Jurnal Studi Pemuda

Jurnal Volume 7 Nomor 1 tahun 2018
Studi P 139157
PemUd@ > aug

The workers with Disabilities’ Access to Workplace
Inclusion in Postmodern Model Perspective
Argyo Demartoto

Faculty of Social and Political Sciences Universitas Sebelas Maret
argyodemartotofisip@staff.uns.ac.id

ABSTRAK

People with disabilities are often labeled negatively and treated discriminatively within a community, including
in the workplace, so that only a few of them are absorbed in either formal or informal job. Meanwhile, they are
entitled to get a productive and reasonable job in order to realize their aspiration, to improve their life condi-
tion, and to participate actively within the community. This article studies the workers with disabilities” access
to workplace inclusion in Postmodern Model Perspective in Surakarta. Accidental sampling was used to select
informant; data collection was carried out through observation, in-depth interview, and document. Data valida-
tion was carried out using method and data source triangulation. The result of research showed that the access
of the workers with disabilities to workplace inclusion has not been optimal yet, because the opportunity was
still more limited compared with that for their non-disabled counterparts. Although inclusive work environment
has diverse potential human resources and the workers with disabilities’ perspective, creativity, innovation, and
problem-solving ability have not been utilized maximally. In the construction process, workers with disabilities
should actively participate in planning, implementation, and monitoring and evaluation so that the guarantee
of workers with disabilities” accessibility to a building, transportation and communication media, workplace
inclusion, and many facilities can be met. The improvement of accessibility in the term of independency, reha-
bilitation, and social grant, and the maintenance of social wellbeing level and equal right to grow and to develop
people with disabilities” talent, ability, and social life are important to develop workplace inclusion. Prioritizing
and respecting pluralism, equity, dignity, and active public participation simultaneously and sustainably will lead
to the realization of an inclusive society.
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. INTRODUCTIONS

People with disabilities are part of the com-
munity with equal position, right, obligation, and role
in many aspects of life and livelihood including rea-
sonable education, occupation, and livelihood. It has
been confirmed in Declaration on the Rights of Dis-
abled Persons (1975) and Republic of Indonesia’s [.aw
Number 4 of 1997 about People with Disabilities. A
variety of international standards about disability
and its status have been formulated, for example, In-
ternational Labor Organization's (I1.O) Convention
Number 111 of 1958 about Discrimination in Job and
Position ratified on June 7, 1999; 11.O’s Convention

Number 159 of 1983 about Vocational and Occupa-
tion Rehabilitation (People with Disabilities) not rati-
fied yet; and United Nations” Convention of 2006
about People with Disabilities” Rights and Prefer-
ence Protocol ratified on November 30, 2011.

I1.O has promoted and ascertained the disa-
bilities perspective in all aspects of manpower policy
and regulation, legislation implementation and en-
forcement, and effective policy for people with dis-
abilities, and has developed skill and job opportunity
to people with disabilities based on the principles
of equal opportunity, treatment, and mainstreaming

Jurnal Studi Pemuda 7(1), 2018

o

25



Argyo Demartoto

into vocational rehabilitation. Those aspects contri-
bute to poverty reduction and socially and economi-
cally inclusion of people with disabilities throughout
the world, including Indonesia (Filmer 2008; Mi-
tra et al, 2011; Mont and Cuong 2011; Strauser ed
2014; Mizunoya et al 2016).

The protection of workers with disabilities’
rights in Indonesia have been governed in several
regulations: Republic of Indonesia’s Law Number
4 of 1997 about People with Disabilities, Repub-
lic of Indonesia’s Government Regulation Number
43 of 1998 about the Attempt of Improving Social
Wellbeing of People with Disabilities, Republic of
Indonesia’s Law Number 39 of 1999 about Human
Rights, Minister of Labor and 'Iransmigration’s
Regulation No. KEP-205/MEN/1999, Republic of
Indonesia’s Law Number 28 of 2002 about Building
Construction, Republic of Indonesia’s I.aw Number
25 of 2009 about Public Service and Republic of
Indonesia’s L.aw Number 8 of 2016. Nevertheless,
the people of disabilities” accessibility is still very
limited and even there has been no clear legal or
administrative sanction imposed by the Republic of
Indonesia’s Ministry of Labor to public or private
institutions unwilling to employed people with dis-
abilities.

Considering the data of National Labor
Force Survey (Indonesian: SAKERNAS) in 2017,
the people with disabilities at productive age con-
sist of 21,930,529 people and out of this number,
11,224,673 people or S1.18 % belong to the la-
bor force. It includes 10,810,451 people or 96.31%
of labor force with disabilities working (employed)
and 414,222 people or 3.69% not working (unem-
ployed). The Informal sector is the most preferred
one to people with disabilities. Meanwhile, there are
10,705,856 people or 48.82 % belonging labor force
without disabilities in detail consisting of 206,163
people or 1.93% studying at school, 5,911,017 peo-
ple or 53.21% dealing with domestic chores, and the
rest of 4,588,676 people or 42.86 %. The number
of people with disabilities by type and sub-district in
Surakarta in 2016 can be seen in table 1.

Table 1.

The proportion of People with Disabilities by Type and
Sub-District in Surakarta in 2016

Physical Mental
Sub district Blind Deaf/Mute
disability Retarded
Laweyan 43 1 6 1
Serengan 18 - 2 3
Pasar
) 14 2 15 1
Kliwon
Jebres 34 2 24 7
Banjarsari 14 3 12 11
Total 123 8 59 23
2015 714 159 391 207
2014 321 152 163 150
2013 120 30 135 63
2012 587 314 782 305

(Source: Social Service of Surakarta 2017)

So far, people tend to assess physical disa-
bility negatively regardless of intellectual ability and
skill the people with disabilities have (Macy 1996).
The main problem in the work realm is negative label
inherent, so that there are insult and skepticism to
the job applicants with disabilities (Eiesland 1994;
Davis 1996). There is a misconception among gov-
ernment, non-government, or private institutions
on workers with disabilities, in which they always
doubt their ability because they take into account
more productivity and profit obtained by the insti-
tution and limited fund related to the recruitment of
workers with disabilities (Fuller 2010; Hernandez et
al 2011; Strauser ed 2014). People with disabilities
themselves are very sensitive to body image, self-ac-
ceptance, surrounding environment, freedom, and
performance achievement, thereby are getting irritat-
ed and angry easily to others and even to themselves
(Macy 1996; Davis 1996; Barnes and Mercer 2010).
It makes their accessibility to job opportunity low,
but currently, some public, non-public, or private in-
stitutions begin to give people with disabilities the
job opportunity. In addition to, they begin to pro-
vide facilities and physical infrastructure accessible
to people with disabilities as indicated with building
and infrastructure, instrument and facilitation service
to people with disabilities including toilet, oblique
parking lot, and handrail as the access path to en-
ter into the building. This article studies the work-
ers with disabilities” access to workplace inclusion in
Postmodern Model Perspective in Surakarta.

Jurnal Studi Pemuda 7(1), 2018

o

26



The workers with Disabilities’ Access to Workplace Inclusion in

Postmodern Model Perspective

2. LITERATURE REVIEW

In the work environment, layers of diver-
sity are distinguished based on personality; internal
dimension such as age, sex, sexual orientation, race
and ethnic; external dimension such as different
geographic location, income and life habit; and or-
ganizational dimension, such as seniority, different
position and job division (Gardenswartz and Rowe
2003). It can be seen in figure 1.

(Source: Gardenswartz and Rowe 2003)

Figure 1.
The Four Layers ol Diversity Model

A variety of policies related to people with
disabilities are inseparable from a community's pers-
pective on disabilities (Davis 1996). Departing from
Moral Model stating that disabilities are punishment
or sin due to human’s deed breaking social and reli-
gious norms prevailing, so that community isolates,
alienates, kills, and disposes of people with disabili-
ties (Kiesland 1994; Coleridge 1997). Medical model
or Individual Model views disabilities as physical
and mental weaknesses, thereby having disabilities
or limitation in doing activities. Disability is consid-
ered a personal tragedy that should be healed; there-
fore Medical Rehabilitation Center is established
for people with disabilities (WHO 2008). Through
the appeal to respecting human's rights including the
people with disabilities, Civil Model arises because
every individual has equal rights. Disability is a com-
munity problem needing advocacy concerning legal
and social system. Law experts, disabled activists,

and demand for the removal of discrimination, preju-
dice, alienation, and denial against their basic rights.
This activity aims to improve people with disabil-
ities’ access to economic, social, education, health
service facilities, occupational right, and environ-
mental resource (Barnes and Mercer 2010).

Postmodern Model or Social Model critici-
zes the existence of people with disabilities holisti-
cally and comprehensively related to all aspects of
society life. Social model views people with disabi-
lities using Social Oppression Theory, takes social
action to make the people with disabilities indepen-
dent and responsible, to make the community undis-
criminating, respecting the people with disabilities’
right so that social change occurs. It aims to realize
the inclusive society including workplace inclusion in
which all elements of society have equal opportuni-
ty to contribute to community life. For that reason,
pluralism, equity, dignity, and active participation of
community members in undertaking social activi-
ties run simultaneously and in a balanced manner
to realize the inclusive society (Oliver 1999; Miller
and Katz 2002; National Service Inclusion Project
2004).

Workplace inclusion is a part of human right
principles such as justice, respect, equality, dignity,
and autonomy promoted and being the part of an or-
ganization’s daily objective and behavior. Workplace
inclusion should enforce equality policy and human
right, work condition, dignity in the workplace,
worker wellbeing, and fair recruitment and procure-
ment practices, and involve the workers in developing
policy. There are diverse workers coming from either
local community or users. All workers are entitled to
have progressed, to identify constraint, and to make
a decision in dealing with it. Work institution should
identify potential tension in the workplace and act to
anticipate and to deal with it. The inclusive strategy
is completely supported and promoted by senior staff
(Equality and Human Rights Commission Guidance
2010). Employee retention, institution or company
image, market expansion, and absenteeism and turn-
over rate decrease, and such forms of workplace ac-
commodation as vocational counseling and guidance,
education and advocacy right, work schedule change,
work organization, and special transportation are
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the manifestation of Workplace Inclusion (Macy

1996; Roberge et al 2011; Nevala et al 2015).

3. METHOD

This research was taken place in Surakarta
Indonesia because there were workers with disabili-
ties working in both public and private institutions in
this area. Analysis units of this qualitative research
with phenomenological approach were workers with
disabilities, Chairperson of Yayasan lalenta Sura-
karta (Indonesian: Surakarta Talenta Foundation),
personnel staff of Surakarta Labor Service, and dis-
able activist. Accidental sampling was used to select
informants. "Techniques of collecting data used were
observation, in-depth interview and documentation
relevant to Haul activity. Data validation was carried
out using data source triangulation. Phenomenolo-
gy analysis was conducted interactively with Post-
modern Model Perspective including data reduc-
tion, data display, and conclusion drawing (Creswell

2013; Miles et al 2014).

3. RESULTS AND DISCUSSION

It is difficult to mention the certain number
of workers with disabilities in Surakarta, and even
Surakarta Labor Service does not have valid data
because neither public nor private institution em-
ploying disabled people reports it. The diversity of
workers, particularly those with a disability, is im-
portant to apply. An appropriate socialization in
government institution or company and employees
with disabilities as the part of human diversity that
has equal human rights to other humans with differ-
ent sex, skin color, ethnic group, religion, race, and
class is very important to do in order to appreciate
the people with disabilities” potency and ability and
to grow sense of disability in work environment
(Derrida 1978; Irigaray 2005). The inclusive work
environment can enrich creativity, innovation, and
problem-solving ability because of the more diverse
potency of human resource and perspective owned
(Equality and Human Rights Commission Guidance
2010; Roberge et al 2011; Buchanan and Huczyns-
ki 2017). Diversity without inclusion does not work

(Miller and Katz 2002).

A disabled academician and accountant of
Universitas Sebelas Maret graduated from a foreign
university stated that:

“In inclusion, an individual feels a sense of belong-

ing, respected, appreciated [or his/her uniqueness,

supported and getting others/neighborhood’s com-

mitment, thereby can maximize his/her capacity. It

means that every individual is involved in an orga-

nization and put it to be the mission of the organiza-

tion, thereby becoming a work culture and realized

in work organization, motivation, and high spirit”.
Work culture building on persistence values, sin-
cerity, and high commitment can encourage the
implementation of inclusive work system including
both espoused values and enacted values (Miller
and Katz, 2002; National Service Inclusion Project
2004; Dwiyanto, 2012; Groysberg and Connolly
2013; Buchanan and Huczynski 2017).

Adisabled worker in Surakarta City Gov-
ernment stated that:

“Symbol or attribute is also important to improve

the credibility of company elements such as working

uniform or other accessories giving an inclusive im-

pression. Attitude and behavior to diversity can cre-

ate result in the dissenting opinion and the working
institution needs them'”.

Workplace inclusion, according to a quadri-
plegic worker in a company in Surakarta, will make
the workers feeling appreciated and respected be-
cause they are treated prestigiously, appreciated for
their talent and skill, happy, more motivated and
aware of the advantage of inclusion. A personal staff
in Surakarta Labor Service stated that:

‘A workplace should be designed in such a way that
facilitates the workers with disability through a co-
ordinated attempt by taking into account personal
need, work environment, institution, and legal re-
sponsibility. It is intended for the development of
workers with disabilities”.

The development of cohesive, collabora-
tive, and creative work environment as a means of
encouraging the growth of sustainable business start-
ing with a clear and right understanding on diversi-
ty and inclusion (Roberge et al 2011; International
Labour Organization 2013). Addendum of USAID/
Indonesia’s Development Innovation Acceleration
published on June 24, 2014, a document number
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Indonesia-BAA-DIA, is intended to get Fxpression
of interest in research, innovation, and cooperation
to support USAID/Indonesia’s Inclusive Workforce
Development (IWD) program. The objective is to
promote more inclusive economic growth and to deal
with an increasingly wide income gap by improving
the development of workers for poor and vulnerable
people including those with disabilities. It can be ac-
complished by reaching potential partners that have
been recognized for their skill in various relevant
fields by co-creating, co-designing, co-investing and
cooperating with partners. Through TWD, USAID
attempts to improve the leveraging power of many
clements in a comprehensive worker development
system to encourage collective impact and transfor-
mative change, improving the poor and vulnerable
people’s access to high-quality and relevant worker
development, the training opportunity from private
sector, and the government's decision making capac-
ity at province and regency/city levels in developing
job training and opportunity (Hudson Jr. 2014; US-
AID 2015).

Diversity maturity and institution or com-
pany inclusion can be identified and improved. At
the basic layer, diversity issue and inclusion are
implemented concretely in the workplace. Aware-
ness means that leader and organizer have limited
awareness of the advantage of worker diversity and
inclusive culture. Understanding and application
through development action mean that all workers
understand that diversity serves to create an inclu-
sive work environment. Integrated means that leader
and employee have knowledge and skill concerning
how to improve company’s performance through
managing worker diversity effectively toward work-
place inclusion and sustainability, in which diversity
maturity and highest inclusion are achieved when all
employees show off inclusive behavior consistently
and consciously or when company has felt the bene-
fit of workplace inclusion (C1.C Human Resources,
2012; Hernandez et al, 2012; Hudson Jr, 2014).
Sapto Nugroho as the Director of Yayasan Talenta
Surakarta argued that:

“For all components of the institution or company

ranging [rom leader to the bottom-level employees
to have an equal understanding on workers with a

disability, an attempt is required to equate the per-

ception. Company and all employees should be able

to determine the coverage of diversity specifically
and clearly”.

Diversity management becomes a means
of improving performance, employee and customer
service and satisfaction. Diversity approach can be
used to improve the individual, team, or organiza-
tional performances through many existing practices
and procedures (Thomas and Ely 1996; Nilson 1997;
Phillips and O'Reilly 1998). In Indonesia, according
to a personnel staff of Surakarta Labor Service,

“There is a stipulation stating that employers and
officers with an authority of conducting worker
recruitment, selection, and placement processes
should have an understanding about the principles
ol worker recruitment, selection, and placement in
open, [ree, objective, fair, and equal manners while
considering right, opportunity equality, transparen-
cy, and ability. In this case, the company can coop-
erate with the government, utilizing social media,
and special education institution. Prospect workers
with disabilities are entitled to acquire opened and
objective information about a job opportunity. It
impacts the achievement of workplace inclusion and
the company’s larger opportunity of getting qualified
workers with disabilities”.

The selection process should emphasize on
justice or equality aspect, while different treatment
occurs only in the term of representing marginal or
minority group in the company. The meeting be-
tween the institution or company and the parents’
of prospect workers with a disability is conducted to
comply with the openness/transparency aspect (Po-
erwanti 2017). A disabled worker in Surakarta City
Government suggested that:

‘Job training is a rehabilitating activity focusing on
developing physical, mental, and social abilities of
people with disabilities in order to be able to under-
take their social function reasonably according to
their talent, ability, education, and experience. The
company can conduct worker development activity
by giving people with disabilities the equal opportu-
nity of developing their career’.

Diversity and inclusion training is required
to improve the awareness of individual difference
and change in the workforce and to create the be-
havioral change necessary to manage and to work
effectively in diverse workers. 'I'raining is the key
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to minimizing disruptions likely related to the sig-
nificant improvement of individual and organization-
al performances in workplace diversity (Wentling
et.al 1997; Strauser ed 2014; Saebones et al 2015;
Mizunoya et al; 2016). Fair rewarding is useful to
create workplace inclusion because workers with
disabilities feel being respected and appreciated for
the uniqueness they have and their contribution to
the company (Miller and Katz 2002). In workplace
inclusion, the use of attributes and symbols psycho-
logically can improve the credibility of all company
elements (Dwivanto 2012). Counseling activity can
support the creation of an inclusive work environ-
ment, meaning that the company provides service
paying attention to the psychological condition of
workers with disability and attempting to give a solu-
tion to their work problem. The designation of fa-
cilitator for workers with disabilities as the agent of
change can help the company to transmit the idea,
view, and practice of workplace inclusion to other
workers (Nilson 1997; International [.abour Organi-
zation 2015). Meanwhile, the attempt of minimizing
conflict between workers can be taken by reposi-
tioning the position to the field with lower conflict
risk, understanding and knowing the condition of
workers with disabilities with all of their limitations
(Thomas and Ely 1996; Roberge et al 2011).

According to Sapto Nugroho, the Director
of Surakarta Talenta Foundation:

“There are still some architectural constraints in

various public areas in Surakarta: sidewalk not dis-

abilities-[riendly, uneven road surface, high road
edge, too narrow door, too slippery floor, no ap-
propriate parking lot, no lif, too narrow sanitation
facility, stairs without safeguarding fence, window or
advertisement board inhibiting the road, and so on.

It becomes problems for people with disabilities with

a certain type and degree of disabilities so that they

cannot realize their right equality as the members of

the community.”

Alecturer of Regional and City Planning in
Engineering Faculty of Universitas Sebelas Maret
stated that:

“The architectural constraints affect workers with

disabilities who use the wheelchair, semi-ambulance,

and have a manipulatory disability (muscle movement
difficulty), sensory disability such as blind and deal,

and intellectual disability (mental retarded). A work-
er with disabilities in Surakarta’s government said
that the constraint encountered by wheelchair users
as the result of architectural design in the building
where he works includes the sudden change of sur-
face height levels such as in stairs or ditch, no slope
link between road and sidewalk, no adequate space
for knee under the table or wash basin, no adequate
space to bend, too narrow door and corridor, un-
even road surface due to stones thereby inhibiting
the running of wheelchair, too heavy door thereby
is difficult to open and too high location of buttons.”

Itis line with the opinion of the author’s col-
league in The Faculty of Economics and Business
in Universitas Sebelas Maret. Meanwhile, a quadri-
plegic worker in a company in Solo having difficulty
to walk but not requiring wheelchair complains about
too high stairs constructed in their company, too slip-
pery floor, too narrow turnstile or automatically clos-
ing door moving too rapidly, lift door closing too rap-
idly, and escalator without the handle and moving too
rapidly. Meanwhile, the difficulties the blind workers
encounter are particularly: no signboard or signs
that can be heard or seen with limited visual abili-
ty indicating floor number in multistoried building,
small obstacles such as the window open outward of
advertisement board put on sidewalk, dazzling or too
dull light, and lift without actual (touchable) hints to
distinguish many types of button or voice hints to
show the number of floors. Many deaf workers have
lip reading difficulty in the auditorium with poor
lighting, and cannot hear danger sign sound. Mean-
while, mentally retarded workers look for the way
into new environment difficultly because there is no
clear and standardized signboard. Therefore, infor-
mation should be presented in the format accessible to
people with disabilities, for example, Braille, loud-
speaker, capitalized a letter, signal use, sign language,
and etc. Surakarta often called as the paradise for
people with a disability even implements workplace
inclusion less optimally in various workplaces. So,
what about in other areas of Indonesia? It, of course,
should get our big attention. In the construction pro-
cess, people with disabilities should actively partic-
ipate in planning, implementation, and monitoring
and evaluation so that the guarantee of people with
disabilities” accessibility to the building,
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transportation and communication media, workplace
inclusion and many facilities can be met.

As a cross-sector issue, disabilities need syn-
ergic cooperation to deal with (Demartoto 2005).
People with disabilities are entitled to be supported
with (others’) attempts of facilitating them to be inde-
pendent/not dependent on others (Coleridge 1997).
In this case, government, institution, and disabili-
ties observer’s role is highly needed to support the
unemployment alleviation program. FEmpowerment
measure through improving people with disabilities’
ability can make them more powerful, meaning ca-
pable of doing something beneficial in community
development. People with disabilities become im-
portant considering that they have potency and will-
ingness to change into the better one, according to
potency, natural resource, and local wisdom existing
surrounding (Barnes and Mercer 2010). In addi-
tion, they are also entitled to get medical, psycholog-
ical and functional services, medical and social reha-
bilitation, education, skill training, consultation, job
placement, and all types of services enabling them
to develop their capacity and skill optimally, thereby
accelerating social reintegration and integration pro-
cesses. This attempt should be conducted as margin-
alizing people with disabilities from labor force will

lead the state loses 3%-7% of GDP.

However, workers with disabilities should
readily compete tightly in entering into job realm and
be equipped with intellectual ability and high-qual-
ity skill according to the job need (Jones 2016).
Workplace inclusion should be supported with co-
operation between public or private institutions and
related institutions; coworkers; work counseling and
the role of facilitator for workers with a disability.
Communication constraint, low productivity, and in-
stitutions or companies’ less readiness to place and
no professionals handling the workers by disabilities
should be anticipated and overcome.

5. CONCLUSION

The accessibility of disabled workers to
workplace inclusion in Surakarta has not been opti-
mal yet, because the opportunity is still more limited
compared with that for their non-disabled counter-

parts. The improvement of accessibility in the term
of independence, rehabilitation, and social grant, and
the maintenance of social wellbeing level and equal
right to grow and to develop people with disabilities’
talent, ability, and social life are important to develop
workplace inclusion. Prioritizing and respecting plu-
ralism, equity, dignity, and active public participation
simultancously and sustainably will lead to the reali-
zation of an inclusive society.
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