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  1. Background and description 

A 2013 World Bank study found that one third of 15-24 year olds in Lebanon were 
unemployed, and that young workers face long spells of unemployment – typically 16 
months – before they find a job.2  For many workers, working conditions are difficult. A 2012 
World Bank study found that 10.5 percent of Lebanese workers are unpaid, 20.4 percent 
are self-employed, and 56.2 percent have no access to social security.3  For young people 
with disabilities, unemployment rates are much higher, and pay and working conditions are 
often worse. Studies conducted by the Lebanese Physically Handicapped Union (LPHU) 
found that XX percent of working-age people with disabilities are unemployed. Wages 
were low and few workers were enrolled in the National Social Security Fund. Workers with 
disabilities exemplify the problems that many workers in Lebanon face. They also face 
barriers and forms of discrimination that are unique to people with disability. These include

Economic and Social Inclusion of People 
with Disabilities1

1 Desk Review (May-September 2014); Inquiry form (18 July 2014); Interview (8 October 2014); Write up (26 November 2014); Internal 
Validation (16 December 2014-4 February 2015 ); Implementer Validation()

2  David Robalino and Haneed Sayed (2012) Republic of Lebanon: Good Jobs Needed, World Bank: Washington DC, Report No. 76008-LB
3 Diego F. Angel-Urdinola and Kimie Tanabe (2012) Micro-Determinants of Informal Employment in the Middle East and North Africa Re-

gion, World Bank SP Discussion Paper No. 1201, World Bank: Washington DC, page 8



72

- Inaccessible transport systems and 
barriers in everyday infrastructure

- Economic dependence on families and 
lack of personal autonomy

- Deliberate discrimination in recruitment 
processes 

- Exclusion from training centres

Lebanon has a law that addresses all these 
barriers and forms of discrimination

Law 220/2000 on the Rights of Disabled 
Persons marked a significant change 
in the government’s relationship to and 
understanding of people with disability. 
The law was one of the ways that the 
government reflected changing international 
understandings of disability. For most of the 
twentieth century, disability had been seen 
as a medical problem. Disabled people 
were given treatment – and the process 
of ‘giving’  and ‘receiving’ treatment kept 
people with disabilities dependent and 
subordinated to the charity of others.

When Lebanon’s law was being drafted 
many groups – from ordinary disability 
activists to the United Nations – began to 
emphasize instead the social and political 
factors that lie at the heart of disability. 
They argued that inaccessible physical 
environments, unequal access to power, 
and negative cultural and social attitudes 
resulted in the systematic exclusion of 
people with disabilities. That exclusion 
needed to be addressed through laws and 
social policies that brought people with 
disabilities into the mainstream. 

Law 220/2000 was part of this process. It  

recognizes the rights of Lebanese citizens 
with disabilities to employment and an 
accessible environment (along with other 
rights). The law set up employment quotas 
and unemployment benefits for workers 
with disabilities, and fines and tax incentives 
for employers and transport providers. 
But fifteen years later, these provisions of 
the law have not been implemented. The 
law envisaged that the National Council 
for Disabled Persons, a partly-elected 
body chaired by the Minister of Social 
Affairs, would coordinate the work of all the 
ministries which needed to take actions 
to bring the law into effect. But many 
ministries have failed to implement the law. 
The employment quota, tax incentives and 
unemployment allowances required by the 
law have not yet been set up. 

LPHU’s studies have identified other 
problems hampering the implementation of 
the law within the public sector. 

• Public sector staff lack the knowledge 
and mechanisms to deal with people 
with disabilities;

• Absence of a strategic vision regarding 
the physical accessibility of schools, 
institutes and public workplaces, which 
increases unemployment among people 
with disabilities;

• Lack of statistics and studies on 
employment of people with disabilities, 
job modifications, the benefits of 
employing people with disabilities and 
other related issues.
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The private sector also has many barriers 
to the inclusion of people with disabilities. 
These include 

• Widespread stereotypes and 
misconceptions regarding the capacities 
of people with disabilities;

• Absence of inclusive work systems and 
policies that take into consideration the 
needs of all people, including people 
with disabilities;

• Inaccessible workplaces; 

• Absence of training programmes for 
employees on how to deal with people 
with disabilities.

In addition, social, psychological and 
cultural factors can represent important 
barriers:

• Some people with disabilities have low 
self-confidence and high dependency 
bred by persistent marginalization;

• Families of people with disabilities 
sometimes lack awareness of the 
potential of

• people with disabilities among their 
families;

Non-governmental organizations – 
particularly those representing people 
with disabilities – have an important role 
to play in getting rid of those barriers. But 
in the Middle East region, they have some 
limitations

• There is a lack of coordination and 
sharing of experience between NGOs;

• There are few national and regional 

campaigns that advocate and lobby for 
the implementation of the Convention on 
the Rights of Persons with Disabilities;

• Many non-governmental organizations 
continue to promote the medical, 
charitable models of disability, which often 
keep people with disabilities dependent 
and excluded from mainstream life. 

LPHU’s research findings highlighted the 
importance of establishing an employment 
programme that focuses on inclusion and 
respecting diversity. In response, LPHU has 
implemented an intervention programme 
that works to empower people with 
disabilities by developing their employment 
skills and by working with employers to 
raise awareness of the many contributions 
that workers with disabilities can bring to 
the workplace.4  

LPHU’s programme is called the Economic 
and Social Inclusion for People with 
Disabilities (ESI). 

 Organization profile 5

Founded in 1981, LPHU is a national, non-
sectarian, non-profit organization that is 
run by and for people with disabilities. 
LPHU is a grassroots organization with six 
community branches in Lebanon (Beirut, 
Byblos, Bar Elias, Mashgara, Nabatieh and 
Saida). LPHU promotes the rights set out 
in the Convention on the Rights of Persons 
with Disabilities came into force.
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The convention represents the culmination of 
decades of efforts to improve the protection of 
the human rights of persons with disabilities, 
so that they can enjoy their human rights on 
an equal basis with others. Lebanon has 
signed the convention, but has not ratified 
it. In 2000, Lebanon ratified convention 159 
of the International Labour Organization, 
which requires states to respect equality of 
opportunity and treatment for disabled men 
and women workers Name: Ahmed Moustafa

Department: Steward 

Hotel: Moevenpick Al Sokhna 

Disability: Intellectual

IQ: 40

  2. Goal and objectives

2.1. Goal

The ESI programme aims to achieve sustainable improvements in the livelihoods and 
the social and economic inclusion of disabled people and their families in Lebanon. It 
does so by: 

• Facilitating access of people with disabilities to the labour market;

• Spreading the culture of diversity within the work environment and among stakeholders;

• Tracking the enforcement of Law 220/2000:8 Rights and Access for Persons with 
Disabilities.

 

2.2. Objectives

The ESI programme’s main areas of focus are 

• Advocacy and awareness-raising on the rights of people with disabilities to ensure 
their integration into society

• Community-based training, rehabilitation and job coaching to support  people with 
disabilities so that they can participate in the labour market. 

• Training and coordination with employers, so that they make jobs and training 
internships accessible to people with disabilities
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The first phase of the programme, which 
lasted for four years from 2008 to 2011, 
engaged with 3,000 people with disabilities 
and their families as recipients of training 
or other support services. In addition, the 
programme targeted the state and private 
sectors which include about 600 companies. 
A second phase began in 2012. Over 500 
people with disabilities underwent a full 
course of training and job coaching, and 
over 100 of them got into jobs or training 
after their participation in the programme. 
Over a hundred companies participated 
directly in the programme too, attending 
trainings, signing protocols on inclusion, 
and offering training and work contracts to 
qualified people with disabilities.

3.1. Age group 

The ESI programme targets people with 
disabilities aged 18 to 24 years. 

3.2. Gender considerations

Females and males participated and 
benefited equally from the programme. 
Families that resisted the participation of 
their children in the programme, usually 
parents of young women, were visited by 
programme social workers to negotiate 
their acceptance; these efforts were 
generally successful. Participants were 
reached through community outreach, 
working through the Social Development 
Centres of the Ministry of Social Affairs, local 
municipalities, the United Nations Relief 
and Works Agency for Palestine Refugees 
in the Near East and other similar agencies. 
The outreach was conducted by the social 
workers of the above-mentioned institutions 
who were familiar with the communities and 

the families of youth with disabilities.

3.3. Ethnic/disability considerations

The programme specifically targeted the 
needs of disabled individuals. Participants 
were reached through community outreach, 
relying on the Social Development Centres 
operated by the Ministry of Social Affairs 
and the cooperation of local municipalities, 
the United Nations Relief and Works Agency 
for Palestine Refugees in the Near East 
and other similar agencies. The outreach 
was conducted by the social workers 
of the above-mentioned institutions who 
were familiar with the communities and the 
families of youth with disabilities.  

3.4. Targeting the most marginalized/                        
         most at risk

Individuals with disabilities are a vulnerable 
and marginalized group in society. The 
intervention focused on empowering 
youth with disabilities; bolstering their self-
confidence and supporting them in working 
through some of their own personal or 
family issues; and building their capacities 
to prove that they are able to perform well at 
a regular job and in an inclusive manner.6 

3.5. Human rights programming

The Convention on the Rights of Persons with 
Disabilities sets out some important human 
rights principles – respect for personal 
dignity and autonomy; non-discrimination; 
participation and inclusion; respect 
for difference and diversity; equality of 
opportunity; accessibility; equality between 
men and women; and respect for children’s 
evolving capacities and identities. The ESI 
programme is rooted in these human rights 
principles. Human rights programming

  3. Target group

6 Ibid.
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means using a programme needs, which 
should be addressed in the second phase, 
were able to be identified. The youth also 
contributed to the development of the 
objectives and the goals of the programme

accessibility; equality between men 
and women; and respect for children’s 
evolving capacities and identities. The ESI 
programme is rooted in these human rights 
principles. Human rights programming 
means using a programme to address 
discrimination and inequality and to promote 
participation and respect for dignity, 
autonomy and difference, and the ESI tries 
to make these principles into a reality. It 
tackles discrimination and exclusion head-
on, and it involves people with disabilities, 
and other stakeholders, in all stages of the 
programme. 

Another important component of human 
rights programming is advocacy. Human 
rights programmes are intended to bring 
about wider change, and the ESI programme 
does this by working with the government to 
promote the rights of people with disabilities 
and to implement Law 220/2000, linking its 
advocacy to the Convention on the Rights of 
Persons with Disabilities, ILO commitments 
to promoting social justice and achieving 
decent work for people with disabilities. 
The ILO and UN human rights bodies are 
partners in the programme. 

3.6.  Youth involvement

Youth with disabilities were involved in the 
planning, implementation, and evaluation of 
the programme. This was done through:

(1) focus groups with people with disabilities 
to discuss their needs and appropriate 
methods of intervention to address these 

needs; 

(2) consultative meetings with target groups 
and partners from the private sector, 
municipalities and associations; and 

(3) annual meetings with members of the 
Union for Disabled Persons to plan the 
annual agenda.

With the involvement youth with disabilities, 
additional training and employment needs, 
which should be addressed in the second 
phase, were able to be identified. The youth 
also contributed to the development of the 
objectives and the goals of the programme 
and set the employment criteria.

4.1. Strategies / theoretical approaches/
methodologies

The ESI programme’s theoretical approach 
is drawn from the social model of disability. 
The ‘social model of disability’ arose in the 
late twentieth century as a critique of medical 
and charity-based models of disability, 
and it shifted understandings of disability 
away from individual impairments to the 
systematic oppression and discrimination 
against people with disabilities, negative 
social attitudes, and excluding systems and 
infrastructures. The social model helped to 
move understandings of disability away 
from pity and philanthropy, and towards 
rights. So the ESI programme addresses the 
challenges and obstacles in the work place 
that are preventing youth with disabilities 
from finding work. By addressing these 
obstacles, the programme is able to better 
train youth with disabilities and prepares 
them to qualify for jobs. As such, the 
programme’s implementers engaged all 
actors

    4. Strategy and implementation
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and stakeholders from the start and 
involved them in all levels of programme 
development and implementation, drawing 
a network of complementarity between 
the social sector, civil society, the private 
sector and government agencies. Thus 
the programme built on systems that were 
in place or that were outlined by Law 220, 
and supported their proper functioning by 
engaging people in these sectors in the 
programme and advocating for them to fulfil 
their roles.

The LPHU undertook a series of studies 
that examined the position of people 
with disabilities in the labour market and 
analysed the legal framework that informed 
the formulation of the programme. These 
studies helped to further refine the ESI 
programme. The studies include:

• Disability and Livelihoods in Lebanon 
(2003): This studied the situations of a 
sample group of people with disabilities, 
looking at their education and 
employment status and the constraints 
they face when seeking to improve their 
livelihoods;

• Disability and Employment (2004): This 
paper analysed the legislative framework

• and the roles of different stakeholders 
(NGOs and government bodies);

• The Employment Situation of People with 
Disabilities in the Bekaa Region:

• Difficulties and Opportunities (2005): 
This study examined education and 
employment status in depth with specific 
regard to Bekaa, providing further 
analysis by gender and age;

• Survey of Companies in the Private 
Sector to Explore Available & Potential

• Employment Opportunities (2006): This 
study supports the approach to be taken 
in the programme.

4.2. Activities 7

The programme’s activities are multifaceted 
and address challenges at four different

levels of the system: 

1. National legislation and policy, 
and employment in government 
institutions; 

2. Private sector employers; 

3. People with disabilities themselves; 

4. Networks of NGOs and agencies 
working with people with disabilities.

  1. National legislation and policy 

Aiming to activate the implementation of 
Law 220/2000, the LPHU team advocates 
with relevant decision makers to issue 
implementation decrees for the law. The 
advocacy efforts target five groups:

• Group 1: Relevant ministries;

• Group 2: All institutions which deal 
with employment and fall under the 
supervision of the ministries;

• Group 3: All Social Development Centres 
of the Ministry of Social Affairs across the 
different regions;

• Group 4: Chambers of Commerce, 
Industry and Agriculture, and economic 
organizations;

• Group 5: Labour syndicates.

7 Information document about economic and social inclusion shared by Doha Yahfoufi.
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Work with Group 1

This group includes the Ministries of Labour, 
Education, Industry, and Social Affairs.
Successful lobbying by LPHU resulted in the 
issuance of the Accessibility Decree, which 
clearly states the necessity of fulfilling the 
‹accessibility criteria› in all public buildings 
which will be built and for it to be mandatory 
in order to receive the building license.
LPHU was able to create a support network 
including the Syndicate of Engineers, the 
Lebanese Standards Institution (LIBNOR), 
the APAVE Company and representatives 
from urban planning companies which 
allowed the lobbying efforts to succeed.
LPHU is working with the ministries to 
remedy the issue of implementation of Law 
220/2000. This is especially critical because 
people with disabilities face many obstacles 
in their daily lives and there is a crucial need 
to have a proper mechanism to ensure 
implementation of the law and related 
decrees (i.e., the Accessibility Decree).

At the legislative level, the Parliamentary 
Human Rights Committee invited LPHU to 
review the national human rights plan for 
2011-2015, specifically regarding social 
and economic rights. The LPHU team added 
recommendations regarding the rights of 
people with disabilities in employment, 
education, health and social security to be 
included in the plan.

Work with Group 2

   LPHU succeeded in designing a successful 
partnership with LIBNOR through which it 
formed a committee of experts, including 
one person from LPHU, and drafted the 
accessibility criteria that were endorsed in 
the Accessibility Decree. The partnership 
with LIBNOR allows LPHU to exchange 
experiences and information in the field 
of accessibility and social responsibility 
standards. It was also agreed that LIBNOR 
employees will be given training on diversity 
and inclusion.
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LPHU also cooperated with the National 
Employment Office (NEO). A partnership 
contract with NEO was originally planned, 
but the latter’s limited funding allowedonly 
three vocational training sessions for 
people with disabilities organized by LPHU 
in Baalback and Mount Lebanon.

Work with Group 3

The LPHU team continued to 
implement interventions in all Social 
DevelopmentCentres in South Lebanon, 
Bekaa, Beirut and Mount Lebanon, and 
conducted numerous field visits to build 
a network with the centres. Building the 
capacity of workers in these centres was 
necessaryto increase their awareness of 
disability and Law 220/2000 and to expose 
them to the mechanisms for including 
people with disabilities in the workplace. 
LPHU organized and delivered seminars 
and training sessions for the municipalities 
and NGOs collaborating with the centres. In 
addition, LPHU conducted eight workshops 
in South Lebanon as part of ILO training 
for the Social Development Centres and 
NGOs. The workshops, which had a total 
of 17 participants, tackled issues related 
to diversity; inclusion; kinds of disability; 
the needs of people with disabilities and 
supportive tools for them; Law 220/2000 
and international conventions on the right 
to employment of people with disabilities; 
and the situation of people with disabilities 
in Lebanon, including their unemployment 
rate. The workshops used a participatory 
technique that included brainstorming, 
voting and group work.

Work with Group 4

The stakeholders in this group include all 
the Chambers of Commerce, Industry and 
Agriculture in Beirut, Bekaa, Zahle and Tyr. 

LPHU collaborates with these chambers to 
organize roundtables and invite companies 
to participate in training delivered by 
LPHU. For example, the Chamber of 
Commerce and Agriculture in Zahle was 
very cooperative and provided LPHU 
with information about local companies 
and their contact information, as well as a 
venue to organize and arrange meetings.
This chamber dedicates 15 minutes at 
the beginning of any seminar or workshop 
held in its facility to introducing the EIP 
programme and to promote the concept of 
inclusion.

Work with Group 5

This group includes all labour and 
workers› syndicates. Acknowledging the 
important role that these syndicates play 
in monitoring the work of companies and 
supporting workers’ rights, LPHU has 
found that this group can play a significant 
role in increasing awareness of inclusion 
of people with disabilities at the workplace 
and encouraging companies to hire them.

(2) Private sector employers

The ESI programme builds the capacities 
of the private sector and support them to 
adopt the concept of economic inclusion. 
LPHU has developed a large database 
and built a network of relations with various 
private sector companies (e.g., industries, 
services, banks, tourism and commerce).
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 It has provided awareness-raising sessions 
for employees in hundreds of private sector 
companies companies in four regions of 
Lebanon, through organizing roundtables, 
in collaboration with the Chambers of 
Commerce and different economic bodies 
and employer syndicates, that tackled 
issues related to diversity, inclusion, Law 
220/2000, the benefits of employing people 
with disabilities, accessibility criteria and 
workplace adaptation. Other sessions 
addressed the basic steps to take adopt 
inclusion and respect diversity.The goal 
of these awareness-raising sessions is to 
change the attitudes of  employers towards 
people with disabilities and modify any 
misconceptions they may have. Training 
on accessibility The ESI programme also 
provides training and consultancies to 
companies to support their adaptation of 
internal work policies and systems to be 
inclusiveDuring 2012-2015, LHPU worked 
with 105 companies from different sectors 
to develop their internal work policies, train 
their human resources departments and 
meet the necessary accessibility criteria. 
The activities included primary field visits 
to review company policies, understand 
the organization and operations of the 
human resources department and observe 
the work environment (3-4 visits for each 
company). Evaluation reports were 
developed after every visit in which the team 
would recommend a work plan to build the 
capacity of the company, including:

• Training sessions for human resources 
employees on the inclusion criteria, the 
rights of people with disabilities and how 
to amend internal policies, recruitment 
policies, interview mechanisms and the 
policy for following up with employees 
(management of diversity). Each training 

cycle include three sessions each lasting 
1.5-2 hours; 

• Training sessions for the employees 
on how to communicate with and treat 
people with disabilities in the workplace;

• Preparing recommendations for making 
the company’s internal policy inclusive, 
taking into consideration the diversity 
criteria, Law 220 and the Convention on 
the Rights of Persons with Disabilities. 
These suggestions are discussed with 
the company’s management prior to 
implementation;

• Following up on the amendments to the 
internal work system (through field visits 
when needed); 

• Providing technical, financial and 
architectural consultancies to make the 
changes needed to make the company 
physically accessible (with the minimum 
standards) to people with disabilities, 
including the entrance, lobbies, toilets, 
offices and elevators.

Human resources training

The ESI programme also provides human 
resources training. The training provided 
information on: 

• The discrimination that people with 
disabilities face and the stereotypical 
beliefs surrounding their capabilities. 
Four models – medical, charity-based, 
social and human rights-based – were 
used to clarify the most significant facts 
and false beliefs concerning people with 
disabilities and the means of approaching 
disabilities; 

   



81

• The lack of inclusiveness in the 
cultural, social, economic, and physical 
environment of the society; 

• The explanation of Law 220/2000 and 
the Convention through the use of videos 
and PowerPoint presentations; 

• Methods to conduct assessments and 
to set a plan to enable the company to 
become inclusive; the trainers supported 
the employees in developing methods 
and plans for their companies; 

• The benefits of employing people 
with disabilities and the employment 
strategy which is executed through the 
implementation of the ‘three As’: Attitude: 
based on equality and respect for human 
rights; Accessibility: the requirements of 
accessibility criteria to make a company 
accessible to everyone, not only people 
with disabilities; Accommodations: 
the importance of job amendments 
and modification of job descriptions 
(modifying responsibilities, time and 
tools) to achieve inclusion; 

• Training of human resources staff on 
how to advertise job vacancies, conduct 
job interviews, deal with people with 
disabilities, conduct periodic training 
for employees on the topic of inclusion 
and diversity, and monitor and evaluate 
the performance of employees with 
disabilities.

The Diversity Support Committee in the 
Workplace 

In 2006, LPHU founded the Diversity 
Support Committee in the Workplace, 
which includes companies that employ and 
support the employment of people with 
disabilities and adopt diversity criteria. The 

committee currently includes 39 companies 
from Bekaa, Beirut, Mount Lebanon and 
the South. The committee works on the 
following issues: 

• Adopting inclusion and diversity policies; 

• Supporting the employment of people 
with disabilities through career and skills 
development;

• Promoting diversity in the workplace 
and updating information about diversity 
criteria; 

• Providing consultation to the programme 
on some economic issues; • Funding and 
sponsoring awarenessraising activities 
on diversity and inclusion.

(3) People with disabilities 

Training for job seekers During 2012-2015, 
the ESI programme carried out 36 training 
sessions for job seekers which trained 360 
people with disabilities in the basic skills 
needed to enter the workplace. These 
sessions include a psychosocial intervention 
programme, training on Law 220/2000, 
leadership skills, planning and career 
guidance in addition to general information 
on types of disability, assistance devices 
and adaptation techniques. The training 
takes place in eight sessions over a period 
of two months (one session per week for 3.5 
hours). The team divided the beneficiaries 
into 36 groups in 36 training workshops 
during the three years (12 workshops per 
year and 10 persons per workshop). The 
criteria considered in building the groups 
were age group, gender equality, education 
level and employment experience. The 
beneficiaries are divided into four groups: 
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• First group: persons with education with 
work experience; 

• Second group: persons with education 
without work experience; 

• Third group: persons with work 
experience without education; 

• Fourth group: no education and no work 
experience.

Before starting the training sessions, a team 
of social workers from LPHU conducts an 
assessment of the needs of the beneficiaries 
by filling out a questionnaire. This 
information helps to define the appropriate 
training programme for each individual. 
Provide training and job opportunities for 
people with disabilities LPHU strives to 
provide training opportunities for people 
with disabilities within the programme›s 
target companies. This is achieved through 
the following activities: 

• Supporting beneficiaries to apply for job 
vacancies within the targeted companies 
by preparing a CV, submitting an 
application and holding a test interview 
with them in coordination with the 
employers; 

• Training periods of 1-6 months are 
determined in coordination with the 
employer who in turn monitors and 
evaluates the trainees; 

• Following up with the beneficiaries and 
providing them with consultation and 
guidance when needed. 

The employment process is as follows:

• The teams at the three job centres in LPHU 
branches receive the CVs of people with 
disabilities and make a comprehensive 

evaluation of each one; 

• The professional team visits the 
companies with job vacancies; 

• The team assesses the work place and 
conducts a detailed description of the 
employment environment; 

• The team chooses the appropriate 
person for the job opportunity; 

• The team follows up with the employer 
and people with disabilities after 
employment; 

• The team suggests any needed 
modification and adaptation. 

Working with parents 

The ESI programme holds awareness-
raising sessions for the parents of people 
with disabilities which include information on 
disability and its different types, the rights of 
people with disabilities and how to support 
their children when they are entering the 
job market. This activity aims at helping the 
parents, especially mothers, to accept their 
children›s disabilities and to believe in their 
capacity to learn and work like others.In 
three years, the ESI programme conducted 
12 awareness-raising workshops targeting 
the parents of the beneficiaries (four 
workshops per year). Each workshop 
was implemented over three days (three 
hours per day) and included theoretical 
information and different practical activities 
undertaken through working groups. 

Working with parents 

The ESI programme holds awareness-
raising sessions for the parents of people 
with disabilities which include information 
on disability and its different types
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 the rights of people with disabilities and 
how to support their children when they are 
entering the job market. This activity aims 
at helping the parents, especially mothers, 
to accept their children›s disabilities and 
to believe in their capacity to learn and 
work like others. In three years, the ESI 
programme conducted 12 awareness-
raising workshops targeting the parents 
of the beneficiaries (four workshops per 
year). Each workshop was implemented 
over three days (three hours per day) 
and included theoretical information and 
different practical activities undertaken 
through working groups. 

Vocational training provision 

The ESI programme team organized 
two trainingof- trainers sessions for the 
trainers of all partner institutions that 
provide vocational training to people with 
disabilities. These sessions are intended to 
raise the awareness of vocational trainers 
regarding disability and the special needs 
of people with disabilities. In particular, they 
focus on introducing vocational trainers to 
the different kinds of disability, enabling 
them to make their classes more adaptable 
to the needs of people with disabilities 
while achieving the academic goals of the 
vocational training. As a result of these 
trainings, vocational trainers report an 
improved ability to deal with people with 
disabilities who attend their own training 
sessions. In parallel, LPHU follows up with 
people with disabilities and encourages 
them to attend the vocational training 
offered, including the following courses: 

• professional computer training; 

• literacy; 

• English language; 

• CorelDraw (graphic design); 

• AutoCAD (computer aided design).

(4) Networks of NGOs and agencies 
working with people with disabilities.

The ESI programme developed resources 
for civil society organizations supporting 
people with disabilities. The key publications 
developed in 2012- 2015 are:

1. Diversity at Workplace (guide);

2. How to Become an Inclusive Company 
(booklet);

3. Waw (newsletter);

4. Programme brochure;

5. Reference guide for media about terms 
related to disability.

4.3.  Innovativeness

Similar programmes have been 
implemented in the United Kingdom 
and other countries in Europe, but the 
programme is innovative in that there are 
no others in the MENA region. In addition, 
the design was adapted to respond to 
the contextual specificities of youth with 
disabilities in Lebanon and of Lebanese 
services and employment markets in 
general. It is also innovative in its approach 
of engaging all stakeholders and actors as 
partners in programme implementation. 
Prior to this programme, interventions in 
Lebanon to address the employment of 
youth with disabilities remained rooted in 
the medical model of, disability  focusing 
only on segregated sheltered workshops or 
charitable purchases of handicrafts and art 
pieces. Those short-term interventions do 
not challenge the job market or the overall 
status quo of discrimination.
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The programme has been ongoing since 2004 
and has been executed in three phases. During 
the second and third phases, the team had an 
average of 15-20 employees, in addition to a 
number of volunteers, located in the central 
administration or the geographic areas. 
No additional structures were developed 
for implementing this programme; it was 
implemented through the existing structures of 
LPHU in terms of offices and logistical support 
and drawing on the available facilities of 
partners in the private and public sectors. The 
programme is working towards sustainability 

by diversifying its funding base and has 
already started forging partnerships with 
the Chambers of Commerce and the private 
sector, which have covered the costs of 
specific activities in the current phase 
of the programme. LPHU also sought to 
institutionalize the programme›s process 
and integrate it into the services of the 
Ministry of Social Affairs, thus guaranteeing 
its sustainability. This model has not fully 
taken off, but has been officially endorsed 
by the Ministry.9

4.5. Sustainability

The programme has been ongoing since 
2004 and has been executed in three 
phases. During the second and third 
phases, the team had an average of 15-
20 employees, in addition to a number 
of volunteers, located in the central 
administration or the geographic areas.
No additional structures were developed 
for implementing this programme; it was 
implemented through the existing structures 
of LPHU in terms of offices and logistical 
support and drawing on the available 
facilities of partners in the private and 
public sectors. The programme is working 
towards sustainability by diversifying its 
funding base and has already started 
forging partnerships with the Chambers of 
Commerce and the private sector, which 
have covered the costs of specific activities 
in the current phase of the programme. 
LPHU also sought to institutionalize the 
programme’s process and integrate it into 
the services of the Ministry of Social Affairs, 
thus guaranteeing its sustainability. This 
model has not fully taken off, but has been 
officially endorsed by the Ministry. 

Breakdown of costs 
(approximate)

In euros

Staff 100,000 
Transportation and 

consumable (internet+ 
mobile+ office supplies+ 

stationary)

30,000 

Administrative costs 15,000 
Publications and 

Research 20,000 

Job seekers training and 
roundtables for the private 

sector
45,000 

Vocational Training 30,000 

4.4. Cost and funding

The history of the programme starts with the 
establishment of the job centre by LPHU in 
the Bekaa region and of a job centre in Beirut 
in 2004 funded by Oxfam and Christian Aid.  
Three years later, the Economic and Social 
Inclusion programme was designed and 
launched with funding from the European 
Union (EU) and Christian Aid, and ran for four 
years (2008-2011). The programme slowed 
down in 2011-2012 due to funding problems 
but resumed in 2012 in its third phase with a 
higher budget, set to run until end-2015. The 
budget increased due to external funding, 
mainly from the EU and Christian Aid, with an 
estimated annual budget of 250,000 euros 8 
(see table below).

8 Interview with Doha Yahfoufi, ESI national program coordinator, 2014.

9 Ibid
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4.6. Replicability

In the current phase, 2012-2015, LPHU 
will collaborate with an NGO in the State 
of Palestine to share the good practices 
of the programme and assist the NGO in 
replicating it. This collaboration has been 
funded within a framework of joint funding 
between Christian Aid and the EU. 10

LPHU commissioned an evaluation of the ESI 
programme in June 2011 which included a 
desk review of the programme documents 
(the programme proposal, annual reports 
and monitoring and evaluation documents) 
and collection of primary data through 
interviews and/or focus groups with the 
following stakeholders: 

• Programme team and decision makers; 

• people with disabilities who obtained 
employment as a result of the programme; 

• people with disabilities who did not 
obtain employment as a result of the 
programme; 

• Human resources representatives from 
the private sector; 

• Trainers and vocational training centre 
staff; 

• Civil society partners; 

• A sample of municipalities, NGOs and 
other network partners in the programme. 

The data were analysed to draw out specific 
incidents and themes that best described 
pivotal achievements, tangible gaps or 
needs and lessons learned for improved 
planning. The parameters explored in this 
analysis fell along the lines of the main 

stakeholders and the beneficiaries, who 
formed the real structure of the programme 
and felt its impact. The parameters are 
illustrated in the figure below. 11 

Evaluation results

The programme was mostly successful 
in meeting its objectives; in the light of 
the programme’s success, implementers 
developed new objectives to be met by 
end-2014, primarily to formulate more 
developed strategies and to attain a higher 
rate of involvement.  

The first phase of the ESI programme 
succeeded in finding employment for 25 
per cent of its participants in the formal 
sector, of whom 50 per cent were women. 
The programme provided more than 217 
job opportunities and 70 people with 
disabilities were employed in 2013-2014 
alone. This compares favourably with the 
only comparable initiative in Lebanon, 

 5. Evaluation of effectiveness

10 Ibid.

11 Lessons Learned and Future Directions evaluation.
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implemented by the NEO in 2001-2003, 
which hired six people with disabilities (1 per 
cent success rate) out of 600 employment 
requests. The ESI programme succeeded 
in making ministries aware of the political 
necessity of carrying out their obligations 
to promote employment for people with 
disabilities. Outcomes All people with 
disabilities interviewed expressed a drastic 
change in their lives due to the programme. 
These changes include: 

• A ‹humanizing› experience as their lives 
were altered after being removed from 
their customary restrictive circumstances, 
for training and then for work. 

• People with disabilities said they had a 
‘small scope of life’ before inclusion.

• A tremendous boost to self-esteem was 
noted in all interviews.

• The resourcefulness and productivity 
introduced into their lives changed their 
relationships with their families and more 
notably with their communities. They 
no longer feared the world outside their 
homes and believed that the focus was 
no longer on their impairment or illness 
but on their work.

• The programme allowed people with 
disabilities to enjoy a better quality of 
life: better use of their time, changed 
behaviour and treatment, meeting people 
outside of their usual circles, moving 
around on their own and discovering 
that learning new skills was not difficult.
The results are summarized in the time 
frames below: 

2005 – 2008: 300 people with disabilities 
who had received career advisory services 
were matched with jobs, of whom 150 were 
employed in different sectors. 

2008 – 2009: 46 job opportunities were 
offered in addition to the 200 such 
opportunities offered by the job centres. 
On the other hand, 40 CVs were received, 
35 candidates were interviewed and 21 
were employed, in addition to the 16 
individuals who participated in the National 
Employment Council exams. 

2009 – 2010: on the employment side, 
the programme provided more than 130 
job opportunities as a result of continuous 
follow-up and visits with the companies in 
Beirut, Bekaa and Tyr/Sour. On the other 
hand, 258 CVs were chosen and were sent 
to the companies; 55 beneficiaries were 
interviewed and 40 were hired. 

2010 – 2011: on the employment side, 
the programme provided more than 59 
job opportunities as a result of continuous 
follow-up and visits with the companies in 
Beirut and Bekaa. 173 CVs were chosen 
and sent to the companies; 48 beneficiaries 
were interviewed and 29 were hired. 

2012 –  2014: the programme provided more 
than 217 job opportunities and 70 people 
with disabilities were employed. LPHU 
succeeded in making ministries aware of 
the political necessity of carrying out their 
legal obligations to promote employment 
for people with disabilities. As a result, the 
Accessibility Decree was issued, mandating 
the application of the accessibility criteria in 
all public buildings. 
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• The programme responded well to the 
challenges of the Lebanese context such 
as social practices of overprotection 
and isolation, the lack of facilities and 
infrastructure and practices in the public 
and private sectors that were rooted in 
the medical model of disability. 

• Programme implementers engaged all 
stakeholders and actors in the design, 
implementation and evaluation of the 
programme, making it much more 
effective in achieving its goals. 

• The programme responded well to the 
challenges of the Lebanese context such 
as social practices of overprotection 
and isolation, the lack of facilities and 
infrastructure and practices in the public 
and private sectors that were rooted in 
the medical model of disability. 

• Programme implementers engaged all 
stakeholders and actors in the design, 
implementation and evaluation of the 
programme, making  it much more 
effective in achieving its goals.

• Some parents were not convinced that 
their children could be involved in this 
programme and feared their children 
might fail. This led people with disabilities 
to drop out of the programme at earlier or 
later stages without giving valid reasons. 

• Transportation continued to be a 
challenge, due to the lack of availability 
and cost. 

• The security situation in Lebanon, 
especially in Bekaa, which interrupted 

the work of the Bekaa team. 

• Changes in the Government and the 
corresponding change in ministers 
posed a challenge for the programme 
because it had been working so closely 
with the offices of former ministers. 

• Funding was also a problem. 

• Reaching the target group was one of 
the most difficult parts of the programme. 

However, implementers overcame this 
challenge by working through the system 
of public and private social services. The 
programme was also announced in the 
newspapers to encourage persons with 
disabilities to join. 

Based on the evaluation of the ESI 
programme, the implementers identified 
activities that still need to be undertaken at 
different levels: 

• Provide additional social support and 
followup to individuals with disabilities 
(counselling and social support, forging 
connections in favour of inclusive 
employment); 

• Expand/continue some courses to allow 
for higher technical skills (such as English 
language and specialized computer 
courses); 

• Find space/facilities for learners to 
practice during the training process; 

• Improve transportation options for people 
with disabilities; 

• Responsive companies require more 
follow-up after meetings and roundtables, 
especially those offering jobs and 
awaiting candidates;

 6. Strengths and opportunities

7. Challenges

 8. Next steps and the way forward
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• Broaden marketing and public awareness 
efforts to spread the word further within 
the private sector; 

• Advocate for interregional coordination 
and networking. This could include 
producing a directory of inclusive 
companies, schools, NGOs, etc. 
and assisting municipalities, Social 
Development Centres and civil society 
partners in referring requests to the 
appropriate parties; 

• Increase the ability of vocational training 
centres to accommodate people with 
disabilities and become more inclusive; 

• Increase the engagement of the NEO; 

• Further compilation and reproduction of 
programme documents, success stories, 
case studies and guidelines into tools 
to market the programme and outline 
its procedures and reignite government 
interest and commitment to its goals; 

• Enrich the training programmes by linking 
trainers and potential employers to the 
job placement and training processes 
respectively. 

Working with the local stakeholders 
(the public/private sectors, people with 
disabilities, parents) has proven to be 
greatly rewarding for the ESI programme. 
If the programme were to be effectively 
implemented in another regional context, it 
would be prudent for the team to consider 
and build strong networks with local 
stakeholders. This, as demonstrated in its 
implementation in Lebanon, can aid in the 
sustainability of the project by providing 

the team with facilities and valuable 
information about the situation of people 
with disabilities in that region. Every context 
has its own idiosyncrasies that need to be 
addressed and considered in implementing 
the programme. The situation of people 
with disabilities differs from one country to 
another and these factors need to be taken 
into account.

• Strong network and collaborative 
techniques with private and public 
sectors; 

• Including companies and their human 
resource departments in the training 
intervention;

• Assisting work places to become 
accessible; 

• Targeting the legislative level and 
not merely the PWDs and   direct 
stakeholders.

1. Diversity at Workplace guide

2. How to Become an Inclusive Company 
booklet

3. Waw newsletter

4. Programme brochure

5. Reference guide for media about 
disability terms

9. Lessons learned and
    recommendations

10. Components to consider
      for scale-up in MENA

11. Resources
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Annex- Data Collection Sources

Interviews

Name Organization Capacity Data

Doha Yahfoufi & Nada Ozeir   LPHU   Project team   20 June

Nuha Ghuousseini   Head Of Baakline Municipality   Civil Society 
Partner   20 June

Michelle Abdallah   Sabre Travel Corp. Private Sector 
Partner 20 June

Hoda Slim MUBS (university) Private Sector 
Partner 21 June

Persons with disabilities who didn’t attain 
employment LPHU Beneficiaries 21 June

Persons with disabilities who did attain 
employment LPHU Beneficiaries 22 June

Mirelle Ajaka SOS Auto Private Sector 
Partner 22 June

Civil Socity Partners

MOSA SDCs:
- Chiah

-Bhamdoun
-Baakline
-Kafrhim

-Jeb Jennine
UNRWA
NOGs:

-Arc en Ciel
-Shu’aa Al Amal

Civil Society 
Partner 23 June

Trainers LPHU Project Team 23 June

Youssef Geha Chamber of Commerce- Zahle Private Sector 
Partner 24 June

Hind & Suzanne LPHU Project Team 24 June

Toufic Obari Obari Manufacturing Co. Private Sector 
Partner 24 June

Joumana Husheimi Husheimi Co. Private Sector 
Partner 24 June

Naji Imeys Head of Barr Elias Municipality Civil Society 
Partner 24 June

Rasmieh Hindi LPHU Project Team 24 June

Mirna Araji Decoglass Private Sector 
Partner 24 June

Mohammad Hashem L’Origin Private Sector 
Partner 24 June

Bashar Mohieddine Ta’alabaya Municipality Civil Society 
Partner 24 June

Sylvana Lakkis LPHU General Manager 27 June

Viviane Saade National Employment Office Government 
counterpart

Bruna Challita Four points Sheraton Private Sector 
Partner

Raymond Semaan Furn el Chebbak  Municipality Civil Society 
Partner


