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Abstract

Countries have issued legislation regarding diversity in workplaces and extended other efforts as well. However, People with
Disabilities still do not experience equal access to employment opportunities compared to their counterparts. This study
investigated the challenges faced by persons with disabilities in employment in Tanzania using Shanga organization as case
study. The case study research design was applied and the researchers used a qualitative approach in data collection. The
population of this study consisted of employees, persons with disabilities and stakeholders. This study used purposive sampling
in selecting sample size of 30 respondents. Primary data was collected using interviews while documentary review was used to
collect secondary data. Qualitative data was analysed by using thematic analysis. Findings designated that people with
disabilities are stigmatized, particularly if their infirmities are obvious, such as an inability to walk. Many organizations do not
provide adequate accommodations for individuals with disabilities. Findings indicated that the inclusion of persons with
disabilities in the labour force is hampered by a lack of professional training, architectural impediments, and prejudice based on
functional capacity. The study recommends that the government should ensure that the Disability Act, Employment Act and
Labour Relations Act are adequately implemented. The infrastructures should be improved and assistive working tools be
provided. The researchers also recommend that a study on the role of government bodies on enhancing work environment for

people with disabilities should be conducted.

Keywords: Employment prospects, Labour Policies, disabled persons, diversity in workplaces, Equal access to employment, Equal

Opportunity

Introduction Historically, people with disabilities were not accepted

Disabled persons refer to those persons whose in their communities. They were associated with the

prospects of securing, returning to, retaining and
advancing in suitable employment are substantially
reduced as a result of a duly recognized physical,

sensory, intellectual or mental impairment (ILO 2017).

myth of incarnation of the devil and their disability was
regarded as a sign of God's punishment for the sins
that a family had committed. It was therefore regarded

as shameful to have a disabled child within a family. As
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a result, most people with disabilities were hidden in
houses, could not access education and neither could

they have an independent life of their own.

According to UN department of economic and social
affairs (2015) over 650 Million people are estimated to
be living with disabilities of whom 500 Million are living
in developing countries and approximately 80 million
out of them come from African countries. In the most
developed countries, the official unemployment rate for
people with disabilities of working age is at least twice
of those without disabilities and in developing countries,
80% - 90% of people with disabilities are unemployed.

The situation has stimulated different movements on
mainstreaming and universal access for Persons with
Disabilities (PWD) to equally access opportunities and
participate efficiently in all aspects of life especially in
employment so that they can live a decent sustainable
life. Countries across the world have made and still are
making various effort to change the perception of
disabled people in the society. These include the
enactment of various forms of legislation, conventions,
and various strategies aiming at improving society’s
perception of them. Despite some improvement, this
negative perception is still a problem in many countries.
According to Heymann and Elvira (2014), most PWD
are still unemployed because of different challenges
faced by them at work places and societies in general.
In the United States (US) it has been estimated that
only one out of three (34%) PWD is employed
compared to 76% of PWD and the difference seem to
increase overtime (Houtenville & Ruiz 2012, Kraus;
2017 and Lauer & Houtenville 2017). With all the efforts

from different bodies and the Americans with

Disabilities Act 1990 of 1991 that promotes and
protects the rights of people with disabilities, the
employment participation of people with disabilities is
still lagging compared to people without disabilities
(WHO 2011). Moreover, the gap has been observed in
Canada where employment rate for people with
disabilities is 49% while it is significantly high for those
without disabilities i.e., 79% (Turcotte 2014).

In Europe, Employment rate for PWD is 47.3%
compared to 66.9% of people without disability
(Eurostat 2017). The statistics clearly indicate that
different parts of the world and in both developed and
developing countries great percentage of PWD are
facing challenges not only in employment but other
areas of life. Persons with disabilities are more likely
to experience adverse socioeconomic outcomes such
as less education, poorer health outcomes, lower levels
of employment, and higher poverty rates (World Bank

2021).

In Africa, Pressures exerted by PWD organizations
contributed to the proclamation of the African Decade of
Disabled Persons (2000-2009) at the OAU Assembly of
Heads of State and Government, meeting at Lomé in
July 2000 with the aim to promote awareness and
commitment to full participation, equality and
empowerment of persons with disabilities in Africa. In
Uganda, the 2004 Ugandan National Bureau of
Statistics estimates stated that 72% of people with
disabilities in Northern Uganda were living in a state of
chronic poverty and this is because they are not
accessing employment opportunities as compared to

their counterparts (people with no disabilities). The
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situation is signified by the study carried in Kasese
district by Foundation for Human Rights Initiative
(FHRI) in 2009 which highlighted that out of total of
14,728 registered adults PWDs in the district, only 633
(4%) were employed, majority of those without formal
work 6,690 (45%) were involved in income generating
activities and the remaining 7,404 (50%) were
unemployed and depended on their families for support.
Moreover, the study found that despite having
qualifications for available jobs, PWD find it extremely

difficult to access employment.

In Tanzania, the National Bureau of Statistics estimated
that in 2008, up to 3.2 Million Tanzanians (which is 7.8
% of the population at the time); aged 7 years and
above, have some form of activity limitation and up to
5.4 Million which is 13.2 % are affected by different
forms of disabilities (URT 2008). By 2012, the number
of people with disability in Tanzania was 3.6 million
people (or 8 %) out of 45 million people according to
the 2012 national census. Moreover, the Tanzania
Disability survey report (2008) indicated that “Formal
Employment levels of people in Tanzania are low, but
this figure drops by more than half for people with

disabilities”.

All human beings have equal fundamental right to
employment as it gives a person access to basic needs,
independency and financial security. Tanzania is one
among many other countries across the world that work
in improving the status of people with disabilities. This
is done through ensuring better and sustainable living
conditions by promoting the inclusion in all aspects of

development including employment. In doing so, the
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government of Tanzania established the Disabled
Person Employment Act in 1982 which directed a
reserve of two percent (2%) of vacancies in vocational
and training centres and required every registered
employer to reserve two percent (2%) of jobs for
registered persons with Disability. These terms were
improved in the Disabled Person Employment Act
2010, in which article 31 of the statute requires
employers to hire and maintain employment for people
with disabilities. In addition, the Tanzanian government
has established workforce quotas under which every
employer with a workforce of 20 or more individuals
must employ persons with disability at the least 3% of

the employee’s total workforce

Countries have issued legislation regarding diversity in
workplaces and extended other efforts as well however,
People with disabilities still do not experience equal
access to employment opportunities compared to their
counterparts. The UN disability and employment fact
sheet states that “In most developed countries the
official unemployment rate for persons with disabilities
of working age is at least twice that for those who have

no disability”.

However we have not come across a study that was
conducted in Arusha, Tanzania to find out the
challenges facing persons with disabilities in
employment. Therefore, this study was conducted to
investiagete the challeges faced by persons with
disabilies in Employment in Tanzania. Shanga
Organization was used as case study as the case in the

study.
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Literature Review

Ash & Fine (2015) noted labour policies to be one of the
obstacles to employment opportunities of disabled
people. They said that employment policies have
devoted little attention to the disadvantaged
employment status of people with disabilities. Braimah
(2019) explains that the major challenge faced by
persons with disability is transportation. In developing
countries and even in some developed countries,
transportation is not made easily accessible to persons
with disabilities. Where buses may be easily available,
there may not be provisions for people in wheelchairs,
no access ramps and other necessary facilities.
Braimah (2019) also noted that access to public
buildings were another challenge which people with
disabilites face in employment opportunities. This
makes access to high rise buildings literally impossible.
In case where persons with disabilities have to access
such buildings as a matter of necessity, they do so with

extreme difficulties

ILO (2017) noted that limited education opportunities for
people with disabilites as the major obstacle.
Employment prospects for workers with disabilities are
limited by initial barriers that they may have faced as
children and young adults in acquiring a good basic
education, vocational skills training, or higher
education. Research that was done in Canada and
submitted to the office of disability issues by Shaw
(2013), found that there are different barriers to
employment of people with disabilities such as
recruiting, hiring and retention challenges, attitudinal
barriers, employer barriers, and lack of access to an

integrated approach to services and policies to support

inclusive hiring practices of employers. The results
suggested that, in unison, employers and persons with
disabilities need to identify ways to assess performance
through internships, demonstration in probationary
periods of employment, and questions in interviews so
as to reduce employer's barriers and enhance

employment for people with disabilities.

Another study conducted in Malaysia by Selvi (2018) on
Challenges faced by disabled people in Malaysia, found
out that people with disabilities are still having trouble in
accessing and maintaining their jobs. The findings
revealed that there was a lack of environmental
accessibility, a lack of relevant assistive technology,
and negative attitudes of people towards disabilities.
The study recommended establishing internal policies
that would enhance recruitment and hiring of people
with disabilities and that prevent discrimination against
people with disabilities. Policies should also provide
guidelines to deal with issues facing people with
disabilites and provide training to co-workers on
matters regarding to working with people with

disabilities and avoiding discriminations.

Methodology
The study was conducted at Shanga organisation in
Arusha Tanzania. This organisation was opted because
it is a private organisation that employs a large number
of people with disabilities which assisted to bring
adequate information that was necessary for providing
unbiased result to the study. A case study research

design was applied to the study because it allowed

€-2546-1982 p-0856-7263



5  Accountancy and Business Review

researchers to do a deep analysis of the selected area

and being able to collect sufficient data.

Qualitative research approach was applied in this study.
This approach was applied since the study aimed at
making an understanding on a certain source of social
phenomenon which relies on data obtained by
researcher from different sources of data collection.
Population of the study consisted of employees of
Shanga organization (management staff, administration
staff, head of departments, staff with disabilities and
staff without disabilities) The sample size was thirty
people who were considered to be reasonable and
affordable by the researcher. The following formula of
Yamane (1967) was used to calculate sample size of

this study:

n=—— _-_* _q

T 14N.e® 144462

A purposive sampling technique was applied so as to to
identify only those respondents who were familiar with
the problem, This assist the researchers to collect
relevant information for the study. Employees of
Shanga organization were consulted and selected.
Another attribute that was considered in the selection of
sample was knowledge of the importance of access to

employment opportunities to people with disability.

For the purpose of this study both secondary and
primary data were collected. Primary data was collected
using structured interview which was used with
employees of Shanga Organization. Secondary data
were collected by reviewing documents such as books,
journal articles (printed and electronic) research reports
Institute ~ of

and dissertations obtained from

February 3, 2023

Accountancy Arusha library. Thematic analysis was
used in data analysis. Thematic analysis helped the
researchers understand those aspects of a
phenomenon that participants talk about frequently or in
depth, and the ways in which those aspects of a

phenomenon may be connected.

Results
The study investigate the challenges faced by people
with disabilities in terms of their employment. This
section provides findings concerning the challenges
faced by people with disabilities in terms of their
employment. During the interview, the following
quotations were noted.

“... Working in an office can be difficult for

someone with a disability, especially if they do

not get along with their peers. People with

disabilities are  sometimes  stigmatized,
particularly if their infirmities are obvious, such
as an inability to walk. Some employees are
separated by their peers, who think that the
impairment  will be passed on. This
demonstrates a great level of ignorance
because no one would contact disability from
another person unless they were involved in a
conflict that rendered the abled person

incapacitated...” (Participant 1)

“... People with disabilities have a significant
employment gap as a result of their proclivity to
abandon jobs owing to stigma and other
problems. The reasons for leaving are self-
evident. Climbing stairs in your clutches or

finding your office chair at a new workplace is
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a challenge because it lacks the necessary
conveniences for handicapped individuals.
Investigating the needs of handicapped
individuals minimizes the number of people
who attempt suicide due to depression. People
with disabilities leave highly precarious lives
due to poverty and isolation, while their
employers demand them to carry out their
responsibilities in very unconducive conditions.
...” (Participant 2)

“.. Many organizations do not provide
adequate accommodations for individuals with
impairments.  This makes coping  with
employment and other issues nearly
impossible for impaired persons. To begin with,
persons in wheelchairs, for example, require
movement space. If they work upstairs, the
organization should provide an elevator or an
escalator to facilitate their movement. Despite
the fact that such improvements will be costly
for many firms, it is a must that handicapped
individuals work in situations that are pleasant

and favourable to their nature...” (Participant 3)

“..Equal chances for those with disabilities
and people without disabilities have not been
achieved, and this has a negative influence on
us (PWDs). People with disabilities have a
difficult time finding work, and the physical and
social environments in which they reside have
an impact on their degree of employment.

People with impairments have low literacy

rates and considerable job insecurity...”
(Participant 4)

“..A person with a disability faces several
problems in obtaining and maintaining work. In
some circumstances, persons with disabilities
may be paid less than their non-disabled
colleagues. In other circumstances, they are
mistreated at work and are looked down on as
people who cannot be relied on solely because
of their condition...

... Inclusion of persons with disabilities in the
labour force is hampered by a lack of
professional training, architectural
impediments, and prejudice based on
functional capacity. The major causes for a low
representation of individuals with disabilities in
the workplace are ignorance, fear, and
preconceptions. Many organizations lack a
plan or policy statement for hiring persons with
disabilities...” (Participant 5)

“.... People with impairments face job growth
problems in businesses that limit their
opportunities. The majority of employees with
reported impairments work in entry-level or
semi-skilled occupations. Few handicapped
persons hold professional roles, and many of
those who do encounter barriers to progress or

promotion...” (Participant 6)

“... The most common workplace Stereotypes
are connected to race, age, gender, and

vocational level. Prejudices, stereotypes,
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marginalization, and segregation are societal

hurdles that restrict the involvement of

individuals with disabilities in education and

work. | want to be hired because of my talents

and what | can produce, not because | am

handicapped and get the charter right or

because | have to be sensitive to my disability

fo convey the understanding not to treat me

uncomfortably. Treat me like you would any

other person, but with caution...” (Participant

25)
Individuals with disabilities are excluded from the job
development strategy, and employers allege that
handicapped employees are viewed as inept because
they feel that people with disabilities cannot and should
not work. This results in either self-stigma (a sense of
shame and low self-esteem) or public-stigma

(restrictions on social involvement and discrimination).

The researchers were also interested to know what are
the source of the challenges faced by people with
disabilities in terms of their employment. The following
quotations were noted during the interviews:

“.. People with disabilites can become
imprisoned in poverty for the rest of their life for
a variety of reasons, including the family's
whole fortune being spent on the individual's
health and being born poor. In other cases,
persons with impairments grow up in care
facilities because their parents ignore them.
Poverty would prevent an individual, no matter
how competent, from reaching the interview

grounds or dressing appropriately.
(Participant 29)
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“... Uneducated persons, disabled or not, have
a difficult time finding work unless they work as
manual laborers, delivery boys, and so on.
These chores are impossible to do, especially
for persons who have difficulty walking, are
blind, or have other impairments. The issue
with education for persons with disabilities is
that none of them decided not to be educated.
Circumstances may have compelled such
people to go their entire lives without an
education because their parents did not want
them to face the shame, or they could not
understand what was being taught. Many
handicapped persons, however, complete their
education and even obtain valuable degrees
that allow them to work in nationally known
companies. However, it is not always as simple
as it appears because some employers would
rather hire a non-disabled high school
graduate than a handicapped degree holder...”
(Participant 28)

“...Many persons with disabilities are either
jobless or work in low-wage jobs with little or
no opportunity for growth. Professionals with
impairments have challenges in advancing
their careers owing to negative performance
assessment and exclusion from decision-
making processes. Misconceptions about job
progression  chances for  people  with
impairments are a barrier to their

advancement...” (Participant 30)

Discussion of Findings
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The findings designated that people with disabilities are
sometimes stigmatized, particularly if their infirmities
are obvious, such as an inability to walk and many
organizations do not

provide adequate

accommodations  for individuals with disabilities.
Braimah (2019) who noted that access to public
buildings were another challenge which people with
disabilities face in employment opportunities. Selvi
(2018) also revealed that there was a lack of
environmental accessibility, a lack of relevant assistive
technology, and negative attitudes of people towards
disabilities. This is because most (if not all) of public
buildings and facilities in developing countries, do not
have disabled lifts and access ramps. This makes

access to high rise buildings literally impossible.

The findings indicated that the inclusion of persons with
disabilities in the labour force is hampered by a lack of
professional training, architectural impediments, and
prejudice based on functional capacity. Shaw (2013)
found out that there are different barriers to
employment of people with disabilities such as
recruiting, hiring and retention challenges, attitudinal
barriers, employer barriers, and lack of access to an
integrated approach to services and policies to support
inclusive hiring practices of employers. ILO (2017) also
found that limited education opportunities for people
with disabilities as the major obstacle. It is true that
Employment prospects for workers with disabilities are
limited by initial barriers in acquiring a good basic
education, vocational skills training, or higher
education. The study also revealed that people with
impairments face barriers to advancement in their jobs

as a result of others' opinions or attitudes. This agrees

with Ash & Fine (2015) who noted labour policies to be
one of the obstacles to employment opportunities of
disabled people. The employment policies have great
impact on the advancement of people with disabilities in
their employment status. It imperative for management
in all organizations to instigate employment policies that
facilitate  attainment  of

adhere employment

opportunities for disabled people equally.

Conclusions and Recommendations

The common challenges that are faced by people with
disabilities in terms of their employment include limited
support and training opportunities, lack of reasonable
accommodation, stigmatization, discrimination and
limited opportunities. Disability sensitisation sessions in
educational and business contexts should explored
through rigorous, entertaining, and highly participatory
awareness initiatives. The results of this study add to
the body of knowledge by providing insight into factors
affecting employment opportunities for persons with
disabilities. These results are useful to local and
international organizations in creating an inclusive and
diverse workforce free of career progression barriers for
employees with impairments. Employees and persons
with disabilities should be encouraged to actively
engage in campaign creation and event management.
Organizations should encourage people without
disabilites to help people with disabilities during
induction or orientation periods, as well as at other
random or present times throughout the vyear.
Employers and whole organization management must
be educated on disability issues. Employers should
make working circumstances acceptable for them. The

findings suggest that employers and people with
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disabilities should work together to identify ways to
assess performance through internships, demonstration
during probationary periods of employment, and
questions in interviews in order to reduce employer
barriers and improve employment opportunities for
people with disabilities. A replication of this study on
various organizations and nations would also give data
for comparison. The researchers also recommend a
further studies on the role of government bodies on
enhancing work environment for people with disabilities

should be conducted.
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