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>> MAUREEN PIGGOT: Well, good morning, good afternoon, or whatever time of day it is where you are.  You are very welcome to our webinar this morning on diversity and inclusion in the world of work, focusing on the socioeconomic participation of women with disabilities and how to achieve an equal future.
My name is Maureen Piggot.  I'm the treasurer of EDF.  EDF is the European Disability Forum which represents 100 million disabled persons in Europe and is organized through the membership network of disable persons organizations and totally governed and run by persons with disabilities and their families.
I would like to start with a few housekeeping comments.
First of all, to let you know that there's sign language interpretation and captioning available.  We will find the link in the chat box.
Also, on your screen, you will see the presentation slides and sign language interpreter.  All attendees are muted, but you can still ask questions and we very much encourage you to do so.
Just to keep us right, if you would keep questions about technical issues in the chat box, and for content questions, use the question box, the Q&A box.
And you can start sending your questions whenever you are ready, and we will aim to answer all of your questions before the end of the webinar.
We would also be happy to see who you are and what organizations you are joining from.  If you would put that information in the chat box, that would be great.  There will also be an accessible recording of the webinar and a transcript on the EDF website at the end of the webinar.
So to give you some information about the program that we are talking about, you will be hearing today from Ariana Alameda, who is from the women's economic empower ‑‑ who is a women's economic empowerment specialist, for Plan International, and Ariana will be speaking to us from her wealth of experience as a Social Entrepreneur with multisector background and many years experience working to fight inequality in Europe, the USA, central and Southeast Asia and Africa, with a focus on gender equality.
So Ariana will be our first speaker, bringing, as I said, a unique combination of practical and operational perspectives to the discussion and she will be sharing the findings of the gender analysis of the i2i program.
If I can tell you a little bit about the i2i program.  I2i is a three‑queer project funded by the UK Department of Foreign Commonwealth and Development. 
It aims to deliver direct and sustainable change for women and men with disabilities in two countries, Kenya and Bangladesh.  The approach is to promote access to waged employment in the private sector.  So that is the focus of the project.  And demonstrating the potential for change with successful interventions that strengthen disability inclusion in a lasting and permanent way.
The program is led by Leonard Cheshire international and together with a diverse and complimentary team of international and local organizations.
Plan International is leading the work on gender equality, diversity and inclusion, working with the consortium members to ensure that the whole program and its interventions address the specific vulnerabilities, risks and barriers that face women with disabilities when accessing the world of work.
I2i is committed to ensuring that interventions take a gender‑sensitive approach, addressing the practical needs of the women participating in the program, to improve their daily lives, and where possible, a gender informed approach, that is challenging the gender norms and the power relations.  To under the gender dynamics, power relations and the disable‑specific barriers faced by women and men with disabilities in their economic participation, Plan International conducted a gender analysis for the program in Bangladesh and Kenya.
Earlier this month, on the 8th of March, as we all know, we celebrated International Women's Day.  This year's theme was women in leadership, achieving an equal future in a COVID‑19 world.  And it highlighted how the global pandemic has exacerbated the specific and ongoing challenges facing women in relation to their full and meaningful participation in political, social, economic, and cultural life.
These challenges are, experienced disproportionately by already marginalized group, including women with disabilities.
Today, as I have already said, Ariana Alameda, the women's economic empowerment specialist will be presenting the key findings from the gender analysis and we will bring to the table the voices of women with disabilities from the program.  This will be represented by Nasrin Jahan, the founder and the executive director at Disabled Child Foundation in Bangladesh.  And we will be hearing the business perspective from the private sector representative Margaret Ndei, a talent specialist at Coca‑Cola Beverages Africa in Kenya.
We would like to promote discussion on recommendations that support the participation of women with disabilities in the world of work.  So there will be an interactive discussion after the presentations and we very much invite you to take part in that discussion and contribute to the conclusions.
In the meantime, please remember to post any questions in the question box, and we will also select some of those key questions to address in the end if there's time. 
And I will remind you again if there's any technical issues, please use the chat box, and our colleagues will help you out. 
So it's now my great pleasure to introduce Ariana Alameda and as I have already given you a little of Ariana's background, I will just invite her to share with us the findings of the gender analysis.
Thank you.
>> ARIANA ALMEIDA: Thank you very much, Maureen.  Thank you to the other speakers here today and to everyone that is joining us in this event.
I'm really excited on behalf of Plan International and the Innovation to Inclusion consortium to be here today to present to you the findings, the key findings and recommendations of the gender analysis that was conducted under i2i.  And I wanted to start exactly by the point that Maureen highlighted in the introduction.  I2i is committed to taking a gender sensitive approach.  That means in the various interventions from the moment it enrolls participants to the trainings to persons with disabilities to the desensitization to private companies and training institutions and also to the support it gives to these stakeholders in order to increase recruitment and engagement of women and men with disabilities, i2i needs to recognize and address the specific barriers and needs of women and men with disabilities that participate in the program. 
And we know that persons with disabilities face intersection forms of discrimination, but we know in the gender analysis, we will show in more detail how women and girls with disabilities are more likely to face discrimination and exclusion when compared to men and boys with disabilities.
So if we go to the next slide.  It's ‑‑ the objective of the gender analysis was therefore to go deeper into the understanding of the gender dynamics, the power relations and the gender and disability‑specific barriers that are faced by women and men with disabilities in their economic participation, both in Bangladesh and in Kenya, the target countries of this program. 
And so we looked at gendered roles and responsibilities.  We have also looked at gender patterns of access and control of assets.  An we tried to explore theiring participation and decision making in leadership and safety and risk.
If we go to the next slide, you will see that this gender analysis was based on first and foremost extensive literature review and secondary data analysis, but then also completed with data collection, with stakeholders, both in Kenya and Bangladesh.  We interviewed 130 stakeholders, including women and men with disabilities both employed, caregivers and other stakeholders such as representatives from organizations from persons with disabilities, community champions, private sector representatives, representatives from TVETS, vocational training institutions and government.
It's important to highlight that this state selection was significantly impacted by the COVID pandemic which was in full force when this was being conducted and this affected the number ever stakeholders we could engage and also the methodology.  And so, for example, we were faced with limiting the scope of questions asked, for example, to ensure the safety of participants since the interactions were being done remotely.
If you go to the next slide, the gender analysis findings were then grouped in these eight areas of looking at the gender roles and responsibilities, the economic participation and access to work in private sector, issues of mobility.  Sorry, gender patterns and the access to information, education and training, social capital and access to networks, decision‑making patterns and also gender‑based violence against women with disabilities.
And the idea of having these areas of analysis was to make sure that we were also providing very direct and actionable recommendations not only to the program, the i2i program to continuously improve the meaningful and safe participation of women with disabilities in the interventions, but also to have a good framework that could inform future programs and future interventions on women economic empowerment of women with disabilities.
I wanted to also clarify that it's important to note that in this particular session we'll be specifically talking about the barriers faced by women with disabilities and the recommendations for their increased participation in the private sector.  And also highlight that the full report with this gender analysis in all of its detail will be available very soon.  So we will be able to share that with you all as well. 
We can go to the first area of analysis, looking at the gender role and responsibilities.  And here I would like to start by saying the general analysis confirmed that patriarchal attitudes and discriminatory stereotypes about the roles and responsibilities of women with disabilities are a critical barrier to their socioeconomic participation.  We have selected one of many quotes.  This one is from a woman who is employed, a woman with disabilities employed in Bangladesh.  She says due to our family role, considering all the cooking, care work, reproductive role, we are not encouraged to take more responsibilities because we are overwhelmed to balance this role and expectations from family and society. 
And this really highlights the issue of time poverty that undermines women's empowerment and the challenging balance that is required by women of disabilities when they want to engage in training and the workforce.  And so I would highlight the ‑‑ some of the recommendations that were provided based on these findings.  And I would select two critical ones.  So one is to really engage husbands and families to support the role of women with disabilities in this program in, particular, but in the workforce in general.
And also that there's a wider reach to family and communities through awareness raising on the value of women with disabilities in the workforce, the recognition of women's workload, and the promotion of more equitable power dynamics in the distribution of labor within the home. 
The next area of analysis focuses on mobility.  And we found that in addition to poor road and transport infrastructures that affect both men and women with disabilities, there is an increased barrier to women due to the unsafe access, especially in public transports.  And this is even further challenging because women also face discriminatory gender norms that restrict their mobility and their freedom to safely access public spaces.
And therefore, it is really critical that programs such as i2i provide or support safe transport options for participants in their activities, but at the same time, as we are working closely with the private sector, also raise this awareness and encourage private sector companies to provide safe transport options for staff with disabilities, especially considering that mobility to and from work was really identified as a critical challenge and especially for women with disabilities.
The next area of analysis is focusing on access to information, and here in both countries, we found that there are gender inequalities and the access and the control over assets and information, and that in particular, women with disabilities access and use less technology than men with disabilities.  And this was important because as we look at the program and its dissemination and the engagement of women and men with disabilities, we wanted to understand what was their interaction with digital platforms and their access to technology.
And so it was interesting to see that, for example, while many respondents, both male and female mentioned that they accessed information on job vacancies online, most employed respondents that were interviewed said that they got their information about their current assignment either from newspapers or from friends or from family members but also and very importantly from the organization of persons with disabilities that they are members of.
And so it was really important for us to understand how this impacts the way that we look at communication with program participants and our recommendation was to have a really clear mobilization strategy with very clear guidance on how to reach women with disabilities, in particular and how to engage them safely in the program. 
It was also important to note that this also includes investing in the variety of channels to reach participants, and so as I said, not only using online platforms, but also a variety of channels including community‑based structures.
And finally, it's important to highlight that it's critical to bridge ‑‑ have a strategy to bridge the gender digital divide.  And so as part of the programs that we are ‑‑ the interventions that we are doing, it's important to consider having digital literacy training opportunities, particularly for women with disabilities and access to computers in safe spaces since it puts us at a critical barrier to engage of women with disabilities.
The.  In area of analysis is education and training. ‑‑ the next area of analysis is education and training.  Kenya and Bangladesh have fairly different policies with regards to education.  We noticed the low levels of education and the lack of relevant technical skills as a key challenge, particularly for women with disabilities in both countries.  And so our recommendation was to ensure that the program interventions not only target participants with secondary education, which was the original target but also that they keep a flexible approach to encouraging women with disabilities to bridge this divide.
In addition, we have recommended that the training design and the supports from the program ensure that women with lower levels of education can meaningfully engage.  And linking with the issue that was raised on the gender digital divide, also ensuring that remote interventions which became so common, notably training, for example, so common over the last year, that they are truly adapted to promote effective interactions and engagements, especially acknowledging that women with disabilities showed more difficulties and challenges in expressing their questions or participating actively in these ‑‑ in these forums.
The next area that we focused on was social capital and access to networks, and we noticed that in both countries, women with disabilities were not often engaging in activism for the rights of persons with disabilities.  More so than men, with disabilities and we have found that this was mainly due to existing social norms, as we mentioned before, lilted mobility, ‑‑ limited mobilities and also worries of safety in public places.
And so one of our recommendations is to really invest in engaging women rights organizations, and networks that focus on the rights of women with disabilities, and bringing these voices to trainings, to community awareness activities, to the wider community to show the importance of promoting activism and to participate in movements that support the rights of women and men with disabilities. 
The next area of analysis is the decision making, and we noticed also that women with disabilities have lower decision‑making power in both countries.  In Bangladesh, the gender analysis interviews indicated that men with disabilities have more control over decisions than women with disabilities, and also that in both countries, at community level, women with disabilities are underrepresented in decision making and very, very much excluded from critical discussions at that level.
And so our recommendation here, one of our highlighted recommendations is to really invest in identifying and showcasing couples and families would share power and ‑‑ who share power and decision making and use them also as role models and champions of more equitable relationships.
And in addition, we recommended that trainings under i2i and with this program, that this would extend to other programs focusing on the empowerment of women with disabilities, that they include components of gender, power, and rights of women with disabilities, and in particular, I would like to mention that in Kenya, Plan will test a gender approach, with women with disabilities and their caregivers.  And the whyed is to go into understanding what works to increase the socioeconomic participation of women with disabilities.
We're almost at the end, before we go into the economic participation topic that we'll be further discussing today.  But I wanted to touch on the findings on gender‑based violence to highlight that gender‑based violence is pervasive in both countries and we found that it's prevalent among women with disabilities.  And it's important to note that there's potential backlash for women who participate in the workforce and in activities that promote their economic empowerment.  And therefore, training to members of this particular consortium, i2i consortium, but partners implementing programs similar to this, it's really critical they have very high awareness of this risk, and that they are able to not only identify situations that may arise, but also ‑‑ and monitor it but also have a clear understanding of how to disclose this information and how to report it.
On the other hand, it's important to see that in both countries, women with and without disabilities often face discrimination and harassment in the workplace and that this is seen by many men as normal and natural behavior.  And so it's important to make sure that these programs are in very close connection with private sector to sensitize them for this situation to look at policies and practices on discrimination, harassment and violence in the workplace, and to really work with private sector companies and training institutions to make meaningful changes and support the safe participation of women with disabilities.
The final point that I wanted to highlight is the findings on economic participation of women and men with disabilities.  And I will not highlight any recommendations here because we will talk about them further in our discussions.  But I wanted to highlight that our findings show that overall employment of persons with disabilities is low in both countries and this was not something that was surprising.  But it was important to understand how ‑‑ to go deeper into the understanding of why this is happening and so in Bangladesh, for example, we saw that women with disabilities are disproportionately employed in lower wage jobs and primarily in the government sector.  There were reports of people with disabilities, being paid less than people without disabilities and we saw the low levels of self‑confidence and self‑esteem as barriers to socioeconomic participation, something that we saw affecting women with disabilities more ‑‑ more than men with disabilities.
And interestingly, we saw younger and educated respondents showing higher confidence in their rights.
However, in both countries, women with disabilities show less knowledge about the job markets and career opportunities.  And this is really critical to understand, because we know that stigma and discrimination prevailed, both at the level of recruiters, but also within families and communities, with families often being unsupportive of the engagement of persons with disabilities in wage labor.
And these circumstances really contribute to negative experiences from women and men with disabilities in the workplace.  And this affects mainly women due to the burden, the double burden of the gender and disability and all the social norms that pressure them to manage so many different roles.  And so the perception of recruiters, for example, is that recruiting a woman with disability will be additional ‑‑ an additional challenge.
And it's interesting to see that even private sector companies that we engaged, even those that were trying very hard to build more diverse workforces shared that they found it difficult to reach suitable candidates and to really design and advertise positions that are inclusive and bring more women and men with disabilities to their workforce.
And so these are points that I will leave at the end of my presentation and that we will pick up again once we are discussing what works to increase the participation of women with disabilities in the world of work, and what would be recommendations that we could give to ‑‑ to change this status quo. 
Thank you very much. 
>> MAUREEN PIGGOT: Thank you very much, Ariana, and thank you also for keeping to time with a very complex presentation.
So our next presenter is Nasrin Jahan, who is the founder and the executive director of Disabled Child Foundation in Bangladesh.  Nasrin is speaking to us from her own personal experience, which is a nongovernment, nonprofitable and nonpolitical organization, which was established in 2005, working to achieve equal rights and opportunities for persons with disabilities in Bangladesh.
Nasrin will bring the voices of those both in Kenya and Bangladesh.  So thank you, Nasrin.  Over to you.
>> NASRIN JAHAN: Thank you very much.  First of all, I would like to express my thanks to the organizers, for selecting me as the presenter from Bangladesh, and I feel very honored.  Actually, the issue is very required issue.  And I would like to express the situation of women with disabilities in Bangladesh.  Actually, they are facing very difficulties, and it is a negligible group, actually, and they are ‑‑ they are very vulnerable situation they are seeing, actually women with disabilities in Bangladesh.
Now, actually, I to speak in Bangla, and my interpreter will speak in English for you. 
Okay.  Actually, Bangladesh ‑‑ 
(Speaking Bangla).
Okay so Ms. Nasrin is trying to explain that the women in Bangladesh are actually going through kind of a very hardship life, especially women with disabilities.  Based on the ‑‑ the main reasons being the access to education or qualifications, if you put it that way.  The inaccessible environment for various purpose, for example, in terms of transportation.  (Speaking Bangla).
Okay.  She says that access to information is also quite challenging as well, especially for those living in the grassroots level or those in the remote area.  If you say access to information on the website, especially for visually impaired people, they can't access to information on websites because they are not designed especially for them. 
(Speaking Bangla).
Okay.  And also the ‑‑ especially the disabled women, they are not trainings that are particularly catered for them.  So they have less access to trainings and workshops as well. 
(Speaking Bangla).
Okay.  So because of lack of trainings and workshops, or the proper qualifications that are needed, these women are ‑‑ they can actually not compete in the job market.  As a result, there are not many jobs that they can actually apply for, especially there used to be a quota system for disabled women in the government sector, which has been waived off.  So as a result now, they have to compete with others and also which is quite difficult for them.  And also in the rivate sector, are very well.  Women with diverse ‑‑ private sector, are very well.  Women with disabilities have difficulties in applying for jobs in this area.
(Speaking Bangla).
So because they are not economically solvent since they do not have the right qualifications of the job, they cannot be inbound as well.  What is happening is they cannot take any lead roles or any roles whether it's in the family or society. 
Also they are not valued as well because of all of these inaccessible information or training or jobs.
(Speaking Bangla).
So Bangladesh and CRPD, they vote and signed and also two laws have been passed as well.  One is on the disability law, which was Act 2013, and also in the neuro disability law as well, again in 2013. 
(Speaking Bangla).
In the Bangladesh constitution, there's well written about the equal opportunity and gender balance between male and female, or men and women, however, practically, this is not practiced or they are totally ‑‑ you know, women are very much discriminated.
(Speaking Bangla).
Also the acts that are actually originating in the law and in the articles, many of them are either not aware and also those who are going to be implementing these legal rights or the laws those who will work on establishing this are also not very much aware of this.
(Speaking Bangla).
And these are the reasons that are huge community, actually left behind or neglected and as a result, the sustainable development goals that are outlined cannot be achieved, you know, by leaving out this huge community. 
(Speaking Bangla).
So she's saying that as a recommendation, the government and the private sectors can work combined or jointly in a comprehensive way in implementing these laws that are already there and also if the government is keen, then they can actually implement these laws and we can actually see some results and overcome these problems that we are seeing and the discrimination that we observe.
(Speaking Bangla).
So the DPOs and the disabled women community, actually, they are raising their voice nowadays for allowing them special ‑‑ for arranging special facilities for them, however, we think that if the government or the private sectors are not looking into it, are not working towards the same life, then this will not be possible, but if on the other hand if they do, then there's also positivity in it, and these can be overcome. 
(speaking Bangla).
>> MAUREEN PIGGOT: Oh, thank you.
>> NASRIN JAHAN: So in my conclusion, if these people would be given the equal rights and the equal opportunity, then they can actually play a role in the community and they can also actually contribute to the socioeconomic part as well, and as well lead a good life independently.
Thank you.
>> MAUREEN PIGGOT: Thank you very much, Nasrin.  Sorry to have to rush you.
We heard from Nasrin about the day‑to‑day realities of life for women in Bangladesh, the barriers they face, but also some concrete recommendations on collaboration and implementing the laws that are already in place that would make a huge difference.
So now we will move on and hear a perspective from the business community.  Our next speaker is Margaret Ndei, would is the talent specialist with Coca‑Cola Beverages Africa, based in Kenya.
Margaret is a talent specialist and she's passionate about diversity and inclusion and she believes the journaly to diversity and inclusion requires a collaborative effort and for that reason she's been pleased to see Coca‑Cola Beverages become a member of the Kenya Business and Disability Network and also the United Nations Women's empowerment principles, that's UNWEP.
She's also ensured that the company partners with other institutions such as sight savers.  Under her leadership, Coca‑Cola Beverages was able to win the award of the most inclusive global brand in Kenya.  In recent national diversity and inclusion awards.
She's first‑class honors degree from the Catholic university of Eastern Africa.  Margaret brings a wealth of experience in how to promote the inclusion of women with disabilities in the workplace.  Thank you, Margaret. 
>> MARGARET NDEI: Thank you so much. 
Next slide, please.
So I will be taking through through barriers faced by women with disabilities.  One of them is discrimination and women face discrimination in two forms, one because of the their gender, and secondly, because of their disability.  At Coca‑Cola beverages Africa Kenya, we have been able to employ persons with disabilities and we have seen with the right support and working culture, they can be able to thrive when it comes to their performance.  Lack of relevant assistive technology.  For example, if someone has hearing impairment, they will require a hearing aid.  And if they have a visual impairment, they require braille.  Therefore the organizations need to provide assistive technology.
Lack of mentors is another barrier.  I always say that a person who is excellent in terms of their performance has always had a great mentor and therefore there's an opportunity for corporate sector to be able to provide mentorship sessions to persons with disabilities so that they are able to be guided on the career and the skills they need to acquire.
Lack of education and vocational skills has resulted to a skills gap.  So at times in the corporate sector, you find the skills gap because what is required at the job market and work, the individual does not match, and therefore, it's an opportunity for the corporate sector to partner with learning institutions to ensure that students and even employees are equipped with the relevant skills required in the job market.
Inaccessible workplaces is because at times in the corporate sector, we do not have inclusive sanitation facilities.  We do not have ramps to accommodate people maybe would have physical impairment and therefore there is an opportunity to improve and ensure that we have accessible workplaces.
Next slide, please.
I believe diversity and inclusion is not a one month show but requires collaborative approach and therefore as coke Coca beverages Kenya, we have partnered with Deaf Empowerment Kenya and we were able to onboard employees who have hearing impairment and we ensured that we facilitated sign language training to all of our employees and even offered sign language books to the line managers on how to interact with employees who have hearing impairment.
We did partner with Sightsavers International and they were able to facilitate for us unconscious bias training and also disability inclusion training.  This training has seen employees accept persons with disabilities at the workplace and the employees feel welcomed.  We also partnered with Kenya Business and Disability Network.  The reason why we ventured into that network is to ensure we have good practices.  And we have employees with various types of disabilities and able to champion the rights of persons with disabilities.  So I would encourage other corporate companies to seek partnership to learn from other companies, what they are doing.  We have created employment opportunities from these partnerships.  So we have onboarded various types of employees who have different typed the disabilities.  Next slide, please.
We have also facilitated sensitization training for our employees.  So some of the trainings that we have done, I mentioned sign language training for our employees.  We also facilitated unconscious bias training for our employees and also disability inclusion training.
Previous slide, kindly.
Previous slide.
Accessibility assessment is also quite gee.  I would encourage organizations what we did as a company last year, we wanted to onboard more employees who have different types of disabilities, and we needed to ask ourselves is our work environment accessible to everyone?  So we did partner and we were able to do accessibility assessment and of course, this is something and an area that corporate can take advantage of.
If you want to have a vast workforce, you need to ask yourselfS. the work environment able to accommodate the different types of disabilities that we have.  And also policies is critical to ensure that you attract, develop and retain the vast workforce and also ensure that employees who have different types of disabilities we have a quality controller and, again, in the manufacturing department, and we also have Fino.  So this is just a sample of employees within the supply chain.  As you can see, it is possible to accommodate everyone at the workplace.  So what we have done as an organization to accommodate more women with disabilities.  We have been able to partner with various learning institutions and supply them with learning materials such as projects, white boards and not only how we have learning, and we were able to provide the girls with sanitary items.  There is low dropout rates by the girls and reduction when it comes to arranged marriages.
Next slide, please.
This is an image showing Coca‑Cola donating to two learning institutions.  There's the white board and the graph charts and the projector.
In conclusion, what I will say and encourage is that we need to partner with other organizations to champion the rights of persons with disabilities.  We need to facilitate trainings to our employees, for example, unconscious bias training, disability inclusion training so that when the employees come on board, they feel welcomed within the organization.  There is also a need to ensure we conduct accessibility assessment so that as we onboard diverse workforce they feel accommodated and last but not least, it's to ensure that we offer assistive technology devices to employees.
For example, if someone has hearing impairment, they will require hearing aid.  If somebody has visual impairment, they will require braille.  So let's also ensure as we onboard the employees, we also provide them with the necessary assistive technologies that is required.
Thank you very much. 
>> MAUREEN PIGGOT: Thank you so much, Margaret.  It is so encouraging to hear such a good example of the successful inclusion of women with disabilities in the workplace.  I think you made it very clear the steps that were necessary and the importance of partnerships with disabled peoples organizations and also in the business community sharing expertise and with the educational institutions too going back upstream to help people access education and qualifications.
So thank you very much.
With that, we will move on to the discussion part of our event.  And encourage everybody, please, to join in.  We have 20 minutes, and we'll be facilitated by Ariana, in a discussion of all that we have heard and of your experience as participants.
Thank you.
You need to unmute, Ariana. 
>> ARIANA ALMEIDA: I should know this by now, right?  I'm just checking to see if everyone can see my screen?
>> MAUREEN PIGGOT: Yes.
>> ARIANA ALMEIDA: Okay.  So what we wanted to do was to now take some time to really hear your thoughts and your experiences as well, regarding what works to support women in the different sectors.  We heard various voices as far as the biggest challenges.  We have seen that we have low level of employment in the private sector and we looked at barriers, individual ‑‑ at the individual level.  So low self‑confidence, low self‑esteem, issues of technical skills and incapacity.  We have also looked at issues at family and community levels with unsupportive members.  We have looked at limited knowledge of job market by women with disabilities and limited access to leadership and we looked at the issue of double burden of discrimination due to the gender and the disability.  And we have looked at how this impacts stigma and bias by recruiters.  We have also looked at issues of transport, the need to be more ‑‑ be clearer in the commitment to inclusion, both at a policy level but also in ‑‑ in the actual infrastructure, and so we have looked at the various areas, and now we wanted to open the discussion so that you can contribute and say what do you think can engage more women and increase their confidence in their agency, when working with the private sector and engaging the private sector.
How can we support and strengthenthe family and the community support, and how can we engage private sector better, but also support, you know, best practices as Margaret was saying, interventions that would support women he is engagement, the engagement of women with disabilities.
And so what I will suggest is that you can use the chat box, and we'll do this area by area to make it a little bit easier.  So we will first look at what works in your view to engage and increase confidence ‑‑ engage women with disabilities and increase their confidence in their skills.  We will ask you to either use the chat box, if you want, but you can also raise your hand and ‑‑ and we'll call you to share your view.
In the meantime, myself and the team will be adding your ‑‑ your recommendations here to these little post‑its so that we can then in the end have a wider view of what everyone contributed to the discussion.
So I'm opening the floor to anyone who wants to share their experience and their recommendation on how to better engage women with disabilities in the private sector and how to increase their confidence, skills and agency.
Let me just access the chat box. 
Maureen, just to confirm, you will be able to see would is raising their hands, ‑‑ who is raising their hands, right?
>> Marion:  I can look.
>> ARIANA ALMEIDA: Because I'm worried because I'm sharing my screen.
>> MARION:  We have two questions.
>> ARIANA ALMEIDA: We will look at the questions at the end.  The idea is to see in the chat if people are contributing to what did they feel works to engage women with disabilities in the world of work and, you know, how we can have really practical ‑‑ and I think it really adds to ‑‑ how you can have really practical recommendations on how to engage women and especially women with low education levels, and so it would be great, we have various participants in this call.  We have talked quite a bit and so we would really like to hear from you now and then we will wrap up obviously.
Please, if you want to contribute, raise your hand and unmute yourself:  If you prefer to use the chat box.
>> DIANA:  Hi, I would like to say that attendees cannot mute and unmute themselves.  Anybody who would like to contribute, please raise your hands or write in the chat box, and I can allow you to talk or to write or to contribute to the conversation.
>> ARIANA ALMEIDA: Thank you for the clarification, Diana, that's helpful.
>> NASRIN JAHAN: Yes, this is Nasrin, I would like to say something.
>> DIANA:  Yes.
>> NASRIN JAHAN: Actually private sectors it could be a negative.  (Speaking Bangla).
Yes, I was struggling to unmute.  Yes, what Nasrin is saying is that as the private sector, there's a prevailing negativity, especially in hiring disabled people, not only women but anyone with some sort of disability.  And because they kind of feel that this is coming to harp for their production or their performance will not be up to the level, which will actually increase their performance or the company's face value.
As a result, even some of the offices or the organizations may have links or other facilities for people with disabilities, however, they do not have reasonable accommodation inside or within the workplace.
So as a result, these people with some sort of disabilities or with disabilities, they kind of drop out.  So thanks that these need to be actually identified.  These need to be told to these organizations so they know exactly what sort of accommodations they need or what sort of adjustments they need to work in order to accommodate or hire more women with disabilities.
And make it accessible to them. 
>> ARIANA ALMEIDA: Thank you.  Thank you, Nasrin.  Yes, that's a good point. 
And it's one that we're adding.  So if you can see the screen, we're adding that to the point on engaging private sector.
We have a comment on the chat box from Jenni.  It was increasing the decision‑making, like supporting the decision‑making, you know, make sure that we use young women with disabilities as role models to share their experience and how this can influence in supporting the engagement of other women with disabilities, and sharing their experience with the community which is great. 
We have also added here the issue that Nasrin was discussing in terms of reasonable accommodation, and how important it is to make sure that women are actually able to fully participate in ‑‑ in the world of work.
I think Margaret, you would like to say something?
>> MARGARET NDEI: Yes, I think there's an opportunity for corporate sector to partner with the learning.  Sometimes you are looking for ways to grow the talent pool, but you find the skills gap.  If the corporate sector could partner with learning sector, looking for persons with disabilities is, that would really help.
Another area where the corporate sector is to mentorship.  There's an opportunity to offer mentorship so they are able to gauge in terms of their skills and career in the job market.
And the other area is training on entrepreneur skills and offering financial support.  So as corporate sector, we need to ask ourselves, for example, with suppliers, the supplier that we have, how many persons with disabilities own businesses do we have?  If we do not have any, it's an opportunity to ensure some of the suppliers in the corporate sector be given an opportunity to those owned by persons with disabilities.  Thank you.
>> ARIANA ALMEIDA: Thank you.  That's really critical and all great points and it's entering to hear you talk about mentorship.  That's actually one of the things that we noticed as a critical point is ‑‑ and a recommendation and advice is that we really both for women and also for companies, actually, that we look at this idea of role models.  Again, if there's women starting their path into the world of work, how can we, you know encourage these connections with mentors but also with companies.  As I was mentioning before, we often have companies that want to have a more diverse workforce, but they then struggle on how to do it.
And so really also having this connection with other companies that are being able to overcome those barriers is really critical.
Thank you, Margaret. 
I was seeing here Maureen, do you want to share your point?  Do you want me to write it down regarding schools and vocational guidance.
>> MAUREEN PIGGOT: Yes, I'm happy to speak to the subject because I think the earlier we start, the better, and certainly in the UK, our experience has shown us that one.  And one of the main barriers is they haven't had the same experience as others of the workplace and of actually holding down a part‑time job through school or having those work experience connections.
>> ARIANA ALMEIDA: One of the things we found is most respondents that previously had opportunities to work as an intern ‑‑ so most respondents with disabilities that had an opportunity to be engaged in an internship, and apprenticeship, they were more likely to be recruited, the actual companies that offer those internships would often then recruit them later on, and so that is really a critical point in terms of their experience and exposure from the individual, but also from the recruiters.
I don't know if anyone has any other points on this.
>> Diana:  There is a comment from Kate.
>> ARIANA ALMEIDA: So ‑‑ oops, I just lost Kate's comment. 
>> DIANA:  I can read it out.  International development, humanitarian sector to rent from private sector to diversify staff, ESP, especially women with disabilities, and have found the course they want.
>> ARIANA ALMEIDA: Yes, it's interesting.  The point, Katie that you are making is that programs such as i2i should also learn from the private sector on how they are doing this and not just the other way around.  Not just programs supporting private sector but also bringing private sector experience and best practices to the forum.  That's really critical.
I see Jenni is writing a long message.  Do you want to raise your hand and share with us? 
>> DIANA:  I can give you the floor if you want to share. 
>> Hello.  Maybe I can make a comment.  I think the discussion has been for quite sometime about how the private sector seemed to be a lot more ahead with regards to equality and diversity, especially with regards to people with disabilities, but also with regards to sexual orientation and gender identities and so on.
>> ARIANA ALMEIDA: Mm‑hmm.
>> And it feels there's still a gap in the development, humanitarian sector in this area and a lot of the conversations that I have had come down to attitudes, yes, but also funding and as we're at a point where we are seeing so much funding being cut, will this impact more gravely on these areas where people feel, well, it's not the to focus of our work, because we are saving lives or X, Y, Z.  We won't be able to be inclusive in our programs if this continues.  I think there's a real need for more learning, but also, yes, it does cost, you know, some of these trainings, some of these devices to supply the staff with what they need and maybe adapt some of the buildings or maybe some of the equipment.  It's not all costly, but some of it is costly.  So how do we go about making sure that as the donors that are cutting funds, it doesn't impact on these areas? 
>> ARIANA ALMEIDA: Thank you.  I see that Maureen has raised her hand.  I think Deanna unmuted Jenni's mic. 
>> DIANA:  Yes, and I see that Maureen has raised her hand.
>> Hello, I'm Jenni Peter Lopez.  I'm working at Light for the World and, I mean, some of my comments have already been taken up.  I think I just wanted to add another idea on ‑‑ because we have one leadership program for women with disabilities in Cambodia which has really showed that, like, giving this opportunity to women, to really network, to get to know each other, to strengthen the knowledge on the rights, I think this is also something that has been mentioned before by knowing about your rights, the international rights but national rights is really important.  And like, putting all of these together, it really empowers the women and showcasing them again so it's really about showcasing and then this really increases also your access to livelihoods and to socioeconomic empowerment.
Thank you.
>> ARIANA ALMEIDA: Thank you.  Thank you, Jenni for adding that.
Maureen, do you want to ‑‑ 
>> MAUREEN PIGGOT: Thank you.  Briefly, just I felt we hadn't said much about family and community, and it is such an important area.  I think the first thing is to ensure that welfare systems recognize the cost of disability to the family and to the individual.  And that that is separate from whether or not the person is in work.  That would go a long way, I think to overcoming some of the barriers.
And then I think the second one is that like in the other areas, hearing the success stories from your peers.  So parents hearing from other parents, families hearing from other families about the successes of girls and women accessing work and being successful in it.
And the final point on the business sector and that is we have talked about the costs.  We should also talk about the benefits.  There's a strong business case for employing people with disabilities.  There's a lot of information that shows when people with disabilities get jobs, they stay in them.  They reliable and good employees, and that offsets the costs of assistive technology or rather adaptations because you are reducing recruitment and reducing other management costs and managing potentially employees with higher turnover.
So whack to you.
>> ARIANA ALMEIDA: Thank you.  That's great.  And thank you for starting the points on strengthen family and community support.
We were originally going to go step‑by‑step.  It's great that the discussion evolved and we went to the different areas.
Anyone else wants to add to this?
>> DIANA:  We have one more comment from Dorothy.  And I think we should conclude, because there are a lot of questions in the question‑and‑answer box.
>> ARIANA ALMEIDA: So I think ‑‑ so Dorothy was saying strongly believe having a deliberate criteria to ensure participation on the onset of all activities and this is something that is key and it's actually something that was a focus of the recommendation in terms of having a clear mobilization strategy, acknowledging that women are less likely to enroll in these programs and to ‑‑ to feel confident to participate in these ‑‑ in these interventions and have less opportunity, as we discussed their mobility and access to information.
So, yes, I think it's really important.  Dorothy also says going to the extra mile to reach the targeted groups is part of the solution.  And then in terms of companies, there should be a way to ensure information on employment opportunities reach the grassroots.  Organizations should ensure they have policies that have zero tolerance to violence and harassment at the workplace.
Absolutely.  There's various channels to reach women and men with disabilities and as Margaret was mentioning, it's true that, you know, linking with training institutions is a critical step, but also thinking about linking with networks and organizations that work with persons with disabilities to ensure that that communication is being done at that level as well.  That can go a long way.
Before ‑‑ I heard you Diana and your comment in terms of wrapping this up.  I just wanted to ask ‑‑ give it another minute to see if there are other last comments on strengthening family and community support, because it's one in which we haven't had a lot of discussion yet.  So just if there's any other final comments here before we wrap up. 
So either on the chat or raising your hands.
>> MARGARET NDEI: Ariana, I just have a point and the point is on setting a target.  It's important to ensure representation of persons with disabilities not only in entry level positions, but making sure they have a seat at the table, even in middle level management and even at the board level.
So here in Kenya, 5% of the total workforce is required to be persons with disabilities.  So I would encourage the corporate sector to put a target.  If it's in internship programs just ensure that you put a target so that we ensure they have a seat at the table at the end of the day.  Thank you.
>> ARIANA ALMEIDA: Absolutely.  And that's a good quote, "what gets measured gets done."
Yes, I think so wrapping up this discussion and, again, if you want to add anything else to the chat, you can keep doing that and we'll continue to add to the ‑‑ to the mural and then we can share this all in the end.  But I would just highlight a couple of last points.
So one, in terms of the engagement in strengthening family and community supports, I mean, just to strengthen what Maureen was saying, the importance of really showcasing success stories is critical, but also thinking how we can do this not only enrolling ‑‑ sorry showcasing the stories of women with disabilities that are successful but also supporting husbands of families who were able to overcome their ‑‑ their challenges in the way they were perceiving women with diss in the world of work.  That was critic ‑‑ disabilities in the world of work.  That was critical and engaging community leaders in this process.  A lot of what can be achieved can really start at the home and at the community, and so really important to think about how to engage traditional structures and community leaders to support this movement and to give voice to ‑‑ to this support of women's participation in the would, place.
I will wrap up for now, and I will give back over to Maureen for the questions and answers.  Thank you so much.
>> MAUREEN PIGGOT: Okay.  Thank you very much.  So we have four questions in the Q&A box.  And I will ask for help from the IT team with answering some of these.
So we have had a comment from Jenni about gender analysis and the fact that women with disabilities in northeast India were not aware of discrimination.  I think that Nasrin commented on this in her presentation in the lack after wearness of rights and discrimination ‑‑ of awareness of rights and discrimination that the i2i project also found.  Nasrin, would you like to comment? 
(Speaking Bangla).
I can't see the question you asked.  She needs it to be explained.
>> MAUREEN PIGGOT: Okay.  It was a comment about women, another organization, finding that women in northeast India were not aware of the discrimination they faced, and I thought that was a similar observation to your findings, Nasrin, that women didn't know their rights and were not aware of their right to challenge their experiences.
>> NASRIN JAHAN: (Speaking Bangla).
Yes.  So she just added that absolutely correct that these people at the grassroots level being the disabled women, or anybody with any disability, they are not aware of the facilities that are available for them.  Or to them.  So the government or the private sectors need to raise more awareness and do more publicity on this, you know?
And additionally, those who are providing ‑‑ would should be providing these facilities or should be raising these awareness, for example, she mentioned district offices, you know ‑‑ the offices ‑‑ they are not aware of these ‑‑ of the disability laws or the acts that are available or what actually entails in these laws.
As a result, there are also committees that have been formed, you know, to take the initiative and to take these laws or the rights forward and try to implement our voice them.  However, because these district offices are not aware or they have not educated themselves with these disability laws or rights, they do not organize for any meetings with these committees as well.  And also, no awareness is raised.  So as a result, everything goes back to people, the disabled people not knowing or not being aware of what facilities or what they can actually avail from the real or practical field.  So that's really important.  That's what she says.
>> MAUREEN PIGGOT: Thank you.  Thank you very much, thank you, Nasrin.
>> NASRIN JAHAN: Thank you.
>> MAUREEN PIGGOT: We also have questions on the gender‑based violence, and experience of peer‑to‑peer research in relation to that.  Arianna, can I ask you to take those questions? 
>> ARIANA ALMEIDA: Sure.  Thank you, Maureen.  I was just going to add to the previous point very quickly, just to say that actually it's important to understand that sometimes ‑‑ or often what we see is not only a lack of awareness, but of rights, but also just an acceptance of the status quo.
So it's not perceived as discrimination, because women are not seeing that as something that is different to what they ‑‑ they were raised to see.
So that was one point that I wanted to ask.
In terms of the question on the research on violence against women with disabilities and income generation, it's an important point to make and, there is significant literature on women with and without disabilities with the fact that they are engaged in economic empowerment interventions.  There's less research specifically on that impact for women with disabilities, that is a gap.  I mean, I'm happy to share afterwards ‑‑ Vanesa, I'm happy to share what we have in the full report on the gender analysis, we will have much more detail on that, but it is indeed a gap that we found.
And many ‑‑ actually many of the research areas, we had to actually base our initial research on the information available for women without disabilities and then analyze and assess how those impacts and how those barriers would be exacerbated for women disabilities based on the primary data collection.
So that's definitely something to explore further. 
>> MAUREEN PIGGOT: Thank you very much.  Vanesa also made the point about the peer‑to‑peer, and we can all see the value of that approach in ‑‑ in addressing the subject of violence.
We have one unanswered question on work for people with low education.  I will maybe just take liberties and answer that myself.
In my experience, looking at job matching ‑‑ so you have a match for the person and the skills required is part of the answer and the other idea is job carving.  So sometimes job descriptions and persons classifications, the qualifications are not really necessary and jobs with some adjustment can be done by people with a lower level of education.  So with the right support and flexibility, it's possible to get people with low education also into jobs and matched successfully.
With that I will have to say we will have to close the questions.  If you want further discussion, please don't hesitate to contact the i2i project and its participants.  They will be very happy to help you.
So in our discussions today, we have looked at the barriers that women with disabilities faced.  We heard about some successful interventions, both in terms of the private sector organizations and how to remove some of those barriers, and the work that's currently being done by i2i on changing family and community approaches to women with disabilities, challenging the established norms and ways of seeing work and work opportunities.
I would like to thank you all very much for engaging so well in the participatory section, and please feel free to continue to do that.
As I said in the beginning we will have the full proceeding online on the EDF website and you will be able to follow the discussion and continue it.
So thank you to all of our panelists for your presentations.  Thank you to the interpreters, both language and ‑‑ both languages, Bangla and international sign.  We couldn't have done this without you, and of course, the captioning as well. 
So thank you very much to all for organizing this important session.  And there is more work to be done but it's got to have some positive strategies to take away. 
Thank you.
>> ARIANA ALMEIDA: Thank you very much. 
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