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Discussion

Disability inclusion is a relatively new idea (Wickenden,
Mader, Thompson, 2022). The fact that the United Nations
Convention on the Rights of Persons with Disabilities
(UNCRPD) (UN, 2006) stresses the importance of
inclusivity in all sectors of society, has added impetus
to disability inclusion. It is of particular significance in
the workplace. Employees in an inclusive workplace
feel that they are recognised as members of a group
and that they are treated fairly by the organisation. An
inclusive workplace is also one in which all employees
are made aware of the diversity among their colleagues,
and diversity is celebrated (Chaudhry, Paquibut & Tunio,
2021).

It has been found that inclusive teams tend to encourage
employee engagement and productivity (Wickenden,
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Disability mainstreaming involves entrenching disability
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services, even those that do not necessarily focus on
disability. It is a way to promote inclusion and to remove any



barriers that exclude people with disabilities from enjoying
their human rights (UNRWA 2013).

The Western Cape Government has a Disability Mainstreaming
Strategy 2015 - 2020 (WCG 2015). This document describes
disability mainstreaming as ‘the integration of disability
issues into an organisation’s analysis, planning, performance,
personnel, policy, monitoring and assessment’ (WCG 2015:
12). In so doing they plan to address the concerns and needs
of people with disabilities and their families so that inequality
is not continued. It is believed that the strategy will provide
a sense of security and belonging of people with disabilities.

Conclusion

The aims of disability inclusion and mainstreaming are
to achieve equity and equality for those who might be
the victims of unintentional discrimination so that we can
reduce and eventually eradicate all forms of discrimination.
When people enjoy direct and equitable participation in
decision making, they are empowered to contribute to
an organisation. At times organisations might suffer from
‘disability blindness’ (NSCI, 2014) because they wrongly
assume that decisions taken affect all employees, with or
without disabilities in the same way. As a result, decisions
are not made from a disability-specific viewpoint.
Organisations should consider their processes and ask
themselves whether disability inclusion and equality are
evident or whether there are signs of discrimination. If the
latter is evident, it is evident that changes are necessary.

For further information about this article contact
lientjievanrensburg@nidtraining.org.za
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