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EXECUTIVE SUMMARY

Problem and Purpose
The Department of Employment and Social Protection of Astana city’s Akimat (Mayor’s
Office) is accountable for the development and implementation of support measures aimed
at improving the employability of persons with disabilities in the private sector of Astana.
The current situation endures two major problems:
1. 55% (or 10,464) of all persons with disabilities in Astana deemed to be able for
employment are unable to find a permanent job;
2. In 2023, there were a total of 1,694 persons with disabilities successfully employed.
However, so far, in 2024, only 240 persons with disabilities have been employed.
This negative pattern in the employment levels of persons with disabilities highlights the
inefficiencies of current public policies and state mechanisms. The purpose of this research
project is to:
1. Assess the current support measures implemented to assist the unemployed persons
with disabilities;
2. Suggest practical developments to improve the employability of persons with
disabilities.
Methods
A survey questionnaire and semi-structured interviews were conducted to evaluate the
impact of current support measures provided by the Department of Employment and Social
Protection. A total of 38 respondents were analyzed. These included 3 different stakeholder
groups:
1. Representatives of state bodies responsible for creating the right incentives for
employment;
2. Private companies that receive financial incentive to employ persons with
disabilities;
3. Persons with disabilities themselves, both employed and unemployed.
Findings and Results
The main support measure used by the Department of Employment and Social Protection is

the provision of subsidies for private companies to employ persons with disabilities:



e To create a comfortable work environment by building proper infrastructure
inclusive enough for persons with disabilities at the workplace;
e To finance assistive technologies required for persons with disabilities to effectively
perform their job functions at work.
Considering the activities performed by employers above, 59% of persons with disabilities
indicated infrastructural barriers as the main challenge witnessed at work, and 62% have a
hard time navigating at their workplace. Even though private companies highlighted their
financing of necessary technologies, 73% of persons with disabilities have a difficulty in
accessing equipment and technology vital for them to work comfortably.
The discussions with the Department of Employment and Social Protection led to an
overarching revelation. Public managers do not know how to properly incentivize the
private companies to fulfill the employment quotas of persons with disabilities.
Furthermore, the subsidies provided are being misused by the private companies towards
other activities unrelated to the creation of an inclusive environment for persons with
disabilities.
Recommendations
The aim is to achieve short-term wins rather than propose long-term reforms that will need
far more careful consideration and extensive research. The study showed that
cost—effective and practical recommendations are needed to improve the employability of
persons with disabilities:
e Transfer the subsidization of employer’s cost to vocational training specializing in
disability skills development;
e Develop a marketplace for all employed and unemployed persons with disabilities,
as well as HR departments and agencies;
e Launch a pilot project on establishing a mentorship program based on specific

industry knowledge that is overseen by ministries of different sectors of economy.
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ABSTRACT

This study examines the employment challenges faced by persons with disabilities
(PWDs) in the private sector in Astana, focusing on issues related to job accessibility,
workplace inclusivity, and retention. Despite government subsidies and policies aimed at
increasing employability, significant barriers remain. Participants in this study included
PWDs seeking employment, representatives of the Department of Employment and Social
Protection, private sector employers, and NGO stakeholders. Using a mixed methods
approach, data were collected through surveys, interviews, and document reviews.
Quantitative data were collected and analyzed via survey of PWDs, while qualitative data
were thematically analyzed to identify prevailing challenges and patterns in the
employment of PWDs. The results indicate that while financial incentives motivate initial
hiring, they are insufficient to promote sustainable employment due to inadequate
workplace conditions and limited retention efforts. The results highlight the need for more
comprehensive policies that emphasize accessibility and long-term support systems in
private organizations. This study contributes to the policy debate by providing
evidence-based recommendations aimed at creating a more inclusive labor market for
persons with disabilities in Astana, ultimately promoting both economic and social
inclusion.

Key Words: People with Disabilities, Employment, Private Sector
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CHAPTER I: INTRODUCTION
1.1. Background and problem statement

In 2015, Kazakhstan ratified the Convention on the Rights of Persons with
Disabilities, which “promotes, protects and ensures the full and equal enjoyment of all
human rights and fundamental freedoms by all persons with disabilities” (United Nations
Human Rights Office of the High Commissioner, 2006). Furthermore, the Convention
concerns itself with the advocacy for the employment of persons with disabilities
(hereinafter - PWDs) in the private sector through strong incentives from the government,
creation of favorable working conditions, and promotion of career advancement amongst
the PWDs.

On September 2, 2023, Svetlana Zhakupova was appointed as the new Minister of
Labor and Social Protection of the Population by the Decree of the President of the
Republic of Kazakhstan. In addition to improving the legislative and institutional
framework towards increasing the living standards of the people, one of the Minister’s
main objectives is to work closely with the Akimats (Mayor's offices) across the country, as
well as civil society institutions, to protect the interests of socially vulnerable segments of
the population (Ministry of Labor and Social Protection of Population of the Republic of
Kazakhstan website, n.d.). More specifically, there is a need to strictly comply with the
rights of the PWDs by implementing and enforcing domestic policies in order to develop a
comfortable working environment and provide opportunities for employment in the private
sector.

Currently, there are over 700,000 citizens of Kazakhstan with disabilities, which is
about 3.7% of the total population of the country. Astana has 34,754 persons with
disabilities, of which 25,462 are adults (Akimat of the City of Astana, n.d.). Out of these
adults, 19,184 are deemed to be able for employment. Since the implementation of a state
program “On establishing a quota of jobs for the employment of PWDs in the city of
Astana,” 7,026 persons were employed by the end of 2022. Furthermore, 2023 marked a
record high of most PWDs employed — 1,694. Unfortunately, from the beginning of 2024
till the end of the 3rd quarter, highlighted a decline in the employment of PWDs — only 240

employed. The support mechanisms are not showing a positive trend.



Therefore, in total, there are 8,720 disabled employees across the private sector in
Astana. Out of 19,184 employable PWDs, 10,464 are still looking for a job. In other words,
only 45% of PWDs that are able to work have permanent jobs. These statistics include
PWDs with both physical and mental disabilities. The Department needs to find better
solutions to employ the rest of 55% of PWDs.

1.2. Purpose of the Study and Research Gap

According to the introductory interviews with the management of the Department
of Employment and Social Protection within the Akimat of Astana City (hereinafter - the
Department) that develops incentives to promote sustainable employment of PWDs in the
private sector revealed that despite existing subsidies and quota-based incentives, barriers
such as inadequate infrastructure, discrimination, and limited access to training continue to
hinder the employment and retention of PWDs. This study addresses these issues by
assessing the effectiveness of current policies and exploring practical improvements. The
guiding research questions are: How can the Department better address the employment
problems of PWDs, and what measures can stimulate their recruitment and retention in the
public sector at present?

1.3. Significance and Contribution

This study has policy relevance by providing evidence-based insights and
recommendations to strengthen the Department’s PWD employment initiatives. By
identifying systemic challenges faced by both PWDs and employers, the results will
contribute to improving incentive structures and support measures for sustainable
employment. In addition, the study’s findings on employer attitudes and PWDs’
experiences in the workplace can inform private sector policies, leading to a more inclusive
workplace in Astana and potentially across Kazakhstan.

1.4. Scope of the Study

The study focuses on the employment of PWDs in the private sector in Astana, with
a particular focus on the role of the Department. It examines both public sector initiatives
and private employer responses, aiming to cover a broad range of challenges and solutions
in the area of PWD employment. Although the study focuses on Astana, its findings may
be applicable more broadly to urban regions of Kazakhstan. For these purposes, Chapter II

reviews the relevant literature, establishing the global and local context of PWD
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employment and identifying existing research gaps. Chapter III details the research
methodology, including data collection methods, sampling strategies, and analysis
approaches. Chapter IV presents the findings of the study, followed by a discussion in
Chapter V, which explores the key ideas and implications. Finally, Chapter VI offers
conclusions and policy recommendations to enhance PWD employment in the private

sector in Astana.
CHAPTER II: LITERATURE REVIEW

2.1. Historical overview

Before the 20th century the fate of PWDs was predetermined due to feudal and
industrial economies that were largely based on intensive human physical labor. PWDs
were largely excluded from public life and work, relying heavily on family support if they
could not adapt to or overcome their environment. A few exceptional individuals, such as
Helen Keller, who became deaf and blind as an infant, overcame significant barriers by
advocating for inclusive education and inspiring countless children with disabilities
(Waxman & Aneja, 2020). Haben Girma, remarkably the first deafblind graduate of
Harvard Law school, and Black disability rights lawyer, noted that only emphasizing
childhood achievements like Keller’s can lead society to infantilize adults with disabilities,
undermining their aspirations for quality education, employment, and respectful treatment
(Waxman & Aneja, 2020).

The Industrial Revolution brought advances in mass production at high cost to
worker welfare, intensifying after World War I and II when the return of disabled veterans
highlighted the need for social accommodation. Although rehabilitation and job training
programs emerged, social discrimination persisted, affecting not only the disabled but also
those who cared for them, often forcing caregivers to take unpaid leave or reduce their
work hours (Stone & Farley, 1990).

The 1960s civil rights movement marked a turning point when disabled people
joined other marginalized groups in demanding equal opportunity and inclusion in the
workplace, leading to the passage of the Rehabilitation Act of 1973, which prohibited
discrimination against PWDs in federal employment programs and federally funded

programs (ADL Education, 2017).
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In the 1980s, disability rights advocates lobbied for broader protections,
culminating in the Americans with Disabilities Act (ADA) of 1990. The ADA mandated
accessible employment, public services, and housing by requiring private and public
institutions to make necessary adjustments, including restructuring roles, modifying
equipment, and improving physical accessibility in the workplace and public services
(ADL Education, 2017). This shift laid the foundation for inclusive employment practices,
pushing organizations to prioritize equal opportunity for individuals with disabilities across
sectors.

2.2. Policy and Legislative Approaches for PWD Employment

The International Labour Organization (ILO) emphasizes the importance of
comprehensive legislation as a fundamental factor in creating an inclusive employment
environment for PWDs (Stone & Colella, 1996). Effective national organizational laws
influence policies by promoting accountability for creating an inclusive workplace. Many
studies agree that structuring job descriptions to encourage interaction and mentoring
between workers without and those with disabilities can promote inclusivity. Industries that
employ PWDs should assess various characteristics, such as interpersonal skills and
adaptability to the job, to better integrate PWDs into their workforce.

The United Nations Convention on the Rights of Persons with Disabilities (CRPD)
obliges member countries to enact non-discrimination laws and promote the employment
of PWDs. Currently, 119 of the 193 UN Member States have specific anti-discrimination
policies regarding the employment of PWDs (Heymann et al., 2022). More than half of
these countries also offer “reasonable accommodation”, which includes ramps, toilets,
accessible furniture and flexible working hours. Across European countries, having
employment protection legislation has a profound impact on PWDs that are already
employed. However, there are no positive influences on those who are trying to get
employed (van der Zwan and de Beer, 2021). To close this gap social policies should focus
on skills development, assistive technology training, wage subsidies and tax incentives.

Evidence shows that vocational and workplace-based rehabilitation significantly
improves the employment outcomes of PWDs (Dibben et al., 2018). Consistent training is
important as PWDs may require continuous skill strengthening. Effective return-to-work

programmes can help PWDs reintegrate and reduce long-term absences by reducing
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recruitment costs and retaining experienced staff. Wage subsidy programmes are
particularly effective in improving the retention of PWDs and work motivation (Waghorn
et al., 2019). However, not all employers are motivated solely by financial incentives. In
some cases, subsidies do not fully cover the costs associated with inclusive hiring practices
(Baert, 2016).

For example, Kazakhstan focuses its subsidies on infrastructure improvements
rather than direct wage support, funding job accessibility instead of increasing wages for
PWDs. A review of legislation shows that many countries use employment quotas to
encourage the hiring of PWDs. However, in China research shows that this quota system
has not successfully contributed to the development of an inclusive work culture since
employers often manipulate data to meet requirements (Liao, 2020). To address such issues
research suggests that inclusive education should be introduced early to change public
perceptions of disability. The “Two Ticks” campaign in the United Kingdom aimed to
encourage the hiring of PWDs, but was ultimately ineffective due to the prohibitive cost of
accommodations (Hoque et al., 2014). Meanwhile, in India NGOs have played an active
role in advocating for the employment of PWDs. However, their efforts have been limited,
raising questions about the potential benefits of delegating employment initiatives to more
flexible organizations (Benshoff et al., 2014). In Germany, employing PWDs is
economically beneficial for companies due to the tax incentives. Employers who do not
meet quotas for hiring PWDs pay tax penalties, with these funds earmarked specifically for
disability employment initiatives (Taspenova & Satkaliyeva, 2016). German companies
that train and subsequently hire people with severe disabilities can receive subsidies for
both training costs and wages, encouraging a long-term commitment to disability inclusion
(Bundesministerium des Innern, fiir Bau und Heimat, n.d.). Overall, effective legislative
frameworks, supportive policies and financial incentives are essential components in
promoting the employment of PWDs and fostering inclusive workplaces worldwide.

2.3. Global and National Initiatives to Support the Employment of Persons with
Disabilities

Efforts to expand employment opportunities and protect the rights of PWDs are

supported by various international organizations and bodies. Key organizations such as the

International Labor Organization (ILO), the United Nations Disability Program (UN
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Enable), the World Health Organization (WHO) on Disability and Rehabilitation, the
World Bank on Disability, and the International Disability Alliance (IDA) lead the
advocacy of inclusion policies and provide significant support to related initiatives. In
addition, private sector-focused organizations such as Leonard Cheshire and regional
networks such as the European Disability Forum (EDF) and Disabled People's International
(DPI) contribute to local and global efforts to improve access to employment for PWDs.

These organizations approach the employment of persons with disabilities from two
angles: advocacy and practical support. For example, the ILO provides educational
guidance that highlights eight key components that are critical to creating equal workplaces
for PWDs: equal opportunity, non-discrimination, reasonable accommodation, an inclusive
workplace culture, access to training, adaptability, awareness, policy advocacy and legal
protection (ILO, 2011). By focusing on each component they aim to create an enabling
environment that empowers both workers and employers.

Despite such initiatives, national contexts can present challenges. In Kazakhstan,
research by Abdisheva and Yerbolatova (2018) shows that social benefits sometimes deter
PWDs from entering the labor market, with a significant proportion choosing not to work.
Alayev (2016) further highlights a survey conducted by the NGO Namis in Almaty that
found that 30% of PWDs do not want to work, with 10% citing medical reasons. Of those
interested, 60% could take on less physically demanding roles, 20% could work in
vocational training, and another 20% could pursue higher education for career-oriented
roles. However, the lack of detailed information about the sample limits the validity of the
survey.

2.4. Modern approaches and programme support

Innovative approaches are now becoming increasingly valuable in facilitating the
employment of PWDs, turning disabilities into assets. Companies such as Auticon leverage
the strengths of autism consultants in data analysis, who excel at identifying patterns and
maintaining focus, giving a competitive advantage in quality assurance and cybersecurity
(Alemany, 2023). Similarly, the UK's Government Communications Headquarters unit of
the British Intelligence Service (GCHQ) benefits from a large number of dyslexics skilled
at spotting data anomalies, demonstrating the potential of neurodiverse talent in specialist

tasks.
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Other companies are adapting the work environment to improve the lives of PWDs.
For example, C&W Services Singapore has launched the LEAD initiative to create
barrier-free offices and provide tailored training, resulting in a more inclusive work
environment (Kalra, 2023). Career development programmes such as Zains graduate
training and Unilevers disability inclusion programme take these norms and accessible
workplaces into account, fostering a supportive culture for PWDs (ILO, 2023). Despite
these achievements, current barriers include strict working conditions that often limit the
ability of PWDs to contribute fully. Research shows the need for geographic support
opportunities and resources to unlock the potential of PWDs (Sehnbruch et al., 2004).
While these examples mostly reflect developed economies, some inclusive models require
resources that smaller companies may not have. In such cases, funding from government or
international grants may be a viable solution.
2.5. Challenges and barriers to employment

Despite support being provided PWDs in Kazakhstan continue facing numerous
barriers to employment. Public awareness of PWD issues has improved through media and
social platforms, with more emphasis on removing barriers rather than charity. Government
initiatives such as referring PWDs to social jobs and aiding organizations created by
associations for PWDs support the employment of PWDs (Taspenova and Satkaliyeva,
2016).

The Social Code of the Republic of Kazakhstan (2023) establishes employment
rights for PWDs, setting a job quota of 2-4% in organizations with more than 50
employees. Recent reports indicate that over 34,000 PWDs have benefited from
employment measures, although only 25% are currently employed, highlighting the
inclusiveness gap (OHCHR, 2024). To bridge this gap, programs such as Damu-Komek,
aimed at promoting entrepreneurship among PWDs, and other short-term training
initiatives under the National Entrepreneurship Development Project have been introduced.

In addition, the government provides jobs by offering subsidies of up to 300 MCI to
employers for necessary adjustments. Wages in these allocated jobs are subsidized for three
years. However, financial constraints for employers and limited benefits for organizations

hiring PWDs remain. These factors, coupled with the low employment rates of PWDs,
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highlight the challenges in translating policy measures into sustainable employment
outcomes (Electronic Government of Kazakhstan, n.d.; Aukenov, 2022).
2.6. Theoretical Framework

The study employs the logic model since it enables systematic examination of how
resources from the Department, such as subsidies and training programs, stimulate specific
activities, such as inclusive hiring practices and workplace accommodations. The model
allows for the assessment of the immediate outcomes of these activities (e.g. employment
growth) and their broader outcomes, such as improved job retention for persons with
disabilities, thereby offering insights into the creation of a sustainable inclusive
employment environment. The logic model framework has been successfully applied in
various fields, including employment research. For example, Alwell and Cobb used the
logic model to analyze and develop policy recommendations for transition programmes for

youth with disabilities (2009).

CHAPTER III: RESEARCH METHODOLOGY

3.1. Data and Sample

This study focuses on understanding the employment challenges faced by PWDs in
the private sector in Astana. The primary respondents are PWDs actively seeking
employment, representatives of the Department, and private sector employers. Additional
participants include representatives of the Center for Labor Mobility. The main goals of the
Center is to provide labor mediation and services for citizens and employers, implement
active measures to promote employment, and organize social protection against
unemployment. These diverse perspectives provide both structural and experiential insights
into the factors that influence the employment and retention of PWDs in the workplace.
3.2. Research Design

To effectively address these challenges, the research adopts a mixed-methods design
combining both quantitative and qualitative research methods (Appendix 1). This
combination allows the study to capture the scope of employment challenges, patterns and
trends through surveys, as well as gather nuanced insights and understand the underlying

causes of these challenges from interviews. By combining these approaches, the study
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provides a deeper understanding of the barriers to employment for PWDs and highlights
areas for improvement in current policies and practices.
3.3. Operational Implementation

The study examines the key concepts of employability, workplace accessibility, and
job retention for individuals with disabilities. Employment was measured by assessing
employment levels, retention, and support systems in the private sector. Workplace
accessibility and adaptation practices were assessed based on the availability of
infrastructure, necessary tools, and supportive policies identified by both employers and
individuals with disabilities. Job retention and inclusion were analyzed through feedback
on satisfaction with the work environment, job security, and the quality of available support
systems.

3.4. Data Collection

A combination of surveys, interviews, and document analysis were used to collect
data to ensure a thorough examination of the topic. Quantitative data was collected through
survey questionnaires (Appendix 2) distributed to PWDs to gain insight into hiring
practices, workplace changes, and job satisfaction. These data were analyzed to identify
key trends and relationships. Table 1 shows key demographic characteristics of the PWD
respondents. The ‘Disability Group’ variable refers to the disability that hinders PWD’s
ability to work. While ‘Group 1’ signifies the inability to work due to heavy disability,
‘Groups 2 and 3’ signify the ability to work differing in the extent of the disability itself.
The decision to categorize a PWD into a numbered ‘Group’ is made by the medical
institutions.

Qualitative data collection included semi-structured interviews (Appendix 3) with
employed PWDs, private employers and public sector managers to gather detailed
information on the personal experiences and structural barriers to the employment of
PWDs. The interviews were conducted with 5 different private companies (working in
financial, retail, IT, pharmaceutical, and light industries), and 2 state agencies (Department
of Employment and Social Protection, and Center for Labor Mobility). In addition, a
document review of government reports, annual publications and NGO reports was

conducted to provide context on existing policies and initiatives.
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Table 1

Demographic Characteristics of Unemployed and Employed PWDs.

Variable Frequency (n = 26) Percentage (%)
Gender
Female 10 38.46
Male 16 61.54
Age Range
19-29 4 15.38
30-39 6 23.08
40-49 11 42.31
50-59 5 19.23
Marital Status
Single 12 46.15
Married 9 34.62
Widowed/Widower 5 19.23
Housing Stat
Renting Apartment 12 46.15
Living with Parents/Relatives 9 34.62
Owning Apartment 5 19.23
Education Level
Primary 3 11.54
Secondary 14 53.85
Higher 8 30.77
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Other 1 3.85

Disability Group

Group 1 3 11.54
Group 2 7 26.92
Group 3 16 61.54

3.5. Data Analysis Methods

The data analysis combined quantitative and qualitative approaches. Quantitative
data were analyzed to assess the effectiveness of employment outcome subsidies and to
examine patterns in the retention of people with disabilities in employment. For qualitative
data, a thematic analysis of interview transcripts was conducted to identify recurring
themes, challenges and attitudes regarding the employment of PWDs and workplace
inclusion. This approach provided context for interpreting the quantitative results and
helped develop targeted recommendations.
3.6. Ethical considerations

The study adhered to strict ethical standards throughout data collection and analysis.
Prior to participation, all respondents were provided with an information sheet explaining
the purpose of the study, the voluntary nature of participation, and their right to withdraw at
any time. Consent (Appendix 4 and 5) from participants were obtained and all identifying
information was anonymised during data analysis. Data was stored securely and was only
accessible to authorized members of the research team. Additional protocols were followed
when interviewing persons with disabilities to ensure a respectful and supportive
environment for sharing experiences, and sensitive topics were handled with care to
prioritize the comfort and well-being of participants.
3.7. Limitations

A potential limitation of this study is its reliance on data provided by the
Department, which may impact the sample and background. However, one of the Group’s
members was fortunate enough to have a family relationship with the Deputy Director of

the Department. This allowed the Group to get a broader perspective on the employment
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challenges of PWDs and identify potential solutions to improve their employability.
Additional limitation includes a limited sample size of the employed and unemployed
PWDs due to many of them refusing to participate in the research. Lastly, another
limitation is self-report bias of the employers because they receive subsidies from the
Department and therefore would potentially deny any flaws in the state’s support

mechanism.

CHAPTER 1V: FINDINGS AND RESULTS

4.1. Program design for sustainable employment of PWDs: Current approaches and
future directions for development

Two interviews with the state body representatives provided an in—depth
understanding of Akimat’s performance in achieving the employability of PWDs in the
private sector. The use of a quota system, subsidization of companies to build
infrastructure, and involvement of PWDs within the national program of Bastau Business
are the three main mechanisms used to tackle the issue. In addition, recently the
Department of Akimat launched an online platform, “Atlas of Recommended Professions
for Disabled Persons” (hereinafter - Atlas), that recommends different professions for the
unemployed PWDs. In Akimat’s view, these mechanisms will be able to address the lack of
qualifications among disabled people and of availability in workplaces, unpreparedness of
employers as well as failure to fulfill the quota of workplaces for disabled people. Akimat
has offered solutions to tackle these issues and grouped them into 4 main objectives, each
having its own effect.

Objective 1. Train PWDs into qualified personnel for the labor market. Atlas
will be updated on a constant basis with current trends in the market, new professions
available, and disabilities present within the population. In addition, the Akimat aims to
provide access to higher education by increasing the quota for educational grants for PWDs
to 2% (from 880 to 1,760 places) and adapting educational institutions to the needs of
PWDs. The effect of this prepares PWDs for the labor market through the increase of the
share of universities that have created conditions for inclusive education.

Objective 2. Increase the number of effectively adapted workspaces for PWDs

in accordance with modern trends. Akimat will continue subsidizing employers' costs for
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equipping the workplace and building the infrastructure for disabled people. However, the

improvement will be made in simplifying the bureaucratic procedures to create a faster and

more efficient process in financing private companies. In addition, the Akimat aims to

force construction companies to build accessible buildings from the start. Once a

construction project starts, the Akimat will have the authority to halt the construction if
accessible infrastructure for PWDs is not considered. This will eventually decrease
subsidization of private companies over time. The effect of this will influence private
companies and construction companies to start being aware and mindful of adapting the
environment, and workspaces in particular, for the vulnerable segments of the population.

Objective 3. Improve the selection and retention strategies of employers
exerted upon the employees. The Akimat believes a state social order must be changed in
terms of training. The government wants to slowly relieve itself from the provision of
public services. As the new trend of New Public Management becomes apparent amongst
developed nations, a lot of public services are now being provided by private companies
without the intervention of the government. Even though the employability of PWDs is a
sensitive subject, and carries a lot of accountability to handle it, the Akimat believes
training of PWDs should eventually rest on the shoulders of private companies. This can be
done by increasing payment for services of private HR agencies from KZT 100.000 and
above. HR agencies should become more practical and hold more value in training their
employees including PWDs for further development. The effect of this will change the
approach of employers to PWDs, and have a positive influence upon the PWDs to become
more competitive.

Objective 4. Reform of job quotas due to the lack of influence exerted upon
employers to hire PWDs apart from the subsidies. The representative of the Akimat said
that only 30% of quotas were fulfilled in employing PWDs in the private sector last year in
2023. The reform should consider the creation of a fund that will have its shareholders to
finance small-to-medium sized enterprises for business development. One of the
requirements will be to fulfill the quota of employing PWDs. This means that a start-up
venture that will get financing for its growth and development must have PWDs working as
employees. The effect of this will increase the employment of PWDs by several tens of

thousands in various sectors of the economy, and have them learn the characteristics of
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doing business from ground zero. They will have more valuable experience in establishing
a new small business as well as growing it into a bigger organization.
4.2. Perception of Private Companies about PWD Employment and Challenges
The five interviews with Private Companies provided valuable insight into the
employers’ understanding of handling employability of PWDs. It is clear that companies
are making use of the subsidies provided by the Akimat to buy assistive technologies and
build comfortable infrastructure for their employees. Businesses are concerned with
making the most profit out of their products and services. Therefore, the employers want
their employees to be as efficient and effective as possible. The interviews highlighted two
important patterns, which are employers’ perception of PWD employability (listed in
bullet points) and tools bought for assistance (numbered below). The overarching factors
that employers believe are most important to generate effective performance from PWDs
are:
o Creation of accessible and inclusive work environment;
e Constant surveying to measure employee satisfaction for understanding what needs
to be improved;
e Training of line managers to mentor and teach PWDs on work processes;
e Diversity and positive engagement of the collective to support PWDs;
e Value of motivation that brings out retention in keeping PWDs employed.
Employers share a general understanding of shifting the mindset of society. The
hardest part is taking a chance on PWDs, which might bring the risk to the success of their
business development. In order for PWDs to be most useful at work, employers provided
the following:
1. Separate office space to freely complete online training courses without distraction
from other employees;
Special headphones and an ergonomic vertical optical mouse;
Height-adjustable work tables;

Wide doorways and ramps;

A

High—quality hearing aid of Vibration system.
All of the employers agreed that the toughest part for them was not knowing how to

communicate with PWDs. At the beginning, it was hard for them to balance their own
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emotions in either hiring or firing PWDs. The uncertainty of PWDs’ reactions to the way
colleagues might speak to them brought lack of confidence to the employers. This would
disbalance the working environment between different groups and eventually affect the
work function. However, an important thing that every employer highlighted is the passion
for doing an ethical action.
4.3. Perception of PWDs about employment support and challenges

The survey is divided into three different sections. The purpose of the first section
is to collect general information about the PWDs. The second section is designed for the
ones who are not employed. The third section is designed for the ones that are employed.
The survey consists of 26 respondents and exerts some trends.

In general, the biggest majority response (17 out of 26) to a question was the need

for vocational training as shown in Figure 1.

Would you like to undergo vocational training?
22 responses

® Yes
® No

| don't know

Figure 1. Survey response from PWDs if they would like to undergo vocational training.

Most of them either want a hybrid work week with a part-time workday, or a completely
remote type of job. This shows that the employer must be aware of the stress the PWDs
undergo during their job duties. Just like people with no disabilities, PWDs also advocate
for a flexible work schedule to enjoy a healthy work-life balance. These issues affect all of
the employees around the world.

It is pleasing to see that PWDs actually know what type of profession they want.
All of them provided specific answers about the kind of occupation they see themselves

working in. Most of them also want a salary worth more than KZT 250,000. This shows
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that PWDs are optimistic about the opportunities they can get from an employer and do the
job that brings in a good amount of income. Most of the PWDs are willing to improve
qualifications in their professions. Figure 2 depicts that infrastructural barriers are the

biggest challenge faced during their job search.

Please rate the following factors as challenges you face in your job search. Please select all that
apply

22 responses

Negative attitude of employers
towards people with disabilities
It is difficult to find a job that
meets the needs of disabilities
Lack of awareness of employers
about your skills and qualificati...

5 (22.7%)
3 (13.6%)
1 (4.5%)

Infrastructural barriers 13 (59.1%)

Difficulty in being considered

2 (9.1
during an interview (0-1%)

Lack of available jobs 8 (36.4%)

Figure 2. Survey response from PWDs with rating of challenges during the job search.

Even though there are subsidies for private companies to build infrastructure for PWDs to
feel comfortable at the workplace, barriers are still present affecting the attitude towards

the work environment they strive towards. Figure 3 proves this pattern even further.

Have you encountered any of the following physical barriers in the workplace? Please select all that
apply

16 responses

Lack of adequate entrances 7 (43.8%)

Insufficient number of parking

3 (18.8%)
spaces

Difficulty navigating inside the

0
workplace 10 (62.5%)

Inadequate toilets 1(6.3%)

Figure 3. Survey response from PWDs on physical barriers they face(d) at work.
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Another important factor that is failing employers in achieving a positive response
from previously employed PWDs is the fact that assistive technologies are not always

being bought for them to perform effectively as shown in Figure 4.

Have you requested any of the following accommodations from your employer? Please select all
that apply

15 responses

Flexible work schedule

Assistive technologies 11 (73.3%)

Different task assignments

Adjustments to the physical
space in the workplace

Career growth and opportunities

0.0 12.5

Figure 4. Survey response from PWDs on accommodation request to employer.

Figure 5 reiterates this perception.

Please select the following factors as challenges you face in your current job. Please select all that
apply

15 responses

Physical accessibility of the
workplace

8 (53.3%)

Lack of support from colleagues 4 (26.7%)

Difficulty in accessing equipment
or technologies

Limited opportunities for
development

11 (73.3%)
2 (13.3%)

Unpredictable work schedule 3 (20%)

Ineffective communication with
managers

0.0 25 5.0 7.5 10.0 125

1(6.7%)

Figure 5. Survey response from PWDs on challenges they face at work.

Apart from the need to have professional training on the job, PWDs also require

mentoring programs as illustrated in Figure 6.
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Have you had access to any of the following training and development opportunities? Please select
all that apply

16 responses

Online courses

In-person seminars

On-the-job training 8 (50%)

Mentoring programs 12 (75%)

0.0 25 5.0 7.5 10.0 12,5

Figure 6. Survey response from PWDs on accommodation request to employer.

Studying for a specific program and obtaining a professional certificate will improve their
working abilities. So, they feel more confident in doing their job. Most of the PWDs also
expect the government to find a suitable work position for them. They understand that
constant financial support is not enough. They expect that the government can analyze their
job possibilities by making a critical assessment of their skills and abilities to perform a
certain job.

The employed PWDs all agree that they need good infrastructure built at the
company for them to be able to do their job. They also prefer flexible working hours, and
urgently want education/training seminars at their workplace to help them learn more and
gain additional skills for positive job performance. It is interesting to see that the employed
PWDs keep some opinions to themselves and perhaps refuse to say the whole truth about
their workplaces. Perhaps, they do not want to say some negative aspects about their
employment because they want to keep a good relationship with their employers and
colleagues. During the interviews it seemed they were afraid to notify any wrongdoings at
their workplace. However, on the other hand, unemployed PWDs who had worked
previously and are jobless right now are much more open. They freely express their

negative feelings towards their ex-employers and are not afraid to admit negative truths.
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CHAPTER V: DISCUSSION
5.1. Application of Conceptual Framework - Logic Model to the Findings

The findings from interviews and surveys showed general patterns and disparities
between the stakeholders of the research. Figure 7 represents the application of conceptual
framework - logic model to the initiatives and activities developed and implemented by the
Akimat. The thematic analysis of the interviews with the representatives of three groups of
stakeholders - the state bodies, the employers, and the PWDs indicated that activities and
outputs do not lead to the expected outcomes. As findings show, the primary reason is
failure to retain the PWDs employed. In other words, all activities employed lead to
short-term results only but are not effective to observe long-term positive impact.

Therefore, the Group highlighted three challenges that target omissions in the objectives

suggested by the Akimat.
=
bl Activities §  Outputs 1. Improved 1. Development Jili 1- Development B 1 inclusive
1. Build S mobility, of a more of a more society aligned
1. Subsidies for} { inclusive i1. Tangible accessibility, qualified, qualified and with
private sector infrastructure lassets created and job competitive competitive international
employers and acquire {(e.g., assistive satisfaction PWD workforce il PWD workforce standards
assistive idevices, among PWDs
2. Online Eckuclogles iadapted _Z.Jncreadsed 2. Increased
latform H 2. Enhanced job independaence automated
e 2. Developana {iwerkelaces) et and self- i
implementation i OVersee ATLAS & 5 Nymber of accuracy and sufficiency options for
platform for iPWDs labor market among PWDs PWDs
3. Employment i ggmlﬂoy.dm insight '
quotas set by BB/t {ATLAS 3 E(:Ionomlct
overnment § evelopmen
9 i;:a\?i?yiﬂonal SANUmberor with enhanced
development iiobs allocated PW?Ab i
.pending ;# ifor PWDs ) contributions

External Influences & Outside factors

1. Economic conditions affecting job availability
: 3. Legislative changes or policy shifts

| 2. Social attitudes and cultural perceptions towards PWDs
| 4. Technological advancements or limitations :

Figure 7. Logic model of inputs and activities developed and implemented by the Akimat.

5.2. Challenges in Enhancing Employment Opportunities for PWDs

Challenge 1: The Efficacy of Subsidy Programs in Facilitating PWD Employment

The subsidies provided by the Akimat to cover employers’ costs in buying assistive
technologies and building the infrastructure is the most used mechanism to employ PWDs.
As witnessed from the interviews with private companies, employers are generally

concerned with the creation of an accessible and inclusive environment for its employees.
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However, this scheme does not satisfy PWDs as seen by the survey. They still feel
uncomfortable at work due to negative attitudes from colleagues and do not attain
satisfaction from their work. Employed PWDs mention that private companies use these
subsidies at a bare minimum because they are more concerned with having additional
money from the Akimat to finance infrastructure that is not directly affecting the
comfortable environment of PWDs. In 2024, only 62 subsidized jobs were created for
PWDs to significantly expand their employment opportunities. It can be speculated that
private companies use the money from Akimat in other ways rather than fully spending it
on the PWDs themselves. Eventually, PWDs leave their work because they don't get the
advantage from built infrastructure. Simplifying the bureaucratic process for private
companies to obtain subsidies quicker might be a misstep for the Akimat. The subsidies
might get misused by the employers for personal benefit of their own companies rather
than the PWDs.
Challenge 2: The Risks of Privatizing PWD Training in a Developing Context

Furthermore, Akimat’s vision to allow the privatization of PWD training and let go
of that responsibility in the future might be the wrong direction for a developing country. It
seems hard to believe that private companies are ready to take the accountability upon
themselves to properly train and develop the skills of PWDs. There still has to be strong
supervision and enforcement on private companies to genuinely take care of their
employees, especially PWDs. The survey shows that there is a weak network of PWDs.
They do not have any form of contact between themselves, which can have negative
consequences if the Akimat chooses to let go of the provision of training to the private
sector. The voices of PWDs will be even more silenced. On top of that, the HR departments
are not fully qualified to train their own employees. Relying on HR agencies to develop
training and mentorship programs might be too early without the adoption of international
standards and expertise. Vocational training is the most desired need for PWDs in order to
increase competitiveness in the labor market and self-development.
Challenge 3: The Positive Impact of Inclusive Practices and Cultural Mindset on
PWD Employment

On the other hand, there are positive consequences that arise from the findings. The

inclusive culture at work must be at the forefront of every private company’s corporate
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responsibility. One colleague even learned sign language to help the PWD feel more
comfortable and inclusive. Such positive gestures have to be motivated by the employers
by promoting the company’s guidelines and ethical rules. Motivating employees to be more
aware of the disabilities that their colleagues have will have a positive impact on the
well-being of PWDs. The employers have to force line managers to think differently. Line
managers are in charge of their subordinates. They are there not only to control their job
performance, but they are also to guide and mentor them. That is why they have higher
salaries and more control over their departments. They must be held accountable to
properly teach PWDs on how to properly fulfill an assignment. As one employer
mentioned that it is all about mentoring and teaching. PWDs are capable of working at the
level of an average employee if they get such opportunities.

Challenge 4: Leveraging Technology to Match PWDs with Suitable Jobs

Another positive aspect of the survey is that unemployed PWDs know exactly in
which profession they want to work in. They know exactly in which position they see
themselves working in. PWDs also have a preference in working part-time or remotely.
Flexible working hours can be very beneficial for their performance. Part-time business
day or week are the two most preferable options chosen. Also, unemployed PWDs wish to
have an adequate salary and are willing to be paid minimum wage. These criterias are
integrated into the Atlas. The platform suggests different professions for PWDs based on
their disabilities showing the working schedule and salary wage. The awareness of PWDs
to dictate their terms and conditions makes it easier for the platform to succeed.

According to official data, the measures of quota, grant and training support
programs show mixed results. Local executive bodies set quotas at the level of 2% to 4% of
the total number of jobs in organizations depending on their size and number of employees.
However, only 30% of all quotas were fulfilled in 2023. Grants of up to 400 MCI have
been introduced for PWDs, their spouses as well as for those who are raising a child with a
disability. Receiving grants is accompanied by mandatory training on entrepreneurship
under the Bastau Business project. The training takes place in a digital format on a
specialized online platform. It covers the disciplines on the basics of business management,
financial literacy, marketing and legal regulation. In 2024, 195 PWDs participated in these

trainings, and 741 grants were issued to PWDs so far.
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CHAPTER VI: CONCLUSIONS

6.1. Policy Recommendations

The discussion allows us to offer policy recommendations for the Akimat to
improve already established solutions. The aim of three policy recommendations is to
achieve short-term impact upon the already established initiatives of the government rather
than achieving long—term changes that are costly and take time to realize. The idea is that
these short-term wins for the different stakeholders will eventually influence the
long-term reforms and changes in education, labor unions, and HR developments.

Policy recommendation 1: Transfer the subsidization of employer’s cost from
building the infrastructure to vocational training conducted by experts specializing in
disability developments. The research findings showed that private companies heavily
rely on money provided by the Akimat to build infrastructure for their workplace. External
audits have to be conducted to check the appropriateness of such financing. There is
skepticism that the money is being misused for other purposes. Interviews with Akimat and
survey of PWDs show the urgent need to train and develop PWDs into competitive
laborers.

It is very promising to finally witness developments in the national legislature that
will allow the Akimat to finally supervise the construction of business centers and enforce
the rules concerning infrastructure for PWDs through feasibility studies of any project.
Additionally, since education is an important prerequisite for every human being to be
successful in their careers, the Group suggests focusing on specific industry based
vocational learning rather than reforming primary, secondary and higher education. Such
educational reform that will provide specific type curriculums for PWDs is a much longer
and costly process. It would be logical to test vocational training first, before improving the
education system as a whole in the long-term.

Policy recommendation 2: Develop the platform Atlas by implementing a
marketplace in which a network of all employed and unemployed PWDs can connect
with HR departments of all private companies. Currently, Atlas offers a good basis for
the PWDs to register, and identify a profession most suitable for them that is filtered by

their disability. The next stage allows them to get informed with the job description, and
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suggests the required training certificate needed for a stronger application. Finally, Atlas
redirects the PWD applicant to the webpage of the company to apply.

The Group suggests this platform to be developed into a marketplace that will
provide additional benefits. First of all, each PWD will have the ability to create his/her
own profile. The profile will consist of a resume, and social aspects. It can mimic the
characteristics of Facebook and LinkedIn, in which they will have a more social outlook of
their profile (their interests, hobbies, photos, videos, likes and comments). Apart from the
main page of their work experiences and education, PWDs will have the ability to connect
with HR managers directly. Each private company will have one HR manager that will
create his/her own profile to be aware of all potential employees. The marketplace can
accept voluntary donations from private companies, as well as generate money from
advertisements on the website, for the financing of various PWD events. These events can
take the form of workshops, seminars, and social gatherings for PWDs to come together
and develop valuable relationships. The marketplace can also implement machine learning
and generative Al tools to establish a chatbot that can guide PWDs with any issue raised by
them. This chatbot can automate HR services that can offer online training and surveys to
understand the general perception and attitudes of PWDs about work, life, and if any of
their concerns are not being addressed.

Policy recommendation 3: Launching a pilot project on establishing a
mentorship program based on specific industry knowledge that is overseen by
ministries of different economic sectors. This program will develop future employees
towards smoother integration into the workplace and maximize productivity. Since the
government regularly intervenes in the private sector to adjust economic growth and
development, mentorship programs from the public sector will benefit the competitiveness
of PWDs. The effect of this is to shift a common cultural mindset that the government will
always be able to help you even if you are unemployed. PWDs must eventually change
their perception of this and strive to achieve a better standard of living by themselves.

6.2. Application of Conceptual Framework - Logic Model to the Policy
Recommendations
To check the applicability of the proposed Policy Recommendation the Group filtered

them through the conceptual framework - logic model. As shown in Figure 8, in the Inputs
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section, in addition to infrastructural and procedural measures, training and workshops
were added for both PWDs and their employers, since both groups of stakeholders face
communication barriers and prejudices that hinder objective perception of each other and
effective work. If established and implemented, we, therefore, can expect that more PWDs
will be able to keep their jobs and become part of the workforce for the long term. In the
long term, reallocating budgets, directing tax funds from companies that cannot employ
PWDs, to vocational trainings as well as to transform the Atlas into a means of community
building, will help lay the foundation for more long-term and fundamental changes such as

changing cultural perception, mindset, education and labor code reform, for example.

CoeeY C )

EEULS Outputs Transfer Improvements Educational 1.Sustainable
subsidy focus in workplace reform, labor employment for
1.Government training, 1 ned to vocational accessibility union reform, PWDs
funding "¢ ipwps training, and PWD job HR reform
transform satisfaction 2. Enhanced
:g’;::::g 2Infrastructure : ATLAS into a workplace
« rkpl marketplace, inclusivity
3.Job placement 1§ processes, et laUINCh &
services mentorship 3. Increased
) pilot project private sector
i o 1 commitment to
adap!a!lon & PWD
subsidies incentives,
5.HR agency employment

incentives

6.Business
development fund

.
..,

External Influences & Outside factors
1. Economic factors affecting job market

2. Public perception and social attitudes toward PWDs
*.. 3. Legislative changes at the national level y

Figure 8. Logic model including policy recommendation of the Research.

This cultural shift will have a long-term effect on the next generation of PWDs. With
the constant aid of legal reform and change in social norms, eventually employers will
move away from perceiving PWDs as disruptive to operations and time-consuming. Strong
disability rights and potential labor unions will advocate for training and enforcement of
strict regulations that will promote the improved skills of PWDs. Eventual educational
reform and developments in the field of HR will transform the government to be more
confident in the capabilities of PWDs and strengthen the ethical obligation of private

companies to employ them.
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The current dominant policy is two-fold. On the one hand, the government
subsidizes private companies to build special infrastructure at their workplace for PWDs,
and on the other hand, the government provides monthly loans for the unemployed PWDs.
Such financial support measures clearly lack efficiency, and are not monitored well
enough. Private companies promise to hire more PWD just to obtain additional funding
from the government. Unemployed disabled persons refuse to actively search for jobs
because they receive financial relief. The reality of the current system forces us to offer
new solutions that will effectively make use of financial measures towards the
improvement of employability of disabled persons. Achieving a better quality of life for the
socially vulnerable segments of the population has to be a priority if we want to reach the
aim of democratic future and reduce the challenges faced in establishing an equitable
environment for all.

The notion of ‘disabled” must be changed. PWDs are ‘able’. They have potential to
contribute towards the labor force and generate national income. Unfortunately, their
inclusion in our society is overlooked. They work in shadow economies and aren’t
considered to be valuable enough for the country’s progress. Such prejudice restricts their
merit and doesn’t provide a single chance of being considered. By changing the access to
financing, and focusing towards knowledge as well as skills development, we can
collectively improve public perception and global socioeconomic performance. Overtime,
the Group shifted its notion of victimizing PWDs into believing that their disabilities are
mere distractions from achieving success. The spark that began such thinking came from
one interviewed CEO who told us to stop calling them ‘People with Disabilities’. He kindly
asked us to refer to them as ‘People with Defined Abilities’.
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APPENDICES
Appendix 1

Quantitative Methods Description
Quantitative method: Survey of employers in Astana's private sector.
e Target population: Businesses of various sizes and industries within Astana.
e Sampling: Aim for a representative sample using either:

o Random sampling: Every business has an equal chance of being selected.

o Stratified sampling: Divide the businesses into subgroups (e.g., industry
size) and ensure proportional representation from each subgroup in the
sample.

e Data collection: Online survey tool (Google Forms and paper-based form).
e Survey content: The survey will gather information about:

© Number of PWDs currently hired;

o Employer attitudes towards hiring PWDs;

o Barriers faced by employers.

Qualitative Methods Description
Qualitative method.: Interviews
e Participants:
o Disabled job seekers in Astana;
© Human resources staff from private companies;
o Representatives from the Department supporting PWDs.
e Data collection: Semi-structured interviews conducted in-person or online
separately from each other.
Qualitative Data Analysis
e Data from interviews will use thematic analysis to identify recurring themes and
patterns across the interview transcripts.
e Transcription: Transcribe all recorded interviews to create a text-based dataset.
e C(Coding: Read through the transcripts and assign codes to segments of text that
capture key concepts or ideas.

e Theme Development: Group similar codes together to develop broader themes that
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represent the core findings from the interviews.
e Data Interpretation: Analyze the identified themes and how they relate to the

research.
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Survey Questionnaire for Employed and Unemployed PWDs

Interviewer: Ainur Yesbossynova

Appendix 2

Questions

Answers

SECTION 1 - For All PWDs

Gender
1 =Male

2 = Female

Age

1 =up to 18 years old

2 =from 19 to 29 years old
3 = from 30 to 39 years old
4 = from 40 to 49 years old
5 = from 50 to 59 years old

6 = over 60 years old

Marital status
1 = Married
2 = Single

3 = Widower/widow

Living situation

1 = Separately, I have my own apartment/house
2 = Separately, | rent an apartment/house

3 =1 live with my parents/relatives

4 =1 live in a social institution

5 = Other, please specify

Disability category
1 = Group 1
2 = Group 2
3 =Group 3
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Please specify the type of disability

Are you disabled since childhood?

1 = Yes
2 =No
Education

1 = Pre-school education and training
2 = Primary education

3 = Secondary education

4 = Higher education

5 = Postgraduate education

6 = Other, please specify

Are you currently studying?

1 = At an institute

2 = Professional certification

3=No
Do vou have work experience?
1 = Yes
2 =No

If yvou had to change jobs, what was the reason?

Are you currently employed?

1 =Yes
2 =No

Do you require employment/change of job?
1 = Yes, I need a job

2 = Yes, I need a change of job
3=No

SECTION 2 — For Unemployed PWDs

What are the main reasons for searching for a job?
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In which profession would you want to work?

Length of time you searched for a job

1 = Less than 6 months

2 = From 6 months to 1 year
3 = More than 1 year

4 = More than 2 years

5 = Not searching for a job

What monthly salary do you expect?
1 = Up to 50 thousand tenge

2 = Up to 100 thousand tenge
3 = Up to 150 thousand tenge
4 = Up to 200 thousand tenge
5 = Over 200 thousand tenge

Would vou like to work? Please select all that apply

1 = Full-time day, full workweek

2 = Full-time day, part-time workweek
3 = Part-time day, full workweek

4 = Part-time day, part-time workweek
5 = Remote

6 = In shifts

7 = Other, please specify

Would you like to undergo vocational training?
1 = Yes
2 =No

For what purpose would you like to undergo professional training or retraining?
Please select all that apply

1 = For the purpose of employment
2 = To obtain a new profession/specialty

3 = To improve qualifications in your profession
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4 = To increase the level of education
5 = For personal development

6 = Other, please specify

What kind of help would you like to receive from the government first?
Please select all that apply

1 = Selection of a workplace

2 = Professional training

3 = Assistance in opening own business

4 = Professional guidance

5 = Professional guidance

6 = Other, please specify

Please rate the following factors as challenges you face in your job search
Please select all that apply

1 = Negative attitude of employers towards people with disabilities

2 = It is difficult to find a job that meets the needs of disabilities

3 = Lack of awareness of employers about your skills and qualifications
4 = Infrastructural barriers

5 = Difficulty in being considered during an interview

6 = Lack of available jobs

7 = Other, please specify

Did you receive any help in finding a job?

Please select all that apply

1 = Vocational training or advanced training programs
2 = Assistance in writing a resume and cover letter

3 = Seminars on preparing for interviews

4 = Assistance in finding employment opportunities

5 = Connection to employer support programs

6 = Other, please specify

Please describe in your own words the biggest challenges you face when looking

for a job
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Do you believe that job application and interview processes are accessible to

individuals with disabilities?

Have vou encountered any negative assumptions or stereotypes about your

abiliti as n r disability?

Do you feel that vour skills and qualifications are adequately considered by
potential employers?

Have you had opportunities to network with other people with disabilities who

are looking for work?

What recommendations would you offer to improve the job search experience for
unemployed people with disabilities?

Ls there anything else you would like to share about your experience?

SECTION 3 - For Employed PWDs

What is your position?

What industry do you work in?

If vou want, please state the name of the company vou work for (if yvou don't

want. you can skip the question)

How long have you been working in your current position?

1 =up to 6 months
2 =upto 1 year

3 =up to 2 years

4 = up to 3 years

5 = more than 3 years

Have you encountered any of the following physical barriers in the workplace?
Please select all that apply

1 = Lack of adequate entrances
2 = Insufficient number of parking spaces
3 = Difficulty navigating inside the workplace

4 = Inadequate toilets

44



5 = Other, please specify

Have you requested any of the following accommodations from your employer?
Please select all that apply

1 = Flexible work schedule

2 = Assistive technologies

3 = Different task assignments

4 = Adjustments to the physical space in the workplace
5 = Career growth and opportunities

6 = Other, please specify

Have you had access to any of the following training and development
opportunities?

Please select all that apply

1 = Online courses

2 = In-person seminars

3 = On-the-job training

4 = Mentoring programs

5 = Other, please specify

Have vou encountered any of the following barriers to advancement or career

rowth?
Please select all that apply
1 = Lack of awareness of my abilities
2 = Assumptions about my limitations
3 = Unreasonable expectations
4 = Job satisfaction and well-being

5 = Other, please specify

How satisfied are you with your current job?
1 = Very satisfied

2 = Somewhat satisfied
3 = Neutral

4 = Somewhat dissatisfied
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5 = Very dissatisfied

Do you feel that your employer promotes a healthy work-life balance?
1 = Completely agree

2 = Somewhat agree

3 = Neutral

4 = Somewhat disagree

5 = Completely disagree

Please select the following factors as challenges you face in your current job.

Please select all that apply
1 = Physical accessibility of the workplace

2 = Lack of support from colleagues

3 = Difficulty in accessing equipment or technologies
4 = Limited opportunities for development

5 = Unpredictable work schedule

6 = Ineffective communication with managers

7 = Other, please specify

Do you feel your employer provides adequate support and resources for

employees with disabilities?

Do vou feel like your workplace has a positive and inclusive culture towards

people with disabilities?

Did you have access to mentors or role models in your organization who
supported your career growth?

What suggestions do you have for how your workplace could better support and

include employees with disabilities?

Please describe in your own words a positive experience you have had with your

disability in the workplace

If you could change one thing about your current work environment to make it
more inclusive for employees with disabilities. what would it be?
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Is there anything else you would like to share about your experience as an
employee with a disability?
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Appendix 3

Interview Questions: State Agencies
Interviewer: Ainur Yesbossynova
Questions to the Department of Employment and Social Protection within the Akimat of
Astana City (the Akimat):

1. Does the Department have any policies and procedures to assist disabled people in
finding jobs in the city?

2. Did the Department face any challenges in achieving its goals to support disabled
persons to get jobs in the private sector? What are the main challenges?

3. How often does the Department interact with private sector employers to improve
working conditions for disabled people? What format of communication is held
usually?

4. Does the Department offer any incentives to private sector employers in order to
hire disabled persons?

5. How does the Department measure the effectiveness of its programmes (if any) and
policies to help disabled people find work in the private sector?

6. Does the Department identify and prioritize job demands of disabled people in the
private sector?

7. What are the main criterias used by the Department to understand the eligibility of
disabled persons for any social benefits related to employment?

8. How does the Department ensure that private sector companies follow regulations
about employment of disabled persons?

9. Can you describe a specific case where the Department successfully supported
hiring of a disabled persons in private companies?

10. Can you describe a specific case where a private sector company created favorable

work conditions for people with disabilities?

Questions to the Center for Labor Mobility (the Center) :
1. What is the role of the Center in supporting the employability of disabled persons in

the private sector of Astana city?
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Did the Center face any challenges in achieving its goals to support disabled
persons to get jobs in the private sector? What are the main challenges?

How does the Center work with the Department of Employment and Social
Protection of Akimat of Astana city and private sector companies to analyze and
collect statistics on employability of disabled persons?

What are the Center's main employability statistics and reports related to disabled
people in Astana city? Is it possible to share the data with us for research purposes?
How does the Center measure the impact of its programs and work results on the
employability of disabled persons in the private sector?

How does the Center identify and prioritize job demands of disabled people in the
private sector?

How does the Center measure the impact of Akimat’s programs and policies on the
employability of disabled persons in the private sector? What are the main
indicators and metrics?

How does the Center ensure that the rights and dignity of disabled persons are

respected in the workplace? What are the main challenges and opportunities?

Interview Questions: Employers

Interviewer: Ainur Yesbossynova

Questions to the private sector companies (employers).:

I.

Does your company currently employ any disabled persons? If so, what kind of
disabilities do they have and what kind of accommodations do you provide to
support their performance?

Does your company actively seek to hire disabled persons? If so, what kind of
challenges or barriers have you faced in doing so?

What kind of job positions do your disabled employees hold, and what kind of
skills and qualifications do they have?

What kind of benefits or incentives do you offer to disabled employees to support
their work performance and retention?

How do you measure the success of your efforts to create a more inclusive and

diverse workplace, and what kind of metrics do you use?
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6.

7.

8.

9.

What kind of feedback have you received from disabled employees about their
experience working for your company, and how have you addressed their concerns?
What kind of training or support do you provide to managers and supervisors to
ensure that they are able to manage disabled employees effectively?

What kind of public policies or regulations related to the employability of disabled
persons in the private sector do you think would be helpful, and why?

What kind of advice would you give to other companies who are interested in hiring

disabled persons but are unsure of how to do so effectively?

10. Is your company interested in participating in any future initiatives or programs

aimed at promoting the employability of disabled persons in the private sector of

Astana City?

Interview Questions: Employed PWDs

Interviewer: Ainur Yesbossynova

Questions to the the disabled persons (PWDs):

1.

What is the education level needed for your desired job? What are the main skills
and competencies that you have?

How do you rate your level of confidence and motivation during job search and
hiring processes? What are the main factors you pay attention to about possible
employers?

Can you describe your experience of discrimination (if any) during job search as a
disabled person?

How would you rate your satisfaction with the working conditions and benefits
offered by your current or previous employer in the private sector?

Can you describe your experience of receiving support or assistance from the
Akimat’s Department of Employment and Social Protection as a disabled person?
Do you know the government policies and regulations related to the employability
of people with disabilities in Kazakhstan?

Have you ever managed to get information or advice from public awareness and
advocacy campaigns related to the rights of disabled people in the workplace? What

are the main channels?
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8. How do you rate your level of access and use of assistive technologies or
accommodations in the workplace as a disabled person in Astana?

9. Did your employer provide feedback or evaluation from your employer or
supervisor about your work as a disabled person?

10. How would you rate your level of participation and engagement in decision-making
processes relating to disabled people's employability in Astana? What are the most

significant opportunities and challenges?
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Appendix 4
Consent Forms for Online Survey of PWDs

In English
Introduction. You are invited to participate in a research study entitled “Employability of
Disabled Persons in the Private Sector of Astana City with a focus on the Department of
Employment and Social Protection”.
Procedures. The purpose of the research is to provide better policy reform for the
Department of Employment and Social Protection of the Mayor's Office (Akimat) in
Astana city. The aim of the policy reform is to improve the employability of disabled
persons in the private sector of Astana city. It is believed that the outcomes of this study
will inform the formulation of innovative policy interventions, fostering an environment
conducive to the equitable employment of People with Disabilities (PWD). Participant
selection criteria includes various demographic and socio-economic factors, ensuring a
diverse representation reflective of the broader disabled populace. By consenting to
participate in this research, participants affirm their understanding of the provided
information and express their voluntary willingness to contribute to the study. Participants
retain the prerogative to withdraw from the study at any juncture, without incurring any
penalties or consequences. This survey will take approximately [number] minutes to
complete.
Risks. Participation in this study poses no foreseeable risks beyond those inherent to
everyday experiences. Conversely, participants stand to contribute invaluable insights that
may engender tangible improvements in policies aimed at enhancing the employability
prospects of disabled individuals within Astana city's private sector.
Benefits. This study can enhance the Nazarbayev University's reputation and underscore its
commitment to societal engagement and scholarly inquiry. It may also inform future
academic initiatives and collaborations, enriching the university's academic profile. The
findings of this study may lead to paradigm shifts in disability inclusion and workforce
integration in the private sector of Astana city. By sharing their experiences, perspectives,
and insights, participants contribute to a deeper understanding of the challenges and

opportunities surrounding disability employment within Astana city's private sector.
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Furthermore, participants may derive a sense of empowerment from their involvement in
research activities aimed at effecting positive societal change.

Compensation. No compensation will be given. If research participants will be interested
in study findings the research group per agreement with Nazarbayev University
Institutional Research Ethics Committee can share or present study results upon request.
Confidentiality & Privacy. Any information that is obtained during this study will be kept
confidential to the full extent possible. All efforts, within reason, will be made to keep your
personal information in your research record confidential but total confidentiality cannot be
guaranteed. All records and data/specimens collected during this study will be securely
stored and maintained in accordance with established protocols. Electronic records will be
encrypted and stored on password-protected devices or secure servers with restricted
access. Physical records and specimens will be stored in locked cabinets or secure storage
facilities to prevent unauthorized access. Access to research records and data/specimens
will be limited to authorized personnel directly involved in the study, including the
principal investigator and designated research team members.

Voluntary Nature of the Study. Participation in this study is strictly voluntary, and if
agreement to participation is given, it can be withdrawn at any time without prejudice.
Points of Contact. It is understood that should any questions or comments arise regarding
this project, or a research related injury is received, the Principal Investigator, Ainur
Yesbossynova, +77055001993, ayesbossynova@nu.edu.kz should be contacted. Any other
questions or concerns may be addressed to Nazarbayev University Graduate School of

Public Policy IREC Secretariat via gspp_irec@nu.edu.kz and Nazarbayev University

Institutional Research Ethics Committee via resethics@nu.edu.kz.

Statement of Consent.

By clicking “I agree” below you are indicating that you are at least 18 years old, have read
and understood this consent form and agree to participate in this research study.

€ 1 Agree

€ 1 Disagree

In Kazakh
HHTepHeT-cayajiHAMajIapFa apHAJIFAaH aKNapaTTAHABIPBUIFAH KeJiciM HbICAHBI

yJrici
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Kipicne. Ciznepai «KyMbIcieH KaMTy XoHE OJI€yMETTIK KOpFay JemnapTamMeHTiHe Oaca
Ha3ap ayjapa OTBIPbII, ACTaHa KaJlaChIHBIH JKEKEe CEKTOPBIHAAFbl MYTE€ICKTEP/IiH )KYMBICKA
OpHAaJIaCybI» aTTHI 3€PTTEYTe KaThICyFa MaKbIpaMbI3.

Ipouenypanap. 3eprreyain MakcaTsl — AcTaHa Kajachl OKiMJIriHIH JKYMBICTIEH KamTy
KOHE OJIYMETTIK KOpFay OacKapMachlHBIH (OKIMJITIHIH) cascaThlH pedopMaay/sl
KamTamachi3 ery. Cascu pedopMaHbIH MakcaTbl — ACTaHa KaJJACBIHBIH YKEKE CEKTOpBIHIA
MYTEIEKTepAiH JKYMBICKAa OpHaJacyblH JKakcapTy. byn 3epTreynmiH  HOTIKeNepi
WHHOBalWSUTBIK ~ casicaT apajacyiapblH TYKbIpeIMaayra, wmyreaekrepai (MBJI) omin
KYMBICKAa OpHAJACTBIpyFa KOJaiJibl OpPTaHbl KaJbIITACTBIPYFa MYMKIHAIK Oepeni nemn
caHanazapl. Karbicymbutapabl ipikTey KpUTEpUiiepi opTypii JeMOrpadUsuIbIK KOHE
QJIEYMETTIK-9KOHOMUKAIBIK (PaKTOpiIapabl KaMTHIBI, OyJl KEeHIpeK MyTeAeKTep TOOBIH
KOPCETETIH OpTYpPJl OKUIAIKTepAl KamTamachid etemi. OcChl 3epTTeyre KarbICyFa KeliciM
Oepe OTBIPHIN, KAThICYIIbIIAp OEpiIreH aKnmaparThl TYCIHETIHIH pacTaibl )KoHE 3epTTEyTe
©3 epKIMEeH ylec KOocCyFa JailblH ekeHJiKTepiH Oinaipeni. Kareicymibiiap ke3 KejreH
yakpITTa, CIMIKaHJail jka3zajay HeMece calfapiiapchl3 3epTreyleH 0ac TapTy KYKbIFbIH
cakraiiipl. by cayasiHaMaHbl TONTHIPYFa MIaMaMEH [CaH| MUHYT KETeIl.

Toyexennep. by 3eprreyre Karbicy KYHAENIKTI TokipuOere TOoH KayinTepieH Oacka
OoipkaHaThIH KaylnTepal TyabipMmaiinel. KepiciHine, Karblcymibiiap AcTaHa KajachIHBIH
KEKE CEKTOpPBIHJAFbl MYTEIEKTepAiH >KYMBICKa OpHajacy MYMKIHIIKTEpiH apTThIpyFra
OarpITTAJIFaH CcasiCaTThl aUTaPIIBIKTAM JKaKcapTyFa OKeJIeTiH 0ara JKeTIec TYCIHIKTepre yJec
KOCA/JIbL.

ApTHIKIIBLIBIKTApPLL. by 3eprrey HaszapGaeB YHuBepcuTeTiHiH OefeniH apTTHIPHIIM,
OHBIH KOFAaMMEH apajacy MEH FBUIBIMH 3epTTeyliepre IereH YMTBUIBICHIH Oaca Kepcere
anaznpl. On coHai-aK YHUBEPCUTETTIH aKaJIeMUSIIBIK PO MITiH OalbITa OTHIPHI, OOJamaK
aKaJeMHUsITBIK OacTaMasap MEH BIHTBIMAKTACTHIKTAp Typasibl xabapaap €Tyl MyMKiH. by
3epTTEYAiH HOTIXKENIepl MyTreleKTepli Kocy jkoHe AcTaHa KallaChIHBIH jK€Ke CEKTOPBIHIA
KYMBIC KYILIiH OipiKTipy MapagurMachbiHBbIH e3repyiHe okenyi MyMKiH. Karbicymbuiap e3
TOXKIpHOeIepiMeH, MEePCIeKTHBATIAPHIMEH JKOHE TYCIHIKTEpIMEH OeJlice OTBIpHIN, AcTaHa
KAJIACBIHBIH JKEKE€ CEKTOPBIHIAFbl MYTEACKTEepAl KYMBICKA OpHAJACThIpyFa KaTbICTHI

KUBIHABIKTap MEH MYMKIHIIKTEpIl TepeHipek TyciHyre bikman eteni. COHbIMEH Kartap,
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KATBICYIIbUIAp KOFaMJIaFbl OH ©3repicTepre OarbITTallFaH FhUIBIMU-3€PTTEY ic-1IapajapbiHa
KaTBICY apKbUIbI KYII-KyaT Ce3iMiH ajia anapl.

Ortemakbl. Emkannmaii eremakbl OepinmMeiimi. 3eprreyre KaTbICylIbUIap —3€pTTEy
HOTWIKEJEPiHe KbI3BIFYIIBUIBIK TaHbITCA, HazapbaeB YauBepcuteTiHiH UHCTUTYITMOHAIIBIK
3epTTey ATHKAa KOMHTETIMEH KelliciM OOHBIHINA 3epTTey TOOBI Cypay OOWMBIHIIA 3epTTEY
HOTHKeNlepiMeH OeJtice aajbl HeMece YChIHA aapbl.

KynusabuiblK skoHe KYMUSUIBLIBIK. OCBI 3epTTey OapbhIChIHAA ajbIHFaH Ke3 KelreH
aKnapar MYMKIHJITIHIIE KYIUS caKTalabl. 3epTTey ’ka30aHbI3/1aFbl KEKe aKmapaTbIHbI3/IbI
KYIHUsT CaKTay YIIiH OapiplK KYII-XIrep »Kymcamaabl, OipaK TOJBIK KYIHSUIBLIBIKKA
keningik Oepinmeiai. Ocbl 3epTTey OapbIChIHOa >KMHAIFaH OapiblK ka3bajmap MeH
nepekTep/yariiep OCKITUITeH XaTTamallapFa COMKeC Kayilci3 caKTallabl )KOHE CaKTasa/bl.
DONeKTpOHABIK ka3z0anap mmdpIaHagbl KoHE KYMHUs CO30€H KOpFraiFaH KYpbUIFbLIapIa
HEMece pYKcaThl LIeKTeyll Kayirci3 cepBepiepae cakranaabl. OU3uKamblK jkazdanap MeH
yJIriiep pykcarchi3 Kipyai Oonablpmay YIIiH KYJIBIITalIFaH IKadTapAa HeMece Kayirncis
cakTay OpBIHJApBIH/A CaKTalaabl. 3epTTey KazdanapblHa JKOHE JepeKTepre/yuriiepre Ko
KETKIZY 3epTTeyre TIKeJed KaThICaThlH YOKIJIETTI MEePCOHAJIMEH, COHBIH INIHAE HEri3ri
3epTTEYI MEH TaFalbIHIAJIFaH 3ePTTEY TOOBIHBIH MYIIEIEPIMEH IIEKTEIES/I.

3eprreynin epikTi cunarsl. by 3epTTeyre KaTbicy KaTaH TypAe epikTi OOJbI TaObLIa bl
KOHE erep KarbICyra KeqiciM Oepiice, OHBI Ke3 KeJIreH yaKbITTa 3USHCHI3 Kepl KalTapsli
aiyra 0omaabl.

Baiinanbic. Ochl x00aFa KaTBICTBI CYpaKTap HEMEce TYCIHIKTEMeNep TYybIHIaFraH
XKargaiia Hemece 3epTTeyre OalIaHbICThI )KapaKaT ajFaH jkaFaaiina Oac Tepreyur AWHYp
EcbocwinoBara, +77055001993, ayesbossynova@nu.edu.kz xabaprmacy Kepek eKeHi
tycinikti. Ke3 kenren 0acka cypakrap HeMece alaHJaylmbUIbIKTap OoifbiHIIa HazapOaes
VYuuBepcutetinig JKorapelr MemiekeTTik cascat MekTeOiHiH IREC xarmbuibirpina
gspp_irec@nu.edu.kz sxone Ha3zap6aeB VYHuBepcuteTiHiH MHCTUTYLMOHANIBIK 3€pTTEY
3THKAchkl koMuTeTiHe resethics@nu.edu.kz mexeHxalibl OOMBIHIIIA KYTIHYTE OOTA B,
Keaicim Typaasl masimaeme.

Temengeri «Kemicemin» TyiimeciH 6acy apKbpUIbI Ci3 KeM jaereHae 18 jxacta eKeHiHI3i,
OCBI KemiciM (OopMachIH OKBIT, TYCIHT€HIHI3/ll 5KOHE OCBI 3epTTeyre KaThICyFa Kelicecis.

& MeH keniceMin
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& MeH kenicneilmin

In Russian
IIIa010H popMBbI HHPOPMHUPOBAHHOTO COIVIACHSA AJIsi HHTEPHET-0IIPOCOB
Beenenme. IlpurnamaemM Bac MNpPUHATH ydacTUE B HAy4YHO-HCCIIEAOBATEIHCKOM
uccienoBanuu « TpyoyCTpoiCTBO HHBajJWAOB B YacTHOM CEKTOpE TIopojna AcCTaHbl C
aKLIEHTOM Ha JlenmapTaMeHT 3aHATOCTH U COLIMAJIBHON 3aILUTHD).
IIpouenypol. llensto wuccnenoBaHus sBhsieTcss obecrnedeHue Oonee 3hdekTuBHON
pedopMbI MOTUTHUKH JlermapTaMeHTa 3aHATOCTH M COLMAIBHOM 3alIUThl aKMMaTa (aKuMmara)
ropoga Acrtanbl. llenbio pedopmMbl TOIUTHUKH SBISETCS YIYYIICHHE BO3MOXKHOCTEH
TPYIOYCTPOMCTBA HMHBAJIWJIOB B YACTHOM CceKTope ropona Acrtanbl. CyuTaercs, 4TO
pe3yabTaThl ATOT0 HCCIENOBAHMS IMOCITYXKAaT OCHOBOM Ui pa3pabOTKM MHHOBAIMOHHBIX
MOJUTUYECKUX  MEp, CIIOCOOCTBYIOIIMX  CO3JAHHIO  YCIIOBHM, CIIOCOOCTBYIOIIUX
CIpPaBEUIMBOMY  TPYAOYCTPOMCTBY JIIOA€H C  OrPAaHUYEHHBIMH  BO3MOXKHOCTSIMHU
(maBaMaoB). Kputepun or6opa y4aCTHUKOB BKITFOUAIOT PA3IMYHbBIE JeMorpaduueckue u
COLIMATIbHO-9KOHOMHYECKHE (haKTOpbl, obecreunBasi pasHOOOpa3HOE MPEACTaBUTEILCTBO,
oTpaxkaromiee Oojee IMPOKYIO TIPYIIy HAaceNeHHs C OrpaHMYCHHBIMH BO3MOKHOCTSIMH.
Comnamasice  Ha y4yacTHE B JTOM MCCJEJAOBAaHUM, YYAaCTHUKU TOATBEPXKIAIOT CBOE
MOHMMAaHHE MPEIOCTaBICHHON HHQOpPMAMM M BBIPAXarOT JA0OPOBOJIBHYIO TOTOBHOCTh
BHECTU CBOHl BKJIaJ B HCCJEIOBaHHE. YYACTHUKH COXPAHSIOT 32 COOOM MpaBO BHINTH W3
UCCIIE/IOBaHUA B JH000I MOMEHT 0e3 Kakux-1100 mTpadoB UM MOCIEACTBUN. 3aroITHeHUE
ATOTO OMpoca 3aMeT MPUMEPHO [UUCIIO| MUHYT.
Pucku. Yuactue B 3TOM HCCIEIOBAaHWHM HE IMPEACTABISET HUKAKUX MPEICKAa3yeMBbIX
PHUCKOB, KpOM€ Te€X, KOTOpBI€ MPHUCYIIH MOBCETHEBHOMY OMbITY. VI HAa000POT, yUaCTHUKHU
MOT'YT BHECTH HEOIICHUMBII BKJIaJ, KOTOPbIA MOXET MPUBECTH K OIIYTUMBIM YITyUYIICHUSM
B IOJUTHKE, HANpPaBICHHOW Ha YIydlleHHE MEPCIEeKTUB TPYIOyCTPOICTBa JIONEH C
OrpaHUYEHHBIMU BO3MOYKHOCTSIMHM B YACTHOM CEKTOpE ropojia ACTaHBbI.
IIpeumymecTBa. DOTO HCCIeIOBaHME MOXET TOBBICUTH penytanuio HazapOaes
VHHUBepcUTETa M TMOTYEPKHYTh €ro INPUBEPKEHHOCTh YYAacTUIO OOIIECTBa M HAyYHBIM
UCCIICIOBAHUAM. OJTO TAaKK€ MOXET CTarb OCHOBOH s OyAylmuX aKaaeMHYeCKHX
WHUIMATUB M COTPYIHUYECTBa, oOoramias akageMHuecKuil mnpoduiab yHHBEpCUTETA.

PC3YJ'IBT3TBI JaHHOT'O MCCJICAOBAHHA MOI'YT IIPHUBCCTU K CMCHC IIapaJWIMbl B MHTCTPAllHUU
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Jofied ¢ OTpaHMYEHHBIMH BO3MOXHOCTSMU M HMHTETpallud pabodeil CUIbl B YaCTHOM
cekrope ropoga Actasbl. J[essicb CBOMM OIBITOM, IEPCIEKTUBAMU U 3HAHUSIMU, YUACTHUKHU
crocoOCTBYIOT Oojiee TMTyOOKOMY MOHMMAHHUIO MPOOJIEM U BO3MOXHOCTEH, CBS3aHHBIX C
TPYILOYCTPONCTBOM HHBaJUJOB B YaCTHOM cekTope ropona Acrtanbel. Kpome Toro,
YYaCTHUKM MOTYT MONYYUTh YYyBCTBO PACIIMPEHHS] CBOMX BO3MOXKHOCTEH OT y4yacTHs B
HCCIIE0BATENBCKOM  JESTENbHOCTH, HANpaBICHHOM Ha TMO3UTHUBHBIE COLUAJIbHBIC
WU3MEHEHUS.

Komnencauusa. Hukakoil komneHncanuu He Oyner. Ecnu yyacTHUKH HcciaenoBaHus OyayT
3aMHTEPECOBAHbl B pe3ylbTaTax MCCIEAOBaHUsA, HCCIeAOBaTeNIbcKasg TIpynmna 1o
COTTIaCOBaHUIO ¢ VMHCTUTYIMOHATBHBIM KOMHTETOM IO 3THKE uccienoBanuii HazapOaes
VYHuBepcuTeTa MOXET TMOAEIUTHCS WIM TNPEACTaBUTh PE3YIbTaThl HCCIEAOBAaHUSA IIO
3arpocy.

KondunenuuaabHocTh 1 KOHPUIEHIUAIBHOCTb. JIF00as mHbopMarus, moryyeHHas B
X0/l JaHHOTO  HCCJEeNOBaHMs, OyleT XpaHUThCS B  MaKCHUMAallbHOM  CTENeHU
KoH(puAeHIMaNbHOW. B pasymHBIX mpenenax OyayT NpPEANPHHATH BCE YCHIUS JUIs
COXpaHEHUs! KOH(PHUICHLUUAIbHOCTU Ballled JUYHON HH(GOpMAlUU B IPOTOKOJE BAIIETO
UCCIIEIOBAHUS, OHAKO MOJTHAsI KOH(PUACHIINAILHOCTh HE MOXET OBITh FapaHTHUpoBaHa. Bee
3allUCH M JIaHHBIE/00pa3libl, cOOpaHHbIE B XOJ€ ATOTO HCCIEIOBAaHUA, OyayT HaIEKHO
XpPaHUTBCS W TOAJIEPKUBATHCS B COOTBETCTBHUM C YCTAHOBJICHHBIMU TMPOTOKOJIAMH.
DnexTpoHHbIE 3amucu OyayT 3amu@poBaHbl M COXpPaHEHbl Ha 3alllMIIEHHBIX MapojieM
YCTPONCTBaX WJIM 3alllMIICHHBIX CEepBepax C OrpaHUYEHHBIM JOCTynoM. Pundeckue
3amucu U 00paslbl OyAyT XPaHUTHCS B 3alepThiX HIkadax win 0e30MacHBIX XPaHWIUIIAX
JUIS IPEJOTBPAILEHNS HECAHKIIMOHUPOBAHHOTO JocTyna. JlocTyn K 3aUCsIM HCCIeN0BaHus
¥ TaHHBIM/00pasuam OyJeT OorpaHHuYeH yIOJHOMOYEHHBIM NIEPCOHATIOM, HETIOCPEICTBEHHO
Y4acTBYIOIIMM B UCCIIEOBAHUHU, BKJIIOYas IVIABHOTO HCCIIENOBATeNsl M Ha3HAYEHHBIX
YJICHOB MCCIIE0BATENIbCKON TPYIIIHL.

JLoOpoBO/IbHBII XapakTep HMCCIeI0BAHMS. YYacTHE B 3TOM MCCIIEIOBAHUU SIBISETCA
CTPOTO JOOPOBOJIBHBIM, U €CIIM JIaHO COTJIACHE Ha yYacTHE, OHO MOXKET ObITh OTO3BAHO B
mo0oe Bpems Oe3 yiiepoa.

Konraktel. B cnyuae BO3HUKHOBEHHUS KaKHX-THOO BOMPOCOB WM KOMMEHTapHEB

OTHOCHUTCIIBHO 3TOI0 MPOCKTAa HJIM MOJYUYCHUA ymep6a, CBSI3aHHOM C HUCCICIOBAHUEM,
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clieflyeT CBA3aThbCAd C IVIaBHBIM HccienoBateneM AitHyp Ec6ocsinoBoii, +77055001993,
ayesbossynova@nu.edu.kz. C mo0bIMH APYyrUMH BONPOCAMHU MM MPOOIEMaMU MOXKHO
obopamarscsi B Cekperapumar WPOIL] Beicmield KONl TOCYTapCTBEHHOW MOJUTUKU
HazapbaeB VYumBepcutera mo aapecy gspp irec@nu.edukz u B Komurer mo sTuke
WHCTUTYIIMOHAIBHBIX ~ HcchenoBanuii  HaszapbaeB ~ YHuBepcuTeTa 1o aapecy
rethics@nu.edu.kz.

3asiBjIeHHE O COIVIACHM.

Haxxumas «5 cormacen» HUkKe, Bbl MOATBEPKAAETE, YTO BaM YK€ UCIOTHUIOCH 18 JeT, uto
BBl MPOYMTAIIM U TIOHSUIM JTaHHYI0 ()OpPMY COIVIaCHsl M COVIAIIAETECh YYacTBOBAaTh B TOM
HCCIEN0BAHHUH.

& S cormacen

& S He comtacen
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Appendix 5
Consent Forms for the Interview

In English
Dear, Participant [/ Name of the interviewee]
My name is Ainur Yesbossynova. I represent our Research group consisting of MPA-2023
students of the Master of Public Administration Program at Nazarbayev University’s
Graduate School of Public Policy. We are conducting research about the Employability of
disabled persons in the private sector of Astana city with a focus on the Department of
Employment and Social Protection in the Mayor's Office (Akimat) of Astana. I'm
conducting this as part of research for the
I have reached out to you based on a recommendation from the Department of Employment
and Social Protection within the Akimat of Astana City (hereinafter - Department), which
aims to develop stimulus packages for the private sector to create comfortable working
conditions, and provide social benefits for PWDs to compete in the labor market.
Study procedures: What will happen during the study?
I’m inviting you to participate in an interview that will take about 30-40 minutes. The
interview will ask you questions about employability of PWDs in the private sector in
Astana.
Risks: Are there any risks to doing this study?
It is important to note that participation in this study does not pose any direct risks to you.
However, there may be a slight inconvenience or discomfort associated with answering
questions related to sensitive topics such as disability and employment.
You do not need to answer questions that you do not want to answer or that make you feel
uncomfortable. And you can withdraw (stop taking part) at any time.
Protection of respondent’s privacy.
Rest assured, all responses will be kept confidential to the fullest extent possible. Any
identifiable information will be anonymized to protect your privacy. If you have any
concerns or questions about your participation in this study, please feel free to raise them,

and I will address them to the best of my ability.
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I will keep the information you tell me during the interview confidential. Information I put
in my report that could identify you will not be published or shared beyond the research
team unless we have your permission. Any data from this research which will be shared or
published will be the combined data of all participants. That means it will be reported for
the whole group, not for individual persons. Furthermore, any data shared or published
from this research will be presented in aggregate form, ensuring anonymity and
confidentiality for all participants.
Benefits
The findings of this study may lead to paradigm shifts in disability inclusion and workforce
integration in the private sector of Astana city. By sharing their experiences, perspectives,
and insights, you will contribute to a deeper understanding of the challenges and
opportunities surrounding disability employment within Astana city's private sector. Your
willingness to share your experiences, perspectives, and insights will significantly
contribute to a nuanced understanding of the challenges and opportunities surrounding
disability employment in Astana's private sector. Furthermore, you may derive a sense of
empowerment from involvement in research activities aimed at effecting positive societal
change.
Approval for conducting the study:
This study has been reviewed and cleared by the Nazarbayev University Institutional
Research Ethics Committee. If you have concerns or questions about your rights as a
participant or about the way the study is conducted, you may contact:
e Nazarbayev University Institutional Research Ethics Committee
e E-mail: resethics@nu.edu.kz
Summary:
= Your participation in this study is voluntary.
= You can decide to stop at any time, even part-way through the questionnaire for
whatever reason.
= If you decide to stop participating, there will be no consequences to you.
= If you decide to stop we will ask you how you would like us to handle the data

collected up to that point.
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= This could include returning it to you, destroying it or using the data collected up to
that point.

= If you do not want to answer some of the questions you do not have to, but you can still
be in the study.

= If you have any questions about this study or would like more information you can call

or email Ainur Yesbossynova at +77055001993 / ayesbossynova@nu.edu.kz.

Consent questions:
e Do you have any questions or would like any additional details?
e Do you agree to participate in this study knowing that you can withdraw at any

point with no consequences to you?

In Kazakh
KypmeTTi KaTbicymisl [/ cyXOar amyIIbIHbIH aThI-)KeHi |,
Menin atbiM - AltHyp EcGocbiHoBa. Men HazapOaeB VYHuBepcuTeTiHiH MeMIeKeTTiK
casicar orapbl MekTeOiHaeri MemiekeTTik 0ackapy MarucTparypachl OarJapiaMachlHBIH
MPA-2023 cTyneHTTepiHEeH KypajiFaH 3epTTey TOOBIHBIH aThIHaH Xabapiiachill OTHIPMBIH.
bi3z Acrana kamacel oKiMJiri >kKaHbIHJIAFbl JKYMBICTIEH KaMTy JKOHE OJICYMETTIK KOopray
OackapMachlHa Ha3ap ayaapa OTBIPBII, ACTaHa KaJlaChIHBIH JKEKE CEKTOPBIH/IA MYTEAEKTIrl
0ap ajmaMIapabH €HOCKKE KaOUICTTLIIT Typaibl 3epTTey KYprizyaemis.
MeHn cizre ActaHa Kajachl SKIMJII >XaHbIHAAFbl JKYMBICTIEH KaMTy >KOHE QJIEYMETTIK
Kopray OackapMachiHbIH (OymaH opi - backapma) yChIHBIMBIHA Colkec xaOapiachIr
OoThIpMbIH. Bys1 Oackapma »eke CeKTOpIbIH MYTEAEKTIrl O6ap ajamaapra KOJAHIbl KYMBbIC
KaFIalIapelH jkKacay YUIIH BIHTAJAHIBIPY MAKETTEPIH d3ipieyre >KoHe onapAbl eHOeK
HapbIFbIHAA 0ocekere KaOlIeTTi €Ty YILIH QJIEyMETTIK TeJIeM/Iep YChIHYyFa OarbITTalIFaH.
3epTTey npouexypachl: 3eprrey 0apbIChIHAA He 00J1a1b1?
MeH ci3ni mamamer 30-40 MUHYTKa CO3bUIATBIH CyXOaTKa KaTbICyFa MIakbipaMblH. CyxOar
AcTaHa KaJachlHBIH KEKE CEKTOPBIHAA MYTEICKTIri ©Oap amamuapiblH cHOEKKe
KaOlJEeTTUIIrHEe KaThICThl CYpaKTap/bl KAMTH/IbI.
KarepJaep: OyJ1 3eprreyre Kanaai aa oip royekesa 6ap ma?
3epTTeyre KarbiCy ci3re TikeleW Kayilnl TOHAIpMEHTIHIH aranm ©TKeH JXeH. Ajaiina,
MYTEJIEKTIK JKOHE )KYMBICIICH KaMTy CHSKTBHI CE3IMTall TAKbIPBINTapFa KaThICTHI CYpaKTapFa

xKayarl Oepy Ke31H/e a3Jan bIHFalChI3AbIK HEMeCe KOMAaNChI3AbIK TybIHAAYbl MYMKIH.
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Ci3 »xayan OepriHi3 KeIMEHTIH HeMece Ci3/l BIHFaWChI3 CEe3IHJIIPETIH CypaKTapra skayam
O6epmeyre KyKbuibIchi3. CoHali-aK, Ke3 KeJreH yakbITTa 3epTTey/ieH 0ac TapTa anachls.
KarbicylIBIHBIH JKeKe IepeKTePiHiH KYNUSJIbLIbIFBI.
Cizaig OapibIK KayanTapblHbI3 OapbIHIIA KYIHs CaKTajdaTbiHbIHA ceHAipriM kenemdi. Ci3liH
JKeKe OacChIHBI3/IBl aHBIKTAM ajaThlH Ke3 KeJreH akmapar aHoHuMeHaipineni. Erep ciznin
OCBl 3epTTEyre KaThICYbIHBI3Fa KaTBICTBI KaHIalW nga Oip amaHJaylIbUIBIK HeMmece
CYpakTapblHbI3 Oojica, MaraH Xxa0apiiaHbl3, MEH Ci3[iH MoceleNepiHi3al memyre Oap
KYIIIM/I1 CaJlaMblH.
MeH cyx0ar GapbIChiHAa alTKAaH OapibIK aKmapaTThl Kynus Typae cakTaitMbiH. Ci3IiH Keke
OachIHBI3IbI AHBIKTAUTHIH aKMapar 3epTTey TOOBIHBIH IICHOEPIHEH THIC >KapHsuIaHOaiabI
KoHe OeJricrielifii, erep Ci3iH pYKCaThIHBI3 OonMaca. 3epTTey/IiH HOTHKENIEPi TeK TONTHIK
MOJIIMETTEpP TYPIH/E YCHIHBLIA/bI, )KEKE TYJIFajapra KaTbICThl aKmapar OepiiaMei.
IMajizacel
byn 3eprreyniH HoTmkenepi AcTaHa KaJachlHBIH JKEKEe CEKTOpbIHAA MYTreleKTepai
KYMBICKA TapTy JKOHE ONapApl HMHTErpalysyidy MacelelepiHe KaHa Ke3Kapac
KaJIbIMTacThIpybl MYMKiH. Ci3liH ToXipuOeHI30eH >koHE MiKipiepiHi30eH OeicyiHi3
MYTEIEKTepAl JKYMBICKA OpHAJacCThIpy Moceneliepi OOWMBbIHIIA TEPEHIpEeK TYCIHIK
KaJblnTacTelpyFa bIKnan ereai. CoHpail-ak, ci3 KoraMmJa OH e3repicTep jKacayra
OarpITTalIFAH 3€PTTEY JKYMBICTapblHA KaTBICY apKbUIbl Oenrini Oip KymI-KyaT ce3iMiH
ce31Heci3.
3eprreyni oTKI3yre pyKcar:
byn 3eprrey HazapGaeB VYHuBepcuteriHiH WHCTUTYIIMOHANABIK 3€pTTEY JTHUKACHI
KOMHUTETIHIH KapayblHaH ©Til, MakKyigaHjael. Erep ci3giH  KaTbICylibl  peTiHJeTi
KYKBIKTapBIHBI3 HEMece 3epTTey INpoIeci Typaibl CYpakTapblHbI3 0oJca, TOMEHJeri
MEKEHKaiFa xabapimacybIHbI3Fa 00JIa b

e Hazap6aeB YHuBepcuteri MTHCTUTYLIMOHANIBIK 3epTTEY STHKACHI KOMUTETI

® DIeKTpOoHIBIK TomTa: resethics@nu.edu.kz
Kpickama ma3MyHBbI:

e by 3eprreyre Katbicy ©3 epKiHi30€eH 0omabl.

e (i3 Ke3 KeJITeH yakbITTa 3epTTeyre KarbicynaH Oac Tapra anacbi3. Erep karbicynan

0ac TapTcaHbI3, OYJI Ci3re eNIKaHIai cangap JKeJIMEeIi.
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e Erep 3epTreyre Karbicy/laH 0ac TapTcaHbI3, 013 JKUHAIIFAH JE€pEeKTepi Kaslail eHjaey
KEpEKTITH ©31HI3 WIENIyiHI3Il cypaiMbl3. byn aepexkrepal cire Kaitapy, onapiibl
KOI HeMece >KMHAKTaJIFaH JIepeKTepal MaijanaHy CHSAKTbI ONLUSUIAPIbl KAMTYbI
MYMKiH.

e Erep ci3iH OCHI 3epTTeyre HeMece KOCHIMINA aKIapaTKa KaThICTHI CypaKTapbIHbI3
0oJsca, maraH xabapiaceiHbI3: +77055001993 / ayesbossynova@nu.edu.kz.

Keaicim cypakrapsi:
e Cizne cypakrapbIHBI3 Oap Ma HeMece KOChIMIIa MATIMETTep KaxeT me?
e (i3 Ke3 KeJITeH yakbITTa calfapchl3 0ac TapTa ajaThIHBIHBI3/bI O1J1e OTHIPHIIN, OCHI

3epTTeyre KaTbicyra Kemceci3 6e?

In Russian
VYBaxkaeMmblii(as) yuacTHUK [/ IMst pecrionieHTa),
Mens 30ByT Alinyp EcOockiHOBa. Sl mpencTaBisito MCCIENOBATEIbCKYIO TPYIITY U3
cTyneHToB nporpammel MPA-2023 Maructparypsl TOCyJapCTBEHHOIO —YIPaBJICHUS
HazapGaeB YHuBepcurera. Mbl MpOBOIUM HCCIIEAOBAHKUE HA TEMY TPYAOYCTPOMCTBA JIUIL C
MHBAJIUIHOCTBIO B YaCTHOM CEKTOpE ropoia ACTaHbl C aKIIEHTOM Ha JesTeIbHOCTh
VYrpaBieHus 3aHATOCTH U COLMAJIBHON 3allMThI IPU aKUMare ropoaa ACTaHsbl
IIpouenypsl nccnenoBanus: 4To OyaeT MPOMCXOAUTH B PAMKAX HCCJIEJOBAHUA?
S mpumiamaro Bac NPUHATH YYacTHE B MHTEPBBIO, KOTOpoe 3aiiMeT okoio 30—40 munyT. B
X0Jle MHTEPBBIO BaM OyIyT 3aJlaHbl BOIPOCHI O TPYAOYCTPOMCTBE JIULl C MHBAJIUIHOCTBIO B
YaCTHOM CEKTOpe Topojia ACTaHBI.
Pucku: cymecTByIOT JIM PUCKH YYaCTHA B IAHHOM HCCJIeOBAHUM?
VYyacTue B HUCCIEJOBAHMM HE HECET MpPSMBIX PUCKOB g Bac. OOHAKO BO3MOXKEH
HEOONBIION TUCKOM(OPT NpPU OTBETE HA BOIPOCHI, KACAIOMIMECS TaKUX YyBCTBHTEIBHBIX
TeM, KaK HHBAJIMJJHOCTb U 3aHATOCTb.
Bbl He 00s3aHbI OTBeUaTh Ha BONPOCHI, KOTOPbIE BaM HEKOM(OPTHBI, U MOXKETE B JII000i
MOMEHT OTKa3aTbCs OT y4acTUsl B UCCIIEJOBAHUH.
KonduaeHuaibHOCTh JaHHBIX PEeCIIOHIEHTA
Bce Bamm otBeTh OyayT cTporo KoHpuaeHIHaIbHBL. JIFoOas nHbopMaIys, KOTopas MOXKET

Bac I/II[eHTI/I(bI/II_[I/IpOBaTB, 6yI[eT AHOHHUMU3HUPOBAHA. Ecan Y BaC BO3HUKHYT BOIIPOCHI HJIN
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OlaceHHsl MO MOBOJLY YYacTUsi B HCCIEAOBAaHHUM, IMOXallyicra, AalTe MHE 3HaTh, U 5
MOCTAPAIOCh UX PEIIUTh.
S rapanTHpY!0, 4TO WH(pOpPMALHUs, IPEAOCTaBICHHAs] BAMU B XO/I€ UHTEPBBIO, OCTAHETCS
KoH(UIeHIMaNbHOU. JlaHHBIE, KOTOpble OyIyT HCIIOJIB30BaThCS B OTYETaX, HE OyayT
cozieprKaTh Ballel NASHTUPHUIMPYIOLIeH HHPOPMAIUH.
Boiroasl
Pesynprartel uccienoBaHus MOTYT CIOCOOCTBOBATH YIIYYILEHUIO MOJUTHKU TPYAOBOM
HHTErpanuu Jul ¢ MHBAJIUWIAHOCTBIO B YaCTHBIN CCKTOpP ropoaa Acrannl. Bamu MmHeHns n
OIBIT OyAyT BaXKHBIM BKJIaJJOM B M3y4YE€HUE BO3MOXKHOCTEH U BBI30BOB B 3TON OOJIACTH.
Pa3pemienune Ha npoBeeHue HCCIeJ0BAHUS
JlanHoe wuccinenoBaHue ObUIO  0400peHO MHCTHTYHIHMOHANBHBIM  KOMHTETOM IO
uccienoparenbckoit a3tuke HasapbaeB YHuBepcutera. B ciryuae BO3HUKHOBEHUS BOIIPOCOB
WJIN OTIAaCE€HUH BbI MOXKETE CBSI3aThCs C KOMUTETOM I10 CIEAYIOLEMY aJipecy:

e lIHCTUTYIMOHANBHBIM KOMUTET 10 HcclenoBaresnbckod sTuke HaszapOaes

VYHuBepcurera

e DnekTpoHHas nouta: resethics@nu.edu.kz
Kparkoe conep:xkanmue:

e Bae yyactue sBisieTcsi 100pOBOJIbHBIM.

e BbI MOXeTe IPEKPaTUTh YIacTHE B JTFO00 MOMEHT 0e3 KaKuX-TH00 MOCIIEICTBUIA.
Ecim y Bac ecTb JONOJHUTENbHBIE BOIPOCHl, BBl MOXETE CBS3aTbCsi CO MHOM:
+77055001993 / ayesbossynova@nu.edu.kz.

Bonpocs! Ha coriacue:
® YV Bac ecTb BONPOCHI WU TpeOyeTcsl TONOIHUTEIbHAs HHpopMaLus?
e CoracHbl JIM BB MNPUHATH Yy4aCTHC B UCCIICAOBAHHU, 3HAA, YTO MOXKCTC B 0001

MOMEHT OTKa3aThCs 0€3 MoCIenCcTBU?
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