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Abstract. The main objective of this article is to bridge the research gap by providing a
comprehensive background on the development of Kazakhstan's quota employment policies for
individuals with disabilities within the broader context of the globalization process. The research
aims to evaluate the disparities between policy formulation and execution, considering how
international practices have shaped and influenced these policies, as well as Kazakhstan's
awareness of and alignment with these global standards. Additionally, the article seeks to suggest
practical methods to improve the policy's efficacy in fostering greater inclusivity in employment
opportunities in both the public and private sectors.

This research contributes to the existing body of literature by focusing on Kazakhstan's
specific situation regarding the employment of individuals with disabilities and the quota system.
The study's findings offer valuable insights into the challenges and opportunities for improving
inclusivity in the labor market in Kazakhstan, which can be relevant for other countries facing
similar policy developments.

The research uncovers the historical development of Kazakhstan's quota employment
policies and identifies key challenges in their implementation. It highlights discrepancies between
policy formulation and execution, which have affected the effectiveness of the quota system in
promoting inclusivity. Additionally, the study identifies practical recommendations to enhance the
policy's impact and create more opportunities for disabled individuals in the workforce.

Key words: globalization, international practice, employment, quota system, policy,
inclusion, Kazakhstan, workforce

Introduction

There are generally two methods that have been implemented globally to
encourage the hiring of individuals with disabilities. The first approach is known as
the "equality of opportunity” method, which is grounded in anti-discrimination
legislation. The second method is a quota system [1-2]. A quota system mandates
that both public and private sectors have a workforce with a minimum percentage of
individuals with disabilities, which could be regulated through laws, regulations, or
both. The specific quota requirements may differ across sectors and industries. In
Kazakhstan, such a quota system for jobs for people with disabilities was established
in 2016 by order of the Minister of Health and Social Development. In accordance
with this decree, a quota of jobs has been established for all enterprises, according
to which 2-4% of jobs should be given to people with special needs, without taking
into account jobs in heavy work, work with harmful, dangerous working conditions.
Previous research has focused on the use of quota systems in Europe [3] as well as
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in certain Asian nations like China, Japan, and South Korea. However, no studies
have yet investigated the implementation of a quota system in Kazakhstan, and only
a limited number of local authors have analyzed employment data related to quotas
in the country. This article seeks to address this gap by providing an overview of the
quota system in Kazakhstan and exploring the challenges that limit the participation
of individuals with disabilities in the workforce. Furthermore, the article aims to
identify potential strategies that can help to increase the employment of persons with
disabilities in Kazakhstan.

The enactment of the quota system in Kazakhstan. There are over 430,000
persons with disabilities of working age in Kazakhstan. Only a quarter, that is, 126
thousand people, or 29.6% of the people with disabilities of working age are engaged
in active work. This is significantly less than in OECD countries, where the
employment rate for people with disabilities is up to 40%. Over the past few years,
there have been notable transformations in the social policies pertaining to
individuals with disabilities in the Republic of Kazakhstan. This has resulted in the
development of a regulatory and legal structure that facilitates the management of
issues that arise in the process of establishing an inclusive environment. The Law on
Social Protection of Persons with Disabilities takes into account the successful
experience of other countries in this area. Employment quotas for individuals with
disabilities are widely regarded as a highly effective method of facilitating their
participation in meaningful employment across the globe. According to the Ministry
of Labor and Social Protection of the Population of Kazakhstan, recently only 21.4
thousand disabled people or 21.9% of the quota (97.9 thousand) have been employed
within the quota. The standard has been met by only 36% of enterprises, indicating
that the majority, which is nearly 64% of enterprises, have not yet achieved
compliance. Since the introduction of the policy in 2016, employment through the
quota system there is a slight increase in the employment of persons with disabilities
(Figure 1).
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Figure 1 — Dynamics of the number of employment by disability, from 2017

to 2021 in Kazakhstan (unit: thousand)
(Compiled by the author based on a data)



At the moment, the Republic of Kazakhstan has a quota for the number of
employees, which is 16.5 thousand people, and this number is determined by the
payroll number of employees at these enterprises, which is 561.7 thousand people.
So far, only 4 thousand people have been employed within the quota, while 8.9
thousand people have been hired without the quota. There is also a reserve of 4.2
thousand people. In this regard, the quota for the employment of people with
disabilities is currently not being fulfilled. There are rules for establishing a quota
for jobs for people with disabilities, which were approved by order of the Minister
of Health and Social Development of the Republic of Kazakhstan dated June 13,
2016 No. 498. However, in practice, local executive bodies do not apply these norms
uniformly. In seven regions (North Kazakhstan region, Mangystau, Turkestan,
Karaganda, Zhambyl, Kyzylorda regions), the quota is set only for enterprises listed
in the resolutions of akimats of districts and cities, and does not cover all enterprises,
which leads to the omission of some enterprises from the list. Moreover, the process
of establishing a quota requires periodic monitoring and inclusion in the list of newly
registered enterprises. In addition, control over compliance with the quota is carried
out only on the basis of applications and is considered a minor violation during
inspections. In this regard, employers practically do not bear responsibility.

According to Article 98 of the Code of Administrative Offenses of the Republic
of Kazakhstan, violation of the quota for employers can lead to a warning or an
administrative fine for entities of various sizes of enterprises. However, the labor
inspectorate checks compliance with the quota only on the basis of complaints, so
there is no information on orders issued for violating the quota. Despite this,
administrative fines that go to the budget do not contribute to the employment of
people with disabilities.

Description of materials and methods

The study used a mixed methodological approach, combining qualitative and
quantitative methods. An analysis of political and legislative documents of
Kazakhstan was conducted in comparison with international practices. Semi-
structured interviews were conducted with civil servants, employers, NGO
representatives and people with disabilities.

Quantitative surveys covered employers and people with disabilities to study
their experience and perception of the quota system. In addition, a comparative
analysis with other countries was conducted and case studies of organizations and
regions of Kazakhstan were developed.

The collected data were subjected to statistical and thematic analysis, which
allowed identifying key issues, trends and ways to improve the quota system. The
results obtained formed the basis for recommendations for improving inclusion in
the labor sphere.

Results

Challenges in Meeting the Quota

The enforcement of the quota system faces challenges due to non-uniform
application by local executive bodies, lack of periodic monitoring, and limited



consequences for non-compliance. Many employers prefer paying fines over hiring
disabled individuals, and fraudulent practices, such as "fake employment," have
emerged, evading the quota obligation.

Preferring to pay taxes instead of hiring people with disabilities in the
private sector. Research has shown that many companies around the world are
reluctant to employ people with disabilities, as evidenced by data from Italy [4]. In
Kazakhstan, some employers use the payment of fees as a way to avoid their
obligation to hire people with disabilities. This is also explained by the fact that the
fines for non-fulfillment of the quota are very small (First, a warning, and repeated
within a year after the imposition of an administrative penalty entails a fine of 5 MCI
(14,585 tenge) [5]. This data indicates that more and more employers are not
complying with the established norms.

The proliferation of ‘fake employment’ arrangements has been facilitated
by intermediary agencies and other accomplices. Not all employers want to enjoy
working with disabilities, as this requires appropriate working conditions and care.
This may be due to additional costs for workplace equipment, translators or
assistants. Some employers prefer to get rid of such workers or not to hire them,
using various tricks, the disabled person was registered for work and paid the
minimum wage, but in fact he was sitting at home. As a result, many young people
with limited sensitivity remain unemployed and live on welfare, however, it is worth
noting that in our republic there are signs of a decrease in the age of disability.

What obstacles may arise in the implementation of the concept of an
integrated workforce in Kazakhstan? In Kazakhstan, the low percentage of
employed persons with disabilities is associated with inefficient methods of state
support. A recent survey showed that a third of people with disabilities cannot find
work because of their disability, although most of them have education and job
opportunities [6]. One of the reasons for this state of affairs is the negative attitude
of part of the population towards people with disabilities. As a result, a significant
part of the disabled, especially those over the age of 55, believe that they should be
provided by the state and relatives. This is due to the fact that social policy in relation
to this group of the population in Kazakhstan is more focused on being tied to state
institutions than on creating conditions for their independent life. The Law on the
Social Protection of Persons with Disabilities defines a person with a disability as "a
person with a health disorder with a permanent disorder of bodily functions”, while
the UN Convention on the Rights of Persons with Disabilities describes them as "a
person with a permanent physical, mental, intellectual or sensory impairment who
may hinder their participation in society on an equal basis with others while
interacting with various barriers”.

Around the world, the public sector typically assumes a significant social
responsibility when hiring people with disabilities. In some countries, such as South
Korea, Japan and Spain, the public sector has a higher quota for the employment of
persons with disabilities than the private sector. In Kazakhstan, the same quota is set
for both sectors. It is necessary to create conditions that will help potential employers
see people with disabilities as new opportunities for developing their business or
company, instead of hiring them only out of necessity [6]. In Japan, there are



examples of organizations that are willing to hire people with special needs who
match the qualifications of the position [7]. If the organization is not ready to accept
such a worker, it can pay a special contribution to the fund, which will be used for
the employment of people with disabilities. If such a fund is created in our country,
it is very important to ensure transparency and fairness in the distribution of funds
so that this money is used only for the employment of people with disabilities.

Some employers do not refuse employment of persons with disabilities, but
only on the condition that the state provides financial incentives, such as tax breaks
or subsidies, as is done in some countries. In Japan, for example, the state provides
subsidies to companies that employ disabled people to provide them with special
equipment, but the condition is that disabled people receive the same salary as their
"healthy" colleagues [8]. In our country, some entrepreneurs offer to reimburse the
costs of arranging jobs for the disabled, purchasing special equipment, or subsidizing
part of the salary to cover the difference in the productivity of the disabled.

In our country, there are no measures to stimulate employment for disabled
people, which leads to the loss of motivation for many of them to work. The current
system encourages the first category of disability, which entitles to full state
assistance, but makes it impossible to work. In other countries, people with
disabilities are guaranteed employment through legislation and special programs that
provide social benefits depending on the level of ability to work. Even if a disabled
person has lost most of his ability to work and received a third disability group, he
can still work on the share of his opportunities available to him so as not to worsen
his economic situation [8]. In Kazakhstan, where there are no opportunities for part-
time employment and flexible working hours, even disabled people with a third
disability group are not in demand in the labor market.

To promote a more inclusive workforce in Kazakhstan, several strategies could
be considered:

- Strengthening Quota Enforcement

Enhance monitoring and enforcement mechanisms to ensure all enterprises
comply with the quota. Impose stricter penalties for non-compliance, discouraging
employers from evading their responsibilities.

- Raising Awareness and Changing Attitudes

Launch public awareness campaigns to promote inclusivity and change
negative perceptions about disabled individuals. Education and sensitization efforts
can foster a more welcoming environment for disabled employees.

- Tailored Financial Incentives

Implement financial incentives and subsidies for employers who hire people
with disabilities. These incentives can cover expenses related to workplace
accommodations and help level the playing field for disabled workers.

- Flexible Work Arrangements

Introduce part-time employment and flexible working hours to accommodate
disabled individuals' needs, making it easier for them to find and maintain
employment.

- Comprehensive Support Programs



Develop comprehensive support programs that provide social benefits based on
the level of ability to work. This will encourage disabled individuals to remain active
in the workforce without compromising their economic well-being.

By adopting these strategies and fostering an inclusive environment,
Kazakhstan can make significant strides in increasing the employment of people
with disabilities, ensuring they have equal access to meaningful and rewarding job
opportunities.

Discussion

The analysis of the employment quota system for people with disabilities in
Kazakhstan revealed both achievements and persistent challenges. Despite
legislative measures, such as the Law on Social Protection of Disabled Persons,
implementation practices demonstrate significant gaps [4]. The creation of an
accessible environment remains more of a declaration than a reality, as the
mechanisms for ensuring accessibility are vague and administrative fines are not
effective enough.

Key issues identified Infrastructure barriers

Despite legal requirements, social and transport infrastructure remains largely
inaccessible or inconvenient for people with disabilities. The lack of effective
monitoring and control over compliance with accessibility standards limits their
mobility and reduces opportunities for social and economic integration.

Barriers to employment

Social barriers, such as stereotypes and employer prejudices, persist. Such
discrimination is often due to a lack of understanding of the capabilities of people
with disabilities. In addition, the lack of accessible jobs that match their skills and
needs significantly reduces their employment opportunities.

Lack of education and information

Limited access to quality education and training reduces the competitiveness of
people with disabilities in the labour market. In addition, the lack of accessible
information on vacancies, employment services and rights in the workplace also
hinders their integration into the labour market.

Lack of support systems

The lack of intermediary organizations providing specialized assistance in
employment and adaptation in the workplace exacerbates the difficulties in finding
and maintaining work.

Proposed solutions

To address these problems, a comprehensive approach is required, combining
legislative reforms, infrastructure improvements and awareness-raising campaigns.
The following measures are recommended:

Development of social infrastructure

Investment in the creation of accessible social infrastructure, including
education, health care, cultural and sports facilities, is crucial. A more inclusive
environment will not only improve the quality of life of people with disabilities, but
also increase their self-esteem and self-confidence, motivating them to find work
and develop skills.



Adaptive Work Environments

Introducing adaptive technologies and work environments can significantly
improve the productivity and satisfaction of employees with disabilities. Individual
solutions that take into account their needs will make the workplace more inclusive
and effective.

Education and Training

Expanding access to education and training for people with disabilities will
increase their competitiveness in the labor market. Collaborating with employers to
conduct internships and mentoring programs can provide additional support.

Awareness-raising and awareness-raising campaigns

Conducting large-scale campaigns that highlight the benefits of employing
people with disabilities will help break down stereotypes and promote inclusive
hiring practices. Such campaigns can include successful examples, incentives for
employers, and recommendations for workplace adaptations.

Strengthening control and monitoring

Specialized bodies responsible for monitoring compliance with accessibility
and employment standards should be established. These bodies should have the
power to apply effective sanctions and assist organizations in complying with legal
requirements.

Conclusion

The employment quota system in Kazakhstan represents an important step
towards inclusion, but requires significant improvement in implementation.
Addressing systemic barriers, including infrastructural deficiencies, discriminatory
practices, and limited access to education and resources, is key to unlocking the
system’s potential.

A comprehensive approach, including legislative reforms, public awareness
raising, and infrastructure improvements, is needed to create an inclusive
environment and equal opportunities. These measures will not only improve the
quality of life of people with disabilities, but also unlock their potential to participate
in the economy and society. The proposed steps, based on global experience and
adapted to the unique context of Kazakhstan, provide a roadmap for transforming
challenges into opportunities towards greater inclusion and equality.
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INEIIIMIEPIAI KAhAHJIAHY KOHTEKCTIHIE 3EPTTEY
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Amnparna. by MakanaHbeIH HEeri3ri Makcatsl — xahannany ynepici asceinna Kazakcrannarsl
MYTeIEKTEep/l KYMBICTICH KaMTy KBOTACHI CasCaTHIHBIH JaMYbIH >KaH-KaKThl 3€PTTEIl, FHUIBIMH
3epTTeyseperi ONKbUIBIKTAp/bl TOATHIPY.  3epTTEYAIH MaKcaTbl — CascaTThl d3Ipiiey MEH icKe
acheIpy apachlHJAFbl AJMIAKTHIKTAp/Ibl Oarajay, XalbIKapaldblK TOXKIpuOenepaiH Oy cascarrapra
Kajail bIKOal eTKeHiH >koHe Kas3akcTaHHBIH OChl >kahaHABIK CTaHJApTTapAbl KaHIIAJIBIKTHI
€CKepiIl, oJlapra coikec KeJleTiHiH Tanaay. COHbIMEH Karap, Makajiajga MEMJIEKETTIK JKOHE JKeKe
CeKTOpJapAa >KYMBICKa OpHaJlaCy MYMKIHIIKTEpiH apTThIpyfa OaFbITTaJFaH THUIMIL OicTep
YCHIHBUTATBL.

byn 3eprreyne apanac onictep KoianaHbUAbl. KyXaTThIK Tangay skyprisiiimn, MyreleKkTepai
OJIEYMETTIK KOpFay Typajibl 3aH J>KOHE THICTI MHHHUCTPIIK OYMPBIKTapbl CHUSIKTHI HETI3Ti
3aHHAMaJIbIK aKTUIep KapacThIPBUIAbI, Oy JKYMBICIIEH KaMTy KBOTAJapBIHBIH pPETTEy HETi3iH
3epaeneyre OarbITTanapl. CTaTUCTHKANBIK Tanaay KazakcTaHmarbl MyTeleKTepIiH KYMBICTICH
KaMThLTy TeHAeHuusmapbid 2017-2023 xpinaap apanblFbiHaa Oaranay yiniH EHOEK KoHe XalbIKThI
QJIIEyMETTIK KOpFay MUHHUCTPJITIHIH pecMHU JepeKTepi Heri3iHae >Kyprizuiai. CanblcThipMalibl
TajJiay COTTI KBOTa )KyHenepi MeH >KyMbIC Oepyllijepre apHajfaH bIHTAJIAHABIPY IIapajapblH
3eprTTen, Oeilimaeyre OonaTelH Y3IIK Toxipubenepai anpikTaapl. CoHBIHAA, Tpoliemara
OaFpITTaJIFAH TOCUI CascaTThl 1CKE achbIpydaFbl KUBIHJBIKTAp/bl, COHBIH ilIiHAE OipKeNKi emec
KOJIZIaHy, HH(PPaKYPBUIBIMABIK KEACPTIJIep KOHE QJIEYMETTIK CTHTMaHBI alKbIH/IAM, YCHIHBUIFaH
HIEHTIMJIEp/Il HeTi3/1eyre naiaaaHbuIbl.

3eprrey Kazakcranmarpl KBOTa CasiCaTbIHBIH TAPUXH JaMybIH allIbIN, OHBI iCKE aChIPYIaFbI
HET13T1 KUBIHIBIKTap/1bl aHBIKTaAbI. CasicaTThl 931pJiey MEH iCKe achIpy apachIHIaFbl AJIIIAKTHIKTAp
AHBIKTAJIBIN, OJIAPJbIH KBOTA >KYHECIHIH MHKJIIO3USHBI apTThIpyAarbl THUIMJILIITIHE dCep €TKEeH1
kepceTinai. COHbIMEH KaTap, 3epTTeyJe OChI CasCaTThIH THIMIUIITIH apTThIPY KOHE MYTeIeKTirl
Oap amamaapIbIH JKYMBICKA OpHajdacy MYMKIHJIKTEPIH KEHEHTy OOWBIHINA MPaKTUKAIBIK
YCHIHBICTap Oepisirex.

Tipek ce3nep: xahanmany, XxanplKapalblK TOKIpHUOE, KYMBICKA OpHAaJlacy, KBOTa KyHeci,
cascar, nHKIto3us1, KazakcraH, *)yMbIC Kyl
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CUCTEMA KBOTUPOBAHMUS TPYIOYCTPOMUCTBA JJIs
HNHBAJINIOB B KABAXCTAHE: U3YUYEHUE ITOJIUTUKNA,
PEAJIN3AIIMMA, TIPOBJIEM U PEINIEHAH B KOHTEKCTE
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AHHoTauusi. OCHOBHAs L1€Jb JAHHOW CTaTbM - BOCIIOJHUTH MPOOEIbl B UCCIIEAOBAHMSIX,
IIPENOCTaBUB BCECTOPOHHUN aHAIU3 Pa3BUTHUS IOJUTUKH KBOTUPOBAHUS TPYAOYCTPOMCTBA IS
arofei ¢ MHBamMAHOCTHIO B KazaxcTaHe B KOHTEKcTe Ipolecca niobdanusanuu. McecnenoBanue
HAMpaBJIEHO Ha OLEHKY Pa3IMYuid MEXAy (OpPMYIHpPOBaHHUEM MOJIUTUKUA M €€ peanu3aiuei,
YUUTBIBasl BIUSHUE MEKIYHAPONHOW IPAKTHKM HA ITH INOJUTUKH, a TAKKE OCBEJOMIICHHOCTH
Kazaxcrana m ero comracoBaHue ¢ mIoOadbHBIMM cTaHmapramu. Kpome TOro, B cTarhe
IPEeJIaratoTCs MPaKTHUECKUE METO/bI ISl yTyqIeHUs 3 (HEKTUBHOCTH MOJIUTHKHU B COIEHCTBUU
00JbIIEMY BKJIIOUEHHUIO B TPYIOYCTPOIMCTBO KaK B rOCyapCTBEHHOM, TaK U B YaCTHOM CEKTOpax.

JlaHHOe uccie0BaHUE BHOCUT BKJIAJ B CYLIECTBYIOIIYIO JIMTEpaTypy, (okycupysch Ha
cnennduyeckoii cutyannu Kazaxcrana B OTHOIICHHH TPYIOYyCTPOWCTBA JIFOACH C HHBAJIHIHOCTBIO
U KBOTHOM cucTeMbl. Pe3ynbraTel MCCIENOBaHMs JalOT IEHHbIE BBIBOJBI O HpolieMax Hu
BO3MOYKHOCTSX YJIyUYLIEHHs] MHKIIO3UBHOCTH Ha pbIHKE Tpyaa B KazaxcraHe, 4To MOXET OBITH
aKTyaJIbHO Ul APYTUX CTPaH, CTAIKUBAIOLIUXCS ¢ HOAOOHBIMH MTOJTUTUYECKUMH pa3pabOTKaMH.

HccnenoBanne  packpbIBa€T  HCTOPUYECKOE  PA3BUTHE  IOJMTHKMA  KBOTUPOBAHMS
TpynoycrpoiictBa B Kazaxcrane u BbIABIIIET OCHOBHBIE IPoOIeMbl €€ peannzanuu. OnpeneneHsl
pacxoXxaAeHUs MEXIy (OpMYIHPOBAHMEM MOJIUTUKU U €€ pealn3alyeld, KOTopble MOBIUSIIM Ha
3(QPEeKTUBHOCTh KBOTHOM CHCTEMBI B MPOJIBMKEHUU HMHKIIO3UU. Kpome Toro, B Mcciieg0BaHUH
IIPEIIOKEHBI IPAKTUYECKNE PEKOMEHIALINN IS TOBBIIICHNS BO3ACHCTBUS OJUTUKY U CO3aHUS
0O0JIBIIET0 YKCIa BO3MOXKHOCTEN /IS JIFO/IeH C MHBAJIMAHOCTBIO Ha PBIHKE TpYy/a.

KuroueBble ciioBa: riiodanuzanus, MexayHapoaHas IpaKTHKa, TPYA0yCTPOHCTBO, KBOTHAS
cucreMma, OJUTHKA, MHKITI03U, KazaxcTaH, paboyas cuna
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