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        Having a disability is a barrier to securing and maintaining employment. Most 
research has focused on employment barriers among adults, while very little is known 
about young people’s experience finding paid work. Young people aged 15-24 were 
selected from the 2006 participation and activity limitation survey to explore the barriers 
and discrimination they experienced in seeking employment. Our findings show that 
teens and young adults with disabilities encountered several barriers and discrimination 
in seeking paid employment. The types of barriers that these young people encountered 
varied by age and type of disability. There were fewer yet different types of barriers to 
working that were encountered between the two age groups (teens and young adults). 
Several socio-demographic factors also influenced barriers to working. Severity, level of 
education, gender, low income, geographic location and the number of people living in 
the household all influenced the kind of barriers and work discrimination for these young 
people. Rehabilitation and life skills counsellors need to pay particular attention to age, 
type of disability and socio-demographic factors of teens and young adults who may need 
extra help in gaining employment. 
       Despite the widespread adoption of national and international policies banning 
disability discrimination, people with disabilities still experience various forms of 
disability discrimination known as disablism. While disablism is pervasive, the concept 
of disablism is less familiar among the mainstream audience than similar concepts like 
racism and sexism. The profession of social work, with its core value of social justices, 
has an important role to play in reducing disablism in society. However, the social work 
profession has its own history of institutional disablism related to the medical model 
orientation to service provision. The profession of social work can begin to address 
disablism through focusing on increasing disability awareness within the profession, 
adopting an anti-oppressive practice approach, and embracing innovative social-service 
innovations that reduce disablism, such as self-directed supports, person-centered 
planning and universal design. 
Disability: 
    The World Health Organization (2012) defines disability as “Disabilities is an 
umbrella term, covering impairments, activity limitations and participation restrictions. 
Impairment is a problem in body function or structure. An activity limitation is a 
difficulty encountered by an individual in executing a task or action; while a 
participation restriction is a problem experienced by an individual in involvement in life 
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situations. Thus, disability is a complex phenomenon, 
reflecting an interaction between features of a person’s 
body and features of the society in which he or she lives.” 
Historically, people with disabilities subjected to prejudice 
and discrimination, have suffered exclusion and a 
significantly reduced quality of life. Societies where 
‘normalcy’ and ‘functionality’, have been defined rather 
narrowly, persons with disabilities have little access to 
social, political and economic structures. Such a state of 
art with felt exclusion and discrimination makes the 
challenged more vulnerable and alienated from the 
mainstream. 
   Disability is an impairment that may be cognitive, 
developmental, intellectual, mental, physical, etc. It may 
be present in an individual from birth or occur during 
one’s lifetime. Disability conditions can cause educational 
barriers in student’s learning process. 
      Disability is a human right issue because people with 
disabilities are subject to violations of dignity. For 
example, when they are subjected to violence, abuse and 
prejudice because of their disability. Some people with 
disability are denied autonomy. As regards disability, the 
National Policy for Persons with Disabilities (2006) 
stressed the need for mainstreaming of persons with 
disabilities in the general education system through 
inclusive education, identification of children with 
disabilities through regular surveys, enrollment in 
appropriate and disabled friendly schools till successful 
completion of education. 
Discrimination: 
   Discrimination means treating a person unfairly 
because of who they are or because they possess certain 
characteristics. If you have been treated differently from 
other people only because of who you are or because you 
possess certain characteristics, you may have been 
discriminated against. 
Types Of Discrimination: 
  Discrimination can occur in the following forms. 
i) Direct Discrimination:  under similar circumstances, 

when a person with a protected characteristic is treated 
less favorably than others, it is direct discrimination. For 
example, you have the qualifications and experience 
necessary for the job but your application is turned 
down because you are “too young” or “too old”. 

ii) Indirect Discrimination: If there is a rule of policy in 
the workplace that be considered indirect 
discrimination. For example, an organization includes a 
clause that forces all employees to work on Sunday. 
This puts Christians at a particular disadvantage as it is 
common knowledge that Sunday is a day of worship for 

Christians. You have a right to challenge the clause if it 
affects you directly. 

iii) Discrimination by Association: If you are treated 
unfairly because someone you know or are associated 
with has a protected characteristic; this may be 
construed as discrimination by association. For example 
– you are refused service in a restaurant because you are 
with someone who belongs to a particular race. 

iv) Discrimination by Perception: Receiving unfair 
treatment because someone thinks you belong to a group 
with protected characteristics, you may be experiencing 
discrimination by perception. For example – you are 
heterosexual but an estate agency refuses to lease out a 
flat to you because they assume you are gay due to their 
misconceptions about how gay people look, dress or 
behave. 

v) Harassment: Harassment comprises of unwanted 
behavior that makes another person feel offended, 
humiliated. Unwanted behavior could include physical 
gestures, abuse, jokes, spoken or written words or 
offensive emails and expression. For example – male 
gym members passing sexual comments or telling 
unwelcome jokes within earshot of a female gym 
member could constitute harassment. 

vi) Victimization: When a person is treated badly or 
subjected to detriment because they complained about 
discrimination or supported another victim of 
discrimination, this may be considered victimization. 
For example – you are denied training or advancement 
avenues at work because you field a sexual harassment 
complaint against your boss. 

 

Disability Discrimination: 
    Disability discrimination is when you are treated less 
well or put at a disadvantage for a reason that related to 
your disability in one of the situations covered by the 
Equality Act. 
     The treatment could be a one-off action, the application 
of a rule of policy or the existence of physical or 
communication barriers which make accessing something 
difficult or impossible. The discrimination does not have 
to be intentional to be unlawful. 
 

Equality Act About Disability Discrimination: 
 

The Equality Act 2010 says that you must not be 
discriminated against because: 
a) You have a disability. 
b) Someone thinks you have a disability (this is known as 

discrimination by perception). 
c) You are connected to someone with a disability (this is 

known as discrimination by association). 
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    It is not unlawful discrimination to treat a disabled 
person more favorably than a non-disabled person. 
 

Disability Discrimination Act 2010: 
 

   The Equality Act 2010 sets out when someone is 
considered to be disabled and protected from 
discrimination. The definition is quite wide-so check it 
even if you don’t think you’re disabled. For example, you 
might be covered if you have a learning difficulty, 
dyslexia or autism. 
The definition is set out in section 6 of The Equality Act 
2010. It says you’re disabled if: 
 You have a physical or mental impairment. 
 That impairment has substantial and long-term adverse 

effect on your ability to carry out normal day-to-day 
activities. 

Some impairments are automatically treated as a 
disability. You’ll be covered if you have: 

 Cancer, including skin growths that need removing 
before they become cancerous. 

 A visual impairment this means you’re certified as 
blind, severely sight impaired, sight impaired or 
partially sighted. 

 Multiple sclerosis. 
 An HIV infection even if you don’t have any symptoms. 
 A severe, long term disfigurement for example server 

facial scanning or a skin disease. 
 

Main Points Of The Equality Act 2010: 
 

   A new Equality Act came into force on 1st October, 
2010. It brings together over 116 separate pieces of 
legislation into one single Act. 
   The act provides a legal framework to protect the 
rights of individuals and advance equality of opportunity 
for all. It provides Britain with a discrimination law which 
protects individuals from unfair treatment and promotes a 
fair and more equal society. 
The 9 main pieces of legislation that have merged are: 
i) The Equal Pay Act 1970. 
ii) The Sex Discrimination Act 1975. 
iii) The Race Relations Act 1976. 
iv) The Disability Discrimination Act 1995. 
v) The Employment Equality (Religion or Belief) 

Regulation 2003. 
vi) The Employment Equality (Sexual Orientation) 

Regulation 2003. 
vii) The Employment Equality (Age) Regulations 2006. 
viii) The Equality Act 2006 Part –II. 
ix) The Equality Act (Sexual Orientation) Regulations 

2007. 
 

Special Clauses In The Equality Act 2010 Regarding  
Disability Discrimination: 
    Under the Act, it is against the law to discriminate 
against disabled individuals or put them at an unfair 
disadvantage in educational settings, at work, when 
renting or buying property or when providing goods, 
services and other facilities. The only time when disability 
discrimination is considered legal is if it is possible to 
justify the action on health and safety grounds or because 
of unavoidable business reasons. 
    In the workplace employers must reasonable 
adjustments to the workplace so that disabled workers 
have access to the all the facilities and benefits as workers 
who do not have any disability. 
 

Special Clauses In The Equality Act 2010 Regarding 
Discrimination In The Workplace: 
     The equality law protects you from being discriminated 
against at work during every phase of employment, 
including – 
a) Recruitment 
b) Training 
c) Employment terms and conditions 
d) Salary and benefits, promotion, transfer and other 

advancement opportunities 
e) Redundancy 
f) Dismissal 
Understanding When And Where You Are Protected 
From Discrimination: 
 

   The Equality Act 2010 specifies several situations 
where you are protected from discrimination. Some of 
these situations and settings include but are not limited to 
the following. 
i) As an employee in any kind of workplace including 

offices, factories or construction sites amongst others. 
ii) As a student or staff in schools, colleges and other 

educational institutions. 
iii) When looking for a place or property to rent or buy a 

property from estate agents or housing associations. 
iv) As a client of a business or organization that provides 

services or goods such as banks, shops and utility 
companies. 

v) When using transport services such as buses, taxis or 
trains. 

vi) As a patient or resident at any healthcare setting 
including hospitals, private clinics and nursing homes. 

vii) When interacting with public bodies such as local 
authorities and governments departments. 
 

Understand When It May Not Be Considered 
Discrimination:
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In some instances, it may not be considered unlawful 
discrimination if someone treats you unfairly on the basis 
of any of the protected characteristics, provided that they    
have good enough reason for this unfair treatment and are 
able to justify the discrimination. 
   These few examples demonstrate when discrimination 
may not be considered unlawful: 
A construction company requires all applicants for a high-
rise construction job to take a series of physical tests. 
While this might put older applicants at a disadvantage 
and could be considered as indirect age discrimination, the 
company is justified as an older worker may not be able to 
meet the physical rigors of the job. 
   A shelter for women posts an advertisement for female 
counsellors only. In this case the employers could escape 
any potential sex discrimination complaint by arguing that 
all of their clients are women who have suffered domestic 
violence by their male partners and they would be 
reluctant to speak to other men about their experience. 
A Roman Catholic school is justified in restricting 
applications for a job as a scripture teacher to only 
baptized Catholic. 
   If an employer turns down an application because a 
prospective worker insists, they be given time off at 
certain times for religious observance, it could be 
constructed as religious discrimination. However, if the 
time off coincides with the employer’s business time an 
all workers are required to be on the job to ensure 
customer’s orders are met, then the employer may be 
justified in taking this action by citing the “Occupational 
Requirements” clause. 
Disability Discrimination In Education: 
   Disability is considered a “protected characteristic” 
under the Equality Act 2010. Therefore, it is unlawful, in 
the context of education, for an education provider to 
discriminate directly or indirectly against a pupil on the 
basis of their disability. 
Additionally, there are creation circumstances where an 
education provider is expected to take positive steps to 
ensure that disabled pupils have equal access to education 
and the provision of services. 
Discrimination is unlawful in relation to: 
 Prospective pupils – for example, in how a school 

formulates their admission arrangements. 
 Pupil attending the school / college even if temporarily 

absent or excluded – for example, in how a school has 
applied their behavior policy to a certain situation. 

 Former pupils who have a continuing relationship with 
the education provider. 

   The duty applies to all education providers for 
example, early-education providers (nurseries), 
independent schools, state schools and further/higher 
education colleges. 
   Unlawful discrimination can apply to every aspects of 
school life. It covers all school activities, such as: 
 Extra-curricular activities, 
 Leisure activities, 
 After – school clubs, 
 Sports activities, 
 School trips, and 
 School facilities (for example, libraries and it facilities) 
   An education provider must not discriminate against a 
disabled pupil because of a reason that is as a result of 
their disability-for example, a school refusing to let a child 
attend a school trip because they are physically disabled. 
Like indirect discrimination, discrimination arising from 
disability can be justified in certain circumstances, if it is - 
 Carried out for a legitimate reason and 
 A proportionate way of achieving that legitimate aim. 
Disability Discrimination In The Workplace: 
   Disability is one of the protected characteristics under 
anti-discrimination legislation. Employers must keep in 
mind that anti-discrimination legislation does not merely 
begin when an employee starts employment and end when 
the employment terminates, but recruitment and selection 
procedures must not fall foul of the anti-discrimination 
legislation, as job applicants will be protected from 
suffering less favorable treatment as a result of their 
disability. Similarly, actions taken Post-Disability 
Discrimination Act 1995 or any other termination could 
be deemed to amount to discrimination where individual 
has suffered less favorable treatment as a result of their 
disability. An example of this would be the content of a 
job reference. 
Reasonable Adjustment: 
    Employers must also be live to their duty to make 
reasonable adjustments, which means that the employer 
may need to take steps to adapt certain things to prevent 
their practices or their premises from discriminating 
against individuals who suffer from a disability. And the 
purpose of this duty is to ensure that disabled employees 
or job applicants have fair access, and to compensate for 
any disadvantages which they may suffer as a result of 
their disability. Some examples of reasonable adjustments 
would include making adjustments to physical premises. 
For example, wheelchair access, modifying equipment, 
reallocating duties, altering working hours, or not 
including absences which are connected to a disability 
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when considering trigger points within sickness absence 
procedures. 
   So, to recap, employers should be mindful of 
individuals who may fall within the protection of the 
Disability Discrimination Act. For individuals whose 
medical condition meets the definition of a disability 
under the DDA, employers should assess whether any 
reasonable adjustments should be made to afford that 
individual fair access, and to compensate for any 
detriment which they may otherwise suffer as a result of 
their disability. Finally, employers should be mindful that 
having a disability is a protected characteristic under anti-
discrimination legislation and individuals must not suffer 
less favorable treatment as a result of them having a 
disability. 
Disability Discrimination In Healthcare: 
    Healthcare providers, like hospitals and private 
clinics, must make sure their services are accessible to 
disabled people. They also have a duty not to discriminate 
against you because of your disability. 
Healthcare providers must remove barriers disabled 
people face when accessing their services, unless it’s 
unreasonable to do so. The Equality Act calls this duty to 
make reasonable adjustments. If a healthcare provider 
hasn’t made reasonable adjustments on changes, it’s 
unlawful discrimination. 
Here are examples of reasonable adjustments: 
 Providing information in Braille and large print. 
 Installing automatic doors on ramps and accessible toilet 

facilities. 
 Changing the way appointments are made. 
 Giving you longer appointments or at a time where there 

are fewer people around. 
 Taking extra time to explain things to you. 
     The burden of disease is borne by those who suffer as 
patients but also by society at large, including health 
service provider. That burden is felt most severely in parts 
of the world where there is no infrastructure, or 
foreseeable prospects of any, to change the status without 
external support. Poverty, disease and inequality pervade 
all the activities of daily living in low-income regions and 
are inextricable linked. Inequality and discrimination 
remain the key challenges. Studies of educational, 
workplace and healthcare discrimination have typically 
focused on empirically unobservable motives to explain 
inequalities associated with class, gender and race. The 
central question of this study – how through what 
mechanisms, does disability discrimination operate in 
large, bureaucratic organization? The in-depth personal 

interviews upon which this study is based reveal that 
interpersonal mechanisms of discrimination manifest as 
blatant and subtle acts of marginalization, fictionalization 
and harassment. However, such interpersonal acts of 
discrimination would likely be less frequent or less 
consequential if not for the organizational mechanisms of 
tolerance and encouragement. The developed world has to 
act responsibility in two crucial areas: first, not to 
exacerbate the shortage to skilled educators and healthcare 
workers in emerging economies by recruiting their staff; 
second, they must offer educational opportunities at an 
economic rate. Governments need to lead on developing 
initiatives to attract, support and retain a competent 
workplace. The author concludes that one of the central 
promises with Disabilities Act, full inclusion and 
participation of people with disabilities in the educational, 
workplace and healthcare, is unlikely to be realized 
without renewed pressure for legislation that explicitly 
specifies the nature and extent of work organizations 
responsibilities for creating a non-hostile environment and 
the consequences of not doing so. 
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