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Abstract 

Domain of corporate compliance is expanding and it‟s now becoming synonymous with 

corporate social responsibility. Corporate social responsibility is a concept to review the 

relationship between enterprise and the society. It‟s based on the concept that for companies 

besides securing economic growth, protecting environment and maintaining good relation with 

employees and society is also a vital requirement. As per common perception, social issues in 

particular include compliance with laws and regulations, accounts and information disclosure, 

consumer protection, fair trade, employment, human rights and contribution to local community.  

Today, the trend is to argue disability issue not only in the field of welfare but in the field 

of „employed labor‟. It has been included significantly and more seriously as an element of 

corporate social responsibility. Rather it has been recognized as a performance index of 

corporate social responsibility.  

Millions of people in the world are born with disability. As per reports, 10% of the 

population in the world (650 million) is disabled, out of which 80% of them live in developing 

countries. As far as India is concerned, specifically 5-6% population of India i.e. 70 million are 

born with disability out of which only 1 lac disabled people are employed in last 40 years. By 

and large these people are in the jaw of discrimination so far as employment is concerned. 

Further, lack of access to education and training leads to their under employment, less earning 

levels, less job security and advancement. That's why corporate social responsibility put claim on 

present and future employers to turn themselves into equal opportunity employers for such 

people. In addition some other factors like corporate laws and regulations, human rights, labor 

market conditions, society pressure and expectations as well put burden on them to go into the 

details of this facet. Therefore, there is a need to formulate means, approaches and strategies to 

promote employment for disabled.  

This paper is an endeavor to focus, with special reference to India, primarily upon the 

concept of disability, highlights the needs and challenges before disabled with regard to 

employment, emphasizes the role of government in promoting corporate social responsibility by 

employing the disabled. This paper specifically stresses upon the means and methods as to how 

the employers can turn into an equal opportunity employer to confirm corporate social 

responsibility standards. The international scenario on employability of disabled is also 

discussed. Lastly, the suggestions for future are incorporated in the conclusion.  

mailto:brar.sggs@gmail.com
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Equal Opportunity Employer 

The term Equal Employment Opportunity was created by President Lyndon B. Johnson 

when he signed Executive Order 11246 on September 24, 1965, created to prohibit federal 

contractors from discriminating against employees on the basis of race, sex, creed, religion, 

color, or national origin..The Executive Order also required contractors to implement affirmative 

action plans to increase the participation of minorities and women in the workplace. In more 

recent times, many other angels had been added to this concept and employment to disable is one 

among them
i
. 

Corporate Social Responsibility and Disability 

Today‟s enterprises are required to enhance corporate governance focusing on Corporate 

Social Responsibility. Share holders have changed their expectations due to their awareness. 

They started relying on the realization that enterprises have to take ethical and social actions to 

sustain and grow. Corporate Social Responsibility
2
 is a concept to review the relationship between enterprise and the community. It‟s based 

on the concept that for companies besides securing economic growth, protecting environment 

and maintaining good relation with employees and society is also a vital requirement. As per 

common perception, social issues in particular include compliance with laws and regulations, 

accounts and information disclosure, consumer protection, fair trade, employment, human rights 

and contribution to local community. Beside other issues, employment as a component of 

Corporate Social Responsibility has widened its meaning .It is not simply linked to create ample 

employment for society it means more than that. Today, the trend is to argue disability issue not 

only in the field of welfare but in the field of „employed labor‟. It has been included significantly 

and more seriously as an element of corporate social responsibility. Rather it has been 

recognized as a performance index of corporate social responsibility. 

Millions of people in the world are born with disability Some of the following facts 

relating to disabled justify its prominence among various other areas of Corporate Social 

Responsibility. 

Table 1: Data and Status of Disabled 

 As per reports, 10% of the population in the world (650 million) is disabled, out of which 80% of 

them live in developing countries 

 20% of the world's poorest people are disabled, and tend to be regarded in their own communities as 

the most disadvantaged 

 As far as India is concerned, specifically 5-6% population of India i.e. 70 million are born with 

disability out of which only 1 lac disabled people are employed in last 40 years. 

 In Europe, chance of disabled person to get job fall from 66% to 25% depending on type of disability, 

 In France 2% people who mention disability get a call for interview, in Asia one among six, aids 

affected feel that they are discriminated at work. 

 The global literacy rate for adults with disabilities is as low as 3 % and 1% for women with 

disabilities. 

 30% of street youths are disabled.  
Source: http://www.rxpgnews.com/india; NEPEDP-1999; UNICEF, World Bank, CRIN 

 

These figures speak about the miseries of employment of this large section of society. At 

the same time, on the other side, our industrial projects- our growth centers- have zero concern 

http://en.wikipedia.org/wiki/Lyndon_B._Johnson
http://en.wikipedia.org/wiki/Executive_Order_11246
http://en.wikipedia.org/wiki/September_24
http://en.wikipedia.org/wiki/1965
http://en.wikipedia.org/wiki/Gender_discrimination
http://en.wikipedia.org/wiki/Executive_Order
http://en.wikipedia.org/wiki/Affirmative_action
http://en.wikipedia.org/wiki/Affirmative_action
http://www.rxpgnews.com/india
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about environment and human life. Should not quality of life - a sense of well being - be a factor 

in growth story? France is revising what its GDP should mean to include the intangible but 

critical idea of “well being”
3
. So in that spirit the meaning of growth has been changed to large 

an extent. Another factor i.e. labor market trends, besides corporate  laws and human rights also 

put pressure to concentrate more on supply side of labour. News is that acute global shortage of 

labor is predicted in coming times. So it puts double premium on corporates to think of using this 

potential labor resource. So the time has come to see this section not as disabled but as 

differently - abled to pave the way for their social inclusion. 

Before touching other issues relating to employment of disabled, few words on the 

„concept of disability in India‟ are as under: 

According to Persons with Disabilities
4
 (Equal Opportunity, Protection of Rights and Full 

Participation) Act 1995, Disability is defined as “A person suffering from not less than 40% of 

any disability as certified by a medical authority.” And types of disability are: Blind person, Low 

vision person, Leprosy cured person, Hearing impaired person, Locomotor disability person, 

Mentally retarded person, Mentally ill person. As per National Trust for Welfare of Persons with 

Autism, Cerebral Palsy, Mental Retardation and Multiple Disability Act 1999:  Autism, Multiple 

Disabilities are also disabilities. 

Need and Challenges Before Disabled 

Interest of disabled in work is always perceived negative. Although the fact is that they 

would like to work as and when given opportunity. They need employment due to economical, 

social and other reasons. Prime most is to earn their living so as to meet their fundamental needs 

and requirements of disability. Also, it provides the chance to meet people, results in their social 

inclusion, reduces frustration and loneliness. It also gives them feeling of self respect, 

achievement, dignified and productive life.
5
 Another side, when parents of disabled children are 

motivated to educate their children, parents of able-bodied also receives the message that 

education is vital. 

But getting employment, for them, is a difficult task. They face high barriers to achieve 

that. Barriers mean the hindrances they face when they want to accomplish their needs, which 

then restrict their access to opportunities. Some of the barriers
6
 are: 

Attitudinal: People have unconstructive attitude about    employment   potential of the disabled. 

Access:  Unapproachable main stream employable vocational programmes.                        . 

Physical: For Example doors, narrow doorways, stairs etc. Site barriers such as steep inclines, 

uneven surfaces, buildings design, transportation and equipments etc. 

Policy Barriers: Unfair terms of employment in form of rules and regulations also prevent the 

disabled to experience employment. 

Communication: Expression of mercy gives them feeling that how differently they are 

perceived? 

Rapidly Changing Markets: Competitive pressure encourages the introduction of new 

technology which again push back the already less skilled disabled labor. 

Higher Work Related Cost: For Example wheel chair user has to hire taxi rather than cheaper 

public transport.  

Some other Barriers are Social exclusion, lack of encouraging lawful setting, lack of support 

services and over protective families. 

All these barriers will remain barriers until the corporates will not fully realize their 

corporate social responsibility of employing disabled. 
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Government’s Role to Ensure Corporate Social Responsibility on Employability of 

Disabled in India
7
 

Although there is no such legislation in India that discriminates against disabled for 

employment, though some medical standards could hold back the employment opportunity to the 

disabled. Government efforts to ensure CSR are in form of: 

Public Sector Employment Provisions 

The PWD Act provides for a 3 percent reservation in “identified posts” for PWD. The 

posts are to be identified and updated every 3 years. No employee who acquires a disability during 

his service shall be removed from service or reduced in rank, and he shall continue in the service in 

the same pay scale and service benefit. As disabilities are very high in rural and poor families, the 

Act has mandated the government to include people with disabilities in all its mainstream poverty 

alleviation programmes. It provides that, at all levels, the government shall reserve not less than 3 per 

cent in poverty alleviation programmes for the benefit of people with disabilities. For self 

employment, the Act provides for the preferential allotment of land at preferential rates for setting up 

business and factories by entrepreneurs with disabilities. The Act also contains various provisions for 

skill development, barrier-free environments and the availability of assistance devices, aids and 

appliances that promote both vocational training and employment for people with disabilities. 

Section 3 of Workmen‟s Compensation Act in the Labor Law provides for compensation if any 

personal injury is caused to a workman by an accident arising out of and in the course of 

employment. State Insurance Act, 1948 (ESI Act) provides that every insured employee will be 

entitled to receive disablement benefits at periodic intervals. 

Private Sector Employment Incentives 

For the private sector, the Persons With Disability (PWD) Act makes provision for a 

subsequent incentives policy with a target of 5 percent of the private sector workforce being 

PWD. Government of India has introduced a specific incentive program for the formal private 

sector. This would provide a waiver on social security contributions for certified disabled 

employees for 3 years on their Employees State Insurance and EPFO contributions. 

Employment Exchange Programs for Persons With Disability (PWD)  

There are 42 special employment exchanges for PWD nationally. In addition, there are 38 

special cells for persons with disabilities in the regular employment exchanges where a special 

placement officer is attached. 

Promoting Self-Employment through the National Handicapped Finance and Development 

Corporation (NHFDC) 

NHFDC provides loans to PWD to support a variety of activities. There are 19643 

beneficiaries and disbursed amount of Rs.9193 lakhs during 1997-2005. 

Vocational and Apprenticeship Training for PWD
8
 

There are currently 17 vocational rehabilitation centers located in state capitals to provide 

short term training. There are 11 rural rehabilitation extension centers. Rehabilitation counselors 

conduct disability assessment camps periodically. Director General of Employment and Training 

under the Ministry of Labor runs Craftsmen Training Scheme and Apprenticeship Training 

Scheme for imparting training to disabled.3 % seats are reserved for such people in vocational 

training programs. Ministry of Labor also initiates efforts to remove physical barriers to ensure 

access to such programs. 
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Ministry of Social Justice and Employment has created specialized training programmes 

for each category of disabled. 

Rehabilitation Council of India Act 1992 was established to control the training of 

Rehabilitation professionals. It prohibits the functioning of professionals who do not acquire 

prescribed qualification. Ministry of Rural Development, Urban Affairs and Development has 

started various schemes under poverty alleviation programs 

Government is also encouraging Non-Government Organizations‟ to contribute on it. 700 

NGOs are receiving grant-in-aid funding for disability in 2004-05. Useful work has been done 

through combined NGO / industry efforts which have developed a draft incentives policy for 

employment of PWD in the private sector. The proposal focuses primarily on incentives related 

to corporate income tax, service tax and excise, import duties and VAT on capital expenditures. 

Status of the Private Sector Regarding Employment to Disabled 

Until very recently, it was the Government and Public Sector undertakings that took lead 

in paying this Corporate Social Responsibility. Private Sector Corporates remained absent in the 

course of social and economic development. But as already discussed laws, role of bodies like 

National Centre for Promotion of Employment for Disabled People, Federation of Indian 

Chambers of Commerce and Industry and society itself made them to realize their social 

responsibility. Details of various study reports reveal the depth of this problem with the 

following facts
9
: 

 60% corporate houses in East India are still inaccessible for disabled people. 

 73% of companies do not have their CSR policy. 

 Only 38% of companies which responded to CII-TCS survey have employed disabled. 

 Despite CSR policies in multinational companies and IT firms, there were many access 

problems for disabled. 

 A study of the top 10 corporate in India found that hiring disabled is not a priority      

concern.  

Super 100 also does not hint well
10

: 

 Out of the 70 respondent companies, 20 companies do not employ any disabled person at 

all! These include such companies (big names) as Castrol India Ltd.; Colgate Palmolive 

(India) Ltd.; Eveready Industries India Ltd.; and the Bombay Dyeing and Mfg. Co. Ltd. 

 The average percentage of employees with disabilities in the respondent companies was 

found to be a dismal 0.40 percent. 

 Out of the 70 respondent companies, only 10 were found to have 1 percent or above 

employees. 

 In majority of the respondent companies (40 out of 70), the percentage of the disabled 

workforce ranged in between 0.01 percent and 0.09 percent. Percentages sometimes do 

not reveal the entire truth. A close study of the table below will expose the truth… 

 

Table 2: Number of Disabled Employees in Indian Companies 

Name of the company Total workforce No. of Disabled Employees 

Hindustan Lever 40,000 4 (0.01%) 

Indian Hostels Co. 13,000 2 (0.01%) 

Mahindra & Mahindra 16,000 16 (0.10%) 
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Century Textiles Industries 10,659 14 (0.13%) 

Glaxo India 4,296 7 (0.16%) 

Escorts 10,900 49 (0.45%) 

Bajaj Auto 9,611 46 (0.48%) 

Hero Honda Motors 3,055 17 (0.56%) 

MRF 8,500 72 (0.85%) 

Source: NCPEDP Survey, 1999. Retrieved on 12.11.2009 from http://www.ncpedp.org/employ/em-resrch.htm 

 

 It is disheartening to note that there is no company amongst the Super 100 where even 2 

percent of the workforce is comprised of disabled persons. For 5 percent dream target, we 

still have to wait long. 

 Percentage of employees with mental impairment was found to be the lowest, confirming 

the stigma/prejudice that still dictates the employment practices in India. 

 The response received from the public sector companies was much better (86.96%) than 

the response of the private sector companies (63.49%). Multinational companies also 

responded positively (71.43%). 

 The average percentage of employment of people with disabilities is as follows-in the 

public sector: 0.54 percent ; in the private sector: 0.28 percent; and in the multinationals -

- 0.05 percent even most of them are from countries which have rather strict quotas/laws 

for employing people with disabilities
11

 

 

This is the sad side of story of the Indian corporate. In India there is no dearth of CSR 

initiatives supporting the cause of disability, but when it comes to relaxing their human resource 

policies and opening their gates to provide employment to disabled, the corporate are ready with 

excuses. Indian corporate contributes generously for disabled but when it comes to employment, 

they behave differently. 

Growth that is meant to alleviate poverty is adding to their misery to which disabled is a 

large part. So, it becomes the ethical responsibility of the corporate to turn face to the disabled 

which are potential contributories and rightful beneficiaries of growth. 

But there is another side of the story too. Government emphasis and manpower crunch 

faced by the industry has resulted in the emergence of more inclusive environment. Many 

companies have already set the precedent. As said the world is not the same, few tens among 

thousands are different as employment to disabled is concerned. In India some companies were 

listed as models by the survey conducted by centre for social markets. Infosys, Tata and Wipro 

were mentioned multiple times as models. These companies are: 

 

Table 3: Indian Companies Employing Disable As Corporate Social Responsibility 

   Birla Group of Companies 

   BSES (Bombay Suburban Electric Supply) 

   ITC (Indian Tobacco Corporation) 

   Mitsui 

   NTTF 

   Price Waterhouse Coopers 

   Tata Consultancy Services 

DSP Merril Lynch 

 Hindustan Lever 

 Infosys 

 Larsen & Toubro 

 Mahindra BT 

Reliance 

 Tata 
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   TISCO (Tata Steel) 

    

 Wipro 

Source: Corporate  Social Responsibility-Indian Perspective: Project by Shoubhagya Ranjan Mahakud 

(http://www.indianmba.com/Occasional_Papers/OP194/op194.html) 

 

Other than this
12

 

 Infosys BPO advertise as „Persons with disability are encouraged to apply 

 NIIT has introduced special computer training programme for the visually impaired. 

 Quatrr BPO and Ability Foundation, Chennai, organized an Employment Job Fest for 

differently disabled, in association with HRD. 

 90% of work force at Vndhya E-informedia is disabled 

 National centre for Promotion of Emploment of Disabled People (NCPEDP) has 

launched disability friendly corporate logo in yellow and blue to appear on product to 

express that manufacturer employs disabled without prejudice. Although the change has 

started to the right direction but still large remains to be done.  

 

Though the change has been started in the right direction but still large work remains to 

be done. So, all the arguments and facts in nutshell press for the increased CSR to end 

employment discrimination to disable. It requires the present and future employers to change the 

mind sets as well as enterprises, to make them disabled friendly. 

Equal Opportunity Employer 

It will be incorrect to assume that disabled‟s interests are necessarily better served with 

one kind of data or other, need is to uncover the underlying social structures. Government‟s 

commitment towards the community is unflinching but industry experts should draw up a 

framework on how to move ahead so that they can turn into Equal Opportunity Employer. Every 

little effort can make an enormous difference. Hope can overcome cynicism and tenacity can 

prevail over material if citizens of society can harness the most powerful energy in the world - 

human talent. As they have vast employment generating potential and strong fiscal power, they 

need to go beyond mere legal compliance. By employing disable the most sensitive area of CSR 

can be served. 

As an employer, a major concern when recruiting staff is getting the right person for the 

job
13

. Sometimes the right person will be someone with disability, which may or may not be 

visible. So to become Equal Opportunity Employer is a step by step transformation process. It 

relates to making, adopting, monitoring and reviewing a system to ensure equal opportunity of 

employment for disable. Following is the proposed model of such system for present and future 

employers to become Equal Opportunity Employer in India: 

Formulation of Employment Opportunity Policy 

Prime most and first step to become Equal Opportunity Employer is to formulate written 

Equal Opportunity policy. It should be publicized in a line with objectives
14

. Policy should cover 

the following
15

: 

 Defining discrimination 

 Statement on commitment to equal opportunity 
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 Authority for the policy 

 Structure for the implementation 

 Obligation upon employees to respect policy 

 How to deal complaints of discrimination. 

 Example of unlawful practices 

 Monitoring and review procedures. 

 Commitment to remove barriers 

 

Policy should be committed by Top Level Management. Senior management member 

should be given the overall responsibility. For successful operation, trade unions should be made 

the part of commitment. Human Resource Department should be assigned the day to day 

responsibility. It should be made known to all like employees, applicants, job agencies, other 

sources of manpower supplier. Also important is to examine existing policies and systems which 

appear neutral but close examination may reveal that they interfere with Equal Opportunity 

Employer commitment. So, revision or removal of those will be a step forward. Access 

consultants may be of great help to prevent physical barriers. 

System for Implementation of Policy 

Implementation should be ensured by joint management. An Equal Opportunity officer 

should be appointed for this. Members from Trade Unions, Personnel, training, line managers 

and employees should be taken in form of equal opportunity committee to make it effective team 

effort. Committee should meet at particular intervals for review. Committee will analyze the 

monitored information, assess it against policy, will put suggestions and appraise the success of 

the policy.  

In the light of the Equal Opportunity policy the following steps will promote the chance 

of employment to disable
16

. 

Identifying Jobs for Disable: It is a process of identifying the type of disability that may be 

suitable for particular job profiles as all the disabilities may not interfere with all kind of jobs. 

Inviting for Job
17

: Ensure through proper advertising that disabled can also apply for job. Must 

Include encouraging statements and commitment to employ disable in advertisement. Use of 

disabled friendly logo, reference to Equal Opportunity policy, use of medium reachable to 

disabled and asking existing employees to introduce disable will be the efforts in right direction. 

Application forms should be in different formats to suit the applicants with varying 

disabilities. It should not ask harassing questions on disability. Allowing alternative experience 

will enhance opportunity for them. Most important is to ask them whether they need any special 

facility at interview. Express your willingness to help for the same. 

Eliminating Barriers to Selections 

 Equal Opportunity Employer needs selection criteria which work for selection of disable 

not for his rejection. It should include: 

 No discrimination while short listing. 

 Take notice of adjustments required by him for interview. 

 Be flexible to think of adjustments in form of job amendments to suit disable. 

 Offer guaranteed interview to disable. 

 Use of skill matching charts while selection. 
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Conduct of Interviews  

 Ensure their reach to the interview by resorting to the following tips: 

 Overcome physical barrier to access for example: using ground floors and easily 

accessible address. 

 Making assisting and facilitating arrangements. 

 Briefing the interviewer on Equal Opportunity policy and ensuring that they are specially 

trained to interview disabled. 

 Also brief the interviewer that his preconceived notions should not block their way of   

selection 

 Ask key questions to disabled to have them comparable. 

 Avoid awkward questions concerning disability. 

Helping at Workplace 

Selected candidates should be given chance to visit a workplace and give their 

requirements of any adjustments/changes before actual start of work. Such changes may range 

from minor changes like physical adjustments, working hour changes, any assisting equipments, 

personal assistance to major alteration in building design. 

Use of access consultants and access audits after regular intervals will keep the employer 

matching with time. Modern assistive devices like induction loop system, amplifiers, screen 

magnification lamps, large print keyboards, voice recognition software, screen reading software 

and screen output software are some devices, the facility of which will make any employer an 

Equal Opportunity Employer. 

Getting Start 

An induction support should be in practice to help them to adapt the organization. Be 

sensitive to them as they may take more time than normal to adjust. If needed assign another 

person of staff to support and monitor a new employee. Ensure health and safety by giving 

priority to the needs of disabled while assessing risk at job place Encourage independence for 

them to reduce chances of conflict with other employees. Ensure that if there is any disciplinary 

action against disabled, his disability is not underlying reasons. Disability equality training 

programs for other employees will sensitize them towards disabled and will ensure co-operation 

by them.  

Carrier Orientation 

Do not overlook a disabled employee for promotion because they can not do certain 

work. It might be reasonable to assign non core works to other members of staff. 

Augmenting Skills  

Even with an intention to employ disable the problem is lack of required skills. To 

overcome this, use experimental methods, job tours, job shadowing, work experience/internship 

methods for enhancing their skills. Use industry specific modules for training 

Monitoring their Performance 

 Monitoring will include evaluating: 

 Whether the Equal Opportunity Employer policy works to the favor of disabled? 

 Whether the adjustments made are useful? 

 Is there any further need of changes? 
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 Whether the disabled feel absorbed in the organization? 

 Observe his job satisfaction? 

 Evaluate his relationship with other employees? 

 Check his account of absenteeism? 

 Evaluate his performance against specially set standards for disabled? 

 

Reply to all such questions will reveal whether the Equal Opportunity policy is in right 

direction to make Equal Opportunity Employer or it needs reviews and changes. 

International Scene 

Problem of employment to disable has spread its wings on the globe. Developed nations 

are also not exception to it. Summary of the Status of People with Disabilities in the Federal 

Government of United States is enough to quote, “the number of federal employees with targeted 

disabilities decreased from 28,035 in fiscal year 199 8 to 23,993 in fiscal year 2007, a net loss of 

14.42 percent
18

.” Also, the ratio of under achieving enterprises rises from 49% to 58% in last 

times. Unfortunate to note is that only 45 countries have CSR policies.  

Various countries have their own national policies on document but following reports 

speaks about the missing social responsibility of our “materially” rich corporate.  

 

Table 4: Country Wise Employment Status of Disabled 

S.N Name of 

the 

Country 

Latest Updates Source 

1 Asia and 

Pacific 

 370 million persons with 

disabilities, Their unemployment 

rate is usually double than that of 

the general population and often as 

high as 80% or more 

Debra A. Perry, „Disability issues in the 

employment and social protection‟, ILO 

Bangkok, 2002 

2 European 

Union 

 40 million persons with 

disabilities, 1998, and  two to three 

times more likely to be 

unemployed than others. 

EUROPS, „The ability to work‟, 1998  

3 Latin 

America 

and 

Caribbean 

About 80-90% of persons with 

disabilities are unemployed or 

outside the work force. 

World Bank, „Disability and inclusive 

development: Latin America and the 

Caribbean‟, 2004 

4 Argentina The unemployment rate of persons 

with disabilities is estimated to be 

close to 91%. 

World Bank, „Disability and inclusive 

development: Latin America and the 

Caribbean‟, 2004 

5 Austria In 2005, among about 91,000 

persons registered, with disabilities 

some 31,000 were economically 

inactive or mostly unemployed 

European Foundation for the Improvement 

of Living and Working Conditions,  

„Number of disabled people in 

employment remains low‟, 2006 
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6 Brazil Of the approximately 24.5 m  

disabled in 2000, Since 2001, more 

than 55,000 persons with physical 

disabilities have entered the labor 

market.  

„Brazilian companies recruit disabled 

workers to comply with law‟, EFE News 

Service, 16 October 2006. 

7 Bulgaria A research of National Statistical 

Institute, 2005, showed that only 

13% of the disabled interviewees 

at working age 16 to 64 years were 

employed. 

International Disability Rights Monitor, 

„Regional Report of Europe‟, 2007  

8 Canada The unemployment rate of disabled 

is 26%, over five times higher than 

the 5% rate for persons without 

disabilities.  

International Disability Rights Monitor, 

„Regional Report of the Americas‟, 2004. 

9 Chile Only 25.1% of  disabled have 

some form of employment, in 

comparison to 51.6% of the 

general population 

International Disability Rights Monitor, 

„Regional Report of the Americas‟, 2004 

10 China Disabled are 83 m, i.e. about 6.3% 

of the country‟s population. 

Approximately 83.9% of persons 

with disabilities were employed in 

2003. 

International Disability Rights Monitor, 

„Regional Report of Asia‟, 2005  

11 Costa Rica According to estimates by 

disability organizations, the 

unemployment rate is around 65%.  

International Disability Rights Monitor, 

„Regional Report of the Americas‟, 2004 

12 Estonia National Statistical Report,2002, 

showed that only 25% disabled 

between the ages of 16 and 65 

were employed 

International Disability Rights Monitor, 

„Regional Report of Europe‟, 2007 

13 Greece According to the Survey on 

disabled, 2002, by the National 

Statistical Service, the 

unemployment rate of disabled is 

84%. 

International Disability Rights Monitor, 

„Regional Report of Europe‟, 2007 

14 Honduras National Institute of Statistics 

household survey 2002: 68% of  

disabled of working age are not in 

the active labor force, compared to 

49% of the total population. 

International Disability Rights Monitor, 

„Regional Report of the Americas‟, 2004 

15 India Census 2001: 21.9 million people 

or 2.13% of the country‟s 

population is disabled. 74% of 

persons with physical disabilities 

International Disability Rights Monitor, 

„Regional Report of Asia‟, 2005 
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and 94% of persons with mental 

retardation are unemployed. 

16 Ireland The Quarterly Household National 

Survey 2004: over 37% of all 

persons of ages 15-64 with a 

disability were employed, 

compared to 63.8% for the  same 

age category in general. 

International Disability Rights Monitor, 

„Regional Report of Europe‟, 2007 

17 Mexico 14% of persons working disabled 

receive no pay, and another 22.6% 

receive less than the minimum 

wage 

International Disability Rights Monitor, 

„Regional Report of the Americas‟, 2004 

18 New 

Zealand 

One in five has a disability. Ac 

2001 survey 2001: 29% disabled of 

working age are in full-time paid 

employment in contrast to the 65% 

of others of the same age. 

National Equal Opportunities Network, 

„Disability in the workplace: the good 

news and the bad news‟, May 2006  

19 Phillipines Disabled are 1.23% of the total 

population, 57.12% are employed, 

compared to 82.3% of the general 

population. 

International Disability Rights Monitor, 

„Regional Report of Asia‟, 2005 

20 Republic of 

Korea 

The unemployment rate of disabled 

is about 30%, five or six times 

higher than that of the general 

work force 

„Firms still failing to hire disabled‟, The 

Korea Herald, 6 June 2003 

21 Russian 

Federation 

As per Federal Service of Labor 

and Employment, 70% of the 

disability population is 

unemployed 

International Disability Rights Monitor, 

„Regional Report of Europe‟, 2007 

22 Spain At least 66% of persons with 

disabilities of working age were 

unemployed in 2003 

www.disabilityworld.org  

23 Thailand There are about 4.8 million persons 

with disabilities, about 1.3 million 

of whom are of working age 

„Will work for dignity‟, Bangkok Post, 24 

March 2002  

24 Turkey Turkish Employment 

Organization: persons with 

disabilities constitute 7% of the 

unemployed population in 2006. 

International Disability Rights Monitor, 

„Regional Report of Europe‟, 2007 

25 United 

Kingdom  

Of the 10 million persons with 

disabilities, 6.8 million, one fifth of 

the total, are of working age, 

Disability Rights Commission, www.drc-

gb.org 

http://www.drc-gb.org/
http://www.drc-gb.org/
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Persons with disabilities are up to 

three times more likely than other 

citizens to be without a job.  

Disability Rights Commission, „Disability, 

Skills and Work: Raising Our Ambitions‟, 

June 2007 

A 2004 survey found that only 

35% of disabled are  employed, 

compared to  78% in the rest of the 

population 

www.un.org/disabilities/default.asp?id=18  

26 Vietnam Approximately 69% of the 5.1 

million persons are disabled Only 

30% of them have a job. 

International Disability Rights Monitor, 

„Regional Report of Asia‟, 2005 

 

Although the position does not sound well but besides national policies, efforts at 

international level by various forums are address this social concern to take the whole world on 

common path. Few to mention are:   

United Nation Resolution for Persons with Disabilities Resolution
19

, April 2002, is an 

assurance to their Human Rights on better quality life, full employment, and conditions for 

economic and special progress. Any violation of fundamental principle of equality is said an 

infringement of the human rights of persons with disabilities. Government to implement standard 

rules on the equalization of the opportunities in order to guarantee their human dignity, and 

integrity. Multilateral development agencies to pay due regard to the question of access and 

related disabilities rights issues in connection with projects they sponsor and fund. 

Also, the United Nations Economic and Social Commission for Asia and the Pacific- 

Biwako Millennium Framework for Action for 2002-2012, committed states to an inclusive and 

barrier-free environment for people with disabilities, with specific reference to rural settings. A 

vast network of NGO‟S, websites, free and paid publications on employment and welfare of 

disabled is contributing 

As a result of coordinated efforts of various circles some footprints of corporate social 

responsibility has been seen in some study reports on international companies in India. They 

have given hope for coming times. The following companies were listed as models by the survey 

Conducted by Centre for Social Markets.  

 

Table 5: International Companies in India Employing Disabled as CSR 

    IBM 

    EDS 

    Goodyear 

    Conagra Inc. in USA. 

    Siemens training institute,  Germany 

 

    R&S, Germany 

    Cisco Systems 

    Motorola 

    Microsoft 

Source: Corporate  Social Responsibility-Indian Perspective: Project by Shoubhagya Ranjan Mahakud 

(http://www.indianmba.com/Occasional_Papers/OP194/op194.html) 

Suggestions for Future 

The problems, which need to be resolved wholly, could only be possible, if the societies 

will join their hands together .Future is always a projection based on present. So realizing the 

http://www.un.org/disabilities/default.asp?id=18
http://www.google.co.in/url?q=http://www.unescap.org/&ei=JrEDS4nIFpLs6AOMwbmDAQ&sa=X&oi=spellmeleon_result&resnum=1&ct=result&ved=0CAcQhgIwAA&usg=AFQjCNGSpbcvD3woyIpLXRdYd4OfRiJCbg
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problems of present, suggested efforts for future employers of all the sectors on equal 

opportunity are as under: 

 Corporates should be required to report data on Equal Opportunity Recruitment 

Programs.  

 Policies to be drawn within Human Rights Frame Work  

 Regular assessment of labor market demand should be there.  

 Improve the quality of private sector initiatives and strengthen public-private partnerships 

by reviewing the draft private sector incentives policy for people with disabilities. 

 Aggressively informing business organizations and the general public about program, 

that compensate business that hire employee from the persons disabled. 

 As electronic accommodations make employment accessible for employees with 

disabilities, an entire package of accommodations should be available to employees. 

 Media should take an initiative to discuss their issues to create awareness among the 

masses 

 Inclusive education should be made compulsory in every school as the part of their 

curriculum 

 Disabled must get rights to study in normal schools with special needs .Government 

should setup new curriculum for them as per industry needs 

 Awareness should be made through telecasting movies and drama on their issues. They 

should not be called special.  

 Psychological testing should be made compulsory to identify their needs and areas of 

development. 

 Establish mandatory training on targeted disabilities for all training supervisors 

 Ensure Government Accountability to hire people with disabilities as per national policy 

 Determine whether the law enforcing agencies have the necessary knowledge to carry out 

that responsibility. Determine where further training is needed.  

 Improve public sector employment practices by leaving the concept of “identified posts. 

It should be widened to all the posts. 

 Consider reduction in the probationary period for employees with disabilities  

 Public sector and private interventions are no magic solutions to this problem. Education 

system and community attitudes are the right tools to do it. 

These some of the suggestions if adopted and implemented with commitment can turn the 

just employers to equal opportunity employers. In return this will provide end the curse of 

discrimination of employment to the differently- abled. 
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