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The article is devoted to the analysis of legal regulation of the right to work of people with disabilities. This article ana-
lyzes the stages of formation of international standards of the rights of people with disabilities in the sphere of employment,
and puts emphasis on the measures that states should implement in domestic law to create equal opportunities, equal treat-
ment, an integrated approach and social inclusiveness. Problematic areas of realization of labour potential are outlined and
solutions are proposed as a result of the analysis of the legal regulation of the right to work of people with disabilities in the
Republic of Belarus. The proposal to replace the system of workplace reservation for people with disabilities with a quota
system, which has proved to be practically effective in a number of countries, has been substantiated. The article emphasizes
that the basis for effective employment of people with disabilities is a balance between the guarantees of their rights in the
area of employment relations and tax benefits, which encourage employers to provide employment to people with disabili-
ties. The article formulates proposals to improve tax legislation in the Republic of Belarus.
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TPYZOBOIO IOTEHIMAIA ¥ IIPeIJIaralTCs IyTH PeNIeHNusl JaHHO MpobieMbl. APryMEeHTUPOBAHO MPeIJIOKeHe 3aMeHNTh
cucTeMy GPOHMPOBAHUST paboUMX MeCT AJIs JTIOLell ¢ MHBaIMIHOCTHIO CUCTEMOI KBOTMPOBaHMs, KOTOPast JOKa3aua CBOIO
MPaKTUUECKYI0 3(PGEKTUBHOCTD B psifie cTpaH. [ToguepKMBaeTcst, YTO OCHOBO 3G (HEKTUBHO 3aHSITOCTH JIIO/IeH C MHBAJIN/I-
HOCTBIO BBICTYTIAeT GaJlaHC MEXAY rapaHTUSIMM UX MPaB B chepe TPymOBbIX OTHOIIEHN ¥ HAJIOTOBbIMM JIbTOTAMM, KOTOPbIE
ObI CTUMY/TMPOBAJIV HAHMMATEJISI TPYLOYCTPauBaTh JTIOfiel ¢ MHBATUAHOCThIO. CHOPMYIMPOBaHbI ITPEIJIOKEHNMS 10 COBEP-
IIEHCTBOBAHMIO HAJIOTOBOTO 3aKOHOAATEIbCTBA Peciybky bemapyce.

Knioueeste cnoea: momy ¢ MHBAIMIHOCTBIO; IIPaBO Ha TPYH,; peaansalnys TPYIOBOTO IMOTEHIMANA; MEXKIYHAPOLHbIE
CTaHAaPThI [IPaBa Ha TPY/I; BHYTPUTOCYAAPCTBEHHbIE TaPaHTUY IIPaBa Ha TPy, GpOHMpPOBaHMe pabouMx MECT; KBOTUPOBA-
HIe pabounx MeCT; HaJIOTOBOE CTMMY/IMPOBAHME HaHMMATEIST.

Topic relevance

Population aging, new diseases emerging and spread
of chronic diseases, environmental degradation, in-
dustrial accidents, increasing number of armed con-
flicts, natural and man-made disasters, illegal use of
drugs and other factors are responsible for the increase
in the number of people with disabilities?. According to
the World Health Organization, more than 1 bln people
(nearly 15% of the world’s population) have a certain
form of disability [1]. The International Labour Organi-
zation (ILO) estimates that 386 mln of the world’s po-
pulation of working-age people are disabled. In some
countries, the unemployment rate among people with
disabilities is as high as 80 %. Employers frequently
believe that people with disabilities are incapable of
performing work [2]. In Europe, one of the wealthiest
regions in the world, the employment rate among the
fully employable population is 66 %, while among
the partially disabled the rate drops to 47 %. Only
a quarter of severely disabled people are employed [3].

The consideration of domestic regulation of the
right to work for people with disabilities should be

based on a review of the international legal stan-
dards in the relevant area, which should in turn affect
national legal systems. There is no comprehensive
analysis of international legal instruments relating
to aspects of employment of people with disabilities,
nor of studies that could influence the formation of
national policies of states towards the implemen-
tation of the labour potential of people with dis-
abilities. For instance, O. V. Glikman investigates the
protection of human rights in the labour field in
the framework of the ILO without focusing on the
problems of implementation of the labour poten-
tial of people with disabilities [4]. E. N. Yakovleva’s
research is the consolidation of the right to work of
people with disabilities only in the ILO documents
[5]. There is no comprehensive analysis of internatio-
nal legal acts relating to the employment aspects of
people with disabilities which is capable of affecting
the formation of national policies of states towards
realizing the labour potential of people with disabi-
lities.

Establishing the right to work of people with disabilities at the international level

Enforcement of the right of people with disabili-
ties in the employment was addressed back in the first
half of the 20 century in the documents of the ILO.
The Workmen’s compensation (accidents) convention
of 1925 No. 17, and the Recommendation No. 22 on
the minimum level of compensation for workers were
adopted by the ILO to regulate the payment of com-
pensation at the national level in case of labour capa-
city loss in the amount not lower than specified in the
recommendations. ILO R043 - invalidity, old-age, and
survivors’ insurance recommendation of 1933 No. 43
has established compulsory insurance for listed per-
sons employed, including those with modest assets,
working on their own in the industrial, commercial or
agricultural sectors.

Invalidity insurance (industry, etc.) convention of
1933 No. 37 and Invalidity insurance (agriculture) con-
vention of 1933 No. 38, also testify to the standard-set-

ting actions of the ILO in employment and social rights
of persons with disabilities.

Hence, ILO international legal acts have initiated
the development of international labour and social
rights standards for people with disabilities. The acts
established compulsory social insurance in case of dis-
ability, vocational guidance and training, protection
against discrimination at work, guarantees for wor-
kers in case of disability due to an industrial accident
or an occupational disease, additional guarantees for
employees with disabilities. The rights of persons with
disabilities in the employment have further been re-
gulated by international law after the World War II
with the creation of the United Nations.

The International bill of human rights declares
the human rights of persons with disabilities, without
taking into account the special needs of this catego-
ry of individuals. In the first decades of the United

2The term “people with disabilities” is used in the article, referring to people with persistent health disorders; individuals who
while interacting with social and domestic barriers need special facilities for their ability to engage effectively in society on an equal
basis with other citizens. This definition corresponds to the norms of the UN Convention on the rights of persons with disabili-
ties of 2006 and reflects first of all the social approach, then the medical one.
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Nations work, the rights of people with disabilities
were not singled out as a separate group, there was
no comprehensive document on the rights of people
with disabilities in the employment relationship, but
certain international regulations in the mentioned
direction were adopted. For instance, the United Nati-
ons Economic and Social Council (ECOSOC) Resolu-
tion 309E (XI) on social rehabilitation of the physically
disabled of 1950, ECOSOC Resolution 1921 (LVIII) on
prevention of disability and rehabilitation of disabled
persons of 1975, ILO Recommendation No. 99 on the
recruitment of persons with disabilities of 1955, ILO
Convention No. 159 on vocational rehabilitation and
employment of persons with disabilities of 1983 aim-
ing to ensure vocational rehabilitation and social in-
tegration of persons with disabilities (para 2 of Art. 1).

The Declaration on the rights of mentally retarded
persons of 20 December 1971 adopted by the Gene-
ral Assembly of United Nations stated that persons
with intellectual disabilities have the right to work
productively or in any other useful capacity. On 9 De-
cember 1975, the UN General Assembly adopted the
Declaration on the rights of persons with disabilities.
In the employment policy it established the right of
persons with disabilities to vocational training and re-
habilitation, education, employment services and other
services that will enable them to maximize their po-
tential and accelerate their social integration or rein-
tegration.

The next stage in the establishment of internatio-
nal legal regulation of the right to work of people with
disabilities is a shift of emphasis from the proclama-
tion of the right to work in international legal instru-
ments to the necessity for states to take the required
measures to implement the labour capacity of socially
vulnerable population groups. This move, with a focus
on the social dimension, has been consolidated by the
United Nations General Assembly on 3 December 1982
with the adoption of the World programme of action
corcerning disabled persons (the WPA). “Disability is
predetermined by the relationship between the disa-
bled and the environment. It is revealed when they face
cultural, physical or social barriers that prevent them
from accessing different social life spheres that are ac-
cessible to other citizens”>. Disability is, therefore, a
loss or limitation of the ability to participate in society
on an equal basis with others. The WPA pays consider-
able attention to the aspects of restoring work capacity.

The WPA calls on “member states to promote the
inclusion of persons with disabilities in the commer-
cial marketplace through such measures as quota in-
centive schemes, preferential or targeted employment,
loans or subsidies to small businesses, preferential
contracts or production entitlements, tax benefits,
contract compliance and other forms of technical or
financial assistance to businesses employing work-
ers with disabilities. Member states are encouraged to

support the development of technical facilities and
to ensure that persons with disabilities have access to
the assistance they need to perform their work” (para.
129). It should be noted, however, that the WRA is of a
recommendatory nature.

The second part of the article is addressed to the ana-
lysis of the quota system and substantiation of the ne-
cessity of its adoption in the Republic of Belarus. It is
also devoted to the tax benefits for the employers in
order to stimulate them to employ people with disabi-
lities. In particular, specific measures of the program
to promote inclusion of people with disabilities in
open labour markets will be studied.

On the basis of a comparative legal analysis of in-
ternational regulations securing the right to work of
people with disabilities, it can be observed that there
has been a transition from the establishment of the
rights of people with disabilities in labour sphere to
the development of the requirements to society.

Similar recommended provisions for the active in-
volvement of states in the commercial marketplace by
persons with disabilities were set out in the Standard
rules for the equalization of opportunities of persons
with disabilities (Rule 7) approved by UN General As-
sembly Resolution 48/96 of 20 December 1993.

At this stage, it can be said that there are no legally
binding international legal acts concerning aspects of
employment of people with disabilities, which would
be valid to determine the national policy of states in
the implementation of the labour potential of people
with disabilities.

The adoption of UN General Assembly Resolution
56/168 on 13 December 2006, the Convention on the
rights of persons with disabilities (Convention) and
the Optional protocol have changed the attitude of so-
ciety to this socially vulnerable category of population,
singling out their rights into a separate group, and in
the international legal regulation of their rights the so-
cial aspect has prevailed over the medical one. The
purpose and the content of the Convention is studied
by R. M. Khakimov [6].

The Convention concerns labour and employment
issues in Art. 27: “The states parties recognize the right
of persons with disabilities to work on an equal basis
with others, in an environment in which the labour
market and working environment is open, inclusive
and accessible to persons with disabilities”. States are
committed to provide and enhance the work potential
of persons with disabilities through the elimination of
discrimination on the ground of disability, to protect
the rights of persons with disabilities on an equal basis
with other individuals to work in a fair and decent work
environment, to improve labour market opportunities
for their employment and professional advancement,
to facilitate self-employment, entrepreneurship, co-
operative development, to arrange comfortable work-
places for people with disabilities, etc.

The World programme of action concerning disabled persons [Electronic resource]. URL: https://www.un.org/ru/docu-ments/

decl_conv/conventions/progl.shtml (date of access: 12.05.2020).
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Domestic regulation of the right to work of people with disabilities

As noted in the Global report submitted under the
ILO Declaration on fundamental principles and rights at
work, the general trend has been to adopt the laws with
supportive obligations to prevent discrimination and
promote equality, rather than the laws that simply pro-
hibit discrimination [7]. Such an approach seems more
effective in addressing hidden discrimination. Specific
measures are needed to integrate people with disabilities
into open labour markets. States are responsible not only
for ensuring that people with disabilities have access to
adequate social protection, but also for implementing
measures that provide them with economic rights and
opportunities to participate fully in the labour market.
Without actionable measures to both protect and as-
sist people with disabilities, no country in the world can
achieve sustainable development-related goals [8].

The Republic of Belarus undertook obligations to
ensure the rights of people with disabilities, including
employment, ratifying in 2016 the UN Convention on
the rights of persons with disabilities of 13 December
2006. According to 1 May 2020, the number of disabled
people in Belarus is 574 555 [9].

Public relations concerning the prevention of dis-
ability, social protection of disabled people, their pro-
fessional and labour rehabilitation are regulated by
the Constitution of the Republic of Belarus, by the
Law of the Republic of Belarus of 11 November 1991
No. 1224- XII “On social protection of disabled people
in the Republic of Belarus”, by the Law of the Republic
of Belarus of 23 July 2008 No. 422-3 “On prevention of
disability and rehabilitation of disabled people”, by
the Labour Code of the Republic of Belarus (LC), which
provides a wide range of guarantees for people with
disabilities in the sphere of labour relations. For in-
stance, there is no trial period for recruitment (para 4
of the part 5 of the Art. 28, part 1 of the Art. 287 of
the LC), overtime, night work, work during public ho-
lidays and weekends are allowed only with the consent
and on condition that such work is not prohibited by
individual rehabilitation programmes (part 3 of the
Art. 120, part 5 of the Art. 117, part 5 of the Art. 287 of
the LC), delegation of employees with disabilities on a
business trip is allowed only with consent (part 6 of the
Art. 287 of the LC), the duration of the general work
vacation lasts 30 calendar days (part 2 of the Art. 155
of the LC, annex 2 to the Resolution of the Council of

Ministers of the Republic of Belarus of 24 January 2008
No. 100), replacement of work vacation with monetary
compensation is not allowed (part 2 of the Art. 161
of the LC), in the event of a reduction in the number
of employees with equal productivity and qualifica-
tions, people with disabilities are given the preferen-
tial right to remain at work (para. 3 of the part 2 of the
Art. 45, part 8 of the Art. 287 of the LC), a fixed-term
employment contract is to be terminated before the
due date at the employee’s request in the event of a
disability that interferes with the performance of work
under the employment contract (para. 1 of the Art. 41
of the LC), the obligation of the employer to establish
a part-time or part-time work week, if it is provided
by an individual rehabilitation program (para. 2 of the
part 2 of the Art. 289 LC), the duration of a work shift
cannot exceed seven hours (para. 3 of the part 2 of the
Art. 115 of the LC), prohibition to establish an irregular
working day (para. 2 of the part 1 of the Resolution of
the Council of Ministers of the Republic of Belarus
of 10 December 2007 No. 1695 “On Categories of em-
ployees not established an unregulated working day”)
and others.

Despite the guarantees of labour rights, social po-
licy measures and the state programmes, the problem
of employment of people with disabilities is an urgent
concern in the Republic of Belarus. Belarus today has a
high percentage of people with disabilities of working
age, while the employment rate remains quite low. Of the
more than 574 000 people with disabilities, only 18 % of
working age are involved in professional activities, over
80 % are unemployed. Involvement in labour activity is
especially low among the people with disabilities of the
1% and 2™ groups, unemployment in these groups rea-
ches 90-95 %. Among those with the 3™ group of disabil-
ity, about 50 % are employed. In comparison, 29 % of the
54 miln people with disabilities are employed in the USA,
40 % of the 5 mln people with disabilities in the UK and
80 % of the 60 mln people with disabilities in China [10].

According to the head of the department of labour,
employment and social protection of Gomel City Exe-
cutive Committee, A. P. Kluchynski, there are unem-
ployed people with disabilities in Gomel in 2016 — 295
people, in 2017 — 256 people, in 2018 — 189 people, and
in 2019 — 195 people.

Job quotas for people with disabilities

Although there are a number of guarantees of the
rights of people with disabilities in the sphere of la-
bourrelations, it should be noted that there are certain
problematic issues in the implementation of the right
to work of people with disabilities. The workplace re-
servationsystem foremploying peoplewithdisabilities
thatis currentlyin force in the Republic of Belarus is far
from being efficient. Learning from the experience of
developed European states, such as Germany for exa-
mple, it has been shown that it is more economically

efficient to integrate people with disabilities into the
work environment than to pay disability allowance,
Belarus should endeavor to promote conditions for
people with disabilities to fulfill their work poten-
tial.

It would be expedient to formulate proposals for ef-
fective employment of persons with disabilities on the
basis of the balance between guarantees of their rights
in labour relations and tax incentives that would en-
courage employers to take on people with disabilities.
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The procedure of establishing reservations for em-
ploying citizens who are in special need of social pro-
tection and are unable to compete on equal terms on
the labour market is regulated by the Regulation ap-
proved by the Decision of the Council of Ministers of
the Republic of Belarus of 29 November 2006 No. 1595.
According to the department of labour, employment
and social protection of the Gomel City Executive
Committee, the ratio of reservations for employing
people with disabilities and the actual number of peo-
ple contracted for the last four years is expressed in
2016 — 95/4; in 2017 — 95/4; in 2018 — 95/13; in 2019 -
95/20. This ratio indicates the inefficiency of the re-
servation system in the implementation of the right to
work for persons with disabilities.

Upon the results of the inspection in 2019, the
Prosecutor General’s Office of the Republic of Belarus
revealed serious shortcomings in the legislative execu-
tion aimed to protect the rights and legal interests of
the disabled. It was emphasized that the reservation
of the workplaces for people with disabilities should be
more effective. It was found that the “reserved” work-
places for the disabled were frequently not vacant. In
other instances, the vacant workplaces were not used
due to medical contraindications for this category of
employees. As a consequence, only a small percentage
of the disabled were employed on the reservation ac-
count [11].

The solution to this issue is to set quotas for the
employment of people with disabilities. It is planned
that in 2020-2022 Belarusian specialists will study the
possibility of establishing quotas, which is specified in
the National action plan for the implementation of the
Convention on the rights of persons with disabilities in
the Republic of Belarus for 2017-2025. The mechanism
of job quotas for organizations employing people with
disabilities has proved to be effective as a measure for
the implementation of the labour potential of this cate-
gory of the population.

The percentage of job quota in respect of the total
number of employees in an organization is generally set
between 3 % and 6 % in different countries of the world.
Thus, in France it is 6 %, in the Russian Federation from
2 to 4 %, in Germany - 5 %, in Ukraine — 4 %, in India,
Spain, Ireland — 3 %. In different countries this indica-
tor is set for organizations with 20 employees (Germa-
ny, Hungary, France), 50 people (Spain). In Russia, for
employers with more than 100 employees, the entity of
the Russian Federation establishes a quota for employ-
ing people with disabilities in the range of 2 to 4 % of
the average number of employees. For employers with
at least 35 employees and no more than 100 employees
the entity may set a no more than 3 % quota [12].

Job quoting obliges employers to provide employ-
ment to a specified percentage of people with disabi-
lities, to adapt the main and auxiliary equipment, to
adapt technical devices to the individual capabilities of
this category of employees. If the established standard
is not met, the employer bears administrative respon-
sibility. The draft of the law “On the rights of persons
with disabilities and their social inclusion” proposed for
public discussion on 23 October 2018, at the National
legal internet portal (pravo.by), does not provide for
measures of responsibility of employers in case of fail-
ure to respect quotas (Chapter 6). Nor does the draft act
establishes a correlation between the standard of job
quotas and the minimum number of employees of the
organization, actually obliging to apply quotas when
the number of employees is 34. This estimate is based
on the quota for employing people with disabilities en-
visaged in the draft law at the rate of 3 % of the average
number of employees. The Art. 54 “Entry into force of
this law” introduces the job quotas from 1 January 2023.

The experience of job quota mechanism in the Rus-
sian Federation demonstrates that a number of em-
ployers avoid employing people with disabilities and
prefer to pay a fine. In particular, obligation default by
an employer to create or allocate jobs for employment
in compliance with the established quota, as well as
refusal by an employer to employ a person with a dis-
ability within the established quota leads to an admi-
nistrative fine under part 1 of Art 5.42 of the Adminis-
trative Code of the Russian Federation in the amount
of 5000 to 10 000 rubles. In order to circumvent the
law, employers establish several organizations so that
the average number of employees in each organization
does not exceed the relevant threshold [13, p.139].

The Law of Ukraine of 21 March 1991 No. 875-XII
“On the bases of social protection of persons with dis-
ability in Ukraine” establishes measures of responsi-
bility for default of quotas, particularly, if the average
number of working people with disability is less than
established, the employer annually pays to the Fund
of Social Protection administrative and economic pe-
nalties: the average annual salary at the corresponding
enterprise for each job assigned for the employment
of people with disability and not occupied by the last.

These circumstances demonstrate the need to bala-
nce tax incentives for employers that encourage the
employment of people with disabilities, job quotas and
effective accountability measures.

It is reasonable for Belarus, taking into account the
number of able-bodied people with disabilities and
economic realities in the economic sphere, to set a 3 %
job quota, while the number of employees of organiza-
tions exceeds 100 people.

Tax incentives for employers to promote employment of people with disabilities

Employees with disabilities exercise their labour po-
tential in the context of the employer’s additional respon-
sibilities for the arrangement of working conditions and a
decrease in performance due to physical (or mental) factors
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for an employer who employs people with disabilities, as
such benefits can serve as an economic stimulus.

The analysis of existing tax incentives shows that
relevant preferences are granted to employers if there
are people with disabilities at least 30 % of the list of
employees. Before the application of the Decree of the
President of the Republic of Belarus of 31 December
2019 No. 503 “On taxation”, that is, until 1 January
2020, the percentage was higher - 50 %.

So in Belarus the exemption from the profits tax in the
employment of people with disabilities concerns only a
minor number of employers — organizations with at least
30 % of employees with disabilities (here gross profit is
exempt from taxation, except for profit received from
trade, purchasing and agency) and public associations
Belarusian Society of the Disabled, Belarusian Society
of the Deaf and Belarusian Association of the Visually
Impaired (exempt from taxation of dividends charged
by unitary enterprises whose property is owned by these
associations). Therefore, there is no benefit in terms of
gross profit if the list of people with disabilities is less
than 30 % of the average number of employees or profit
is received from trade, purchasing and agency activities,
and not all public associations of people with disabi-
lities setting up unitary enterprises are accounted for di-
vidends (for example, the non-governmental organiza-
tion Belarusian Association of Assistance to Disabled
Children and Young Invalids is the founder of four unitary
enterprises where people with disabilities are employed).

In this respect, it is proposed not to impose income
tax on dividends that are charged to public associa-
tions of people with disabilities by unitary enterprises,
where the property owners are the public associations.

The expansion of this tax incentive will increase the
income of public associations of people with disabi-
lities, encourage the development of production and
lead to an increase in jobs for people with disabilities
[14, p. 84].

The above-mentioned criterion of the profit tax
exemption is also hardly stimulating, as it is impos-
sible to reach the level of employees of an organiza-
tion with 30 % of the total number of employees with
disabilities, except for specialized organizations. In
order to introduce an effective incentive system for
employers to employ people with disabilities, it is ad-
visable to optimize the tax burden (on the payment
of income tax), not providing for restrictions on cer-
tain businesses and the minimum threshold for its
application with full tax exemption when the average
number of employees with disabilities reaches 30 % or
more. The above criterion of exemption from the pro-
fit tax is objectively hardly stimulating, as to reach the
percentage of employees with disabilities in 30 % of
the total number of employees, except for specialized
organizations, which is almost impossible. In order to
introduce an effective incentive system for employers
to engage people with disabilities, it is advisable to
optimize the tax burden (on the payment of income
tax), which does not impose any restrictions on the
types of business activities and the minimum thre-
shold for its application. For this purpose it is required
to establish a proportionally decreasing rate of the
profit tax at a proportion increase of employees with
disabilities with full exemption from the profit tax at
the proportion of people with disabilities in the staff
of 30 % and more.

Conclusions

The historical and substantive analysis of the in-
ternational legal consolidation of the right to work of
people with disabilities made it possible to highlight
the following stages: the establishment of a number of
rights of people with disabilities in the labour sphere
in general international legal instruments, the elabo-
ration of state requirements to guarantee the right
to work of people with disabilities, the adoption of a
special international legal instrument concerning the
employment of people with disabilities, which imposes
on states the obligation to formulate national policies.

International legal standards governing the right to
work of people with disabilities suggest a quota system
and tax incentives as a means of implementing the la-
bour potential of the vulnerable category of society. Of
more than 574 000 people with disabilities in Belarus,
only 18 % of working age are involved in professional
activities, over 80 % are unemployed. Involvement in
labour activity is especially low among the people with
disabilities of the 1% and 2" groups, unemployment
in these groups reaches 90-95 %. Among those with
the 3™ group of disability, about 50 % are employed. As
shown in this article, in the Republic of Belarus, there
are good reasons to proceed from the currently ineffi-

cient system of reserving workplaces for people with
disabilities to the quota system. It is reasonable for
Belarus, taking into account the number of able-bod-
ied people with disabilities and economic realities in
the economic sphere, to set a 3 % job quota, while the
number of employees of organizations exceeds 100
people.

In order to introduce an effective incentive system
for employers to engage people with disabilities, it is
advisable to optimize the tax burden (on the payment
of income tax), which does not impose any restric-
tions on the types of business activities and the mini-
mum threshold for its application. For this purpose it is
required to establish a proportionally decreasing rate
of the profit tax at a proportion increase of employees
with disabilities with full exemption from the profit
tax at the proportion of people with disabilities in the
staff of 30 % and more. The implementation, in the Re-
public of Belarus, of a quota mechanism for workpla-
ces for people with disabilities, based on economically
justified incentives for employers in the sphere of ta-
xation, will be a practical realization of the state obli-
gations to create effective measures to integrate peo-
ple with disabilities into open labour markets.
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