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ABSTRACT

The objective of this study is to describe the process of inclusion in the job mar-
ket of people with visual impairment in the Londrina-PR region, highlighting the impor-
tance of special schools in the training and inclusion of these people and the role of the 
company. In addition, it was intended to theoretically tie the issue of corporate social 
responsibility to social inclusion. In order to answer the proposed question, a descriptive 
research was conducted, through semi-structured interviews, adapted from the studies 
of Soares (2006). Four interviews were conducted: two with special school students; one 
with a school employee and one with the employer of one of the students. Data were 
analyzed qualitatively through content analysis. The results of the research stand out as 
facilitating aspects for insertion in the labor market: the quota law; the resources of in-
formation technology and, above all, the will power of people with visual impairment 
individuals to seek a position and prove that they are capable of carrying out the assigned 
function. The challenging aspects highlighted by them were: lack of information and pre-
judice regarding the work capacity of people with visual impairment.

Keywords: Visual impairment; Inclusion; Work; School.
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1.	 INTRODUCTION 

Companies are made up of individuals and in a society or 
organization there are different types of people, whether in 
relation to culture, ethnicity, race, religion or special needs, 
i.e. cultural diversity is present (Aligleri et al., 2009). In this 
sense, companies must become more humanized in the pro-
cess of recruiting, selecting, monitoring and rewarding peo-
ple, respecting existing diversities, hiring people of different 
races, sex, age, religion, nationality, sexual orientation and 
people with special needs, as is the case of people with vi-
sual impairment (Aligleri et al., 2009).

“Social inclusion is the adequacy of society to the needs 
of its members so that they can fully exercise their right 
to citizenship. This inclusion must be done mainly through 
work “(Leite, 2004, p.26).

The social inclusion of people with visual impairment in 
the labor market is directly linked to corporate social res-
ponsibility. For Aligleri et al. (2009), a socially responsible 
company adopts, as a recruitment and selection practice, 
the hiring of disabled people in greater number than the re-
quired by law.

There are several obstacles faced by people with visual 
impairment to enter the labor market, ranging from the 
requirement of a skilled workforce to competitiveness and 
false conception of their performance and the preconcep-
tion that their visual limitation affects their other functions, 
including their ability to be productive and independent 
(Leite, 2004).

To be considered inclusive, society must meet all the spe-
cial needs of people with visual impairment; democracy ma-
terializes in serving all these diversities (Maciel, 2000). This 
study aims to describe the process of inclusion of people 
with visual impairment in the labor market of the region of 
Londrina-PR, highlighting the importance of special schools 
in the formation and inclusion of these people and the role 
of the company. It was also intended to tie theoretically the 
issue of corporate social responsibility to social inclusion.

2.	CORPORATE SOCIAL RESPONSIBILITY

According to Felix (2003), corporate social responsibility 
is divided into internal and external. The first one refers to 
internal social responsibility, whose main factors are: human 
resource management and natural resource management. 
The external, in turn, goes beyond the company’s relation-
ship with its employees and production inputs, and also af-
fects the company’s relationship with its suppliers, consu-
mers, the community and the environment.

Globalization, insofar as it presupposes an evo-
lution of the media and information technology, 
also influences the conduct of companies as 
their actions become increasingly public and, 
therefore, subject to social control, which de-
mands a much greater attention to the image 
that the organization transmits to society (Felix, 
2003, p.17).

According to Tenório (2006), corporate social respon-
sibility is divided into two moments. The first corresponds 
to the beginning of the twentieth century until the 1950s, 
when society moved from the agricultural to the industrial 
economy, when technological evolution and the inclusion of 
science as the organizer of labor were triggered. The second 
moment, according to the author, corresponds to the period 
from 1950 to the present, taking a contemporary approach, 
in which sustainable development is increasingly on the 
agenda.

In the 1950s some studies on Corporate Social Respon-
sibility emerged from the concepts of the post-industrial 
society; however, it was from 1970 that the theme and the 
work developed in this area gained strength (Tenório, 2006).

The concept of corporate social responsibility has under-
gone some changes since 1980. For Tenório (2006), these 
changes occurred because of the resumption of liberal ideo-
logy and globalization. With this, arguments were created in 
favor of a participative and responsible market and regulator 
of the business activities.

In this sense of the concept, the market is mainly 
responsible for the regulation and supervision of 
business activities, preventing abuse by compa-
nies. It is up to the consumer to retaliate by boy-
cotting or protesting the products of companies 
that do not respect the rights of agents and that 
pollute the environment. (Tenório, 2006, p. 24). 

According to Tenório (2006), in the 1990s, with the deba-
tes of neoliberal ideology, the concept that connects corpo-
rate social responsibility to sustainable development, which 
includes the economic, environmental and business dimen-
sions was born. This concept relates to the so-called triple 
bottom line.

The concept of Triple Bottom Line, derived from 
the study by Elkington (1994) in English, is known 
by 3P (People, Planet and Profit); in Portugue-
se, it would be PPL (Pessoas, Planeta e Lucro). 
Analyzing them separately, we have: Economic, 
whose purpose is the creation of viable enter-
prises, attractive to investors; Environmental, 
whose objective is to analyze the interaction of 
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processes with the environment without causing 
permanent damages; and Social Committee, 
which is concerned with establishing fair actions 
for workers, partners and society (Oliveira et al., 
2012, p. 73)

In 1990, in Brazil, several non-governmental organizations 
(NGOs) emerge and there is the development of the third 
sector. In this scenario, there is greater interest in highligh-
ting social actions for business and society (Tenório, 2006).

In relation to socially responsible management, it is veri-
fied that the way the company treats its employees interfe-
res directly with performance and satisfaction, even more 
than a good salary (Aligleri et al., 2009).

3.	SOCIAL INCLUSION AND INSERTION IN THE LABOR 
MARKET

In order for the company to be part of the process of so-
cially responsible management, it is necessary that social in-
clusion takes place. Sassaki (1997) presents as a concept of 
social inclusion the adaptation in which society starts inclu-
ding people with visual impairment in their general systems, 
which, in turn, need to prepare for their place in society, that 
is, a new society built from of small and large transforma-
tions, whether in the physical environment or in the menta-
lity of all individuals in society.

Social inclusion, in practice, presents some principles that 
until then were considered as unusual “such as: acceptance 
of individual differences, appreciation of each person, coe-
xistence within human diversity, learning through coopera-
tion” (Sassaki, 1997, p. 41-42).

Within the concept of change and adaptations for inclu-
sion, Sassaki (1997) draws attention to the problems that 
society creates for people with impairment, such as:

Restrictive environments; discriminatory poli-
cies, preconceived attitudes; debatable patterns 
of normality; objects and other goods inaccessi-
ble from the physical point of view; prerequisites 
attainable only by the seemingly homogeneous 
majority; misinformation in terms of special 
needs and rights of people with discriminatory 
needs and practices in many sectors of human 
activity (Sassaki, 1997, p.47).

It is found that it is the responsibility of society to deci-
mate existing barriers, making available to people with im-
pairment everything that is necessary for personal, social, 
educational and professional development (Sassaki, 1997).

According to Tomazini (1996), the person with impair-
ment still face great barriers in the course of their life; ho-
wever, it can be said that there are two areas of their life in 
which these barriers are more difficult to break; they are: 
the family and labor environment. Soares (2006) stresses 
the importance of the family in the inclusion process, be-
cause if the family does not have the support of the family, 
the person with impairment will have more difficult to feel 
included, which can occur in all the follow-ups of their lives, 
including at work.

According to Sassaki (1997), what makes an enterprise 
inclusive is the importance it attaches to cultural differen-
ces, human diversity, and concern to adapt procedures to 
the physical environment, to labor instruments, to human 
resources and to the administrative practices. In addition, “a 
company can become inclusive on the initiative and commit-
ment of its employees, who seek information relevant to the 
principle of inclusion” (Sassaki, 1997, p.65).

According to Soares (2006), the inclusion of the person 
with impairment is a complex, controversial process that ta-
kes on ever greater proportions, whether personal or profes-
sional. According to the author, this is because society and 
the labor market do not know how to deal with this process 
of inclusion, requiring more and more qualification, so that 
they reach the total quality of their products and services. In 
view of these demands, they believe that the disabled per-
son is incapable of carrying out the work.

There are many challenges faced by disabled people for 
inclusion in the labor market. Sassaki (1997) describes these 
challenges as phases of exclusion, segregation, integration 
and inclusion. Table 1 highlights some characteristics of each 
phase.

Of all the phases, the most recent is the inclusion phase, 
in which one of the most relevant factors is the emergence 
of the inclusive company. This does not imply that the other 
phases ceased to exist (Sassaki, 1997).

It is worth mentioning that some of the above factors are 
beneficial for all employees, whether people with impair-
ment or not, but some of these are specific for these people.

The entry of a person with impairment into the labor 
market occurs by two main options. One of them is direct 
self-placement, in which the person goes out in search of a 
market place by itself. The other is through specialized insti-
tutions or support associations for people with impairment 
(Sassaki, 1997).

One of the most important factors for the inclusion of 
people with special needs in the labor market was the crea-
tion of Law No. 8,213 / 91 of July 24, 1991, which determines 



Electronic Journal of Management & System
Volume 12, Number 4, 2017, pp. 506-515

DOI: 10.20985/1980-5160.2017.v12n4.1236

509

that a percentage of vacancies for the people with impair-
ment is reserved. Article 93 of this law requires the com-
pany to reserve a percentage of vacancies for rehabilitated 
beneficiaries or persons with impairment, in the following 
proportions: between 100 and 200 employees, there must 
be up to 2% of vacancies filled by people with impairment; 
from 201 to 500 employees, 3% of vacancies; from 501 to 
1000, 4%, and above 1,000, vacancies filled by disabled or 
rehabilitated beneficiaries is 5% (Brasil, 2012).

Among the various obstacles faced by the visually impaired 
to enter the labor market, there is a demand for skilled labor, 
competitiveness, false conception about their performance. 
However, they are breaking these paradigms, proving their 
skills in their workplaces, demonstrating the ability to be pro-
ductive and their ability to concentrate (Leite, 2004).

Another great barrier faced by the visually impaired for 
insertion in the job market is locomotion, because, when 
they look for institutions responsible for the support of the 
disabled, “they need a person with vision, to accompany 
them, because the path is unknown, and presents a lot of 
insecurity and fear, which is natural “(Leite, 2004, 21).

Araújo et Schmidt (2006) affirm that the process of inclu-
ding people with impaired in the labor market depends on 
the creation of adequate mechanisms.

[…] the process and meaning of working and 
being unemployed are not different from those 
that occur to anyone, but with an aggravating 
factor: for people with disabilities to get work 
and show they are capable, they need to break 
social myths , such as the view of their unpro-
ductiveness or even the behavior of their rela-
tives, such as excessive special care (Leite, 2004 
p. 19).

The dissemination of inclusion programs is largely the 
responsibility of the media, because the information needs 

to reach everyone, whether through television, radio, news-
paper, magazines, etc.. (Leite, 2004).

Leite (2004) states that it is much more difficult to insert a 
person with congenital blindness into the labor market than 
those who were blinded by an accident at work. Most of 
these people live in the informal market, protected by their 
families or institutions.

According to Leite (2004), another path to inclusion is the 
right to participate in public competition, guaranteed by the 
Federal Constitution of 1988 and infraconstitutional laws. 

4.	 INSERTION IN THE LABOR MARKET IN LONDRINA

In the city of Londrina, only half of the companies can 
comply with the quota law and one of the factors is the lack 
of training presented by many people with impaired to fill 
the vacancies. Another issue is that some individuals choose 
to receive the Continuous Benefit rather than being in the la-
bor market (Lemes, 2012). This fact begins to undergo chan-
ges, due to an amendment in Decree 7,617 of November 17, 
2011, according to which the disabled will have the benefit 
suspended when they are employed; however, if they have 
no income, they can have their benefit reestablished (Brasil, 
2013).

Data from 2007 and 2008 of the Atlas of the Labor Mar-
ket Observatory of the Ministry of Labor and Employment 
shows that in the labor market, about 921 workers with 
some type of disability were included in the labor market. If 
it is compared to other cities of the same size, this number 
can be considered small (Lemes, 2012).

The law that guarantees the right to enter the job market 
for people with impaired is very important, but for it to be 
efficient it needs to be supervised. To this end, the Municipal 
Labor and Income Secretariat of Londrina requested the Re-
gional Labor Delegate to tighten supervision on companies 

Table 1. The four phases of labor market access

Exclusion phase The person had no access to the labor market; employing a person with impairment was regarded as an 
abuse.

Segregation phase

For businesses, work for the people with impairment was to be carried out in philanthropic institutions. 
In this way, these people could work, not only to have a job, and the companies could obtain labor less 

expensive and without employment bonds, it is worth noting that this type of practice still exists around 
the world.

Integration phase

Companies hire people with impairment as long as they are qualified, and may or may not make adap-
tations in the work environment, but at this stage the person will hardly be involved in human resources 

development programs or promoted and this can occur either due to environmental inaccessibility or lack 
of knowledge of the organization.

Including phase Phase where the people with impairment and companies seek to meet together the challenges of pro-
ductivity and competitiveness. Inclusive companies appear.

Source: Adapted from Sassaki (1997, p. 60-64).
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with more than 100 employees to meet the required quota 
(Almeida, 2012).

The Regional Labor Management estimate that 
just in Londrina about 140 companies have a 
functional framework that requires the use of 
the Quotas Law for the disabled, but just 80% of 
them comply with the legislation. “Those that do 
not comply claim that many people with disabili-
ties end up giving up the job because they do not 
adapt or for fear of losing the benefit to which 
they are entitled,” explains the chief of inspec-
tion Rogério Perez Garcia Junior, referring to the 
Benefit of Provision Continuous (BP) (Fonseca, 
2013).

There are also some municipal laws that corroborate the 
inclusion of the visually impaired. One of them is Municipal 
Law 7,773/1999, which makes it mandatory to adapt public 
buildings, its internal areas, furniture and urban equipment, 
in order to facilitate the locomotion of the disabled, espe-
cially the visually impaired (Londrina, 1999).

A relevant issue is the lack of information not only on the 
part of the person with impaired, but also on the part of the 
employer, who most often does not know how to deal with 
an employee with an impaired. 

The issue of inclusion of the visually impaired in Londrina 
is a contradictory fact. On one side are the companies that 
offer vacancies for the people with impaired and claim that 
the vacancy is not filled due to the lack of qualification and 
the available manpower. On the other hand, the people with 
impaired seek professional placement; however, they report 
the difficulty of finding a job in the market due to lack of in-
formation and prejudice from employers (Gonçalves, 2013).

According to Leite (2004), companies need to enable peo-
ple with impaired to show their talents, and this is only pos-
sible if opportunities are offered to accomplish tasks, which 
are often vetoed. In this case, there will be real inclusion and 
not just a quota fill.

5.	METHOD

To answer the questions of this study, a descriptive re-
search was conducted and the qualitative approach was 
used in the analysis of the data. Field research was develo-
ped in two institutions: one philanthropic and one public. 
Two adult students from a philanthropic institution that 
cares for the visually impaired, a philanthropic collaborator 
and the employer of person with impaired were included in 
this study.

As a specific technique to obtain the required information, 
interviews with students and collaborators of the respective 
organizations and the employer of one of the students were 
used after signing the free and informed consent form.

The research was applied through semi-structured scripts 
adapted from the studies of Soares (2006). The scripts were 
composed of: six questions open to the employee partici-
pant; three open questions for the unemployed participant; 
five open questions for the employer; and three open ques-
tions to the institute’s collaborator. To analyze the data, the 
material was first organized according to the objectives and 
issues of the study. After reading the material, the recording 
unit and the significant sections were defined. From this mo-
ment on, the content analysis was used. According to Chiz-
zotti (2001, p.98), “content analysis is a method of treatment 
and analysis of information, collected through data collec-
tion techniques, embodied in a document”.

Content analysis can be used to verify hypotheses and / 
or questions of the study, one can find answers to the ques-
tions formulated and discover what is behind the formula-
ted content (Gomes, 1994). The purpose of this analysis is to 
critically understand the meaning of communications, as in 
the study at hand.

6.	RESULTS AND DISCUSSIONS

The results are presented from the research participants.

6.1 Interview with the unemployed participant 

This interviewee is 21 years old and has lived in Londrina 
for about eighteen months. He is currently preparing to take 
a university entrance exam and intends to study law.

Regarding the insertion in the labor market and the role 
of the school, the interviewee stated the following:

“The Institute has a nice schooling job, but I think that, like 
most things here in Londrina, it is monopolized; it does not help 
you in anything in terms of the job market. The institute, like 
the great majority of public institutions that work with accessi-
bility and inclusion, does a work aimed at the disabled who are 
attending primary and secondary education; in addition, the 
institute does not offer support to university students”.

Moreover, regarding the period of time she seeks em-
ployment she reports the following:

“It’s been a year and a half since I’ve been here, asking, 
you know ... for them to refer me; besides I already have work 
experience and no one indicated me at all, so I guess not”. 
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The result of the interview on the issue of accessibility, 
inclusion and literacy correlates with the descriptions of 
Argenta et Sá (2010), when he mentions the importance of 
the role of special schools in the process of adaptation of 
the blind student, which includes literacy in Braille, use of 
Soroban, the use of technological resources, guidance and 
mobility. These data also coincide with the studies of Araújo 
and Schmidt (2006) on the importance of creating adequate 
mechanisms for inclusion.

In this way, the data presented by Sassaki (1997) can be 
related to the society’s responsibility to eliminate existing 
barriers that hamper personal, social, educational and pro-
fessional development, such as those mentioned by the stu-
dent requesting inclusion for university students. Andrade 
(2004) stresses the importance of higher education institu-
tions to be able to receive students with visual impairment, 
the adequacy of materials, physical environment and ins-
tructing teachers to receive students.

On the challenging aspects in the insertion of the labor 
market, the interviewee reports:

“Prejudice and lack of information are the factors that 
most prevent people from giving opportunities to indivi-
duals with disabilities. They have a lot of prejudice towards 
the visually impaired; they do not know that there are soft-
ware programs in Londrina, because nobody divulges them. 
There are voice programs, such as: Nvda, jaws, virtual vision 
and dosVox. With these screen readers I can do any kind of 
work: administrative assistant, telemarketer, office assistant, 
telephone operator, etc.”

Regarding the lack of information, the interview data can 
be compared with the studies by Maciel (2000), in which it 
is emphasized that the lack of information and knowledge 
about the deficiency leads the society to regard the disabled 
people as a weight or problem, considering them incapable 
and helpless.

“The city hall or, say, the legal sector should make a law 
for greater  monitoring  of quotas, for example. There is a 
company here in Londrina that pays a fine; they prefer to 
pay a fine rather than hire a handicapped person.”

“In Londrina we also have another serious problem that is 
the issue the blind individuals that are able to pass in public 
tenders, since I know several friends who have passed in pu-
blic tenders, but were barred from assuming their positions”. 

In the question of public tenders, the results of the inter-
view can be contrasted with Leite (2004), when he states 
that, even though it is approved in the competition, the disa-
bled candidate undergoes some evaluations and, in some of 
these evaluations, with the justification of medical experts 

that the candidate is not fit to perform the function. In these 
cases, the candidate must resort to administrative appeals 
or even to court to reverse this situation and be able to show 
his knowledge.

6.2 Interview with employee participant 

The interviewee reports that he has attended school 
for 20 years and has worked in the public institution for 14 
years, through a public tender.

Regarding the insertion in the job market and the role of 
the school, the interviewee comments:

“When you have some ... a certain difficulty, a barrier in 
the field, the institute is there to support you. There they 
already have the solution for all those needs. At first, usually 
when the visually impaired starts, that is, when he enters 
the job market, he is often disoriented; often he does not 
know anything. He passed the contest, but he has no idea 
in terms of what the... he’s going to do there. They did not 
know what to do with me, when I arrived and said, ‘Calm 
down! I was just observing what you were going to do’; it 
was when I asked the Institute to come here and advise me 
on what functions I could perform; that is when I started in 
the home hospitalization”. 

The result of the interview highlights the role of special 
schools in the inclusion process and diverges from the out-
come of the unemployed interviewee. In addition, they coin-
cide with the studies of Sassaki (1997), which point out the 
options of placement in the labor market. According to the 
interview, special schools do not only have the role of assis-
ting in the search for a job, the main one for the intervie-
wee is the support provided by the school during the whole 
adaptation process.

As for the challenging aspects in the insertion of the labor 
market, the interviewee reports:

“The society out there is not prepared to receive disabled 
people. Brazil is far behind in this matter. When I came, no-
body knew about this computer program. I was the one who 
brought it”. 

When analyzing the interview, there is a parallel with the 
studies of Soares (2006) on the unpreparedness of the labor 
market in the inclusion process. According to Maciel (2000), 
a society to be considered inclusive must meet all the needs 
of the person with impaired.

“What makes it easy is that I have the willpower to learn 
new things and solve problems. The handicapped is the 
coach himself, because he already lives with all the needs, 
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so he has the resources to solve them. And they saw that 
I am a person who tries to solve the obstacles. So you are 
respected by the people in charge”.

The data of the interview coincide with the studies of Lei-
te (2004), when mentioning that the person must break the 
social myths that consider him as an incapable or unproduc-
tive person.

Regarding the adaptations and difficulties faced in the 
workplace, the interviewee reported the following:

“Well, as it turned out, this is an information service, 
so, besides the computer with this software, I need a list in 
braille, with all the telephones, health posts, hospitals, and 
many others”. 

On adaptations, Uliana (2008) points out the importan-
ce of computing in this process and that there are softwa-
re programs such as NVDA, which reads everything on the 
computer screen and helps the people with impaired to 
make use of computer resources to perform the work tasks.

“At first, we need someone to tell us where to find things un-
til we adapt ourselves; we need to know whether we punched 
the timecard or not because the computer does not detect it”.

The interview data relates to studies that describe the 
initial need to have someone with the vision to provide the 
necessary guidance (Leite, 2004).

6.3 Interview with the Employer 

The interviewee is a human resources manager of an ad-
ministrative unit of a public institution.

With regard to the selection criterion and necessary 
adaptations, she reports:

“The selection criterion for any server is the public tender”. 

According to Leite (2004), the public tender is another im-
portant path for the inclusion of the visually impaired in the 
labor market, thanks to the Law of 1988 and its subsequent 
laws. On adaptations, she points out: “Yes, there is, as far as 
possible, we try to manage it”.  

In the matter of necessary adaptations, Sassaki (1997) re-
inforces that, for the company to become inclusive, one of 
several factors of its responsibility is the acquisition and/or 
facilitation in the acquisition of assisted technology products 
that facilitate the professional performance of employees. 
Still within the concept of inclusive enterprise, the author 
emphasizes that the company needs to be careful in terms 

of adapting the procedures, physical environment, work 
tools, human resources and administrative practices.

Regarding the role of the school in the orientation, when 
receiving the employee with disability, the interviewee in-
forms: “I do not have this knowledge about what the guide-
lines were, but they did exist”. 

In this regard, the Ilitic Institute (2012) presents as one 
of the objectives of the special schools: to provide the per-
son with impaired with the conditions necessary for him to 
develop his potential so that he can interact with the social 
environment in which he lives.

As for the difficulties faced in the day to day, the intervie-
wee reports:

“The greatest difficulties are adaptations, since they affect 
financial matters; everything depends; it’s very bureaucra-
tic; there are biddings and such; there are many difficulties 
in the public service to meet the needs of disabled people”. 

Within this concept of changes and adaptations neces-
sary for inclusion, Sassaki (1997) presents some problems 
created by society that make it difficult for people with im-
paired to enter the market, ranging from restrictive environ-
ments to discriminatory policies. The result of the interview 
may be related to the author’s concept that it is the society’s 
responsibility to eliminate existing barriers and to make ac-
cessible everything that is necessary for the development of 
people with impaired.

As for the importance that the company gives to social 
inclusion, she reported the following:

“We have some training, but unfortunately this is when 
problems arise. They are very specific; there is nothing al-
ready pre-scheduled or planned to meet these types of si-
tuations, so when the problems appear, we go after them to 
be able to meet them”.

The result of the interview on the issue of social inclu-
sion can be compared with the data of Aligreri et al. (2009), 
when dealing with socially responsible management, which 
encompasses the process of recruitment and selection, mo-
nitoring, reward and respect for diversities. For the authors, 
the way the company treats its employees directly interferes 
with performance and satisfaction. 

6.4 Interview with the collaborator of the philanthropic 
institution

The interviewee has been a director for 17 years and ser-
ves as a teacher in the school. 
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Regarding the placement in the labor market, the inter-
viewee states the following:

“Our students with disabilities are all in a labor market pro-
cess; however, when they arrive at school, they have a specific 
need regarding visual impairment, and as a consequence of 
this process, we also do, in parallel to these activities, accessi-
ble computing, as this is a tool that can be used both day-to-
-day and in the labor market. Thus, anyone can make use of it, 
as well as professional courses in the service network”.

In view of the technological reality that characterizes 
contemporaneity, visually impaired people also seek social 
integration through digital information and communication 
technologies. It is in this sense that the electronic devices act 
as auxiliaries for the adaptation of the person with impaired 
with the world. Through screen-reader software, among 
others, it becomes possible to interact with social networks 
and, consequently, with the digital world by means of the 
world-wide computer network. As a consequence, the limits 
of the social performance of these people are widened.

“Before we think about the job market, our disabled stu-
dents need to have a good fit in society and in the family. 
They need to accept themselves as such and understand 
the limitations that this deficiency brings to their lives in the 
future and what would be the functions that they could de-
velop, even if this impairment or this visual limitation is total 
or partial”.

Thus, digital technologies expand opportunities in the la-
bor market and point to their integration in the development 
of skills essential to the demands advocated by the trade. In 
this sense, visual limitation would no longer be a barrier to 
access to professional opportunities, since it is considered to 
be one of the limitations of every human being.   

“We do a fairly targeted job, when we also realize that 
students are based only on what the school offers. So, we 
also seek to give indications about what they can do and 
how they can develop these activities independently; so, in 
a way, we help them find that work as well”.

Regarding the role of the Institute in the placement in the 
labor market, the interviewee reports this:

“Well, we have been doing a part that we consider quite 
important, that is, when these people go to the job market, 
we must do a parallel follow-up to know the difficulties that 
they are facing in this company and how the place where 
they work is”. 

This speech indicates that institutional support is funda-
mental for guaranteeing the working conditions and their 
full integration into professional activities.  

“We seek to provide support, especially during the trial 
period. We ask, we call the company to know how they 
are, the situation, what they think and if they are able to 
carry out what was proposed. Because, once they are in the 
company, the firm will set the rules, the regulations and the 
function. If they fit that profile they have to deal with it. The-
refore, we also try to follow, in parallel to the task received 
by that company, that is, to see if they are consistent with 
what they are supposed to do”.

The results of the interview highlight the importance of 
an institution that trains professionals, preparing people for 
available positions and providing support and guidance to 
companies that will receive it.

According to Tanaka (2003), in order to provide the entry 
of people with impaired into the labor market in a competi-
tive way, it is necessary to adopt practices for this. In analy-
zing the results of the interview, it is understood that these 
practices are directly linked to the role of institutions, special 
schools and even companies. 

Regarding the companies that seek help from the Institu-
te to hire the people with impaired, the interviewee men-
tions the following:

“Therefore, we have been somewhat frustrated with this 
quest from the quota law in the labor market or from a pu-
blic prosecutor’s demand or from the company’s own awa-
reness. [...] We have been upset in some situations because 
we know that some students and some people who have 
already finished high school, who have already graduated, 
have the potential for more and are supported by a govern-
ment benefit”.  

Despite the evidences of the professional qualification 
of the visually impaired and the technological conditioning 
that level the competencies for the corporate activities and 
integrate communication and information as basic tools, the 
personal and family awareness represents a barrier to the 
insertion in the labor market.   

“The public prosecutor’s office has been carrying out ac-
tions to raise awareness of the companies and has even pre-
pared training courses in partnership with the institutions, 
but we have seen a lot of resistance from both families and 
disabled people themselves”. 

Even skilled, the visually impaired feel disadvantaged in 
situations of professional competition. The perception that 
competition, which implies adaptation in companies, puts 
them at a disadvantage still overcomes the perception of in-
tegration through technology and the development of pro-
fessional skills, through specialized education institutions.  
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“Even because the cases of visually impaired people 
who do not have intellectual disability associated are able 
to analyze and evaluate this process of formal competitive 
market and end up justifying the fact that if they compete 
with the so-called normal people, they will be at a disadvan-
tage. But we know it is not so. We know that it depends on 
their effort, just as it depends on everyone in their work area 
or on the role they play”. 

The integration of personal interests and capacity buil-
ding into the demands of the labor world seems to be cen-
tral to the hiring of the visually impaired. The appropriate 
choice of specific areas in action may contribute positively to 
professional placement. However, the data collected in the 
interview coincide with the information of Lemes (2012), 
who reports that only half of the companies are able to com-
ply with the Quota Law in the city of Londrina and one of the 
factors is that some people with impaired choose to receive 
the Continuous Benefit.

7.	FINAL CONSIDERATIONS

In this study, which aimed to evaluate the process of in-
clusion of the visually impaired in the labor market in the 
region of Londrina, it was possible to detect from the pers-
pective of the employer that the law should be fulfilled and 
that, to the extent that there are people with impaired in the 
companies, the problems will be solved with the implemen-
tation of appropriate measures. For the people with impai-
red interviewed, this process has been given some caveats, 
as there is a lack of information on how to insert them into 
the companies.

When assessing the role of the special school in the inser-
tion of visually impaired individuals in the labor market, it was 
verified that the support of the school is fundamental in the 
process of adaptation of blind individuals. This is due to the 
fact that this school is responsible for literacy in Braille, for 
orientation to mobility, for access to informatics, for psycho-
logical support, for family orientation and for insertion in the 
regular school. According to the studies carried out, and ba-
sed on the interview with the educator of the school, it is em-
phasized that, once the person with impaired disabled man 
achieves his independence, that is, once he feels secure in his 
actions, he will be prepared for the job market.

The main facilitating factors for insertion in the job mar-
ket described by the visually impaired were: the quota law, 
softwares that enable to use computer resources, and espe-
cially the willpower to seek a position and prove that he is 
capable to perform the designated function. The challenging 
aspects highlighted by them in the inclusion process were 
the lack of information and prejudice regarding the work ca-
pacity of the person with impaired.

Concerning the role of companies in the inclusion pro-
cess, it was observed that firms seek to employ persons with 
disabilities in order to meet the quotas required by law and 
that, according to some studies, it has been found that so-
metimes companies are able to comply with the law and, as 
justification, say they do not find a qualified workforce. From 
the review of the literature, it is evident the need for adjust-
ments in the process of inclusion of visually impaired people 
in the labor market so that there is a truly inclusive society.
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