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Dear reader!  

The authors of this distance education course “Ability not disability in Work-
place” are concerned with how developing disability management in the 
workplace could open the possibilities for work for people with disability and 
can be matched with the opportunities of increasing the employment rate 
according to the European Disability Strategy (2010-2020) objectives as well as 
fighting against social exclusion and practical implementation of the United 
Convention on the rights of this group of people.  

As the statistical facts and figures show, there is a problem of inadequate em-
ployment among people with disabilities and there is a negative tendency in it. 
A study on the employment people with disabilities in workplace in Germany, 
Italy, Latvia, and Lithuania shows that, overall, the inactivity rate of people 
with disabilities is twice that of non-disabled people, and the disabled people 
are more difficult to get a job than those without disabilities. In particular, in 
the current worldwide economic crisis and depression the Employment people 
with disabilities get critical by the reduction their employment opportunities 
because employers dismiss the first disabled people. 

With in this context, the authors analyse the disability management in the 
workplace and, opportunities from employers’ side, improvements in further 
is a very insignificant input towards, because people with disabilities carry 
great potential, are usually very flexible and bring added value to the labour 
market. 

The objective of the distance education course is to provide employers, hu-
man resources managers, recruitment companies, trainers and students with 
the modern flexible innovated useful support methodical materials as insuffi-
cient grounding for development competences of entrepreneurs/managers to 
employ social groups with specific needs, and will contribute in awareness of 
important factor of the labour market -people with disabilities in all Member 
States. 

There are many unanswered questions about employers, disabled employees 
and employment. 

 
Reviewer Assoc. Professor, PhD  
Mariana Petrova 
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Foreword 
 
Dr.oec. Marga Živitere/ISMA 
 
The distance education course “Ability not Disability in Workplace” is the main 

outcome of the Leonardo da Vinci (LdV) Transfer of Innovation Project (2009-

2011) with the same title
1
. This course is based on the result of the previous 

pilot project “Ability not Disability in Employment” (AnDE, 2003-2005) - the 

distance education course “Employment of People with Disabilities” 

(http://www.ande.isma.lv), which has been successfully implemented in four 

different EU countries – United Kingdom, Greece, Luxembourg and Latvia. 

The conclusions from studies on the current situation in the countries involved 

before (available in the domain) show that it is very necessary to increase the 

professional managerial skills and competencies of employers for recruitment, 

employment and management of people with disabilities, and it delivered 

positive results. This is the rationale of the course in choosing the LdV pilot 

project’s AnDE distance education course “Ability not Disability in Workplace” 

as the basis for adopting in other EU countries, such as Germany, Italy, Latvia 

and Lithuania. The promoter of this new project is Information Systems Man-

agement Institute (Latvia), which was the coordinator and promoter of the 

AnDE project, too; the project partners include Verein Niedersaechsischer 

Bildungsinitiativen (Germany), Latvian Umbrella Body for Disability Organisa-

tion (Latvia), Klaipçda State College (Lithuania) and STUDIO TAF s.a.s. (Italy). 

The reason for choosing the course mentioned above as the basis for the 

course “Ability not Disability in Workplace” is that the discrimination of people 

with disabilities in employment is still present. European Statistics show that 

people with disabilities form at least 17% of the EU working age population; 

only 40% of them are employed, whereas this rate is 64.2% for the non-

                                                           
1 This publication has been produced with the financial support of the European Union. The 
opinions expressed in this document do by no means reflect the official opinion of the European 
Union or its representatives. 

http://www.ande.isma.lv/
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disabled. It does not meet the new European Employment Strategy objectives 

of reducing unemployment, fighting against social exclusion, EU Disability Ac-

tion Plan and practical implementation of the United Convention on the rights 

of Disabled People. Within this context, one of the more important barriers is 

employers’ wrong opinion on disabilities and abilities, lack of experience, in-

formation and motivation, existing model: "Why I must hire disabled if I can 

hire non disabled?"  

Taking these arguments as a basis, the project’s “Ability not disability in Work-

place” (AnDiW) aim is to develop the competence and skills of managers, 

coaches and students providing them with a modern and innovative distance 

education course. 

The new course “Ability not Disability in Workplace” covers a broad spectrum 

of problems connected with the legislation in this field, raising awareness of 

the need to solve the existing problems, creating a working environment for 

people with special needs, changing the attitudes of people, different institu-

tions towards people with disabilities, obtaining a wider knowledge on disabil-

ities. Studying of this course provides a possibility to increase the professional 

managerial skills and competence necessary to employ and manage people 

with disabilities at a workplace.  

The new distance education course “Ability not Disability in Workplace” differs 

from the previous course “Ability not Disability in Workplace” by adopting the 

previous course to the new European Commission’s strategy in tackling the 

obstacles to a barrier-free Europe, different geographical regions and other 

countries with peculiar legislation and financing, culture, traditions, etc.  

As a result, the new distance education course “Ability not Disability in Work-

place” implements an elaboration of the contents and methodology of the 

previous course, contributes to updating of the knowledge and competencies 

of the target users:  employers and coaches in the workplace, as well as to 

increasing the employment rate of the disabled persons. 

Riga, September 2011 
Rector, Professor, Academician,  
Dr.oec. Marga Živitere  
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Summary 
Dr.oec. Marga Živitere/ISMA 

The distance education course “Ability not Disability in Workplace” is designed 

and developed within the framework of the LLP Project “Ability not Disability 

in Workplace” (Project number 2009-1-LV1-LEO05-00370) and has been pro-

duced with financial support of the European Union.  

The authors of the course’s contents come from five project partners’ institu-

tions: Information Systems Management Institute (Latvia), Verein Nieder-

saechsischer Bildungsinitiativen (Germany), Latvian Umbrella Body for Disabil-

ity Organization (Latvia), Klaipeda State College (Lithuania) and STUDIO TAF 

s.a.s. (Italy). 

The course is created to be a contribution for existing entrepreneurs and 

managers in different sectors of an economy, as well as for students of the 

professional study programs “Business Administration” and “Human resources 

management” who directly or indirectly participate in the recruitment and 

employment of people with disabilities. This course may be of use to staff, the 

specialists of state and municipal institutions, mass media and for those work-

ing in the field of social inclusion.  

The aim of the course is to improve professional managerial skills and 

knowledge necessary to employ and manage people with disabilities and, 

therefore, to help with inclusion of this group of people into society. 

The methodology and methods of distance learning are used in the course 

instruction. The course offers the possibility to study the problems of employ-

ing people with disabilities according to individual selection and interests of 

the student. Considering that it is a distance learning tool, the course allows 

studying at a place where students/audience has the best learning environ-

ment at the most appropriate time. The distance learning method gives the 

possibility to combine studies and work. To master the course, a computer is 

necessary with access to the Internet, an electronic mailing address and great 
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willingness to participate. During the course instruction, students will have the 

opportunity to do self-assessments on the knowledge already acquired to de-

termine what aspects need repetition in order to master required knowledge 

and practice. 

The course is composed of five modules addressing relevant aspects of the 

recruitment and employment of people with disability in workplace: 

 European policies to promote employment and social inclusion of peo-

ple with disabilities, psychological factors in the recruitment of people 

with disability (Tino Boubaris / VNB); 

 Psychological factors and disability (Dziuginta Valeckiene and Salomeja 

/ KVK); 

 The development of appropriate conditions in the workplace for people 

with disabilities (Rita Bencivenga / Studio Taf);  

 People with Disabilities in the Web of Business-Government-Society: 

Equality, Diversity and the World of Work (Aija Laura Živitere / ISMA); 

 Identifying good practices in the recruitment and employment of peo-

ple with disabilities (Tino Boubaris / VNB). 

The course includes a set of case studies, bibliography, and glossary and self-

assessment questions. Therefore, it is possible to take the whole course or 

separate modules and to study them in a more detailed way. 

Module1. European Policies to Promote Employment and Social Inclusion of 

People with Disabilities.  

This module aims to present the context within which employment and social 

inclusion policies throughout the European Union are taking place, with a spe-

cific focus on people with disabilities. The module is basing on official publica-

tions of the European Union and the outcomes of the LEONARDO DA VINCI 

project "Ability not Disability in Employment" (AnDE). All documents, links and 

bibliographical sources have been published until spring 2011 and the analysis 

of this module refers to the period until then.  

This module will help:  
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 To understand and estimate the latest developments in the field of Em-

ployment and Social Inclusion Policy in the European Union as regards 

people with disabilities; 

 To develop skills to work with different policy strategies and infor-

mation sources in general;  

 To raise awareness for international and national debates on employ-

ment and social inclusion of people with disabilities.  

Module 2. Psychological Factors and Disability.  

This module aims to reveal the major barriers to achievement by people with 

disabilities in our society continue to be attitudinal barriers, stereotypical 

thinking, and assumptions about what people can and can't do. The research 

about psychological factors intervening in the relationship between people 

with disability led person and his (future) employer, led to the listing of an 

impressive range of issues. In order to have a better overview, we decided to 

classify them in different categories: 

 The conception of disability; 

 The historical point of view toward disabled people; 

 The factors and stereotypes that deter employers from employing people 

with disabilities; 

 The factors that can change the attitude of potential employers and staff 

towards disabilities. 

This module will develop the following skills: 

 ability to analyse real situations; 

 ability to understand different people; 

 ability to handle objectives, different problems.  

Module 3. The development of appropriate conditions in the workplace for 

people with disabilities.  

The process of inclusion in the workplace involves various different figures: 

 The person with a disability who is seeking his/her first job or returning to 

the labour market following an accident or illness which has affected his 

ability to work; 
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 The employer, the person’s direct superiors and colleagues in the compa-

ny which will employ him/her;  

 The public (sometimes private) structures which provide “targeted em-

ployment” services. 

As regards the new services available to people with disabilities or chronic 

illnesses and their potential employers, there is no reason to give out infor-

mation on an individual’s medical conditions and assistive devices. People who 

are interviewed by an employer will have the skills and abilities needed to car-

ry out the job concerned. If they require support or assistive devices to carry 

out their job, it is the candidates themselves or the employment services who 

tell the employer which aids they use. Any modifications required to the 

workplace will be carried out in agreement with the employer who will get all 

the practical assistance he/she needs to carry them out from the employment 

services. 

In the rare cases where specific information is required in order to interact 

with an individual, it is once again the employment services and the person 

him/herself who passes it on beforehand to the potential employer and, 

where necessary, his/her colleagues. 

Module 4. People with Disabilities in the Web of Business-Government-

Society: Equality, Diversity and the World of Work.  

After 2007, when EU and all EU member states signed the United Nations 

Convention on the Rights of Persons with Disabilities (hereafter CRPD), the 

majority, including the Convention’s Optional Protocol, half of the states, have 

ratified the Convention and almost half have also ratified the Optional Proto-

col.
2
  

In this chapter, we discuss how the changes in disability policy at different 

levels – global (for example, initiated by the United Nations) and local, nation-

al and supranational (the European Union) – affect interrelationships between 

business, government and society by focusing on the issues of employing peo-

                                                           
2 The EU Disability High Level Group produces annual reports On Implementation of the UN Con-
vention on the Rights of Persons with Disabilities since 2008. Here, the source of the data is the 
Draft Third Disability High Level Group Report (March 2010), p. 104. 
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ple with disabilities in the private sector. First, main business-government-

society models are explored. Second, disability policies in relation to the main 

categories of welfare states as well as main models of disability are discussed. 

Third, major issues relating to mainstreaming disability are examined around 

the concept of equality: the equality and diversity approaches in diversity 

management, on the one hand, and the development of the concept of equali-

ty in the legal discourse, on the other. Finally, people with disabilities are posi-

tioned within the context of the changing world of work.  

Module 5. Identifying good practices in the recruitment and employment of 

people with disabilities 

The identification and sharing of good practice can be a promising approach to 

improve the employment situation of people with disabilities as regards re-

cruitment procedure and access to work places. By exchanging, discussing and 

sharing good practice approaches, employers and human resource managers 

will be able to implement new strategies to recruit and employ staff that is 

best meeting the expectations of the company, as regards improving skills and 

work quality as well as managing diversity.  

This module aims to present the idea of identifying and sharing good practices 

in the employment of people with disabilities, and how you can discover and 

validate good practices in your country, region, company and/or economical 

sector.  

This module will help:  

 To learn about the terminology, definitions and background of good 

practice identification and sharing; 

 To identify examples of good practice;  

 To discuss and exchange about their usability and transferability.  

All products will be adopted by the Good Practices of partners' countries, lo-

cated in new innovative learning environment and available in German, Italian, 

Latvian, Lithuanian and English. 

As a result, the Distance education course “Ability not Disability in Workplace” 

is expected to contribute to the updating of the knowledge and competencies 
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of the target employers and coaches, as well as to increase the employment 

rate of the disabled people. 
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This publication has been produced with the financial support of the European 

Union. The opinions expressed in this document do by no means reflect the 

official opinion of the European Union or its representatives. 

 

1.1.Introduction 

This module aims to present the context within which employment and social 

inclusion policies throughout the European Union are taking place, with a spe-

cific focus on people with disabilities. The module is based on official publica-

tions of the European Union and the outcomes of the LEONARDO DA VINCI 

project "Ability not Disability in Employment" (AnDe)3. All documents, links, 

and bibliographical sources have been published until spring 2011 and the 

analysis of this module refers to the period until then. 

This module will help you to: 

 understand and evaluate the latest developments in the field of Employ-

ment and Social Inclusion Policy in the European Union as regards people 

with disabilities; 

 develop skills to work with different policy strategies and information 

sources in general; 

 raise awareness for international and national debates on employment 

and social inclusion of people with disabilities. 

 

1.2.Terminology  

Accessibility: a general term used to describe the degree to which a product, 

device, service, or environment is available to as many people as possible. The 

UN Convention on the Rights of Persons with Disabilities stresses that persons 

with disabilities should be able to live independently and participate fully in all 

aspects of life.  

                                                           
3 See AnDe website: http://ande.isma.lv 
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Disability Action Plan (DAP): the objective of the Commission’s disability 

strategy since 2003 has been to make equal opportunities for disabled people 

a reality. The EU Disability Action Plan (DAP) 2003-2010 provides the means to 

make this happen in practice. It is used to ensure that disability issues are in-

tegrated within all relevant EU policies.  

Employability: the concept of employability covers the whole life cycle start-

ing with the prevention of early school leaving, prevention of unemployment, 

and increasing access to inclusive labour market, enhancing the capacity of 

workers to remain active, and promoting continuous updating of skills. 

Employment Guidelines: the Council, following a proposal by the Commission, 

agrees on a number of Employment Guidelines within the context of the Eu-

ropean Employment Strategy (EES) each year. These Guidelines have to be 

taken into account in the National Action Plans for Employment. 

Equal opportunities between women and men: it aims to enable women and 

men to share equal opportunities and responsibility. This pillar also advocates 

a gender mainstreaming approach, the tackling of gender gaps, and the recon-

ciliation of work and family life. 

EU 2020: is the current 10-year strategy proposed by the European Commis-

sion in March 2010 for reviving the economy of the European Union. It aims at 

smart, sustainable, and inclusive growth with greater coordination of national 

and European policies.  

European Employment Strategy (EES): Article 145 of the Treaty on the Func-

tioning of the European Union (TFEU) declares that Member States and the 

European Community shall work towards the development of a coordinated 

strategy for employment and particularly for promoting a skilled, trained, and 

adaptable workforce and labour markets responsive to economic change. 

National Action Plans for Employment: drawn annually by each member 

state. All National Action Plans are evaluated with a view to set the next annu-

al Employment Guidelines. 
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Open Method of Coordination (OMC): a voluntary process for political coop-

eration based on agreeing on common objectives and indicators, which show 

how progress towards these goals can be measured. National governments 

translate the common objectives into national plans submitted as national 

strategic reports.   

Social exclusion: a process whereby an individual because of poverty, insuffi-

cient education, discrimination, or other reasons is fully or partly excluded 

from society and cannot participate in its economic, social, and cultural life. 

Socially excluded persons have difficulties in realising their potential to obtain 

sufficient income and receive different goods and services essential for living. 

Social inclusion: a process which ensures that persons at risk of poverty and 

social exclusion gain the opportunities and resources necessary to fully partic-

ipate in society’s economic, social, and cultural life, and to ensure a standard 

of living and well-being that is considered normal in the society in which they 

live, as well as participation in decision making and access to a person’s fun-

damental rights. 

Treaty of Lisbon: an agreement by the member states amending the two trea-

ties which form the constitutional basis of the European Union. The Lisbon 

Treaty was signed by the EU member states on 13 December 2007 and en-

tered into force on 1 December 2009 after the ratification in all member 

states. It consists of the Treaty on the European Union (TEU; also known as the 

Maastricht Treaty) and the Treaty on the Functioning of the European Union 

(TFEU).  

Treaty on the Functioning of the European Union (TFEU): one of the two main 

treaties forming the EU is setting out organisational and functional details of 

the European Union. Articles 145-161 of the TFEU build the framework for the 

EU employment policy. 

UN Convention on the Rights of Persons with Disabilities: an international 

human rights instrument of the United Nations intended to protect the rights 

and dignity of persons with disabilities.  
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1.3.Learning Module 

1.3.1.Strategies for Employment and Social Inclusion in Europe – the Policy 
Framework 

The European Union does not oblige member states to adopt specific 

measures and policies in order to achieve specific objectives in the employ-

ment sector. In other words, there is no common European policy for em-

ployment as in other policy fields. This approach, where soft law mechanisms 

such as guidelines and indicators, benchmarking, and sharing of best practice 

are used to emphasise differences between member states as well as to help 

measuring progress in cohesive development, is called the Open Method of 

Co-ordination (OMC)4. It is a relatively new and intergovernmental method of 

governance in the European Union based on voluntary cooperation of its 

member states, and it was mainly introduced for policy areas where the Euro-

pean Union is not entitled to create legal action. 

The European Union adopted the European Employment Strategy (EES) as 

one of the first activities within the framework of the OMC. It states that 

member states and the Community shall work towards developing a coordi-

nated strategy for employment and particularly for promoting a skilled, 

trained, and adaptable workforce and labour markets responsive to economic 

change. The Council agrees on a number of employment guidelines in the con-

text of EES each year. These guidelines have to be taken into account in the 

National Action Plans for Employment drawn up annually by each member 

state. All National Action Plans for Employment are evaluated with a view to 

setting the next annual guidelines. 

The Council issues specific recommendations to Member States since 2000 in 

order to complement the Employment Guidelines. The Council considers the 

European Employment Strategy, the decisions in employment of the past 

Councils, the broad economic policy guidelines, the employment guidelines, 

and the implementation by the national policies of the last years Councils 

guidelines and recommendations. With the Open Method of Coordination in 

                                                           
4 David M. Trubek and Louise G. Trubek / Hard and Soft Law in the Construction of Social Europe: 
the Role of the Open Method of Co-ordination; European Law Journal, Vol. 11, No. 3, May 2005, 
pp. 343–364 
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mind, the Council’s recommendations respect the power of member states 

and acknowledge the efforts already undertaken by member states. They con-

centrate on priority issues and are based on sound and accurate analysis. This 

approach is also supported by the setting of measurable targets at EU or na-

tional level in a number of areas as well as by the progressive development of 

statistical indicators to measure progress and relevant benchmarks. 

The European Council set a very ambitious strategic goal for the European 

Union in Lisbon in March 2000 to become the most competitive and dynamic 

knowledge based economy in the world capable of sustainable economic 

growth with more and better jobs and greater social cohesion (known as the 

“Lisbon Strategy”). Towards its end, the Council agreed on specific employ-

ment targets to be achieved by 2010. However, for different reasons, the goals 

set in this strategy turned out to be far from being obtainable due to the actu-

al economic developments in Europe. Therefore, the European Commission 

decided on “Integrated Guidelines for Growth and Jobs (2005-2008)” in April 

2005. This new start for the Lisbon strategy as reflected in these integrated 

guidelines is characterised by the aim to connect economic growth policy with 

the European Employment Strategy. The idea behind it was that achieving 

higher growth potential and more jobs would provide essential contribution to 

sustainable development and social cohesion in the EU. 

As regards Social Inclusion, the European Council of Lisbon agreed on the 

need to take steps to make a decisive impact on the eradication of poverty by 

2010. The Council agreed that, based on the OMC, member states’ policies for 

combating social exclusion should be based on common objectives, National 

Action Plans for Social Inclusion, and a programme presented by the Commis-

sion to encourage co-operation in this field. The aim was to contribute to a 

better integration of social objectives in the already existing processes to-

wards achieving the ambitious strategic goal for the Union set out in the 

above Lisbon strategy. In particular, it should contribute to ensuring a positive 

and dynamic interaction of economic, employment, and social policies to mo-

bilise all players to attain such a strategic objective. All member states com-

mitted themselves to developing their policy priorities in fighting poverty and 

social exclusion in the framework of four commonly agreed objectives to:  
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 facilitate participation in employment and access by all to the re-

sources, rights, goods, and services; 

 prevent the risks of exclusion; 

 help the most vulnerable; 

 mobilise all relevant bodies. 

The Council agreed that these objectives should be brought forward by the 

Member States in the context of the two-year National Action Plans against 

poverty and social exclusion (NAPIncl) from 2001 onwards to underline this 

commitment. The action plans and the development of comparable indicators 

provide a framework for promoting exchange of good practice and natural 

learning at Community level. The member states also emphasised the im-

portance of mainstreaming equality between men and women in all actions 

aimed at achieving those objectives. 

The current legal framework for EU policies is the Treaty of Lisbon5. The Trea-

ty contains a number of provisions which are very positive from a disability 

perspective. It makes specific references to the respect of human dignity, hu-

man rights, and equality. These values must be shared and respected by all 

member states as the Union forms a “society in which pluralism, non-

discrimination, tolerance, justice, solidarity, and equality between women and 

men prevail”. It is important to state that the treaty of Lisbon provides an ex-

tended European democracy model in Article 11 strengthening participatory 

approaches, i.e. civil dialogue, consultation opportunities, and the EU Citizens’ 

Initiative. 

The European Council adopted the European Commission’s proposal for a Eu-

rope 2020 economic strategy at the EU summit in March 2010. The main ob-

jective of the Europe 2020 strategy is to bring together the economic, social, 

and environmental agendas of the EU in a more structured and coherent way. 

The 2020 strategy aims at enhancing policy synergies and, at the same time, 

                                                           
5 The Lisbon Treaty: Consolidated versions of the Treaty on European Union and the Treaty on the 
Functioning of the European Union; in: Official Journal of the European Union, C83,  Volume 53 / 
March 2010 
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reinforcing the European integration process by offering a stronger vision and 

governance model6.  

Europe 2020 is subtitled “A European strategy for smart, green and inclusive 

growth”. The proposal is to continue to promote the EU growth based on 

knowledge and innovation, aiming at high-employment but still delivering so-

cial cohesion in a sustainable perspective (both in competitive and environ-

mental terms). The strategy lays out five measurable targets to be achieved by 

the European Union by 2020: 

 a minimum of 75% employment rate for the 20-64 age group; 

 a minimum of 3% investment rate in Research and Development; 

 fixed climate and energy targets (reduction of greenhouse gas emis-

sions by at least 20%, a share of final energy consumption coming from 

renewable energy sources increased to 20%, and an energy sufficiency 

of 20%); 

 a significant improvement of education levels (reduction in school drop-

out rates and an increased share of the population having completed 

tertiary or equivalent education); 

 the promotion of social inclusion including a reduction in poverty. 

In addition to measurable targets, the 2020 strategy also introduces a series of 

actions and policies grouped under the three main headings (smart growth, 

green growth, inclusive growth). These so called EU flagship initiatives pro-

posed by the Commission are the following: 

 smart growth: digital agenda for Europe / Innovation Union / Youth on 

the move. 

 sustainable growth: resource efficient Europe / Industrial policy for the 

globalisation era. 

 inclusive growth: agenda for new skills and jobs / European platform 

against poverty. 

                                                           
6 EUROPE 2020: A strategy for smart, sustainable and inclusive growth. Communication from the 
Commission COM/2010/2020 final 
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Concerning people with disabilities, the initiatives for inclusive growth give the 

platform for further actions and financing on the EU level towards better em-

ployment opportunities.  

 
1.3.2.The UN Convention on the Rights of Persons with Disabilities in the 
European Union 

The Convention on the Rights of Persons with Disabilities is an international 

human rights instrument of the United Nations intended to protect the rights 

and dignity of persons with disabilities. Parties to the Convention are required 

to promote, protect, and ensure the full enjoyment of human rights by per-

sons with disabilities and ensure that they fully enjoy equality under law. The 

text was adopted by the United Nations General Assembly on December 13, 

2006 and came into force on May 3, 2008.  

As of January 2011, it had 147 signatories and 98 parties, and the European 

Union collectively ratified it on December 23, 2010.  

The convention adopts the social model of disability and defines disability as 

including “those who have long-term physical, mental, intellectual, or sensory 

impairments which in interaction with various barriers may hinder their full 

and effective participation in society on an equal basis with others”. The adop-

tion of the Convention shows the shift of paradigm from charity to rights, 

from a medical model to a social/Human Rights model. People with disabili-

ties are no longer considered victims or patients; they are persons with rights 

and a full role to play in their society. 

The Convention binds parties to a revision of all existing legislation, policies, 

and programmes to ensure they are in compliance with its provisions. Specifi-

cally, actions in many areas are required such as access to education, em-

ployment, transport, infrastructures, and buildings open to the public, grant-

ing right to vote and political participation, ensuring full legal capacity of all 

persons with disabilities, and a shift from institutions where persons with dis-

abilities live separated from society into community and home-based services 

promoting independent living. 
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All the institutions of the European Union will now have to endorse the values 

of the Convention in all policies under their competence: from transport to 

employment and from information and communication technologies to devel-

opment cooperation. It also means that they have to adjust the accessibility of 

their own buildings, their own employment, and communications policy. 

The progress made in the EU Member States in the implementation of the UN 

Convention will be monitored by the EU Disability High Level Group. The High 

Level Group was set up in 1996 by a conclusion of the European Council in 

order to monitor the policies and priorities of the governments regarding dis-

ability7. Composed of one representative per Member State of the European 

Union and with its information and experience, it advises the European Com-

mission on methods for reporting in future on the EU-wide situation with re-

gards to disability.  

The High Level Group reports annually on the ratification progress since 2008 

and on the implementation of the Convention since 2010.  

 

1.3.3.Main Emphases of the European Policies for People  
with Disabilities 

At the European level and with the legal and political framework described 

above, the institutions intend to help the member states to create societies 

that are accessible to all by strengthening cooperation, promoting the collec-

tion, exchange and processing of comparable data, statistics, and good prac-

tice in the following areas:  

Equal rights 

People with disabilities have equal rights and are entitled to dignity, equal 

treatment, independent living, and full participation in society. Enabling peo-

ple with disabilities to enjoy these rights is the main purpose of the EU's long-

                                                           
7 A new European Community Disability Strategy: Communication of the Commission on Equality 
of Opportunity for People with Disabilities. COM(96) 406 final 
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term strategy for their active inclusion (European Disability Strategy). The 

European Commission wanted to reach particular improvements in employ-

ment opportunities, accessibility, and independent living by 2010. It was 

planned to involve people with disabilities in the process on the basis of the so 

called European principle “Nothing about disabled people without disabled 

people”. The EU is as well promoting active inclusion and full participation of 

disabled people in society following the EU social and human rights approach 

to disability issues. This approach is also at the core of the UN Convention on 

the Rights of People with Disabilities to which the European Community is a 

signatory since its ratification in 2010 as outlined above. 

The main piece of the recent European Disability Strategy (2004-2010) is the 

Disability Action Plan (DAP)8. Accessibility was the main focus of the 2008-

2009 DAP. The aim was to stimulate inclusive participation of people with dis-

abilities and to work towards full enjoyment of fundamental rights. 

Independent Living  

The European Union is aiming at providing people with disabilities with the 

same individual choices and control in their daily lives as non-disabled people. 

Care and support services shall therefore be more tailored to the specific 

needs of people with disabilities. The European Commission intends to pro-

mote affordable, accessible, and quality social services and support through 

consolidated social and inclusion provisions. The European Commission also 

supports studies on the delivery of community-based services needed by peo-

ple with disabilities to attain the right levels of security, freedom, and inde-

pendence for community living. 

Education 

The equal access to quality education and lifelong learning enables people 

with disabilities to fully participate in society and improve their quality of life. 

A special focus of the European Commission is on the improvement of the 

inclusion of children with disabilities in mainstream education. It has launched 

                                                           
8 Situation of disabled people in the European Union: the European Action Plan 2008-2009 (Disa-
bility Action Plan). Communication from the Commission COM/2007/738 final 
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several educational initiatives for people with disabilities including the estab-

lishment of the European Agency for Development in Special Needs Educa-

tion as well as a specific study group on disability and lifelong learning. Com-

munity Programmes like the Lifelong Learning programme9 are bringing the 

education and training of people with disabilities into the mainstream. People 

with disabilities who want to participate in the mobility activities of the Life-

long Learning Programme are supported through extra funding, i.e. for ac-

companying persons or special travel and accommodation requirements. 

Employment 

People with disabilities represent around 17% of the overall EU working age 

population, but their employment rate is comparatively low. People with disa-

bilities are almost twice as often unemployed compared to non-disabled peo-

ple according to the European Commission.10 The EU Lisbon Strategy for 

Growth and Jobs in particular aimed to improve these comparatively low work 

participation rates of people with disabilities in Europe. 

Member states set their own employment policies on the basis of the Europe-

an Employment Strategy (EES) guidelines. They report back to the European 

Commission on national employment initiatives yearly, including those dealing 

with disability issues. The EU policy work on Social Protection and Social Inclu-

sion intends to support member states in developing national policy for social 

inclusion, healthcare, and social services in order to increase the chances for 

people with disabilities to find an appropriate and sustainable workplace.  

 
1.3.4.The European Disability Strategy 2010-2020 

The European Commission adopted a new European Disability Strategy in 

November 2010 to promote equal participation of persons with disabilities in 

society11. The strategy’s aim is to outline how the EU and national govern-

                                                           
9 The Decision establishing the Lifelong Learning Programme was published in the Official Journal 
of the European Union L327/45 on 24 November 2006 
10 Source: European Commission Website, http://ec.europa.eu/social/main.jsp?catId=429 
11 European Disability Strategy 2010-2020: A Renewed Commitment to a Barrier-Free Europe. 
Communication from the Commission COM/2010/636 final 
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ments can empower people with disabilities in order to allow them to enjoy 

their rights. Specific measures range from the study on mutual recognition of 

national disability cards, the promotion of standardisation to a more targeted 

use of public procurement and state aid rules. 

The main actions of this new initiative are: 

 Accessibility initiative: considering how to use standardisation, public 

procurement, or state aid rules to make all goods and services accessible 

to people with disabilities while fostering an EU market for assistive de-

vices (“European Accessibility Act”); 

 Participation: people with disabilities and their families shall exercise 

their EU citizenship rights on an equal footing through facilitating the use 

of sign language and Braille when exercising EU citizens' electoral rights or 

dealing with EU institutions; an accessible format of websites and copy-

righted works shall be promoted; the possibility of mutual recognition of 

disability cards and related entitlements shall be studied. 

 Funding: EU programmes and funds in policy areas relevant to people 

with disabilities should be used to promote sound working conditions for 

professional and informal care providers and develop personal-assistance 

schemes. 

 More cooperation between Member States and civil society: a forum for 

the exchange of data and policy coordination shall be provided, in particu-

lar on the portability of rights, such as the right to personal assistance. 

 Awareness-raising measures, i.e. European Award for accessibility. 

 Data collection and monitoring, as well as identifying and promoting of 

successful support structures implemented by the Member States.  

The strategy includes a list of concrete actions and a timetable. The Commis-

sion is planning to report regularly on the strategy’s achievements and pro-

gress complying with its obligations under the UN Convention on the Rights of 

People with Disabilities. 

1.3.5.Participation of People with Disabilities on the EU-level: The European 
Disability Forum 
There should be no European policy about people with disabilities without 

including them in the policy process as outlined above. Therefore, strong rep-
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resentation of people with disabilities on both the national and the European 

level is needed in order to ensure that policy initiatives are reported back as 

early as possible or new necessary initiatives are prepared by those who un-

derstand them best. The largest of several interest groups for people with dis-

abilities is the European Disability Forum (EDF). 

It is an independent European non-governmental organization (NGO) that rep-

resents the interests of people with disabilities in the European Union. They 

work as self-advocates since the EDF is run by people with disabilities or their 

families in case they are unable to represent themselves. The mission of the 

EDF is to promote equal opportunities for people with disabilities and to pro-

tect their Human Rights making sure that “no decisions concerning disabled 

people are taken without disabled people”. 

The EDF was created in 1996 with the aim of defending issues of common 

concern to all disability groups and being an independent voice for citizens 

with disabilities towards the EU institutions and authorities. The forum is not 

representing any specific interest and is not a European institution or body.  

The EDF plays an important role in the European policy making, for example, 

through commenting on communications of the European Commission in the 

process of strategy planning, i.e. during the implementation of the Disability 

Action Plan (DAP). It has a strong ability to assess and monitor developments 

on both the national and the European level with its national member organi-

sations12. 

The Disability Forum is promoting several campaigns on the European level to 

promote equal rights and access for people with disabilities, e.g. the 2011 

“Freedom of Movement” campaign to improve accessibility for all at all stages. 

 

 

                                                           
12 A list of member organisations included in the implementation of EU policy on national level can 
be found at the European Disability Forum website www.edf-feph.org. 
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1.4.Self – assessment tasks 

 

 Make yourself familiar with the terminology used on the EU policy level 

and with the different ways to access data from the EU databases and 

websites. 

 What is the “Open Method for Coordination”? Do you find it sufficient to 

promote employment and social inclusion throughout Europe? 

 Which are the four commonly agreed objectives that form the basic 

framework for the developing of each Member State policy priorities in 

fighting poverty and social exclusion? Where do you find examples for the-

se objectives in your respective national legislation? 

 Search for legal documents in your country the obligations of which derive 

from the European policies to promote employment and social inclusion. 

What are the target groups? 

 Describe the main issues of the EU policies concerning the EU 2020 initia-

tive as far as people with disabilities are concerned.  

 Please explore the current situation with respect to the targets laid out in 

the EU 2020 strategy: 

- What is the employment rate of people with disabilities a) throughout 

Europe, b) in your country? 

- Do you think that the goal of the 75% employment rate is realistic for 

the age group of 20-64 in Europe? What do you think could be a realis-

tic goal for the group of people with disabilities? 

 State the specific points of the current European Employment Strategy 

that directly influence people with disabilities and their employability. 

Make proposals for national activities in your country needed in the near 

future in terms of promoting employment opportunities for people with 

disabilities. 

 Compare the main emphases of the 2010-2020 EU Disability Strategy with 

the national situation in your country. Describe the similarities and differ-

ences with respect to the legal and political state-of-the-art. 

 Compare the UN Convention on the Rights of Persons with Disabilities with 

the provisions from the current Disability Action Plan (DAP). Does the plan 

cover all the relevant issues?  
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 What does accessibility mean? In terms of workplace issues, what do you 

consider to be important for persons with disabilities?  

 What are the objectives of the European Disability Forum (EDF)? Who is 

representing the EDF in your country and what are the current issues for 

the national representative in the respective member state? 

 Compare the medical model of disability with the social/ human rights 

model. What are the main differences? Why is the use of the social/ hu-

man rights model so important, especially from the point of view of per-

sons with disabilities? 
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This publication has been produced with the financial support of the European 

Union. The opinions expressed in this document do by no means reflect the 

official opinion of the European Union or its representatives.  

2.1. Introduction 

Disability is a broad term used to describe the consequences of injury, causes 

of disability, degree that affect people capabilities and lifestyle so that their 

everyday life becomes very difficult. In general, disability can be described as a 

psycho-social phenomenon, which refers to the social and family constraints 

that occur in the result of person’s potential disruption or weakening. The task 

of the society is to compensate these constraints and to improve disabled per-

son's life quality. Disabled person must experience his life value, despite the 

fact that he is different. 

In Lithuania and other EU countries, disabled people are identified as persons 

with congenital or acquired physical or mental disabilities, that constrain them 

from taking care of their personal and social life as well as from implementing 

their rights and exercising responsibilities completely either partially. None-

theless, disabled persons, irrespective of the cause, character or expression 

degree of a disability, have the same rights as any other persons. People with 

disabilities present an inseparable part of the society and have equal rights 

with healthy people. 

There are only some disabilities that push people to stay at home and seek 

medical cures or permanent help from other people. Only some of them are 

permanently disabled, without the possibility of a cure or at least to make 

considerable improvement. And even then life is a strange thing, starting with 

small improvements great things may happen. 

People need to be effective and competent in order to move forward in life. 

Those with disabilities also want to achieve these feelings if their communities 

allow them to grow and to make many of their own choices. 

According to Ruškus, Mazeikis (2007), work in the life of a disabled person 

takes a very important place, because it allows him or her feel better both 

psychologically and spiritually. Participation of disabled people in the labour 
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market has always been a social problem. The inability to fulfill the need of 

self-realization in professional activities, restrains people with disabilities from 

becoming active in a social life of the country. Even though the laws promote 

and ensure work and vocational education opportunities for disabled people, 

in reality they are not so effective, so that discrimination against disabled in-

dividuals in society still exists. Absence of a clear strategy, targeted on activat-

ing and empowering of disabled individuals as well as absence of conducive 

assistance system make a disabled person lose motivation and become a pas-

sive unemployed citizen, for whom integrating into a labor market becomes 

even more difficult.  

Some are likely to work at home, because working at home is convenient and 

flexible and can be less stressful than daily commuting, but it requires enough 

initiative, independence and self-confidence to work without supervision (Pa-

palia, Olds, 1998). Some home workers feel isolated or have trouble concen-

trating in the presence of such distractions as television, the refrigerator, and 

young children. Also, employees who work at home may lose fringe benefits, 

such as health insurance, and the protection of the laws guaranteeing fair la-

bour standards and working conditions (Berthoud, 2006). 

Employers must recognize that people with disabilities have aspirations and 

career goals. They have to discuss career expectations with each employee, 

including an evaluation of an employee's interests, talents and skills in relation 

to the requirements of available jobs. 

An employee with disability also must take responsibility for his or her career 

development. Employees should continually seek out new education, training 

and information. They should keep up on the latest information in the field, 

network and volunteer for new assignments. 

Employers, who incorporate persons with disabilities in their staff, enrich and 

enhance workplace benefits in the new economy. 

The major barriers to achievement by people with disabilities in our society 

continue to be attitudinal barriers, stereotypical thinking, and assumptions 

about what people can and can't do. 
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Our research about psychological factors intervening in the relationship be-

tween people with disability led person and his (future) employer, led to the 

listing of an impressive range of issues. In order to have a better overview, we 

decided to classify them in different categories: 

 The conception of disability; 

 The historical point of view toward disabled people; 

 Factors and stereotypes that deter employers from employing people 

with disabilities; 

 Factors that can change the attitude of potential employers and staff 

towards disabilities; 

 Hereafter, we will have closer look on those categories.  

Then you will know 

 terminology; 

 historical aspects of disability;  

 employer's perception; 

 the business benefits when employing disabled people.  

You will develop the skills 

 to analyze the real situation, 

 to understand different people, 

 to handle objectives, different problems. 

 

2.2. Terminology  

Attitude: a mental position with regard to a fact or state. 

Assumption: a fact or statement (as a proposition, axiom, postulate, or no-

tion) taken for granted. 

Employer: a person who provides a job to at least one employee on a basis of a 

mutual agreement (contract) and the existing labour relations (Kučinskas V., 

Kučinskienė R. Socialinis darbas švietimo sistemoje. Klaipėda: KU leidykla, 

2000). 
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Employability: physical and mental ability to perform a job of a certain volume 

and duration at certain intensity. Employability is determined by physical de-

velopment, health, age, level of tiredness and monotony, the duration of the 

rest needed etc. (Kučinskas V., Kučinskienė R. Socialinis darbas švietimo siste-

moje. Klaipėda: KU leidykla, 2000). 

Labour market: a whole complex of labour (job) supply and demand relations, 

in which the employer’s and employee’s individual vocational objectives and 

interests are met. (Kučinskas V., Kučinskienė R. Socialinis darbas švietimo sis-

temoje. Klaipėda: KU leidykla, 2000). 

Employment: it is a means of social security to assist disabled people in 

taking part in useful working activity, taking into consideration their mental 

and physical condition and securing their working skills and inclination to 

work. (Žvikaitė D. Neįgaliųjų socialinės integracijos klausimai. Vilnius: 

Mokslo aidai, 2000). 

Integration: (in Latin the word means restoration, renovation, joining some 

parts to form a whole) it is defined as disabled people joining in society. The 

use of this term implies that disabled people are excluded from society and 

by overcoming psychological, material, social and other obstacles they are 

able to become full-fledged members of society in spite of the fact that the 

personal, marital and social statuses of people with disabilities are not 

ordinary and demand complex ways of addressing them. (Žvikaitė D. 

Neįgaliųjų socialinės integracijos klausimai. Vilnius: Mokslo aidai, 2000). 

Competence: it is demonstration of effective activity, ability to carry out tasks 

in an actual or simulated working situation. It is an ability to perform an activity 

in accordance with one’s qualification, knowledge and skills and authorization 

to do something. (Kučinskas V., Kučinskienė R. Socialinis darbas švietimo siste-

moje. Klaipėda: KU leidykla, 2000). 

Qualification: a whole complex of specific knowledge, abilities, skills and expe-

rience acquisition of which allows an individual to carry out certain type and 

complexity of work (Kučinskas V., Kučinskienė R. Socialinis darbas švietimo sis-

temoje. Klaipėda: KU leidykla, 2000). 
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Disability: An individual’s condition, which has been identified by competent 

institutions, and which due to some congenital or acquired physical or mental 

defects prevents the individual from partially or fully taking care of one’s own 

personal and social life, exercising one’s rights and fulfilling duties. 

(Baranauskienė I., Elijošius E., Pauliukonis A.J. Neįgaliųjų profesinio rengimo 

Lietuvoje mokslinė studija. – Šiauliai: ŠU leidykla, 2004). 

An individual with a disability: an individual who has a disability statement or a 

statement of under 55- per cent- employability or a special needs statement 

issued in accordance with the law (1991) (Kučinskas V., Kučinskienė R. Socialinis 

darbas švietimo sistemoje. Klaipėda: KU leidykla, 2000). 

Stereotype - something conforming to a fixed or general pattern; especially: a 

standardized mental picture that is held in common by members of a group 

and that represents an oversimplified opinion, prejudiced attitude, or uncriti-

cal judgment. 

 

2.3. Learning module 

2.3.1. Change in the understanding of disability in the course of history and 
the attitude to an individual with a disability in modern society  

In different periods of history a disability was regarded differently - with fear, 

respect or hatred- and considered a disaster, a sin, a misery or a disease. The 

rights of people with disabilities were not protected in all societies. In ancient 

societies the human ideal was oriented to both the mind and the body. There-

fore there were hostile attitudes towards an individual with physical defects. 

Intolerance of disability was a sign of fear and lack of security of that social 

group. There was a common belief that people with disabilities are different 

and they could bring the wrath of gods. It was considered a bad omen. Both in 

Ancient Athens and Rome, disabled children were left in the woods to die. The 

council of wise men would carry out a thorough examination of newly born 

babies and decide whether they should live or be taken to an uninhabited 

place and left to die. (Bakk, Grunewald, 1998). Ancient societies adopted dif-

fering approaches to disability: on the one hand, they made attempts to com-
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pensate for it by various means (e.g. artificial limbs), but on the other hand, an 

individual with a disability was an outcast from society. 

As pointed out by Ruškus (1997), in different sources we can find different 

attitudes to disability in the Middle Ages. In that period disability was consid-

ered a stigma. People with disabilities were humiliated and made up an inte-

gral part of society.  People with disabilities joined the poor. However, poverty 

and disability were not considered the same. Disability was regarded as some-

thing extraterrestrial, non-social, devilish and frightening. Disability was relat-

ed to social conditions and people with disabilities were somehow integrated 

in the labour market. People with disabilities (pygmies, people having a 

hunchback or a squint) lived as jesters in royal courts where they would amuse 

the ruler. 

As noted by Pivorienė (2001), in the period from 17
th

 to 18
th

 centuries, there 

were differing approaches to disability. On the one hand, there were efforts 

made to introduce legislation which would establish certain rights for people 

with disabilities, to take care of hearing impaired people and to develop artifi-

cial limbs. On the other hand, some disabled people were still regarded as 

outcasts who were to be isolated from society by all possible means. 

In the early 19
th

 century the first movements for the rights of the disabled 

started, which stimulated establishment of schools for people with different 

disabilities and working with disabled people in prisons and homes for the 

poor. In this period the wheelchair was invented and Braille script was intro-

duced. The living conditions for people with disabilities significantly improved 

in West European countries and the USA where there were both intense de-

bates and actions taken to improve life for the disabled. In the late 20
th

 centu-

ry the rights of the disabled became an issue of concern on all continents 

(Lukoševičienė, 1996).  

In the early 20
th

 century there was a new approach adopted regarding disabil-

ity as a problem of society. In social terms, the main factor of the integration 

of disabled people is the attitude of the society towards a disabled individual. 

Research has proved that disabled people suffer from a double disability:  

 the first one is congenital or acquired; 
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 the second one is caused by the attitude of able-bodied people towards 

disability, which is more harmful than the biological disability.  

Very often the wheelchair happens to be at the centre of the public attention 

instead of the disabled individual and personality attributes. Aiming at the 

development of a positive attitude of society towards an individual with a dis-

ability there is a need for comprehensive approach to educating society, which 

will reinforce the positive belief that there are no outcasts in civil society 

(Matilionis, Razbadauskas, Istomina, 2003).  

In the recent decades there has been a change in the attitude towards an 

individual with a disability and towards disability in general. There has been 

a shift from the orientation to meeting the basic needs of disabled people, 

giving attention to their physical health and medical rehabilitation to 

providing vocational training in the system of education. The process of 

integration of disabled individuals has started. (Baranauskienė, 

Gudinavičius, 2008). 

The concept of ‘integration’ (in Latin the word means restoration, renovation, 

joining some parts to form a whole) it is defined as disabled people joining in 

society. The use of this term implies that disabled people are excluded from 

society and by overcoming psychological, material, social and other obstacles 

they are able to become full-fledged members of society in spite of the fact 

that the personal, marital and social statuses of people with disabilities are not 

ordinary and demand complex ways of addressing them (Žvikaitė, 2000). 

As noted by Ruškus (2002), you cannot either learn or insist on integration as 

genuine integration is in the hearts of people. When the able-bodied people 

come to understand the value of life of disabled people and the joy of being 

with them, the miracle will happen - integration will become a common goal 

of society.  

Summing up the development of the concept of disability and the attitude to 

an individual with a disability in modern society, we are able to suggest that 

the attitude to an individual with a disability has been negative since ancient 

times. In some periods in history people with disabilities were outcasts from 
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society and they were feared, shied away from and isolated. However, the re-

jection of people with disabilities varied throughout different periods in history. 

Since ancient times the attitude to disability has remained of two kinds: on the 

one hand, people with disabilities are not welcome in society; on the other 

hand, we can see concern and care about people with disabilities and im-

provement of their living conditions. Throughout all historical periods im-

provement of the living conditions for people with disabilities has been going 

along with rejection and repressions.  

 

2.3.2 Disability concept. General characteristics of disability  

Thorough analysis of the employment opportunities for people with disabili-

ties requires adequate understanding of the issue of disability and its types. As 

noted by Ruškus (1997), the very word ‘disability’ corresponds another word 

‘handicap’. This concept goes back to the 18
th

 century games, which were 

based on a random distribution of objects to the players in the game. The 

origin of the word ‘handicap’ shows the mechanism how different initial 

contributions of the participants in the game make the game socially equal. 

Such a category of disability is an expression of both disability and origina-

tion and development of readaptation; the change of the image from ‘d e-

cided by destiny, which means nothing can be changed’ to ‘possible regula-

tion and management’.  In the second part of the 20
th

 century an essential 

reconceptualization of understanding of disability occurred.  Since then, as 

noted by Vaičekauskaitė (2004), disability is regarded not only as one’s 

personal problem but also as a phenomenon subject to social develop-

ment.  

Thus the word ‘disability’ successfully entered both academic and colloquial 

language, first of all replacing the outdated term of ‘invalidity’. As pointed out 

by Bagdonas et.al. (2007), this concept has been completely replaced with the 

more neutral notions of employability, disability, special needs and participation. 

Some other words with a negative connotation like anomalous, abnormal, inva-

lid, weak-minded, moron, idiot or imbecile have also disappeared. According to 

The Law on Social Integration of the Republic of Lithuania (1991), disability is 

defined as ‘An individual’s condition, which has been identified by competent 
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institutions, and which due to some congenital or acquired physical or mental 

defects prevents the individual from partially or fully taking care of one’s own 

personal and social life, exercising one’s rights and fulfilling duties’. A similar 

definition of disability can be found in other documents of the EU.  

As there is some danger of misuse of this term, Pūras (1997) suggests limiting 

the concept of disability to steady condition like deafness as hearing 

disability, blindness as visual disability, cerebral palsy as disability of 

movement, mental retardation and other mental development impairment 

as mental or learning disability, whereas illnesses including mental illnesses 

like schizophrenia or epilepsy should not be considered disability. Therefore 

‘disabled’ should be referred to the individuals who partially carry out activity 

or are completely unable to operate in certain areas of life (Bagdonas et.al. 

2007).  

The people, whose disabilities have been acknowledged by competent 

institutions, are divided into various groups. The criteria of division include 

functional disorders like kinesthetic, visual, hearing impairment, epilepsy, 

etc. as well as mental disorders like cerebral palsy, Down’s syndrome and 

schizophrenia. The consideration of the causes of disability varied in 

different periods. Generally there are primary and secondary disability 

identified. Primary disability is caused by an illness or trauma, while 

secondary disability develops due to inadequate medical treatment or 

nursing (Žvikaitė D., 2000). 

Ruškus (2002) suggests the following definitions of disability:  

1. Disability as a spiritual phenomenon. Disability is not a consequence of a 

physical disorder, as it is known that people with anatomical and physiological 

impairment in non-western cultures perform some recognized social roles. An 

individual’s developmental disorders by many peoples are interpreted as orig-

inating due to atmospheric changes, inadequate food or water, being fright-

ened or parents’ misbehavior. 

2. Disability as a phenomenon restricted by time. In many non-western cul-

tures time is seen not as linear but as cyclic. The condition of a disabled person 
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is regarded as temporary. In those countries where disability is considered a 

disorder of the soul, it is believed that the soul will be restored later.  

3. Disability as a group phenomenon. Interpretation of disability and impair-

ment by non-material causes indicates that the immediate environment of the 

individual with a disability, and the family in particular cannot be separated 

from the phenomenon of disability. In some tribes it is believed that spirits are 

embodied in those disabled people whose parents and ancestors behaved 

improperly. Disability is thus seen not as an individual problem but rather as a 

result of family problems.  

4. Acceptance of disability. Some tribes believe that disability is divine and 

beyond human understanding and therefore it should be subject to uncondi-

tional acceptance (Ruškus, 2002). 

Furthermore, equal opportunities as the social dimension, as well depend on 

the concept of disability. Bagdonas et.al. (2007) distinguish medical, social and 

artistic (cultural) disability models: 

• Medical (clinical) – disability is interpreted as an individual problem, which is 

directly caused by disease, trauma or other health alterations. Formerly it was 

believed that if disability is a personal problem, it requires medical decision - 

that means a medical treatment should be provided to a person. The purpose 

of disability management is to treat either to encourage personal adaptation 

and behavioral changes. Medical care is an essential way out. 

• Social – disability is interpreted as a social problem, as the full human inte-

gration into society. Disability is not just a personal peculiarity; it is a difficult 

combination of circumstances. Therefore, solving the problem requires a so-

cial action and society is collectively responsible for changing the environment 

so that disabled people could fully participate in all spheres of life. In 

Vaicekauskaitė’s opinion (2004), the social model of disability separates dis-

ease (illness) and disability. Disease (illness) is not a direct factor that deter-

mines personal disability, these factors lie in the social environment.  

• Artistic (cultural) model of self-expression - points the quality of life, rather 

than health. However, this model is the least common. 
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Summarizing these models, it can be stated that medical and social models are 

like two extremes. An individual cannot separate himself/herself from his/her 

body malfunctions, even in particularly well-adapted environment. In compar-

ison to other people, one will need health care services more often, as there 

will appear new special needs in the constantly changing world as well as 

there will occur situations when one will need to be supported or assisted by 

others (Michael, Graham, Marion, 2009).  

According to Žulys, Klimavicius, Kriščiūnas (1998), disability can be classified by 

the reasons that caused it. The first type of disabilities consists of physical dis-

abilities such as visual and auditory damage, nerve and muscle damage. Men-

tal disabilities are for instance the results of mental development disorders 

and mental illnesses. The examples of medical disabilities are diabetes, aller-

gies, etc. Social disabilities are the result of poor education. Causes of disabil-

ity vary in different countries.  

The experts from the United Nations (UN) indicate that the origins of disability 

in all countries are affected by the war and its consequences: famine, epidem-

ics, population migration, family poverty, unsanitary living conditions, as well 

as uneducated people, lack of elementary medical education, lack of medical 

care, lack of knowledge about issues of disabilities, misunderstanding of disa-

bility and discrimination of disabled people. It could be mentioned as well the 

lack of adequate training of primary medical-sanitary assistance programs, 

medical aid restricting factors: resources, geographical location, physical and 

social barriers preventing people from accessing many of the existing oppor-

tunities: resources, spent to a narrowly specialized help, disconnected with 

the needs of the majority of the population, poor social support, health care, 

educational, vocational and technical education, employment infrastructure.  

One of the main reasons is a secondary focus on development of social and 

economic measures, disability prevention and disability expertise. Accidents in 

production, agriculture, transport, natural disasters, stress and other psycho-

social problems linked to the social order fractures may also be attributed to 

the main reasons. The origin of disability is stimulated by an unjustified medi-

cation usage, drug abuse, pacemakers, unqualified aid to the injured during 

the disaster, urbanization and its consequences (Berry, 2008).  



 
Ability not disability in Workplace (AnDiW)  

 
 

 
44 

 

According to the international WHO classification of diseases and related 

health problems, there are the following disability types identified:  

Behavioural and emotional disorders (F50 – F59, F90 – F98): disorders 

related to physiological disturbances and physical factors and those with 

onset usually occurring in childhood and adolescence (WHO: International 

Statistical Classification of Diseases and Related Health Problems) (ICD – 

10). 

Mental retardation (intellectual disorder) (F70 – F79): a condition of 

arrested or incomplete development of the mind which is characterized by 

impairment of cognitive, language, motor and social abilities (WHO: 

International Statistical Classification of Diseases and Related Health 

Problems) (ICD – 10). 

Disorders of psychological development (F80 – F89): specific 

developmental disorders of speech and language, specific developmental 

disorders of scholastic skills and mixed disorders having an impact of the 

individual’s decisions and functioning (WHO: International Statistical 

Classification of Diseases and Related Health Problems) (ICD – 10). 

Disorders of speech and Language: congenital and acquired, partial and 

total expressive language disorders, speech articulation disorders, 

communication and etc. disorders (WHO: International Statistical 

Classification of Diseases and Related Health Problems) (ICD – 10). 

Hearing impairment: partially or totally impaired, lost or congenital 

conductive or sensorineural hearing function (WHO: International 

Statistical Classification of Diseases and Related Health Problems) (ICD – 

10). 

Ruškus (1997) points out that there is no disability outside social and cultural 

structures; there are no such behavioural patterns with disabled which would not 

be based on social values and structures. Such understanding of disability states 

the fact that the individual’s relationship with society is deficient in autonomy and 

integration. The vision of oneself as a disabled individual is expressed through frus-

tration and shocks which they have when communicating with others. On the one 

hand, these shocks are due to the attitudes in society to a disabled individual and 

his/her abilities. On the other hand, due to the disabled individual’s attitude to 
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himself/herself. A number of factors determine social disability including the fami-

ly (love), education (socialization) and sociocultural (attitude) factors. 

As pointed out by Vaičekauskaitė (2004), disabled people are still considered 

weak and vulnerable like children or elderly people. Therefore the right of 

independence of disabled individuals is often denied as it is believed that they 

are unable to take the right decisions. The concept of individual’s independ-

ence, which emphasizes the value of cognitive abilities, the importance of 

mental operations and the necessity for self-help and everyday social skills, 

determines the belief that disabled people do not meet these criteria and 

therefore cannot be independent and their possibilities are limited. The possi-

bilities of independence of people with severe disabilities are doubted in par-

ticular because of the limitations of their abilities. 

To sum up, the term ‘disability’ has a number of definitions including not only the 

aspect of the change of an individual’s physical or mental condition, but also the 

aspects of a social phenomenon which is expressed through shunning, 

overprotecting or distrusting these people etc. Two main types of disability are 

identified – clinical and social – and also an additional cultural type which helps 

better understand its essence. None of the disability definitions or categories is 

absolutely correct – the medical and educational classifications are subject to 

change depending on time and space. In psycho-sociological terms, disability is a 

problem arising from society. Thus disability is socially defined and constructed in 

certain cultural, social and political conditions and is temporary. Due to the social 

images with negative connotations existing in the individual and mass mentality 

of the member of society, people with disabilities experience difficulties both in 

securing their rights and providing opportunities to fully participate in the labour 

market.  

 

2.3.3. Psychological factors and stereotypes that deter employers from 
employing people with disabilities 

Nowadays in some countries of the EU, people with disabilities still do not 

gain full acceptance as full members in the public life structure. As noted by 

Gudonis and Žilinskas (2001), the attitude to people with disabilities has always 
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depended on the level of the country’s economic development, which deter-

mines people’s welfare, as well as traditions, and other moral, religious and 

philosophical factors. Agreeing with the above ideas, Kasnauskienė and Val-

eckienė (2010) point out that although modern society’s  relation with disabil-

ity is undergoing change and people with disabilities are trying to get rid of 

stigmas, they are still on the margin of society. The very stigma of people with 

disabilities determines that such people are considered dangerous and incom-

petent, efforts are made to isolate them and infringements of their rights are 

sanctioned by society and discrimination is encouraged through employment, 

provision of services, limitation of their rights etc. The label attached to these 

people by society is a complex construct. The ‘labeled’ individual is deprived of 

all rights and privileges and is ‘driven out’ of the social relations network 

(Ruškus, 1997). The ‘label’ also includes the stigma with all its components as well as 

particular reaction of the ‘labeled’ individual, feelings, limited opportunities, in-

fringed rights and other individual consequences of labeling (Kasnauskienė, Val-

eckienė, 2010).  

Isolation of people with disabilities also has a negative impact on the att i-

tude to these people. It should be noted that the more isolated these peo-

ple are, the less awareness of them there is in society. The deficit of infor-

mation about disabled people reinforces negative stereotypes and negative 

attitudes. The attitude of society is a stable, slowly changing phenomenon, 

which is influenced by a complex of political, economic and cultural factors. 

Other researchers claim that not the disability itself but the individual’s 

social status is the cause of social repudiation. Very often disabled people 

consider themselves outcasts and are made to ask for or claim favours, and 

acquire the role of ‘invalid’ (Ruškus, 1997).  

As pointed out by Vaičekauskaitė (2004), in the early 20
th

 century, a 

psycho-sociological approach started in West Europe, acknowledging 

that due to the social images with negative connotations existing in the 

individual and mass mentality of the member of society, people with disabilities 

experience difficulties integrating in society. Thus a new important aspect of 

social exclusion appears in the attitude to disabled people, which means a wide 

range of factors, limiting for individuals and groups those opportunities which are 
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open to the majority of people seeking active participation in society. Social 

exclusion is a phenomenon showing limited opportunities for certain groups to 

fully participate in social life due to inconsistence of social images and 

peculiarities of interaction. Furthermore, these groups are assigned a less 

significant social status. Social exclusion identifies those social groups which are 

poorly integrated in society and which have fewer or no opportunities to 

participate in the country’s political, social, economic and cultural life. Acienė, 

Vaičekauskaitė (2008) identify the following groups of causes of social 

exclusion: 

 Legal and political causes, related to political and legal barriers, which 

prevent individuals and groups from exercising their human and civil 

rights; 

 Social and economic causes, which are grouped according to standard 

of living, education, employment, place of living, age and gender, and 

which can also prevent from participation in social development 

processes; 

 Cultural and psychological, related to various social and psychological 

stereotypes which have an impact on human communication. 

As noted by Acienė, Vaičeauskaitė (2008), handling the social exclusion situa-

tion requires acknowledgement of the role of a socially significant individual 

with a disability in society. Analyzing social exclusion of disabled people, Sam-

sonienė (2006) notes that taking into consideration the paradigm of solidarity, it 

is impossible to completely eliminate social exclusion. However, ‘we can try and 

tame the excluded individuals’. Reduction of social exclusion is related to protec-

tion of social rights. There should be a very important objective promoted in in-

ternational collaboration of preparing such primary projects which would test the 

effectiveness of new methods. It should be pointed out that there is a direct 

relation between the number of individuals with disabilities and the lack of 

information, poverty and low standards of health care. Therefore raising pub-

lic awareness and education could help reduce the increase in the number of 

people with special needs.  

The main factors and stereotypes building up barriers to the recruitment of 

person’s with a disability are: 
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1. Disabled people perform at a lower level than other employees; 

2. We have no suitable work position for disabled people; 

3. We are afraid that we can't hire disabled people for safety reasons; 

4. We are afraid to be caught in a very severe legal framework with little 

possibility to fire people if we are not satisfied; 

5. The administrative load is too important; 

6. The legal situation is not transparent; 

7. There will be trouble with colleagues or their direct boss; 

8. The disabled people are not sufficiently qualified;  

9. They are often frightened that they won't know how to handle it.  

10. And the word disability suggests that someone can't do something, 

while they may feel that they want someone who can do everything in a 

certain way.  

The factors which have a common element must be evaluated more concrete.  

1. Disabled people perform at a lower level than other employees: This 

argument is one of the most often heard stereotypes. It should be known, that 

a disability doesn't necessary have an impact on the employee's performance. 

A concrete example can underline this. There is no reason why an employee 

confined to a wheelchair, working as a clerk in a call centre, should perform 

less then a colleague without a disability. An employer hiring a person with a 

disability has the possibility to avoid this lack or performance by giving his 

employee a position, where his disability doesn't matter. Furthermore an 

adapted workplace can compensate weaknesses due to a disability. In some 

countries, the state will offer the employer a financial compensation for hiring 

a disabled person in order to compensate for a possible weaker performance 

level. 

In November 1993, Barclays Bank in the UK reviewed total sickness over the 

previous two years for a random sample of 200 disabled and 200 non-disabled 

staff. The survey showed that disabled staff on average had eight days ab-

sence over the period, compare an average of ten days for non-disabled staff. 

2. We have no suitable work position for disabled people. It is imprinted in 

people's minds that only specific job's are suitable for people with a disability. 
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A large effort on information and awareness building is needed in order to 

show that there are as many job possibilities as possible jobs. A disability, at 

worst, prevents person from undertaking a certain range of tasks. Seeing the 

multiplicity of disabilities, one can be certain to find people with a disability 

that has no restrictive effect on a precise job. Furthermore, the ergonomics of 

a workplace often can be adapted to the specific requirements of a disability. 

This opens job possibilities even where, on first sight, no activity is possible for 

people with a specific disability. A typical example is the telephone exchange 

for blind employees. Only 4 per cent of disabled people of working age require 

additional aids the workplace or need health related treatment that would 

interfere with their work. A survey made in 2001 in companies in Upper-

Austria, showed that 45% of the disabled employees in those companies work 

in production departments and 36% in administrative departments. 

3. We are afraid that we can't hire disabled people for safety reasons. 

Security is a serious issue. Disrespect of safety rules and devices may cause 

harm and death. But why should disabled employees especially disrespect 

those rules and devices? It should be aware, that the respect of rules is not 

linked to disability. In case of mental disability, it has to be verified if the 

employee is able to understand and respects those rules and devices. If this is 

the case, there is no reason to withhold him from the job. It should also be 

underlined that a specific workplace adaptation will integrate safety aspects. 

For all this reasons, an employer can be assured that hiring disabled people 

will not increase his safety risks, provided that the workplace is adapted and 

that it has been checked that employees are able to understand the safety 

issues. 

4. We are afraid to be caught in a very severe legal framework we little 

possibility to fire people if we are not satisfied. Employers clearly are 

sensitive to labour and social law issues. Economic constraints and the need of 

social shelter of the workforce have to be balanced in order to allow a 

company to subsist in the marked economy. If we have a closer look at those 

regulations, we will see, in most countries, that the laws and rules concerning 

disability are focused on enhancing the integration of disabled people in the 

labour market. In other words, they are rather incentives to hire and supports 
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to integrate disabled workers than rules that make it more complicated to 

dismiss disabled workers. In the field of the termination of a work contract, 

the law often doesn't make a distinction whether the employee is disabled or 

not. A survey made in 2001 in companies in Upper-Austria showed that 85% of 

companies employing staff with disabilities declared they were very well 

integrated and 13% declared they were well integrated. This makes a total 

rate of 98% of successful integration. 

5. The administrative load is too important. Work place analysis, selection of 

a suitable candidate, work place adaptation, training, reporting to different 

Ministries, ... . Employing a disabled person n supplementary administrative 

charge. A best practice that tends to be applied in more and more countries is 

to offer a help to potential employers. A dedicated organization will 

accompany the employer the whole process of hiring a disabled person and 

during the time he/she is member of the staff. This helps considerably to 

minimize the additional administrative load. Furthermore, an employer should 

also consider the potential added value a disabled employee brings to his 

organization (see below). He should also remember fiscal and financial 

incentives offered.  

6. The legal situation is not transparent. As stressed at the previous point, 

employers can rely in most countries on organizations that centralize issues 

related to employing a disabled person. There the employer will find 

counseling and an overview of the situation he is heading for.  

7. There will be trouble with colleagues or their direct boss. Lot's of people 

are not used to the needs of a disabled person. Even more can’t imagine 

working with a disabled colleague. Therefore a certain fear about having a 

disabled person as a member of staff, or as a colleague is quite normal. In fact 

it is like the resistance to change. I know what I have, but I mistrust the new 

situation ahead. Experience shows that persons working with a disabled 

colleague rate this as a personal enrichment. They declare that they learned to 

appreciate more their own situation on one hand and to appreciate people 

better for what they are and not on the basis exterior appearance. 
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8. Disabled people are not sufficiently qualified. Qualification is a matter of 

education and experience. Disabled people can offer both. In respect of 

education, nowadays every person has undergone school education and 

physical disabilities don't prevent you from achieving a successful academic 

curriculum and career. People suffering from a mental disability are instructed 

according to their capacities. They benefit from dedicated school classes and 

teachers helping them to terminate their education with a valuable Standard 

of both theoretical and practical knowledge. So you will also find among 

people with a disability people with the necessary educational background. 

In respect of experience, disabled people who have not worked before are on 

the same level as other newcomers on the labour market. It should be high-

lighted, that there is also a group of disabled people already possessing a pro-

found job experience. On one side you have people working for the time being 

and looking for a new position. On the other hand you have all the persons 

that have had a professional career before being disabled due to an accident 

or an illness. There is a treasure of experienced people waiting to work for 

you. Qualification is also related to the position the job applicant has to take 

over. As for recruitment, qualification means to find the right person for the 

right position. As an employer, knowing the capacities necessary to fulfill the 

job will give you the opportunity to select the candidate corresponding the 

best to those requirements, regardless of his disability. 

9. Are we able to handle it? "Lack of contact with disabled people is one of 

the key reasons why employers don't give them jobs. They are often 

frightened that they won't know how to handle it. And the word disability 

suggests that someone can't do something, while they may feel that they want 

someone who can do everything in a certain way." (Caroline Casey, Aisling 

Foundation).  

10.  This last factor resumes the situation very well. The reasons not to hire 

persons with disabilities are linked to the fact that employers have no 

experience with disabled people and therefore have all sorts of fears of the 

unknown. A better integration of people into the working world depends also 

of a better integration of the same people into social and public life. The more 

people and potential employers have contact with disabled people, the more 
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they will be inclined to share a workplace with them (Source: Employment of 

people with disabilities. Distance education course. Riga, 2005). 

Summing up the psychological factors and stereotypes that deter employers 

from employing people with disabilities, we can state that there are very slow 

positive changes in attitudes to disabled people, as society still does not 

acknowledge the people who are different from them and is trying to label and 

even isolate them. Society is not ready yet to regard a disabled individual as a 

person. Pity or overprotection are often felt, neither of which is appropriate 

with respect to people with disabilities. All the above conditions are ‘rein-

forced’ by lack of information about disabled people. Inability to integrate in 

society determines formation of social exclusion, which is influenced by such 

factors as inability to fully realize one’s possibilities, prevalence of stereotypes, 

deficiency in education etc. This exclusion can be reduced and one of the main 

ways to do this is stimulation and support to participation of disabled people in 

the labour market. 

 

2.3.4. Psychological factors and social needs of the disabled people  

Social and psychological factors may have a decisive effect on the individual. 

The material environment and its factors also have a significant impact on the 

personality development. All these factors can be classified into four groups: 

1. Natural environment,  

2. Human environment,  

3. Cultural environment,  

4. Industrial environment,  

5. The individual’s experience.  

These factors come into effect when the individual is interacting with them. 

Interaction is a complex process, manifesting itself in the individual’s assimila-

tion into the environment and standing out from it – dissimilation, integration 

and disintegration.   

It is generally accepted that disability is a cause of the conflict with life which 

considerably restricts the individual’s mental and social functions thus leading 
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to loss of independence, physical strength, ability to move and orientation, loss 

of friends and a favourite job. This also affects the personality destroying its 

integrity and weakening activity and dynamism. Disability restricts the individu-

al’s possibilities for active functioning in the environment and the person loses 

individual independence. This often causes formation of the feelings of inferior-

ity, depression, animosity, sorrow and inadequate self-consciousness. Disability 

deprives the individual of the opportunity to participate in public life on equal 

terms with able-bodied people. In order to ensure quality life for a disabled 

individual and an opportunity to feel oneself full members of society, the fol-

lowing recommendations guidelines should be followed: 

 A disabled individual should do the things which he/she is able to do, i.e. the 

limits of their abilities should be defined, which would allow to identify 

what help is needed. 

 A disabled individual should have an opportunity to express his/her negative 

emotions and suffering. Most people feel insecure and are afraid to talk 

with the disabled about their disability related feelings. Empathic listening is 

the best assistance in such a situation.  

 A disabled individual should be helped to see possibility for adaptation. This 

means that the individual should feel his/her acceptance, and he/she could 

orientate himself/herself in certain situations, feel approval of his/her 

identity, and possibilities as well as not feeling lonely. 

 A disabled individual should be helped to create stable self-esteem.  

 Building up the disabled individual’s self-confidence. Encouragement, praise 

for efforts and equal treatment will help develop the disabled individual’s 

self-confidence. 

 Assisting development of social competences: ability to communicate, social 

skills, determining individual’s adaptation and behavior in conflict situations. 

This is one of the most important skills needed in teamwork and job search.  

 Fostering development of independence and responsibility. These 

components are important in preparation for work and further career. 

 Assisting understanding of the employees role – the individual’s attitude and 

what is appropriate to this role. In social psychology, the role is defined as a 

complex whole of human behavior patterns, characteristic of a certain type 

of activity. Development of the employee’s role and image, the image of 
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‘myself’; self-presentation, creation of impression and internalization of the 

role in the general personality context.  

 Vesterdal (1996) suggests identifying certain patterns of human relation-

ships, based on understanding certain values: being humane, openness, 

trust, adherence to ethic rules. 

As noted by Ruškus (2002), the main social factor of integration of disabled 

people is society’s attitude to them as well as lack of quality and quantity of 

social structures determining integration. It is believed that people with disabil-

ities should be helped by providing knowledge, skills and developing their gen-

eral and practical competences so that they could successfully integrate in so-

ciety. It is thought that each individual’s social needs can be characterized not 

only by their pursuit and ability to participate in productive and public activity, 

but it is also considerably influenced by the material and cultural status. The 

nature of social communication is also of crucial importance (Karvelis, 2001). 

Work is one of the most important social needs. It is a creative process, which 

requires specialist and intercultural knowledge. The theoretical knowledge 

acquired when working must have practical application. People with disabili-

ties have difficulty doing this because of limited learning abilities. Therefore it 

becomes of crucial importance to create such a system which could take care 

of the social adaptation of disabled individuals as well as development of so-

cial needs and meeting them.  

In terms of sociology, each member of society may be getting and providing a 

certain kind of social support. Social support is practical, financial, informative 

and psychological assistance. Confidence that assistance and support will be 

provided if needed is even more important than the particular support. If a 

disabled individual encounters some obstacles, he or she should be aware of 

the fact that support is available and he/she will not be left alone with his/her 

problem. It is also important to ensure that the disabled individual does not 

become too much dependent on the support provided.  

Since 1997, the countries of the EU have been developing their social policy in 

consistency with certain principles assisting a disabled individual with integra-

tion in society: 
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 Disabled individuals are guaranteed access to qualified vocational 

training;  

 There is a variety of means and their availability to acquire qualified 

vocational training; 

 Direction pursued – common coordinated work of the EU member states 

preparing disabled individuals for a career; 

 Competent careers guidance: ranging from establishing career guidance 

centres in each country of the EU to European career guidance centres for 

the disabled; 

 Expanding career guidance; assistance in choosing a career and finding a 

job; 

 Recognitional of qualification in all European countries; 

 Support and assistance in vocational training in the EU member states 

(Baranauskienė, 2004). 

 Despite the above measures, employment opportunities for the disabled 

are still limited. Research carried out in Lithuania identified the following 

causes of failure of disabled individuals in the ‘open’ labour market:  

 socially unacceptable behavior; 

 deficiency of vocational training and qualification; 

 increased competition in the labour market; 

 insufficient preparation for independent living; 

 lack of clear government policy;  

 negative image; 

 fear of stigma;  

 insufficient support in the process of employment; 

 low motivation of potential employers and co-workers; 

 lack of employers’ awareness (Baranauskienė, Elijošius, Pauliukonis, 

2004). 

Table 1 presents data on people with disabilities vocational training and job 

placement. 
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Table 1. The employment of disabled people 

 2001 2002 2003 2004 2005 2006 2007 2008 

General number of registered disabled 

Disabled 4 408 4 408 7 897 9 817 8 817 10 828 12 122 14 653 

Number of disabled 
compared to the 
general number % 

1,8 1,8 3,3 4,8 5,4 6,7 6,5 6,8 

Employed disabled 

Disabled 2 033 2 033 2 046 2 665 3 206 3 809 5 798 5 668 

Number of disabled, 
compared to the 
general number 

1,5 1,5 1,6 2,1 2,9 4,0 5,8 4,8 

 
The data of Lithuanian Labour Market 

As shown in provided data from the 1 Table. From 2001 to 2008, the number 

of persons with disabilities increased by more than 10,000 (from 4,408 up to 

14,653 people with disabilities). Meanwhile, their employment opportunities 

are declining. If in 2001 almost a half of all disabled was employed (that is 

2,033 of 4,408), in 2008 there was only slightly more than a third employed 

(that is 38.68 per cent of the total number of persons with disabilities).  

Ruškus, Mažeikis (2007) considers that the disorder itself does not determine 

the degree of human working capacity; appearance or non-appearance of 

working capacity depends on the human relationship with the environment, 

on the meaning, senses, motives, representations prevailing in a particular 

situation. However, it is not easy for a disabled person to compete in the La-

bour Market. Every disabled person, trying to realize one’s opportunities, fac-

es very high requirements. The most important include professional qualifica-

tions, work experience, age of disabled people, the disability itself. 

The existing legislation and restrictions should not pose obstacles for employ-

ment of disabled people. Governmental bodies as well as employers should 

stimulate employment of disabled individuals in the public sector. The Gov-

ernment should support employment of disabled people by various means, 

including quotas, schemes, reservations and potential jobs, loans and subsi-

dies to small businesses and cooperatives, rights to contracts and production 

priorities; tax concessions. The Government should also encourage production 
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of particular tools, equipment and technical means to enable people with dis-

abilities to do their jobs (Žvikaitė D., 2000). 

Summing up, it should be pointed out that work is of considerable importance 

to both able bodied and disabled individuals. Therefore an interesting and 

meaningful occupation gives them a lot of happiness and self-confidence and, 

primarily – gives meaning to their lives. Employment of disabled people in the 

labour market is a complex process requiring collaboration of a number of in-

stitutions and specialists. The labour exchange office and job centres play an 

especially important role in preparation of the disabled for employment. The 

activity of the Government, Labour Exchange and different social and private 

organizations as well as disabled people’s initiative are of considerable im-

portance. There are specialist programmes, courses and projects developed for 

training and improving disabled individuals’ work skills. 

 

2.3.5. Psychological factors that can change the attitude of potential 
employers and staff towards disabilities 

Legislative framework: In order to establish humanistic attitude towards peo-

ple with disabilities all countries pass laws that regulate the rights of disabled 

people and their relatives in order for them to have equal opportunities to 

participate in social life. The rights and obligations of the disabled people as 

well as integration and socialization principles were declared by western coun-

tries and international organizations in the following juridical documents: the 

Universal Declaration of Human Rights (1948), Social Progress and Develop-

ment Declaration (1969), Declaration of the rights of mentally disabled per-

sons (1971); Declaration of the Rights of disabled (1975) Convention of Voca-

tional Rehabilitation and Employment  of disabled (1983); Principles of the 

protection of persons with mental diseases and the protection of mental 

health improvement (1991). 

On the basis of international laws and documents listed in European Social 

Charter (1961) the UN General Assembly adopted the "general rules for disa-

bled people with equal capabilities”, which govern how equal human rights 
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and equality of opportunities are exercised and how the development and 

participation in social life is fulfilled (Vaicekauskaite, 2004).  

In Baranauskiene’s opinion (2004), in order to ensure that all people are free 

and equal in their rights and dignity it is necessary for all communities to tol-

erate the diversity of its society and strive for better opportunities for disabled 

people in order for them to be able to successfully practice all eligible human 

rights. All this is recognized in various international conventions. The global 

activity program for disabled people was accepted on December 3, 1983. 

General rules were adopted on December 20, 1993. The aim of both docu-

ments is to promote effective disability and rehabilitation methods and to 

achieve full participation of the disabled people in the social life and to equal-

ize their rights in the community (Karvelis, 2001). This means to create equal 

conditions for both disabled and healthy individuals in order to implement 

equal rights and improve the quality of living. These concepts equally apply to 

all nations regardless of their level of development (Voroneckas, 1997). Unifi-

cation of opportunities refers a single public system that is accessible to eve-

ryone, including disabled people (Equal Opportunities for People with Disabili-

ties: General Rules of the United Nations, 1996). 

The principle of equality promotes a fair consideration of needs of both 

healthy and disabled people while planning their social life. The resource 

spread is planned accordingly in order to guarantee equal opportunities for 

each individual with others. 

A legislative framework regarding the disabled people was established by Eu-

ropean Union. Puras (1997) argues that such documents as the Convention of 

protection of human rights and fundamental freedoms (1953), the European 

Convention for the Prevention of torture and inhuman or low treatment or 

sentences (1987), significantly reduced the attitude of State members towards 

people with disabilities. However, the most important document regarding 

employment of disabled people is European Union Council Directive 

2000/78/EC. Its aim is to eliminate discrimination in various areas including 

disability and employment. It attempts to implement the principle of equal 

treatment. It prohibits employment discrimination in employment and prac-

tice training environment.  
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This directive provides an important impact on the rights for needed accom-

modation in order to provide a range of opportunities for disabled people to 

work and learn. Very often employers are not considering any benefits for 

disabled people and this is one of highlighted obstacles to be dealt with in the 

labor market. Employers should take appropriate measures that would allow 

the disabled to work, make a career or acquire education. Thus, the employer 

has an undeniable obligation to provide adequate environment for disabled 

people to work in otherwise their actions can be seen as a direct discrimina-

tion. Special conditions should be made for disabled people, including, but not 

limited to: providing equipment, special agenda setting, refigured tasks, train-

ing, required knowledge base, changes in the testing or evaluation proce-

dures, provision of interpreter services, etc. The Directive provides necessary 

restrictions on the issue in order to avoid inappropriate and overvalued bur-

den on employer concerning the requirements to provide suitable conditions 

for disabled people (Mentally retarded persons and their caregivers to find 

employment, 2005).  

We have passed under review psychological factors deterring employers from 

employing disabled people in the previous section. Now, we will have a closer 

look at factors being incentives to employers to accept people with disabilities 

into their staff. Here is the list of those factors: 

1. A modern company distinguishes itself by: 

 world openness; 

 social thinking; 

 environmental sensibility; 

 cultural permeability. 

2. Hiring disabled people has the following advantages for the company: 

 coping with a socio-political request;  

 image enhancement; 

 more motivated and implicated staff; 

 training measures; 

 public financial support. 

3. Reintegrating a former employee who is now disabled shows the whole 

staff that the company cares for its people. 
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4. Figures and facts show that disabled people do not necessary perform 

at a lower level then other employees. 

5. The group of disabled people includes lots of skilled person’s willing to 

work for the company. 

6. Working with disabled people is a personal enrichment for every staff 

member. They learn, e.g. qualities like patience and respect. This has a 

positive influence on the internal atmosphere. 

7. You should give them a chance to prove to you that they can do it. 

8. The motivation of an employee, his will to evolve, to tackle his personal 

potential is important. This positive way of investing himself in the 

company is important and not the question as to whether he or she is 

impaired. 

9. Experience shows, that disabled staff members identify themselves as 

well as other staff members to the company and that they bring them 

even more profitability.  

10. 85 % of companies witness a complete integration of disabled people, 

13 % says that they succeeded in a large integration.  

11. Half of the companies have had a good experience with the 

performance of disabled people; one third had even a very good 

experience in that sense. 

All those factors, brought in the mind of employers will contribute to increase 

the number of jobs opened for disabled persons. Here some comments 

on those factors:  

1. A modern company distinguishes itself by: 

Nowadays a company cannot afford to focus only on making money without 

regard to the company image. Consumers are more sensible on the reputa-

tion a company has. Remember the difficulties "Nike" faced when it was sus-

pected of having children working in its Asian manufacturing outlets. Fur-

thermore companies are expected more and more to take social responsibili-

ties. On the other hand people with disabilities represent a huge group of 

potential buyers with a purchase power that is not to be ignored. Giving disa-

bled people a job can enhance the company's image related to: 
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• World openness 

The image of a company open to the world is more and more present in 

publicity. Usually they show people from different ethnic backgrounds 

working together, this openness can be underscored by integrating people 

with a disability in the image. It is clear that a company intending to project 

its image in this way, also has to realize it in a credible employment struc-

ture.  

• Thinking social  

The support of social and cultural projects improves both, the company's 

image and the staff's motivation. Staff can identify more with an employer 

showing a social attitude and it will project this attitude toward them and 

feel more secure in the company. Employing staff with disabilities is an ex-

cellent way of showing it's social commitment. 

• Environmental sensibility 

In the time of rising globalization and ethical discussions, a company has to 

justify more highly its integration in the society than before. An efficient 

way to demonstrate integration is to give work opportunities to people 

less integrated in the local job market. This is a clear sign to the local envi-

ronment that the company cares for the place it is established in and re-

spects it. Local consumers are sensible to these signs and are more faithful 

to the company and its products. 

• Cultural permeability 

We evolve in an increasing multicultural society. Elaborating suitable ser-

vices and products for customers from different cultures is an important is-

sue for the future. An efficient way of doing this is to hire people from 

those cultures to commit themselves into the product development and 

sales process. Analogically a company that wants to tackle the huge market 

composed by disabled persons, should integrate employee’s with disabili-

ties into the product development and sales process. They will help them 

to understand the customer's needs and to elaborate suitable services and 

products. They will also help to adapt the classical sales channels to the 

specific requirements of that customer group. It is worth investing in that 

approach, as marketing studies have revealed that the group of disabled 

persons has a huge buying power but doesn't oft find suitable products 

and services or an adapted access to those products and services.  
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Some facts from the UK: 

Disabled people, their friends and family form a significant market: 1 in 4 

people are disabled or close to someone who is. 

Fewer than 10% of service providers said that the costs of introducing change 

to benefit disabled customers outweighed the benefits. 

• disabled people tend to be more loyal than many other workers and have a 

tendency to remain with employers for longer periods; 

• disabled people have fewer days off sick and fewer days absence for 

reasons other than illness compared to non-disabled workers; 

• their productivity rates are on a par with other workers. 

• 1 out of every 4 customers is disabled or has a disabled person in their 

immediate circle. The value of the disability market in the UK is estimated 

to be £40 billion per annum. Organizations that employ disabled people 

are better able to anticipate and respond to the needs of disabled 

customers. They have in their disabled employees an inbuilt source of 

information and advice about their potential customers on which they can 

draw in developing their marketing strategies. 

• disabled employees have the same aspirations and ambitions as anyone 

else in the workforce. They want jobs which are challenging and rewarding 

are just as likely to want opportunities for career development and 

promotion. 

• they have better than average safety records. 

• Disabled people often have additional problem-solving skills devel-

oped from managing their everyday life. 

2. Hiring disabled people has the following advantages for the company 

There is nothing worse for a company then stagnation. Stagnation means be-

ing overshot by competitors, means less market share and a compromised 

future. One way of giving dynamics to the company is to hire staff with disabil-

ities because the existing structure has to adapt to a new situation, breaking 

up new development opportunities. 
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 More motivated and implicated staff 

Hiring people with disabilities has a positive influence on staff motivation. On 

one side, they see the engagement of their company and on the other side 

they are happier with their actual situation. The latter point is due to the fact 

that working together with disabled colleagues raises the consciousness of 

employees on the advantage they have by not being disabled, furthermore it 

produces more weighting to immaterial life, quality aspects diminishing the 

material-consumerism aspect. 

Experience also shows that people with disabilities, having experienced how 

difficult it is in their situation to get an employment, are generally highly moti-

vated and apply e themselves more to their job. This also has a positive influ-

ence on the motivation of the other staff members. 

 Training measures 

In most countries public authorities participate in the setting-up and financing 

of training measures, contributing to a better adaptation of new disabled em-

ployees to their new job. Training contributes to the development of an em-

ployee's skills and efficiency on his job. 

 Public financial support 

Public authorities give financial support when employers give a disabled per-

son the opportunity to work in their company. Considering the high level of 

motivation and commitment of those employees, considering public authori-

ties help to adapt the workplace to employee's needs, considering the result-

ing efficiency, you can consider these employees at least as profitable as other 

staff members. 

3. Reintegrating a former employee that is now disabled shows the whole 

staff that the company cares for its people 

Every staff member is at risk of having an accident or contracting a disease 

leaving them with a disability. If this occurs to one of your employees, you 

may consider not continuing his contract when his is ready to reintegrate into 
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a job. But, you also may allow him to stay in his former position, or in a more 

suitable job if he cannot perform his former job anymore. 

The other employees will be influenced by your decision, whatever it is. 

Should you decide to cease the relationship with the now disabled person, 

they will conclude, that they are in a simple work relationship without any 

social commitment. When they have the opportunity to leave the company for 

a competitor, they will simply analyze the financial aspect of their decision. 

Should you decide to integrate the disabled person, they will see that their 

employer cares for them and is ready to help them in tough times. This will 

build up a relationship of faith between the employees and their company, 

contributing to more commitment and less job rotation. In other terms you 

are able to do more long term planning with a motivated team. 

A survey in Austria showed that 46 % of the companies felt committed to em-

ploy former employees who have since become disabled 24 % claim that their 

internal philosophy pushes them to hire disabled people.  

4. Figures and facts show that disabled people do not necessarily perform at 

a lower level than other employees.  

Disabled employees can be more committed and more productive than many 

other workers.  

A quote: 

Dr. Anton Merki (Managing director Voestalpine Personalberatung und - sys-

teme GmbH) 

«We are a service company trying to promote humanity in first place. For us it 

is normal to attribute jobs to the people according to their skills. Furthermore 

we care to offer equal opportunities to people with disabilities. Misses B. is an 

excellent example that people with a disability are able to perform as much as 

other colleagues when you give them a chance to do so». 
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5. The group of disabled people includes lots of skilled persons willing to 

work for the company.  

A disability does not mean that people having that disability are unable to do 

anything. They simply cannot fulfill precise tasks. In other words, they have 

lots of skills, abilities and qualifications companies can use. Employers can gain 

from switching their way of looking at their recruitment process. Instead of 

focusing on the fact that a person has a disability with the conclusion that 

those persons only are able to work at the phone reception or as door opener, 

the focus should be on the skills and qualifications needed for a precise job. 

Then the employer can verify if the disabled person's skills and qualifications 

match with the job requirements. 

They will understand then, that disabled people also represent a skilled and 

qualified workforce. 

In terms of qualification, we should be aware, that, whatever disability a per-

son may have, he/she still will be able to gain gualifications for a lot of jobs 

and positions.  

Those qualifications can be in the intellectual field as well in the practical field. 

People with disabilities represent a rich talent pool that is often overlooked. 

When employers hire qualified employees with disabilities, they discover un-

tapped skills, talents, and abilities. Employers can gain workers who: 

• Are qualified; 

• Have a strong work ethic; 

• Are dependable; 

• Are likely to stay on a long-term basis; 

• Contribute to the economy; 

• Are self-sufficient; 

• Are committed to their jobs; 

• Are subject to the same performance standards as all other employees.  
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6. Working with disabled people is a personal enrichment for every staff 

member.  

They learn, e.g. qualities like patience and respect. This has a positive influ-

ence on the internal atmosphere. 

Here a quote:  

Mag. Raimund Wachter (Managing director Vorarlberg Milch reg. Gen. mbH) 

«Our experience is that the integration of employees with a disability and the 

cooperation with them, leads to a personal enrichment for all employees. The 

daily contact develops qualities like patience and respect. This has a positive 

influence the whole companies working process» 

7. You should give them a chance to prove to you that they can do it. 

The best way for an employer to overcome his fear regarding employing a 

person with a disability is to give him/her the chance to prove what she is able 

to do. Experience shows that employers, having an employee with a disability 

are, in most cases, willing to continue the work relationship and to consider 

disabled peoples CV's when a new position is available in their company. You 

can find plenty of employer witnessing that employing a person with a disabil-

ity is a success story. 

Here is one example: 

Mag. Gerhard Hirczi (Human Resources Chief Siemens AG Osterreich) 

«Seven years ago, when we started the project «Ausbildung von Lehrlingen mit 

besonderen Bedūrfnissen » (apprenticeship for apprentices with special needs), 

we all, partners included, embarked on a journey to the unknown. Today we 

know that it was worth doing it and that it is a nice journey. I have been espe-

cially touched by the fact that some of our apprentices have learned the lan-

guage of the deaf people to be able to communicate with their deaf col-

leagues». 
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8. The motivation of an employee, his will to evolve, to tackle his personal 

potential is important.  

This positive way of investing himself in the company is important and not the 

question if he or she is impaired. 

Here a quote underlining this: 

Dr. Walter Hanus (Managing director IVM Technical Consultants Wien 

Ges.m.b.H.) 

«The difference between able / disabled has no meaning to us. The motivation 

of our people, their will to evolve, to maximise their potential and to invest 

themselves positively in the company are important to us. We accompany 

them and give them support in their career, because motivated staff members 

are the basics to success». 

9. Experience shows that disabled staff members identify themselves as well 

as other staff members to the company and that they bring in even more 

profitability. 

Dr. Johann Thanner, Executice director of the KAGes Steiermarkische 

Krankenanstaltengesellschaft m.b.H. says: 

«Disabled employees distinguish themselves by a huge personal implication 

and identification with the company. Thereby the contribute, in a way we 

don't want to miss, to the companies success. The basic attitude that employ-

ees have to be tackles but also to be helped to evolve is also right for employ-

ees with a disability». 

10. 85 % of companies witness a complete integration of disabled people, 

13% says that they succeeded in a large integration. 

You have a real chance to integrate your disabled employees with success. A 

lot depends on the preparation of the job place, the needs analysis, the job 

description an colleagues. The public services are there to assist you in that 

task. 
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2.3.5.1. The business case from U.K.
 
(for employing people with disabilities) 

Every employer is looking for the best person for the job. Failing to consider 

people with a disability means failing to draw on a rich source of expertise and 

talent. Many people with a disability have excellent skills but do not always 

have the qualifications to back these up. Employers need to look beyond the 

qualifications to see the real skills differently able clients have. 

• People with a disability are used to problem solving and developing 

strategies to manage a variety of different situations. This can make them 

flexible employees who can look at issues in a fresh and innovative way. 

They tend to be open to new ideas and working methods. 

• Employing a disabled person will help employers to demonstrate that 

they are positive about people with disabilities. Many differently able 

employees can manage as well as a fully able person in the workplace with 

only a few adjustments. 

• Employing a disabled person can send a positive message about the 

company, its values and its ethics to its customers, investors and the staff 

who work there. 

• Employing people with a disability can give a company an advantage over 

other competitors. People with a disability belong to a close community 

and they will take their custom to organizations that understand their 

needs or employ people from their community. Having a differently able 

employee can also help employers understand the needs of their disabled 

customers and give staff the confidence to deal with them in an 

appropriate way. 

The average disabled employee is far less likely to be involved in an accident in 

the workplace than a fully able colleague. This is because they are used to be-

ing careful and checking, as they know they cannot always rely on all of their 

senses or their mobility to alert them to danger. 

2.3.5.2. The Business Benefits of employing people with disabilities described 

by U.K. Department for work and Pension 

There are many proven benefits of employing a person with a disability. 

Increased Productivity Studies show that:  
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• Employees with disabilities have attendance, punctuality and 

productivity levels equal to, if not better than, and their able bodied 

peers. 

• Accumulated skills. By retaining staff who acquire a disability you hold on 

to accumulated skills, experience and commitment. 

• Enhanced Staff Morale. Staff morale and commitment to the 

organization increases when you make a visible commitment to 

employing a person with a disability. 

• Increased Customer Loyalty. Customers respond favourably towards 

organizations that are positive towards disability and reflect the diversity 

of the community. 

• Enhanced public image. Clear evidence that you are an equal 

opportunities employer projects a more positive image and promotes 

your business. 

 

FAQs 

Does the person have the ability to do the job? 

Studies have shown that people with disabilities are productive, reliable and 

valuable employees. 

Will there be health and safety implications? 

Simple adjustments and adaptations to the workplace can facilitate a person 

with disability, and many companies have found that adaptations they have 

made for employees with disabilities benefit the whole workforce and exter-

nal customers. 

What about absenteeism? 

The experience of international employers is that people with disabilities have 

excellent attendance records. 

Won't it be expensive? 

There are various schemes to help employers with costs of employing people 

with disabilities, adapting the workplace, or providing specialized equipment. 

Will my insurance liabilities increase? 
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Insurers are prepared to provide cover for people with disabilities at no addi-

tional premium. 

What about existing employees' attitudes to taking on someone with a 

disability? 

Funding may be available for disability awareness training of your employees.  

 

2.3.6. The employment opportunities for people with disabilities: research 
carried out in Lithuania 

Methodology of the research: The scientific literature analysis and oral 

interview.  

Volume: Seven disabled people were interviewed during the research. All peers 

were selected using the method of "snow ball chance”.  

Selection criteria: 1. A person has a 30-55% disability level,  

                                2. He/she is registered with the Labour Exchange. 

Methods of the research. The collection of data for the research. The data 

were collected using the semi-standardized interview method based on 

Girdzijauskienė (2006) qualitative interview guidelines. The questions during 

the interview were asked from the initial to the final, on a consistent basis. The 

researcher was leading the interview and had a questionnaire prepared for 

discussion. Interview had a flexible structure; the interview conditions were 

discussed by both the researcher and the interviewee. Interview included 

generic questions which were not used in the data analysis. 

Data analysis methods. Data were analyzed using qualitative content analysis, 

which relies on the following steps (Doowne - Wamboldt, 1992): 1) selection of 

text sections, 2) the creation of categories and their definitions, and 3) 

definitions of the categories and rules clarification, 4) the reliability of 

identification; 5) Determination of validity; 6) encoding rules for review. The 

study data was broken down into segments for meaningful search of topics. 

When segmented, data was grouped and combined into subcategories, 

categories, themes. 
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Interview responses were recorded with the recorder. Interviews revealed any 

disadvantages and advantages of the matter. Some visible benefits of the 

interview were revealed. This study ensured anonymity of participants, and 

confidentiality of shared information. Due to the covert nature of the interview 

it was possible to observe the response of survey participants, their mimics. 

Due to the fact of recording the interview with a recorder the gathered 

information can be held valid. Some cons include tension, arousal and anxiety 

due to the fact of being recorded. At the beginning of the interview the voice 

recorder rustling made the peers feel uncomfortable.  

Research results:  

After the survey data analysis three themes have been identified: 

opportunities of employment assessed by people with disabilities; difficulties 

in finding a job faced by disabled persons during the work search on the labour 

exchange. 

Subject: The assessment of employment opportunities by people with 

disabilities  

Categories:  

Absolutely no opportunities to get employed. Subcategories: unfavorable 

economic situation, Lack of appropriate workplaces, low self-esteem people 

of people with disabilities. 

Weak chances to get employed. Subcategories: No need for employment. 

A hope/desire to get employed. Subcategories: Opportunities of individual 

activity at one‘s place, Opportunities of being employed after reactivating 

job skills, Individual work search (see 2 table). 

 
Table 2. Estimated opportunities of disabled people to get employed 

Absolutely no opportunities to get employed 

Unfavorable economic 
situation  

„...current situation leaves no chances for finding a job... 
<...> ...thousands haven’t got a job, and this means that 
chances for us, disabled,, are even lower…” 
„...who cares about people like us nowadays...” 
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„...I have no hope to become employed. There are so many 
unemployed; at least I get social benefits”.  

Lack of appropriate 
workplaces  

„...there are not enough appropriate workplaces and 
disability limits my job aspirations”. 

Low self-esteem in 
disabled people 

“…Where could I find a job with my disability, having in 
mind the rate of unemployment...” 

Weak Chances to get employed 

No need for 
employment 

„... There is no necessity for me be to get em-
ployed…unemployment benefit covers minimal demands… 
“ 
„..it is not necessary to get employed ...I only need social 
benefits  and heat and water check coverage...” 

A hope/desire to get employed 

Opportunities of 
individual activity at 
one‘s place  

„I am capable of doing any simple physical task”  
„....I could work at home under work license“. 
„... I could work with computer...” 

Opportunities of getting 
employed after 
reactivating job skills 

„...Job is very important for me, however I have lost my 
work skills, that’s why I would like to reactivate them 
through refreshing vocational learning courses…...” 

Individual work search “....I could take care of children or seniors…” 
....I could sell fruit or in general be occupied with street 
trading…...“ 

 

Work is one of the most important social demands. However, restructuring, 

privatization, market development and other internal and external factors 

resulted in decline in employment and increase in unemployment. Unem-

ployment strikes the disabled people especially hard. As pointed out in 

Tautkutė’s (2004) research, one of the major problems of unemployment for 

disabled people is lack of professional qualification or absence of such. Among 

other important factors are work experience, age, occupation, lack of motiva-

tion and inadequate assessment of one’s potential.  

Factors that block integration into the labor market is emphasized by both 

objective lack of training, absence of labor market integration, degree of disa-

bility and the personal employment problems. Preference for unemployment 

benefits, certificates of various compensations and bonuses also diminish per-

sonal initiative and need for achievement. This is well reflected in the qualita-

tive survey where respondents blamed their poor economic situation and lack 

of self-esteem as well as lack of skills for their inability to find a job. Therefore, 
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most of disabled people poorly assess their employment opportunities. Some, 

however, evaluate them as possible.  

Subject: Problems that disabled people face while searching for a job 

Categories:  

Personal. Subcategories: psychological problems, lack of motivation.  

Education dependent. Subcategories: Insufficient knowledge, insufficient 

qualification.  

External outcomes dependent. Subcategories: insufficient or inadequate as-

sistance of market consultants, lack of information (see 3 table). 

Table 3. Problems that disabled people face while searching for a job 

Personal 

Psychological problems „...my disability is clearly seen, I feel like second-best, 
especially when I others are looking at me...” 
“...I feel unsafe; I am unable to socialize…Because I 
spend time being alone... I am better off by myself than 
in a collective...” 
“...I blame myself and others during my daily walk to 
the labor market… yet I have to admit that I was denied 
once again....” 

Lack of motivation „ ...I have no desire to change anything, I have been 
inert for so many years ...<..>...my social benefit is 
enough for me...“ 

Education dependent 

Insufficient knowledge  „..I’ve been working for 20 years in one place; I can do 
nothing but stand near the production line.... 
„..I have no education... <...> I don’t know what work 
am I good at....” 
...I only finished 10 grades, I have no profession... 
“...I would like to start working but I have no idea what 
a motivation letter and CV are…” 

Insufficient skills „Even a cleaner need to know English nowadays... 
...I was ready to start as a cleaner but I got to know that 
even a cleaner needs a practice seminar attendance and 
labor certificate...” 
“My current certificate is no longer credible, and I can 
do pretty much nothing with it, but I would like to learn 
something new to work under license...” 
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External outcomes dependent 

Insufficient or 
inadequate assistance of 
market consultants 

„...the labor consultants showed me where to come but 
in overall they are pretty much useless...“ 
„...I was shocked by consultants’ formal look at my 
employment opportunities... <...>...they perceived me as 
a naïve newbie looking for job....“ 
„...the only communication with labor exchange is 
through registration...“ 

Lack of information „...I don’t know any social institutions that would care of 
employment of disabled…” 
„...I don’t know anything except labor exchange...“ 

 
While analyzing the data obtained during the interview it revealed that disa-

bled people face difficulties while trying to find a job. Disabled people are dif-

fident, feel unsafe and feel anxious due to fears of failure.  

As Vaiekauskaitė (2004), noticed, this is not only due to the disability alone. 

Bystanders express different reactions towards a disabled person. The amount 

of feelings varies (in most cases, people feel sympathy for the disabled). Socie-

ty is not always able to recognize a citizen and a human being in the disabled 

person. There is a positive, yet very slow trend for improvement in the society 

towards disabled people, however the situation remains difficult because dis-

abled cannot or have no ways to make themselves known, and this worsens 

the situation and their motivation to work. 

Lithuania created a legal system that assures the integration of disabled into 

the labor market, but there are no real implementation mechanisms. People 

with disabilities constitute a group of society that faces specific problems, and 

that has specific needs. According to Juknevičienė (2003), the majority of peo-

ple with disabilities have long been unemployed, the loss of professional quali-

fications and hope to integrate into society and the labor market has disillu-

sioned them. 

The study results showed that in order for individuals with disabilities to be 

competitive in the labor market it is not enough to have skills. Therefore, it is 

necessary to update the skills and offer new training programs. As Bara-

nauskienė, Ruškus (2004) mentioned, a disabled person is a rarity in the labor 

market, and not only the external circumstances are to be blamed; the disabil-
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ity itself and internal (psychological) causes make a huge impact: lack of inter-

nal motivation, learned helplessness, worthlessness, dependency on other, 

fear to show their physical disability or weaknesses, lack of will to overcome 

difficulties.  As the results of research show, these psychological problems 

cause the employment difficulties.  

Subject: Needed assistance for disabled people from employment office staff 

Categories:  

Real life and work skills. Subcategories: training leads, refresher courses, 

life skills training classes. 

Regulations change. Subcategories: public education, collaboration with 

employers (see 4 table) 

Table 4. Needed assistance for disabled people from labor market staff 

Real life and work skills training 

Training leads „...(he/she) sees that I have no profession… really could 
help with advice, I would definitely not refuse the offer...“ 
„...I got this profession years ago… Not much of it is need-
ed now… I would want to learn something new...“ 
“...a new challenge is never a problem, New profession will 
be also a challenge to me… At least that’s my dream....” 

Refresher courses „Everything changes so fast...I would like to update my 
knowledge, but all the seminars are paid, and there is no 
way to improve....” 
“...I would like the labor market to pay for the seminars...” 

Life skills training 
classes 

“...I have socialization problems; such classes would be 
very useful...” 
“...as I see them staring at me my self-concept 
falls...<...>...I hardly ever communicate with people, I am 
locked up in my world...“ 
“...today it is essential to work with computers, and I can’t 
operate those...” 

Regulations change 

Public education „...people are pitiless, those labor market workers do not 
see us as a potential workforce, and we can work not 
worse and even better than others...“ 
„...there should be more information about the disability 
in the society...” 

Collaboration with 
employers 

„...if only those labor force workers would be less formal 
about those meetings and would actually employ more of 
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“us” at different positions...“  
„......who is to care for us if not the labor mar-
ket...<...>...they have to have those classes, we all are 
people and we may all are vulnerable to illnesses...” 
„...labor market workers should have more of a mediator 
attitude and perceive us equally...“ 

 

The study found that disabled people that seek employment expect more of 

office workers than just registration within the Labor Exchange. They need 

training to develop real life skills. Act for Support for the Unemployed states 

that disabled people are additionally supported in the labor market. The 

municipal labor exchange annually provides quotas for I and II disability 

groups. It is crucial to provide handicapped people with a priority for all local 

labor exchange services, unemployment benefits, labor market training, help 

in entrepreneurship, and promotion (Ministry Support of the Unemployed Act, 

2005).  

Thus, law states the busyness of the disabled people (organized labor market 

training, unemployment benefits), or their bonuses and securities (no private 

property taxation and issues grants). However, these rules are not effective 

enough: a difficult economic situation, with falling demand for labor, 

employment and integration of disabled persons in the labor market is a 

growing problem.  

The survey revealed that public education could be one of the solutions for 

workers in the labor market. As shown in the study, people with disabilities 

face a double drawback: the first is innate or acquired, and the second appears 

due to indifference of others to their situation. This attitude is damaging and 

enchasing the biological disability, by adding psychological factors to it. In 

order to build trust and understanding in the society, it is important to train 

people to understand, that the handicapped are equal members of the society 

with full rights and desires (Matilionis, Razbadauskas, Istomina, 2003). 
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2.4. Self-Assessment Tasks 

 Describe the change in the attitude to an individual with a disability 

throughout different periods in history. 

 Working in groups, identify the positive and negative aspects in the 

attitudes to different types of disability, including physical, learning and 

mental disability, and introduce your findings to the other groups.  

 Assess different classifications and identify their 

advantages and disadvantages.  

 Identify differences between the medical and social attitudes to 

disability. 

 Fill in the table with your views about the stereotypes 

that deter employers from employing people with 

disabilities in your country. 

 
Stereotype I agree I disagree 

1) Disabled people perform at a 
lower level than other employees 

I agree partly it works as a 
stereotype in certain fields 
of economy such 
as_______________ 

 

2) We have no suitable work 
position for disabled people 

  

3) We are afraid that we can't hire 
disabled people for safety reasons 

  

4) We are afraid to be caught in a 
very severe legal framework with 
little possibility to fire people if 
we are not satisfied 

  

5) The administrative load is too 
important 

  

6) The legal situation is not 
transparent 

  

7) There will be trouble with 
colleagues or their direct boss 

  

8) The disabled people are not 
sufficiently qualified 
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9) They are often frightened that 
they won't know how to handle it. 
And the word disability suggests 
that someone can’t do something, 
while they may feel that they 
want someone who can do 
everything in certain way.  

  

 

 Can the stereotypes be changed? How? 

 During the face to face session compare your views with the views of 

other students? 

 Choose at least 5-6 key words characterizing organizations 

ready to employ a disabled person. 

 Make a mind map in your discussion group (during face to face 

session). What argumentation an employer could have in order 

to avoid giving a job to a disabled person in his company? 

 List arguments that may change his view on those specific 

issues 

 Send your proposals "How would you integrate the employment of 

disabled persons into companies marketing concept?" to at least to 3 

group mates. 

 Draw up a comparison of the received proposals. 

 Prepare the S.W.O.T. analysis of your company about the 

employment of people disabilities. 

 

S W 

O T 
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3.1. Introduction 

The process of inclusion in the workplace involves various different figures: 

• the person with a disability who is seeking his/her first job or returning to 

the labour market following an accident or illness which has affected his 

ability to work; 

• the employer, the person’s direct superiors and colleagues in the compa-

ny which will employ him/her;  

• the public (sometimes private) structures which provide “targeted em-

ployment” services. 

Unlike in the past, people are no longer assigned to any available job with no 

specific criteria in Italy. The whole cultural approach and employment meth-

odology have completely changed nowadays. 

What do we mean when we talk about developing appropriate conditions in 

the workplace for people with disabilities? 

The answer is complex. Firstly, the expression “people with disabilities” covers 

such a vast range of situations that there cannot be a single workplace which 

is suitable for everyone. This should not be a cause for concern, however, be-

cause the current approach is designed to match the right person with the 

right job.  

Every job requires certain skills (knowledge of a foreign language, specific 

warehouse management software, a cash register, etc.) and physical/sensory 

abilities (manual dexterity or the ability to lift weights in manual jobs, the abil-

ity to hear audio alarms or see visual alarms, the ability to use a computer 

keyboard, etc.), or cognitive and relational abilities (deciding which procedure 

to use handling a job where workers often come under pressure, etc.). 

Once the employer has specified which skills and abilities are needed to carry 

out a particular job the person(s), put forward for interviews, will have the 

skills required. This is thanks to the pre-screening process carried out by coun-

sellors at Employment Centres. 

As far as abilities are concerned, a person may possess them without a need 
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for assistive devices or aids if the disability does not interfere with the tasks 

they will be required to do. In other cases assistive devices and aids may be 

necessary. These will be supplied by the ASL (Local Health Authority) and the 

person concerned will already know how to use them. 

If the workplace needs to be adapted (changes to furnishings, bathrooms, 

etc.), this will be discussed with the service providers who will also tell the 

employer which laws apply and which grants are available to help towards 

their costs. 

In the past, it was thought useful to have lists of assistive devices or sugges-

tions on how to approach people with various types of disabilities. It is now 

thought, by contrast, that these only reinforce stereotypes since there is a 

huge variety of possible scenarios. Having information on a series of problems 

and difficulties only serves to reinforce the image of people with disabilities or 

chronic illnesses as having weaknesses and inabilities. This image no longer 

corresponds to the context we are dealing with since today we refer to the 

individual’s abilities rather than his/her limitations. 

The text below describes how this shift in perspective has come about, as well 

as the types of tools used today to classify a job seeker and his/her potential 

job. 

 

3.2. A model for matching supply and demand 

 

When we talk about employment inclusion services, we are talking about a 

model which matches supply and demand. Supply and demand can only be 

matched if there are common, compatible characteristics between the two. 

The task of people working in the employment inclusion sector and particular-

ly those involved in targeted employment is to ensure that the matches are 

prepared as efficiently as possible. 

Today we aim to work alongside companies and employers always seeking to 
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adopt a socially responsible approach towards people with disabilities. Em-

ployers are therefore involved in the process and their cooperation is essen-

tial. 

Employment services are more likely to achieve their goals when their ap-

proach is personalised. People with disabilities are now included in the em-

ployment services’ sights alongside people with limited qualifications and 

“older” unemployed people to name just some of the groups they assist. What 

these groups have in common is the fact that they are seeking employment. 

This means that the organisation itself does not stigmatise a disability in this 

sense. 

Employers are no longer left to cope on their own liaising directly with the 

disadvantaged person. There is a network of responsible organisations to help 

them: medical boards, specialist employment services, rehabilitation services. 

Each of these partners has specific competencies which help in matching the 

right person to the right job. 

Their competencies are backed up by a series of tools and concessions which 

make it easier to match the skills of a person with a disability to the job de-

scription. 

There are various aspects to the process: 

- assessing compatibility between various types of disability and the jobs 

available; in other words, the targeted employment services and Health 

Boards must be in a position to provide a professional profile for the worker 

which can be matched to the needs expressed by the employer; 

• constant monitoring of the relationship between the worker with a 

disability and his working environment; 

• initial and ongoing training;  

• managing information at local and national level through protocols 

for exchange between all parties involved. 

The process naturally goes beyond administrative aspects. In order for a ser-

vice to work properly, it needs human and financial resources, competencies, 
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and cultural approaches on top of administrative aspects to produce active 

policies which match the right person to the right job. 

To make matching easier, it is essential to have an accurate overview of the 

characteristics of workers with disabilities and the companies involved. 

Over the past few years, the ICF classification has been used as a means of 

summarising workers’ characteristics. 

 

3.3. The ICF Classification 

In May 2001, the World Health Organisation published the International Clas-

sification of Functioning, Disability and Health (ICF), recognised by 191 coun-

tries as the new standard for classifying disability and health.  

The ICF is a means of de-

scribing and classifying 

the health and disabilities 

of populations. It is not a 

means of assessing or 

measuring the same. 

What does improving the 

health of an individual or 

a nation mean? More 

than reducing the num-

ber of premature deaths 

through illness or acci-

dent. Health also has to 

do with functioning: our 

ability to live our lives 

fully and as a member of society.  

The WHO starts from the premise that we may all experience a decrement in 

health at some stage in our lives which becomes a disability in unfavourable 

circumstances. 

“I’m here and you cannot know if I have a disability. Where 

shall we draw the boundary? If I had brought a visually-

impaired person with me, she would have asked for Braille 

documents or a special telephone. If I had brought a hear-

ing-impaired person along, she might have needed other 

things, like a sign language interpreter. And so on, depend-

ing on the disability. If we put all these people together, 

they have their needs in common. If we put people with and 

without disabilities together, where is the boundary?” 

Bedirham Ustun, Team Leader, Classification Measurement 

and Health Information Systems, WHO.  

ICF and Employment policy seminar, Rome, Ministry for 

Employment and Social Policy,  

15 July 2005 
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As a result, disability is not an invariable objective condition. Furthermore, 

beyond variations linked to the individual’s changing conditions, anyone may 

become “less disable” if they receive a series of different types of assistance 

favouring social and occupational integration. 

The ICF classification sets out to describe the health of individuals in relation 

to their life context (social, family, work-related) in order to understand the 

difficulties which may cause disabilities within their social and cultural envi-

ronment. 

Analysing an individual’s social, family and work-related context underlines 

not only how people live with their disability, but also what can be done to 

improve their quality of life. 

The concept of disability set out in the ICF introduces further innovative con-

cepts: 

1. universalism; 

2. an integrated approach; 

3. a multidimensional model for functioning and disability. 

1. The ICF’s characteristics mean that it can be applied universally since disa-

bility is not considered the problem of a minority in a community, but some-

thing which everyone may experience over the course of the lifetime. Through 

the ICF, the WHO proposes a universal means of classifying disability which 

can be applied to anyone.  

2. The integrated approach to classification involves making a detailed analysis 

of all the individual’s contexts – social, family and work-related – and placing 

them on the same level without distinguishing between possible causes.  

3. The concept of disability is placed within a multidimensional continuum. All 

of us may find ourselves in a disadvantaged environment, and this may cause 

disabilities. The ICF acts as a means of classifying our health in these circum-

stances taking the social aspects of disability into consideration. If a person 

experiences difficulties in the workplace, it is of little importance whether the 

cause is physical, mental, or sensorial. What matters is that we act on the so-
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cial context setting up networks of services which reduce the disability. 

The fact that the ICF uses universal and multidisciplinary approaches means 

that they can be used in different disciplines and sectors. 

It is important to be able to refer to a single classification. We can improve 

people’s health if we can describe it using common factors, then measure 

them, and measure the changes we have made through various courses of 

action. The ICF is the right tool to do this at the present time.  

The ICF’s main innovation is that it also takes environmental factors into con-

sideration. The new definition of disability is in fact: “a medical condition in an 

unfavourable environment”. 

It is important to emphasise that the term “handicap” (or “handicapped”) has 

disappeared from the new classification. Its use is discouraged. Research car-

ried out by the WHO in different countries has shown that this term has nega-

tive connotations in many languages. 

The ICF’s new approach sees disability as a life condition which does not only 

affect individuals and their families. In a wider sense it affects the whole 

community and, first and foremost, the institutions, and it requires integrated 

cooperation across every sector. 

Disability is not the problem of one or more (minority) groups within a com-

munity, but rather a condition which everyone may experience at some stage 

in his/her life. The ICF is therefore a classification which: 

- applies to EVERYONE since everyone may have a medical condition which 

causes a disability in an unfavourable environment;  

- DOES NOT classify people but rather their related states of health. 

We are therefore dealing with a bio-psychosocial model for health (and disa-

bility) which concerns various areas of public policy: particularly welfare, 

health, education, and employment. 

Why is the ICF model considered a potential success? 
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Because it provides a basis for assessing people’s performance and abilities in 

relation to their life and relational (and therefore employment-related) con-

text. With the new classification the focus is on pinpointing what a person 

really can do. The old model based on what a person cannot do has been 

abandoned.  

3.4. Structure of the ICF 

The information gathered through the ICF describes situations linked to hu-

man functioning and its restrictions. The classification divides this information 

into two closely related parts. 

Part Includes Components Description 

Part 1 Func-
tioning 
and dis-
ability 

Body functions Categories: 

 Mental functions 

 Sensory functions and pain 

 Voice and speech functions  

 Functions of the cardiovascular, hae-
matological, immunological, and res-
piratory systems 

 Functions of the digestive, metabolic, 
and endocrine systems 

 Genitourinary and reproductive func-
tions 

 Neuromusculoskeletal and movement-
related functions 

 Functions of the skin and related 
structures 

  Body structures Categories: 

 Structures of the nervous system 

 The eye, ear, and related structures 

 Structures involved in voice and speech 

 Structures of the cardiovascular, im-
munological, and respiratory systems 

 Structures related to the digestive, 
metabolic, and endocrine systems 

 Structures related to the genitourinary 
and reproductive systems 

 Structures related to movement 

 Skin and related structures 
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  Activities and  
participation 

Categories: 

 Learning and applying knowledge 

 General tasks and demands 

 Communication 

 Mobility 

 Self-care 

 Domestic life 

 Interpersonal interactions and rela-
tionships 

 Major life areas 

 Community, social, and civic life 

Part 2 Contex-
tual  
factors 

Environmental  
factors 

 Products and technology 

 Natural environment and human-made 
changes to environment 

 Support and relationships 

 Attitudes 

 Services, systems, and policies 
  Personal factors are 

not currently classified 
in ICF, but users may 
incorporate them in 
their applications of 
the classification. 

Personal factors include gender, age, cop-
ing styles, social background, education, 
profession, past, and current experience, 
overall behaviour pattern, character, and 
other factors that influence how disability 
is experienced by the individual.  

 

The first part concerns the individual and, therefore, the functions of the body 

structures, activities, and participation. These components can be used in two 

ways: firstly, they can be used to describe problems (impairments, restrictions 

to activities, grouped under the term disability); secondly, they can be used to 

describe “neutral” aspects of health and related states (i.e., what we define as 

“functioning”). 

The Activities and Participation component covers an individual’s ability to 

carry out a specific activity in his/her environment. 

Each component is allocated an alphanumeric code and qualifiers which indi-

cate the extent or seriousness of impairments to body functions and struc-

tures, and the individual’s ability to carry out certain activities. This technical 

aspect does not concern the future employer, however, and he/she will not 

receive information in the form of codes or qualifiers. 
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The components are influenced by contextual factors, divided into environ-

mental and personal. The environmental context includes the physical and 

social environment, and the prevalent attitudes against which people live their 

lives. These factors may have a positive or negative impact on an individual’s 

participation as a member of society, on their ability to carry out activities, on 

their functioning or body structures. 

Personal contextual factors (sex, race, socio-economic factors, age, lifestyle, 

education, etc.) are not classified under the ICF due to the wide cultural and 

social variations which exist. 

By analysing the various defining components, the ICF classification underlines 

the importance of approaching disability with consideration for the multiple 

aspects which make it a universal human experience, one which everyone may 

experience during their lifetime. 

Disability is not just a mental or physical deficit, loss, or insufficiency. It is a 

condition which goes beyond limitations and one which overcomes mental 

and architectural barriers. Disability is a universal condition and it is therefore 

not restricted to a person confined to a wheelchair or someone who cannot 

hear or see. The ICF underlines the importance of assessing the environmental 

impact on an individual’s life. Society, our family, and our working environ-

ment can influence our health, reduce our ability to carry out the tasks re-

quired of us, and place us in a position of difficulty. 

 

3.5. Applying the ICF to inclusion in the workplace 

It is logical that a potential employer will be keen to find people who can per-

form the tasks required of them and will be willing to make small changes to 

the working environment or procedures if such are clearly requested by the 

person concerned (who is aware of his/her needs) and/or the organisations 

responsible for matching potential employers and employees. 

ICF training projects currently being run in Italy are aimed at all those organi-

sations and bodies involved in promoting inclusion for people with disabilities: 
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 regional and provincial councillors with responsibility for employment, 

social, health and education policy; 

 members of the Integrated Medical Commissions (Law 104/92) 

 members of the Technical Committees
 13

(Law 68/99) 

 managers and operators from Public Employment Services 

 managers and operators from Employment Inclusion Services 

 Trades Union representatives 

 INPS (National Institute for Social Security), INAIL (National Institute for 

Work-related Injury Insurance), and other professionals involved. 

 As a result of this training, the process of placing individuals in work is 

made easier through the use of information records: 

 a record of each person’s social, professional, and functional profile (indi-

vidual and skills record) 

 a record analysing the features of each company and the positions availa-

ble 

 a record with comments on the working situation of the newly-employed 

person. 

Unlike in the past when emphasis was placed on the “motor/senso-

rial/cognitive” characteristics of the individual and the workplace, it is now 

possible to give a reliable description of the distinguishing features which ena-

ble us to match a person to the right job. Besides a person’s characteristics, 

consideration is given to his/her expectations and, naturally, his/her abilities. 

It is important to note that only part of the data from the records will be used 

to help match supply and demand. Most of the data is used to match individu-

als to a job and to bring in placement support mechanisms; it is not handed on 

to the employer. 

As far as data on the company is concerned (relating to accessibility, for ex-

ample), how can we provide an adequate answer to the seemingly simple 

question: “Are the company premises accessible?” 

                                                           
13 Technical committees made up of operators and experts from the social, medical, and legal sec-

tors assisted by a committee of trade union representatives and disabled people's associations. 
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The approach set out in the ICF involves gathering a series of information in-

cluding: 

 whether and how the premises be reached by public transport or car; 

 whether there is a car park and what is it like; 

 the entrance to the premises; 

 the means of getting between each floor (stairs, lifts, etc.) 

 the layout of furniture and equipment on the premises; 

 the accessibility of bathrooms; 

 emergency routes and exits. 

Having access to this information enables us to assess the potential difficulties 

which an individual may face at work based on his/her physical characteristics 

(these are almost never invariable in the course of a lifetime and applies to 

everyone). It is obvious that the more accessible the premises are, the easier it 

will be for someone to be included. A wheelchair user may not face any work-

related restrictions if his/her working environment is totally accessible. But it 

may be impossible for the same person to even enter an inaccessible work-

place even though he/she has the same abilities and potential to carry out 

his/her job. 

 

3.6. A different viewpoint 

Today classification goes beyond illness and impairment to include relational 

and motivational aspects, as well as means of support or obstacles linked to an 

individual’s background and place of work. 

While classifications of invalidity refer to a person’s generic ability to work 

linked to physical impairments alone, classifications for targeted employment 

consider other factors.  

The medical model merges with the social model which tells us that disability 

is linked to environmental factors, which obstruct or inhibit inclusion for peo-

ple with disabilities. It is these obstacles and barriers which must be removed. 

The new model is not linear and progressive. It takes into account the dynamic 
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relationships between aspects of functioning and disability. As a result, making 

changes to one component may modify one or more of the other compo-

nents. 

The WHO check list enables us to produce a profile of a person’s functions so 

that we can see where the problems lie:  

- with the environment due to barriers or a lack of facilitators;  

- with the individual whose abilities may be limited; 

- or with a combination of different factors (this is the most frequent case). 

The check list provides three levels of data: a person’s case history, his/her 

current conditions, and the impact of his/her medical condition on his/her 

participation. 

The check list has been adapted in Italy in order to provide specific infor-

mation for people’s future inclusion in employment. 

It is important to point out that gathering information on a person is not lim-

ited to putting ticks on a standard check list. Instead, it involves interviews, 

direct observation, certification, contacts, and meetings with opera-

tors/trainers. The operators from each service then process the data using the 

same system. 

Once the data has been gath-

ered, the next stage begins: de-

ciding what kind of training the 

person may need with a view to 

future employment. In a handful 

of cases, the person is matched 

directly with a company. 

Someone who has had a heart 

attack and can no longer do the 

job they once did (a warehouse 

worker, for example) because he/she cannot lift things is not completely ex-

cluded from returning to work. His/her practical experience may make it easi-

The approach of that chapter seems based on a 

medical perspective. Counselors need to be 

aware of how to modify the environment (phys-

ical and not) in order to guarantee a better 

inclusion of people with disabilities. Knowledge 

of disabilities is not useful. 

M. Massolo. Job counselor.  

Comments on the chapter written for the previ-

ous course, in 2005. 
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er for them to learn how to use software for incoming and outgoing goods. 

Once they have completed a course, they will be ready to put themselves for-

ward if a company is seeking a computer operator for warehouse manage-

ment. 

We do not match the worker’s profile to the company’s requirements until we 

have seen how the worker’s potential and abilities translate into his/her actual 

capacity for work.  

As well as understanding how a person operates in day-to-day life, in some 

cases we also need to see which assistive devices are needed so that they can 

adapt to a specific job or which barriers (of any type) need changing so that 

the environment adapts to his/her needs.  

 

3.7. Medical condition or potential? 
We hope that the paragraphs above will make it easier to understand why the 

module we wrote six years ago as part of the ANDE project – the basis for this 

manual – has been substantially modified.  

The module described the characteristics of various types of conditions (au-

tism, cerebral palsy) and gave suggestions on how to “deal with” people with 

disabilities. 

We can no longer approach the matter in this way in 2011. Employment ser-

vices and, more importantly, employers never receive information on an indi-

vidual’s condition. Even if employment services are aware of a person’s condi-

tion since they have access to medical documents, they cannot disclose this 

information to potential employers. Only the individual can decide to talk 

about his/her condition in the workplace if he/she thinks it could be of use. 

There is no reason for employers to create a “medical” culture as regards the 

symptoms and anatomical, physiological, and pathological characteristics of 

people with disabilities.  
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Furthermore, a medical condition in itself does not predetermine the services 

a person may require, the 

level of assistance he/she may 

need, the disability benefits or 

pensions he/she may be enti-

tled to, and, most importantly 

in view of this document, 

his/her capacity for work and 

the level of social integration 

he/she is able to achieve. 

When a placement is based on 

matching a person with cer-

tain characteristics to a job 

which requires those charac-

teristics, there is absolutely no need to concentrate on negative aspects. What 

a person is unable to do will not create problems in that specific working envi-

ronment although it may create problems in other contexts. 

The employer will be given information on what the individual can do, and if 

these characteristics are compatible with the job on offer, there will be no 

need for any further information. In other cases, however, it is important to 

state the individual’s limitations (“he/she cannot do night shifts”, for example) 

if the type of job means that the employee will be asked to do something 

he/she cannot do, even occasionally. 

If the person uses assistive 

devices or needs the working 

environment or equipment to 

be adapted, it is once again 

not the employer who is re-

sponsible for deciding the 

extent and nature of the mod-

ifications. The new employee 

will not just turn up straight 

from the interview. He/she 

The terminology list at the beginning has no clear 

meaning. It is not complete. Is it important to have a 

list of all the possible disabilities, impairments, etc? 

No, as we work in the ICF perspective, and the diag-

nosis is not relevant to us, I do not see the reason for 

this list of words (which also gives very, very generic 

characteristics, which can be misleading). 

Moreover, people can or cannot do things in relation 

to the work they have to do. I could not work myself 

as a bricklayer, so what? 

M. Massolo, Job counselor, commenting on the chap-

ter written in 2005. 

If a counselor meets a person with a condition which 

s/he is not familiar with, s/he can search on the In-

ternet, in books, and even contact our board of med-

ical and legal doctors, with whom we have periodic 

meetings, to better understand what problems the 

person may have as a consequence. 

L. Prato, responsible for the Inclusion Service Office  

Province of Genova 

 



 
Ability not disability in Workplace (AnDiW)  

 
 

 
97 

 

will have been part of a multidisciplinary context for some time, and a full as-

sessment of the type of assistive devices and support he/she needs will al-

ready have been carried out. 

The chapter we wrote six years ago opened with a list of terms such as blind, 

cerebral palsy (CP), communication disorder, deaf, dyslexia, hard of hearing  

followed by a brief definition of each one. Anyone who has read this far will 

understand that this type of list does not give a full idea of the situations an 

employer may face, even more so given that the employer will never know if 

his/her employee has multiple sclerosis or has had a heart attack, or herniated 

disk. Even employment services operators do not necessarily have this infor-

mation.  

A service employee interviewed for the ANDIW project stated that, when she 

is presented with new cases, she looks up information on the Internet, and 

then contacts her colleagues on the Technical Committees for more details of 

an individual case, thus avoiding risky generalisations. 
14

 

Therefore, once a future employer has provided a description of the job on 

offer and details of the skills and abilities needed to perform it, he/she knows 

that, when a person is put forward by the public services, he/she will have the 

skills and abilities required. If assistive devices are needed, the person will 

already have them. Similarly, someone who is short-sighted will wear his/her 

glasses at the job interview knowing that, when he/she needs to read some-

thing, he/she can take them off and will put them back on to look further 

away. Of course, if the same person was to work somewhere where they 

could not wear his/her glasses for technical reasons, they would have to use 

contact lenses. And if they were unable to use lenses because they were aller-

gic to them, they would unfortunately not be able to do the job. 

There will be no need to discuss what the person cannot do since any incapac-

ities will not create problems in the job which has been selected for them. An 

                                                           
14 As in many other countries, Italy has a privacy laws which protect “sensitive” personal data 
including that concerning a person’s medical condition. The Italian labour market is therefore 
based on this prohibition. This reinforces the theory/methodology which states that people must 
NEVER be confused with a medical condition. 
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unemployed administrative assistant would probably not have the physical 

strength to work as a bricklayer. No one would dream of asking him/her if 

he/she has this physical ability at the interview, nor would he/she be discrimi-

nated against because he/she does not know how to build a wall and is not 

strong enough to do so. 

Someone who packs boxes on a production line does not probably have ad-

vanced mathematical skills. No one would dream of asking him/her about it at 

the interview, nor would he/she be discriminated against for not knowing how 

to do complicated equations. 

If a person uses an electric wheelchair which needs room to manoeuvre and 

needs special lifts or specially adapted toilets, he/she will not be put forward 

for a job in a company which does not have these facilities and which for vari-

ous reasons is unable to quickly remove architectural barriers.  

This would be a huge mistake and would prove frustrating for the candidate 

who would certainly be turned down. Even worse, the experience would rein-

force the idea among company management that it is difficult to employ peo-

ple with disabilities. The same company and the same job might be ideal just 

as they are for someone who has a non-motor-related disability or a motor-

related disability which requires smaller-scale assistive devices. 

A successful employment service has no business creating difficulties and mis-

understandings. It knows that it might return to the same company further 

down the line and put forward other people with disabilities. It therefore 

seeks to create a relationship based on trust. It does not set out to prove that 

employers are “bad” or “inadequate”, nor does it seek to “punish them”. Its 

main aim is simply to place as many people with disabilities in work as it can. 

If it manages to create a less discriminating culture at the same time, then this 

is certainly a highly positive result. 

Therefore, even though service operators need to have general knowledge of 

the various conditions which may cause a disability, the employer and the em-

ployee’s colleagues do not need it. They will be given the information on a 

need-to-know basis to help them interact successfully with the employee. Of-
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ten the only information they need concerns the activities a person cannot do, 

in case he/she is occasionally required to do them as part of his/her job. 

Unfortunately, much work is needed every day to overcome the prejudices 

which have taken root over the years. These stereotypes portray people with 

disabilities as dependent individuals who cannot do anything and who need 

assistance, care, and attention. This image does not reflect the average job-

seeker. 

This observation leads us to another aspect which is important to consider. Do 

people with disabilities seek jobs? What kind of conditions or accidents caused 

their disability or disabilities? If they have had their disability or disabilities 

from birth, what are they? 

Over the years emphasis has quite rightly been placed on the right to work of 

people with disabilities. In some ways, for reasons which we will not go into 

here, a series of images has been fixed in the public’s eye: a visually-impaired 

person working as a switchboard operator, a person with Down’s syndrome 

working in a protected laboratory, a wheelchair user who comes to a stop at 

the bottom of a staircase. 

The great debate between those concerned and the associations representing 

people with disabilities which has helped make the sweeping changes men-

tioned in this chapter has not filtered down to the general public. In people’s 

minds, greater impact has been made by headline-grabbing newspaper arti-

cles and, naturally, the negative experiences caused by sending the first per-

son on the list to interviews for jobs which he/she are completely unable to do 

(due to his/her skills and physical abilities). 

We should also remember that social services’ definition of disability was for-

mulated at a time when most jobs required considerable physical effort and 

100% of people’s physical functions. Today there are many more jobs which 

do not involve physical effort. This has certainly widened the scope for finding 

suitable employment for people who are unable to do physical labour or who 

have limited use of parts of their bodies.  

At the same time, there are now more assistive devices which compensate for 
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missing functions and abilities. The high tech devices available to people who 

are partially or completely visually impaired is a good example. Telephoning, 

using a computer, and surfing the Internet are no longer problems today. 

What certainties does an employer have as regards his/her new employee?  

What is certain is that, in 2011, we are dealing with a multi-dimensional con-

cept of disability and one which is not easy to categorise. The simple catego-

ries (in theory) were once identified with terms which are considered com-

pletely inappropriate today. Fortunately, terms such as blind, paralysed, lame, 

and mentally retarded have completely disappeared today. The WHO states 

that disability is “the consequence or result of a complex relationship between 

an individual’s health and the personal and environmental factors making up 

the circumstances in which the individual lives”. What will the disabled person 

who comes for an interview be like? 

In Italy, for example, we know for certain that people eligible for enrolment in 

the social security lists are those “with physical, mental or sensorial impair-

ments, with a reduction in their capacity to work of more than 45%, as estab-

lished by the appropriate commissions; individuals who have been invalided 

out of work whose disability exceeds 33%, as established by the INAIL com-

missions; disabled service personnel and the visually-impaired and deaf-

mutes”. (The fact that the terminology used in these laws lags behind the new 

versions promoted by the WHO helps us understand models which, although 

dated, are certainly more familiar to those who are not experts in the sector). 

Italian Law N°. 68/99 states that an individual’s disability must be assessed 

before they can use an employment placement service. For people whose 

work-related disability exceeds 33 per cent, disabled service personnel and 

civilians disabled during a war, a pre-existing certificate of invalidity can also 

be used as proof of their disability when they are accessing employment ser-

vices. By contrast, civilian invalids, the visually-impaired, and deaf-mutes are 

required to undergo an additional assessment of their disabilities. 

These may seem superfluous distinctions, but a distinction must be made be-

tween disability per se and a person’s ability to work. 
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The latest and most widely-accepted international definitions of disability 

state that a disability exists “when a person’s degree of functioning is restrict-

ed as regards the sum of dimensions concerning his/her body functions and 

structures, ability to carry out activities and degree of participation in life situ-

ations”. An assessment of disability differs from an assessment of civil invalidi-

ty and occupational invalidity in that the capacity for work alone is considered.  

Furthermore, the extent of a person’s disability is not directly linked to the 

degree in which his/her body functions and structures are compromised. For 

example, if we take two people with the same functional disability, only one 

may have significantly reduced abilities and/or restrictions as regards social 

inclusion. This may produce different conditions of disability and diverse as-

sessments of a person’s possible inclusion in employment and the support 

he/she may require. 

Even an analysis of data from Italy’s National Statistics Institute (ISTAT) does 

not provide us with further information on the causes of people’s disabilities. 

ISTAT documents refer to “people with visual, hearing or speech-related disa-

bilities”, “people with motor-related difficulties”, and “people with functional 

disabilities”. 

This provides further indirect confirmation of the fact that it is inappropriate 

to give out information on people’s conditions or symptoms. 

It is possible to indirectly establish the major categories of disabilities by look-

ing at the areas in which some employment centres specialise. This shows us, 

for example, that the majority of people using these services have degenera-

tive conditions and disabilities linked to cancer-related conditions. Another 

major group is made up of those who have suffered repetitive strain injuries 

linked to heavy labour and have damaged their joints, for example. As a result, 

they can no longer do this type of work. 

Other significantly large groups are made up of people with mental health 

problems or AIDS-related conditions. 

First and foremost, it is obvious that most people who are accepted by the 

employment services are not immediately recognisable as having a disability. 
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The vast majority of these people walk into a job interview sit down and begin 

talking to the interviewer. The interviewer will only have information on the 

characteristics (skills and abilities) which make the person suitable for the job. 

 

3.8. Conclusions  

To sum up, as regards the new services available to people with disabilities or 

chronic illnesses and their potential employers, there is no reason to give out 

information on an individual’s medical conditions and assistive devices. People 

who are interviewed by an employer will have the skills and abilities needed to 

carry out the job concerned. If they require support or assistive devices to 

carry out their job, it is the candidates themselves or the employment services 

who tell the employer which aids they use. Any modifications required to the 

workplace will be carried out in agreement with the employer who will get all 

the practical assistance he/she needs to carry them out from the employment 

services. 

In the rare cases where specific information is required in order to interact 

with an individual, it is once again the employment services and the person 

him/herself who passes it on beforehand to the potential employer and, 

where necessary, his/her colleagues. 

 

3.9. Self – assessment tasks 

 Search documents from your country describing the main issues related 

with the employment of people with disabilities. 

 Describe what are the current practices in your country used to accompany 

people with disabilities who are looking for an employment. 

 Make a list of the competences required to perform at least three different 

working activities.  

 What does accessibility mean? In terms of workplace issues, is it enough to 

analyze the workplace or other settings are relevant?  

 Make yourself familiar with the ICF. 

 What are the objectives of the ICF? Is it an assessment tool? Who has the 
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competence to use it in a correct way?  

 Is the ICF used and applied in your country? If not, what other classifica-

tions are used?  

 Imagine how you would explain to a potential employer the fact that 

knowing the diagnosis of a person living with a disability is not relevant. 
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4.1. Introduction 

When Anne Waldschmidt in her research on disability policy of the European 

Union (hereafter EU) singles out the Treaty of Amsterdam which was put into 

force in 1999 as marking “a significant shift in both social and disability policy” 

when “from this time on disability is regarded as a civil rights issue and the 

right to non-discrimination is acknowledged as an integral part of social rights” 

and disability policy in the field of employment shifts from “vocational rehabil-

itation to equal rights” (p.17), one might ask: What is the difference between 

civil rights and other rights, social rights included? and What does disability as 

a civil rights issue mean for employers? Especially now – after 2007, when EU 

and all EU member states have signed the United Nations Convention on the 

Rights of Persons with Disabilities (hereafter CRPD), the majority – also the 

Convention’s Optional Protocol, half of the states – have ratified the Conven-

tion, and almost half – have also ratified the Optional Protocol.
15

   

In this chapter we discuss how the changes in disability policy at different lev-

els – global (for example, initiated by the United Nations) and local, national 

and supranational (the European Union) – affect the interrelationships be-

tween business, government and society by focusing on the issues of employ-

ing people with disabilities in the private sector. First, main business-

government-society models are explored. Second, disability policies in relation 

to the main categories of welfare states as well as main models of disability 

are discussed. Third, major issues relating to mainstreaming disability are ex-

amined around the concept of equality: the equality and diversity approaches 

in diversity management on the one hand, and the development of the con-

cept of equality in the legal discourse, on the other. Finally, people with disa-

bilities are positioned within the context of the changing world of work.   

 

                                                           
15 Since 2008 the EU Disability High Level Group produces annual reports On Implementation of 
the UN Convention on the Rights of Persons with Disabilities. Here the source of the data is the 
Draft Third Disability High Level Group Report (March 2010), p. 104. 
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4.2. Business, Government and Society16  

Businesses operate in environments created by the interplay between eco-

nomic, political and social activities. Steiner and Steiner stress that it is critical 

to recognise that “a company operates not only within markets but within a 

society” (p.7). Though “interactions among business, government, and society 

are infinite and their meaning is open to interpretation” (p.8) it is possible to 

single out for four simple mental models. “Depending on the model (or prism) 

used, a person will think differently about the scope of business power in soci-

ety, criteria for managerial decisions, the extent of corporate responsibility, 

the ethical duties of managers, and the need for regulation” (ibid.). Usually 

they are regarded as alternatives and some of them having mainly historical 

values; nevertheless, it is still useful to keep them all in mind because of two 

reasons. First, these models can be both descriptive and prescriptive, e.g. they 

can be used to explain how the business – government – society relationship 

does work (descriptive) and, in addition, they can be seen as ideal constructs 

how it should work (prescriptive) (p.8). Second, although two models – that of 

the market capitalism model and that of the dominance model – in Western 

democracies could be seen as having historical values,  when major societal 

changes occur such as transition from the communist countries to the market 

economies in Central and Eastern Europe, then they acquire new meaning. 

These recent developments show that these four models can be viewed, on 

the one hand, simultaneously, and on the other, as both – descriptive and pre-

scriptive.  

 

4.2.1. The Market Capitalism Model 
The market capitalism model, shown in Figure 4.1, “depicts business as oper-

ating within a market environment, responding primarily to powerful econom-

ic forces. There, it is substantially sheltered from direct impact by social and 

political forces. The market acts as a buffer between business and nonmarket 

forces” (p.8).    

                                                           
16 In this part the author closely follows the first chapter, The Study of Business, Government, and 
Society of the textbook by John F. Steiner and George A. Steiner (2009), pp.4-19.  
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Figure 4.1. The Market Capitalism Model 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Steiner, John F., George A. Steiner. Business, Government, and Society: A Man-

agerial Perspective, 12th ed. McGraw-Hill/Irwin, 2009, p.8. 

As all other model this model is based on few assumptions. One is that “mar-

ket forces are benevolent and, if liberated, will channel economic resources to 

meet society’s needs” (p.10), therefore government regulation should be lim-

ited. Another assumption is that “markets convert selfish competition into 

broad social benefits” (ibid.), i.e. “markets discipline private economic activity 

to promote social welfare” (ibid.).  

Because of that “the proper measure of corporate performance is profit, and 

the ethical duty of management is to promote the interests of shareholders” 

(ibid.). The assumptions underlying the market capitalism model have not only 

direct impact on the liberal welfare state regime and social and disability poli-

cies but also on the liberalization of the postcommunist welfare state regimes 

discussed later. 
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4.2.2. The Dominance Model 
The dominance model shown in Figure 4.2, depicts a society as a pyramid or-

ganised hierarchically. Steiner and Steiner believe that this model “represents 

primarily the perspective of business critics” (p.11) influenced by Marxism, 

therefore they use the term masses for the people.  

Figure 4.2. The Dominance Model 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Steiner, John F., and George A. Steiner. Business, Government, and Society: A 

Managerial Perspective, 12th ed. McGraw-Hill/Irwin, 2009, p.11. 

Unfortunately this model can represent the perspectives of emerging business 

leaders and governmental officials in the transit societies from communism to 

postcommunism as well. While in the public discourse in these societies the 

market capitalism model dominates, in reality these two models in many ways 

overlap with serious consequences for those outside com-

munist/postcommunist business – government social networks. Continuous 
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stories on corruption and especially on grand corruption or state capture (see 

Exhibit 4.1.) along soft corruption indicate that this model is still valid and can 

cause disruptions in disability policy implementation in particular EU coun-

tries.  

Exhibit 4.1: State Capture – A Constant Problem in Latvia 

According to a 1998 World Bank report: “Economic power in Latvia has be-

come concentrated in a small number of conglomerates. Business and political 

interests have become intertwined in a complex and non-transparent way, 

and businesses are increasingly active in political parties. Excessive concentra-

tion of economic power, due in part to weak enforcement of competition leg-

islation, drains efficiency from the economy and presents the risk that Latvia 

could become prone to high-level corruption” (J. Anderson, Corruption in Lat-

via, p. 22.) 

According to the 2000 Latvia Human Development Report by UNDP, the politi-

cal decision-making process is characterized by informal processes that take 

place outside official structures, in which private actors with interests in legis-

lative results have considerable hidden influence. 

In a 2001 interview Inese Voika, the Head of TI Latvia, acknowledges that 

“there is a lack of transparency in decision-making, as many decisions are ac-

tually not taken within official power structures, but rather through "private 

deals" struck in intertwined political-economic clusters where there is room 

for corruption”. (Ieva Raubiško, Letting in the sunshine, 2001) 

Even in the last report monitoring Latvia’s preparation for EU membership, in 

62 pages the word “corruption” is used 42 times, the country is assessed as 

only “partially meeting the commitments and requirements for membership” 

in relation to corruption, and high-level corruption is highlighted. (Compre-

hensive monitoring report on Latvia’s preparations for membership, 2003) 

A 2006 KNAB
*
 commissioned report notes as characteristics of Latvian politics 

the existence of “political entrepreneurs” and “political patronage” but it also 

admits that the links between wealth and political power in Latvia are not so 
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blatantly as in Russia or Ukraine. However, the use of money-power manifests 

itself in Latvia through donations to political parties, ownership and sharehold-

ings in major newspapers and payments to individual politicians. (Pinto-

Duschinsky 2006) 

After almost 10 years the World Bank study, the November 2007 Economist 

Intelligence Unit’s country report acknowledges the same type of corruption: 

“Underlying the recent crisis *the attempted dismiss of the KNAB’s head+ is the 

prevalence of high-level corruption in Latvian politics, which has long been 

vulnerable to "state capture"—excessive influence on the legislative process 

by certain business interests. [All the parties forming the current governing 

coalition] to a considerable extent represent the interests of certain powerful 

sponsors.” 

In January 2009 the outgoing US ambassador placed corruption and upholding 

the rule of law among Latvia's greatest challenges. (US Embassy website 2009) 

The 2010 Bertelsmann Transformation Index report notes that “*i+nformal 

economic and business interests, with their close financial ties to political par-

ties, are far more influential than formal ones”. 

* KNAB – The Corruption Prevention and Combating Bureau (Latvia) 
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4.2.3. The Countervailing Forces Model 
The countervailing forces model, shown in Figure 4.3, depicts the business, 

government and society relationship “as a flow of interactions among the ma-

jor elements of society” (Steiner and Steiner 2009, p. 14).  

Figure 4.3. The Countervailing Forces Model 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Steiner, John F., and George A. Steiner. Business, Government, and Society: A 

Managerial Perspective, 12th ed. McGraw-Hill/Irwin, 2009, p.14. 
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If we compare the countervailing forces model with that of the (basic) market 

capitalism model, we see that the former “opens business directly to influence 

by nonmarket forces” (p.15).  

According to Steiner and Steiner, within this model:  

1. Business is deeply integrated into an open society and must respond to 

many forces, both economic and noneconomic. It is not isolated from 

its social environment, nor is it always dominant; 

2. Business is a major initiator of change in society through its interaction 

with government, its production and marketing activities, and its use of 

new technologies; 

3. Broad public support of business depends on its adjustment to multiple 

social, political, and economic forces. Incorrect adjustment leads to fai-

lure;  

4. BGS [business – government – society] relationships continuously 

evolve as changes take place in the main ideas, institutions, and pro-

cesses of society. (Ibid.) 

In comparison to the last – stakeholder model, shown in Figure 4.4, it seems 

that the countervailing forces model depicts the relationships between busi-

ness, government and society more realistic since “the stakeholder model . . . 

is [or is based on] an ethical theory of management in which the welfare of 

each stakeholder must be considered as an end” (p.16).    

 

4.2.4.1. The Stakeholder Model 

At the centre of the stakeholder model, shown in Figure 4.4, there is the cor-

poration connected through various stakeholders – primary and secondary – 

with governments, political parties, media, customers, competitors, future 

generations, etc.  
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Figure 4.4. The Stakeholder Model 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Steiner, John F., and George A. Steiner. Business, Government, and Society: A 

Managerial Perspective, 12th ed. McGraw-Hill/Irwin, 2009, p.16. 

“Primary stakeholders,” according to Steiner and Steiner’s explanations, “are a 

small number of constituents for which the impact of the relationship is im-

mediate, continuous, and powerful on both the firm and the constituent. They 

are stockholders (owners), customers, employees, communities, and govern-

ments and may, depending on the firm, include others such as suppliers or 

creditors” (p.15). “Secondary stakeholders include a possibly broad range of 

constituents in which the relationship involves less mutual immediacy, benefit, 

burden, or power to influence” (ibid.). As examples of secondary stakeholders 

they name activist groups, trade associations and schools.  
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While critics of the stakeholder model stress that “it is not clear who or what 

is a legitimate stakeholder, to what each stakeholder is entitled, or how man-

agers should balance competing demands among a range of stakeholders” 

(p.17) – in a word, the model is too complicated and ambiguous to fulfil its 

role as a model – the advocates use two arguments to defend it:  

 “First, a corporation that embraces stakeholders performs better. A cor-

poration better sustains its wealth-creating function with the support of a 

network of parties beyond shareholders” (ibid.).  

 “Second, it is the ethical way to manage because stakeholders have moral 

rights that grow from the way powerful corporations affect them. Irre-

spective of academic debates, in practice many large corporations have 

adopted methods and processes to analyze their stakeholders and engage 

them” (ibid.). 

 

4.2.4.2. The Stakeholder Model Refined 

Yves Fassin (2009), while discussing the vagueness of the concept of stake-

holder, offers to distinguish between  

 the real stakeholders or stakeholders proper, “essentially the classic 

stakeholders in the original narrow approach – those who have a con-

crete stake: the dedicated stakeholders with a real positive and (or at 

least expected) loyal interest in the firm” (p.121), 

 the stakewatchers – “those stakeholders, such as pressure groups, who 

do not really have a stake themselves but who protect the interests of 

real stakeholders, often as proxies or intermediaries” (ibid.), 

 the stakekeepers, in an analogy with the term gatekeeper, – “those who 

are even further removed from the active, real stakeholders: the inde-

pendent regulators, who have no stake in the firm but have influence 

and control. They impose regulations and constraints, while the firm 

has little reciprocal direct impact on them” (ibid.). 

Fassin stresses that there is “the triangular relationship among the various 

groups of stakeholders” (p.122) and that the refined stakeholder model also 

distinguish different levels of the environment better visualising “the bounda-
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ries of the firm and the three levels of the company, the business environment 

and the social political arena” (p.126).  

Activities  
 

4.1. Consider the business firm you are working at. Using the models 
discussed, how could you describe the business – government – society 
context within which your firm operates?  
 
4.2. Consider the statement: Our business firm/corporation fulfils le-
gal requirements and to the extent that they are enforced. How could 
you describe the fundamental assumptions based on which such a 
statement is made? 
 
4.3. Consider the question: Why should a company employ someone 
from so-called disadvantage social groups: woman, workers from mi-
nority groups, elderly workers, disabled workers, workers with non-
traditional sexual orientation? This will only incur cost and do not in-
crease profitability – and this means that competitiveness is at stake. 
Can you formulate at least few business arguments why should a com-
pany do so? Describe a few win-win situations. 

 

 

4.3. Welfare States and the Models of Disability 

4.3.1 Disability Policy and the Welfare States 

Whichever model of the business-government-society relationship one might 

find compelling, it is clear that businesses operate in the dynamic environment 

comprised of several specific environments such as legal, governmental, cul-

tural, natural, technological, economic, and is influenced by them.
17

 The role 

of governments is not only to encourage and constrain businesses but also to 

ensure “that society will not abandon those who fail” (Hemerijck 2002, p.173) 

– i.e. governments have taken on social welfare roles. Gøsta Esping-Andersen 

(1990; 2002) distinguishes three welfare models or regimes: liberal (as in the 

                                                           
17 Steiner and Steiner discuss business environments in the second chapter, The Dynamic Envi-
ronment, of their textbook.  
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US and the UK), where individualism and markets were favoured “with the 

welfare state cast as a minimal and residual player” (2002, p.1); corporativist 

or conservative (in Continental Europe), where social insurance was “fused 

with corporativist and often also social Catholic subsidiarity traditions” (espe-

cially, in Southern Europe) (2002, p.2); and social-democratic or Scandinavian 

model, where “social democracy, universalism, egalitarianism and compre-

hensive social citizenship” (ibid.) was favoured. Some authors even insist that 

there are four welfare regimes in the EU-15: they separate Southern Europe 

from the rest of Continental Europe. Whatever distinctions between these 

models or regimes are, they all “share three distinctive characteristics” 

(Hemerijck 2002, p.173). First, “there is a common commitment to social jus-

tice” (ibid.). Second, there is “the recognition that social justice can contribute 

to economic efficiency and progress” (ibid.). And finally, at least within the EU 

welfare states, policy elites agree “that there is no contradiction between 

economic competitiveness and social cohesion” (p.174). Esping-Andersen sin-

gles out three welfare pillars: markets, families and government. He empha-

sises that one of the basic issues for any social policy is “how to allocate wel-

fare production,” i.e. how to divide “responsibilities between markets, fami-

lies, and government” (2002, p.11). Kirton and Green (2010, p.257) summarise 

the EU-15 welfare systems as follows: 

1. Scandinavian/Social Democrat: Labour market policies should be at the 

heart of the welfare state based on universal notions of individual citi-

zenship. The focus is the individual rights of workers so that the costs of 

raising a family should be made a state concern in order to maximise 

individual capacity within the labour market (Denmark, Finland, Swe-

den). 

2. Conservative/Institutional: Traditional corporatist model based on pro-

vision of social policy by the state only where the family is unable to 

provide. The state takes the role of financial compensator, where the 

cost of raising a family cannot be borne by the family itself (Germany, 

Austria, France, Italy). 

3. Anglo-Saxon/Liberal: Belief in the self-regulatory capacity of the free 

market. No one group needs special treatment or services. Those who 
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cannot enter the labour market will be offered means-tested state sup-

port (UK). 

4. Latin Rim: Rudimentary state welfare support for the non-working pop-

ulation, but rights to welfare are not necessarily guaranteed. Supported 

by the welfare tradition of the Catholic Church (Spain, Portugal, Greece, 

Italy). 

Anne Waldschmidt (2009), while taking the three-fold welfare states typology 

by Esping-Andersen as the basis of her research on disability policy of the Eu-

ropean Union, has estimated “how strong the three main dimensions of disa-

bility policy, i.e. social protection, labour market integration and equal rights 

are likely to be in different welfare (state) models” (pp.18-19). Her findings, 

summarised in Table 4.1, show that in the liberal welfare regime with its focus 

on the market, “social protection in terms of granting a minimum living wage 

will be in operation. However, it is probable that schemes for job market inte-

gration will comparatively seldom be applied, since they are rated as interfer-

ing with the forces of the free market. Instead, following the rationality of the 

liberal welfare model it is likely that non-discrimination policy will strongly be 

represented, since it aims at providing free and equal access to the market for 

all individuals so that they are able to supply themselves” (p.20).  

Table 4.1. Disability Policy in Different Welfare Regimes 

Welfare Regime  Liberal Conservative Social-Democratic 

Social protection X XX XXX 
Integration into the 
labour market 

XX XXX X 

Civil rights XXX X XX 

 

Source: Anne Waldschmidt. Disability Policy of the European Union: The Su-

pranational Level, ALTER - European Journal of Disability Research / Revue 

Européenne de Recherche sur le Handicap, Vol. 3, No. 1, 2009, p.20.  

In conservative-corporatist welfare regimes “a strong accentuation of labour 

market integration is very likely, since in conservative social policy the social 

insurance-based schemes heavily rely on the individuals’ participation in the 

labour market. Due to the paternalistic orientation of this model, one can also 
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expect that people with disabilities have access to basic social protection. In 

contrast, civil rights will only be of minor value, as this approach contradicts 

with the status orientation of the conservative model” (ibid.).  

In the social-democratic welfare regime it is “probable that basic social care 

systems are of high importance, whereas measures of job market integration 

will be weaker. One can also conclude that civil rights and non-discrimination 

policies are of middle relevance: on the one hand they are compatible with 

this welfare regime’s orientation towards social solidarity, on the other hand 

the universalistic approach can foster the assumption that there is no need for 

civil rights given the high level of social rights. In short, the assumption is that 

in this welfare model social solidarity has a higher importance than individual-

ist civil rights” (ibid.).  

However, Waldschmidt’s basic assumption is that social rights fundamentally 

differ from civil rights. Is this assumption justified? Exhibit 4.2 explains where 

does the classification of human rights into two main categories, civil and po-

litical rights on the one hand and economic, social and cultural rights on the 

other come from. It also explains the role of the state in the fulfilment of those 

rights: ‘cost-free’ in the case of civil and political rights; costly – in the case of 

economic, social and cultural rights. 

Though, as Ida Elisabeth Koch (2009) stresses, not only “in the CRPD socio-

economic rights coexist with civil-political rights” thus reaffirming “the indivis-

ibility, interdependence and interrelatedness of all human rights and funda-

mental freedoms” (p.67)
18

 but also that “all rights have costs” – even “obliga-

tions not to interfere require that public officials are given the necessary guid-

ance and education with regard to the legal content of the obligations in ques-

tion, and at any rate the administration and monitoring of human rights com-

pliance bear upon the economic interest of the State” (p.70). 

                                                           
18 Koch makes a reference to the Preamble, recital (c) of the CRPD, which runs as follows: “Reaf-
firming the universality, indivisibility, interdependence and interrelatedness of all human rights 
and fundamental freedoms and the need for persons with disabilities to be guaranteed their full 
enjoyment without discrimination.” 
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Exhibit 4.2: Human Rights and Disability: Social Rights versus Civil Rights? 

One of the major subjects of discussion in the field of human rights law in the 

21st century has been the value and boundaries of economic, social and cul-

tural rights and to what extent these rights are justiciable. There has been a 

tradition among western legal scholars to classify human rights into two main 

categories, civil and political rights on the one hand and economic, social and 

cultural rights on the other. This distinction has its roots in a decision made by  

the United Nations General Assembly to create two separate covenants based 

on the Universal Declaration of Human Rights (hereafter UDHR); the Covenant 

on Civil and Political Rights (hereafter ICCPR) and the Covenant on Economical, 

Social and Cultural Rights (hereafter ICESCR), both of which were adopted by 

the UN General Assembly on December 16th 1966.  

When the United Nations Commission on Human Rights started the work 

drafting a new convention on the rights set forth in the UDHR, there was no 

agreement as to whether the rights in question should be in one or two con-

ventions. The Commission therefore asked for the opinion of the General As-

sembly on the subject and it decided that one convention including all catego-

ries of human rights should be drafted. This decision of the General Assembly 

was controversial at that time and in a new resolution in February 1952 the 

General Assembly changed its former decision and decided to divide the hu-

man rights set forth in the UDHR into two separate conventions, the ICCPR 

and ICESCR. 

Behind the General Assembly’s decision was the States Parties’ different ap-

proach, ideological and political, to the nature of human rights and the role of 

the State in the fulfilment of those rights. The assumptions were that civil and 

political rights were ‘absolute’ and ‘immediate’ as well as ‘justiciable’ and 

‘cost-free’ whereas economic, social and cultural rights were to be realized 

gradually and of a more political nature and costly. These two sets of rights 

have been described as positive and negative rights, the former (ICCPR) imply-

ing only negative State obligations not to interfere with the freedom of the 

citizens without any duty of action, with the result that these rights have no or 

insignificant financial consequences for the State. The latter set of rights 
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(ICESCR) was on the other hand positive, meaning that those type of rights 

demanded some measures and financial resources on behalf of the State Par-

ties. This division has been controversial and criticized from the beginning and 

as the years have past the arguments for this arrangement have gradually 

moved aside for new ideas on the nature of human rights in legal discourse.  

Admittedly, there is still disagreement between lawyers and other experts on 

whether there is a substantive difference in the nature of the two categories 

of rights, that is civil and political rights on the one hand and economic, social 

and cultural on the other. One side of this discussion is the formulation of dis-

ability rights as human rights. Regardless of whether there exists such a differ-

ence or not between the two set of rights, the tendency has been to see and 

deal with the rights of persons with disabilities as a social policy or welfare 

issue. 

Until the adoption of the new Convention on the Rights of Persons with Disa-

bilities* the rights of this group of people were usually exclusively to be found 

on international level in the so called “soft-law”. One of the reasons for this 

might be that in the discourse on the rights of persons with disabilities the 

emphasis has mostly been placed on the most urgent needs so to say, the 

right to basic healthcare and education and for a great part of the disabled; a 

minimum standard of living, rights which all happen generally to be catego-

rized as social rights. It was not until the demand for equal participation in the 

society became strong enough and the concept of disability was revaluated 

that some changes were seen. Certainly the reasons are much more compli-

cated than this but this is one of the explanations. 

In the last two decades there has been quite an interesting paradigm shift in 

the field of disability. A shift has been identified from the social policy ap-

proach mentioned above to a human rights approach. This development con-

sists, inter alia, in viewing people with disabilities as subjects rather than as 

objects. In the last years the emphasis has increasingly been on the right to 

equality and non-discrimination, the right of persons with disabilities to partic-

ipate in the society on equal terms with other citizens.  

Underlying this demand on equality and non-discrimination are the human 
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rights values set forth in the Universal Declaration of Human Rights and reaf-

firmed in the Convention on the Rights of Persons with Disabilities. Those val-

ues are inter alia the universality, indivisibility and interdependence of all hu-

man rights and fundamental freedoms, among other the autonomy and digni-

ty of every human being. 

* The Convention on the Rights of Persons with Disabilities and its Optional 

Protocol were adopted on 13 December 2006 at the United Nations Headquar-

ters in New York, and were opened for signature on 30 March 2007. 

Source: Brynhildur G. Flóvenz. The Implementation of the UN Convention and the De-

velopment of Economic and Social Rights as Human Rights. In Oddný Mjöll Arnardóttir 

and Gerard Quinn, eds. The UN Convention on the Rights of Persons with Disabilities: 

European and Scandinavian Perspectives. Leiden and Boston: Martinus Nijhoff Publis-

hers, 2009, pp.257-59. 

 

Activity 4.4 Study Exhibit 4.2. Answer the following questions. 

1. Where does the division between two sets of human rights come from? 

What are the main assumptions behind the division of human rights into 

two sets? What is the role of the state in fulfilment of those rights?  

2. Where does the formulation of disability rights as human rights fit into this 

debate on one set or two sets of human rights? If disability rights are re-

garded as social rights what are consequences for such formulation for (a) 

disabled people, (b) for governments (state parties), (c) for businesses? If 

disability rights are regarded as civil rights what are consequences for such 

formulation for (a) disabled people, (b) for governments (state parties), (c) 

for businesses? Would you say that the question about disability rights is 

of either social rights or civil rights type, or includes both?  

3. Discuss the findings displayed in Table 4.1 Disability Policy in Different Wel-

fare Regimes, (a) using the formulation of disability rights as two sets of 

human rights – social and civil, (b) using the formulation of disability rights 

as one set of human rights. Draw the tables illustrating each case. Formu-

late basic assumptions for each table. 
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Lisa Waddington (2009) stresses that “whilst the Convention does not contain 

a definition of disability” (p.132)
19

, the Convention recognises the fact that 

“disability is an evolving concept and that disability results from the interac-

tion between persons with impairments and attitudinal and environmental 

barriers that hinders their full and effective participation in society on an equal 

basis with others” (CRPD, Preamble, recital (e)), thus the Convention “is clearly 

founded upon the social model of disability … and underpins this by giving an 

indication of group of individuals who are protected” (Waddington 2009, 

p.132):  

“Persons with disabilities include those who have long-term physical, mental, 

intellectual or sensory impairments which in interaction with various barriers 

may hinder their full and effective participation in society on an equal basis 

with others” (CRPD, Article 1). 

But what is the social model of disability or, more precisely, what are social 

models of disability? How do these models relate to or function within specific 

welfare state? And finally, what are alternatives to this model or these models 

of disability? 

 

4.3.2. Models of Disability 

In order to understand the fundamental difference between two main ap-

proaches or models of disability it still might be useful to consider these ap-

proaches in terms of binary oppositions: the individual or medical model ver-

sus the social contextual model (see Table. 4.2). As Rannveig Traustadóttir 

(2009) remarks: “Although this is an oversimplification and does not do justice 

to the complexity of disability it provides an understanding of the differences 

in these two approaches and highlights the new social understanding of disa-

bility” (p.8). 

 

                                                           
19

 In a footnote she explains the decision not to include a definition, since “any defini-
tion would necessarily exclude  some people” (Waddington 2009, p.132). 
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Table 4.2. Two main approaches to understand disability  

Individual or Medical Model Social Contextual Model 

 Focus on the impairment and the 

individual 

 Focus on the social context and envi-

ronment 

 Emphasis on clinical and medical 

diagnosis 

 Emphasis on the relationship be-

tween the individual and society 

 Emphasis on individual deficits  Emphasis on social barriers 

 Views the person as the problem 

that needs to be fixed or cured 

 Views discrimination, exclusion and 

prejudice as the problem 

 Medical, psychological and rehabil-

itative services are the answers 

 Ending discrimination, segregation 

and removing barriers is the answer 

 

Source: Rannveig Traustadóttir. Disability Studies, The Social Model And Legal Devel-

opments. In Oddný Mjöll Arnardóttir and Gerard Quinn, eds. The UN Convention on the 

Rights of Persons with Disabilities: European and Scandinavian Perspectives. Leiden and 

Boston: Martinus Nijhoff Publishers, 2009, p.8. 

 

Tom Shakespeare (2006) argues that “the British social model is just one of a 

family of social-contextual approaches to disability” and that “all of these ap-

proaches reject an individualist understanding of disability and to different 

extents locate the disabled person in a broader context” (p.8). He points to the 

fact that “*t+o varying degrees, each of these approaches shares a basic politi-

cal commitment to improving the lives of disabled people, by promoting social 

inclusion and removing the barriers which oppress disabled people” (ibid.).  

Shakespeare singles out three different social contextual models of disability, 

namely the British social model of disability, the (North American) minority 

group model, and the Nordic relational model.  

 

4.3.2.1. The (British) Social Model of Disability 

Rannveig Traustadóttir (2009, p.9) stresses that  

To emphasise this point, “the social model mandates the term ‘disabled peo-

ple’, because people with impairment are disabled by society, not by their 
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bodies. The phrase ‘people with disabilities’ *see below on the minority group 

model+ becomes unacceptable because it implies that ‘disabilities’ are individ-

ual deficits” (Shakespeare 2006, p.32, italics added). The British social model 

emerged in the 1970s, developed in the next decades, was and still is funda-

mental to understanding disability, but, as Shakespeare makes it clear, in its 

orthodox, unchanged form now could be viewed as outdated.
20

    

 

4.3.2.2. The (North American) Minority Group Model  

Shakespeare traces the roots of the minority group model to the US disability 

activism of the 1960s, which “led to the development of independent living 

approaches” (p.24). The main idea behind the minority group model is that 

“prejudice and discrimination against disabled people have to be combated 

through civil rights legislation, which will guarantee people’s rights” 

(Traustadóttir 2009, p.14). Traustadóttir acknowledges that “the work of 

North American theorists has also explored the important social, cultural and 

political dimensions of disability” (ibid.). Opposite to the British social model, 

this approach “has not made  the firm distinction between the biological (im-

pairment) and the social (disability)” and the phrase ‘people with disabilities’ is 

commonly used (ibid.).   

 

4.3.2.3. The Nordic Relational Model and the Interactional Approach to Disabil-

ity 

Traustadóttir, while introducing the Nordic relational model of disability, high-

lights the fact that understanding of disability “is closely related to fundamen-

tal ideas about citizenship and equality which are long-standing basic princi-

ples and values of the Nordic welfare states” (p.12). “The Nordic understand-

ing of disability stresses the complex and situated interaction between indi-

vidual factors and environment” (ibid.). Following Jan Tøssebro, she singles 

out three main characteristics of this model (p.13): 

                                                           
20

 See the chapter 3, Critiquing the Social Model, in Tom Shakespeare, Disability Rights 
and Wrongs. 
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First, disability is a person-environment mismatch or a ‘poor fit’ be-

tween the individual’s capabilities and the demands of the broader 

societal environment. This occurs because the person does not have 

capacities within the typical range, but also because the environment 

is not adapted to the whole range of human diversity. Accordingly, an 

individual is defined as disabled if a limitation, disease or impairment 

causes him or her to experience significant barriers in everyday life. 

Thus, disability is a relationship between individuals and the larger 

society. 

Second, disability is situational or contextual. Whether a specific im-

pairment is disabling or not depends on the situation or context. For 

example, deafness would not be a disability if everyone spoke sign 

language, and a blind person is not disabled when speaking on the 

telephone. 

Third, disability is relative. Tøssebro uses intellectual disability as an 

example. During the 20th century the cut-off point for receiving this 

diagnosis varied throughout Europe from IQ = 50 to IQ = 85. Depend-

ing on the definition, somewhere between 0.5% and 15% of the 

population would be classified as intellectually impaired. Tøssebro ar-

gues that this also illustrates the constructionist element of disability 

definitions, including the arbitrariness of our dichotomies as an im-

portant aspect of our socially constructed understandings of disabil-

ity. 

While Traustadóttir views the Nordic relational model as theoretically under-

developed and practically “difficult to operationalise . . . when it comes to wel-

fare provisions, special education and other services, which continue to rely 

on medical diagnoses and psychological tests to determine who qualifies for 

such services” (pp.13-14), Shakespeare draws attention to the fact that disabil-

ity is a complex issue and that the Nordic relation approach with its “studying 

disability on several analytical levels” (Gustavsson qtd. in Shakespeare 2006, 

p.58) or any other relational or interactional approach could be more appro-

priate to catch this complexity. He calls his own understanding of disability 

close to the Nordic relational approach or to the approach taken by van den 
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Ven et al., who “balance medical and social aspects” and distinguish three sets 

of factors whose interrelation “determine or produce disability” (Shakespeare 

2006, p.59).  And they are: “individual factors, which include personality and 

skills as well as impairment; societal factors, referring to accessibility, atti-

tudes, etc.; and factors within the system of support, by which they mean so-

cial support, professional care and assistive devices” (ibid.). 

If we now look back to the Preamble, recital (e) of the CRPD, which states that 

“disability is an evolving concept and that disability results from the interac-

tion between persons with impairments and attitudinal and environmental 

barriers that hinders their full and effective participation in society on an equal 

basis with others,” and the assertion by Lisa Waddington that  the Convention 

“is clearly founded upon the social model of disability” (p.132), we can agree 

that broadly speaking the Convention is founded upon the social-contextual 

model of disability as opposed to the individual or medical model, it uses dis-

tinction between impairment and disability as in the British social model, it 

uses the phrases ‘persons with disabilities’  and ‘persons with impairments’ as 

in the minority group model, and finally, it says that ‘disability results from the 

interaction between persons with impairments and attitudinal and environ-

mental barriers’ as in the interactional approach.  

Activity 4.5  

Rannveig Traustadóttir, writing about the Nordic relational model 

of disability, highlights the fact that understanding of disability “is 

closely related to fundamental ideas about citizenship and equality 

which are long-standing basic principles and values of the Nordic 

welfare states” (p.12). Could you agree that also other social-

contextual models are closely related to the corresponding welfare 

regimes? Choose one of the model and elaborate in more detail the 

basic assumptions of the model and the ways they relate to the cor-

responding welfare regime. 
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4.3.3. The Postcommunist Welfare Regime? And the Issues of Disability 

Schubert, Hegelich and Bazant (2009) point to the fact that “*w+ith the EU en-

largement, welfare research now had to solve the problem that some coun-

tries had become part of the EU which had not been in the focus of former 

research” (p.14). They question validity of the easiest way to deal with this 

problem, i.e. by simply adding another cluster to the existing welfare regimes, 

e.g. Palier’s suggestion that “‘The European social model can be subdivided 

into five types, or regimes: British, Nordic, Continental, Mediterranean, and 

Eastern.’ Malta and Cyprus could be added to the Mediterranean type, which 

many researchers have already referred to. The creation of an Eastern regime 

type could be justified by the fact that post-Soviet states would develop into 

the same direction. However, research in the last years has shown empirically, 

as well as analytically, that the differences within this new regime type are 

immense” (ibid.).   

The problem with the Eastern welfare regime or with two postcommunist wel-

fare regimes – the post-Soviet (the Baltic states) and the Eastern Central Euro-

pean – is that even within each of this subdivision (Schubert, Hegelich and 

Bazant name the research by Brusis (1999) on the welfare arrangements in 

Poland, Slovakia, the Czech Republic and Hungary on the one hand, and the 

research by Aidukaite (2004) on the welfare arrangements in the Baltic states 

– Lithuania, Latvia and Estonia, on the other) the differences are significant. 

Schubert, Hegelich and Bazant (2009) remind us that “even before the EU en-

largement, the regime typologies were criticized for the variation within the 

regime types. Especially the conservative welfare regimes tend to contain a 

wide range of different welfare arrangements” (p.15). Therefore, they stress 

that “*i+f another vague type *or types+ is [are] now added, there is the danger 

that variations within the types are stronger than between single countries 

from different clusters. Empirically this would annul the logic of welfare state 

regimes” (ibid.). 
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Exhibit 4.3: The Welfare Arrangements in the Baltic States  

The Baltic States – Estonia, Latvia and Lithuania – embody features of 

both liberal and conservative welfare arrangements, although to a 

different extent. Somewhat interestingly, the policy outputs fit the 

liberal type of welfare, whereas the policy-making context is similar 

to the continental-conservative model. Targeted welfare budgets in 

the Baltic States are managed by the tripartite social insurance funds, 

which is a typical feature of the conservative corporatist welfare re-

gime. Some of the Bismarckian arrangements were applied for the 

first time not during the restoration of democracy, but already in the 

Soviet period. So occupational welfare, which is at the heart of the 

classical Bismarckian welfare state, was the very base of the Soviet 

social policy. 

This path dependency with the communist era was one of the rea-

sons why the right-wing politicians in Baltic States found the Bis-

marckian model too solidaristic and turned to the liberal welfare pol-

icies. The Continental European Sozialstaat was instead favoured by 

the left-wing political parties, who regard the Nordic social-

democratic welfare model as too leftist.  

The mix of path dependency and path departure is one of the rea-

sons why it is so difficult to define the welfare model of the Baltic 

countries. Aidukaite (2009) defines it as a distinct post-communist 

welfare regime, which represents a mix of neoliberal and Bismarckian 

features. Cerami and Vanhuysse (2009) and Aspalter et al. (2009) 

stress that multiple historical layers co-exist in the contemporary 

postcommunist welfare regimes; some of them have their roots al-

ready in the pre-communist periods, when Central European coun-

tries and Russia were significantly influenced by the German and Aus-

tro- Hungarian Empire. Thus, features of the conservative-corporatist 

welfare arrangements may refer both to the pre-communist and to 

the communist period (Cerami 2008, Orenstein 2008, Cerami and Va-

nuysse 2009). 
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Source: Anu Toots and Janika Bachmann. Contemporary Welfare Regimes in Baltic 

States: Adapting Post-Communist Conditions to Post-Modern Challenges. Studies of 

Transition States and Societies, Vol. 2, No.2, 2010, pp.31-44. 

 

Toots and Bachmann (2010) name a modest living standard as a significant 

problem: “Five years after joining the EU, the living standard in the Baltic 

countries is still at only about half of the EU15 average and there has not been 

any remarkable progress in this. However, income disparities have not in-

creased substantially in the course of market oriented reforms.  

In Estonia, the share of population at risk of poverty has declined continuously 

since 2004 and in 2009 was 17,6%; Latvia and Lithuania have been less suc-

cessful. In these countries, the poverty trend has been volatile and stands now 

at 21,4% in Lithuania and 25,9% in Latvia” (p.40). Aidukaite (2004) stresses 

that “even if all major programms, which are supposed to protect citizens 



 
Ability not disability in Workplace (AnDiW)  

 
 

 
132 

 

from social risk, [in the Baltic States] exist, the benefit level is relatively low, 

meaning that citizens should rely mainly on the market or the family for sup-

port rather than the state. This has resulted in an increase in income inequali-

ties and poverty rates in the Baltic States” (p.42).  

She also emphasises that “although the Baltic States went through a social 

policy reform, it is still clear that many structures from the Soviet era have 

been retained and some are not so easy to dismantle. This is despite the fact 

that social security was bound both by relatively low resources, which were 

particularly limited during the first years of independence [and still are during 

the economic crisis], and by the commitment to the liberal market values in 

these countries” (ibid.). Though, the persistence of the Soviet structures could 

be attributed to both eras – to the pre-communist and to the communist peri-

od.  

Exhibit 4.4: The Disability Issues in Latvia 

The disability policies in the Baltic States, especially that in Latvia, could be 

seen as consisting of different historical layers. First, Latvia belongs to a 

very few European member states, where still the terms ‘invalids’ (in Latvi-

an – ‘invalīdi’) and ‘invalidity’ (in Latvian – ‘invaliditāte’) are commonly used 

in public and official discourses.  

Thus, in Latvia there is the National Council for/of Invalids’ Affairs (Invalīdu 

lietu nacionālā padome) which somehow in English translation becomes 

the National Council of Disability Affairs,  Apeirons – Union of Invalids and 

Their Friends (Apeirons - invalīdu un viņu draugu apvienība) which in trans-

lation becomes Union of People with Disabilities and Their Friends, Latvian 

Society or Organisation of Invalids (Latvijas Invalīdu biedrība) which in 

translation becomes Latvian Organisation of Disabled People and so on, 

with a few exceptions, for example, the Latvian Umbrella Body for Disability 

Organisations SUSTENTO (Latvijas cilvēku ar īpašām vajadzībām sadarbības 

organizācija SUSTENTO), who uses the term ‘people with special needs.’
1
 

While the terms ‘invalids’ and ‘invalidity’ could be seen as the Soviet lega-

cy,
2
 there is a tendency to move away from simply labelling people as inva-

lid to more respectful form of address such as ‘people with invalidity’ 
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(cilvēki ar invaliditāti) or ‘persons with invalidity’ (‘personas ar invaliditāti’).  

Thus, the title of the Convention on the Rights of Persons with Disabilities 

in Latvian is translated as Konvencija par personu ar invaliditāti tiesībām,
3
 

though translating disability as invalidity and impairment as disability 

(nespēja) in the Preamble, recital (e), can cause some curious results, espe-

cially if viewed in the context of the new Invalidity Law (in Latvian - Inva-

liditātes likums), which on 1 January 2011came into force, where the article 

5 (1) states: “Invalidity is a long-term or permanent functional limitation – 

very severe, severe or moderate – which influences a person’s mental or 

physical abilities, the ability to work, self-care and integration into the soci-

ety. (Invaliditāte ir ilgstošs vai nepārejošs ļoti smagas, smagas vai mērenas 

pakāpes funkcionēšanas ierobežojums, kas ietekmē personas garīgās vai 

fiziskās spējas, darbspējas, pašaprūpi un iekļaušanos sabiedrībā.)”
4
  

Whatever the reasons for such choices of terminology, but terminology is 

important since we need to know what we are talking about, overall it 

could be said that after the first rather hard transitional years at the begin-

ning of the 1990s the situation of the people with disabilities in Latvia, es-

pecially since the adoption of the concept paper Equal Opportunities for All 

by the Cabinet of Ministers in 1998, started to improve yet with different 

speed with regard to specific issues. Thus, the seventh task of this concept 

paper envisaged to ensure inclusion of the disability (invalidity) issue[s] into 

all stages of policy making and it was divided into three sub-tasks (1) to 

create a unified data base – the Invalidity Information System, (2) to facili-

tate research and carry out studies in the sphere of basic and applied sci-

ences concerning disability issues and (3) to ensure that NGOs` represent-

ing persons with disabilities have opportunity to participate in all stages of 

policy making. While the first and third sub-tasks were undertaken and still 

are being carried out, the second sub-task which also envisaged to establish 

a new research institute was abandoned.
5
  

The latest developments of the disability policy in Latvia show a curious mix 

of the post-Soviet functional model of disability (invalidity) as analysed by 

Sarah Phillips and the medical model of disability, especially with adoption 

of the Invalidity Law which strictly states who is a person with disability 
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(invalidity) and who is not, and to which category (group) of disability (inva-

lidity) every person with invalidity belongs. Even the planned adaptation of 

the International Classification of Functioning, Disability and Health (ICF) 

(the work started in 2010) is conceived as more precise, “scientific” tool of 

the disability (invalidity) determination, and in order to study different dis-

ability (invalidity) determination systems five countries were chosen: Ger-

many, the Netherlands, the USA, Belarus and Russia.
6
  

While ‘insufficient financial resources due to the current economic situa-

tion’ are mentioned as the main obstacles to the implementation of the 

CRPD,
7
 the turn to more narrowly understanding of disability in the Action 

Plan for Implementing the Basic Principles on Policy for Elimination of Disa-

bility (Invalidity) and its Consequences (2005-2015) and the choice of the 

countries for disability determination systems to study, together with lack 

of resources outline more realistic situation.  

__________ 

1 
See the English translations in the High Level Group Reports on Implementation of 

the UN Convention on the Rights of Persons with Disabilities (2008, p.43; 2009, 

pp.117-18 on Apeirons, p.125 on the National Council of Disability Affairs; 2010, 

p.55 on the National Council of Disability Affairs). Though, there is an exception in 

the Report of 2009 where on the new “disability determination system” in the 

brackets this system is named as “The Invalidity informative system” (p.126).  
2
 For a short insight into the main issues on invalidity and invalids in the USSR, see 

Phillips.   
3 

Compare with the Russian title of the Convention Konvencija o pravah invalidov, 

see the Russian website of the United Nations 

http://www.un.org/ru/documents/decl_conv/conventions/disability.shtml; or the 

Ukrainian - Konvencija pro prava invalidiv, see the official website of the Verkhovna 

Rada (Parliament) of Ukraine http://zakon.rada.gov.ua/cgi-

bin/laws/main.cgi?nreg=995_g71. There is no official translation of the Convention 

into Belarusian since Belarus has not signed the Convention. It might be useful to 

remember that according to the data of The Central Bureau of Statistics (Latvia) at 

the beginning of 2010 in Latvia there were  59.4% Latvians, 27.6% Russians, 3.6% 

Belarusians, 2.5% Ukrainians and 6.9% others, see 

http://www.csb.gov.lv/dati/latvijas-iedzivotaji-teritorialais-izvietojums-28319.html. 
4 

Invaliditātes likums [2010] "LV", 91 (4283), as amended [2010]  "LV", 205 (4397).  
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5 
LR Labklājības ministrija. (Ministry of Welfare of the Republic of Latvia.) Ziņojums 

par koncepcijas “Vienādas iespējas visiem” īstenošanas gaitu 2009.gadā. (Report on 

the Implementation of the Concept Paper “Equal Opportunities for All” in 2009.) 

*Rīga+, 2010. Retrieved April 2011 from 

www.lm.gov.lv/upload/sabiedribas_lidzdaliba/viv_2009.doc, pp.94-96.
 

6 
Veselības un darbspēju ekspertīzes ārstu valsts komisija. (State Medical Commis-

sion for the Assessment of Health Condition and Working Ability.) 2009. gada pub-

liskais pārskats. (Annual Report, 2009.) Rīga, 2010.  Retrieved April 2011, from 

http://www.vdeavk.gov.lv/downloads/file/Parskats2009.pdf., p.14. 
7 

Ministry of Welfare of the Republic of Latvia.
 
OHCHR request for information on 

the implementation of the UN Human Rights Council Resolution 13/11 “Human 

Rights of Persons with Disabilities: national implementation and monitoring and 

introducing as the theme for 2011 the role of international cooperation in support 

of national efforts for the realization of the rights of persons with disabilities.” Reply 

of Latvia, 30 September 2010. Retrieved April 2011, from 

www2.ohchr.org/english/issues/disability/docs/study/Latvia.doc. 

 

 
Activity 4.6 

Study the actions undertaken by the Baltic States (Estonia, Latvia and 

Lithuania) to implement the UN Convention as summarised in the EU 

Disability High Level Group Reports. What are similarities and what are 

differences? Choose the actions undertaken by one of the Baltic States 

and compare them to (1) the actions by one of the EU-15 (for example, 

Estonia and Finland), (2) the actions by one of the post-communist 

countries (for example, Lithuania and Poland).   

Activity 4.7 

In the Reply of Latvia by the Ministry of Welfare of the Republic of Lat-

via (see Exhibit 4.4) “insufficient financial resources due to the current 

economic situation” are mentioned as the main obstacles to the im-

plementation of the CRPD. Could ‘insufficient financial resources’ also 

be explained, at least partially, by other reasons such as  corruption and 

especially on grand corruption or state capture (see Exhibit 4.1.), mis-

management of resources, misunderstanding of disablement, lack of in-
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terest in the problems related to disability etc.? 

 

In the Reply of Latvia by the Ministry of Welfare of the Republic of Latvia 

“*t+he involvement and encouragement of the private sector in implementa-

tion of the UNCRPD principles can also be seen as a challenge” (p.3). Is there 

something intrinsic to ‘the business case’ as opposed to ‘the social justice 

case’, making the implementation of the Convention challenging?  What does 

the concept of equal opportunities mean for the business case? Is it still valid?  

 

4.4. Mainstreaming Disability  

4.4.1. The Social Justice Case versus the Business Case? 

Kirton and Green (2010) indeed point to the shift in the equality agenda from 

the liberal and radical approaches of the 1970s and 1980s to the diversity ap-

proaches of the 1990s and an integration of approaches in the 2000s (Chapter 

5, Theorizing Policy Approaches to Equality and Diversity, pp.117-40). Howev-

er, they “believe that it is important to understand how traditional concepts of 

equality live on in contemporary DM [diversity management] policy and prac-

tice, even if the label and rhetoric have changed” (p.117). They stress that it is 

important to distinguish different types of equality and how they relate to 

specific approaches, on what principles they are based, what are strategies 

and methods used (Table 4.3). 

Table 4.3. Comparison of equality and diversity approaches 

Approach Principle Strategy Method Type of Equality 

Liberal Fair equal oppor-
tunity 

Level 
playing 
field 

Policy statement, 
equality proof re-
cruitment and selec-
tion procedures 

Equality of op-
portunity 

 Positive action Assistance 
to disad-
vantaged 
social 
groups 

Monitoring, pre-
entry training, in-
service training, spe-
cial courses, elevate 
equality within man-

Equality of op-
portunity 
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agement 

 Strong positive 
action 

Give posi-
tive prefer-
ence to 
certain 
groups 

Family friendly poli-
cies, improve access 
for disabled, make 
harassment a disci-
plinary offence 

Moving towards 
equality of out-
come 

Radical Positive discrimi-
nation or affirma-
tive action (more 
radical forms of 
positive action) 

Proportio-
nal equal 
representa-
tion 

Preferential selec-
tion, quotas 

Equality of out-
come 

Diversity Maximize indivi-
dual potential 

Use em-
ployee 
diversity to 
add value 

Vision statement, 
organisation audit, 
business-related 
objectives, commu-
nication and ac-
countability, change 
culture 

Equality means 
profit aligned 
with organisa-
tional objec-
tives 

Source: Gill Kirton and Anne-marie Green. The Dynamics of Managing Diversity: A Criti-

cal Approach, 3rd ed. Oxford: Elsevier, 2010, p. 120. Based on D. Miller, Equality Man-

agement: Towards a Materialist Approach. Gender, Work and Organisation, Vol. 3, 

No.4, (1996), pp. 205-206.  

 

The liberal approach to equality “is predicated on a philosophy of ‘sameness’ – 

the idea that people should have access to and be assessed within the work-

place as individuals, regardless of social group” (p.118). “Notions of the free 

market are central to the liberal approach to equality and therefore, equality 

policy within the liberal approach is focused on positive action [which] in-

volves implementing measures to remove obstacles to the operation of the 

free labour market and to meritocratic competition” (p.119).  

Positive action at the level of strategy means assistance to disadvantaged so-

cial groups and at the level of method it might include monitoring, pre-entry 

training for disadvantaged groups such as disabled persons, “equality training 

to teach recruiters how to use non-biased procedures and methods in re-

cruitment and selection” (ibid.) and so on. In the case of strong positive action 

the strategy would be to “give positive preference to certain groups” and 

among methods used – to improve access for the disabled persons. This kind 

of liberal approach based on the strong positive action principle already 

moves towards equality of outcome.  
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In contrast to the liberal approach, “the radical approach emphasizes the need 

for direct intervention in order to work towards not only equality of oppor-

tunity, but also equality of outcome. This means that the objective is not only 

to achieve fair procedures (as in the liberal approach), but also to achieve fair 

distribution of rewards” (ibid.).  

The focus of the radical approach is “not on individuals, but on groups, recog-

nizing that while discrimination affects individuals, it is at the group level that 

systemic discrimination can be identified” (ibid.). The radical approach is 

based on the principle of positive discrimination or affirmative action and the 

strategy is to obtain a fair distribution of disadvantaged groups in the work-

place. One of the main methods used within the radical approach is the impo-

sition of quotas in order to ensure the equality of outcome.  

Exhibit 4.5: Employment Quotas for Disabled People 

Given the use in many EU-member states of quota-obligations this is an 
important aspect of how countries are trying to integrate disabled people 
into the labour market. 

There is a lack of clear consensus or convergence in this area, and recent 
years have seen European countries moving both towards and away from 
disability quota systems (e.g. the introduction of a new quota system in 
Cyprus and the abolition of a previously un-enforced quota in the United 
Kingdom). Quota-systems arrangements are very diverse arising from dif-
ferent historical backgrounds. However, it is important to be aware of the 
dilemma between intervention that ensures jobs and the risk of unequal 
treatment for disabled employees arising from quota job placements. 
There is also some tension between the maintenance of quota systems 
and the shift towards rights-based employment policies (such as those re-
quired by the EU Employment Directive). 

The majority of European countries maintain some form of employment 
quota obligation relating to disabled people. These include: Austria, Bel-
gium, Bulgaria, Cyprus, The Czech Republic, France, Germany, Greece, 
Hungary, Ireland, Italy, Lithuania, Luxemburg, Malta, Poland, Portugal, 
Romania, Slovakia, Slovenia and Spain. There is no effective quota system 
in Denmark, Estonia, Finland, Iceland, Latvia, The Netherlands, Norway, 
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Sweden or the United Kingdom. 

Waddington (1996) has divided European quota systems into three basic 
models and Gundersen (2008) confirms that they are still valid: 

 Legislative recommendation with no sanction: Employers are not 
obliged to employ a set percentage of workers with disabilities, but it is 
recommended that they do so. 

 Legislative obligation without effective sanction: An example of this 
quota system was that adopted by the United Kingdom after the Se-
cond World War. The Quota Scheme required private employers with 
20 or more employees to have at least 3 per cent of their workforce 
made up of registered people with disabilities, and through the Re-
served Occupations Scheme, under which two occupations – passenger 
electric lift attendant and car park attendant – were designated as re-
served to persons with disabilities. It was not an offence for an employ-
er to be below the quota, but it was an offence to recruit a non-
registered person when below the quota or where doing so would bring 
the employer below the quota, without an exemption permit. An em-
ployer who committed such an offence was subject to a fine or a term 
of imprisonment of not more than three months. The quota was abolis-
hed in 1996.  

 Legislative obligations with sanction (levy-grant system): According to 
Waddington, the levy-grant system is “the form of quota which has at-
tracted most interest from those countries which have sought to intro-
duce or modify a quota system in the 1980s and 90s. It involves setting 
a quota and requiring that all covered employers who do not meet their 
obligation pay a fine or levy which usually goes into a fund to support 
the employment of disabled people.” 

Within this framework the legal existence of quota-systems is no guaran-
tee of full implementation as intended, and there are national differences 
with regard to the definition of disabled workers counting for quota plac-
es. This depends on mechanisms of implementation and enforcement of 
the legal decision. In Austria, for example, it was estimated that only 30% 
of companies complied with the quota norm of 4% in 2002.  

In Spain ‘only 14% of business larger than 50 workers were meeting the 
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requirements’ in 2008 (Spanish National Report). Even in the public sector 
there have been difficulties in meeting implementation obligations. For 
example, in Ireland it has been necessary to reiterate the obligation, and ‘a 
fresh commitment to ensure that the quota for the employment of people 
with disabilities in the public sector was met’ was included in an agree-
ment between the government and social partners (Irish National Report). 
The size of the companies obliged to employ quotas, and the number to 
be employed, also varies between the countries.   

At the level of individual companies there may be opportunities for trading 
quota places. For example, in the Czech Republic companies may reduce 
the minimum number of disabled people to be employed, or the levy to be 
paid, if they buy products from other companies with more than 50% dis-
abled employees. 

In several countries (e.g. Poland, Austria, Germany and France) the finan-
cial levies derived from employers not fulfilling quotas are invested in a 
national fund with the aim of increasing employment for disabled people 
(such as the National Rehabilitation Fund in Poland). However, there is al-
so evidence of an absence of practical enforcement or financial sanctions 
in some countries (e.g. Belgium National Report). 

There is some concern that quota positions are often filled through inter-
nal rather than external recruitment, and that employers’ fulfilment of 
quota obligations is most likely to target those disabled people who are 
closest to the labour market. One argument for quotas is that they can 
make work accessible. 

To conclude, it seems in general that sanctions can be important in deter-
mining if quota-systems will work as intended (Gundersen, 2008). 

A risk of cream-skimming
*
 also exists with regard to quotas, i.e. that those 

closest to the labour market will be offered jobs first, making it easier to 
fulfil the obligation. The size of deadweight loss attached to this is not 
known, but emphasises the ambiguity in this area. 

Comment 

Discussing the assumptions underlying quota systems in Europe, Wadding-
ton (1996) says that such systems are based on the belief that, without 
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some form of legislative intervention, people with disabilities would not 
make up even the specified percentage of the workforce: 

Quotas are based on two related assumptions: (i) that employers will not 
hire large numbers of disabled people unless they are required to do so, 
and (ii) that most disabled people are unable to compete for jobs with 
their non-disabled counterparts on an equal basis, and win them on their 
merits. In short, the assumption that disabled workers are less valuable 
and less productive, and that, if such workers are to be integrated in the 
open labour market, employers need to be obliged to hire them, and 
sometimes even financially compensated for doing so.  

Numerous employers have taken their cue from the legislation, and accept 
these assumptions. This is reflected in the fact that many employers resist 
the idea of, and obligations under, quota systems, and frequently “buy” 
themselves out of their obligation where this is an option, preferring to 
employ a largely non-disabled workforce. The history of the European 
quota systems amply demonstrates that an employment system which is 
based on the idea that the protected group of workers are inferior cannot 
achieve permanent and significant success, since employers will attempt 
to evade their obligations to employ such workers (p. 71). 

A study for the European Commission (EC 2000), which looked at employ-
ment policies for disabled persons in eighteen industrialized countries, 
found no examples where quota systems achieved their targets. Acknowl-
edging the arguments that quota systems produce resources from levies 
or fines which can be used to support other employment development 
measures, and that in some cases sufficient disabled people may not be 
available to enable employers to meet their quotas, the study concluded: “ 
... it is clearly the case that in most countries the tide is swinging away 
from quotas – either for their abandonment altogether (as in the United 
Kingdom), or for other measures (active employment support for individu-
als and/or stronger anti-discrimination laws) to be given higher profile and 
greater force” (p. 207). 

* This is that those most easy to place will be supported first. This is not only the 
case within the quota system, but also in relation to other aspects of labour market 
integration. This is a general issue in relation to using especially economic incen-
tives to integrate people at the labour market, and, this needs very careful atten-
tion in the way systems and policies are implemented. However, it might be argued 
that integrating those most easiest to integrate can pave the way for others, and, a 
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successful integration can be used as a good example. 
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Activity 4.8. 
What are employment quota obligations regarding people with disabili-
ties in your country? How could you evaluate the effectiveness of these 
obligations? If in your country there is no quota system, name a few pos-
itive as well as negative aspects of such a policy for people with disabili-
ties. 

 

In conclusion of the discussion of liberal and radical approaches, Kirton and 

Green (2010) point to the fact that both approaches have been criticised for 

being “too simplistic, underestimating the complexity of organisations. The 

reality is that employee interests are heterogeneous, meaning that it is diffi-

cult to conceive of an equality policy that would meet the needs of all and be 

felt fair by all” (p.124) Therefore, “a possible move away from traditional ap-

proaches is seen in concepts of diversity or ‘difference’” (ibid.). 

As discussed at the beginning of this chapter, businesses and their organisa-

tional policies are influenced by wider social, economic and political processes 

going on not only within a particular country but also at the global level. Thus, 

the main trend of the 1990s was towards managing diversity or diversity ap-
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proaches. Kirton and Green (2010, p.127) quote Kandola and Fullerton (1998) 

on the main principles and aims of diversity approaches: 

The basic concept of managing diversity [diversity management] accepts 

that the workforce consists of a diverse population of people. The diver-

sity consists of visible and non-visible differences which will include fac-

tors such as sex, age, background, race, disability and work style. It is 

founded on the premise that harnessing these differences will create a 

productive environment in which everybody feels valued, where their 

talents are being fully utilised and in which organisational goals are met. 

There are four essential dimensions of the diversity approach. First, “at the 

heart of diversity approaches lies the premise that difference should be posi-

tively recognized, nurtured and rewarded” (Kirton and Green, 2010, p.127).  

Second, “difference is viewed as being individually based” (ibid.). Third, “a 

diversity approach aims to meet organisational goals. In this sense it is a busi-

ness-driven approach, rather than one underpinned by broader notions of 

social justice” (ibid.). Finally, “the diversity approach is presented as not only 

concerned with numerical representation of different ‘types’ of employees, 

but as an attempt to change the culture of organisations” (p.128).  Drawing on 

Rees (1998), Kirton and Green stress this last dimension since  it can be viewed 

“as facilitating more ‘mainstreaming’ of equality (i.e. equality issues being in-

cluded in every part of strategy and policy, rather than simply having dedicat-

ed equality policies)” (ibid.). Thus, if we sum up diversity approaches in rela-

tion to the concept of equality as it was presented in the Table 4.3, then it 

could be said that the main principle of the diversity approach is based on the 

idea of maximising individual potential; the strategy of this approach is based 

on the idea of using employee diversity to add value; one of the main methods 

is to change organisational culture where equality means profit aligned with 

organisational objectives.  

However, as Kirton and Green notice, there are “too many cases when it could 

be argued that it will not pay to pursue diversity. If organisations are only go-

ing to introduce diversity policies if they have a business end, surely we can 

think of many instances when the customer, supplier or employer preference 

may be for a homogenous workforce” (p.131). And they posit questions: 
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“What happens in times of economic downturn? What happens if a return on 

investment cannot be proven? What happens if the nature of the firm and its 

markets simply mean that employee diversity does not add value?” (Ibid.) 

Exhibit 4.6: Disability and Diversity – A Difference Too Far? 

Woodhams and Danieli (2000) clearly illustrate the difficulty of the busi-
ness case for diversity in relation to disabled employees. Disability is per-
haps the most obvious example of the deficiencies of the diversity ap-
proach. Paradoxically, disability is also the most obvious example of 
where individual differences are most salient because impairment is nec-
essarily individual. Yet, in the case of disability, it would be hard to justify 
diversity policies in purely business case terms because the degree of in-
dividuality inevitably leads to increased costs in identifying and imple-
menting policy measures. Therefore, the conclusion we must draw is that 
a diversity policy has to have at least a degree of focus on groups. 
Woodhams and Danieli’s analysis is important in touching on the inherent 
contradiction within the rhetoric of diversity. This is that the business case 
for recognizing diversity is prioritized; however, if this is conceptualized 
solely as concerned with individual differences, identified and dealt with 
on an individual basis, then it becomes very difficult to make a viable 
business case. 

Reference 
Woodhams, C., Danieli, A., 2000. Disability and diversity – a difference 
too far? Personnel Review 29, 402–416. 

Source: Gill Kirton and Anne-marie Green. The Dynamics of Managing Diversity: A Criti-

cal Approach, 3rd ed. Oxford: Elsevier, 2010, p. 134. 

Equality policies based on the idea of ‘sameness’ “often aim to make workers 

from disadvantaged groups fit the dominant norm, while a focus on ‘differ-

ences’ only seems to further reproduce the disadvantage faced by those 

groups” (Kirton and Green 2010, p.135). Kirton and Green stress that “neither 

the equality nor the diversity approach in practice is transformative enough” 

(ibid.), therefore it is important to seek for an integration of approaches which 

would be based on the idea of greater equality, i.e. “to ensure that the tradi-

tional equality paradigm underpins the newer diversity approach. Recognizing 

individual differences within groups and people’s different and changing 
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needs over time becomes a ‘bonus’ if basic equality work is being done” 

(p.136). 

 

4.4.2. Equality, Diversity and the Law 

The same development from the universal ‘sameness’ through the specific 

‘difference’ to the multidimensional disadvantage, though strictly viewed as 

deepening of the concept of equality – “from a concept of formal equality to a 

concept of multidimensional disadvantage equality” (Arnardóttir, 2009, p.41) 

where “equality and non-discrimination connote the same idea and can be 

seen as simply the positive and negative statements of the same principle” 

(Arnardóttir, 2009, p.43) – can be traced in the legal discourse. On the one 

hand, as Ambassador Don MacKay, who chaired the Ad Hoc Committee nego-

tiating the Convention, stressed, “theoretically there was no need for a new 

convention, because the existing human rights instruments apply to persons 

with disabilities, in just the same way that they do to everyone else” (qtd. in 

Arnardóttir, 2009, p.46). On the other hand, Don MacKay continues, “*t+he 

reality, unfortunately, has not followed the theory. [. . .] This does not mean 

that States have deliberately avoided their obligations. But many of the obliga-

tions under other instruments are set out in quite a broad and generic way, 

which can leave grey areas for their practical implementation in respect of 

particular groups” (ibid.).  

The theoretical equality model informing the present era running from the 

mid 1990s to date can be characterised as “a contextual approach that focuses 

on the asymmetrical structures of power, privilege and disadvantage that are 

at work in society” (Arnardóttir, p.54) (See Exhibit 4.7). Its aim is to achieve 

the equality of results or equality of outcomes, as Kirton and Green on diversi-

ty management put it. Arnardóttir emphasises that this contextual approach 

“has been elaborated as a response to the weaknesses of the other approach-

es that frame questions of equality in terms of the comparative concepts of 

sameness or difference” (ibid.).  
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Exhibit 4.7: Multidimensional Disadvantage Equality 
From the mid 1990s to date 

The current era of the theoretical development of the principle of equality 
has been characterised by the strengthening of protection against discrimi-
nation, an increased awareness of the complex structural social factors that 
intervene in the playing field that the law previously presumed was neutral 
and an increased awareness of how individual and group identities that 
create vulnerabilities to discrimination are multidimensional. Therefore, 
this present era can best be described by reference to the concepts of mul-
tidimensionality and structural disadvantage.  

The theoretical equality model informing this era can be labelled the sub-
stantive disadvantage model. It is a contextual approach that focuses on 
the asymmetrical structures of power, privilege and disadvantage that are 
at work in society. It aims clearly at the equality of results and the eradica-
tion of practices and policies that increase or maintain disadvantage. It 
does not see tools and techniques to achieve this change as exceptions 
from the main rule of identical treatment but as simply sometimes required 
to eliminate discriminatory social and political structures. This is a similar 
take to that of the difference approach, but its ingredients are taken to 
their fullest capacity. This approach has been elaborated as a response to 
the weaknesses of the other approaches that frame questions of equality in 
terms of the comparative concepts of sameness or difference. It has been 
developed in the feminist scholarship proceeding to move forward from 
the focus on sameness or difference per se onto the structural or systemic 
consequences of gender. In a wider context than that of gender discrimina-
tion it can be argued that theories of social construction generally form the 
backbone to the disadvantage approach. The disadvantage approach clear-
ly rejects the focus on individualism and the laissez-faire state inherent in 
the formal approach as they may be conducive towards maintaining dis-
crimination. Correlative in human rights discourse is an increased emphasis 
on the positive role and positive obligations of states.  

It has decisively established that the concept of discrimination can be ap-
proached from the perspective of a lack of reasonable accommodation 
and/or from the perspective of indirect discrimination analysis. It has also 
proved to be rather open to affirmative action programs, applying a fairly 
relaxed objective justification test to such programs when challenged as 
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discriminatory. The underlying premise of the CRPD is that the universal 
principle of equality needs adaptation to the realities of specific groups that 
are vulnerable to discrimination. This simply calls for departures from for-
mal symmetrical equality, not as an exception, but as a logical requirement 
to effectuate the true substance of the principle of equality and non-
discrimination itself.  

This is expressed clearly in the operative provisions of the CRPD itself. Arti-
cle 2(4) defines discrimination with reference to the concepts of direct and 
indirect discrimination (purpose or effect), as well as with reference to de-
nial of reasonable accommodation. Reasonable accommodation is defined 
in Article 2(5) as necessary and appropriate modification and adjustments, 
that do not impose a disproportionate or undue burden, where needed in a 
particular case. Reasonable accommodation is therefore directed towards 
real persons in real life situations. Framing the concept of discrimination in 
terms of a denial of reasonable accommodation with reference to individu-
al cases clearly establishes an individual right to reasonable accommoda-
tion.  

Further, Article 5(3) stipulates that in order to promote equality and elimi-
nate discrimination States Parties shall take all appropriate steps to ensure 
that reasonable accommodation is provided. The CRPD, therefore, clearly 
establishes a positive obligation upon the States Parties to act to accom-
modate for disabilities on an individual basis where relevant. Article 5(4) al-
so legitimates affirmative action programs as it stipulates that they shall 
not be considered discrimination under the terms of the Convention. It, 
however, does not go as far in the direction of elaborating a positive obliga-
tion to adopt them, as it does in the context of reasonable accommoda-
tions. Therefore, it remains to be seen whether the Committee on the 
Rights of Persons with Disabilities will construe the CRPD as entailing a pos-
itive obligation to enact affirmative action programs and how it will con-
strue the dividing line between the clearly justiciable individual rights claim 
of denial of reasonable accommodation under the Convention and the 
more elusive constituency of affirmative action. The whole issue will have 
to be approached from the perspective of an informed awareness that the 
international human rights law of the present era generally places an ever 
increasing importance on the positive obligations of states as a necessary 
element of the effective protection of human rights. Correlative is the reali-
sation that positive obligations are a necessary component of effective pro-
tection against discrimination. It is nevertheless also clear that transfor-
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mation to justiciable individual rights is no straightforward task.  

The current approach to affirmative action programmes generally settled 
upon in the case law of the international monitoring bodies is a middle 
ground between the more moderate and the more transformative ap-
proaches to equality, allowing the programmes that states may choose to 
adopt, and even possibly subjecting them to fairly lenient objective justifi-
cation scrutiny when challenged, while not asserting, in the context of judi-
cial or quasi-judicial review, a positive obligation to enact them. This, of 
course, may possibly change in future with regard to particular discrimina-
tion grounds and in particular contexts, but it is foreseeable that to the ex-
tent that this may exceed reasonable individual accommodations, the mon-
itoring bodies will be very careful in transforming the more programmatic 
and abstract notions of a positive obligation to promote equality and com-
bat structural disadvantage through affirmative action into justiciable indi-
vidual rights.  

A further characteristic of the present era is the development of the con-
cept or practical tool of mainstreaming. Gender mainstreaming has been 
defined as: “. . . the (re)organisation, improvement, development and eval-
uation of policy processes, so that a gender equality perspective is incorpo-
rated in all policies at all levels and at all stages, by the actors normally in-
volved in policy-making”.

*
 The concept of mainstreaming can obviously re-

fer to other equality perspectives mutatis mutandis, and has indeed in-
formed claims to the mainstreaming of other perspectives as well. For ex-
ample, the Council of Europe Action Plan on disability places great empha-
sis on mainstreaming disability within its human rights framework and in all 
policy areas

**
 and the UN is increasingly looking towards mainstreaming a 

disability perspective in various areas of activity.
*** 

The focus on mainstreaming which has carried the day in equality discourse 
during this present era can be argued to have provided a practical and less 
radical solution to the impassé of the ideological controversies about af-
firmative action which characterised the previous era somewhat. In the 
context of gender equality, Jill Lovecy has argued that the mainstreaming 
approach does not claim to radically change the composition of actors 
normally involved in policy-making, but provides instead: “a pathway for in-
tegrating gender perspectives into the established institutional framework, 
personnel and organisational procedures of policy-making.”

**** 
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It is also noticeable that the mainstreaming approach generally does not 
come equipped with clear individual rights claims or active enforcement 
mechanisms in law, which of course confirms its non-threatening concilia-
tory input into the old controversies about affirmative action in main-
stream legal discourse. Awareness of the concept of mainstreaming, never-
theless, puts in sharp focus how social structures and decision making pro-
cesses can in countless covert ways function to maintain disadvantage and 
marginalisation. From a legal realist perspective, it seems obvious how this 
awareness can profoundly influence how a judge might approach and ana-
lyse a claim of discrimination.  

Finally, the current era has also been characterised by an increased aware-
ness of the limits of traditional non-discrimination law that usually analyses 
discrimination cases in terms of the sameness/difference/disadvantage ex-
perienced on basis of only one identity marker at a time. As individuals are 
multidimensional and belong to more than one group at the same time 
(e.g. a black woman with a disability), the intersection of her identity mark-
ers can create unique synergetic vulnerabilities to discrimination. It has 
been pointed out how traditional non-discrimination law misses this com-
plexity of human identity and human experiences and can therefore leave 
the most serious forms of discrimination undetected in the margins. The 
CRPD places great emphasis on the issue of multidimensional equality.  

The preamble, letter p, expresses concern about the multiple or aggravated 
forms of discrimination often faced by persons with disabilities on the basis 
of the combination of disability with their race, colour, sex, language, reli-
gion, political or other opinion, national, ethnic, indigenous or social origin, 
property, birth, age or other status. Article 6 in the operative part of the 
Convention also specifically addresses the multiple discrimination faced by 
women and girls with disabilities and requires states to take all appropriate 
measures to ensure the full development, advancement and empower-
ment of women.  

In conclusion, the present era, characterised by the key themes of disad-
vantage and multidimensionality, is concerned with the themes and con-
cepts of equality associated with the previous era. These themes include 
the further development of positive state obligations in the context of 
equality, departures from formal symmetrical equality and the develop-
ment of the concepts of indirect discrimination, reasonable accommoda-
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tion and affirmative action to correct for factual inequalities. The current 
era is, however, additionally informed by a deeper understanding of struc-
tural disadvantage.  

This moves the focus of attention from the individual herself as the “prob-
lem” the law should address and correct for onto social factors that func-
tion to keep marginalised groups in the margins. This strikes through to the 
legal regulation and legal practice in the form of enhanced protection 
against discrimination for structurally disadvantaged groups. Thus, the 
principle of equality in the international human rights law of today, while 
not abandoning the ideal of universal equality for all, recognises that equal-
ity itself needs to be developed and tailored to the specific realities and ex-
periences of those whom it is supposed to serve.  

* 
‘Gender Mainstreaming, Conceptual framework, methodology and presentation of 

good practices’, Strasbourg May 1998, EG-S-MS (98) 2, 15. 
** 

‘The Council of Europe Action Plan to Promote the Rights and Full Participation of 
People with Disabilities in Society: Improving the Quality of Life of People with Disa-
bilities in Europe 2006–2015’, published as an appendix to Recommendation of the 
Committee of Ministers, Rec (2006) 5, cf. e.g. chapters 1.2.2. and 2.4. 
*** 

E.g. ‘Mainstreaming disability in the development agenda’, Commission for Social 
Development, forty-sixth session, 6–15.02.2008, E/CN.5/2008/6. 
**** 

Jill Lovecy, ‘Gender Mainstreaming and the Framing of Women’s Rights in Europe: 
The Contribution of the Council of Europe’, (2002) 10 Feminist Legal Studies, 281, 
emphasis added. 

Source: Oddný Mjöll Arnardóttir. A Future of Multidimensional Disadvantage Equality? 

In Oddný Mjöll Arnardóttir and Gerard Quinn, eds, The UN Convention on the Rights of 

Persons with Disabilities: European and Scandinavian Perspectives. Leiden and Boston: 

Martinus Nijhoff Publishers, 2009, pp.54-64.  

 

Activity 4.9 
What is the main difference between equality and diversity approaches in 
management and the concepts of equality based on sameness or difference 
in the legal discourse? In the context of legal contextual approach, how 
could you comment the difficulty of the business case for diversity in rela-
tion to disabled employees discussed in Exhibit 4.6? 

 
Disability mainstreaming, as Greve (2009) stresses, “is important to create 

ordinary employment opportunities and achieve equality” (p.19). He argues 

that even if mainstreaming “has been increasingly advocated and developed in 
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European countries,” it is “still inadequately recognised in government em-

ployment strategies and plans” (ibid.). he concludes that it “is essential to de-

velop greater knowledge about concrete implementation and its outcomes for 

disabled people” and that “it is important to recognise the importance of ac-

cessibility in achieving mainstream employment opportunities for disabled 

people” (p.20). 

 

4.5. People with Disabilities and the World of Work 

While entry to workforce (paid work) by people with disabilities can be seen as 

an important strategy to combat social exclusion, it has to be stressed that 

even the eradication of cultural, social and environmental barriers “will not 

generate a society in which all people with impairments are able to ‘work’” 

(Barnes and Roulstone 2005, p.316). We will discuss later the reasons Barnes 

and Roulstone place quotation marks around the word work when elaborating 

on the concept of work, but now we will turn to the structure of employment 

which has direct implications for people with disabilities, as Abberley (2002) 

stresses.  

Abberley (2002) points to the fact that because jobs are “designed around the 

capacity, stamina and resources of the overage worker, nine-to-five, five day a 

week employment” (p.130.) they are “incompatible with the needs of a wide 

variety of citizens” (ibid.). Besides, as Nordenfelt (2010) reminds us, to work 

professionally one must have specific internal conditions  of work, including (a) 

overall competence (further divided into technical, general and personal com-

petences) for the job, including knowledge and skills, as well as abilities be-

longing to the toleration category, abilities belonging to the courage category 

and other virtues necessary for fulfilling the tasks of the job; (b) qualifications 

for having and performing the job; (c) executive ability to perform the job and 

(d) willingness to take and perform the job. The ability to work Nordenfelt 

(2010; 2008) outlines is of course the ability to work in deindustrialised socie-

ties where, on the one hand, “rapid decline in manufacturing employment, has 

generated large numbers of jobless who are particularly difficult to reintegrate 

in the new expanding service economy” (Bonoli 2009, p.35), on the other, the 
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new service-based labour markets emerge characterised by strong polarisa-

tion between “high-skill, high-wage sectors (finance, information and commu-

nication technology, producers’ services) and low-skill, low-wage activities 

(retail trade, hotels and restaurants, personal services)” (ibid., pp.35-36). Or as 

Abberley (2002, p.131) puts it:  

With accelerating technological change and the globalization of mar-

kets, for the less skilled, future prospects of stable employment look 

bleak, whereas for those possessing qualifications three or four career 

changes in forty years do not seem unlikely. Both these tendencies 

make the prospects of inclusion in the permanent labour force, and 

consequent citizenship status, more problematic for disabled people.  

While there are and always will be a wide range of people with disabilities 

whose ability to work are not only excellent but sometimes extraordinary, the 

majority of disabled people are rather poor, possessing low skills and the type 

of jobs offered to them if at all are “low status, low waged occupations with 

poor working conditions and few opportunities for advancement” (Barnes and 

Roulstone 2005, p.322).  

 

4.5.1. Deindustrialisation, Active Labour Market Policies and Disabled People 

Countries responded to deindustrialisation, as Bonoli (2009) points out, in ra-

ther different ways: “Generally speaking, they developed new policies that 

were in line with their long-standing political economy and welfare state tradi-

tions. For English-speaking countries, the dominant policy-orientation was 

labour-market deregulation and liberalization; continental European countries 

strengthened employment protection and income replacement programmes 

(especially early retirement) so as to reduce labour supply and open unem-

ployment; Nordic countries, finally, developed an approach based on the ex-

pansion of employment through active labour market polices and public social 

services” (p.36). In relation to the second postindustrial challenge, tertiariza-

tion, i.e. emergence of a service-based economy, these three strategies “fare 

very differently” (ibid.). He explains: 
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First, in a service-based economy, labour market liberalization gener-

ates stark inequalities and social problems for those at the bottom of 

the wage distribution. This is the trajectory followed by countries like 

the United States or the UK. Second, employment protection and gen-

erous labour market exit provision, for example in the shape of early re-

tirement schemes, result in barriers to employment for low-skill work-

ers and high labour costs, which in turn produce high rates of unem-

ployment. This is the root of the employment problems faced by coun-

tries like Italy, Germany and France. Finally, whether through wisdom 

or luck, the response to deindustrialization that seems to fit best in the 

current service-based employment structure is the one adopted in the 

Nordic countries. Active labour market policies and public social ser-

vices are a clear asset in managing a labour market that tends to be po-

larized. ALMPs allow the up skilling of workers, and social services, es-

pecially in the fields of childcare and elderly care, facilitate women’s 

employment.   

Exhibit 4.8: Active Labour Market Policies and Disabled People 

Active Labour Market Policy (ALMP) is a core aspect of the European Em-

ployment Strategy. The aim has been to transfer the use of passive sup-

port to active help for integration of people in the labour market. Looking 

at equality in society for disabled people, the implementation of an effec-

tive ALMP is thus extremely important. ALMPs that make it easier for disa-

bled people to enter or remain in the labour market thus help in achieving 

the goals of the European Employment Strategy (EMCO 2005).  

What are the elements in ALMP for disabled people 

ALMP can have an impact both in relation to the demand and the supply 

of labour from disabled people. Education and training, assistance in the 

workplace and employment services can often be seen as focusing on the 

supply side, however, in relation to disabled people support services have 

often promoted the demand side (e.g. by economic incentives, raising 

awareness, corporate social responsibility, obligations to employ, shel-
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tered jobs, etc.). 

Active labour market policy to include disabled people normally distin-

guishes between the following elements: (a) regular employment; (b) shel-

tered employment; and (c) other rehabilitation and training. 

The outcomes may thus range from full integration into the labour market, 

including the core of the labour market, to various types of employment 

on the margins of the labour market. 

The ALMP’s instruments range from economic support to lower wage 

costs, support to create accessibility in the workplace, job coaches, job-

counselling, legislative support including quotas, rights to interview, pro-

hibition of discrimination, etc.  

Activation is in many countries also connected with accommodation in the 

workplace as a way of combining different types of policies for disabled 

people. The range of types of support available at work for disabled peo-

ple is broadly equivalent across countries but varies very considerably in 

terms of emphasis and implementation. A recent study identified support 

related to the kind of work available (40%), general support and under-

standing (12%) and assistance with mobility (10%) (Applica & Cesep & Eu-

ropean Centre 2007). 

Supported employment – pathway to ordinary employment 

Supported employment is very differently organised, structured and fi-

nanced in different European countries. However, in general, it seems that 

long-term support is important, and that job and work experience place-

ment is central to achieving a job in the labour market (see e.g. Spjelkavik 

and Evans 2008). Sweden seems to have had some success in using sup-

ported employment by emphasising three problematic phases of the com-

plex process that persons with impairments face in trying to become es-

tablished within the market: (1) reaching employment, (2) to be employed 

and (3) keeping employment.  

To “reach an employment” means that the person is active, and maybe 
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with some kind of help and support, acquires competence for the job. 

Here, the person has, through his/her own energy and motivation, shown 

an interest and in several cases got an education and can even show other 

qualifications for employment on the market. A period of job training is al-

so required in preparation for entrance to the job market. 

“To be employed,” means that an employer employs a person with an im-

pairment and as a rule receives a wage subsidy from the government for 

this. The person is now employed and is no longer in training for a job. But 

they may then be on trial. The work that the person performs is a neces-

sary job that has to be done at a place of employment and which could be 

performed by a person without impairment. It is possible to formulate a 

job description and to give a title to the specific job function. The employ-

ee with impairment is needed for his/her capability and competence. 

“To keep employment,” means that the person with an impairment con-

tinues to want to work and considers himself/herself capable to work. It 

also means that the employer protects the employee, and sees the em-

ployee as an important person for the job to be carried out, the quality of 

the work and for the working environment. The employee with impair-

ment (as for other employees) can receive an increase in salary through 

his/her contract; receive opportunities for training or education in order to 

raise their competence and to develop through employment. The person 

is the same “as everyone else”, there is a job description and a profession-

al title. She/he is a natural part of the team, a colleague the same as other 

colleagues. 

An important part of supporting a person’s employment is to provide ac-

commodation in the workplace. For example, in Germany, workplace ad-

aptations, provision of specialist equipment and adaptive technologies at 

work, personal assistance and flexible employment contracts are all avail-

able to disabled employees and their employers. However, ‘The benefits 

and services are highly individualized, but require formal application, bu-

reaucratic procedures and sometimes also means testing’ (German Na-

tional Report). Thus, even when ALMP and support is offered, it may be 

difficult to realise in practice. This view is further confirmed by existing da-
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ta. In relation to coverage of the instruments used in ALMP, only a limited 

number of persons receive support. Based upon data from the Labour 

Force Survey in 2002, 15.7% of working disabled persons in the EU-15 

were receiving assistance to work, and this was even lower (11.4%) in the 

new member states (Eurostat News Release, 142/2003). In order to use 

the support, it may therefore be important to implement ’disability man-

agement’ to ’support the reintegration of employees, whose ability to 

work is threatened due to the onset of a chronic disease or an impairment’ 

(German National Report). Supported employment is thus a way of reduc-

ing barriers to entering, or ensuring that a person can remain in, the la-

bour market as it lowers the direct cost for the employers. There may, 

however, also in this case be deadweight loss attached to the use of the 

instrument. 

Evaluation and effectiveness of ALMP 

Evaluation is particularly important in assuring practical implementation 

and best outcomes for disabled people. However, due to complexity of the 

issues, knowledge on the effectiveness of interventions and support, in-

cluding different approaches, is limited. Evidence-based conclusions re-

garding employment effects for disabled people are often lacking due to 

poor programme-participation statistics, or a lack of monitoring and fol-

low-up studies. For at least some disabled people, the road back to the la-

bour market will be challenging and long-term outcomes are as important 

as short-term transitions. The implication is that even very successful pro-

jects might have, when compared to more traditional mainstream ALMP 

activities, less convincing results. This is especially the case when only 

measuring the effect in terms of numbers in employment. 

It is thus difficult to shed light on the overall impact of ALMP for disabled 

people, and few countries reveal robust data. If data does exist, it consists 

predominantly of the number of participants and expenditure. Both labour 

market barriers and failure to activate disabled people into employment 

interact in outcomes. So, even if effective ALMP are in place this alone 

may not produce results. In some cases, one might learn from evaluation 

of more general programmes, as when the activities are mainstreamed 
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would inform about the possible outcome. 

Such an example is the evaluation of a training vouchers scheme in Ger-

many, which showed that even though this increased the position of the 

unemployed, it did not increase choice, and, in fact could lead to reduced 

quality of training (Hipp and Warner 2008). Furthermore, vouchers like 

other types of ALMP always have the risk of cream-skimming, noted earli-

er, i.e. that those closest to the labour market will be offered a job first 

(Greve 2003). Thus outcome evaluations should be contextualised, where 

possible, in relation to participant employment histories, education, gen-

der and impairment for example. 

There is clearly a need to set a framework for the standard of projects, in-

cluding how to evaluate these types of activities. An example of work that 

can be used as a starting point is provided by the European Union of Sup-

ported Employment (EUSE) who presented a framework for quality stand-

ards for providers in a booklet on the process of supported employment 

(engagement, vocational profiling, job-finding, employer engagement, 

on/off job support). This includes aspects on quality standards in various 

fields, connected indicators and possible sources of evidence. While not all 

projects and activities might be able to gather information on all aspects, 

this provides a useful starting point for reference. 
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Activity 4.10 

Read the following excerpt from the national overview of corporate 
social responsibility (CSR) in Denmark by Mette Morsing (2005, pp.25-
27). Recently the Danish welfare model has come under pressure. In 
the 1990s, the Danish state supported almost 25 % of the able-bodied 
population. A large number of people found difficulties in maintaining 
a stable relation to the labour market and this created social exclusion 
for those people who were unable to live up to normal workforce 
standards, e.g. handicapped, elderly, ethnic minorities and socially 
marginalised people. This meant a major increase in public expenditure 
and created an unsustainable pressure on the welfare system. In 1995, 
the Danish minister of social affairs, Karen Jespersen, in the then so-
cial-democratic government, was the first to call for corporate assis-
tance in meeting the challenge, and for constructing a Danish agenda 
for CSR in what she referred to as “the inclusive labour market strate-
gy”. The ideal was social cohesion, and the means were to mobilise pri-
vate companies and social partners in “social partnerships” to address 
the problems of unemployment and social exclusion. A comprehensive 
campaign labelled “It concerns us all” was initiated by the social minis-
ter in 1994, which tied together labour market and social issues and 
encouraged partners in the private as well as the public sector to join 
the forces.  

One outstanding Danish company inspired Karen Jespersen initially. 
Grundfos (www.grundfos.com) is a major producer of hydraulic pumps 
and the company had for a number of years shown how a company 
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can contribute to solving societal problems whilst serving its own 
agenda. Grundfos has established a number of special workshops for 
people with reduced work capabilities [due to physically, mentally or 
socially related reasons] that serve to integrate these people from the 
local community into the workplace, whilst contributing to the mainte-
nance of a flexible workforce, and the minister realised that in order to 
rectify social exclusion, employers had to understand not only their 
moral obligation but also their advantages in creating special working 
conditions for this group of people. For a company like Grundfos, a 
flexible workforce is important in the prospective of a future labour 
shortage and for Grundfos there is a profound interest in integrating a 
larger number of people in the workforce. For Karen Jespersen it was 
vital for the inclusive labour market strategy, that it was more than an 
expression of corporate philanthropy: “the companies had to show 
more than the desire to do good. It was not merely a question of ask-
ing companies to do more but of finding ways in which the political sys-
tem and the companies might join forces in addressing fundamental 
societal problems. Hence, the point was to build the dialogue and co-
operation between the political system, the companies and the local 
authorities. Partnerships were the essence” (Thyssen 2003).  
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In the beginning of her overview Mette Morsing asserts that in Den-
mark, “the notion of corporate social responsibility appears to raise 
modest expectations” (p.23),  and as one of the reasons she mentions 
is the claim by many Danish company managers “that acting socially 
responsible has always been an inherent part of the company culture” 
(p.24). How do you think, to what extent the Grundfos example justifi-
es such a claim? 

 
Overall, entry to the paid work by people with disabilities can be seen as an 

important strategy to combat social exclusion, thus allowing “for the integra-
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tion of perhaps a substantial proportion of any existing impaired population 

into the work process, but only in so far as there is a happy conjunction be-

tween individual’s impairment, technology and socially valued activity” (Ab-

berley 2002, p.135). 

 

4.5.2 The Concept of Work 

While significant changes in society at large and the labour markets can be 

observed, there are some changes in understanding of the concept of work 

itself. Barnes and Roulstone (2005) point to some developments starting with 

the concept of domestic work, elaborated within the feminist scholarship, 

though for disabled people “this re-conceptualisation must go much further 

because although many unemployed disabled people, both female and male, 

do housework, and have childcare, and/or ‘caring’ responsibilities many do 

not” (p.322-23). Therefore, as the next step, they look at the types of work 

associated with ‘illness’ management such as  

(1) illness work, including activities like organising and administering 

medication, doing physiotherapy, and so on;  

(2) everyday work, such as household tasks and interactions with family 

and professionals; 

(3) biographical work, involving strategies that disabled people adopt in 

order to incorporate impairment into their everyday lives. This might 

involve developing ways of making sense of their condition and ex-

plaining it to others. (Barnes and Roulstone 2005, p.323) 

Even more, as Barnes and Roulstone stress, “Disabled people and their organi-

sations have long since recognised that living with impairment in a disabling 

society involves a great deal of effort and work” (ibid.). As evidence for this 

kind of work they mention “the various guides and handbooks now available 

for the recruitment of personal assistants (PAs) to enable people with ‘severe’ 

impairments achieve an independent lifestyle” (ibid.), where the work that 

PAs might have to do can be divided into “distinct but related categories: per-

sonal, domestic and social” (ibid.).  
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Barnes and Roulstone emphasise that “disability and related benefits are not 

passive in the sense that they go straight into the recipient’s pockets, they are 

circulated throughout the economy in terms of generating employment, goods 

and services” (p.324). They point to the fact that “many disabled people, alt-

hough technically 'unemployed' themselves, are now employers” (ibid.), 

meaning among other things, that “many PA users employ as many as five or 

six people over the course of a week” or that in general “increasingly large 

sections of the workforce are employed in the human service sector” there-

fore depending “on disabled people and other disadvantaged groups for their 

very livelihood” (ibid.).  

“This re-configuration of the concept of work should not be construed as an 

alternative to the on-going struggle for disabled people’s participation in the 

workplace rather it should be seen as complimentary to it” (Barnes and 

Roulstone 2005, p.324, emphasis added).  

 

Activity 4.11 

Consider the phrase ‘work for those who can and security for those 
who cannot’ and the following comment by Barnes and Roulstone 
(2005, p.322) that “in a cultural environment that generally only values 
and recognises paid employment as the norm, such a phrase fails to 
address the stigma associated with unemployment and the social and 
psychological consequences for those excluded from the workplace. 
Rather it compounds them since it implies that those excluded from 
employment cannot and do not work.” Could you explain the phrase 
and the comment by using different meanings of the concept of work? 

 

4.6. Conclusion 

This chapter has explored various significant shifts: first, within the field of 

business-government-society from simple models such as the market capital-

ism or the dominance to more complex ones such as the countervailing forces 

or the stakeholder model; second, within the European policy, from disability 

as part of social policy to specific disability policy based on the social model of 
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disability; third, from the equality approaches based on sameness to diversity 

approaches based on difference in human resources management and from a 

concept of formal equality to a concept of multidimensional disadvantage 

equality through a concept of specific difference in the legal discourse; and 

finally, from industrial societies to post-industrial ones and different strategies 

to cope with the effects of deindustrialisation, active labour market policies, 

specifically aimed at disabled people, included. It might be argued that since 

the shift of disability policy in the field of employment from vocational rehabil-

itation to equal rights, knowledge about disabled people rights has become 

part of overall competence for management jobs according to Nordenfelt 

(2010) constituting the basis for non-discriminatory practices.    

Related study courses and modules 

A general introduction into relationship between business, government and 

society  

See for example, the 12th (or latest) edition of the textbook by John F. Steiner 

and George A. Steiner, Business, Government, and Society: A Managerial Per-

spective (McGraw-Hill/Irwin, 2009). Though written primarily and mainly from 

the United States perspective, the latest editions include not only comparative 

materials about other states and nations but also “business activities, ideas, 

and civil society networks that span borders” (Preface, p. x).   

Managing diversity as an advanced course of human resources management   

See for example, the 3rd (or latest) edition of the textbook by Gill Kirton and 

Anne-marie Green, The Dynamics of Managing Diversity: A Critical Approach 

(Oxford: Elsevier, 2010). This book provides “the theoretical and conceptual 

underpinning necessary to understand the changing British and European con-

texts of workforce diversity” (p.1) focusing on five social groups centred 

around issues of gender, race/ethnicity, disability, sexual orientation and age.   
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5.1. Introduction 

The identification and sharing of good practice can be a promising approach to 

improve the employment situation of people with disabilities as regards re-

cruitment procedure and access to work places.  By exchanging, discussing and 

sharing good practice approaches, employers and human resource managers 

will be able to implement new strategies to recruit and employ staff that is 

best meeting the expectations of the company, as regards improving skills and 

work quality as well as managing diversity. 

This module aims to present the idea of identifying and sharing good practices 

in the employment of people with disabilities, and how you can discover and 

validate good practices in your country, region, company and/or economical 

sector. 

This module will help you to: 

 Learn about the terminology, definitions and background of good 

practice identification and sharing 

 Identify examples of good practice 

 Discuss and exchange about their usability and transferability.  

 

5.2.Terminology  

Good practice: is a methodology or approach that has previously or currently 

been tested to be effective in one organization, region and/or sector, and 

might be effective in another one too. Especially in comparing governance 

styles and national policies, good practice is often seen as one activity in a 

more comprehensive benchmarking process. 

Best practice: are generally-accepted methods or processes that have proven 

themselves over time to accomplish given issues or tasks. Compared to the 

use of the term “good practice”, it is questionable whether there could be a 

single “best” practice, since these examples are constantly changing. 

Benchmarking: Is a systematic process of learning from the best. In reference 

to sharing of good practices, it is the continuous process of comparing own 

activities to good practices from other organisations. Organisations evaluate 
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various aspects of their activities in relation to good practices from other or-

ganisations, by developing plans how to make improvements or adapt specific 

good practices, with the aim of improving performance (i.e. in the recruitment 

and/or employment of people with disabilities). 

Indicators: Indicators are used to measure a specific performance, i.e. through 

counting figures of stakeholders using a new practice (quantitative indicators) 

or interviewing stakeholders (quantitative indicators). They describe either the 

process or the outcome of a performance. Indicators should follow the SMART 

method (SMART = specific, measurable, achievable, realistic, timely)
21

 

Peer group: means “group of equal”. Usually used for groups of young people, 

in terms of project management the peer group is more likely used for interest 

groups, i.e. a group of people from organisations who are interested in the 

outcomes of a particular project. 

Stakeholder: Is a person or a group/institution, who or which affects or can be 

affected by a specific activity of an organisation. The affect could be either 

positive or negative. By analyzing the stakeholders prior to a project, a better 

performance can be reached in terms of reaching target groups or avoiding 

failures. 

Validation: means the demonstration of the link between a process and the 

result. Only if it is proved that a chosen method is responsible for the out-

come, it will be possible to present the method as a good practice. 

Valorisation: Although it might sound like one, valorisation is actually not an 

English term. The word comes from the French “valoriser” and means "giving 

value". Valorisation covers two types of activities: Dissemination of project 

results and outcomes, and Exploitation of these results. Exploitation activities 

go beyond dissemination activities, as they are aiming at adapting existing 

products to other beneficiaries and/or systems than those for which they were 

initially conceived. 

                                                           
 
21 Novartis Foundation for Sustainable Development, page 17 
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5.3. Learning Module 

Generally, learning from the past increases the chances of success in the fu-

ture. Therefore, a good practice is defined as anything that has been tried and 

shown to work in some way, whether fully or in part but with evidence of ef-

fectiveness. Good practice should be transferable; it should give implications 

for practice at other levels or sectors. By identifying and sharing good practice 

the beneficiaries will be able to replace poor practices, reduce rework, im-

prove services and minimize knowledge loss.  

Good practice is often part of a more comprehensive benchmarking process. 

For the higher education sector, according to the UNESCO benchmarking is “… 

a standardized method for collecting and reporting critical operational data in 

a way that enables relevant comparisons among the performances of different 

organizations or programmes, usually with a view to establishing good prac-

tice, diagnosing problems in performance, and identifying areas of strength. 

Benchmarking gives the organization (or the programme) the external refer-

ences and the best practices on which to base its evaluation and to design its 

working processes.”
22

  

Transferred to the area of recruiting and employing people with disabilities, 

benchmarking processes can be helpful for a permanent change of paradigm 

towards organizational diversity management. 

The identification and sharing of good practice needs to be performed in 

different steps: 

Firstly, the needs and requirements of the user should be identified. Who will 

benefit most from better knowledge and understanding of good practices in 

employing people with disabilities? How will the beneficiaries access the good 

practice and make use of them? Regarding employment issues, that means to 

find out about what the requirements of employers are, and how good prac-

tices in the employment of people with disabilities can show that they can 

contribute to meet these requirements. 

                                                           
22 Vlãsceanu, L., Grünberg, L., Pârlea, D.: Page 34 
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Secondly, good practices have to be discovered. There are several ways to find 

out about good practices: One is to examine organisations or companies that 

are likely to be using good practices due to their performance in recruiting 

people with disabilities. Having found them, it would be important to find out 

what part of the respective approach or methodology represents good prac-

tice. This could be done best with the help of people who know the relevant 

practice, or shall benefit from them (peer group).  

Thirdly, good practice needs to be well documented. To make different prac-

tice examples comparable, a description of each approach and/or methodolo-

gy used in developing the good practice would be necessary, including infor-

mation about the context (i.e. economical sector), resources and skills needed 

(i.e. for special recruitment procedures), description of the steps taken to im-

plement the practice, lessons learned during the implementation (i.e. what 

worked well, what difficulties were discovered), and resources (i.e. special 

recruitment forms, guidelines, etc.).  

Fourthly a validation of the identified good practices would be welcome. A 

good practice needs a visible link between what has been done, and what re-

sulted from it towards the beneficiaries. Validating the process – i.e. by a peer 

group - can help to proof that the chosen method or approach did help to 

meet the project objectives, i.e. that a special recruitment procedure like work 

quality assessment used in a company did lead to an increase in their em-

ployment figures of people with disabilities. It would be good if the peer group 

includes target group representatives (i.e. employers, human resource man-

agers) as well as end beneficiaries.  

Finally, good practice needs to be disseminated and exploited. A good prac-

tice can only be used and further developed if the target group gets to know 

about it, and decides to adopt it to its own systems. Therefore a strategy or 

plan for the valorisation of good practice examples is needed. 

Apart from the above described process of identifying and sharing good prac-

tice, there are some more important issues that need to be taken into consid-

eration:  
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 A good practice is not a final procedure or method since it evolves con-

stantly, or needs to be adapted to particular systems or sectors. Therefore 

the lifetime of a good practice can be rather short, depending on the cir-

cumstances (i.e. if the legal situation is changing). Nevertheless, in an un-

changed environment, the practice needs to be sustainably effective to be 

considered as good. 

 

 The expectations on finding good practice in recruitment and employ-

ment of people with disabilities should not be too high. Previous studies 

of the European Commission on benchmarking employment policies for 

people with disabilities were lacking clear results that show good practic-

es in getting people with disabilities into job could be, at least on the level 

of national policies and support structures
23

. 

 

 Complex situations require diversified solutions. In many cases there will 

not be a master plan (or one best practice) to solve problems, since or-

ganisations and companies have their own individual structure and cul-

ture, and individuals are sometime difficult to be convinced. It is not use-

ful to be too prescriptive about good practices; encouraging people to 

identifying and sharing them voluntarily is important, as well as the 

recognition of individuals and/or groups who support the development 

and promotion of good practices. 

 

 Last but not least, it is important to keep in mind that the identified good 

practice remains in the ownership of the organisation that is using the 

method and/or approach. Identification and compilation of good practice 

does not establish any intellectual property. It is crucial to name the pro-

viders of the good practice, and deliver contact details. 

 

 

 

 

                                                           
23

 European Commission: Benchmarking employment policies for people with disabili-
ties, page 3 
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5.4. Self – assessment tasks 

 

 Make yourself familiar with the terminology. 

 Describe the different steps that are necessary to take before deliver-

ing and sharing good practice.  

 What cautions are important to keep in mind when implementing 

good practices? 

 Identify good practice examples in recruiting and / or employing peo-

ple with disabilities in your country! Share and discuss them with 

other students! 
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