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Introduction
The purpose of this document is to provide general information about how people with
disabilities are helped in finding a job in Italy.
To do this, we first give some information about the public system, the main provider of
information and support services for people with disabilities and other groups who face
difficulties in finding a job.
The public services have been significantly reshaped in the last few years, thus we decided
to focus on the new legislation, referring only in a marginal way to the previous one, as
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within the ANDIW project we deem important to focus on what is the situation faced
nowadays by people with disabilities looking for a job.
Since the new national legislation gives significant freedom to the regions, and the regions
have a general role but give mandate to the provinces to organize in practical terms the
services on the territory, we decided to focus on a province that can be considered, for
number of reasons, an example of good practice: the Province of Genova.
Therefore, in the second part of this document, you will read, through the words of the
coordinator of 7 employment services aimed at people with disabilities and of the
coordinators of the two main services offered, the “ Vocational Guidance service ” and the
“ Job Matching service ”, how the legislation answers to the real needs of people looking
for employment, and how numerous challenges are met thanks to the work of a staff
competent and dedicated to the task.
Finally, we skectched five examples of good practices, chosen among the enterprises not
obliged by law to employ people with disabilities.

Public employment system
In Italy the “public emploment system ” has always been the tool used by the
government to offer equal opportunities in finding a job to unemployed people or to
people looking for a new job.
Traditionally, the employment offices were managed by the central government,
unfortunately with a low efficacy.
Private companies existed, but worked simply in the selection of personnel, mostly for
high profile roles or in careers guidance.
Through the Law n. 59 (15 th March 1997) the state delegated to the regions 1 a number of
functions, among which those related to the employment market, with the aim to make
uniform, at regional level, the orienting, training and employment services, organizing
public services capable of helping the citizens in dealing with the labor market.
Thus the Regions succeeded quite recently, in 1997, to the previous Employment Offices
(Uffici di Collocamento) managed by the central government.
A further Legislative Decree - D.lgs 23 december 1997 n. 469 - gave to the regions and
to other local bodies the organization and management of employment services,
previously managed by the Ministry of Labor,.

1 The regions of Italy are the first-level administrative divisions of the state. There are twenty regions, five
of them are constitutionally given a broader amount of autonomy granted by special statutes. Each Italian
region is divided into Provinces, and each province is divided into communes. The organization of the
provinces, midway in size between regions and communes, is analogous to that of the communes; they each
have councils, committees, and presidents. Since 1990 several laws that modify the organization of these
local autonomies have been introduced in a trend toward greater decentralization.
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The D.lgs n. 469 defined also the criteria regions must refer to in order to reshape the
employment system.
The government kept the general role of directing, promoting, coordinating and
monitoring the system.
The regions in turn kept the strategic planning of services and delegated the management
of the services to the provinces, through the Employment Centres (Centri per l’Impiego –
CpI)
The main aim of the changement has been that of integrating the employment services,
the active labour market policies and the training services, giving more freedom and
power to the regions, the provinces, and other local authorities.
In short, the regions have now the strategic planning, while the Provinces are in direct
contact with the territory and with other local authorities.

Private Placement agencies.
In Italy exist also private agencies, focused often on searching workers for medium
enterprises. They collect data through the National Employment Service, through their
personal contact, advertisements in newspapers and periodicals, Internet etc. They usually
charge fees both from the job-seekers and from the employers. These agencies function
primarily in the Metropolitan cities. These agencies concentrate on job placement and do
not offer other services (training, advice, counselling, etc.). Also persons with a disability
may address themselves to these private agencies.

Employment Centres
The current Employment Centres fall under the responsibilities of the Provincial
Authorities and are designed to provide a series of services specifically targeted to workers
and enterprises and more precisely:
•

Reception

•

Guidance

•

Match between labour supply and demand

•

Pre-selection

•

Counselling

•

Assistance to the weaker categories

This last aspect is the one on which we shall focus to explain how this assistance is
organised and provided.
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In order to utilise the Employment Centre's services and certify the employment status
people looking for employment must register and declare the immediate willingness and
availability to work.
The starting-up of the various services is subject to regional and provincial regulations
and can vary throughout the country.

Registration at the Employment Centre
The Employment Centre reform has eliminated the ordinary and special employment lists
as well as the 'employment record book'.
Today it is no longer necessary to be registered at the Employment Centre, infact the
employers contact the worker directly, except for the following cases:
* Workers on mobility lists
* Entertainment workers
* The disabled who are registered in compulsory employment lists
But, of course, the non-employed or unemployed job-seekers, as well as employed
persons seeking another job, can continue to register, if they intend to utilise the services
of the Employment Centre, but must declare their intention to promptly accept a job.
The procedures for the registration of the data on the workers include a 'personal data' list
and a 'professional record card'
The procedures and documentation necessary for registration at the Employment Centre
are subject to regional and local rules and can be different throughout the country.

People with disabilities, compulsory and targeted
employment
As we saw in the previous pages, in Italy, work placement of people with disability is
supported by a series of targeted actions, and in particular by the compulsory
employment service available at local Employment Centres.
Law No.68, known as the “Regulation on the right to work of disabled persons ”
containing provisions on the right to work of disabled individuals, was approved in 1999,
replacing legislation dating back to 1968 (n. 482 of 1968). The concept of Compulsory
Employment has been integrated with a new perspective, that of Targeted employment.
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Compulsory employment
Work placement of people with disabilities is supported by a series of targeted actions, and
in particular, by the compulsory employment service available at local Employment
Centres.
Unemployed disadvantaged people who aspire to a job suited to their work abilities must
enrol in the compulsory employment list at the local Employment Centre of their
geographical area, and specifically in a single ranking list.
Compulsory employment is specifically reserved to a number of categories of
unemployed people:
Disabled People
•

People of working age with physical, mental, sensory disabilities or cognitive
handicap leading to a work ability reduction exceeding 45%

•

Invalids due to work accidents with a degree of disability exceeding 33%

•

The sightless or the deaf and dumb

•

War invalids, civil war invalids and invalids due to service (not relevant to this
report)

•

Other Categories (not relevant to this report, including surviving orphans and
spouses of persons deceased due to work accidents, war or service, victims of
terrorism etc.)

People registering in the compulsory employment lists must be unemployed (except for
the victims of terrorism) and have not reached retirement age.
The documentation required to register may vary according to the requirements
specifically expressed by the compulsory employment offices and is also subject to
regional and local regulations, which may differ throughout the country.
Special laws have been not modified by the Law 68/1999, art.1, thanks to its comma 3:
these laws refer to blind operators, Law 113/1985, blind masseurs, Law 686/1961, blind
phisical therapists Law, 29/1994, blind teachers Law 270/1982.
Companies with more than 15 employees are obliged to hire a certain number of workers
with disabilities, otherwise they pay penalties.

Targeted employment
In 1999 Law n. 68/99 replaced legislation dating back to 1968 (n. 482 of 1968). Now the
new employment services are requested to adequately sustain the new perspective of the
1999 law, which redefined the mandatory placement introducing the idea of targeted (or
finalized) placement.
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The targeted employment system consists of a series of instruments for the evaluation of
the work abilities of disabled people aimed at the insertion in an appropriate job through:
•

Job-analysis activities

•

Support forms

•

Positive actions

•

Solutions of problems arising from workplaces

It is worthy to mention a series of benefits being allocated to enterprises or public
administrations that hire disabled people with certain percentages of disability.
The Employment Centres offer a number of opportunities to promote the insertion of
disadvantaged workers through:
•

Agreements between staff-leasing agencies and public bodies

•

Incentives for enterprises providing contracts to social co-operatives employing
disadvantaged people

•

Work-Entry Contract

The most interesting solutions are found thanks to the concept of targeted employment,
and in the next section you will read an interview made with the Coordinator of the
Targeted employment service (Responsabile Ufficio Inclusione socio lavorativa e
collocamento disabili) of the Province of Genova, Lidia Prato.

The targeted employment service
To give some figures about the activities performed by the Targeted Employment Service
of the Province of Genoa in 2008 7.667 people with disabilities were enrolled in the
service (972 of them enrolled in 2008). In the same year the Province of Genova gave
green light to hire 629 workers with disability, 45% of whom women. The 34% of the
workers were among 36 and 45 years old.
The Service receives each year about 2000 prospectus from enterprises active in the
Province. In the prospectus the enterprise gives information about the situation about the
employment of people with disabilities. It is worth to mention that the 39% of prospectus
are sent by enterprises that are not obliged to employ people with disabilities (for example
because they have less than 15 employees): this reflects the ecellent network of
cooperation extablished by the Service, capable of raising attention and cooperation also
among enterprises not obliged by law to employ people with disabilities.
Only the 2% of enterprises are not up to date and do not employ the correct number of
people with disabilities required by law.

6

The Targeted Employment service of the Province of Genova
Interview made to Lidia Prato, General Manager of the Targeted Employmet service of
the Province of Genova.
Q. What is your opinion of the law introducing the concept of targeted employment?
A. Very positive. In comparison with the previous legislation, based on automatic
procedures, where the first person in the list had to be chosen and assigned to a job
without considering his/her specificity, this new perspective represents a cultural
revolution. In the past we were not asked to evaluate neither the limits nor the potential of
the person. The new law originally kept a quota of automatic placement, but I am
particularly proud of the fact that the region Liguria decided not to use this possibility,
and to work only in a perspective of targeted employment.
Q. First of all, who are your clients? What kinds of disabilities are mostly represented
in the Targeted Employment Centers?
A. Few of them have only a physical disability; very few need a wheelchair on a
permanent basis, for example, or have physical characteristics that identify them at first
sight as people having a disability. That’s why it is so important for our team to speak
with the person, to meet him or her several times.
The majority of them come to our offices after having developed a disability in their adult
life. Usually at the origin of the disability there is a disease, cancer, heart disease, stroke,
diabetes, multiple sclerosis….diseases that may have as a consequence the fact that the
person has little stamina, or has had parts of the body amputated, or limited range of
motion, or has difficulties in sighting, it depends.
Very few people are born with a disability, because there has been a general decrease of
this type of disabilities (cerebral palsy, spina bifida, etc.) and also because these persons
unfortunately often have a percentage of disability higher than the percentage recognised
by law to have access to our services.
Q. Are there any qualifying tests or other mechanisms suitable to create fair
opportunities for disabled candidates?
A. In our system there are no tests. We work through vocational guidance and skills
balance evaluation. The person who enrols in our service will not be chosen for a job
from a group including also able-bodied people. Of course s/he may be in competition
with other people with disabilities, and in this case the employers will make the choice on
the basis of their criteria.
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Q. What are the first steps the person follows arriving to the Employment Center?
A. People with disabilities enroll at the employment service bringing a number of
documents and certificates we require by law. One document is particularly important, the
one that declare the suitability to work of the person (Certificazione di idoneità lavorativa)
Among the data included in this document there are personal data, information about the
diseases of the person, his/her family situation, and the percentage of impairment.
The medical committee who compiled the document may conclude it in two different
ways: “the person is suitable to targeted employment ” or “the person is suitable to
targeted employment plus “ orienteering service ” (vocational guidance service).
In this distinction we read the first step of an individual project, the vocational guidance
service, which will hopefully bring that person to find an employment.
The person will thus meet an expert in job vocational guidance, a guidance counsellor
who will create an individual path with the person in order to search for a suitable job.
There are not yet formal courses to become a “guidance counsellor ” specialised in this
field. The region Liguria is currently starting the process to give official recognition to
this activity, and this later on will open the path to create formal training courses to get a
specific diploma.
Q. What happens if health problems interfere when searching for a job or later on,
when the person has a job?
A. When the person is still enrolled in our service and has not yet found a job, there are
no problems if for some reasons s/he has to interrupt the job search for health related
problems, s/he will keep the place and will not loose any opportunity when the emergency
is finished. If the person is already working, a specific law (Law n. 104/99, regarding
assistance, social integration and the rights of the handicapped) recognizes to any person
having an officially recognized disability paid permission every month up to three
working days, in case they need rehabilitation, physical examinations, etc.
Q. Is the recruitment staff and selection panel members trained in equal opportunities,
diversity issues and disability awareness?
A. Since there is still no official and recognised training for becoming a counsellor
working in services that offer targeted employment, the curricula of the staff members
may vary. However the majority of the staff members are very well trained, with a
significant number of updating courses. Recently, thanks to a Grundtvig project, we
offered them the possibility of attending an online pilot course titled ADAT Aversive
Discrimination Awareness Training, five modules focused on aversive discrimination,
aversive disablism, heterosexism and sexism, and intersectional discrimination.
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Q. Is disabled staff member of recruitment panels?
A. At the moment only one person, a man, has a disability. In principle, there are no
obstacles at employing people with disabilities in our services.
Q. Are applicants with disabilities invited to identify any particular arrangements they
might need at the interview?
A. Yes, they may need sign language interpreting, or to eliminate architectural barriers.
We work in close cooperation with a number of other services, for example one of the
Local Health Unit (ASL 3), specialised in job placement of people with physical
disabilities, or another pubic service that offers video-interpreting for deaf people.
If the person needs an ergonomic evaluation there is an equipped laboratory at the INAIL
office in Genova. INAIL is the Italian Workers' Compensation Authority that among other
aims has also that of the re-integration in the labour market and in social life of work
accident victims.
However it is important to remember that the match between person and workplace
follows several steps before arriving at the interview and if the person needs accessible
workplace our staff will search for a firm or a company whose offices are already
accessible.
And, again, I remind you that only a few of them have only a physical disability.
Q. Is the same scoring/assessment system used for disabled and non-disabled
candidates?
A. We do not have this situation in our system, as in case of people with disabilities we
match the person to the job.
Q. Is the disabled person consulted where modification or refurbishment work is
planned, to the workstation or premises, prior to commencing the work? Are
individuals asked if the modifications are meeting their needs?
A. Yes, this is exactly what we do together, before with the person and later on with the
company.
Q. Is it ensured that information about any practical consequences of an individual's
disability is only passed on to the rest of the staff and managers as necessary with the
person's consent?
A. The person is fully aware of any step of the process, as the Italian law controls it. We
do not inform the employer about the diagnosis of the person, as the Italian law forbid
this information to be circulated. The employer is informed about the risks the person
may incur in doing specific activities, what the person can do and what cannot do.

9

The Data Protection National Authorities says that not even our services should be
informed of the diagnosis, but we receive it from the medical team.
The perspective of the targeted employment is oriented to the person ’s functioning and
not to his/her diagnosis. We agree that if the medical team that fill in the certificate makes
a complete description of how the person functions, the employment services do not need
the diagnosis. However the problem is that the medical team sees too many persons to
have the time to make a complete evaluation and to fill in the forms in a complete way. It
is important to remember that approximately 1.000 new persons enrol to our service each
year. Forcing the medical team to make a comprehensive evaluation would slow the
system too much.

The Vocational Guidance service
Interview with Marisa Massolo, coordinator of the vocational guidance service of the
Targeted employment Office.
Who are the clients?
The Vocational Guidance service was born in 2004, with the aim to help disadvantaged
people to find a job. With disadvantaged people we mean basically two main groups:
people with disabilities and people who, due to social disadvantages, need support to be
included in the labour market.
People with disabilities having the characteristics described in Law 68 may address
themselves to our service: they are people of working age with physical, mental, sensory
disabilities or cognitive handicap leading to a work ability reduction exceeding 45%;
invalids due to work accidents with a degree of disability exceeding 33%; the sightless or
the deaf and dumb.
Which paths do they follow?
When a person asks for an appointment we assign him/her to a specific counsellor on the
basis of the diagnosis. We have counsellors specialised in counselling people with physical
disabilities, others specialised in counselling people with psychiatric disorders, etc.
Some of these people after having been “counselled ” are sent directly to the job
matching service, that works in close contact with the “Enterprise office ” (Ufficio
impresa) where, again, two paths are possible: apprenticeship or direct insertion in the
enterprise.
The percentage of people sent to this second step is about the 30% of the total.
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This because we are faced with very difficult situations and in many cases people need
more “care ” than job matching, therefore they are sent to other services capable of
giving them the care they need before thinking again to find a job.
Therefore our activity consists also in choosing which service, among the several ones
belonging to a wide network, is more suitable for the person at that phase of her life.
The services can be health services, services offered to the municipality, etc. all of them
focusing on helping the person in gaining the skills needed to find a job. This is done to
avoid charging the job matching service with

“impossible ”

cases. The word

2

“ o rienteering ” (orientamento ) is adequate to our service, because this is what we do; we
help the person orienteering herself in the wide network of services available at local level.
In some cases people need simply information, in other cases they are not ready, for a
number of reasons.
The matching service, as you will learn better interviewing the Job matching coordinator,
Monica Moisello, has two channels: apprenticeship or direct insertion in the
firm/company.
Those clients who are “ready ” are assigned to direct insertion, named targeted
employment, where the company makes a specific requirement for a job, describing its
characteristics, and we select the curricula of clients having a suitable profile. The clients
are then interviewed by the company, which makes the final choice.
Those people whose competences are not suitable anymore, either to their disability, or to
the job market in general, and those who are still too fragile to face a direct job matching,
will have the possibility to make apprenticeships, both with companies which are obliged
by the law to employ people with disabilities (companies with more than 15 employees),
or even with companies which are not obliged.
What is the aim of the “vocational guidance service”
The main aim is to understand which are the competencies of the person, if the person can
continue doing the job s/he was doing before becoming a disabled person (and in general
unfortunately it is NOT possible). Then we will try to see if it is possible to re-qualify the
person, and we have several options, like training vouchers, training courses, etc. When this
phase is finished, we can send the person to the job matching service, with clear
information about his/her new skills, and it will be the task of the job matching service to
look for a suitable job.
A tipical situation is that of men, who have always been building workers and after a
cardiopathy cannot anymore make physical efforts. A possible solution is a training to
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We chose to translate this term with Vocational guidance, avoiding a too literary translation.
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learn how to use softwares to manage whareouses, and then they can find a job as
wharehousemen.
Do prejudices interfere with your work?
Yes, of course. Each of us may have prejudices in relation to specific problems. For
example towards drug addicted people, or people with psychiatric disorders. It is
important for us to recognise and admit these prejudices, because we can choose to
concentrate on different problems, working at our best. This is the reason why, when a
new person arrives to our service, s/he may be assigned to different counsellors. Each of
us is specialised in a specific type of disability/disadvantage, and can work at his/her best
with people living with that condition. We are human beings.
We have 2.5 counsellors specialised in pschiatric disorders, 2 on disabilities related to
drugs addictions and prisoners (of course having a disability), 1 counsellor working with
adults having cardiopathies and with people with learning disabilities, 2 cousellors
specialised in motor disabilities, 1 specialised in working with disabled people of foreign
origin.
(The office deals also with people not having a disability but followed by social services
for other reasons, but this goes beyond the ANDIW interests)
In our reports the data are not divided by diagnosis; the only broad division is between
people with psychiatric disorders and people with other types of disabilites. To give an
example, a man with paraplegia consequent to a car accident is in the same category with
a woman having lack of stamina as a consequence of Multiple Sclerosis.
Typical examples
There are, obviously, cases that are more frequent, typical situations that change and
evolve along the years. The first frequent case is that of men, approximately 45-50 years
old, building workers, low level of education (8 years, corresponding to primary and low
secondary level), having a cardiopathy. Usually these are men who have been working for
all their life, almost ever married and with children, who cannot continue working as
before. This is a common situation where the person needs to be re-trained, paying
attention to his limitations in terms not only of physical needs but also of previous
education (and training). Often these men have been working without a contract,
unfortunately this is a typical situation in Italy in this field.
The first job we do in these case is to help them in understanding and accepting that they
cannot continue doing what they were doing before, that they must attend a training
course, sometimes even a short one, to obtain a specific driving licence, to learn how to
use softwares for warehouses, how to manouver a fork lift, etc.
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These activities require time, some months, after which they will be referred to the job
match services where, through apprenticeships, they will hopefully find a new job.
When these men, before becoming disabled, have been working with a regular contract,
they have at least financial “parachutes ”, In fact there is a law stating that, if in the last
five years you have been paid national insurance contributions from your employer at
least for three years, you are entitled to a salary (that does not forbid you to look for a
job).
Which are other typical situations?
People who had accidents, with not only physical consequences but also head injury and
other problems. Genoa is a very difficult city if you must use a wheelchair, for example
only a limited number of buses are accessible, and it is difficult to travel everywhere. We
have a good cooperation with the specialised office of the local health unit where there is
a team specialised in physical disabilities, therefore if the problem is only physical we
refer these clients directly to them. Usually, however, these people when are highly
qualified have no problems in finding a new job through their network. But there are very
few of them.
On the contrary, it is very common now to have what we call a “triple diagnosis ”: young
people who had a motorcycle accident while being under the influence of drugs or
alcohol (or both) and are followed by the mental health service. We noticed these
situations also thanks to our cooperation with SERT Service (SERT is the service for drug
addicted people). Young people to compensate for psychiatric disorders use often drugs.
This fact is linked to a widespread prejudice against people with psychiatric disorders,
which as a consequence makes people prefer having the stigma of being drug addicted
than having a psychiatric disorder. In these cases it is very difficult deciding which service
has to follow them, if the SERT or the psychiatric services.
Sometimes these young people have also judicial problems, linked to their use of drugs.…
These cases start being frequent nowadays, while until 2005 I do not remember any of
them.
What about women? Are there typical situations?
Yes, of course. Divorced, with children, having consequences of a cancer or heart
problems, or neurologic diseases, like Multiple Sclerosis.
Often they have been not working in the last years, to raise their children, or they have
been doing part time jobs without qualifications. So they have little or no experience, have
an age that creates problems in finding a job even when you have no disability, are
untrained and unskilled. The disability does not allow them to do job where efforts are
required, like cleaning lady, a job where little specific competence is needed.

13

I remember a case where a woman in this situation first followed a six month course (paid
400 euros per month) to learn to use the computer and secretarial work. Then she
followed another course for women in difficulty, to be trained to become a check–out
clerk in supermarkets or similar. Then we found her the possibility to follow a stage in a
big enterprise where she has been finally employed. To work as a check–out clerk is very
difficult because you must be very quick and you have the responsibility of the cash
register, usually you do not have a fixed schedule every day but you work on rotating
shifts based on the whole week as these shops are often opened seven days a week from
9a.m. to 8 or even 9 p.m.
Another difficulty is that there are different ways of paying, cash, cheques, credit cards,
etc.
Many people do not succeed in this work because of high level of stress.
What has been important in this case is that during the training done before arriving at
finding a job she has been always paid, even if small sums, as she had to raise her children
no matter what. We had to work a lot on her self-esteem, as of course she was depressed
about her situation and lacked in confidence in her capabilities and resources.
We had to underline how important was to be well combed, adequately dressed and so on.
The final selection she had to pass to be chosen for the employment has been very taugh,
as the company is very demanding, but she succeeded and we are proud of this result.
What is your opinion about the fact that the emterprise does not know the diagnosis?
It depends. Of course the person is free to declare his/her diagnosis, if s/he feels that this
will not create problems. We know that the stigma is still strong, mainly towards drug
addicted people and people with psychiatric disorders. The enterprises do not ask us do
tell them the diagnosis, they know the law and we have been working a lot on this aspect
“ educating ” them in understanding that what is important is to know what the person can
and cannot do and not the name of a disease. We noticed that in the public services (like
the University, for example) the person having a drug addiction is not well considered
while in the private enterprises the stigma is more on people with psychiatric disorders.
For eample, frequently there are people with Multiple Sclerosis who have memory
problems and it seems that their performances are low because of their lack of interests in
the job. In these cases we teach the person strategies to cope with the problem (use of
agendas, etc.) but sometimes we speak also with the enterprise (with the person’s consent)
so that they can understand that the problem is linked to the disease and not to the lack of
willingness of the person.
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The Job Matching service
When the person is ready to be matched to an enterprise (after having been trained by the
Voacational Guidance Service, or immediately after accessing the targeted employment
service) the Job Matching Service starts looking for possible matches. We asked the Job
Matching Service coordinator, Monica Moisello, to tell us about the Service activities.
The Job Matching Service works not only with big enterprises but also with small and
medium enterprises. Can you tell me something about this aspect of your activity?
We have good contacts not only with small enterprises, but also with associations (cultural,
unions, etc): we do not search them to employ people in them, but mainly because we
need “places for employability ”, in other words places where to test people in real
activities. We need practical training to know better our clients, and our clients need to test
themselves in real situations, without the anxiety linked to a situation where they know that
the enterprise is actually looking for an employee, as they know that this type of training
will not end in any case (there are only a few exceptions) with the offer of a job.
So we contact small artisans, associations, etc, telling them that we look for small
enterprises available to offer a training period to people with disabilities. This activity is at
no costs for the enterprise, as the person is paid with other funds, managed by the
Province, nor the enterprise has any duty to offer the person a job at the end of the
training. Even the insurance costs are paid by our Service. We ony ask a “real ” training,
based on “real ” activities performed usually in the enterprise, and a tutor following the
person teaching what to do and veryfing the results. Our clients in this way have the
possibility to test their competences, the specific ones, related to the activity, but also the
so called transversal ones, the fact of arriving on time, respecting the atmosphere and the
context, etc.
In this way both the employer and our client are free to cooperate in a relaxed way, giving
their best.
After this experience, the clients are ready to try a targeted training, in an enterprise that
must employ a certain number of people with disabilities, and organises training aimed at
choosing the best person for a specific job.
Why the small enterprises accept this offer? Which are their characteristics?
Also the big enterprises organise training activities, having either the aim of “ observing ”
the person or that of finding the right person for a task.
But we thought that the fact of being obliged to do something could favour the prejudice.
If I am obliged to employ these people, I fear to be sent people I may not like, I know
that if I do not employ them I wil be fined, therefore my attitude is not so participative.
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We may change this attitude, spreading a different culture, explaining that people with
disabilities are not only people with Down syndrome, but also people with slipped spinal
discs or cardiopathy, and at that point our relation with the enterprise usually changes.
Therefore we started searching small enterprises, associations and similar, also because
training people can be very rewarding. Also ethical values are involved in this process,
helping people who had problems, and these aspects have been winning in these years,
infact we succeded in matching people with enterprises that were not obliged by law.
In some cases, after the training, the enterprise decided that the person was the right one,
and they employed him or her.
When a company is obliged by law to employ people with disabilities, even if we assure
that the specific training is aimed only at training the person, both the company and the
person know that, if during the training there is a vacancy, the person will have the right to
apply for the job, while the small company is free from this idea.
The benefits of employing people with disabilities are the same than those of the big
companies; therefore it may be convenient also from an economic point of view.
Tax relief are applicable when the person with disability has more than the 65% of
disability.
An enterprise obliged by law can employ people having more that 46% of disability, and
this person counts in the number required by law, but to have tax reliefs the person must
have more that the 65%.
Beyond this tax relief there are also other mechanisms, financing schemes offered by the
Province, which can be added to the other benefits (for example if the person is a woman,
or has a certain age, it depends).
According to your experience, what do average people have in mind when they think
of people with disabilities searching for a job?
People with Down syndrome, people with physical disabilities and, more recently, when
people have no physical evidence of having a disability, employers think of people with
HIV and of people with psychiatric disorders.
What does it mean “to create a culture”?
First of all we do not lay anything upon the enterprises. We must clearly divide our
personal attitudes and values from our professional ones. If I seat in front of a manager
who says “I do not want a psychiatric person, I do not want a person with HIV I do not
want a black ” (and it happened) I, Monica, leave the room. While I, responsible of the Job
Matching Service, cannot behave in the same way. I do not debate with the manager about
the concept of disability or other theoretical issues. My first aim is to clearly understand
in which context I am, as anything is said to me gives me hints about the situation and, in

16

any case, to reach my aim of matching a person to that company. That company will not
be suitable for “ x, y and z ” but maybe it will be suitable for “ m ” . So I will remember
what I was told, and I will not match people having the characteristics refused by that
manager, and not because I share the manager’s point of view, but because I know for
sure that a person with those characteristics will be put in a difficult position in that
company. I explain what does it mean disability in general, that any person may develop a
disability because of a disease, for example, that some diseases do not change the person,
but may change their competencies, and this start changing the relation with the person
who is sitting in front of me.
I will send to that enterprise people with other characteristics, without declaring the
diagnosis, and I will have a successful result, as I will not “lose ” that enterprise and I will
match a person to it in any case.
Obviously I will choose persons who may stay in a place like that, because what I have
been told is in any case a strong message about the atmosphere in that company. But
there is also the situation where the manager is not working in the office where the person
will be employed, and this is another factor, because I know that the atmosphere can be
more positive.
What do you think about the fact that the diagnosis is a secret?
There are positive and negative factors in any situation. We work always with people, our
clients on one side and the people working in the enterprises on the other side. In some
cases people want to be clear about everything but in other cases you clearly perceive that
some other people do not want to be informed.
In general terms the method is correct. But I think that in some cases giving this
information could be an added value, reassuring the company decision makers. In fact,
only if the person agrees, I declare the diagnosis. There is not only one way of “ making
culture ”.
The ideal situation would be to have the choice of using different approaches.
Are there “easier” situations, where you know, meeting the person for the first time that
things will go smoothly?
Yes, but the disability has nothing to do with this. This aspect is more related to the
characteristics of the person. I may have a person with a cardiopathy, with a difficult
character, who has difficulties in working with other people and a person with a
psychiatric disorder (the most stigmatised one) who works very well with other people
because s/he feels reassured by staying and working with others.
The diagnosis is not important per se, it is the person who makes the difference, with her
competences and personal characteristics, a good balance of a number of aspects.
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Diagnosis can become easily cages.
Are there psychologists in your team? Is it necessary to have a competence in this field?
To do our job you need to know “the human being ” which does not mean being a
psychologist. If a psychologist wishes to work with our team, s/he must be capable of
working as a matching counsellor, not as a psychologist.
Otherwise there may be problems, because our approach is a pedagogical one not a
psychological one. We do not want to change people with disabilities; we do not want to
change people working in enterprises. We bring competencies that may help people in
changing attitudes related to the job. If a psychologist thinks to analyse the person, to try
to have access to the subconscious, to personal aspects and not to aspects related to the
job, this might constitute a damage. Because people come here to have the service of
experts knowing the job market, good expertise in communication aspects, with a good
knowledge on legislation, capable of helping the person to let his or her competences
emerge: this has nothing to do with psychoanalysing a person.
However, it may happen that a client creates us some problems and in these cases we have
a supervision given by a professional psychologist, but this is a totally different situation.
How many counsellors are working in this office?
Twenty. The majority of us (twelve people) work with people with disabilities, through
individualised paths that last nine months or, directly through the targeted match, with
those who are more self assured and do not need a re-training before being matched to an
enterprise.
A group works directly with enterprises that are obliged by law to employ people with
disabilities, others, who have less clients, work with the companies who are not obliged by
law, searching them for the whole service.
Then there are four people who work at the inclusion service, with people with social
disadvantages, or prisoners.
The last four people are specialised in working with people with psychiatric disorders.
What happens if after nine months the person has not found a job?
The person is entitled to go back to the vocational guidance service. Sometimes this may
happen before the ninth month, when it is clear that the person was not clear about his/her
needs or interests.
The nine months have been defined because the average time needed to find a suitable
job is a year months, while before it was four months.
This is due to two factors: the crisis, very strong in these last two years, and the diagnosis,
that nowadays are more serious than before, often including more than one factor.
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However we remain always in contact with the person, who can always come back to our
office for any need they may have.
How long are the contracts offered to the people?
Minimum six months, unless in exceptional cases. The six months can be transformed in a
long term contract. Our tasks do not end with the contract, as we continue to monitor the
situation for a while. This happens always whit people with psychiatric disorders. In other
cases may be a request of the person, of the enterprise or even our decision.

Five examples of small enterprises
What follows are accounts of five small enterprises, not obliged by law to employ people
with disabilities, involved by the Job Matching Service in offering training and
employment possibilities to people with disabilities.
1) Ms. Zilli, Director, Human resources, CIA, Italian Confederetion of Farmers
We hired a person with a disability in our offices. The Province helped us in a practical
way, firstly choosing a person having the characteristics we needed. Tha main strength of
the Service offered by the Province is that they know the person, not only his/her
curriculum.
Then we were helped during the whole training, also through an administrative and
bureaucratic support service.
This support has no cost for the enterprise and this is a very important aspect for small
enterprises that cannot be charged with this extra work.
For us it has been simple to adhere to the matching service offered by the Province, and I
would recommend it to small and big enterprises, as it can guarantee the best matching
between employer and employee.
2) Sabina Volpato, Cooperativa La Goccia,
La Goccia (The drop) is a social cooperative that manages homes for elderly people.
We have been offered by the Province to train peple who needed a basic training. We
trained them successfully. The Province helped us with all the forms to be filled in, and
helped us at the beginning, in including the trainees in our service, following each step of
the process.
At the end we hired two people, trained by us, with the help of the Province in all phases
of the process. The whole story originated by a call of the Province, when we have been
offered this possibilità and now we are glad of it and we recommend other enterprises to
use this opportunità.
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3) Mauro Bolognese, Owner of Hotel Astoria Europa, Genova.
We cooperated with the Province several times. We often trained women, both italian and
foreigners, as chamber maid. The experiences have been in general positive, and the
trainees helped us a lot. The training is made in a peaceful situation, as our hotel is small.
When the women are foreigners they learn also the language and the common practices
required in Italy in this activity. The job is not complicated, but requires attention and
respect, as entering in a client’s room is like entering in his/her house.
4) Thomas Abbundi, Publisher. Auriga Publishing International srl, Genova
The publishing house publishes model-making magazines.
We had a trainee for two months; he first worked in the warehouse, at the packaging
machinery, at shipping. Then we found an activity, data entry, which was particularly
congenial to him. Some of our providers of informatic services have noticed his
competence and have now contacted him to offer him a position. We hope this will result
in a job.
We find positive that the Provicne offers us people having exactly the characteristics we
require. We are available to have more trainees in the future, as the experience has been
positive.
5) Attilio Busengo, Hotel Cairoli
We had two experiences with the Province. A lady who worked with us as receptionist and
a gentleman we trained as maintenance man.
Both experiences were satisfying even if, unfortunately, we could not employ them after
the training because of the crisis, which has decreased our activitiy.
In both cases we trained the person in understading how you behave in front of a tourist,
which are the main tasks required in our activity, and we were very satisfied with the
results.
The persons have been chosen very well by the Province, and learned very quickly their
activity. In general, I consider the service offered by the Province very useful.

Legislation
2002
Legislative Decree No. 297, dated 19 December 2002 Rules amending and correcting
Legislative Decree No. 181, dated 21 April 2000, containing provisions to promote jobmatching, implementing Art. 45, Paragraph 1, letter a) of Law No. 144 dated 17 May 199
2000
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Presidential Decree No. 442, dated 7 July 2000 Regulation with provisions for the
simplification of the procedure for the ordinary employment of workers pursuant to Art.
20, Para. 8, of Law No. 59, dated 15 March 1997
Presidential Decree No. 333, dated 10 October 2000 Detailed regulation for the
implementation of Law No. 68, dated 12 March 1999, containing provisions for the right
to work of the disabled
Legislative Decree No. 181, dated 21 April 2000 Rules to promote job-matching,
implementing Art. 45, Paragraph 1, letter a), of Law No. 144, dated 17 May 1999
1999
Law No. 68, dated 12 March 1999 Provisions for the right to work of the disabled
'Ministry of Labour' Circular No. 77, dated 24 November 1999 , Law No. 68, dated 12
March 1999, containing: "Provisions for the right to work of the disabled"
1997
Legislative Decree No. 469, dated 23 December 1997 Assignment to the Regional
Authorities and Local Authorities of functions and tasks concerning the labour market,
pursuant to Art. 1 of Law No. 59, dated 15 March 1997; Delegation to the Government
for the assignment of functions and tasks to the Regional Authorities and Local
Authorities for Public Administration reform and administrative simplification
Law No. 59, dated 15 March 1997 Delegation to the Government for the assignment of
functions and tasks to the Regional and Local Authorities for Public Administration
Reform and for administrative simplification
1992
Law 104/92, dated 5 February 1992 Social Integration of handicapped people
1988
Legislative Decree No. 509, dated 23 November 1988 Provisions for the revision of the
categories of people with disabilities and those with debilitating diseases, and of the
benefits provided in current legislation for those categories, pursuant to Art. 2, Paragraph
1, of Law No. 291 dated 26 July 1988
1987
Law No. 56, dated 28 February 1987 Provisions on the organisation of the labour market
1970
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Law No. 381, dated 26 May 1970 Increase of the ordinary contribution of the State in
favour of the "Ente Nazionale per la Protezione e l'Assistenza ai sordomuti" (National
Association for Protection and Assistance of Deaf-Mutes) and measures for deaf-mute
assistance
Law No. 382, dated 27 May 1970 Rules for assistance for civil blind people
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