabilities had access to digital sector job opportunities.

Goal 2:
Strengthen employer and public sector commitment
to supported employment initiatives.

- Ensure the alignment of existing national policies and
labour laws with regard to disability inclusion in employ-
ment and mentorship through targeted consultancy
services for relevant stakeholders at the policy level.

Costs: (€)(©)

- Offer training to employers on how to implement
inclusive internship, apprenticeship and mentorship
programmes.

Costs: (€)

Good Practice Activity: The Social Inclusion of
Disadvantaged Groups in the Western Balkans (SoRi III)
project implements a programme for inclusive leader-
ship in which company managers are trained in how to
design and implement inclusive internships, apprentice-

ships and mentoring programmes.

- Develop financial incentives or subsidies for businesses to
provide long-term employment pathways after supported
employment.

Costs: (€)(©)
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Goal 3:
Improve coordination between training
institutions, employers, and OPDs.

- Establish partnerships and set up working groups to
increase commitment between vocational training
centres, employers, employment placement agencies and
OPDs to create inclusive career transition programmes.

Costs: (£)(©)

- Further increase the commitment of different stakeholders
to disability inclusion by creating a memorandum that
outlines clear steps for including persons with disabilities

in employment and is signed by the relevant stakeholders.

Costs: ()

Good Practice Activity: As part of the project “Social
Inclusion of Disadvantaged Groups in the Western
Balkans (SoRi III)” relevant partners from the public and
private sectors and non-governmental organisations

have signed an agreement on social mentoring.

- Implement accessibility audits for internship, apprentice-
ship and mentorship platforms to ensure usability for
persons with disabilities.

Costs: (€)

Good Practice Activity: AmaliTech partnered with
universities and OPDs to create a disability-inclusive
recruitment pipeline, ensuring a smooth transition from
education to employment.

[ 2.1 Legal & Policy ] [ 2.2 Supply of Labour] 2.3 Matching [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

- Organise networking opportunities, such as inclusive job

fairs, where employers and persons with disabilities can
meet and connect.

Costs: () (©)

- Establish a dialogue platform between public-private

sector actors for idea sharing and further strengthen
stakeholders’ commitment through a joint action plan.

Costs: €)(©)

Good Practice Activity: The “Companies Doing Good
Forum” was launched as part of the project “Social
Inclusion of Disadvantaged Groups in the Western
Balkans (SoRi III)” and brings together various stake-
holders from the Western Balkan business community to
discuss practical strategies for transforming corporate
culture towards greater inclusion.

&S Target groups

e Private sector companies: HR managers and workplace

mentors responsible for internship, learnership and

mentorship programmes.

Public employment services: Career counsellors and job
placement officers facilitating internship and mentorship

opportunities.

Organisations of persons with disabilities (OPDs):
Advocacy groups supporting persons with disabilities to
access structured work-based learning opportunities.

Mentors and networks: Mentors within peer support
groups/networks.
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% Relevant stakeholders/potential partners

OPDs, employers and business associations, public
employment agencies, vocational training institutions and

universities, trade unions.

@ Key enabling factors

e Accessible workplace learning environments: Ensuring
internship, learnership and mentorship programmes
accommodate persons with disabilities.

e Employer commitment and incentives: Encouraging
businesses/companies to provide long-term career
opportunities after internships and learnerships.

e Collaboration between training institutions, OPDs and
employers: Strengthening networks to create a seamless
transition from education to employment.
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@ Guiding questions E«” Additional publications/tools
1. Are current mentorship, internship, learnership and ILO (2004): Global Business and Disability Network -
job-shadowing programmes accessible to persons with Self-Assessment.

disabilities? Are persons with disabilities seen as the
ILO (2020): Guide on making TVET and skills develop-

ment inclusive for all. Guide on making TVET and skills
development inclusive for all

target group of such programmes? If not, what changes
(e.g., workplace accommodations, digital accessibility,
alternative learning formats) are needed?

2. Do workplace mentors and HR staff receive training on GIZ (2019): Disability-inclusive Employment Promotion:
disability inclusion? If not, what key issues (e.g., assistive Lessons learned from five GIZ projects.

technologies, bias reduction, reasonable accommodation)
should be covered?

3. How can training institutions, OPDs, employment
placement agencies, and employers collaborate more
effectively to improve supported employment? Which
partnerships need to be established?

4. Are there structured pathways for interns and mentees
with disabilities to transition into permanent employment?
If not, how can these be developed and incentivised?

5. What financial or policy incentives, such as employment
quota for persons with disabilities, exist to encourage
companies to implement inclusive internship, learnership
and mentorship programmes? How can these be
strengthened?
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http://www.businessanddisability.org/news/ilo-gbdn-self-assessment
http://www.businessanddisability.org/news/ilo-gbdn-self-assessment
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_emp/@emp_ent/documents/publication/wcms_755869.pdf
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_emp/@emp_ent/documents/publication/wcms_755869.pdf
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_emp/@emp_ent/documents/publication/wcms_755869.pdf
https://www.giz.de/en/downloads/05_Disability-inclusive%20Employment%20Promotion.pdf
https://www.giz.de/en/downloads/05_Disability-inclusive%20Employment%20Promotion.pdf
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p PROJECT EXAMPLE: Equal Opportunities and Social Development (EOSD)

In Egypt, persons with disabilities face significant barriers to employment, including limited access to job opportunities, inaccessible recruitment processes and a lack of workplace accommoda-

tions and general stigmatisation. To address these challenges, GIZ implemented various activities as part of the “Equal Opportunities and Social Development” (EOSD) project. These activities

tackle the inequitable access to job opportunities through an ecosystem approach paired with the twin-track approach, which combines disability mainstreaming with targeted support for

persons with disabilities. The EOSD project’s activities therefore aim to improve the accessibility of digital, workplace and social environments, while providing targeted training for persons with

disabilities. These activities are implemented in collaboration with the Ministry of Social Solidarity (MoSS) and various civil society organisations (CSOs), with the participation of disability

inclusion, digitalization and business development experts.

Activities implemented

e Training of employers in inclusive recruitment practices,
workplace accommodation, and disability awareness to
help them create a more accessible and welcoming work
environment, in line with beforehand developed practical

“Inclusive Hiring Guidelines”.

e Organising an exchange session for employers on
“Inclusive Workplaces and Employment” with the aim of
creating a community of practice, further networking and
partnership opportunities.

e Training persons with disabilities on digital and employa-
bility skills to support their digital access to employment
opportunities and employment-readiness for the labour
market.

o Leadership training for persons with disabilities to
empower them and boost their self-esteem and skills for
potential future job opportunities. The participants
received additional sessions on CV writing (implemented
by a local CSO) and by the MoSS and Ministry of
Communications and Information Technology (MCIT) on

the updated digital job-matching platform for persons
with disabilities (“Taheel”).

¢ Launching a nationwide call for innovative solutions,
inviting entrepreneurs, start-ups, and businesses to
develop or upgrade a digital tool for improved access
to employment opportunities. As part of a business
development training, selected participants received
mentorship, a web accessibility training, financial support
and access to workspaces to refine their solutions and
bring them to the market. Three out of the five supported
start-up teams include persons with disabilities.

e Supported CSOs provide entrepreneurship trainings for
persons with disabilities with targeted approaches linked
to the local market demands.

o All activities were implemented in close cooperation
with persons with disabilities, CSOs, and government
institutions to ensure that the solutions align with real
needs and contribute to broader systemic change in
Egypt’s labour market.
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e Strengthened entrepreneurial ecosystem by supporting
start-ups and businesses that focus on digital solutions
for access to employment opportunities.

e Increased employer awareness and capacities through
targeted training on inclusive hiring and workplace
accommodations.

e Provided more persons with disabilities access to
mentorship and career support, ensuring a smoother
transition into sustainable employment.

e Reflecting the intersectionality of gender and disability.
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Steps for implementation

Assess the accessibility of internship and mentorship
programmes: Conduct audits to ensure work-based
learning opportunities are accessible for persons with
disabilities.

Develop inclusive mentorship and internship models:
Create structured programmes with clear guidelines on

reasonable accommodations.

Train workplace mentors and HR staff: Provide training
on disability inclusion, accommodation, and bias
reduction.

Engage employers and OPDs in programme design:
Ensure companies and advocacy groups collaborate to
create inclusive work-based learning.

Implement financial incentives for inclusive internships:

Support companies in offering sustainable career
pathways for persons with disabilities.

Monitor and evaluate programme success: Collect
feedback from participants and employers to improve
future initiatives and enable data-driven monitoring of
mentorship and employment outcomes.

[ 2.1 Legal & Policy ] [ 2.2 Supply of Labour] 2.3 Matching [ 2.4 Demand for Labour] [ 2.5 Principles of Inclusion ]

p PROJECT EXAMPLE: Equal Opportunities and Social Development (EOSD) (continued)

-

Further good practice examples

e The FCDO/USAID Inclusive Futures Programme: STAR+
Bangladesh is an apprenticeship programme designed to
equip young people with disabilities with technical,
vocational and soft skills. The programme also targets
employers, supporting them in establishing an inclusive
work environment. OPDs were involved as the lead
organisations in delivering the training.

e GIZ Western Balkans: The project “Social Inclusion of
Disadvantaged Groups in the Western Balkans” (SoRi III)
supports the inclusion of persons with disabilities into
the labour market through social mentoring, i.e., certified
mentors help persons with disabilities identify their
strengths, improve their employability, and successfully
integrate into the workplace by offering professional

guidance.
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-

e GIZ Egypt: The Equal Opportunities and Social Develop-

ment (EOSD) project launched “The Empowering
Inclusion in Employment” (EIIE) project in collaboration
with the non-profit organisation “enpact” and the
Ministry of Social Solidarity focused on digital accessibili-
ty, entrepreneurship support, and stakeholder engage-
ment to create inclusive employment pathways for
persons with disabilities. For this purpose, the project
realised an incubator that supported the growth of new
businesses or start-ups that created accessible digital
solutions for inclusive employment.
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2.4 Pillar 3: Demand for labour

In general terms, Demand for Labour refers to the number of employees hired by an employer in return for a wage or salary over a certain period of time. The demand for labour is driven

by the demand for goods and services and is closely linked to improved and sustainable working conditions.

According to the Integrated Approach to Employment
Promotion (IAEP) by German Development Cooperation,

demand for labour means “creating and improving jobs in
particular through promoting private sector development
and access to financial services”. A diverse workforce that
includes persons with disabilities and recognises their skills
and expertise. However, persons with disabilities remain
underrepresented in the private sector and the potential
business case for persons with disabilities as entrepreneurs
is underexplored. Reasons for that are for example predomi-
nant inaccessible and non-inclusive work environments.

Truly inclusive work environments that strengthen private
sector development require for example anti-discrimination
policies, awareness of stigmatisation of persons with
disabilities and their abilities, educated management and
HR personnel and workplace accommodations. Therefore,
this building block explores persistent challenges for
employees with disabilities and sheds light on how the
demand side of labour can be made more inclusive by
examining four components: (1) Inclusive corporate
governance, (2) Inclusive work environment, (3) Inclusive
start-up promotion and (4) Acess to financial and social

services.

Inclusive corporate governance includes components such
as inclusive HR practices and an inclusive corporate culture
and is essential for embedding disability inclusion in a
company’s strategies, recruitment and decision-making
processes.

An Inclusive work environment is characterised by the
provision of reasonable accommodation in the workplace
that takes into account different forms of disability. This
ranges from the architectural design of buildings and
facilities to the provision of assistive technology and the
introduction of flexible working arrangements.

Inclusive start-up promotion is another way to diversify
and enrich the workforce in line with the demand for labour.
Starting and scaling-up businesses owned by persons with
disabilities means that policies, legal protection, funding
opportunities and market access are in place, and that
prejudices and stereotypes about the entrepreneurial skills
of persons with disabilities are dismantled.

Acess to financial and social services is a prerequisite for
an equal participation of persons with disabilities in the
labour market. This requires services that meet the diverse
needs of persons with disabilities and are delivered in an
accessible and non-discriminatory manner. In addition to
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strengthening the capacity of government, public sector
and financial institutions to provide inclusive services,
existing services need to be made known to persons with
disabilities and their social environment.
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2.4.1 Inclusive corporate governance

A Key challenge

Although diversity and inclusion have gained increasing
attention in the corporate world, inclusive corporate
governance (incl. inclusive HR practices and inclusive
corporate culture) remains far from universal. A major
obstacle is the lack of management that recognises the
potential of an inclusive workforce and, as a result, fails to
implement policies and strategies that support the inclusion
of persons with disabilities. Even where such company
policies and strategies exist, they are often not prioritised
or enforced due to persistent biases and negative beliefs
among management regarding the performance and
operational capabilities of persons with disabilities.
Additionally, HR practices are negatively affected by
decision-making biases and thus far from inclusive. This
lack of inclusivity is evident in many companies’ HR
practices, particularly in job postings that fail to align with
the skills and aspirations of persons with disabilities, lack
reasonable accommodation during interviews, and offer
limited transparency in recruitment and decision-making
processes. Furthermore, many companies fail to actively
promote inclusivity, lacking focus on valuing diverse
abilities and encouraging open dialogue. This is reflected in
a lack of diversity within the employer’s talent pool and
workforce, where persons with disabilities don’t feel valued
and don’t have equal opportunities to thrive and develop.
Many workers with disabilities still face various barriers,

[ 2.1 Legal & Policy ] [ 2.2 Supply of Labour ] [ 2.3 Matching ] 2.4 Demand for Labour [ 2.5 Principles of Inclusion ]

including prejudice, discrimination, bullying, exclusionary
behaviours and microaggressions. Without strong strategies
to prevent discriminatory behaviour and to foster an
inclusive culture, workplace discrimination often goes

overlooked or tolerated.

] ¥ ['4
:‘ﬁ: Goals and potential measures/activities
@

Goal 1:
Disability inclusion is anchored in corporate
governance processes.

- Develop, implement and monitor the enforcement of a
disability inclusion strategy that is embedded in a lively
discussion between different departments within a
company and integrated into the company’s annual
planning processes.

Costs: (£)

Good Practice Activity: The Eco-Emploi project has
established an internal support structure for the
implementation of inclusion strategies within the GIZ
project and its partners.

- Enhance executive accountability, e.g. through diversity
representation targets and designated diversity focal
points.

Costs: ©)(©)

Good Practice Activity: The Eco-Emploi project has
designated inclusion focal points that support the
project’s inclusive work culture.
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- Introduce a disability confidence training series on
disability inclusion for high- and mid-level management.

Costs: ©)(©)

Good Practice Activity: The Programme Reform of TVET
in Viet Nam III engaged with enterprises to raise
awareness and develop capacities for offering inclusive
work-based training.

- Promote strong leadership and accountability from the
top down (especially at the CEO level) through a public
commitment (e.g., signing a charter) that sets the tone
and promotes an inclusive culture throughout the

organisation.

Costs: (£)(©)

Goal 2:
A zero-tolerance policy towards discrimination is
implemented.

- Establish support structures and complaint mechanisms for
individuals affected by discriminatory behaviour.

Costs: (£)

- Sensitise staff at all levels on disability rights, etiquette &
confidence through regular trainings. Attractive learning
opportunities should be provided for managers in
particular. These should be effective, time-efficient and
easy to integrate into everyday work life.

Costs: (£) ()
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Good Practice Activity: AmaliTech staff, trainees and
trainers were educated in disability-inclusive employ-
ment and disability-inclusive jobs, including trainings on
disability-inclusive and gender-sensitive recruitment
processes which are transparent to applicants.

- Implement an Employee Assistance Programme (EAP)
and create safe spaces for dialogue, i.e. workplace-initiated
support services tailored to the mental health needs of
persons with disabilities, such as employee resource
groups.

Costs: £)(©)

- Implement a Corporate Governance Culture with a
concrete diversity program (e.g. charter on diversity)
that aligns with a zero-tolerance policy.

Costs: (£)

- Review all corporate policies to ensure that they are
inclusive and accessible for everyone.

Costs: ©)(©)
Goal 3:

HR management and recruitment processes are
more inclusive.

- Include a section on disability-inclusive recruitment
in the HR policy.

Costs: (£)
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- Ensure regular training of HR staff on inclusive recruit-

ment through training courses, seminars, workshops, etc.
Costs: €)(©)

Good Practice Activity: The Cooperative Vocational and
Technical Training and Education in Mineral Resource
Sector I and II, Cooperative TVET I projects designed a
Massive Open Online Course (MOOC) on inclusive HR
practices directed at HR staff.

- Document good practices and role model approaches on
inclusive recruitment and make guidelines/manuals
available to all employees.

Costs: (£)

- Create an internal digital platform for exchange and
knowledge management.

Costs: (£)

Good Practice Activity: The Eco-Emploi project
supported the National Council of Persons with
Disabilities in Rwanda in the development of a Disability
Management Information System that identifies the
barriers, needs and potentials of persons with disabilities
to facilitate their integration into the labour market.

- Cooperate with OPDs and inclusive talent sourcing
partners to diversify the talent pool.

Costs: (£)
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-> Work with HR management to develop and design new
roles/activities that are specifically tailored to the skills,
strengths and needs of persons with disabilities (job
crafting).

Costs: £)(©)

Good Practice Activity: The GIZ project “Promoting
Women’s Employment for Green Change in Africa
(WE4D)” uses gender diversity management methods,
which could serve as a starting point for disability-
friendly management methods.

% Target groups

Top- and mid-level management of companies, HR
professionals of companies, all employees of corporations,
further corporate entities, work councils.

% Relevant stakeholders/potential partners

ILO Global Business & Disability Network, business
associations, chamber of commerce, OPDs, Employment
Service Centres, inclusive talent sourcing partners.
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@ Key enabling factors

e Commitment and accountability of leadership by example
(top-down-approach)

e Empowering employees to voice their needs
e Employee-led resource groups to foster inclusion

e Understanding and confidence in removing barriers and
realising the potential to recruit persons with disabilities

@ Guiding questions

1. Does the cooperating company have and enforce a
disability inclusion policy?

2. Does the company have and enforce a zero-tolerance

policy towards discrimination?

3. Are there support structures for persons with disabilities,
e.g. an EAP, safe spaces for exchange and dialogue,
inclusive feedback and complaint mechanisms?

4. Does the workplace offer disability inclusion training for
leadership, HR, and employees?

5. Does the workplace have an inclusive HR policy and
strategy for inclusive recruitment?

6. Do job postings encourage persons with disabilities to
apply and are they accessible?

[ 2.1 Legal & Policy ] [ 2.2 Supply of Labour] [ 2.3 Matching ] 2.4 Demand for Labour [ 2.5 Principles of Inclusion ]

7. Would a person with disabilities be able to physically or

digitally participate in a job interview at the workplace, i.e.

is reasonable accommodation provided?

8. Does the workplace document and share good practices
for disability inclusion? Are they accessible to all
employees?

9. Does the workplace collaborate with organizations that
support disability inclusion, such as OPDs or inclusive
talent partners?

@"’ Additional publications/tools

Atos UK&I: Diversity & Inclusion Strategy 2020-2021

Business disability international (2018): The ten funda-
mentals of disability confidence.

Brown, S., and Scott-Parker, S. (2020): Designing a
first-shot targeted recruitment project. A step-by-step
project management guide. In: The disability-confident
employers’ toolkit.

Disability: IN (2022): Disability Etiquette — A Starting
Guide.

GIZ (2022): Remove Barriers. Guide to Working Inclusive.

GIZ (2021): Improving Employment Perspectives for
Persons with Disabilities.

In: GIZ, Full and Productive Employment and Decent
Work for all. Handbook on Employment Promotion in
Development Cooperation.

ILO (2022): EmployAbility

India Business and Disability Network; Confederation of

Indian Industry (CII-IBDN).

United Nations Economic and Social Commission for
Western Asia (ESCWA): Guide “Inclusion of Disability in
the Workplace”, Module 4-7.
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https://atos.net/wp-content/uploads/2020/08/Diversity-Inclusion-Strategy.pdf
https://www.businessdisabilityinternational.org/the-bdi-charter/ 
https://www.businessdisabilityinternational.org/the-bdi-charter/ 
https://inclusivefutures.org/disability-confident-employers-toolkit/
https://inclusivefutures.org/disability-confident-employers-toolkit/
https://inclusivefutures.org/disability-confident-employers-toolkit/
https://inclusivefutures.org/disability-confident-employers-toolkit/
https://disabilityin.org/resource/disability-etiquette/
https://disabilityin.org/resource/disability-etiquette/
https://inklusion-leben.org/wp-content/uploads/GIZ_Guide_to_working_inclusive_2022.pdf
https://gizonline.sharepoint.com/sites/group_1501/Shared%20Documents/Forms/AllItems.aspx?viewid=5031e1c1%2Df65e%2D40b9%2Db827%2D0c623816e51a&as=json&id=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion%2F2022%5FGIZ%5FFull%20and%20Productive%20Employment%2Epdf&parent=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion
https://gizonline.sharepoint.com/sites/group_1501/Shared%20Documents/Forms/AllItems.aspx?viewid=5031e1c1%2Df65e%2D40b9%2Db827%2D0c623816e51a&as=json&id=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion%2F2022%5FGIZ%5FFull%20and%20Productive%20Employment%2Epdf&parent=%2Fsites%2Fgroup%5F1501%2FShared%20Documents%2F01%20Must%20Reads%2FHandbook%20Employment%20Promotion
https://www.ilo.org/publications/employability-tapping-potential-persons-disabilities-asia-and-pacific
https://www.ciiibdn.com/Repository-of-Knowledge.html
https://www.ciiibdn.com/Repository-of-Knowledge.html
https://www.unescwa.org/sites/default/files/pubs/pdf/guide-inclusion-disability-workplace-english.pdf  
https://www.unescwa.org/sites/default/files/pubs/pdf/guide-inclusion-disability-workplace-english.pdf  
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SO PROJECT EXAMPLE: Decent Work for a Just Transition

The BMZ Special Initiative “Decent Work for a Just Transition” is supporting the AmaliTech Training Academy in Ghana in its efforts to integrate more persons with disabilities into the labour

market by diversifying its own workforce. As a result, AmaliTech set out to develop a more inclusive recruitment process.

Activities implemented

o AmaliTech staff, trainees and trainers were educated in
disability-inclusive employment and disability-inclusive
jobs, including trainings on disability-inclusive and
gender-sensitive recruitment processes which are
transparent to applicants.

o AmaliTech collaborated with OPDs and other institutions

to improve its disability-inclusive recruitment process for

talents in the IT sector using a variety of communication
channels.

e AmaliTech’s HR staff was trained in unconscious bias.

e AmaliTech worked together with OPDs to identify
suitable trainers and to ensure the accessibility of its
assessment centres.

Steps for implementation

e Assess the inclusiveness of the workplace’s corporate
governance by asking the guiding questions above.

e Assist in the development of a disability inclusion policy,
a zero-tolerance policy against discrimination and an

inclusive HR policy.

e Ensure that all policies related to disability inclusion are
communicated to all employees and constantly enforced.
Provide targeted training for managers and HR staff.

e Establish support structures for persons with disabilities

focusing on career counselling and mental health support.

e Consider working with external experts from local public
service organisations to strengthen the inclusivity of
recruitment processes.

-

Further good practice examples

e Promotion of Economy and Employment
Eco-Emploi (2016-2019).

e GIZ Egypt: Code of Inclusion: Ensuring the Rights of
Persons with Disabilities in the Workplace.

¢ Info Hub “Living Inclusion”, “Economic Development
and Employment”.

e The Azubi Africa Program By GetINNOtized in Ghana.

o Digital Skills Accelerator Africa e.V. (DSAA).

e GIZ Mongolia: Cooperative Vocational and Technical Training

and Education in Mineral Resource Sector I and II, Coopera-
tive TVET L. Development of training programmes for
career guidance counsellors and HR in collaboration with

OPDs, including one Massive Open Online Course (MOOC)
directed at HR staff.

GIZ Rwanda: Skills Development for Economic Transfor-
mation (SD4T). Employers Readiness on Disability
Inclusion: Support of disability mainstreaming at
companies and businesses through an incubation and
acceleration facility and a specialised business model that
includes awareness raising on the inclusion of persons
with disabilities.

GIZ Viet Nam: Programme Reform of TVET in Viet Nam
III. Employer Readiness on Disability Inclusion:
Engagement with enterprises to raise awareness and
develop capacities for offering inclusive work-based
training; advice on workplace adjustment; mentoring

system for trainees.

GIZ Western Balkans: Social Inclusion of Disadvantaged
Groups in the Western Balkans-SoRi. Employers Readi-
ness on Disability Inclusion: Implementation of social
mentoring within companies; development of diversity
and inclusion policies and procedures.

~
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https://www.giz.de/en/downloads/05_Disability-inclusive%20Employment%20Promotion.pdf
https://www.giz.de/en/downloads/05_Disability-inclusive%20Employment%20Promotion.pdf
https://inklusion-leben.org/en/code-of-inclusion-ensuring-the-rights-of-persons-with-disabilities-in-the-workplace/
https://inklusion-leben.org/en/code-of-inclusion-ensuring-the-rights-of-persons-with-disabilities-in-the-workplace/
https://inklusion-leben.org/en/info-hub/
https://inklusion-leben.org/en/info-hub/
https://inklusion-leben.org/wp-content/uploads/Fostering-Inclusion-in-Ghanian-IT-Companies-Lessons-Learnt.pdf
https://www.dsaa.eu/ 
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2.4.2 Inclusive work environment

A Key challenge

The lack of reasonable accommodation and Occupational
Health and Safety (OHS) measures are major barriers to
workplace inclusion for persons with disabilities. This is
evident in the lack of accessible workplace design, including
inaccessible buildings, inadequate sanitation, emergency
evacuation (e.g. fire evacuation for wheelchair users,
accessibility of eyewash stations) and assistive devices
tailored to the needs of employees with disabilities. An
additional challenge is that in many industries, persons with
and without disabilities are employed on a short-term basis,
often only on daily contracts without any social security.
Contributing factors to these challenges include limited
awareness of disability inclusion and misconceptions

about the perceived financial and logistical effort required.
Furthermore, many employers continue to subscribe to the
popular notion that flexible working arrangements would
negatively impact business performance and thus do not
offer support to persons with disabilities in this regard.
Paying adequate wages for persons with disabilities also
remains a hotly debated topic. Overall, inaccessible
workplaces reinforce prevailing stereotypes about persons
with disabilities and affect their overall job performance,
career prospects and ultimately the productivity of a
company as a whole.

[ 2.1 Legal & Policy ] [ 2.2 Supply of Labour ] [ 2.3 Matching ] 2.4 Demand for Labour [ 2.5 Principles of Inclusion ]

] ¥ ['4
> ﬁ: Goals and potential measures/activities
2a

Goal 1:
Reasonable accommodation and inclusive OHS
measures are provided at the workplace.

- Use the Universal Design for inclusive planning of
building layouts, including accessible sanitary facilities
and inclusive emergency evacuation.

Costs: (€)(©)

Good Practice Activity: The Christian Blind Mission
(CBM) has developed an extensive step-by-step practical
guidance on inclusive Disaster Risk Reduction (DRR).

- Implement an accessible data management system,
that can, for example, be used by persons with visual
impairments.

Costs: ) (©)

- Provide assistive devices, such as specialised office chairs,
screen reading software, desktop magnifiers or sign
language interpreters relevant for the workplace.

Costs: (€)

- Allow for flexible work arrangements, e.g. remote
work from home.

Costs: ()
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- Redesign workflows and make them accessible for all,
e.g. make use of artificial intelligence tools that support
work communication, text processing and knowledge

management.

Costs: ()

Goal 2:

A process for frequent inclusive assessments is
established.

-> Develop accessibility audits and corrective action plans
in cooperation with businesses and OPDs.

Costs: ©) ©)®)

Good Practice Activity: The GIZ “Regional Project on
Social Inclusion of Disadvantaged Groups (SoRi III)”
collaborates with different companies/employers in
developing inclusive working policies.

- Hire an accessibility expert who develops individual
solutions and supports with continuous advisory.

Costs: €)(®)

- Organise regular business inspections to check the
inclusiveness of workplaces and collect data on common
barriers for persons with disabilities.

Costs: €)(©)
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Goal 3:

Awareness on disability inclusion is raised.

- Sensitise high-management levels of businesses for
disability inclusion, particularly for inclusive OHS
measures and reasonable accommodation at the
workplace, e.g. through awareness raising events, training
opportunities, fact sheets/guidelines.

Costs: (€)(©)

883 Target groups

Top-Management for investment decisions, e.g. regarding
accessibility in companies, managers with responsibility
for employees in companies, facility and ICT managers in
companies.

ﬁ Relevant stakeholders/potential partners

Experts on accessibility and assistive technology,
developers, architects, OPDs.

@ Key enabling factors

e Universal Design: An accessible environment that
benefits all

e Managers are accountable for accessibility

e Commitment from executive leadership to ensure

reasonable accommodation

[ 2.1 Legal & Policy ] [ 2.2 Supply of Labour] [ 2.3 Matching ] 2.4 Demand for Labour [ 2.5 Principles of Inclusion ]

@ Guiding questions

1. Does your workplace have an action plan for reasonable
accommodation that is frequently consulted and

enforced?

2. Does your workplace have an accessibility expert that
advises on inclusive work environments?

3. Would a person with a disability be able to access the
building in which the workplace is located? Are parking
places located close to the entrance of the building?

Are access ramps with handrails provided? Are doors wide
enough for wheelchairs? Does the building have an
elevator with clear signing, numbers and symbols?

4. Does the evacuation plan of the workplace building
consider emergency exits for persons with walking,
hearing, visual or other forms of disabilities? Does it
provide clear instructions in language, symbols and/or
pictures used?

5. Would a person with a disability be able to access and use
the sanitary facilities in the building?

6. Would a person with a disability be able to access and
work with the data management system at the workplace?

7. Would a person with a disability be able to use the office
equipment at the workplace, i.e. office chairs, desks,
computer screens etc.?
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E‘f” Additional publications/tools

ILO (2014): Business as Unusual: Making Workplaces
Inclusive of People with Disabilities.

GIZ (2020): Living Inclusion: A Chance for Everyone.

UN ESCWA: Guide “Inclusion of Disability in the
Workplace”, (Module eight).



https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_emp/@ifp_skills/documents/publication/wcms_316815.pdf
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_emp/@ifp_skills/documents/publication/wcms_316815.pdf
https://www.youtube.com/watch?v=NsO2VxOMQEU
https://www.unescwa.org/sites/default/files/pubs/pdf/guide-inclusion-disability-workplace-english.pdf 
https://www.unescwa.org/sites/default/files/pubs/pdf/guide-inclusion-disability-workplace-english.pdf 
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}) PROJECT EXAMPLE: Employment promotion for women for the green transformation in Africa (WE4D)

The “Employment promotion for women for the green transformation in Africa (WE4D)” project supports the ‘Cooperative GazaWorks’ (COOPGAW) in Mozambique in establishing an inclusive

working environment for persons with disabilities. As part of the project ‘GazaWorks 4 Empowerment’, members of the cooperative benefit from capacity building (e.g. delivery of training on

sustainable agricultural practices) and newly established market linkages.

Activities implemented

e Promoting access and full participation of persons with
disabilities within COOPGAW. Through consultation
with persons with disabilities and their self-advocacy
organisations, barriers, needs and opportunities are
assessed, and relevant measures are identified.

e In addition, the understanding of cooperative members
about meaningful participation of persons with disabilities
is improved through sensitisation measures.

Anticipated results

e COOPGAW has taken important steps towards more
inclusive organisational development.

e Members of the cooperative are sensitised for the
meaningful inclusion of persons with disabilities

Steps for implementation

e Evaluate the current accessibility of your workplace using
the guiding questions above.

e Establish and enforce an action plan for an inclusive work
environment and consult an accessibility expert in the

process. Consult an inclusion expert to assess simple and
adaptable first steps towards more and better inclusion in
your workplace.

e Consider working together with experts from local OPDs
to enhance the accessibility of your workplace.

e Regularly exchange ideas with employees with disabilities
at your workplace to familiarise yourself with their work
situation and take their feedback into account for

improvements in workplace inclusion.

-

Further good practice examples

e The Kwame Nkrumah University of Sciences & Technology

(2022): Guideline Inclusive Architectural Design

Concepts and Strategies for Technical Vocational
Education Training.

e GIZ (2022): Remove Barriers. Guide to Working Inclusive.

e Rwanga Foundation (2025): The Inclusion of Persons

with Disabilities: The Challenges and Opportunities.
Rwanga Podcast.

-

62

e GIZ Mongolia: Cooperative Vocational and Technical
Training and Education in Mineral Resource Sector I and
I, Cooperative TVET L. Improving infrastructure
accessibility of TVET institutions and access to infrastruc-
ture accessibility assessment options through human
centred design (HCD) measures.

e GIZ Kyrgyzstan: Promotion of employment and
vocational qualification. The project supported persons
with hearing impairments and musculoskeletal disorders
in the acquirement of skills in web-development. The
project placed emphasis on accessible training conditions
for persons with disabilities, including architectural
accessibility of venues.



https://inklusion-leben.org/en/guideline-on-inclusive-architectural-design-concepts-and-strategies-for-tvet/ 
https://inklusion-leben.org/en/guideline-on-inclusive-architectural-design-concepts-and-strategies-for-tvet/ 
https://inklusion-leben.org/en/guideline-on-inclusive-architectural-design-concepts-and-strategies-for-tvet/ 
https://inklusion-leben.org/wp-content/uploads/GIZ_Guide_to_working_inclusive_2022.pdf 
https://www.youtube.com/watch?v=DcVr2klSV_4&list=PLE4x0Swm6yM6rUtRUbU1QI3_UjiwtzZJx&index=14 
https://www.youtube.com/watch?v=DcVr2klSV_4&list=PLE4x0Swm6yM6rUtRUbU1QI3_UjiwtzZJx&index=14 
https://www.youtube.com/watch?v=DcVr2klSV_4&list=PLE4x0Swm6yM6rUtRUbU1QI3_UjiwtzZJx&index=14 
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2.4.3 Inclusive start-up promotion

A Key challenge

Persons with disabilities face several barriers to entrepre-
neurship and in starting and scaling up their businesses.
These include lack of social support, experiences of
discrimination, negative attitudes in society, limited access
to professional networks or mentors/role models, as well

as insufficient support from family and friends. This is
aggravated by personal and health issues such as physical
and emotional stress, which are exacerbated by experiences
of discrimination. Additionally, various financial barriers
such as difficulties in accessing funding as well as financial
and business counselling, covering disability-related costs of
medical care and assistive devices, along with lower income
levels and expensive workplace adaptations affect the
entrepreneurial prospects of persons with disabilities.
Regulatory and legal barriers also hinder persons with
disabilities from accessing the resources and support they
need to start a business. Finally, prevailing market prejudices
reduce the likelihood of success for entrepreneurs with
disabilities, as stereotypes and biases held by potential
customers, investors and business partners undermine their

credibility and access to markets and resources.

[ 2.1 Legal & Policy ] [ 2.2 Supply of Labour ] [ 2.3 Matching ] 2.4 Demand for Labour [ 2.5 Principles of Inclusion ]

¥

:@"e Goals and potential measures/activities
2 rS R

Goal 1:

Policies and legal protection for inclusive entrepre-

neurship and businesses owned by persons with

disabilities are strengthened.

- Enforce anti-discrimination laws and create inclusive
procurement and business policies through a collabora-
tive consulting process with different stakeholders,
including OPDs, that promote entrepreneurship for
persons with disabilities.

Costs:(€) (©)

- Simplify administrative and legal processes, such as
business registration, certification and licensing, for
persons with disabilities for example through online
registration platforms and business development services
adapted to the needs of aspiring entrepreneurs with
disabilities. Otherwise offer targeted support for persons
with disabilities for these administrative and legal
processes.

Costs: (€)(©)

Good Practice Activity: In Serbia, the GIZ project
“Youth Employment Promotion” supported social
enterprises of persons with disabilities through
accessible consultancy services.
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- Raise awareness of existing health and safety initiatives by
public authorities and other stakeholders that provide
additional support to entrepreneurs with disabilities. This
could include community-based health initiatives and
long-term savings programmes, for example.

Costs: (€)(©)

Goal 2:
Funding opportunities for businesses owned by
persons with disabilities are expanded.

- Increase funding opportunities through grants, low-
interest loans, tax incentives, collaborative ventures and
dedicated funding programmes for businesses owned
by persons with disabilities.

Costs: (£) (%)

Good Practice Activity: In Bangladesh, disabled women
working in the garment textile sector received seed funds
for their start-ups as part of the GIZ project “Promotion
of Social and Environmental Standards in the Industry
(PSES)”.

- Reduce financial barriers by offering subsidies for assistive
devices and workplace adaptations for businesses owned
by persons with disabilities.

Costs: (€)(©) ©)
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- Ensure the inclusion of persons with disabilities and their - Create mentorship and networking initiatives that Costs: @@
businesses in existing national employment/business connect aspiring entrepreneurs with disabilities with each
promotion programmes and funding schemes. other as well as with experienced business leaders, e.g. Good Practice Activity: The UK company Leonard

Costs: @@ through regular accessible networking events, online Cheshire awards entrepreneurs with disabilities with the

business platforms Stelios Award that recognises their business achieve-

ments and supports them with prize money.
Goal 3: Costs: (€)(©) i ’ ’

Market access and networking opportunities for
businesses owned by persons with disabilities are
enhanced.

Good Practice Activity: In collaboration with See Ability > Develop information and networking events for the entire

First International (SAFI), WE4D Tanzania has launched supply chain, including investors, policy makers, employ-

the “Inclusive Jobs for Persons with Disabilities” project. ers and suppliers, to educate and inform about the value

- Provide market information of business opportunities to Producer groups made up of people with disabilities are of disability inclusion in business.

entr'eprer'1eurs Wlt.h disabilities throu.gh targ.eted adv!sory being established and supported in setting up their own Costs: @@
services, information brochures, social media campaign etc. small craft businesses. This is achieved through support
Costs: @@ in product development, practical and entrepreneurial

training, and the creation of market connections.
- Promote businesses owned by persons with disabilities

through existing and dedicated platforms and partner- -> Support start-up incubators and accelerators that focus

ships between government, corporations/businesses with on disability-inclusive innovation.
k of sal lets, fi ial instituti

a network of sales outlets, financial institutions and Costs:@@

OPDs.

Costs: (€)(©) Goal 4:

The visibility and awareness of companies run
by persons with disabilities are increased, and
prejudices and stereotypes are overcome.

Good Practice Activity: In Serbia, the GIZ project “Youth
Employment Promotion” supported social enterprises of

persons with disabilities through networking and
awareness-raising events. -> Establish partnerships with media outlets to publish good

practices and success stories about disability entrepreneur-
ship that challenge stereotypes, and acknowledge, promote,
and broadcast entrepreneurs with disabilities, e.g. through
awards, recognition programmes and public campaigns.
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o Awareness for the value of disability inclusion in business

&S Target groups

Entrepreneurs and business owners with disabilities,

Ec"’ Additional publications/tools
among public sector/government institutions, financial
OECD (2023): Policy Brief on Supporting Persons with

Disabilities in Entrepreneurship. Ensuring Inclusion in a
Post Covid-19 Economy.

institutions and corporations
aspiring entrepreneurs with disabilities, civil society organ-

isations, OPDs, policy makers, corporations, investors,

@ Guiding questions

1. Are anti-discrimination policies effectively enforced in

startup/business incubators and accelerators.
OECD (2023): The Missing Entrepreneurs 2023. Policies

. . for Inclusive Entrepreneurship and Self-Employment.
business and funding processes and do they address

% Relevant stakeholders/potential partners

common biases towards businesses owned by persons
with disabilities?

Bahry, Norliza Saiful; Kori, Liana Nur; Ali, Ainnunazlee
Public sector/government institutions, financial institutions, Mohd; Mat, Azmi; Adzmi, Azian (2023): The Challenges of
Disabled Entrepreneurs: A Systematic Review. Journal of

International Business, Economics and Entrepreneurship.

crowdfunding platforms, chambers of commerce, business L. .

. . 2. Are government procurement policies increasing

networks, start-up/business incubators and accelerators, . . .

. . opportunities for businesses owned by persons with

co-working spaces, OPDs, corporations. N .
disabilities? If not, what are the barriers and how can

they be addressed?

National Disability Institute (2022): Small Business

Ownership by People with Disabilities. Challenges and

@ Key enabling factors Opportunities.

e Strong policy and legal framework for inclusive

3. Does data exist on start-ups owned by persons with
disabilities, e.g., how many entrepreneurs with disabilities

¢

Respectability.org: “Born for Business” Disability

successfully access grants, loans, or financial incentives? . .
Entrepreneurship Toolkit.

entrepreneurship
. . . . . Or: How many businesses owned by persons with
o Sufficient financial support and incentives to set up e . . s
busi disabilities are included in supplier diversity programmes
a business
and corporate partnerships?

e Accessible infrastructure/reasonable accommodation . . . . o
d technol 4. Have financial barriers for entrepreneurs with disabilities
and technolo,
8y been identified and addressed?

* Inclusive and high-quality entrepreneurship training 5. Are networking events and business platforms for

Strong support and guidance for the business
start-up phase

Strong partnerships between public sector/government
institutions, financial institutions, corporations, OPDs

entrepreneurs with disability established and are they
fully accessible and inclusive?

6. Are different stakeholders in the public and private sector

aware of the value of disability inclusion in business
development and do they support aspiring entrepreneurs
with disabilities?
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https://www.oecd.org/en/publications/supporting-persons-with-disabilities-in-entrepreneurship_1ea0d982-en.html
https://www.oecd.org/en/publications/supporting-persons-with-disabilities-in-entrepreneurship_1ea0d982-en.html
https://www.oecd.org/en/publications/supporting-persons-with-disabilities-in-entrepreneurship_1ea0d982-en.html
https://www.oecd.org/en/publications/the-missing-entrepreneurs-2023_230efc78-en.html 
https://www.oecd.org/en/publications/the-missing-entrepreneurs-2023_230efc78-en.html 
https://www.researchgate.net/publication/376128341_The_Challenges_of_Disabled_Entrepreneurs_A_Systematic_Review
https://www.researchgate.net/publication/376128341_The_Challenges_of_Disabled_Entrepreneurs_A_Systematic_Review
https://www.researchgate.net/publication/376128341_The_Challenges_of_Disabled_Entrepreneurs_A_Systematic_Review
https://www.nationaldisabilityinstitute.org/wp-content/uploads/2022/07/ndi-small-business-research-report.pdf 
https://www.nationaldisabilityinstitute.org/wp-content/uploads/2022/07/ndi-small-business-research-report.pdf 
https://www.nationaldisabilityinstitute.org/wp-content/uploads/2022/07/ndi-small-business-research-report.pdf 
https://www.disabilitybelongs.org/resources/job-seekers/entrepreneurship/
https://www.disabilitybelongs.org/resources/job-seekers/entrepreneurship/
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p PROJECT EXAMPLE 1: Economic Integration of Refugees and Host Communities in Rwanda (ECOREF)

The project “Economic Integration of Refugees and Host Communities in Rwanda” (ECOREF) focused on improving the labour market integration of refugees and other particularly vulnerable
groups in Rwanda. In the course of the activities, single mothers, young pregnant women and people with disabilities affected by the war in the Democratic Republic of Congo or the unrest in
Burundi after 2015 emerged as the main target groups of the project. With TVET programmes, the project supported the development of labour market relevant skills and entrepreneurial skills
of the target group to enhance their economic self-reliance. The project engaged existing businesses owned by persons with disabilities by promoting them as role models for TVET graduates
and utilising their expertise through peer-to-peer learning in Business Counselling and Exchange (BCE) groups.

Activities implemented m

e The project supported the development of labour

e Young pregnant women, single mothers and persons with

market-relevant and entrepreneurial skills among the disabilities were given the opportunity to participate in

target group through TVET programmes, thereby TVET programmes that promoted their entrepreneurial

enhancing their economic self-reliance. skills and integration into the labour market.

e To enable economic integration and the participation in e The target group’s access to healthcare was improved by
TVET programmes, the project focused on improving membership of the Rwandan public insurance scheme,
access to healthcare for these vulnerable groups. This “Mutuelle de Santé”.

LN el R ST R ST e Businesses run by persons with disabilities became role

(e e ST models for TVET graduates and within BCE groups.

e The project also collaborated with companies run by
people with disabilities and promoted them as role
models. Their expertise was leveraged through peer-to-
peer learning in Business Counselling and Exchange
(BCE) groups.
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PROJECT EXAMPLE 2: Strengthening Urban Integration Capacities of Internally Displaced Persons
and Supporting Host Communities (INTEGRATE)

The German development cooperation project “Strengthening Urban Integration Capacities of Internally Displaced Persons and Supporting Host Communities (INTEGRATE)”, jointly

implemented with the Government of Bangladesh, aims to enhance the socio-economic inclusion of disaster - and climate - induced internally displaced persons (IDPs) and vulnerable residents

of informal settlements in four secondary cities — Khulna, Rajshahi, Satkhira, and Sirajganj. A key component of the project will focus on promoting inclusive entrepreneurship among women and

persons with disabilities to foster sustainable income generation, resilience, and social empowerment.

Activities implemented

o A feasibility study was conducted to identify inclusive,
scalable, and low-cost business opportunities that are
suitable for women and persons with disabilities.

e Gender-responsive and disability-inclusive business
models are developed for selected trades in close
collaboration with local stakeholders and market actors.

e Target group members will be identified and engaged
through structured community mobilisation, counselling,
and needs-based selection processes.

o Beneficiaries will receive tailored vocational training,
business development support, financial literacy
education, and digital tools to enhance their entrepre-
neurial capabilities.

o Partnerships will be established with chambers of
commerce, OPDs, business mentors, and advocacy
platforms to provide long-term mentoring and peer
support.

e Awareness campaigns will be designed to promote
successful women and persons with disabilities entrepre-
neurs as role models, aiming to reduce stigma and foster

an enabling environment for inclusive business.

Expected results

o Women and persons with disabilities from informal
settlements will establish or scale up small businesses,
contributing to greater self-reliance and improved
household incomes.

e Inclusive training and employment models will be piloted
with municipalities and private sector actors, promoting
broader acceptance and institutionalisation of inclusive
practices.

e Government agencies, OPDs, and private sector stake-
holders will be better sensitised to the value of disability

in entrepreneurship and economic development.
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Steps for implementation

Provide a financial scheme to support business ideas of
persons with disabilities, e.g., through seed funding,
grants, micro-credits, etc.

Develop accessible business start-up guidelines for
people with disabilities, including resources and contact
information.

Offer inclusive business development services adapted to
the needs of aspiring entrepreneurs with disabilities, for
example through an online platform or an inclusive
career/job centre.

Increase the visibility of disabled-owned businesses
through media reports, exhibitions and fairs and link them
to different suppliers.

Enhance the exchange between entrepreneurs with
disabilities and aspiring entrepreneurs with disabilities
through accessible networking events and/or an online
knowledge exchange platform.
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PROJECT EXAMPLE 2: Strengthening Urban Integration Capacities of Internally Displaced Persons
and Supporting Host Communities (INTEGRATE) (continued)

-

Further good practice examples

e Knowledge sharing platform supported by the GIZ

project “Promoting innovative business models for
a social and sustainable economy: Inclusive Action
Network (iBAN)”.

Ecuador: Ecuador’s Inclusive Production for Persons
with Disabilities of 2013 (Zero Project). The Ministry
of Industries and Productivity (MIPRO) supports
self-employment and micro finance.

Serbia: Inclusive Social Enterprise Promotion through
the GIZ project “Youth Employment Promotion Project
(GIZ-YEP)".

Bangladesh: Support of business start-ups for women
with disabilities working in the textile industry through
the GIZ project “Promotion of Social and Environmental
Standards in the Industry (PSES)”

68



https://www.inclusivebusiness.net/
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2.4.4 Access to financial and
social services

A Key challenge

Even though financial inclusion and social protection are
integral parts of the 2030 Agenda and the Convention on
the Rights of Persons with Disabilities (CRPD), persons with
disabilities face numerous barriers in accessing formal
financial and social services. These include insufficient
(financial) literacy and knowledge of available services as
well as inaccessible buildings and information provided
by service institutions. For example, the lack of ramps and
lowered service counters as well as information and
customer care that is not presented in accessible formats,
make it difficult for persons with disabilities and their
families to navigate financial and social services.

While digital financial services are often seen as a solution,
they frequently overlook the needs of persons with visual
impairments. Another major obstacle is the widespread
negative perception of the financial capability and credit-
worthiness of persons with disabilities, who are perceived as
economically inactive. As a result, financial institutions may
deny them services, e.g. due to strict eligibility criteria,
offer lower credit limits, charge higher interest rates or
have no tailored financial products, assuming that they

are unreliable financial partners. This leads to significant
discrimination and many persons with disabilities avoid
financial services due to fear of bias or lack of awareness.
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Additionally, there is a severe lack of data on their financial
access, making it difficult to develop effective solutions.

Similar challenges exist in accessing social services to ensure

social protection of persons with disabilities like disability
benefits, disability allowance, assistive devices, personal
assistants, grants for home adaptation, access to health
services etc. The combination of financial exclusion and
limited social support puts persons with disabilities

at a high risk of poverty. According to the World Social
Protection Report 2024-2026, 146 million people with
severe disabilities remain unprotected.

N ¥ 4
jﬂ: Goals and potential measures/activities
4

Goal 1:
Accessibility of financial and social services for
persons with disabilities is improved.

- Support financial and social service institutions in
implementing universal design at their office facilities
such as ramps, railings, elevators, adapting the height of
service desks, accessible sanitary facilities etc.

Costs: ) (©)(©)

- Strengthen the capacities of financial and social service
institutions in considering the accessibility of their
services and products for persons with disabilities in their
annual planning process through targeted consultancies,
trainings and workshops.

Costs: (£)(©)(®)
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Good Practice Activity: The GIZ project Employment
promotion for women for the green transformation in
Africa (WE4D) works with financial institutions such as
Stanbic Bank to improve the inclusion of persons with
disabilities in their service offerings.

- Enhance the accessibility of remote service delivery of
financial and social service institutions, for example by
ensuring that digital content is prepared in an easy-to-
read format and that call-in services are accessible for
individuals with intellectual and visual disabilities. Toolkits
and guidelines could be developed to support this

process.

Costs: (£)(©)

- Simplify access to financial and social services by reducing
bureaucratic complexity by supporting financial and social
service institutions in improving the access to information
of available services, e.g. develop a digital application,
provide information in easy language, develop specific
advisory services for persons with disabilities etc.

Costs: (£) ()



https://www.ilo.org/publications/flagship-reports/world-social-protection-report-2024-26-universal-social-protection-climate
https://www.ilo.org/publications/flagship-reports/world-social-protection-report-2024-26-universal-social-protection-climate
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Goal 2:

Discrimination towards persons with disabilities are
eradicated and financial and social service delivery is
improved.

- Implement regular trainings for management and staff of
financial and social service institutions on disability
inclusion and collaborate with OPDs in the development

and implementation of training modules.

Costs: (£)(©)

- Support financial and social service institutions in
designing, implementing and monitoring of policies,
strategies and products for inclusive service delivery
through trainings of management and HR staff.

Costs: (€)

- Support financial and social service institutions in the
design of customised products and services that are
suitable for persons with different disabilities and interest
free, e.g. group loans, micro-savings, impact investing etc.

Costs: (€)

Goal 3:

The literacy of persons with disabilities on finance
and social services is strengthened and their confi-
dence increased.

- Collaborate with OPDs and educational institutions
in the design and implementation of training courses
on financial and social services that strengthen the
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knowledge and skills of persons with disabilities, their
families and their social environment (community level).

Costs: (€) ()

- Establish a digital platform with accessible information
on financial and social service delivery that further
empowers persons with disabilities and enhances
exchanges. Combine the establishment of such a platform
with strengthening the digital literacy of persons with
disabilities and their families through trainings.

Costs: (£) (©)

Goal 4:
Close the data gap on access to financial and social
services for persons with disabilities.

- Evaluate the current accessibility of financial and social
services for persons with disabilities at selected institu-
tions through research studies, surveys of employees and

customers.
Costs: €)(©)

Good Practice Activity: GIZ supported the Cambodian
Disabled People’s Organisation (CDPO) in developing a
mobile Disability Data Application (DDA). The app
enables local OPDs to identify and collect information
about persons with disabilities in their communities and
their priority needs.
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- Contribute to improving existing databases on financial
and social services by introducing indicators and meas-
ures to assess the availability and usage of such services
by persons with disabilities. Consider further components
that affect their living circumstances, such as displace-
ment and climate change.

Costs: (£)(©)

Goal 5:
The capacities of state institutions in developing
financial and social services are strengthened.

- Cooperate with OPDs to define the relevant target groups
for financial and social services and take into account the
variety of disabilities and needs that exist.

Costs: ()

- Train staff of state institutions on the rights and needs of
persons with disabilities with regard to financial and

social services.

Costs: (£)(©)

- Design and implement a plan of action/a road map with
clear goals on how to increase the accessibility of financial
and social services for persons with disabilities.

Costs: (€)
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&S Target groups

Financial institutions, social service institutions/providers,

educational institutions.

Eg Relevant stakeholders/potential partners

OPDs, civil society organisations, government institutions,

financial and micro-finance institutions.

@ Key enabling factors

Committed leadership engagement

Openness by employees of financial and social service
institutions

Involvement of OPDs
Funding

Strong collaboration between public and private sector
to expand service availability

Availability of disaggregated data and data-driven
approaches

Inclusive technological solutions to enhance accessibility

[ 2.1 Legal & Policy ] [ 2.2 Supply of Labour ] [ 2.3 Matching ] 2.4 Demand for Labour [ 2.5 Principles of Inclusion ]

@ Guiding questions

1. Are persons with disabilities able to access the physical
location of the service institution, i.e. are offices located
on the ground floor, are ramps and railings installed, is an
elevator available, is the height of service desks adjustable
etc.?

2. Are remote services accessible for persons with disabilities,
i.e.is information on services additionally provided in easy
language, are digital contents compatible with screen
readers, do automatic service hotlines package their
information in an understandable and comprehensive

manner etc.?

3. Does the service institution have a policy or strategy for
inclusive service delivery that considers the rights and
needs of disabled people?

4. Is this policy regularly reinforced through management
and staff training, and monitored and evaluated to ensure
effective implementation?

5. Does the service institution collect and use data on the
needs of persons with disabilities to customize products
and services? If not, how can it improve data collection
for inclusive service development?
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6. Does the financial institution have inclusive products or
services that consider the needs of persons with disabilities?

7. Does the service institution collaborate with local OPDs
to strengthen the access of persons with disabilities to

service delivery?

& Additional publications/tools

GIZ: Ensuring social protection of persons with
disabilities matters

Sightsavers (2023): Financial Inclusion for Persons with

Disabilities in Kenya: A Rapid Review and Qualitative

Study Report.

GIZ (2023): Financial Inclusion of Women with
Disabilities. Podcast Script.

GIZ (2022): Ensuring Social Protection for Persons with
Disability Matters.

GIZ (2019): Disability Inclusion Matters: Inclusion of
Persons with Disabilities in the Context of Forced

Displacement.



https://www.giz.de/en/downloads/giz2022-en-social-protection-disabilities.pdf
https://www.giz.de/en/downloads/giz2022-en-social-protection-disabilities.pdf
https://research.sightsavers.org/project/assessment-of-access-to-formal-financial-services-among-people-with-disabilities-in-kenya/ 
https://research.sightsavers.org/project/assessment-of-access-to-formal-financial-services-among-people-with-disabilities-in-kenya/ 
https://research.sightsavers.org/project/assessment-of-access-to-formal-financial-services-among-people-with-disabilities-in-kenya/ 
https://inklusion-leben.org/wp-content/uploads/GIZ_Sightsavers_Podcast-Sript_Financial-Inclusion-of-Women-with-Disabilities.pdf
https://inklusion-leben.org/wp-content/uploads/GIZ_Sightsavers_Podcast-Sript_Financial-Inclusion-of-Women-with-Disabilities.pdf
https://www.giz.de/en/downloads/giz2022-en-social-protection-disabilities.pdf 
https://www.giz.de/en/downloads/giz2022-en-social-protection-disabilities.pdf 
https://www.giz.de/en/downloads/giz2019-en-disability-inclusion-matters-forced-displacement.pdf 
https://www.giz.de/en/downloads/giz2019-en-disability-inclusion-matters-forced-displacement.pdf 
https://www.giz.de/en/downloads/giz2019-en-disability-inclusion-matters-forced-displacement.pdf 
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p PROJECT EXAMPLE: Socio-economic Support to Host and Displaced Communities in Cox’s Bazar District (SHADE)

The GIZ project “Socio-economic Support to Host and Displaced Communities in Cox’s Bazar District (SHADE)”, addresses root causes of conflict, gender inequality and gender-based violence

(GBV) in Bangladesh, and promotes peaceful coexistence between the displaced Rohingya population and the local Bangladeshi communities. The project also aims to improve the living

conditions of the targeted communities, particularly of women and persons with disabilities, by providing better access to services, including social and financial ones.

Steps for implementation

Activities implemented

The project implements an approach that benefits persons
with disabilities by establishing “gender friendly and
inclusive spaces (GFIS)”. These structures are developed,
based on the experiences gained under the predecessor
project “Supporting Host and Rohingya Communities
(SHRC)”, that established “information hubs” which provide
an overview of different services. Among others, these
include national social and financial services, telemedicine,
employment, and job offers. Some of these services are
provided via digital applications.

The developed approach “information hubs” under the
SHRC project proved to be sustainable and is continued to
be used by the target community after the project ended in
2024. Based on these positive results, the SHADE project

is integrating some of the aforementioned services into the
GFIS. The project has been recognised as a unique and
sustainable solution in the region.

o Collaborate with local OPDs to identify persons with disa-
bilities living in communities and collect data on their needs.

e Support the design of social and financial services that
respond to the needs of persons with disabilities,
such as grants and other financial products that enable
self-employed economic activities and consider the
needs of households with limited financial resources.

e Establish a accessible information system on available
financial and social services for persons with disabilities.

e Develop and implement training opportunities for service
providers on disability inclusion.

e Develop and implement training opportunities in
collaboration with OPDs that strengthen the financial
literacy of persons with disabilities and their families.

-

Further good practice examples

e GIZ Cambodia: Closing the disability data gap through
the “Social Health Protection Programme (SHPP)”. GIZ
supported a national umbrella OPD in the development
of a mobile Disability Data Application (DDA) that enables

-

S/
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local OPDs to identify and collect information about
persons with disabilities. This data could be used to
support government planning on social protection
programmes for persons with disabilities.

Malawi: “Making Public Works Inclusive”. GIZ partnered
with the Dedza District Council and the Malawi Council
for the Handicapped (MACOHA) to make the Public Works
Programme (PWP) more inclusive by systematically
integrating persons with disabilities. Activities included
disability awareness-raising and the sensitisation of Village
Development Committees (VDCs), as well as disability
training for extension workers and awareness-raising for

persons with disabilities and their families.

GIZ Iraq: “Employment promotion for Internally
Displaced Persons (IDPs), refugees, returnees and socially
deprived households in host communities”. The project
contributed to improving access to temporary and
long-term employment and income opportunities for
various vulnerable groups, including persons with disabili-
ties. Key components of the project were employment
programmes, such as cash-for-work (CfW) programmes
and various livelihood activities.
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@gﬂ 2.5 Foundation: Principles of inclusion

To guide the design and implementation of inclusive projects, this toolbox introduces a set of core “Inclusion Principles”. These principles are: accessibility and reasonable accommodation,

full and equal participation, self-determination and involvement of self-representing bodies (OPDs), and non-discrimination and equal opportunities and gender equality and intersectionality.

These principles serve as a foundation for all building blocks in this toolbox and ensure that inclusion is not treated as a standalone issue, but rather embedded across all areas of international

cooperation.

2.5.1 Accessibility and reasonable
accommodation

[0il Description

Accessibility and reasonable accommodation are two
foundational pillars for ensuring equal rights and participa-
tion for persons with disabilities (see Guideline on Inclusive

Architectural Design Concepts and Strategies for TVET).
While closely related, they serve distinct but complementary

purposes.

Accessibility refers to the design of environments - physical,
digital, institutional, and communicational - in a way that
allows everyone, including persons with disabilities, to use
them independently and without the need for further
adaptation. It involves planning with inclusion in mind from
the beginning: e.g. ensuring buildings have step-free
entrances, websites are screen reader-compatible, and

information is provided in formats everyone can understand.

Reasonable accommodation, on the other hand, involves
individualised and flexible support measures where general
accessibility is not sufficient. These measures allow a person
with a disability to fully take part in education, employment,
or services. This might mean providing a sign language
interpreter for a deaf job applicant, allowing flexible hours
for a person with a chronic health condition, or adapting an
assessment method to accommodate a learning disability.

Both concepts are recognised in the United Nations
Convention on the Rights of Persons with Disabilities
(CRPD). Yet, many individuals as well as organisations still
face challenges - accessibility is often treated as an
afterthought, accommodation requests are not standard-
ised, a narrow understanding of physical access persists and
staff are unsure how to act. Addressing these challenges
requires more than technical fixes. It demands a shift in
mindset, adequate resources, and continuous consultation
with persons with disabilities to ensure that access and
support are not only available but meaningful.
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Accessibility and reasonable
accommodation in practice (Examples)

In infrastructure: A vocational training centre installs
ramps, tactile signage, lighting variation, automatic doors,
and accessible toilets, enabling participants with mobility
or visual impairments to move independently throughout
the centre.

In digital access: A project ensures its online learning
platform is compatible with screen readers, allows
keyboard navigation, and includes video content with
captions and sign language interpretation.

In recruitment: A candidate with a hearing impairment is
offered a sign language interpreter for a job interview and
given written instructions for onboarding.

In training delivery: A workshop facilitator provides
handouts in easy-to-read language and large print and
allows more time for participants with cognitive disabilities
to complete tasks.



https://inklusion-leben.org/en/guideline-on-inclusive-architectural-design-concepts-and-strategies-for-tvet/
https://inklusion-leben.org/en/guideline-on-inclusive-architectural-design-concepts-and-strategies-for-tvet/
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o In the workplace: An employee with chronic fatigue
syndrome is hired on a flexible work schedule and is
provided a quiet workspace, enabling them to manage
their health while staying productive.

¢ In event planning: A public conference includes a quiet
room for neurodivergent attendees, reserved seating
for persons with physical disabilities, and materials in
accessible digital formats are shared in advance.

o In procurement: Suppliers are asked to demonstrate how
their services (e.g. catering, transport, tech platforms)
meet accessibility requirements as part of the bidding

process.

4.

5.
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. Is there a simple and confidential way for staff, partners,

or participants to request individual accommodations?
Are managers and HR staff trained to respond promptly

and appropriately?

Do events, trainings, and workshops routinely consider
accessibility - for example, by offering different formats,
accommodating different learning styles, or providing

support persons?

Are accessibility and accommodation treated as fixed-line
items in project budgets, or do you rely on ad hoc
solutions? How can it be ensured that financial planning

supports inclusive participation from the outset?

@"’ Additional publications/tools

For more information: AccessibilityGo: Guide to Action
CBM Global

6. Are persons with disabilities or OPDs regularly consulted

@ Guiding questions

1. Has the physical and digital accessibility of offices,

when planning services, infrastructure, or policies to
ensure that measures meet real needs rather than

. . . . assumptions?
meeting spaces, project sites, and online platforms been P

assessed? What barriers are still in place, and what are

next steps to remove them?

2. Are persons with disabilities able to navigate and
understand written, visual, and digital communications -
such as websites, emails, forms, reports, and videos?
Have these materials been tested with diverse users?
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https://cbm-global.org/resource/accessibilitygo-a-guide-to-action
https://cbm-global.org/resource/accessibilitygo-a-guide-to-action
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2.5.2 Full and equal participation

[il Description

Full and equal participation means that persons with
disabilities are not only present but actively involved in all
aspects of social, political, cultural and economic life on an

equal basis with others. This principle is enshrined in Article

3(c) of the United Nations Convention on the Rights of
Persons with Disabilities (CRPD) and is central to a rights-
based approach to inclusion. It recognises that meaningful
participation is both a right and a prerequisite for achieving

inclusion.

Participation should not just be symbolic - persons with
disabilities need to be truly involved and have a real say

in decisions that affect their lives. It requires inclusive
decision-making processes, accessible formats, and the
removal of structural and attitudinal barriers that prevent
persons with disabilities from contributing their expertise
and perspectives. This is particularly important in interna-
tional development cooperation and development, where

policies and programmes must reflect the lived realities of

all population groups, particularly those who are marginalised.

However, challenges persist: persons with disabilities are
often consciously or unconsciously excluded from public
discourse, policy consultations, or workplace decisions due
to inaccessibility, stigma, ignorance, lack of representation,
or failure to consider their needs at the planning stage.
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In many cases participation is limited to observation or
symbolic representation, rather than actual influence on
outcomes. Ensuring full and equal participation means
creating spaces where persons with disabilities have both
the opportunity and the support to shape the decisions
that affect their lives.

Full and equal participation in practice
(examples)

¢ In project design: Involving persons with disabilities in
needs assessments and project planning phases to ensure
that interventions reflect their lived experiences.

¢ In employment: Establishing inclusive workplace
committees or employee councils that include persons
with disabilities and ensuring their input shapes HR
policies, recruitment strategies, employers’ confidence in
disability, and accessibility measures.

¢ In politics and public life: Supporting the participation of
persons with disabilities in elections, community forums,
and public consultations by ensuring physical and digital
accessibility and providing information in accessible

formats.

o In capacity development: Including persons with
disabilities as trainers, facilitators, or speakers in
workshops - not just as participants - to reflect their
knowledge and promote inclusive expertise.
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In monitoring and evaluation: Engaging persons with
disabilities and their representative organisations (OPDs)
in the design of indicators, feedback tools, and evaluation
methods to ensure accountability and relevance.

@ Guiding questions

1

4.

Have persons with disabilities been meaningfully involved
in all stages of project planning, implementation, and
evaluation? Are they involved in decision-making process-
es or consulted at a later stage?

. Have initial steps been taken to make participation

formats more accessible (e.g., physical access, sign
language interpretation, easy-to-read materials, flexible
timing)?

. Are existing platforms for participation inclusive? If not,

can they be adapted or is there a need to create new
spaces or formats that allow for equal involvement?

Are diverse voices within the disability community (e.g.
women, youth, persons with psychosocial or intellectual
disabilities) represented in participation processes?

. How are the contributions of persons with disabilities

documented and reflected in final decisions and out-

comes?
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2.5.3 Self-determination and involve-
ment of self-representing bodies

[0il Description

Self-determination means that persons with disabilities
have the right to make their own decisions about their lives,
just like non-disabled persons: how do they want to live,
work, participate in society and what support do they want.
The CRPD principle “Nothing about us without us”
acknowledges that no one knows better what persons

with disabilities need than they themselves.

A key to assure this right is by by the active involvement

of OPDs. These organisations are led by persons with
disabilities and represent their interests. OPDs act as expert
partners and advocates, sharing insights based on lived
experiences. According to the CRPD, persons with disabili-
ties must be closely and actively involved in all decisions
that affect them - not just as beneficiaries, but as co-crea-
tors of policies, programmes, and systems.

Despite its importance, this principle is often overlooked in
practice. OPDs are sometimes consulted too late, or even
not at all. Others may be included symbolically but not
meaningfully. Challenges such as limited resources, lack of
accessible consultation processes, or underrepresentation
of diverse disability groups can restrict their involvement.
Leaving them out leads to missed opportunities for
empowerment and contributes to deepening social and
economic exclusion. Inclusion is not an add-on, it is a key
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strategy for poverty reduction and sustainable development.

Enabling true self-determination and the meaningful
participation of OPDs means embedding their perspectives
into every step of a programme or policy.

<l=  Self-determination and involvement
of self-representing bodies in practice
(examples)

¢ In project design: An employment project holds
co-creation workshops with local OPDs before finalising
its design, ensuring that planned activities respond to
real barriers in the community.

e Inrecruitment and hiring: An employment agency
develops inclusive hiring guidelines in close collaboration
with OPDs, incorporating their suggestions on reasonable
accommodation and bias-free job advertisements.

e In training: Persons with disabilities are invited not only
as participants but also as trainers, curricular developers,
consultants, or peer mentors, giving them a leading role
in shaping inclusive content.

¢ In monitoring and evaluation: A development project
works with OPDs to define indicators of inclusion and
conducts joint site visits, ensuring that evaluation criteria
reflect lived realities.

e In rural outreach: Smaller, community-based OPDs are
invited to provide input for service delivery in areas where
persons with disabilities may otherwise be left out of
consultations.
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e In budgeting: An implementing partner sets aside funds
specifically for OPD participation in project planning and
decision-making processes, covering time, travel, and
accessibility needs.

@ Guiding questions

1. Have relevant OPDs or umbrella organisations of OPDs at
national and local levels been identified and mapped? Are
they invited to participate from the beginning of the project
cycle and not just at the final review stage?

2. Are consultation formats truly accessible (e.g. held in
accessible venues, with interpretation or easy-to-read
documents), and do they allow enough time for feedback?

3. Have specific budget lines for OPD engagement been
earmarked, such as costs for travel, personal assistance,
sign language interpretation, or compensation for expert
contributions?

4.Is a broad range of OPDs being reached, including those
representing underrepresented groups, such as women
with disabilities, persons with psychosocial or intellectual
disabilities, or people in rural areas?

5. How is input by OPDs documented and followed up on?
Can it be clearly demonstrated where their contributions
have influenced decisions, and are results and feedback
shared with them?

6. Is support provided to help newer and grassroots OPDs
engage more meaningfully? For example, are training,

mentoring or partnership opportunities being offered?
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2.5.4 Non-discrimination and equal
opportunities

[0il Description

Non-discrimination and equal opportunities are core values
that ensure persons with disabilities are treated fairly and
have the same chances to succeed as everyone else.
According to the United Nations Convention on the Rights
of Persons with Disabilities (CRPD), discrimination on the
basis of disability means any distinction, exclusion or
restriction which has the purpose or effect of impairing the
recognition, enjoyment or exercise of rights on an equal
basis with others.

This principle is essential because inequality often stems
not from intent, but from systems and practices that fail to
consider the needs and rights of persons with disabilities.
In many cases, it is not active discrimination but passive
neglect that creates exclusion. Ignoring the needs of
persons with disabilities is still common, even in interna-
tional cooperation. This denies persons with disabilities
access to measures and services to which they are entitled
under the CRPD and other international standards. Equal
opportunity does not mean treating everyone the same; it
means recognising and addressing the barriers that make
access unequal in the first place — whether physical,
informational, economic or attitudinal. Discrimination is
not always visible - it can be built into recruitment criteria,
selection procedures, or policies that unintentionally
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disadvantage persons with disabilities. Unequal access to
education, vocational training, health services or assistive
technologies often start at an early age and accumulates
over time, reducing employment prospects and economic
participation. Promoting equal opportunities means actively
seeking to identify and remove these disadvantages, rather
than waiting for persons with disabilities to request support
or accommodations.

Full and equal participation in practice
(examples)

e Inrecruitment: A company removes a blanket requirement
for a driving licence from all job ads and instead offers
alternative transport arrangements for roles where travel

is essential.

o In training programmes: A vocational centre offers
printed training materials in Braille and/or digital formats,
ensures that videos have subtitles, and allows participants
with chronic illnesses to take breaks or attend sessions
part-time.

e In education: An educational centre adapts its learning
management system so that it is compatible with assistive
technologies, provides lecture transcripts for students
with hearing impairments, and assigns trained learning
assistants to support students with intellectual disabilities.

o In the workplace: An organisation introduces a policy
requiring each department to appoint an inclusion focal
person or institutionalises a buddy system supporting
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with inclusion. These focal points attend annual training
on non-discrimination, help identify accessibility gaps, and
support staff in requesting and receiving accommodations.

e In public procurement: A development project includes
in its tender documents a clause requiring contractors to
follow national accessibility standards and report on how
they support inclusive hiring practices, such as hiring
persons with disabilities for administrative or technical roles.

@ Guiding questions

1. Are any job descriptions or selection criteria (e.g. requiring
a driving licence or full-time availability) unintentionally
excluding persons with disabilities? Could these require-
ments be adapted to focus on core skills and outcomes
instead?

2. Is there a formal process in place to provide reasonable
accommodation, such as screen readers, flexible working
hours, or accessible seating arrangements, and is this
process communicated clearly to staff and applicants?

3. Are persons with disabilities informed during onboarding
or project orientation about their rights and the procedures
to report discriminatory experiences? Is there a focal

point or ombudsperson trained in disability inclusion?

4. Are performance assessments based solely on standard

formats, or do they offer alternative ways for participants
or employees to demonstrate their skills and potential,
such as practical exercises, portfolios, or peer reviews?
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2.5.5 Gender equality and
intersectionality

[0il Description

Gender equality means that people of all genders have the
same rights, responsibilities, and opportunities in all spheres
of life. It requires the elimination of gender-based discrimi-
nation and the empowerment of women and marginalised
gender groups. In development cooperation, gender
equality is a key principle that spans various areas, including
equal pay, equal access to education and healthcare, fair
career and leadership opportunities, and equal participation
in political and social decision-making processes. Gender
equality also involves addressing harmful gender norms and
power imbalances that affect the lives of women, men, and
non-binary individuals differently.

Intersectionality is a concept used to understand how
different forms of discrimination - such as those based on
gender, disability, ethnicity, age, or migration status - inter-
sect and reinforce each other. Rather than treating these as
isolated issues, intersectionality recognises that they overlap
and create complex, often invisible, barriers. For example,
within the group of persons with disabilities, individuals
with intellectual or psycho-social disabilities (e.g., schizo-
phrenia) often face greater exclusion than those with
physical disabilities. When factors like gender, ethnicity, or
displacement are added, the risk of exclusion becomes even

more severe.
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Bringing these two principles together is essential for
inclusive international cooperation. Intersectionality
enriches gender equality work by revealing the diversity of
experiences within gender groups and helps identify those
who are most at risk of being left behind. A displaced
woman with a disability from an ethnic minority, for
example, may face compounded discrimination in accessing
education, healthcare, employment, or protection from
violence. By applying an intersectional and gender-sensitive
lens, programmes and policies can be better tailored to
meet the actual needs of individuals and communities.

Despite its importance, applying an intersectional approach
comes with challenges. These include a lack of disaggregated
data, limited awareness or tools for implementation, and a
tendency to treat groups such as “women” or “persons with
disabilities” as homogeneous. Furthermore, institutional
structures and services may not be designed to address
multiple, overlapping forms of discrimination. An example
for this is when gender-based violence services are
inaccessible to women with disabilities. Therefore, intersec-
tionality is a powerful framework for creating more
equitable and inclusive development strategies that leave
no one behind.

@ Gender equality and intersectionality
in practice (examples)

e Training: Training formats and environments are adapted
to diverse life realities. They include locally accessible
part-time training with childcare options, especially in
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rural areas. This reduces structural barriers for women
with caregiving responsibilities, persons with mobility
challenges, and people in remote communities, enabling
their participation and improving equitable access to skills
development.

Mentoring: For women with disabilities facing multiple
barriers, a mentoring concept is tailored to their individu-
al needs. Mentors support jobseekers such as young
women with psycho-social disabilities or displaced single
mothers with low education levels. Follow-up questions
ensure that the women feel well advised. This intersec-
tional approach boosts self-confidence, addresses social
isolation, and offers practical guidance to enter the labour
market for those who need it most.

Private sector engagement: Employers must be made
aware of the discrimination faced by women with
disabilities so that they can recognize their own biases
and break down prejudices. Strict workplace policies
protect women with disabilities from gender-based
violence and sexual harassment in the workplace. By
conducting inclusive hiring workshops, you can help
companies adapt their HR practices. This helps break
down stereotypes - such as the idea that women with
intellectual disabilities cannot work - and creates a
workplace culture where gender, disability, and ethnic
background are not seen as limitations.
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» Disaggregated data: Collection of disaggregated data is 4. Are there unintentional biases in your project team or
used to respond to gaps. This allows project teams to among local stakeholders that could reinforce exclusion?
identify who is not benefiting from their measures and How can you address these biases, e.g. in capacity
adapt interventions accordingly - e.g., if women with building and training?

sensory disabilities drop out of training, accessibility or . o
. y disabi Idl. pou ning. DIty 5. How do you evaluate the impact of your disability
safety may need improvement. inclusion efforts in an intersectional way, ensuring that

you are not only reaching the most visible but also the
@ Guiding questions most marginalised groups?

1. How do existing policies and social norms in your project
o ) . .
context reinforce multiple layers of exclusion for persons @l Additional PUbl'catlons/too"s

e e . )
with disabilities from different backgrounds? GIZ (2025): Intersectionality - A Central Approach of

2. Have you thought about addressing gender, disability and Feminist Development Cooperation
other marginalisations when consulting with your civil

society partners?

3. Does your project assume a “one-size-fits-all” approach
to disability inclusion, or does it recognise and address
the unique needs of persons with (multiple) disabilities or
other disadvantageous characteristics from various
intersecting identities?
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3. Deep Dives

While disability inclusion requires systemic change across all sectors,
each industry presents unique opportunities and challenges.

The following sector deep dives on the textile and IT industries offer
concrete examples of how persons with disabilities can meaningfully
participate in diverse work environments - ranging from highly
digitalised to labour-intensive sectors. Each chapter outlines specific
entry points for inclusive programming, highlights relevant target
groups and stakeholders, provides actionable measures, and includes
guiding questions to support project design and implementation.

By examining both a fast-growing, innovation-driven industry
like IT and a manufacturing sector like textiles, these examples
underscore the value of tailoring inclusion strategies to the
reality of each context. For development practitioners, these
deep dives serve as a practical guide for aligning sector-specific
interventions with the principles of the CRPD and the overarching
goal of decent work for all.
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W 3.1 Disability inclusion in the textile sector

A Key challenges

The textile sector holds considerable potential for
inclusive employment since it encompasses a wide range
of occupational roles across the value chain, including
manual, semi-skilled, and design-related positions such as
sewing/stitching, packaging, embroidery, various machine
operations, and quality control. Many of these tasks can be
adjusted or redesigned to accommodate diverse physical,
sensory, or cognitive needs, provided that proper work-
place accessibility measures and job carving strategies are
in place. In this context, the textile sector has also proven
to provide valuable opportunities for women to enter the
labour market. This is particularly true for those with
limited education.

Furthermore, emerging trends in adaptive fashion - such
as clothing designed for wheelchair users or persons with
limited dexterity - offer new opportunities for co-design,
innovation, and entrepreneurship. In some contexts,
persons with disabilities have initiated small-scale or
home-based enterprises, particularly in areas like upcy-
cling or repair, where flexible schedules and environments
can be adapted to personal needs. Research from

Viet Nam and other countries confirms that decentralised
textile production models can increase income generation
for persons with disability when supported with training,
equipment, social security and market linkages.

Nevertheless, numerous barriers hinder the realisation

of this potential. On the demand side, many production
facilities remain physically inaccessible due to narrow
pathways, high work surfaces, or the absence of adapted
restrooms and communal areas. In addition, the physically
repetitive and intensive nature of many tasks in textile
factories can lead to or worsen musculoskeletal disorders,
particularly for workers with pre-existing impairments.
Ergonomic improvements, job rotation, and adequate rest
breaks are often lacking. Equally critical are the negative
perceptions of employers, who may view persons with
disabilities as unproductive or costly to accommodate,
despite evidence to the contrary. Moreover, working
conditions are exacerbated through climate change. In
Pakistan, for example, temperatures can rise to 50 degrees
Celsius. This extreme heat is particularly dangerous for
persons with limited mobility who work in textile
companies. As water sources and toilets are not easily
accessible, they tend to drink less and are therefore more
susceptible to heat stress.

Besides this, in many settings, inclusion efforts are still
guided by charity-based narratives rather than legal rights
or economic rationale. This is further exacerbated by
policy-practice gaps. Even where quotas or inclusion laws
exist, such as in Pakistan or Jordan, implementation
remains weak, and employers face few consequences for
non-compliance.
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On the supply side, persons with disabilities often lack
access to the vocational education and technical training
needed to enter textile-related occupations. Training
facilities are rarely physically accessible, and even when
they are, teaching approaches and materials may not be
inclusive. Moreover, trainers often lack exposure to
inclusive pedagogy or awareness of how to support
diverse learners. Women with disabilities face even greater
barriers due to entrenched gender norms, safety concerns,
and limited mobility in conservative or rural areas.
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For instance, these barriers are reflected in the stereotype
that women are ‘naturally’ suited to textile work, with their
paid employment often being considered less important
than their care work obligations. Additionally, safety
concerns expressed by families and/or spouses can restrict
women’s opportunities to find employment outside the
home in certain cultural contexts.

%S Target groups

e Persons with disabilities, particularly those with experi-
ence or interest in garment production, tailoring, or
embroidery, including women and youth from rural or

low-income backgrounds

 Women with disabilities, often subject to compounded
discrimination

e Youth with disabilities transitioning from training to
employment

e Employers in the textile sector (factories, SMEs,
cooperatives, and social businesses)

e TVET institutions (public and private)

e Labour ministries, public employment services, and
welfare agencies

ﬁ; Relevant stakeholders/potential partners

Industry associations (e.g. Bangladesh Garment Manufac-
turers and Exporters Association (BGMEA) and Bangladesh
Garment Manufacturers and Exporters Association

3.1 Disability Inclusion in the Textile Sector

[ 3.2 Disability Inclusion in the IT Sector ]

(BKMEA), Towel Manufacturers Association (TMA) Pakistan,
Employers Federation Pakistan EFP), The Federation of
Pakistan Chamber of Commerce and Industry (FPCCI)), and
OPDs, vocational training centres open to curriculum
reform, inclusive factories and socially responsible businesses,
public and private job placement services, international
development actors (e.g., ILO, UNESCO, SDC, UKAid, GIZ).

N ¥ 4
> @ <« Goals and measures
2 rS R

Goal 1:

Textile employers recognise the value of disability
inclusion and create accessible, inclusive work
environments.

- Develop and distribute, convincing informational materials
(e.g. good business cases, videos) promoting inclusive
employment for economic growth in local languages.

Costs: (©)

- Conduct comprehensive accessibility audits in textile
workplaces and training centres using standardised checklists
and with participants with disabilities. This includes assessing
building entrances, workspaces, restrooms, lighting, signage,
safety protocols for people with hearing or mobility
impairments, and workstation ergonomics.

Costs: £)(®)

- Provide tailored consultancy for textile employers to
revise HR and company policies including recruitment
processes (e.g., inclusive job postings, accessible applica-
tion formats), occupational health and safety (OHS),
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diversity policies, anti-harassment policies etc. Also
consider introducing workplace accommodations like
height-adjustable sewing tables, job carving for repetitive
tasks, or flexible shift arrangements for persons with
chronic conditions.

Costs: (£)(©)

- Organise regular training workshops for factory managers
and HR teams on topics such as disability-inclusive hiring,
national legal obligations, case studies of successful
inclusion, and practical demonstrations of reasonable

accommodation.

Costs: (£)

- Support employers in recognising the benefits of an
inclusive workforce and employing skilled persons with
disabilities as a business case and offer templates and
guidance for regular internal reviews on workplace
accessibility and staff satisfaction.

Costs: (£)(©)

- Organise awareness events and invite relevant stakeholders
from the public and private sectors, CSOs, OPDs, and
trade and industry associations. Make sure the formats for
these exchanges are accessible and interactive to enable
interaction between all stakeholders.

Costs: (£)(©)
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Goal 2:

Persons with disabilities are aware of career
opportunities in the textile sector and have access
to inclusive vocational training.

- Conduct local outreach campaigns at schools, vocational
centres, community centres and through OPDs to
increase awareness about textile career paths among
persons with disabilities and their families. Include
disability role models working in the textile sector.

Costs: (£)

- Collaborate with TVET institutions and business associa-
tions to revise curricula, invest in inclusive teaching
methods and materials, and retrofit training spaces to
ensure accessibility. This can include recruiting disability
contact persons and offering regular staff training.

Costs: () (©)

- Facilitate cooperation between textile companies, OPDs,
and training institutions to design accessible internship
and apprenticeship programmes, including mentorship by
senior workers or peers with disabilities.

Costs: (£)(©)

- Foster collaborations with industries by initiating
“exposure visit” / “open industry” days, and involve OPDs
in designing and implementing these. This will also

3.1 Disability Inclusion in the Textile Sector [ 3.2 Disability Inclusion in the IT Sector ]

strengthen collaborations between industry, OPDs and
the target group, since OPDs often have immediate
contact with persons with disabilities and their families.

Costs: @

Goal 3:

Financial and institutional support enables the
participation of persons with disabilities in textile
employment.

- Provide a practical checklist for employers to self-assess
accessibility and identify impactful improvements that
benefits all (Universal Design concept).

Costs: (€)

- Encourage factories and training centres to adopt simple
adjustments such as clearer signage, movable worksta-
tions, or buddy systems for the onboarding of workers
with disabilities.

Costs: (£)

- Work with government and private sector actors to
design and launch targeted scholarship and support
schemes (e.g., transportation grants, equipment subsidies,
personal assistance stipends) for persons with disabilities
in textile training or employment.

Costs: ©)©)(®©)
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- Review existing labour and social protection policies to
identify gaps and propose improvements that facilitate
sustainable inclusion, such as wage subsidies or tax
concessions for inclusive employers, support for work-
place adaptation, travel expense reimbursement or
simplified access to assistive devices.

Costs: (€) ()
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@ Guiding questions 6. How are OPDs and persons with disabilities consulted

and integrated into decision-making processes for

1. Persons ith which type of disability (e.g. visual, hearing, vocational training, employment services, and factory-

physical, psychosocial, intellectual) face the greatest level inclusion planning?

barriers to employment in the textile sector and are
underrepresented?

E‘Z’ Additional publications/tools

2. What are the main prejudices against persons with
disabilities working in the textile sector and who needs to GIZ (2024): Promoting Inclusion of Persons with Disabili-
ties in Garment, Footwear & Travel Goods Sector.

be involved in order to overcome them (e.g. mentors,

OPDs etc.)? GIZ (2022): Study on Inclusion of Persons with Disabili-

3. Are vocational training institutions equipped with ramps, ties in the Textile Sector in Cambodia and Pakistan.

accessible restrooms, and inclusive learning materials, and L L .
GIZ (2022): Guidelines on Inclusion in Textile Supply

Chains

are trainers regularly trained in inclusive teaching
methods and use of assistive technology?

ILO (2022): Workers with Disabilities in Jordan’s Garment
Sector.

4. What specific tools, resources, or financial incentives
would help employers transition from a charity-based
mindset to a rights-based employment strategy that
integrates persons with disabilities as equal contributors?

5. Are there existing national labour or social inclusion
policies with concrete implementation plans or monitor-
ing systems for persons with disabilities in the textile
sector?
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https://asiagarmenthub.net/resources/2024/srp_inclusion.pdf
https://asiagarmenthub.net/resources/2024/srp_inclusion.pdf
https://inklusion-leben.org/wp-content/uploads/Inclusion-in-the-Textile-Sector-in-Cambodia-and-Pakistan-Study-results-short.pdf
https://inklusion-leben.org/wp-content/uploads/Inclusion-in-the-Textile-Sector-in-Cambodia-and-Pakistan-Study-results-short.pdf
https://inklusion-leben.org/wp-content/uploads/Textile-Supply-Chains-Guide-for-Small-and-Medium-Sized-Enterprises.pdf
https://inklusion-leben.org/wp-content/uploads/Textile-Supply-Chains-Guide-for-Small-and-Medium-Sized-Enterprises.pdf
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/%40arabstates/%40ro-beirut/documents/publication/wcms_861521.pdf
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/%40arabstates/%40ro-beirut/documents/publication/wcms_861521.pdf
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p GOOD PRACTICE from the textile sector in Pakistan

The bilateral project “Promoting Employment by Strengthening the Role of Women in Pakistan” is focusing on employment for women and persons with disabilities within Pakistan’s

textile and garment industry. The project is cooperating with over 100 companies from the textile sector, government bodies on the federal and provincial level, academia and civil society

organisations. The main fields of intervention are education and skill building, fostering cooperation between the actors of the textile sector and strengthening an inclusive and human

rights-based work environment and industry.

Several targeted activities were implemented to support
the inclusion of persons with disabilities. Recruitment
drives were organised in collaboration with textile
factories, skills development funds, civil society partners,
and organisations of persons with disabilities (OPDs).
These efforts were aimed at systematically matching
job-seeking persons with disabilities with open positions
in textile enterprises, particularly in roles that could be
adapted to various needs.

A key element of the approach was the establishment of
On-the-Job Training Centres (OJTCs) inside textile
factories. These centres provided women and persons with
disabilities with industry-aligned, hands-on training
directly on factory floors. The training was designed based
on current industry needs and included both technical and
soft skills components. Upon completion, participants
were offered employment in the same factories. In
addition, existing staff received opportunities to acquire
new qualifications and expand their skills through
multi-skilling modules.

To facilitate the implementation of inclusive practices,
factories participating in the project received on-site
support from dedicated technical and soft skill trainers.
Furthermore, human resource departments were advised
on creating inclusive policies and improving workplace
accessibility. This included guidance on making workspac-
es more female-friendly and inclusive for persons with
disabilities.

To ensure a rights-based and effective inclusion process,
OPDs were financially supported to conduct detailed
assessments of both the physical infrastructure and social
environment of the factories. Based on their findings, they
advised factories on how to reduce barriers and better
accommodate employees with disabilities, guiding them
throughout their inclusion journey.
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& Additional publications/tools

More information can be found in the Project Factsheet.



https://www.giz.de/de/downloads/giz2024-en-women-employment-factsheet.pdf
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p GOOD PRACTICE from the textile sector in Georgia

The Georgian fashion label Kombinizona has a comprehensive take on inclusion. In addition to producing fashion for persons with disabilities and pregnant women, fifty percent of the

factory employees have a disability. In recent years, the young company has risen to become a fashion label with a pioneering role and strong values.

Socially innovative fashion for and by persons with
disabilities: Kombinizona is a pioneering social enterprise
created by the Innovative Sewing Factory (ISF) Georgia.
Founded by Gano Melitauri and her partner Kakhaber
Gagnidze, the brand is dedicated to developing

a socially engaged, functionally diverse, and inclusive
clothing line. It produces fashion collections for pregnant
women, children, and babies, as well as adaptive clothing
for persons with disabilities, with a strong focus on
comfort, style, and the use of natural, non-toxic materials.
The brand’s concept blends visionary design with strong
moral values, challenging the Georgian fashion market’s
stereotypical preference for dark colors. Instead, Kom-
binizona creates therapeutic, colorful clothing inspired by
color perception research.

With this, Kombinizona is the first brand in Georgia to
launch maternity and adaptive clothing lines, designed
specifically for people with chronic illnesses and disabili-
ties who have unique clothing needs. Focus groups and
consultations with individuals from these communities are
central to the design process, ensuring that the brand’s
approach is participatory, inclusive, and genuinely

responsive to the needs of its target groups. Kombinizona’s
mission goes beyond designing clothes for persons with
disabilities, promoting inclusion within the Georgian
fashion industry and creating inclusive employment
opportunities. The staff includes over 70 employees, half
of whom are persons with disabilities. With support from
BMZ and the EU-funded “Clusters4Development” project
during the COVID-19 pandemic, the company was able to
expand and hire even more persons with disabilities.

At its core, Kombinizona stands for inclusion, environmental
awareness, social responsibility and sustainability. In its
production process, the brand promotes an eco-friendly,
zero-waste approach using natural materials that do not
harm the environment. Furthermore, it actively engages in
social campaigns against discrimination and advocates for
equality and inclusion, including awareness efforts around
issues such as sex-selective abortion.
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2 Additional publications/tools

More information: Inklusion leben: “An inclusive

business”.



https://inklusion-leben.org/en/stories/kombinizona/
https://inklusion-leben.org/en/stories/kombinizona/
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GIZ Projects and rehabilitation services to prepare individuals for

employment, alongside advisory services for both job

o Ghana: The “Make Fashion Inclusive” initiative is a seekers and employers on workplace accommodations

collaborative effort between GIZ and Ghana'’s Youth and inclusion. A digital job portal (Inclusive Job Centre -

Employment Agency (YEA) under the BMZ's programme 1JC) helps connect job seekers with disabilities to

“Decent Work for a Just Transition.” The project aims to employers. The IJC works closely with over 200 factories

create sustainable and decent employment opportunities to assess labour needs and promote inclusive hiring

for persons with disabilities in Ghana’s fashion industry. practices. It also conducts awareness campaigns and

It provides technical and business training to participants fosters partnerships with government bodies and civil

(at least 50 % women) in dressmaking and fashion design, society to ensure a coordinated and sustainable approach

along with financial literacy education. A dedicated Skills to inclusive employment

Hub equipped with modern sewing equipment supports
both training and small-scale production for local and .
g P Related Building Blocks

export markets. The initiative also supports existing
fashion entrepreneurs—especially women with disabilities —

Inclusive TVET systems 7l
through mentoring and improved working conditions.

. Inclusive re- and up-skilling 7l
Partner organisations include the Ghana Chamber of

Entrepreneurs with Disabilities (GCED), Osei Collective,
and the Ghana National Association of Tailors and

Supported employment and mentorship 7l

Inclusive corporate governance 71l
Dressmakers. The project is recognised for setting an
Inclusive work environment 7]

example in inclusive economic development and intends

to scale up to other regions and sectors in the future. Access to financial and social services 7]

¢ Bangladesh: The Inclusive Job Centre (1JC), launched
in October 2015 at Center for Rehabilitation of the
Paralysed (CRP), under the GIZ Promotion of Social and
Environmental Standards in the Industry (PSES) project.
The 1JC focuses on including persons with disabilities into
the labour force, particularly in the Ready-Made Garment
(RMG) and leather sectors. It provides targeted training

87




3. Deep Dives > 3.2 Disability inclusion in the IT sector

[ Integrated Approach ]

[ 3.1 Disability Inclusion in the Textile Sector ]

</>7§ 3.2 Disability inclusion in the IT sector

A Key challenges

The rapidly growing Information and Technology (IT)
sector offers unique employment opportunities for
persons with disabilities. In this context, the IT sector
provides flexible and accessible work environments that
allow for remote working, flexible working hours and
asynchronous communication, as well as customisable
workplaces that integrate necessary assistive devices such
as screen readers and Artificial Intelligence (Al) tools.
In addition, the IT sector is characterised by a general
practice of skills-based hiring over physical capabilities
and offers a wide range of jobs and opportunities for
re- and up-skilling.

The sector is also known for creating new forms of
employment and working relationships, such as predomi-
nantly online-based work or short-term and flexible
employment opportunities, referred to as “gigs” in the
so-called “gig economy”. These new forms of employment
can be seen as an opportunity for greater inclusion in the
IT sector, but they also harbour risks such as precarious
working conditions without social security. Despite this
potential, however, the IT sector is not yet as accessible
and inclusive as it could be, as persons with disabilities
remain underrepresented.

On the demand side of labour, main challenges are the
biases and stereotypes held by IT employers and HR
managers regarding the abilities of persons with disabili-
ties, concerns about expensive workplace adjustments,
and generally non-inclusive recruitment processes. The
latter is reflected, for example, by AI screening systems
before human review that disproportionately screen out
candidates with disabilities. Moreover, many IT tools and
internal systems still fail to meet basic accessibility
standards, creating further barriers to taking up and
maintaining employment.

On the supply side of labour, education for digital skills
are not accessible for all, due to a general lack of training
opportunities and digital infrastructure (“digital divide”),
particularly for persons with disabilities living in rural
areas. These issues are exacerbated by a variety of
intersecting factors, such as gender, race, socioeconomic
status and the type and visibility of a person’s disability.
Also, many training programmes and teaching methods
are not designed with inclusivity in mind, nor are they
compatible with assistive technology. Furthermore,
financial barriers affect training centres and persons with
disabilities alike, as training programmes require ongoing
funding to finance assistive technologies, accessible
training content, teaching staff and further training
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courses for teachers on disability inclusion. Persons with
disabilities, in turn, need financial support to participate in
training courses and to purchase assistive technologies
they may require. However, services relating to financial
support and social protection are rarely inclusive.

Looking at the matching side of labour, there are few role
models and mentors with disabilities who are pursuing
careers in the IT sector and could offer guidance or
challenge prevailing negative social attitudes. As a result,
persons with disabilities are often unaware of the career
opportunities available to them in the IT sector, or are
actively discouraged from pursuing them.

Lastly, the lack of robust legal and policy frameworks
protecting the rights of persons with disabilities and
preventing discrimination in the labour market, as well as
the absence of inclusive national strategies for the digital
economy, further limit career prospects for persons with
disabilities in the IT sector in many countries. In particular,
legal and policy frameworks must ensure equal and
inclusive access to basic digital literacy education and the
expansion and accessibility of digital infrastructure, as
these two aspects are prerequisites for the realisation of
the professional potential of persons with disabilities in
the IT sector.
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8@ Target groups

e Persons with disabilities interested in pursuing a career in
the IT sector

e Including persons with physical, sensory, intellectual or
psychosocial disabilities or chronic illnesses

e Youth and adults of working age with access to digital
skills training

® Vocational training institutions, universities, IT employers
(including local start-ups), multinational tech companies,
outsourcing firms and government IT departments

® Job placement agencies and digital employment platforms

55_; Relevant stakeholders/potential partners

OPDs, community networks, trade unions, IT companies,
employer networks, vocational training and digital skills
providers, government ministries and agencies (incl.
Ministry of Labour, Ministry of ICT/Technology, national
disability councils), development and international actors

N ¥ "4
?ﬁf: Goals and measures
Goal 1:

IT employers recognise and value persons with
disabilities as employees and have created inclusive
and accessible work environments, including
inclusive and non-discriminatory recruitment
processes.

[ 3.1 Disability Inclusion in the Textile Sector ]

- Raise awareness of disability inclusion among IT
employers by holding events and regular training sessions
for all staff members, particularly those in top-level

management positions.
Costs: (€) (©)

- Support IT employers in designing and implementing
company policies on disability inclusion by providing
targeted advisory and consultancy services that consider
accessibility and universal design standards and guidelines.

Costs: (©)

- Evaluate the current recruitment processes of IT
employers with a focus on disability inclusion and provide
support in designing and implementing inclusive HR
practices, e.g. through training sessions targeted at HR
management.

Costs: (£) ()

- Establish a monitoring system for disability inclusion at IT
employers, e.g. encourage regular reporting and data
collection, as well as assessments of gaps and opportunities
in the work environment.

Costs: (£) ()

Goal 2:

Persons with disabilities are aware of career oppor-
tunities in the IT sector and have access to accessible
education and training opportunities for digital skills
and literacy.
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- Raise awareness among persons with career opportunities
in the IT sector, e.g. through information campaigns at
community centres, churches, vocational training centres,
schools, job placement agencies etc., involving role
models and mentor figures.

Costs: (£)

- Support vocational training centres and schools in
designing and implementing accessible training courses
on digital skills, e.g. by offering training opportunities on
disability inclusion for management, teachers, and HR staff.

Costs: (£)(©)

- Establish cooperation between vocational training
centres, OPDs, job placement agencies, and IT employers
to ensure that digital skills training measures meet the
needs of persons with disabilities as well as labour market
requirements, and provide practical experience in the
IT sector, e.g. through internships or specific bridging
programmes for graduates.

Costs: (£)(©)
Goal 3:

Financial support and scholarship programmes are
provided to enhance digital skills training and
literacy of persons with disabilities.

- Support government actors and private sector actors in
establishing scholarships, grants, or other financial
resources that remove financial barriers to IT training and
professional experience for persons with disabilities.

Costs: ) (©)®)
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- Evaluate current access to financial and social services
for persons with disabilities, with a focus on assistive
devices for educational purposes. Provide practical
recommendations to government and private sector
partners on how to improve employment prospects for
persons with disabilities in the IT sector through
targeted financial support.

Costs: £)(®)

Goal 4:

A policy framework is established that protects
persons with disabilities from discrimination in the
labour market and outlines a clear strategy for
inclusion in the digital economy.

- Evaluate and assess current national strategies for the

digital economy and the IT sector with regard to disability

inclusion and raise awareness among relevant govern-
ment agencies of the benefits and potential of including
persons with disabilities in these sectors, e.g. through

targeted advisory services, awareness-raising events, etc.

Costs: (£) (©)

- Establish working relationships between relevant
government agencies, national disability councils, OPDs
and the private sector to improve dialogue on disability
inclusion in the IT sector, e.g. by setting up specific
working groups, roundtable discussions, etc.

Costs: (£)(®)

[ 3.1 Disability Inclusion in the Textile Sector ]

@ Guiding questions

1. Do IT employers understand the business case for

employing persons with disabilities? Do they have an
inclusive hiring process and an inclusion policy that are
consistently implemented and reinforced?

2. Are workplace culture and environments, onboarding

systems and internal software tools accessible to persons
with disabilities?

3. What structures are already in place to promote the

employment of persons with disabilities in the IT sector
(e.g. educational programmes, public-private partnership
programmes, scholarships) and how can they be supported?

4. Who are the most suitable implementation partners for

promoting the employment of persons with disabilities in
the IT sector (e.g. Ministry of Communications and
Technology, Ministry of Labour, OPDs, IT companies)?

5. What national policy frameworks support the employ-

ment of persons with disabilities in the IT sector, and how
can they be improved?

6. Which barriers (attitudinal, physical, digital, policy-related)

prevent persons with disabilities from accessing employ-
ment in the IT sector and how can these barriers be

overcome?

7. Are persons with disabilities aware of the career opportu-

nities in the IT sector and do they have access to training

programmes, career counselling and placement services?
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gé’ Relevant publications

GIZ (2025, forthcoming): Practical Framework and
Toolbox. Digital Inclusion of Persons with Disabilities.
Supporting the Standardization of Inclusive Approaches in
Development Cooperation.

GIZ (2023): Fostering Disability Inclusion in Ghanaian IT
Companies.

GIZ (2023): The IT Bridge Academy: Building Resilient IT
Skills Supply for Persons with Disabilities in Kenya.

GIZ (2021): Inclusive IT Industries in India. Factsheet.

Fruchterman, Jim; Mellea, Joan (2018): Expanding

Employment Success for People with Disabilities.
Benetech.



https://inklusion-leben.org/wp-content/uploads/Fostering-Inclusion-in-Ghanian-IT-Companies-Lessons-Learnt.pdf 
https://inklusion-leben.org/wp-content/uploads/Fostering-Inclusion-in-Ghanian-IT-Companies-Lessons-Learnt.pdf 
https://www.giz.de/en/downloads/giz2023-en-IT-Bridge-Academy_Resilient%20IT%20Skills%20Supply%20Kenya.pdf 
https://www.giz.de/en/downloads/giz2023-en-IT-Bridge-Academy_Resilient%20IT%20Skills%20Supply%20Kenya.pdf 
https://gizonline.sharepoint.com/sites/StandardisedApproachesInclusionwithConsultantswithguests/Freigegebene%20Dokumente/Exchange%20on%20the%20Building%20Blocks/210223_Factsheet_Inclusive%20IT%20Industries%20in%20India.pdf
https://benetech.org/wp-content/uploads/2018/11/Tech-and-Disability-Employment-Report-November-2018.pdf?.com
https://benetech.org/wp-content/uploads/2018/11/Tech-and-Disability-Employment-Report-November-2018.pdf?.com
https://benetech.org/wp-content/uploads/2018/11/Tech-and-Disability-Employment-Report-November-2018.pdf?.com
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p GOOD PRACTICEs from the IT Sector in Egypt, India, and Africa (regional)

“Employment Opportunities for Persons with Disabilities”
Project Egypt: In 2013, the Egyptian Ministry of Commu-
nications and Information Technology (MCIT) adapted an
employment programme that aims at equipping persons
with disabilities with the skills needed to find employment
in the IT sector. For this purpose, the project collaborates
with 16 IT companies to create job opportunities for
persons with disabilities and supports these companies in
the development of disability-friendly hiring practices and
the establishment of an inclusive work culture and work
environments. Next to technical training and awareness
and capacity building at IT companies, the project
champions equal pay and skills-based hiring in a scalable
model for integrating persons with disabilities into Egypt’s
growing digital economy.

More information:

e Zero Project | A National Effort to Promote Employment
in the ICT Sector

Taheel Egypt: The National Network for persons with
disability Services called “Taheel” is a digital platform that
aims to improve access to employment in the IT sector for
persons with disabilities through customised training,
up-skilling opportunities and placement services. With its
inclusive design and focus on cross-sector partnerships,
the platform has made a significant contribution to
equipping persons with disabilities with relevant technical

and soft skills through specialised courses on basic
computer skills, digital marketing and telecommunication
services. In addition, the platform connects persons with
disabilities with inclusive IT employers and provides
information on career development opportunities. Taheel
is an initiative of the Ministry of Communications and
Information (MCIT) in collaboration with the Ministry of
Social Solidarity, Ministry of Labor, and international
partners such as the International Labour Organization
(ILO) and the United Nations Development Programme
(UNDP).

More information:

e Ministry of Communications and Information
Technology (MCIT

e Taheel platform

EnAble India: EnAble India is a non-profit organization
that has been promoting the employability and employ-
ment of persons with disabilities since 1999 through
career counselling, placement services and training
opportunities. Among other measures, the organisation
equips persons with disabilities with digital skills to
improve their digital literacy and increase their chances
of employment in the IT sector. To this end, EnAble India
collaborates with various IT companies, including
Microsoft for the joint initiative “Inclusion to Action”.
Through this partnership, EnAble India and Microsoft aim
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to create around 100.000 job opportunities for persons
with disabilities by offering tailored skills training,
mentorship and internship programmes in the IT sector
and other industries, where they are partnering with a
variety of different organisations.

More information:
e EnAble India

o Microsoft Stories

Enable Africa: The digital inclusion project Enable Africa
is a transformative community initiative that works to
empower persons with disabilities across the African
continent. Founded in Nigeria and financially supported by
Google, the project focuses on providing persons with
disabilities with better access to IT skills and employment
opportunities. In doing so, it promotes inclusive education
and provides vocational training and employment
opportunities tailored to the individual needs of persons
with disabilities. For example, the digital platform and the
Digital Hubs, located throughout Nigeria are designed in

a disability-friendly manner.

More information:
e Project Enable Africa

e Google Impact Challenge



https://zeroproject.org/view/project/a5d62dda-9f17-eb11-a813-000d3ab9b226
https://zeroproject.org/view/project/a5d62dda-9f17-eb11-a813-000d3ab9b226
https://mcit.gov.eg/en/Digital_Citizenship/Digital_Transformation_for_Sustainable_Development_in_Egypt/National_Network_for_PWD_Services
https://mcit.gov.eg/en/Digital_Citizenship/Digital_Transformation_for_Sustainable_Development_in_Egypt/National_Network_for_PWD_Services
https://npd-egypt.net/
https://www.enableindia.org
https://news.microsoft.com/en-in/enable-india-and-microsoft-partner-to-unlock-100000-opportunities-for-persons-with-disabilities/?msockid=34e0efad2e8d620c2cb3faf52ffe632a&utm_source=chatgpt.com
https://projectenable.africa
https://impactchallenge.withgoogle.com/nigeria2018/charities/project-enable-africa
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GIZ Projects employment, including trainings on disability-inclusive

and gender-sensitive recruitment processes which are

* Kenya: The IT Bridge Academy in Nairobi specialises in transparent to applicants. In addition to that, AmaliTech

enhancing the IT skills of young persons with disabilities, collaborated with OPDs and other institutions to improve

equipping them with employable skills in the IT sector. these disability-inclusive recruitment processes for talents

The project has a special focus on women, recognising in the IT sector using a variety of communication channels.

the persistent gender gap in the technology sector. The
training curriculum combines technological skill with soft S
8 g Related Building Blocks

skill development and mentoring programmes to increase
the employability of young persons with disabilities at the

Inclusive TVET systems 7l
end of the nine-months training programme. Moreover,

. . . Inclusive re- and up-skilling 7l
graduates are linked to private sector employers to gain

work experience through a six-months internship pro- Supported employment and mentorship 21

gramme. The IT Bridge Academy is a collaborative effort « Inclusive corporate governance 3l

between public and private sector stakeholders and was
Inclusive work environment 7]

launched in 2021 by Sightsavers in partnership with GIZ.

Access to financial and social services 7l

Ghana: The BMZ Special Initiative “Decent Work for a
Just Transition” is supporting the IT software firm
AmaliTech in training and recruiting IT specialists from
Ghana and Rwanda. For this purpose, the firm has set up
Training Academies in both countries to convey technical
skills and real-life-work experience to aspiring IT
specialists from Africa. Moreover, graduates receive the
opportunity to secure an employment contract with the
firm after successfully absolving the training programme.
AmaliTech has a specific focus on improving the access to
the IT labour market for persons with disabilities. To this
end, the firm has trained its staff on disability-inclusive
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BMZ

CRPD

CSOs

EAP

GIZ

HR

IAEP

ICT

IDP

ILO

The Federal Ministry for Economic Cooperation and
Development (“Bundesministerium fir wirtschaftliche

Zusammenarbeit und Entwicklung”)

United Nations Convention
on the Rights of Persons with Disabilities

Civil Society Organisations

Employee Assistance
Programme

Deutsche Gesellschaft fiir Internationale
Zusammenarbeit GmbH

Human Resources

Integrated Approach to Employment Promotion
Information and Communication Technology
Internally Displaced Person

International Labour Organization
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ILOSTAT

LNOB
MOOC

OECD

OPDs
PWD/PwD
SDGs
TVET

UN

UNICEF

VDCs

International Labour Organization
Department of Statistics

Leave No One Behind
Massive Open Online Course

Organization for Economic Co-operation
and Development

Organisations of Persons with Disabilities
Persons with Disabilities

Sustainable Development Goals

Technical and Vocational Education and Training
United Nations

United Nations International Children’s
Emergency Fund

Village Development Committees
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Accessibility: Refers to the design and adaptation of
products, services, devices, or environments in a way that
allows all individuals - including those with disabilities -
to access, understand, and use them independently and
equally.

Apprenticeship: Structured training programs that blend
hands-on work experience with classroom-based
instruction, enabling participants to gain skills and
qualifications for a specific trade or profession. They
support the transition from school to employment.

Assistive Technology: A broad term describing tools,
devices, systems, and services - including digital solutions
- that support individuals with disabilities in performing
everyday tasks, increasing independence, and enhancing
quality of life.

Career Guidance: Supportive services that help individuals
make informed decisions about education, training, and
employment pathways.

Demand for Labour: Demand for Labour refers to the
number of employees hired by an employer in return for a
wage or salary over a certain period of time. The demand
for labour is driven by the demand for goods and services
and is closely linked to improved and sustainable working
conditions. According to the Integrated Approach to
Employment Promotion (IAEP) by German Development

Cooperation, demand for labour means “creating and
improving jobs in particular through promoting private
sector development and access to financial services”.

Disability: A broad concept encompassing impairments,
activity limitations, and participation restrictions. It
reflects the interaction between individual physical or
mental characteristics and societal barriers. Addressing
these challenges requires removing environmental and
social obstacles to enable equal participation.

Financial Services: Include a broad range of economic

services such as banking, credit, insurance, and investment.

Access to these services enables individuals and communi-
ties to manage resources, plan for the future, and
participate in economic life. Barriers such as strict
eligibility criteria, lack of accessible formats, and limited

awareness can lead to exclusion.

Full and Equal Participation: Refers to the active and
meaningful involvement of all individuals in social,
political, cultural, and economic life - on an equal basis
with others. Rooted in human rights principles, it goes
beyond mere presence and requires accessible environ-
ments, inclusive decision-making, and the removal of

structural and attitudinal barriers.
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Gender Equality: Describes a state in which all people,
regardless of gender, have equal rights, responsibilities,
and opportunities in all areas of life.

Human Rights Model of Disability: Frames disability as a
human rights issue rather than a medical or charitable
concern. It recognises persons with disabilities as
rights-holders and active members of society, entitled to
full inclusion, dignity, and equal participation.

Impairment: A physical, mental, sensory, or cognitive
condition that affects an individual’s body function or
structure and may limit their functional ability.

Inclusive Corporate Governance: Refers to corporate
structures, policies, and practices that actively promote
diversity, equity, and inclusion across all levels of an
organisation. It involves inclusive leadership, accessible
HR processes, and a workplace culture that values
different abilities and perspectives.

Inclusive Educational Policy: Describes frameworks and
strategies that ensure equal access, participation, and
achievement in education for all learners, regardless of
ability.
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Inclusive Labour Market Policy: Refers to employ-
ment-related strategies that aim to ensure equitable
access to decent work for all, including those facing
structural disadvantages.

Inclusive Social Policy: Describes policy frameworks that
aim to ensure equal access to social protection, services,
and opportunities for all population groups, including
those at risk of exclusion. These policies consider diverse
needs and work to remove structural barriers, promote
equity, and foster participation in society.

Inclusion: Is seen as a process of addressing and respond-
ing to the diverse needs of all individuals by increasing
their participation in learning, social life, and communities,
while reducing exclusion. It involves changes in content,
methods, structures, and policies to ensure equal
opportunities for everyone.

Integrated Approach to Employment Promotion (IAEP):
The IAEP was developed by German Development
Cooperation for implementing measures related to
employment promotion in sectors such as energy,
environment, rural development etc. It is also relevant for

financial cooperation.

Intersectionality: Recognises that individuals experience
discrimination and marginalisation in diverse and
overlapping ways, shaped by a combination of factors

such as gender, race, class, sexual orientation, disability,
and more. It highlights the need to consider multiple
identities and forms of disadvantage together rather than

in isolation.

Matching: Describes the process of connecting jobseekers
with employment opportunities that align with their skills,
interests, and potential. It involves identifying suitable
roles for candidates and supporting employers in
recognising and integrating diverse talent. According to
the IAEP by German Development Cooperation, matching
services are “information, guidance and placement
through approaches of (active) labour market policy”.

Occupational Health and Safety (OHS): Refers to policies,
practices, and systems designed to protect the health,
safety, and well-being of workers in the workplace. It
includes the prevention of accidents, the promotion of
safe working conditions, and measures to reduce health
risks. Effective OHS frameworks ensure that all employees,
including those with specific needs, can work in safe and

inclusive environments.

Reasonable Accommodation: refers to necessary and
appropriate modifications or adjustments that remove
barriers and enable the full participation of persons with
disabilities in education, employment, and society.
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Re- and Up-Skilling: Describes the process of acquiring
new skills (re-skilling) or enhancing existing ones
(up-skilling) to meet changing labour market demands.

Self-Determination: Refers to the right of individuals to
make their own choices about how they live, work, and
participate in society.

Social Mentoring: Is an approach that focuses on
personal support and psychosocial guidance, such as
building self-confidence, expanding social networks, and
overcoming individual challenges.

Social Services: Refer to publicly or privately provided
support systems designed to ensure social protection and
well-being. Limited access to these services increases the
risk of poverty and social exclusion.

Supply of Labour: Supply of Labour refers to the hours
worked by employees in return for a wage or salary. The
willingness and ability of employees to work depends on
factors such as wage levels, working conditions, govern-
ment policies or education and skill levels. According to
the IAEP by German Development Cooperation, supply of
labour means “improving employability” through
(vocational) education, training and qualifications.
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Technical and Vocational Education and Training (TVET):
Refers to education and training programmes that develop
skills for work in various occupational fields, including
industry, services, and livelihoods. It can take place at
different educational levels and includes work-based
learning, continuing education, and professional develop-
ment. TVET also promotes key competencies such as
literacy, numeracy, transversal, and citizenship skills,
adapted to national and local needs.

The Twin-Track Approach: The twin-track approach to
disability inclusion combines mainstreaming disability in
all policies and programs while also implementing
targeted interventions to address the specific needs of
persons with disabilities.

The United Nations Convention on the Rights of Persons
with Disabilities (CRPD): An international human rights
treaty adopted in 2006 that promotes, protects, and
ensures the full and equal enjoyment of all human rights
by persons with disabilities.

Universal Design: Describes the design of products,
environments, programmes, and services in a way that
they can be used by all people, as far as possible, without
requiring modification or specialised solutions. It aims to
promote inclusion and equal access from the outset.

Washington Group Questions on Disability: A standard-
ised set of questions used in surveys and censuses to
identify individuals with functional difficulties. The
questions focus on six core domains: seeing, hearing,
walking, cognition, self-care, and communication,
capturing the extent of difficulties rather than relying on

medical diagnoses.
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Africa (regional): Cameroon, Kenya,
Malawi, Mozambique, Senegal, South
Africa, Tanzania, Togo, Uganda

GIZ

Employment promotion for women for the green transformation in Africa (WE4D)

Bangladesh Centre for Disability in Development (CDD) Skill Development Project

Bangladesh GIz Strengthening Urban Integration Capacities of Internally Displaced Persons and
Supporting Host Communities (INTEGRATE)

Bangladesh GIZ Socio-economic Support to Host and Displaced Communities in Cox’s Bazar District (SHADE)

Egypt GIZ Equal Opportunities and Social Development (EOSD)

Ghana GIz AmaliTech Training Academy

Georgia GIz Kombinizona/Clusters4Development project funded by EU and BMZ

Indonesia ILO; Irish Aid Partnership Programme Promoting Rights and Opportunities for People with Disabilities in Employment
through Legislation (PROPEL)

Iraq GIZ Employment Prospects for Socio-Economic Integration (EPSI)

Jordan GIZ Promoting Quality in Inclusive Education in Jordan (PROMISE)

Kenya GIZ; Sightsavers IT Bridge Academy Nairobi

Malawi GIZ Public Works Programme (PWP)

Pakistan GIZ Promoting Employment by Strengthening the Role of Women in Pakistan

Rwanda GIZ Economic Integration of Refugees and Host Communities in Rwanda (ECOREF)

Togo GIz Promoting employment for women and vulnerable groups in Togo (ProEmploi+ Togo)

Viet Nam GIz Reform of TVET in Viet Nam
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ous contributors from various projects implemented by
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