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The inclusion of disabled persons in the labor market
in Belo Horizonte, Brazil: scenario and perspective

Abstract Even after the publication of Law 8213
in 1991, which established quotas for employing
disabled persons, their inclusion in the workplace
still presents a challenge for Brazilian society. In
order to understand the main barriers that ham-
per this process a qualitative research study was
conducted in the municipality of Belo Horizon-
te. This study included interviews with import-
ant actors involved in the process of inclusion;
and focus groups including disabled persons and
members of their families. The main barriers en-
countered were: preconceived ideas and discrimi-
nation; family relationships; the Continuous Cash
Benefit (BPC) program; the low level of qualifi-
cation among disabled person; lack of access; and
the unpreparedness of companies. It was conclud-
ed that drafting laws is not sufficient to guarantee
inclusion in the labor market and that govern-
ments should implement public policies to assist
in this process.
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Introduction

One of the main pillars of the Brazilian National
Health Promotion Policy! refers to working con-
ditions and relationships. For disabled persons,
even though several legislative instruments exist
that encourage and support their employability,
entering the job market is still a difficult task. A
document published by the United Nations in
20122 shows that disabled persons in employ-
ment tend to receive lower salaries and perform
tasks considered to be inferior, offering few op-
portunities to develop a career and be promoted.

The lack of opportunities to enter the job
market means that disabled persons are unable
to earn a minimum living wage. According to the
2010 Census?, there are 46.605.000 disabled per-
sons in Brazil, namely 23.9% of the population.
In Minas Gerais there are 4.4 million, of whom
550.997 live in the capital, Belo Horizonte".

Several laws have been introduced for the
purpose of promoting inclusion in the labor
market, the latest being Law No. 8213/91 which,
in article 93, states that “a company with one
hundred (100) or more employees is required
to allocate between two percent (2%) and five
percent (5%) of its job openings to rehabilitated
beneficiaries or disabled persons, qualified in the
following proportions: I — up to 200 employees,
2%; 11 — between 201 and 500, 3%; I1I — between
501 and 1.000, 4%; IV — from 1.001 upwards,
5% (Law No. 8213/91, Article. 93)°.

Although this Law has been enacted, com-
panies still find it difficult to fill the established
quotas, and the number of disabled persons who
are hired is still very low when compared to the
numbers established by legislation®. Data from the
Ministry of Labor and Employment’ show that, in
2010, only 9.687 disabled persons had been con-
tracted within the municipality of Belo Horizonte.

To understand the main barriers that hamper
inclusion and, consequently, observance of Law
No. 8213/91 by private companies in Belo Hori-
zonte, a qualitative study was conducted to pro-
vide alternatives that can help with this process.

Methodology

Qualitative outline research was conducted,
based on interviews carried out separately with
professionals working with issues involving the
inclusion of disabled persons in the labor mar-
ket, in Belo Horizonte; with representatives of as-

sociations that support disabled persons; human
resource sector employees from several compa-
nies; and focus groups involving disabled persons
and their families. Five different pre-established
interview forms were used, one for each group of
participants.

The interviews were set up by means of tele-
phone calls and took place at a location indicat-
ed by the participants. In the case of the focus
groups, the researchers were able to count on the
support of the associations. Saturation criterion
was used to define the number of interviewees.
The absence of new themes and the repetitive
content of the interviews were indicative that the
principal ideas had already been raised®

A total of thirty interviews were conducted,
as well as two focus groups with family mem-
bers and five with disabled persons (one physi-
cal, two visual, one auditory, one mental), each
one lasting approximately one hour. The discus-
sion groups were conducted by one moderator
and one observer. All participants showed their
willingness to take part by signing an Informed
Consent Form — ICEF, included in the project. In
all, seventy people were heard and fourteen com-
panies were contacted, although several decided
not to participate in the study.

The focus group discussions and interviews
were recorded and then transcribed. A content
analysis technique’ was used to analyze the re-
search material, which made it possible to create
thematic data analysis categories by identifying
similar issues. The method used to prepare the
thematic categories followed the stages estab-
lished by Minayo'®: pre-analysis, examination of
material and treatment of results. To guarantee
anonymity, the interviewees were identified by
numbers.

This research study was approved by the Re-
search Ethics Committee — COEP at the Federal
University of Minas Gerais.

Results and Discussion

With the data analysis findings, obtained after
detailed examination of the interviews and focus
groups transcripts, and based on literature on the
subject, the following thematic categories were
created: attitudinal barriers; education and pro-
fessional training; the Continuous Cash Benefit
program (BPC); role of the family; unprepared-
ness of companies: and accessibility and adapta-
tion of the working environment.



Attitudinal Barriers

In order for a society to be inclusive, it needs
to accept all individuals, respecting their differ-
ences, individual characteristics and limitations'’.
Even so, many societies are not prepared to deal
with these differences, which leads to discrimi-
nation'’. Prejudice and discrimination represent
an enormous barrier to inclusion, since they pro-
mote stigma and create stereotypes, which makes
it difficult for private companies to hire disabled
persons'!. These differences are seen by some
companies as being a factor that complicates
their relations with clients.

He had one eye that was all opaque, you know,
that cloudy eye that makes one feel bad just looking
at it? So I thought about putting him to work in the
customer service center. But how could I put some-
one like that in the customer service center? People
would find it hard just to look at him, because it
makes you feel bad just looking at him with that
cloudy eye and you know how demanding clients
can be in some respects. They do not find it that
easy to accept diversity (Company 4, 2013)

So, the use of legal rulings, such as Law No.
8213/91, are an attempt to reduce prejudice by
means of positive discrimination, compensatory
measures that follow the principles of equality as
contained in the Federal Constitution of 1988,
which aim to combat the inequalities created
through historical and cultural disadvantages'.
The aim of these measures is to treat unequally
those people who are in a situation of disadvan-
tage, so as to make them less unequal'.

In this case, the Law benefits disabled persons
by making their inclusion in the labor market
mandatory, and by penalizing firms that fail to
observe this law. However, legislation alone is not
capable of promoting inclusion in the workplace
in a broader sense, and that is why it is necessary
to promote greater awareness among the popu-
lation about the real limitations and potential of
these individuals. This awareness should involve
the whole community, since anyone is liable to
acquire a disability or is liable to interact such
disabled persons.

Tanaka and Manzini® reaffirm that the pro-
cess to integrate disabled professionals is made
more difficult due to the fact that, among other
things, most people do not believe that disabled
persons have the capacity to perform the work
they are given, which represents an attitudinal
barrier that makes inclusion even more difficult.

One of the questions that illustrate the prej-
udices and discrimination involved when hiring

these people is that companies prefer to choose
slightly disabled persons.

The job vacancies made available were as fol-
lows: slightly disabled persons, namely one indi-
vidual with a visual impairment who can see, one
individual with hearing difficulties who is able to
communicate verbally, and one individual with a
physical disability who is not in a wheelchair. (Pro-
fessional 9, 2013)

What I look for most are people with physical
defects. Really? People with a problem in one of
their feet, in one of their hands, in their shoulder,
minor disabilities. Because I can give these people
better training. (Company 6, 2013)

Several authors>'** say that a choice of the
type of deficiency that people have is primarily
related to their professional qualifications. The
physically disabled are more likely to have better
professional qualifications. In addition, adapta-
tions do not have to be made to the work stations
of slightly disabled persons, thereby incurring
less cost to the company’®*%. These factors greatly
limit the range of people who can apply for the
job being offered, making it even more difficult
for them to be employed and for the company to
obey the law.

Education and Professional Training

Professional qualification is considered a
barrier to employment, from the point of view
of both the company and disabled persons them-
selves.

They arrive here without any qualifications;
they simply don’t have the qualifications the com-
pany needs (Company 2, 2013)

The question is education. We see many dis-
abled persons leave school, during elementary
school or third or fourth grade, due to a series of
difficulties, and this makes it difficult for them to
find a job, to earn a salary that gives them more
than they would receive from  government
benefits, so it seems the first step is to get a good
education (PWD 16,2013)

The educational background of disabled per-
sons, both as regards elementary education as
well as professional training, is a challenge!>'7-2!.
Brazil has made some advances as regards im-
proving education in favor of inclusive educa-
tion. However, disabled persons and members of
their families still have to face many challenges in
order to gain quality education.

It can be said that there is a close relationship
between inclusive education and an inclusive la-
bor force. Inclusive education, from childhood,
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enables disabled persons to co-exist with others.
This reduces prejudice and discrimination and
encourages inclusion. Inclusive education also
encourages disabled persons to learn to deal with
others, improving the relationship they have with
society in general.

However, there are few educators with the
capacity to deal with the particular character-
istics of disabled persons, which ends up hav-
ing an adverse effect on their education and, as
a result, their inclusion in the workplace. Some
companies, that are aware of this problem, offer
a continued education program, there being no
requirement for a disabled person to have prior
qualifications.

We are flexible about everything. We are pre-
pared to train, to guide, to find a place for those
who do not even have basic training (Company 2,
2013).

Furthermore, the lack of professional quali-
fications is directly related to salary scales®?*. If
people have little education, their salary will also
be low, which may discourage those receiving
Continuous Cash Benefits (BPC) from seeking
employment.

It’s the domino effect. You have the question
of a low level of education or poor quality school-
ing. So, you have no schooling, no professional ex-
perience at all, and can only earn a low salary in
comparison with the benefits you will receive in the
same amount (PWD 15, 2013).

For this reason, professional training pro-
grams directed by professionals able to deal with
the limitations that disabled persons might have,
are vital to ensure their work is valued.

Continuous Cash Benefit (BPC) Program

Continuous Cash Benefit (BPC) is a welfare
benefit provided under the 1988 Constitution
and regulated by Law No. 8.742/1993, the Or-
ganic Law on Social Welfare®. It provides for the
transfer of income as a social right for disabled
persons and older people unable to work, and
whose families earn a per capita monthly sala-
ry of less than a quarter (1/4) of the minimum
wage, there being no requirement to provide the
maintenance of these people*.

Thus, this benefit includes a series of social
protection policies that oblige the State to fulfill
its duty to promote the citizenship of the poorest
members of Brazilian society *¥. It is important
to stress that this benefit is also designed to finan-
cially support severely disabled persons who are
unable to enter the job market. Thus, this bene-

fit represents a form of security and guarantees
basic consumer products, as well as social and
financial independence?.

Disabled persons are often offered a salary that
is equal to or less than what they are receiving in
welfare benefits. Until quite recently, the right to
these benefits was cancelled when a person entered
the formal labor market. Thus, many beneficia-
ries preferred to stay at home, with a guaranteed
income, rather than taking the risk of entering
an uncertain and hostile working environment.
When considering all the barriers and forms of
discrimination they face, it is understandable that
disabled persons see the BPC as the better option.

In their everyday life, disabled persons are used
to people looking at them and saying: you can’t do
this, you have a disability and you won’t be able to
cope. So this person thinks: I get a minimum salary
for staying quietly at home without having to face
these sort of problems (Professional 4, 2013).

To question the BPC, on the basis that it is a
factor that discourages people to seek insertion
in the formal labor market, does not diminish or
ignore its importance as a valid social conquest
capable of protecting disabled persons and their
families from extreme material deprivation. Our
aim is to show that this is a factor and to encour-
age a debate about the best strategies to use to
ensure inclusion. This benefit should not been
seen in a negative form, either by government
agencies, or by companies and civil society. On
the contrary, it is essential to ensure these indi-
viduals do not have to live on the edge of society
or remain socially-vulnerable.

Even when faced with all these challenges,
some people prefer to give up their welfare ben-
efits to enter the labor market. They understand
that work adds greatly to their lives in a way
that the BPC never can, including socialization,
self-esteem and a sense of identity.

I believe that work is life itself, this is where
I gained an identity, my sense of being, indepen-
dence, when I began to learn to live with my dis-
ability, to come and go learning how to live with
others and being able to help others, as well as
achieving something worthwhile for myself (PWD
16,2013).

Some of the disabled persons also said that
they had never regretted their decision to forego
welfare payments. They see the advantages they
can gain by working.

Only stay at home? At work, you have a bit of
fun, get to know other people. With welfare benefits,
you end up doing nothing; you only stay at home
on your own (PWD 13,2013)



Work opened up new horizons for me, both
financial and as regards the people I now spend
time with [...] if I was just living on BPC benefits,
I would never have been able to give meaning to
things, this is what work does for you (21, 2013)

Even those who still do not work said they
did not feel comfortable receiving benefits and
that they wanted to work. However, this is not
the only reason for the difficulties involved in
employing disabled persons.

I want to use my ability to work to receive my
own salary I want to be recognized for my value as
a person. (PWD 10, 2013)

Everybody throws it in your face that you don’t
work, but still get paid, which is not good (PWD
18,2103)

It’s like, you are useless, not good for anything
(PWD 5,2103)

A sense of belonging and of being useful to
society, which is achieved through work was of-
ten mentioned, which shows the importance this
has to enable people to participate effectively in
society and to have their abilities recognized, as
has been observed by other authors**",

I was promoted, just like the others, which
means they recognized me as a person (PWD 20,
2013)

It is interesting to note that disabled persons
are keen to find work. What they fear most is
prejudice, unemployment and loss of income.
They seek security, like everyone else. In 2011, the
Federal government published an amendment to
the legislation, Law No. 12.470, of August 31°!
which allows a person to get back BPC’s in the
event of unemployment. Even so, because there
is little credibility in governments, as regards
guaranteeing the continuity of policies, the lack
of agility and bureaucracy that exists in Brazilian
government agencies when it comes to ensuring
the rights of citizens, means that disabled per-
sons and their families are reluctant to exchange
benefits for income derived from work. Benefit
payments are often a family’s only source of in-
come and the recipient’s own family will discour-
age them from seeking employment.

Some families make it difficult for people to be
employed, not letting them enter the job market,
not letting them grow, because they are afraid of
losing this benefit. (Association 4, 2013)

The role of the family
Having a disabled person within the family

often changes the pattern of family life and re-
quires that some of its members assume the

care and responsibilities needed to protect and
promote the health and life of this individual®.
Many relatives, in spite of their devoted care, are
unaware of people’s capacity and do not know
how to help them develop their potential, and
end up treating them as if they are incapable of
doing anything for themselves. This overly-pro-
tective environment interferes with people’s so-
cial relationships and affects their behavior in the
workplace.

I have seen youngsters arrive here because they
know we support inclusion in the workplace, but
who have been treated like children until they were
in their 20s, so have absolutely no idea what work
means. (Association 6,2013)

Family is the first social environment that
any individual has, and it is within this context
that children learn to relate to others, to deal with
their frustrations, to state their opinions, to fight
for their rights, and to recognize their duties, to
respect others, among other situations that are
inherent in social co-existence®. In this sense, su-
per-protective families do not allow disabled per-
sons to learn to deal with their obligations and the
demands of social life, which influences the way
they behave when they work for a company.

Finally, it is important to highlight the fact
that families are worried about the way disabled
persons will be treated in their working environ-
ment, which they consider to be hostile. They are
also afraid about leaving them open to prejudice,
sexual abuse, the abuse of power and moral ha-
rassment, among other situations that can be
common:

Yes, I was afraid. Afraid of an accident, that he
would cut his finger, cut his hand, of sexual abuse,
get involved in drugs; this all created a sense of fear
among us, a very real sense of fear. (Family mem-
ber 6,2103)

It is therefore clear that family involvement
is an important element in the inclusion process.
When a family fails to encourage their offspring
to find work, this adversely affects their inclusion.
However, when there is family involvement and
belief in this process, this makes inclusion much
easier.

Finding work is very important. It is vital in
this process in the lives of disabled persons because
this will greatly enhance their self-esteem and so-
cialization, which is a basic human need, as well as
their sense of commitment and responsibility; you
notice the difference when a person fits into the la-
bor market. (Family member 8, 2013)

I'saw M (the disabled person) grow a lot when
he went out to work, My goodness, M made a huge
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leap forward which I never thought possible |...].
He recently said to me: Oh Mum, who would have
thought, eh? People used to see me and say: Wow,
that boy is really retarded. I'm not retarded at all.
Now I have a bank account and lend money to
those who used to call me retarded. (Family mem-
ber 4, 2013)

The lack of preparedness of companies

Many companies describe the lack of com-
mitment shown by disabled persons towards
their work, their attendance, punctuality and the
activities that need to be performed, as well as de-
manding differential treatment.

Disabled persons are often unwilling to abide
by the norms and rules, they want to work less
hours, and they want differential and privileged
treatment (Company 8, 2013)

However, it is important to stress that dis-
abled persons sometimes need to work more flex-
ible hours" due to their physical/medical condi-
tion, since they can require rehabilitation treat-
ment, such as physiotherapy, speech therapy or
occupational therapy, to ensure they have quality
of life and can work more productively. So, it is
essential to adopt flexible working hours for the
well-being of certain people and this should be
part of a company’s inclusion program'!.

In this case, if a company has not been in-
formed about the clinical conditions of these in-
dividuals, it will make it even more difficult for
them to hire or to provide long-term work for
disabled persons.

Some companies describe a high-turnover
caused by demands for insignificant pay rises.
This might indicate that, if disabled persons see
that there is no real prospect of achieving in-
clusion, or of building a career and performing
a worthwhile job, and then they may decide to
think only about the economic gains involved.

Disabled persons will change jobs just for an
R$10 salary increase, the market is booming, ev-
eryone is looking for a job, so they will leave just
for a bit more pay. There is a pretty high turn-over.
(Company 1,2013)

It was seen that companies are ill-prepared to
deal with such individuals and to recognize their
needs and potential. The lack of information
about the working capacity of these people and
their disabilities makes inclusion difficult.

But a deaf person has to stop [working] be-
cause he communicates with his hands. The boss
doesn’t like this because he stops what he is doing.
Another thing companies need to realize is that, in

the same way we cannot work for 8 hours a day
without talking, a deaf person also needs to com-
municate (Association 7, 2013)

Most companies don’t believe that disabled
persons are actually well qualified and this is why
the jobs offered are limited to manual/operation-
al work.

[...] some companies offer vacancies to dis-
abled persons and we made a survey of the jobs
they offered. Around 70% of these were at an oper-
ational level. Companies seem incapable of under-
standing that a disabled person might have higher
education, and yet we now have people on our files
who have, for instance, taken post-graduate cours-
es, who have completed their higher education (As-
sociation 2, 2013)

Carvalho-Freitas has published several stud-
ies**3* that show the positive relationship be-
tween the views that management has about
disabled persons and how successful corporate
inclusion programs have been. When manage-
ment has a vision based on the social model and
inclusion, the law is fulfilled in the best and less
stressful way possible, and the company will be
able to see the adaptations made to the working
environment as a natural process, since these
need to be accessible to everyone, and not only to
disabled persons.

According to this author, actions that fos-
ter awareness and adapt the workplace so as to
provide conditions of equality are essential to
change the working relationship between people
with and without disabilities.

Thus, professionals in the human resources
sector have an essential role to play in the inclu-
sion process. They are responsible for receiving
new employees and giving advice to the others
about the question of disabilities, so that a lack of
information is not the cause of possible discrim-
ination and opposition as regards the employ-
ment of these individuals. Therefore, disability
awareness activities are a very important part of
this process and should include all corporate em-
ployees.

The company should have its own aware-
ness program and this is an initiative that should
come from the board of directors. (Professional 10,
2013).

Companies that have well-structured inclusion
programs manage to fulfill their quotas. (Profes-
sional 2,2013).

Disabled persons also mention that compa-
nies that have an awareness program are able to
implement inclusion in a more positive atmo-
sphere.



Yesterday I visited a company that has already
been investing in inclusion for three years. There, at
first everyone was against the idea, they showed a
huge amount of opposition, but the head of the HR
sector showed that this could happen if people were
made aware of the issues involved. She first began
to raise awareness among the employees, bringing
in disabled persons to give talks, to explain how this
issue should be treated, what they could and could
not do, in an effort to break down their opposition,
and it worked (PWD 15,2013)

This happens because these programs pro-
mote information and thereby reduce prejudice.
It should be stressed that awareness programs
also help the other employees, who get to know
something about these disabilities, the limita-
tions that these can impose on people and what
to do to ensure they can work in the most effec-
tive and efficient way.

During the course of interviews, few compa-
nies mentioned developing awareness programs
with their staff. Those that had done so saw the
difference that they make:

We meet with the coordinator, explain our
needs, talk a bit about the people with a disability,
get together with our team to discuss what we expect
from them in this joint venture, and describe some
of our personal experiences. Don’t you see?! This is
what makes all the difference. (Company 3, 2013)

Thus, companies should have a structured
program for recruiting, selecting, contracting
and capacity training disabled persons. Accord-
ing to the Ethos Institute®, implementing this
program might appear difficult, but the efforts
made will not be in vain. The professional who
is contracted with have clear and well-defined as-
signments and should receive adequate training
for the job he will perform. As a result, he will be
as productive as the others.

According to one of the professionals inter-
viewed, companies have begun to see the impor-
tance of these awareness programs, which can
cost less than the fines that will be imposed if
they do not fulfill their quotas:

At first, some companies paid very heavy fines,
so they sat down and began to review the problem
and that is when their work with management
proved essential and when they began to develop a
management policy. And it worked so well that they
are now succeeding (Professional 6, 2013)

Carvalho-Freitas®* conducted a research study
where he concludes that managers, who co-exist
with disabled persons at the workplace, begin to
recognize their potential and are able to deal with
their differences with greater ease, which facili-

tates inclusion. Thus, it is only by coexisting with
disabled persons that it is possible to break down
the image that has been created around them that
they are incapable and unproductive.

Accessibility and adapting the workplace

In addition to raising awareness among em-
ployees, a company should also make adapta-
tions to the workplace.

It’s true, people have said that there have been
several occasions when they lost an opportunity to
enter the job market, or moved to another company
because their working environment was not recep-
tive and did not offer them adequate working con-
ditions (Association 2, 2013).

Failure to adapt the workplace will only make
it more difficult for someone to develop their abili-
ties. (Professional 5, 2013)

Having a disability restricts the development
of certain abilities, which creates disadvantages
for those wanting to enter the workplace, since
this is generally a highly competitive area, which
demands higher levels of education, seeks great-
er productivity gains and is not well adjusted to
the needs of disabled persons. When adaptations
are not made, these individuals cannot attain
self-sufficiency, independence or show their po-
tential and capacities. Thus, they are unable to
work more productively or enjoy the same op-
portunities as their colleagues®***?>*>%

In fact, one of the few companies decided to
implement every one of the adaptations required
for a working environment. They were surprised
to see how this really developed this sector of the
labor force. Then, after a while, they decide to do
something really unusual, which was to hire more
people than the quota demanded. So, they made
an investment and are now harvesting the fruits.
(Professional 4, 2013)

By guaranteeing full access within a working
environment, the employer removed all physi-
cal, attitudinal, information, communication or
locomotion barriers, which prevented disabled
persons from seeking, obtaining and maintain-
ing a job’. When these people felt welcomed, and
were working in a pleasant and functional envi-
ronment, they remained in the company. Howev-
er, many companies are reluctant to implement
adaptations, thinking this will be very expensive,
which is refuted by the World Report on Disabil-
ity”’, which affirms that many of these adapta-
tions are simple and cost nothing, or very little.

The Ethos Institute”” estimates that extra con-
struction costs, according to accessibility param-
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eters, will be less than 5%, and reiterates the idea
that these adaptations also benefit other individ-
uals, such as: people who are obese, have heart
problems, pregnant women and the elderly. It
should also be emphasized that disabled persons
are also clients of these companies, so these acces-
sibility adaptations will also benefit consumers.

The study by Simonelli and Camarotto®
suggests that companies should carry out an as-
sessment of the work area and of the adaptations
needed to ensure that people can perform their
work properly. This will enhance the capacities
of disabled persons and the company will there-
by show its support for these people in the most
effective way, which will, in turn, guarantee that
they remain in the job.

The professionals also stress that adaptations
should not only be made within a working envi-
ronment. Disabled persons need to have urban
access so that they can reach their place of work.
This shows how important it is to ensure that
urban areas are more secure and user-friendly
for disabled persons and highlights the respon-
sibilities of government agencies in guaranteeing
accessibility to public transport and urban high-
ways.

For these people, just leaving home involves the
bus they need to catch, the driver who may show
little patience with them, so they are blamed if they
arrive late as people think they have to arrive on
time. So, the conditions offered by the city do not
make life easy for them. (Professional 2, 2013)

Therefore, it is clear that accessibility is a de-
cisive factor to ensure a satisfactory process of
inclusion. Without the adaptations that guar-
antee accessibility, these individuals are unable
to relate to other workers and do not feel they
are accepted and respected within their limita-
tions?®#77%*35% That being said, it is argued that
prejudice is related to a lack of information and
a failure to understand differences. Without a
proper understanding of the possibilities, capac-
ities and real limitations of these people, they are
seen as being incapable because they do not ap-
pear to fit into society.

In this context, it is vital that corporate lead-
ers are firmly committed to stamping out any
signs of prejudice, by using their influence at all
levels of management, overseeing the adaptation
procedures and, principally, by showing and de-
manding respect for these new employees. These
are the sort of attitudes that, coming from the
upper echelons, express a company’s determina-
tion to practice full inclusion?.

Final Considerations

There are many steps that can be taken towards
ensuring effective inclusion. Initially, a partner-
ship relationship should be established between
companies, governments and society. The gov-
ernment’s role is to provide information relat-
ed to disabilities, the potential that these people
have, how to make changes in the workplace, as
well as implementing inclusive educational poli-
cies and urban policies that promote accessibility.
With respect to companies, it is hoped that they
adapt their systems of organization, procedures
and working environments, so that disabled per-
sons can be integrated in a way that is effective,
respectful and safe. This relationship between
government, companies and society is still not
harmonized in a way that facilitates inclusion in
the workplace.

One can say that as long as companies are
unwilling to change their management systems,
contracting disabled persons will continue to be
seen as something that is being forcibly imposed,
which only hampers the inclusion process. On
the other hand, when companies willingly accept
inclusion, they will find it is not that difficult and
disabled persons will feel welcome and respected.

According to the United Nations Organi-
zation?, good practices that help this process of
inclusion include drafting documents that regu-
late the creation of “disability-friendly” environ-
ments, without barriers, and developing accessi-
bility guidelines for employers.

Awareness campaigns, such as product ad-
vertising where disabled persons are the protago-
nists and which demonstrate their capacities, can
be useful in combating prejudice. The media has
an import role to play in breaking down myths
and stigmas and in creating new concepts, and
should be used to promote a wider view of so-
ciety.

The involvement of families in this process
is essential, and this can be done in partnership
with the associations that function as a place that
is welcoming, secure and a strong point of refer-
ence for family members. The process of inclu-
sion in the workplace will be made much easier
when governments, companies and associations
supporting disabled persons establish a close
partner relationship.

The creation of a Support Fund for the Em-
ployability of Disabled persons could enhance
the inclusion process. This Support Fund would
receive sums raised from the fines imposed on



companies that disobey Law No. 8213/91. Once
priorities have been analyzed, these sums could
be used for activities, such as: capacity-training
courses for disabled persons, preparing adequate
working environments and campaigns to elimi-
nate prejudice and social discrimination.
Support for lines of research related to in-
clusion and disabilities is also an important step,
since it helps to promote a better understanding

Collaborations

AM Silveira and P Neves-Silva were involved in
the article’s concept and outline; PG Neves-Silva
and Fabiana Prais analyzed and interpreted data
and drafted this article; AM Silveira made a crit-
ical review of the text. All the authors approved
this final version for publication.

of social relationships and the main paths to fol-
low to guarantee the development of a more in-
clusive society.

By guaranteeing disabled persons an accessi-
ble, welcoming and safe working environment,
Brazil will also promote the health of this section
of the population, since living and working con-
ditions determine the state of health of individu-
als and of the population as a whole.
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