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1. Introduction

Many countries throughout the world have, in recgzdrs, adopted laws and policies
aiming to promote the rights of people with disitiles and to ensure their full and equal
participation in society. This has often been ispanse to the ILO Convention No. 159
concerning Vocational Rehabilitation and Employment Disabled Persons (1983).
Policy on employment opportunities for people wdisabilities is frequently supported
by legislation and implementation strategies asrdfs tools to promote integration and
social inclusion.

Some countries in Africa have made progress imdhtcing disability-related legislation,
but many of these laws have not yet been implerderite other African countries,
existing national laws need to be reviewed in order achieve equalization of
opportunities for persons with disabilities. Impiray legislation and implementation
strategies has been identified as one of the nssines to be tackled in the African
Decade of Disabled Persons 1999-2009.

The effectiveness of laws in improving employmeppartunities for disabled persons —
whether they are vocational rehabilitation lawsptqulegislation or anti-discrimination

legislation — is central, not only in terms of theonomic rights of disabled people, but
also their broader social and political rights, ethiare closely linked to economic
empowerment.

This country study for South Africa is part of tHeO programme component
‘Employment of People with Disabilities — the Impaictegislation The first phase of
the programme (2001-2004) aimed at enhancing tpacity of national governments in
selected countries of East Africa and As@implement effective legislation concerning
the employment of people with disabilities. A knedfje base on laws and policies
regarding people with disabilities was built and’'echnical Consultation was held in
Addis Ababa on 20-22 May 2002. Technical assistaver® provided to selected national
governments in implementing necessary improvemétase 2 of the programme (2004-
2007) is extending coverage to several additiormalntries (Malawi, South Africa,
Swaziland, Zambia in Africa and Viet Nam in Asiayjth a broadened focus on
provisions for vocational training and skills deyginent. Support to countries that are in
the process of improving their legislation will ¢mue.

This country study outlines the main provisiongtaf laws and policies in place in South
Africa concerning the employment and training obple with disabilities. An initial
review of the implementation of the legislationaiso provided. A concluding comment
underlines the progress made in the country anttpto areas that have been identified,
by key stakeholders or in the literature, as indnefefurther improvement. It may be read
in conjunction with the regional overview for tH@onsultationEmployment of People
with Disabilities - The Impact of Legislation (Easfrica), Technical Consultation
Report, Addis Ababa, 20-22 May 20020 2002.

! East Africa: Ethiopia, Kenya, Mauritius, Sudan,d8o, Uganda and United Republic of Tanzania; and Asd the
Pacific: Australia, Cambodia, China, Fiji, Japamdi&, Mongolia, Sri Lanka and Thailand.
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2.

Context

The Republic of South Africa is a country locatddtlae southern tip of Africa; it is
bordered by Botswana, Lesotho, Mozambique, Nam@iagziland and Zimbabwe. It has
a population of 44,819,778 (2001), of which 57 genmt lives in urban areas. For decades,
South Africa practiced racial segregation, follow®dapartheid. The 1990s brought an
end to apartheid. In 1994, the first democratictades were held in South Africa. The
African National Congress (ANC) gained the overwtiag majority and Nelson
Mandela became the first Black African Presidenfofith Africa. South Africa is today
a member of the Southern African Development ConitpSADC) 2

South Africa is classified as a country with a noadilevel of human development and is
ranked 119 out of 177 countries on UNDP’s Humandbgyment Index (HDI) according
to the UNDP Human Development Report of 286y indicators measured to calculate
the HDI are the following:

» Life expectancy at birth was 51.9 years for womed 46 for men;

» Gross enrolment ratio (combined for primary, seeoypénd tertiary education) was
78 per cent among boys and 77 per cent among girls;

» Per capita GDP was US$10,070 in 2002; and

» The adult literacy rate was 86 per cent, with ghgly higher rate recorded for men
(86.7 per cent) than women (85.3 per cent).

Income poverty in South Africa is much lower tham dther sub-Saharan African
countries. Seven per cent of the population livegen $1 per day while 23 per cent live
under $2 per da¥yThe official unemployment rate was 30.5 per cer002, with higher
figures for women (34.7 per cent) and extreme difiees for different racial groups: as
high as 50 per cent for Africans and as low as 6geat for White peopl2 Official
labour market participation rates were 63 per éantmen and 50.7 per cent for women.
According to the National Human Development Repadcess to jobs and level of
income vary significantly with race, gender, age] disability factors.

South Africa is the country with the highest numbg&people living with HIV/AIDS in
the world, 5.3 million, of which 2.9 million are ween! About 96 per cent of the people
infected with HIV/AIDS are of working age (15-65ars old) and it is estimated that 20

2 SADC is aregional organization regrouping 12 Southern African coiestthat was originally
created to reduce their dependency towards apdrtB8euth Africa and that now promotes
economic and social development.

¥ UNDP, Human Development Report 2Q0&ashington, 2004. GDP is measured in purchasing-
power parity (PPP) US dollars.

* UNDP, Human Development Report 2004NDP uses purchasing-power parity (PPP) USD to
calculate income poverty.

® Data disaggregated by race corresponds to thendepadefinition of employment and not the
official one, in which the global unemployment rage41.6 per cent. See UNDBputh Africa
Human Development Repp2003, p.145.

® UNDP, South Africa Human Development Rep@f03, p.20.

"UNAIDS and WHO AIDS Epidemic Update December 20Gneva, 2004, p.23.
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per cent of the labour force is infecfeBy causing the illness and death of workers, the
HIV/AIDS epidemic reduces the stock of skills andperience of the labour force,
increasing the economic burden of the global pamracf men and women in the labour
force, and the social burden of care and suppoifamilies’ Moreover, the monthly
income of AIDS-affected households — most of thémaaly poor — fell by 66 per cent
to 80 per cent due to coping with AIDS-relatedals'°

2.1  Population of people with disabilities

2,255,982 persons (5 per cent of the populatioaladed they had a disability in the 2001
census. The question asked wa&mwes the person have any serious disability that
prevents his/her full participation in lifactivities? None 0; Sight 1; Hearing 2;
Communication 3; Physical 4; Intellectual 5; Emaitid 6.”.** Table 1 shows prevalence
by race and gender; and we can see that prevaiemigher among Africans than other
groups. Using the WHO estimates of 7 to 10 per,dbetpopulation of disabled persons
would be between 3.1 and 4.5 million.

Table 1. Prevalence of disability, by race and gender (2001)

Population  No. per cent

group Male Female Total Male Female Total
African 879 680 974696 1854376 5.2 5.3 5.2
Coloured 88 583 80 095 168 678 4.6 3.9 4.2
Indian/Asian 21 550 19 685 41 235 4.0 3.5 3.7
White 92 230 99 463 191 693 4.4 4.5 4.5
Total 1082043 1173939 2255982 5.1 5.0 5.0

Source: Statistics South Africa (2005)

It is estimated that people with disabilities resanat one per cent of the total workfofée.
18.6 per cent of disabled persons censed in 2@9ina@mployment, a proportion much
lower than the 35 per cent for the total populatida seen in Table 2, the situation is
much worse for women with disabilities than for meith disabilities, as it is much
worse for non-disabled women than for non-disabted.

Table 2. Employment of disabled and non-disabled peoplein South Africa (2001)

Male Female Total
Disabled 22.0 15.2 18.6
Non-disabled 42.5 27.0 34.6
Total 41.3 26.8 33.7

Source: Statistics South Africa (2005)

8 UNDP, South Africa Human Development Reppri.48.
° ILO, HIV/AIDS and Work: Global estimates, impact ancresse Geneva, 2004, p. XI.
19 UNAIDS, 2004 Global Report on the AllEpidemic, Geneva, 2004, p.45.

1 According to the Population Census 2001. SeesfittiSouth AfricaPrevalence of Disability
in South AfricaPretoria, 2005.

12 Commission for Employment Equity, Annual Repor®2@003, p. viii.



Table 3. People with disabilities aged 20 or older with no schooling (2001)

Population group Male Female Total
African 35.3 41.8 38.8
Coloured 19.1 21.5 20.3
Indian/Asian 10.0 22.5 16.0
White 6.3 7.0 6.7
Total 30.5 36.7 33.8

Source: Statistics South Africa (2005)

Many people with disabilities live in areas whehe infrastructure for the provision of
basic services is the weakest. Hence, 78 per ¢alisabled persons have access to piped
water (compared to 85 per cent for non-disablea,&2 per cent to electricity (compared
to 70 per cent for the general population). Peoygté disabilities have less access to
education than non-disabled persons. Table 3 shbesproportion of people with
disabilities with no schooling at all. Once agahe situation is much worse for women
and Africans with disabilities. One disabled persanhof three did not go to school, more
than double the proportion in the total populaiid per cent).

Several initiatives have been undertaken by theeBowent since 1994 in an attempt to
redress the problem of unemployment of persons wdikabilities in a more
comprehensive manner. Legislation was enacted¢cypdocuments were issued and a
code of good practice was developed. These areildeddn the following sections.






3. Legislative framework

Since the end of apartheid in 1994, South Africa adopted several new laws dealing
with disability issues. Anti-discrimination provisis can be found in the Constitution of
the Republic of South Africa 1996 and in laws i thelds of employment (Labour
Relations Act, 1995 and the Employment Equity AQ98) and education (the South
African Schools Act, 1996 and the Higher Educatfmt, 1997). Comprehensive anti-
discrimination legislation was enacted with therRotion of Equality and Prevention of
Unfair Discrimination Act, 2000. Other legislatiaaddresses the issues of accessible
buildings and disability grants.

3.1 Constitution of the Republic of South Africa, 1996

The Constitution of 1996 states tHateryone is equal before the law and has the right
to equal protection and benefit of the lawr'he Constitution contains a Bill of Rights
(Chapter 2) that guarantees fundamental rightdl totezens, including the right to fair
labour practices and the right to form and joimaalé union, the right to basic and further
education, “the right to have access to health sargices”, the right “not to be deprived
of freedom arbitrarily or without just cause”, fdeen of expression and association, and
the right to vote. This is qualified by a provisionSection 47 on eligibility for elections,
which reads: évery citizen who is qualified to vote for the Na#l Assembly is eligible
to be a member of the Assembly, except...(d) anyamared to be of unsound mind by a
court of the Republic!..

An anti-discrimination clause is included in Sent® on equality. It explicitly prohibits
any form of unfair discrimination. Discriminationaged on disability is specifically
mentioned: (3) The state may not unfairly discriminate dirgctr indirectly against
anyone on one or more grounds, including racedge, sex, pregnancy, marital status,
ethnic or social origin, colour, sexual orientatioage, disability, religion, conscience,
belief, culture, language and birth. (4) No pergoay unfairly discriminate directly or
indirectly against anyone on one or more grounds témms of fthe preceding
subsection.”The Constitution requires the enactment of natitegislation to prevent or
prohibit unfair discrimination. Thd>romotion of Equality and Prevention of Unfair
Discrimination Act, 200@see Section 3.2) gives effect to this provision.

The Constitution also provides for the Pan Southcah Language Board “to promote
and create conditions for the development and @isega language” (Section 6). This
provisions should help foster language equity, etengh it stops short of recognizing it
as an official language.

3.2 Promoation of Equality and Prevention of Unfair Discrimination Act, 2000

The Promotion of Equality and Prevention of Unfaiscrimination Act, 2000 prohibits
unfair discrimination on the grounds of disabiligfnongst other grounds, and aims at
‘providing for measures to facilitate the eradicatiof unfair discrimination, hate speech
and harassment, particularly on the grounds of ragender and disability The Act
applies to all and under all circumstances, exdept matters falling under the
Employment Equity Act, described in next sectioadi®n 5)*°

13 Section 5 explicitly says that in cases of conftlietween the Act and any other law, except for
the Constitution, provisions of this Act prevail.
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3.3

According to the Act, no person may unfairly digtiriate against someone on the
grounds of disability, including:

» ‘denying or removing from any person who has alllgg, any supporting or
enabling facility necessary for their functionimggociety’;

» ‘contravening the code of practice or regulatiorigtee South African Bureau of
Standards that govern environmental accessibi(gge Section 3.6);

» ‘failing to eliminate obstacles that unfairly linir restrict persons with disabilities
from enjoying equal opportunities or failing to &akteps to reasonably accommodate
the needs of such persons’.

The burden of proof is placed on the person allégdthve committed a discriminatory
act, thereby eliminating one of the greatest olesain fighting discrimination — having
to prove one has been subject to discriminationichiviis often difficult — sometimes
impossible’ The Act also states that affirmative action measwwimed at improving the
situation of disadvantaged groups are not congiderée unfair discrimination.

The State and institutions performing public fuoct“have a duty and responsibility to
promote equality in respect of race, gender andlalgy” and“must audit laws, policies
and practices... enact appropriate laws, develop @sgive policies and initiate codes
of practice/and/ adopt viable action plansivith the view to eliminate discrimination on
the grounds of race, gender and disability. The r&quires all Ministers to implement
measures “within available resources” to elimirfatey forms of unfair discrimination or
the perpetuation of inequality in any law, poliayppactice for which those Ministers are
responsible” and to prepare and implement equaliéyns in that sense. Those plans
“must include a time frame for implementation” amdist be submitted to the South
African Human Rights Commission (described belovéecttion 4.2.8) within two years
after the commencement of the Act. The Human Riglagmmission may request any
State entity or persaditto supply information on any measures relatinghie achievement
of equality including, where appropriate, on legibte and executive action and
compliance with legislation, codes of practice @ndgrammes?”

The Act (Section 21) empowers equality courts tdahbly, issue orders to ‘make specific
opportunities and privileges unfairly denied in tlo#rcumstances, available to the
complainant in questioripr the implementation of special measures to askithe unfair
discrimination, hate speech or harassment in qoastidirecting the reasonable
accommodation of a group or class of persons byrélspondent’ An equality court is
any court of law where a magistrate has been datsdnby the Minister of Justice as
presiding officer “by reason of his or her trainimxperience, expertise and suitability in
the field of equality and human rights” (Sectiofisahd 31).

Labour Laws

The Employment Equity Act, 1998 (EEA) seeks to promote equal opportunity and fair
treatment in employment through the elimination wffair discrimination; and to
implement affirmative action measures to address disadvantages in employment
encountered by designated groups. The Act defihesdesignated groups as black
people, women and persons with disabilities. lirsef disabled persons gsbple who
have a long-term or recurring physical or mentapmirment which substantially limits
their prospects of entry into, or advancement mpyment’

14 On this matter, see ILOAchieving Equal Employment Opportunities for Peoplith
Disabilities through LegislationGeneva, 2004, p.33.



The Act prohibits unfair discrimination in the wetkce: No person may unfairly
discriminate, directly or indirectly, against an ployee, in any employment policy or
practice, on one or more grounds, including racender, sex, pregnancy, marital status,
family responsibility, ethnic or social origin, @alr, sexual orientation, age, disability,
religion, conscience, belief, political opinion lture, languageand birth’. Under the Act,
harassment of an employee is viewed as a form &dirudiscrimination. The anti-
discrimination clause applies to job applicant$ assmuch as to existing employees. The
Act places the burden of proof upon the employetdby eliminating one of the greatest
obstacles in fighting discrimination — having toope one has been subject to
discrimination, which is often difficult — sometisienpossiblé>

In order to achieve employment equity, certain eygis, referred to as “designated
employers”, must implement affirmative action meaasufor people from amongst the
designated groups. Designated employers are pebijgloyers and private employers
identified under the Employment Equity Act on thaesis of the number of employees
employed (50 or more) or based on turnover threshdl they have less than 50
employees® These affirmative action measures include meagares

* ‘identify and eliminate employment barriers, inchglunfair discrimination;

» create diversity in the workplace based on equaghitly and respect of all people;
and

* make ‘reasonable accommodation’ for people fronigieged groups in order to
ensure that they enjoy equal opportunities andeayaitably represented in the
workforce of a designated employer

* implement appropriate training measures, includmegasures... for skills
development’

In addition, the Employment Equity Act states thiie measures can be designed to
ensure the equitable representation of suitablylii@d people from designated groups
in all occupational categories and levels, and trening and development of people
from designated groups. They can include prefesémteatment and numerical goals,
but cannot include quotadDesignated employers must also create an emmayequity
plan.

The Act also establishes (Chapter 1V) the Commisdmr Employment Equity. The
Commission advises the Minister of Labour on eqisispes, including the development
of codes of good practice and the implementatiothefAct. It must submit an annual
report to the Minister. It “may call for written peesentations by members of the public”
and hold public hearings (Section 32) The Commmssiomprises 9 members, including
two from organized labour and two from organizedibess.

A Code of Good Practice on the Employment of People with Disabilities, arising out
of the Employment Equity Act, 1998, was officialgunched in 2002. The Code is non-
binding and provides guidelines to employers andleyees on promoting equal
opportunities and treatment for people with digaed. The Code covers the definition of
disability; reasonable accommodation for peoplehwiisabilities; avoiding unfair
discrimination and achieving employment equity dgrithe employment cycle from
recruitment to termination as well as employmenhdiés and employment equity
planning.

15 On this matter, see ILOAchieving Equal Employment Opportunities for Peoplith
Disabilities through LegislationGeneva, 2004, p.33.

% Those thresholds are defined in Schedule 4 oAtliend vary by economic sector.



The Labour Relations Act, 1995 addresses the issue of dismissal of employees and
states that every employee has the right not tanlfeirly dismissed or subjected to unfair
labour practice. In Chapter 8, discrimination oe tirounds of disability is included in
the definition of unfair labour practice. Accordit@the Act, a dismissal is automatically
unfair, if the reason for the dismissal ikdt the employer unfairly discriminated against
an employee, directly or indirectly, on any arbiyraground, including, but not limited to
race, gender, sex, ethnic or social origin, colosexual orientation, age, disability,
religion...” Despite the preceding clause, however, a dismisszonsidered fair if itis
based on an inherent requirement of a particuld”jobut the burden of proof is placed
on the employer. If a dismissal is declared unfgia Labour Court or an arbitrator, the
latter may order the reinstatement of the emplayea compensation to be paid to that
employee.

Schedule 8 of the Act containsGode of Good Conduct on Dismissals that contains
guidelines on dismissals of people who are injuiédy acquire a disability. According
to the Code, employers should try to find alter@employment for the person or adapt
the duties or work environment to make it suitafile the person who acquired a
disability, before considering dismissal.

The Code of Good Conduct may be used by an amnitaatLabour Court when looking
at an allegation of unfair dismissal. Section 188 ¢f the Act says thatany person
considering whether or not the reason for dismissa fair reason or whether or not the
dismissal was effected in accordance with a fawmcedure must take into account any
relevant code of good practice issued in termshisf Act”, with a footnote referring to
the Code of Good Conduct contained in Schedule 8.

The Public Service Act, 1994 regulates the South African public service, inclgdthe
conditions of employment, terms of office, disangj retirement and discharge of
members of the public service. Section 10 and 1lth®fAct discuss appointments to all
departments of the Public Service. In filling vacias,“the evaluation of persons shall
be based on training, skills, competence, knowledgd the need to redress the
imbalances of the past to achieve a public serbicedly representative of the South
African people, including representation accorditg race, gender and disability.”
However, no one can be appointed unt@sso far as his or her condition of health is
concerned, complies with such requirements as ragyrdscribed.”

The Compensation for Occupational Injuries and Diseases Act, 1993 provides for
medical cover and compensation of occupationalrigguor diseases in the workplace.
The Act ensures that a worker is entitled to clémloss of wages while temporarily
disabled"’ medical expenses related to the occupational yinjor disease, and
compensation for any permanent disablement asuét odsnjury or diseases. In the case
of permanent disablement, the Compensation Conmmnissiallocates a lump sum or a
pension, calculated according to the degree of geemt disablement.

34  SKillstraining

The purposes of thekills Development Act, 1998 are: to develop the skills of the labour
force in order to improve their productivity, presps for employment and quality of life
as well as to promote self-employment; to increasestment in education and training;
to improve training and employment prospects ofiggowho were disadvantaged due to
discrimination; and to encourage employers to mevwraining to their employees.

n this case, the employee would receive 75 pet okhis wage at the time of the accident for
the period he/she is temporarily disabled.
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3.6

3.7

The Act establishes the National Skills Authorit]NSA) and provides for the
establishment of Sector Education and Training Axities (SETAS), described below in
Section 4.2.2. The NSA has to advise the MinisfeLabour on the elaboration of a
National Skills Development Strategy that will edafite measures to achieve the
objectives of the legislation (see Section 4.1T8g Act also establishes a National Skills
Fund that shall be used for projects identifiechasonal priorities in the National Skills
Development Strategy. The Fund is administeredheyDepartment of Labour and not
more than two per cent of the levies collectedsmme for administering the fund.

The SKkills Development Levies Act, 1999 requires all private employers to pay each
month a levy of an amount equivalent to one pet oéthe employer’'s monthly payroll.
For employers falling within a SETA (see Sectio.2.for the list of SETAS), 80 per
cent of the levy goes to the SETA while the remmagr20 per cent goes to the National
Skills Fund. For employers not falling under thegdiction of a SETA, the full amount
goes into the National Skills Fund. For the finahgiear 2000-2001, 180 million Rand
were collected in levie¥.

Education L aws

The Higher Education Act, 1997 states that admission policies in higher education
institutions “must provide for the redress of pastqualities and may not unfairly
discriminate in any way”, although it does not defivhat the “past inequalities” dre.
The Act establishes the Council for Higher Educatiwhose membership must be, as
much as possible, representative in terms of gaager and disability.

The South African Schools Act, 1996 requires regular public schools to provide,
wherever reasonably possible, education and “ratesapport services” for learners with
special educational needs. Public schools are nexjldy law to admit all learners and
provide the necessary educational requirementsoutttliscrimination. School facilities
must also be made physically accessible to peojtte disabilities. The Act grants sign
language with the status of an official languagth#public education system.

Building Regulations

The National Building Regulations (1988¥° include provisions such as ramps,
accessible toilets, wheelchair accommodations iitatiums and access to buildings
from parking areas. They apply to all new buildiags! buildings undergoing alterations,
except for residential buildings not equipped willits. The Regulations are

complemented with the non-binding Code of PracBédS 0400 of the South African

Bureau of Standards that sets guidelines for tipécgtion of the regulations.

Social security laws

The Social Assistance Act, 2004 provides for disability grants to people with digiy
over the age of 18 who afenfit to obtain by virtue of any service, employrher

18 Department of Labour, National Skills Fund AnnBaiport 2000-2001.

¥ These are better defined in the Education WhiteeP& (described in Section 4.1.4). People
with disabilities, along with women and black stotfecomprise the people victims of existing
inequalities. In other pieces of legislation, “indozces of the past” refer to discrimination based
on the grounds of race, gender and disability.

20 Government Gazette No. 11333, Notice No R. 108I0cfune 1988.
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profession the means needed to enable him or hanotade for his or her maintenance”

It also provides care-dependency grants to paretseverely mentally or physically
disabled children and grants-in-aid to people wdguire attendant care. These grants are
distributed by the department of Social Developnfseé Section 4.2.3).

3.8 International commitments

South Africa has ratified all eight ILO Fundamen@bnventions: the Forced Labour
Convention, 1930 (No. 29); the Freedom of Assamiatind Protection of the Right to
Organise Convention, 1948 (No. 87); the Right tgadise and Collective Bargaining
Convention, 1949 (No. 98); the Equal Remuneratiamv@ntion, 1951 (No. 100); the
Abolition of Forced Labour Convention, 1957 (No. 5)0 the Discrimination
(Employment and Occupation) Convention, 1958 (Nd1)1 the Minimum Age
Convention, 1973 (No. 138); and the Worst Form<hild Labour Convention, 1999
(No. 182). It has not yet ratified the VocationaHabilitation and Employment (Disabled
Persons) Convention, 1983 (No 159). In a repothéolLO in 1998, the Government of
South Africa mentioned that budgetary constraints lack of personnel made it difficult
to undertake actions in the areas provided for tgv@ntion 159!

2L |LO, General survey on the Vocational Rehabilitation d@aiployment (Disabled Persons)
Convention (No. 159) and Recommendation (No. 11683 Report submitted to the International
Labour Conference, Geneva, 1998.
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4.

4.1

Implementation

Policy

In South Africa, official policy statements are read the form of White Papers. White
Papers on an Integrated National Disability StnatéP97), Affirmative Action in the
Public Service (1998), Social Welfare (1997) Spadeeds Education (2001) and Higher
Education (1997have been formulated and adopted by the Governamahtthey all
contain provisions for people with disabilities.Mational Skills Development Strategy
2001-2005 was also elaborated to achieve the dlgsctet out in the Skills Development
Act described above (Section 3.4) and has just beglaced by a new strategy for the
period 2005-2010.

4.1.1 White Paper on Integrated National Disability Strategy, 1997

This disability policy was drawn up in consultatiaith organizations of and for people
with disabilities. The Office on the Status of &bh¢ed Persons (OSPD), the main
governmental body dealing with disability issuese(sSection 4.2.1), coordinated the
drafting of the strategy and is responsible for itmsing its implementation.

The Strategy recognizes that “disabled people shenjoy equal access to fundamental
rights” and that DPOs must be involved in decigioaking processes. The objectives of
the Integrated National Disability Strategy are:

* To facilitate the integration of disabilities issuato government developmental
strategies, planning and programmes;

* To develop an integrated management system farabedination of disability
planning, implementation and monitoring in the vas line functions at all spheres of
government;

* To develop capacity building strategies that wilhance Government’s ability at all
levels to implement recommendations containedertthite Paper;

* Toimplement a programme of public education andraness-raising aimed at
changing fundamental prejudices in South Africa.

The White Paper contains policy guidelines conegrnprevention; public education and
awareness raising; health care; rehabilitation; ridrar free access; transport;
communications; data, information and research;cation; employment; human
resources development; social welfare and commuaéyelopment; social security;
housing; sport and recreation.

As regards employment, the White Paper aims atowang the unemployment gap
between non-disabled and disabled job-seekerstimgezonditions to broaden the range
of employment options for disabled people so gwéwide them with real possibilities of
occupational choice; and facilitating the vocatidngegration of people with disabilities,
whatever the origin, nature or degree of the digesi. The White Paper acknowledges
the potential of micro, small and medium sized gmise (MSME) development for
income generation for people with disabilities amentions that special induction
training needs to be arranged for personnel workmg@ersonnel/recruitment units of
departments or agencies to ensure that they uaddrghe options available in the
placement and promotion of disabled job seekers wadkers. It declares that
“employment opportunities within a sheltered enmim@ent should be available to people
who, because of their disability, are unable toanbtor keep an ordinary joband
recommends that sheltered workshops be subsidizedrding to their working
conditions and performance in terms of placing woskinto open employment. It adds
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that sheltered employmetghould always aim to prepare workers for work letopen
labour market” and that working conditions shouldays be fair.

The policy advocates the inclusion of people widadilities into mainstream vocational
training and recommends th&he Department of Labour, in consultation with the
Department of Foreign Affairs, the Office on that& of Disabled Persons, Office of the
Deputy President, the South African Federal CounpailDisability (SAFCD), National
Economic Development Labour Council (NEDLAC), thaidhal Training Board and
other stakeholders, facilitate the urgent ratificat of ILO Conventions Nos. 142 and
159, including the development of a national pragnae of action for vocational
guidance, training and rehabilitation of people lwidisabilities.”

Thelntegrated National Strategy on Disabiligyates that CBRshould form the basis of
the national rehabilitation strategy”.

4.1.2 White Paper on Affirmative Action in the Public Service, 1998

The White Paper was developed in parallel withEhgloyment Equity Act, following
consultations with key stakeholders, including Wiy organizations and organized
labour. It aims to address the issue of inequalitthe public service for Black people,
women and people with disabilities. It sets a taad& per cent of the public service jobs
to be occupied by people with disabilities by 2@6dmpared to a level of 0.02 per cent
in 1997) and a long-term goal of 5 per cent.

The policy provides for the development of affirimataction programmes that include
time-bound objectives and that clearly state tispaasibility of each “key player” (such
as line managers, human resources units) in adgigkiem. It mandates all departments
to keep statistics disaggregated by race, genddr disability, notably on type of
employment, hiring and promotion of employees, ahdls training for employees.
Departments must also undertake a review of thainagement practices to see whether
any are conducive to or counteract affirmativeaacti

4.1.3 Education White Paper 6 on Special Needs Education: Building an Inclusive
Education and Training System, 2001

This White Paper was elaborated following the pation in 1997 of the report of
National Commission on Special Education and Trgirand National Committee on
Education Support, drawing on the conclusions aesdmmendations of the report.

The White Paper identifies inclusive education #&aghing as the official policy to be

pursued by South Africa. 500 primary schools wilhdpally be converted into full-

service schools, “that will be equipped and supgubtb provide for the full range of

learning needs among all our learners”. Learnerth \ow support needs will be

accommodated in ordinary schools, learners witharateé support needs in full-services
schools, while learners with high-intensive suppatds will remain in special schools.
District-based support teams will also be estabtisio support neighbouring schools.

4.1.4 Education White Paper 3. A Programmefor the Transformation of Higher
Education, 1997

This policy document outlines South Africa’s visiohthe modernization of its higher
education system It stresses the need for an ‘dsek and broadened participation”, an
“increased access for black, women, disabled artdrenatudents”, the eradication of all
forms of unfair discrimination and the generatidrireew curricula and flexible models
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of learning and teaching, including models of detjy to accommodate a larger and more
diverse student population.”

4.1.5 White Paper for Social Welfare, 1997

This White Paper recognizes that “disability inamfly increases the impact of poverty”
while poverty contributes to the incidence of iBseand disability. It states that
“Governmental and non-governmental organisatiort aseate equal opportunities for
people with disabilities. Appropriate programmed| Wwie developed to enhance their
independence and promote their integration into h@instream of society® On
employment, the White Paper calls for special pognes to create protected
employment for people who cannot work in the opyolr market. These programmes
would have to run parallel to other measures taterequal opportunities in the open
labour market and would include capacity-buildingmponents “to facilitate the
transition from employment in protective workshapghe open labour market for those
persons who have the potential to do oThe document also advocates inclusive
education and recognizes “the right of people wiabilities to represent themselves in
all processes and structures of decision makinglwaifect them?”.

4.1.6 National Skills Development Strategy 2001-2005 and 2005-2010

The National Skills Development Strategy 2001-20G% drafted by the Department of
Labour on the advice of the National Skills Autlyriin conformity with the Skills
Development Act (previously described in 3.4), dadhched in 2001. Its objectives, in
line with those of the Skills Development Act, daoe develop a culture of high quality
life-long learning; fosteskills development in the formal economy for prataty and
employment growth; stimulate and support skills elegment in small businesses;
promote skills development for employability andgtsinable livelihoods through social
development initiatives; assist new entrants imtpleyment. The strategy comprises
equity targets for disadvantaged groups: 85 per aketine beneficiaries should be black;
54 per cent female; and 4 per cent people withbditas.

In order to achieve these targets, social developmpeojects are funded under the
National Skills Fund. Social development projects ‘@overnment or community driven
initiatives for the delivery of basic services, guots and public infrastructure that can
also provide employment for local communitié§Ih the year 2003-2004, 1,679 people
with disabilities, out of a total of more than 1300 unemployed people, have benefited
from these social development projettddowever, available data shows that equity
targets — and in particular targets for people witabilities — are so far not being mMét.

22 3ection 28b.
2 Section 117.

2 Department of LabourlNational Skills Development Strategy Implementatiteport 2002-
2003 p.35.

% Department of LabourAnnual Report of the Department of Labour 1 Apfi02-31 March
2004 p.152.

% Department of LabourlNational Skills Development Strategy Implementatiteport 2002-
2003 Chapter 8.
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The Government has just launched a new NSDS fopéhied 2005-2018 The Strategy
is mostly an adjusted version of the 2001-2005 t&gsa and the five objectives are
slightly changed to: prioritising and communicatiergfical skills for sustainable growth,
development and equity; promoting and acceleratjoglity training for all in the
Workplace; promoting employability and sustainablieelihoods through skills
development; assisting designated groups, includiegy entrants to participate in
accredited work, integrated learning and work-bgsedgrammes to acquire critical skills
to enter the labour market and self-employment;iemmtoving the quality and relevance
of provision.

It keeps the equity targets of the preceding omk tnaccelerate their achievements, adds
as a principle that‘learners with disabilities to be provided with reanable
accommodation such as assistive devices and atwésarning and training material to
enable them to have access to and participate ilks slevelopment,” but does not
elaborate further.

4.2 Institutional framework
4.2.1 TheOfficeon the Status of Disabled Persons (OSDP)

The Office on the Status of Disabled Persons (OSi)created in 1997 in parallel with
the development of the Integrated National Disgbitrategy (White Paper, discussed
above in Section 4.1.1). It is located in the Rfesi’s Office and has Disability Desks in
all provinces, in the Premiers’ Offices. The funati of the Office is to advise
Government departments and provinces on policy |[dpaeent for disabled people,
monitor the implementation of policies, establigid anaintain a database on matters
relating to disability and conduct public educatiand awareness campaigns. It is
responsible for monitoring the implementation af #1997 Integrated National Disability
Strategy and to ensure that Departments implenfentécommendations formulated in
the White Paper.

4.2.2 TheDepartment of Labour

The Department of Labour is in charge of public Eyment services, which are
provided in labour centres. The labour centresstegiwork seekers and employment
vacancies. They assist people in finding employmentering special education and
training programmes, starting income-generatingegte and participating in special
employment programmes.

The Department of Labour assists disabled peoplactess support services, to gain
interview skills, job search skills, and time-maeamnt and communication skills. Its
approach is to emphasise the person’s abilities@mpthce work seekers with disabilities
in the open market whenever possible. The Depatt@so subsidizes the salaries of
placement officers in the employment of the Soufnican National Council for the
Blind, the Deaf Federation of South Africa and Nhtional Council for the Physically
Disabled. The Department also subsidizes 13 skelimployment facilitie®

A Skills Development Planning Unit, within the Depaent of Labour, functions to
analyse the labour market situation in order teeine skills needs in the country, to
assist in the formulation in the national skillsvelepment strategy and sector skills

%" The new Strategy begins on 1 April 2005, as tH&122005 Strategy was ending in March 2005.

2 Department of Labour, Annual Report 2004, p.82.
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plans, and to provide information on skills neaslghie Minister, the NSA, SETAs, other
state organs and training providéts.

National Skills Authority

The National Skills Authority (NSA) was establishieg the Skills Development Act of
1998, described in Section 3.4. Its functions aradvise the Minister of Labour on a
national skills development policy and strategy &émdeport on its implementation (the
Skills Development Strategy is described in Sectoh.6). The Authority may also
advise the Minister on regulations to be made diggrskills training.

The Board consists of 25 voting members and five-viting members. Of the voting

members, there are five representatives of worl@ganizations, five representatives of
employers’ organizations, a woman representingiriterests of women, a person who
represents the interests of the youth and one ld$gierson representing people with
disabilities®

Sector Education and Training Authorities (SETAS)

The Sector Education and Training Authorities (SEYAre training authorities with

jurisdiction over a particular sector of the ecoyoifihere are 25 SETAs, all established
in 2000, in the following sectors: banking; chenicaustries; clothing, textile, footwear

and leather; construction; diplomacy, intelligenekfence and trade and industry;
education, training and development practices;gndmancial and accounting services;
forest industry; food and beverage manufacturingalth and welfare; insurance;

information systems and communication technologlesal government and water;

media, advertising, publishing, printing and padkgg manufacturing, engineering and
related; mining and minerals sector; primary adtice; police, private security, legal

and correctional services; public service sectnyises; secondary agriculture; transport;
tourism and hospitality; and wholesale and retail.

In setting up SETAS, the Minister had to take iatcount the organizational structure of
workers’ and employers’ organizations in closeljated sectors, as well as any
consensus that exists between the two groups an@ddliernment as to the definition of a
sector. SETA members include only representativésworkers, employers, the
Government and, if appropriate to the sector, gsiémal lobbies and bargaining councils
with jurisdiction in the sectol: These constituencies must, however, make sure thei
representation in every SETA is representativeiims of race, gender and disabifity.

SETASs are required to develop and implement a sekills plan in conformity with the
National Skills Development Strategy. Their funosoinclude the promotion of
learnershipé® notably by identifying workplaces for practical tkoexperience and

29 Skills Development Act, Section 22.

30 Skills Development Act, 1998, Section 6.

31 Skills Development Act, 1998, Sections 9 and 11.
32 Skills development Act, Section 13 (4).

3 A learnership is a contract between a learnerraming provider and an employer. The
learnership enables the learner to receive traiamtygain work experience.
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supporting the development of learning matefi@@ETAs may also create learnerships
that would include a training component and a wexgerience component. SETAs fund
skill programmes that are in accordance with teector skill development plan and the
national skills development strategy by providingrgs to firms that either enter a

learnership programme or that develop a Workpladks$lan to improve the training of
their employees.

Commission for Employment Equity

The Commission for Employment Equity is an advistmydy established in 1999
following enactment of the Employment Equity Act 1¥98. The Commission advises
the Minister on equity issues, including the depetent of codes of good practice and
the implementation of the Employment Equity Actmitist submit an annual report to the
Minister. The Commission comprises nine members|uding two from organized
labour and two from organized business.

4.2.3 Department of Social Development

Persons with severe disabilities can be accommddstsheltered workshops subsidized
by the Department of Social Developm&hin 1997, a total of 179 sheltered workshops
as well as 111 homes for persons with disabilitiese available countrywid®. The
Department of Social Development, formally callded tDepartment of Welfare, has
initiated an interdepartmental consultative processthe transformation of sheltered
workshops, aiming at a comprehensive model for gdbeio-economic integration of
people with disabilities. The objective is to trimm the sheltered workshops into viable
and self-supporting ventures in line with the pplabjectives contained in the Integrated
National Disability Strategy and the White Paper $ocial Welfare, described above in
Sections 4.1.1 and 4.1.6. The transformation pshas not yet been undertaken “due to
lack of capacity®” The Department also administers the disabilitytgiaprovided for in
the Social Assistance Act (see Section 3.7).

4.2.4 TheDepartment of Health

The Department is responsible for medical rehalbitin and prevention of disabilities.
Free hospital services for people with disabilitiesre introduced in July 2003. The
Department distributes assistive devices. More tB&000 wheelchairs and 10,000
devices were given during the five-year period iegdo 2004.

4.25 Department of Education

The Department of Education has a Directoraterfolusive Education whose purpose is
“to manage the development, evaluation and maintaf policy, programmes and

systems for learners with special learning neeiis'functions are to ” develop, evaluate
and maintain policy, programmes and systems fanard learners, learners with special
learning needs and, education auxiliary services”.

34 Skills Development Act, 1998, Section 10.
% Sheltered employment factories do not operate ruamalg legislation.

3% South Africa Yearbook 1998, as quotedhitp://www.signgenius.com/info-statistics3.shtml

37 Department of Social Development, Annual Repoft322004, p.54.
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At the beginning of 1997, the National CommissionSpecial Needs in Education and
Training (NCSNET) and National Committee for EdumatSupport Services (NCESS)
were set up by the Department of Education. Theskeb were responsible for making
policy recommendations to the Government on théusnen of learners with special
needs in education and training within a singleitale education system. Their report
was published in 1997 and their recommendations virezorporated into a policy on
special needs education contained in White Papdesgribed above in Section 4.1.3.

4.2.6 Collegesand Universities

The University of the Witwaterstand established thisabled Students’ Programme
(DSP) in 1986 to address the academic and non-awadeeeds of people with
disabilities. The services offered to persons wligabilities include: brailing; a reading
service for blind students; sign language integyeeta computer laboratory and computer
training. The University’s School of Education ofean Advanced Certificate in
Educationwith specialisations in Deaf Education and in Leasnwith Special Education
Needs, as well as a B. Ed. Diploma with the saneeiapzations. Other universities offer
Certificates and Degrees with specialization incspgeNeeds Education, as more and
more qualified teachers are needed with the countrying towards inclusive education
— the official policy pursued by the Governmentaiccordance with White Paper 6 on
Special Needs Education (see Section 4.1.3).

There are two special colleges for people withlligges in South Africa®® The Access
College is a business college that provides trgirind placement in employment for
people with disabilities in South Africa, which wimsinded in 1983, in Johannesburg. Its
task is to prepare disabled college students f@roften labour market. More than 1000
people have graduated since 1983. Seventy peiotéme graduates are employed in the
open labour markét.

Optima College is a tertiary education institute people with visual impairment. It
offers various courses, including in computer tragfprogramming, Braille reading and
life skills. The College is located in Pretoria andh by the South African National
Council for the Blind, described below in Sectiab.3.

427 South African National AIDS Council

The South African National AIDS Council is the madvisory and advocacy body for
all matters related to HIV/AIDS. It advises the @awvment on HIV/AIDS policy and
monitors the implementation of tiV/AIDS/STD Strategic Plan for South Africa 2000-
2005 There are 16 civil society representatives on @euncil, including one
representative of each of the following: peoplehwdlisabilities, women, youth, trade
unions and “business”.

3 In writing this report, information was found diose two colleges, but there might be others.

%  Fasset, Fasset assists the disabled gain access to the utabanarket

http://www.fasset.org.za/news/press_2003 12 08h.htm
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4.2.8 South African Human Rights Commission

The Commission was launched in 198@&nd comprises 10 members, appointed by the
President on recommendation of a multi-party Pendiatary committee and is
independent from all organs of the State. The Casimm promotes respect for human
rights and monitors the human rights situationha tountry. In this respect, it must
submit to the President and the Parliament qugrtegports that notably include an
“assessment on the extent to which unfair discratiim on the grounds of race, gender
and disability persists in the Republic, the effeittereof and recommendations on how
best to address the probleni$.1t has the power to investigate and report on the
observance of human rights and to “take stepsdorseappropriate redress where human
rights have been violated®. The Commission advises the Government on humdtsrig
matters.

4.3 Enforcement

The laws can be enforced through the courts outiradhe Human Rights Commission.

Voluntary organizations report incidences of viaat There have not been many cases
in which disabled people have used the legislafiigabled people can receive legal aid
from the State to pursue their case in court.

The Commission for Employment Equity is in chargemonitoring the implementation
of the EEA. In its 2002 Annual Report, it says ttiEte reporting of data on employees
with disabilities by employers is of a poor stamtdavery few employers managed to
report on flow data, such as recruitment and teation of employees with disabilities.”
However, reports from employers identify “workingveronment and facilities “(i.e.
access to buildings for people with disabilitieblution facilities for employees with
disabilities, work environment unsuitable for thmptoyment of women) as the main
barrier to employment equality. Some departmentsthiem public service advertise
vacancies within organizations of/for people witisadbilities. Some also contact the
OSDP.

44  Consultative mechanisms

The National Coordinating Committee on DisabiliyQCD) was established in 1993 to
serve as a coordinating advisory body to the Gowent on disability matters (in line
with the UN Standard Rules for the EqualizatiorOgiportunities for Disabled People).
Membership of the NCCD consisted of key governntgartments, national disability
service/welfare organizations and national DPOs.

The South African Federal Council on Disability (82D) replaced the NCCD as the
main disability advisory body for the Governmerdyimg been declared “the recognised
structure interacting with Government on disabilggues™® The SAFCD, a non-State

0 The Constitution of 1993 (Sections 115 to 118)vjated for the establishment of the SAHRC.
Following that, the Human Rights Commission Act949vas adopted but the Commission only
became into existence in 1996. Sections 181 andoi 8% Constitution of 1996 also discuss the
SAHRC.

“1 Promotion of Equality and Prevention of Unfair @isination Act 2000, No. 4 of 2000,
Section 28.

42 Constitution of 1996, Section 184.

3 Integrated National Disability Strategy, Chapter 1
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institution, brings together most national orgatiaes of and for people with disabilities,
including most of those described below in Secdds, to make a fully representative
body of the non-governmental disability sectorpribvides a consultative and advisory
role to government and a coordinating role to marobganizations.

DPOs, workers’ and employers’ organizations arer@firesented on South Africa’s
National Economic, Development and Labour CoudEDLAC). Founded in 1995, the
Council is the main social dialogue institution $buth Africa and regroups four
constituencies: Government (coordinated by the Bemt of Labour), employers,
workers and community (youth, women and people witabilities). The functions of
NEDLAC are to: “strive to promote the goals of egomnc growth, participation in
economic decision-making and social equity; seeke@mch consensus and conclude
agreements on matters pertaining to social andomsi@npolicy; consider all proposed
labour legislation relating to labour market polisgfore it is introduced in Parliament;
consider all significant changes to social and eo@ao policy before it is implemented or
introduced in Parliament; encourage and promotddhaulation of coordinated policy
on social and economic mattefé”’Disabled People South Africa (DPSA) is on the
Council, as well as the main federations of tradéns and the main employers’
organizations.

45 Associationsof /for Personswith Disabilities
45.1 Cross-disability

Disabled People South Africa (DPSA) was formed984.by disabled persons who saw
the need for a representative body to plan andemeht programmes of benefit to
disabled people. It has offices in every provinD®SA has nominated five disabled
members in the ANC National Assembly list, who wéhen elected as Members of
Parliament in the 1999 election.

DPSA operates the following programmes: Enterpri3evelopment Programme;
Membership and Policy Development Programme; D&hblNomen’'s Development
Programme; Disabled Youth South Africa and Compuigining Programme. The
Enterprise Development Programme provides finansigdport to entrepreneurs with
disabilities to support business development.

45.2 Personswith Hearing Disability

The Deaf Federation of South Africa (DEAFSA) iseiinating, umbrella organization
that promotes the interests of persons with headisgbilities on a national level.
Founded in 1929, DEAFSA currently has nine Deafvirmal Federations affiliates
throughout South Africa.

The Kwa Zulu Natal Deaf Association (KZNDA), fourddan 1932, provides specialized
services, literacy and life skills training to deafople in the province of Kwa Zulu Natal.

45.3 Personswith Visual Disability

The South African National Council for the Blindhd Natal Society for the Blind, the
National Organisation of the Blind in South AfrildOBSA); The South African Blind
Worker Organisation of South Africa (SABWQO) and €afids for the Blind provide
support and services for persons with visual diggbi

4 NEDLAC Act, 1994, Section 5.
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The South African National Council for the Blind ABCB) provides rehabilitation,
education and training services as well as assistisvices. It aims at furthering the
participation of visually impaired persons in tleeigl and economic development, and to
participate in the prevention of blindness and téstoration of sight. SANCB runs
Optima College, described earlier in Section 4.2 some special schools for blind
people.

The Natal Society for the Blind was formed in 19@%ssist blind and partially sighted

throughout the province of KwaZulu-Natal. The Socigrovides services in: formal and

informal employment including small business depelent; rehabilitation; education

and skills training; accommodation and recreatibprovides care services to more than
150 people every month.

Blind SA, formally known as South African Blind Waars Organisation (SABWO),
works on advocacy, study bursaries, loan facilitiBgille printing and consultancy,
while its primary objective is to find suitable vidior trained blind people; it also assists
workers to retain employment and to gain promotloough training. It has branches in
eight provinces.

Tape Aids for the Blind produces and provides ratioeal and educational books and
magazines on tape for blind and print-handicappexpie.

454 Personswith Mental health disability

The South African Federation for Mental Health ransadvocacy programme to develop
the concept of self-representation by people wighresee mental and/or intellectual
disabilities. Other South African associations nojects for persons with mental
disabilities, including the Down Syndrome ForunSaiuth Africa and the Avril Elizabeth
Home for the Mentally Handicapped.

455 Personswith Physical Disability

The National Council for Persons with Physical Disaes provides training,
information, social, medical, employment placemand rehabilitation services. It also
coordinates several special schools and plays aortamt role in advocating equal
opportunities for persons with physical disabiliervices are provided by 90 Regional
and Branch Offices at grassroots level.

The Quadriplegic Association of South Africa (QUASHkanages a Fund to finance
education and training for disabled people, amdhgrgorojects.
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5.

Concluding comment

South Africa is very well advanced in terms of ahfcrimination legislation, due in
great part to its apartheid past and the desioptect past inequalities. The Constitution
and the Promotion of Equality and Prevention ofdinDiscrimination Act 2000 provide
for a general anti-discrimination framework whifgesific anti-discrimination provisions
exist in labour and education legislation. Its asdgility legislation has been qualified as
“deficient”, however, by the South African HumargRis Commission and it is not fully
enforced, resulting in many inaccessible buildirthss legislation could be improvéd.
Even a lot of government buildings are reportebeédnaccessible to disabled persths.

Disability issues have been mainstreamed into séymlicy documents, notably those
concerning to skills training and social welfare ilwhdisability-specific policies and
tools, such as thé/hite Paper on Integrated National Disability Segy, 1997and the
Code of Good Practice on the Employment of Peopth Wisabilities assure that
disabled people’s specific needs are addressedmaiepolicy area where disability has
not yet been mainstreamed is in HIV/AIDS policythaligh people with disabilities are
represented in the National AIDS Council. The needpecifically target people with
disabilities in their HIV/AIDS campaigns has bedghtighted by a recent study which
has shown that people with disabilities are attlaadikely - and probably more likely -
to contract HIV than non-disabled perséhs.

Despite great progress in adopting laws and palig¢lee implementation is slow. People
with disabilities constitute about 1 per cent c# thtal workforce, well below their share
of the population, and reported figures suggedttéraninations of employment is higher
than recruitment of disabled perséfigihe figure is even lower in the public service,
where people with disabilities account for only D.ger cent of the labour force in
national departments and 0.16 per cent in proviretiministrations, well below the
target of 2 per cerif. A report submitted to the OSPD in 2000 mentionédemeral lack
of commitment by senior managers in Government rdeqgats to address disability
issues” as a major challenge to be addressedfémtietimplementatior?

A lot remains to be done in order to achieve eggalut South Africa has made
tremendous progress in the past decade and corld as a model for other African
countries.

“5 South African Human Rights Commissidigwards a barrier-free societf002

6 Research Dynamics South Africgituation Analysis of Disability Integration in Mational
Government DepartmentReport for the Office on the Status of DisabledsBns, 2000, p.94.

" Nora GraceHIV/AIDS and Disability: Capturing Hidden Voice#/orld Bank-Yale University
Global Survey on HIV/AIDS and Disability, 2004.

“8 Department of LabouGommission for Employment Equiinnual Report 2002-2003

9 Public Service CommissiofReport on Disability Equity in the South Africantifla Service
Pretoria, 2002.

0 Research Dynamics South Afric8ituation Analysis of Disability Integration in I8ational
Government DepartmentReport for the Office on the Status of Disabledsens, 2000, p.92.
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